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Abstract

The purpose of the review paper is to summarize and analyze the previously
published articles on the university teachers’ performance appraisal. The re-
searcher reviewed different articles on the title stated above. The primary aim
of university performance evaluation system should be institutional im-
provement through quality assurance in every process of action. Teachers’ job
performance assessment criteria should be objective with complex judgment
of work performance. The assessment should be based to improve credibility
of performance assessment. Feedback from immediate supervisors, colleagues
and students is helpful to strengthen the professional development of univer-
sity teachers.
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1. Introduction

The paper of this study reviewed, discussed, summarized and analyzed 12
(Twelve) articles on “University teachers performance appraisal”. The review
focused mainly to review key articles and literatures that are connected with
performance assessment. The paper stated briefly the method with the strategy
that the researcher reviewed different published articles by summarizing and an-
alyzing the content issues. The discussion section mainly emphasized: the dem-

ocratic impacts of evaluators, reward systems and benefits and assessment crite-
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ria. Moreover conclusion of the work, significance and contribution of the re-
view and the shortcomings for further research is clearly stated.

Evaluating teachers performance is often difficult and subjective. Performance
Appraisal is a formal system that evaluates the quality of teachers’ performance
[1]. It is a process of measuring and developing the individual and the team per-
formance; a set of performance management or appraisal practices with goal set-
ting and planning, monitoring and feedback, appraising and remunerating of
employees [2]. According to [3] performance appraisal has become a term used
for a variety of activities through which organizations seek to assess employees
and develop their competence, improve performance and allocate rewards. Here
it is important to disclose that there are abundant studies regarding performance
appraisal, performance review, performance evaluation, performance assess-
ment, performance employee, staff assessment and service rating [4]. Further-
more, performance appraisal can be defined as the ongoing process used for
identifying, measuring and developing an individual’s performance with an or-
ganization’s strategic goals [5]. One can infer from this that the term perfor-
mance appraisal is multidimensional and related with multi-dimensional activi-
ties. It has a lot to do with the quality of teachers, to assess employees” compe-
tence and performance. It is an organizational process that is based to identify
performance and institutional strategic goals.

The aim of this paper is to review and discuss some of the key resources con-
nected with teachers’ performance appraisal. The options that are given by the
researchers will be indicated in the paper and further direction will be given.
Challenges and opportunities offered by performance appraisal will be discussed.
According to [6] the intensity of change quickens and the emphasis of keeping
up with it heightens. Greater transparency demands that school system can
compete and emerge in the global economy. In line with this [7] state, an effec-
tive performance system will adhere to meeting demands by hiring employees
accountable, addressing under performance and practice. Performance appraisal
provides feedback to employees about their performance, facilitating decisions
concerning pay increases, promotions and layoffs, encouraging performance
improvements, setting and measuring goals, determining individual and organi-
zational training needs, improving overall organizational performance and ethi-
cal needs to bring the education to a higher level of performance [8]. The pri-
mary aim of a university performance evaluation system should be institutional
improvement through quality assurance in every process of action. Ranking sys-
tems could supplement the evaluation procedures undertaken by the necessary
officials [9]. Several researchers have identified the impacts of the personal and
social attributes of teachers, students and administrators which affect their atti-
tudes toward each other [10]. According to [11] teaching performance is related
to the number of students, degrees awarded and the quality of education pro-
vided. Primary performance measures can only be applied at the organizational
level. Individual instructors are responsible for the quality of education provided

in the delivery of the courses they teach.
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2. Materials and Methods

The researcher reviewed different articles on the issue of university teachers’
performance appraisal. The articles reviewed are twelve in number. The key
words and the database of each of the articles are given at the end of the study.
P/s see Appendix one. Article review summarizes and analyzes previously pub-
lished studies rather than reporting new facts and producing new information.
Due to this reason, the researcher has not collected new data or instruments and
no need to identify sampling techniques. Rather, the researcher reviewed prima-
ry literatures on the topic. The articles reviewed are twelve in number. Detail in-
formation about the authors, the title of each of the articles and full information
of each of the papers are given at the end of the study. P/s see Appendix 1. Ac-
cordingly, narrative thematic analysis was given on the revised articles making

summary, analysis and conclusion.

3. Discussion

It is apparent that the role of research and teaching in universities has long
history. University was a place of teaching of universal knowledge, attitude
and skills. It is objective is to disseminate knowledge, competence, technology,
science and scientific discovery. The general management literature advocates
that to secure effective implementation strategy and organization performance
measures should be aligned with its strategic objectives. Teaching quali-
ty/effectiveness is usually gauged via student assessments. Although the use of
student assessment is controversial, much of the literature in the area concludes
that student assessments are generally consistent and relevant [12] [13]. These
major determinants of accuracy are rater motivation, rater ability and availabil-
ity of appropriate judgmental norms. Long been, employee performance been
regarded as an important part of management function, for the purposes of sal-
ary increment, administrative purposes and recognizing future management po-
tential. The study by [14] comes across the finding of his research that failure to
adhere to the “applicant flow technique” of adverse impact administration, in-
terest in assessing performance appraisal systems regardless of their adverse im-
pact and ignorance regarding acceptable validation procedures and focus on ob-

jectivity.
3.1. Demographic Impacts on the Evaluators

In any university and other professional organizations either governmental or
private better skills professionals are required desperately by the universities and
the labor market. Without smart management skilled human resources, aca-
demic planning and proper management, it would be difficult to implement
skillful performance appraisal. The provision of performance information for
the concerned bodies should not be underestimated. The ranking systems could
supplement the evaluation procedures undertaken by official actors. One of the

significant developments in the technology performance management has been
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the identification of specific “Core competencies” by the organizations. Compe-
tencies are critically important for all members of the organizations behaviors,
skills, attributes, performance factors and proficiencies that every organization
member is expected to possess and display [15] [16].

The author of this paper shares the view of those authors in such a way that
vertical evaluation is not the issue of few personnel in the universities; it should
be the entire concern of the community of the universities. With the present
global technological development, various issues of performance appraisal, such
as competency level assessment, genuine, fairness, truth and openness should be
developed. The outlook of subjective appraisal should be minimized and it
should be based on the overall skillful strategic planning. The impact relation-
ship between administrators, teachers and students should not be undermined.
It is the agreement of many researchers that not only personal attributes of
teachers, administrators and students but also contextual factors affect the eval-
uation process of the evaluators. Attitudes of teachers and students can be in-
fluenced by contextual variables of the immediate school context and classroom
[17] [18] and [19].

It is apparent, that higher education is important with the phenomena of
global technology. Higher educations are the centers of teaching learning, re-
search and community service. The vision and mission of most of the universi-
ties is similar in such a way to promote high quality teaching learning, institu-
tional excellence, competence based evaluation and advanced goal oriented per-
formance appraisal. Teachers’ evaluation is an essential outset to determine the
performance of each and every faculty member and the whole community with-
in the university. Performance management and quality enhancement ultimately
rely on human resource interventions and both chase the goal of delivering bet-
ter services. The prior development of any system for university performance
practice should be based on the preparation of clear content and the meaning of
quality, equity and efficiency.

Comprehensive performance appraisal of teachers should not be based solely
on a ranking system. It should as well reflect more reliable and useful that can
provide more reliable, useful and value added that can provoke international
competence [20]. Subordinates and co-workers ratings are particularly variable,
due to their importance to provide different and significant perception on rates
skill and behavior. Faculties and departments self-evaluation is more useful as
compared to other methods to reflect the weak aspects of instruction and the
skills of classroom appraisal. Feedback would become more reliable when in-
formation is gathered from different sources such as teachers, students oneself
and also from the community in general.

The argument from [21] states, self-direction leads a teacher towards a pas-
sion for learning and strong individual responsibilities. Effective teachers can see
themselves through self-evaluation while they are actually doing on the process
of teaching. Administrators are the key role model for the efficiency punctuality

of performance appraisal. High level administrators’, faculty and department
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heads are critically responsible for well deep rooted performance appraisal. In-
formation should not be only gathered from one or two sources, it should be al-
so collected from various sources. The concerned evaluators, especially adminis-
trative heads, teachers and others should be free from unethical, biased and ille-
gal appraisal implementation. When performing the issue of performance ap-
praisal, attitude differences in ethnicity, race, socioeconomic, gender, language
and geographical area should be taken into account critically. Performance must
be based on justice and proper democratic outlook. Moreover, performance ap-
praisal would be more proper and efficient if it is based on scientific theoretical

framework and model based activities.

3.2. Reward Systems and Benefits

Performance management of academic staff is based on performance appraisal
and remuneration decision. Performance management/approval are considered
as an important management on tactical levels. Performance appraisal of academic
staff may be position-based and/or annual general and or detailed, long- or short
term, quantitative and/or qualitative indicator based, objective and/or subjective
and combination of all the above. Performance management enables the con-
solidation of work effort of individuals and work teams to achieve strategic goals
of organization. It is clear that the goal of performance appraisal is to give evalu-
ation to work results and provide feedback for further development of work
performance. The central aim of performance appraisal systems where workout
puts or results of appraisal connected to employees’ salary is to ensure increased
work motivation and thus improve results on individual or organization-
al/institutional level. This has been emphasized in several different motivational
theories such as goal-setting theory, expectancy theory and most dominant of
them agency theory [22] [23] and [24].

The educational leaders are expected to follow a consistent performance
management process that serves the interest of their institutions that can en-
hance employee development. Performance management is helpful to improve
work relationship, improve organizational performance, improve organizational
culture, and minimize bias and subjectivity. The performance appraisal may be
ineffective unless it is being linked to performance enhancing policies. If per-
formance appraisal is used in isolation, it may not yield the desired outcomes.
Performance appraisal must be the entire culture of the university culture. If
properly applied, it can give constructive feedback and if not that can induce
employee demonstration, turnover intention and unproductive behaviors from
the employees [25] [26] [27] and [28].

In general, performance approval is helpful to identify overall performance,
develop assessment measure and collect performance information from different
sectors of colleges in the university and to evaluate performance attentively.
Hence it is of crucial importance for salary increase, assessment based promo-
tion and to give proper and valid feedback to teachers. This motive can bring

concrete motivation that can indicate teachers to better performance.
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3.3. Assessment of Working Performance (Assessment Criteria)

With the present global world performance assessment criteria are considered to
be an important aspect of enhancing evaluation activities. In Slovak Republic
universities, assessment criteria are based on the accepted aims, knowledge,
skills, attitudes, value orientation, creativity, motivation and other characteris-
tics. Ensuring the quality of university education is repeatedly occurring topic of
professional and laic community not only in Slovakia, but also in the whole
world. In the USA the quality of universities is evaluated according to the actual
results such as Top American universities (TARU) evaluation model that use in-
dicators to gauge such areas as the quality of research and the teaching learning
competence of graduates and undergraduates [29]. The current state of teachers’
performance assessment in the University of Zilinia, that is located in the North
West region of Slovak Republic is sustaining and enhancing quality in all its ac-
ademic and supporting activities. For the quality assurance the, University of
Zilinia (UNIZA) uses the internal quality assessment systems and external qual-
ity assessment carried out especially by independent certified/accredited organi-
zations. The aim of the assessment is to acquire information about achieved job
performance for the purpose of creating conditions of higher motivation and
more effective work of university teachers in future. On the bases of the assess-
ment the employees obtain information about their performance from the view
of their immediate direct supervisors. The information should be a base and
helpful for the future working orientation and to minimize the faults that arise
within the work conditions [30]. Concerning the quality of any subject and
teacher, students should have also opportunity to express their opinion through
the enquiry that is part of academic information and educational system of
UNIZALA. In this case the results are evaluated by the teachers giving the les-
sons and head of the departments (Table 1).

Table 1. Form of the university teacher performance assessment (UNIZA, 2003).

Assessment criteria Assessment
1. The extent of using knowledge and experience in practice 1 2 3 4
2. Concern for own professional growth and personable development 1 2 3 4
3. Performance of the tasks in education and in the field of science and research 1 2 3 4
4. Production of study materials and their professional level 1 2 3 4
5. Ability of quick adaptation to changed conditions 1 2 3 4
6. Independence and initiative in performance of the work tasks 1 2 3 4
7. The level of scientific-research and publication activity 1 2 3 4
8. Applying new forms and methods in education 1 2 3 4

9. Active participation in international events and participation in their preparing 1 2 3 4

10. Personable elements in relation to work and performance of the tasks
(Reliability, consequentiality, work in team, efficiency, work discipline and, etc.)

Sum
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The background for the complex assessment of the university teachers’ job
performance assessment in the survey activities and outputs of the pedagogical
employees of the UNIZA that is early updated and approved. Some of the dissat-
isfaction of the teachers with job performance assessment at the University of
Zilinia [31] was described as the following:

e The assessment was very subjective according to the teachers.

e Specified criteria were very general, immeasurable and unclear.

e Exact specification of criteria and assigning the weights were missing

o The expects of results on evaluated teachers were doubted.

e Exact specification of the subject competent to evaluate the job performance
was missing.

o The form has limitation that it could not be used as a base comparison of in-
dividual performance.

In Bucharest, Romania; the University of Titu Maiorescu, Caleta Vocaresti
187 evaluation criteria for performance approval of faculty members is an inter-
disciplinary study situated in between the concern for the quality of the evalua-
tion process and efficient human resource management. Teachers Performance
evaluation are particularly valuable because it provides difference and significant
perspectives on rates skill and behavior and it informs people about the effect
their action and workplace [32]. The literature is abundant in studies regarding
performance appraisal, performance review, performance evaluation, perfor-
mance assessment, performance measurement, employee evaluation, personal
review, staff assessment and service rating [33]. Most of them refer to the service
organizations. The high-placed evaluation of science and technology, the im-
plementation of new technology and the globalization competitive market en-
hance the need for evaluation of personnel inside organization [34].

Ethiopian universities job performance assessment

The researcher for this review paper is working in one of the Ethiopian uni-
versity by the name Madda Walabu. Through long years of his personal experi-
ence (not less than 30 years), he had visited some of the universities. He has
checked also the document report of some of the universities. Almost all are us-
ing the standard format from the government directed by the Federal Ministry
of Education of Ethiopia. The assessment criteria were set centrally that the
teachers of the universities should be assessed by the students, colleagues of the
teachers and the department heads of the university. The maximum value was
given to the students (50%), the next lower value for the colleagues (30%) and
the least value (20%) to the department heads or the administrative officials.

For the sake of convenience, the reviewer of this paper has separated the stu-
dent format that is used by Madda Walabu University in Ethiopia into two dis-
tinctive parts. Those items that are expected that students can easily understand
them to assess their teachers are stated under Table 2(a) and those items that are
difficult to assess in line with the standard level of the students are labeled under

Table 2(b). One can infer from Table 2(a) that the assessment items are open
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Table 2. Teachers evaluation format by students (value given 50%).

(a)
Dear student. Please check in the boxes indicating how you evaluate your g
» o—
teachers for this semester altogether. T - & w 2
- < 5 5
Date: Your field of study s % 5 = £
Y S & £ ©° 4
ear Z R
© o
Your gender S
1 2 3 4 5
Satisfaction with the teacher’s teaching abilities
1.1 He/She makes good preparation 1 2 3 4 5
1.2 He/She uses various techniques of teaching 1 2 3 4 5
1.3 He/She motivates students to exercise 1 2 3 4 5
1.4 He/She gives exclusive supports based on students’ performance 1 2 3 4 5
Satisfaction with teacher’s relationship behaviors
2.1 He/She gives due respect and recognition to each student 1 2 3 4 5
2.2 He/She makes no discriminations among students 1 2 3 4 5

2.4 He/She is open to share his/her experience for new things and ideas 1 2 3 4 5

2.5 He/She recognizes individual differences and needs 1 2 3 4 5
2.6 He/She demonstrates exemplary behaviors 1 2 3 4 5
2.10 He/She shows care toward students 1 2 3 4 5
2.11 He/She shows impartiality 1 2 3 4 5

Source: The Federal Democratic Republic of Ethiopia Ministry of Education (May 29/2018), Ethiopia.

(®)
Dear student. Please check in the boxes indicating how you evaluate your qé
w» o—
teachers for this semester altogether. T > E o 2
< 8 3
Date: Your field of study E g 5 = g
Y S ~ E S <
ear Z S B
@ o
=

Your gender

._.
)
w
IS
(3]

Satisfaction with the teacher’s teaching abilities

1.5 He/She assesses student’s abilities using multiple techniques 1 2 3 4 5
1.6 He/She demonstrates passion and interest in teaching 1 2 3 4 5
1.7 He/She uses practical examples/cases from the real world 1 2 3 4 5

1.8 He/She presents his/her personal research and consultancy experiences 1 2 3 4 5
1.9 He/She encourages pragmatism 1 2 3 4 5
1.10 He/She triggers thinking 1 2 3 4 5
Satisfaction with teacher’s relationship behaviors

2.3 He/She sets and communicates criterion/expectations and assessments

clearly

2.7 He/She promotes equality 1 2 3 4 5
2.8 He/She demonstrates devotion to purpose 1 2 3 4 5
2.9 He/She promotes assertiveness 1 2 3 4 5

Source: The federal Democratic Republic of Ethiopia Ministry of Education (May 29/2018), Ethiopia.
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enough and students can easily understand to at least assess their respective
teachers.

The table depicts that the maximum value is given to the students (50%). The
reviewer of this paper has reservation on the value that was given to the students.
The concerned bodies should further assess various assessment and psychologi-
cal maturity level models that is pertinent to the standard level of the students.

The reviewer of this paper has identified the items under Table 2(b) as diffi-
cult and complex that students cannot understand them easily to assess their
teachers easily. Some of the words such as multiple techniques (under item 1.5),
passion (under item 1.6), real world (under item 1.7), research and consultancy
experience (under item 1.8) and pragmatism (under item 1.9) are complex pro-
fessional terms that are beyond the experience level of the students. Since the
students cannot understand the terms, rather it would be difficult for the stu-
dents to assess their respective teachers.

Similarly the items identified and stated in the above tables call for further re-
vision. Assessment is not a simple issue that can be performed with random and
unorganized trial and error. It needs further investigation and critical analysis of
research based phenomena.

Madda Walabu University Instructors’ Performance Evaluation Checklist
(To be completed by colleagues) (Value given 30%)

For the sake of convenience the researcher has adjusted the items in Table 3
by taking the most important once. The total number of items that ought to be
in the table were twenty, but reduced to thirteen items. The most important once
are taken into consideration. As it can be seen from the table below (Table 3)
the next comparative value is given to the colleagues is (30%). Next to the stu-
dents the next comparative value is given to the colleagues of the teachers. As
such the reviewer doesn’t have any reservation on the assessment level and value
given to the colleagues of the teachers.

Teachers and colleagues are within the same staff community that one teacher
can easily identify the behavior, cognitive, ethics and approach of the fellow
friends. The issues stated in Table 3, such as preparing teaching materials, up-
dating the subject matter and willing of the teacher towards serving the commu-
nity can easily be identifiable by the fellow friends.

Madda Walabu University Instructors’ Performance Evaluation Checklist
(To be completed by Immediate Supervisor) (Value given 20%)

The researcher has summarized the items in Table 4 from twenty to eleven.
Most important and relevant once are taken. The rest omitted are almost similar
to those that are taken into account. The Table indicates that the value given to
the supervisors is 20%, which is the lowest when compared to the level of value
that is given to the students and the colleagues. The reviewer of the paper as-
sumes that the highest value as far as 50% should be given to the immediate su-
pervisors not to the students.

Supervisors are the highest body to monitor and control the duty of teachers’
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Table 3. Instructors’ performance evaluation. 1 = Very Low (VL) 2 = Low (L) 3 = Aver-
age (A) 4 = High (H); 5 = Very High (VH) “Not Applicable”.

Scale

No Evaluation Criteria
VL L A H VHNA

Core Competency: Subject matter

1 Contribution in preparing and searching for teaching materials 1 2 3 4 5 NA
2 Continuous update of the subject matter 1 2 3 4 5 NA
3 Level of his/her subject matter knowledge and skill 1 2 3 4 5 NA

Core Competency: Research and Community Services

Willingness and level of engagement in community service and
volunteer activities

Identifying priority areas in one’s discipline and pursuing research
5 in that area and Willingness to help colleagues in identifyingareas 1 2 3 4 5 NA
of research and proposal development

Professional Competency

Participation in problem identification and solving at
department/college/institution

Participation in Comprehensive Continuous Professional
Development /CCPD, HDP, ELIP

Willingness to actively participate in cooperative learning and team
teaching activities and preparedness to implement change tools

Ethical Competency
9 Willingness to share university resource with other colleagues 1 2 3 4 5 NA
10 Having positive attitude to work with others (team spirit) 1 2 3 4 5 NA

1 Level of respect to rules, regulations and guidelines of the
institution

Time Management

12 Time management in department Affairs and in teaching learning
activities

13 Time utilization for consultation hours 1 2 3 4 5 NA

Total

Source: The Federal Democratic Republic of Ethiopia Ministry of Education (May 29/2018), Ethiopia.

Table 4. Immediate supervisor performance evaluation. 1 = Very Low (VL) 2 = Low (L) 3
= Average (A) 4 = High (H); 5 = Very High (VH) “Not Applicable”.

Scale

No A. Evaluation Criteria
VL L A H VHNA

Core Competency
1 Efforts of self-development in his/her specialization 1 2 3 4 5 NA
2 Adequacy of subject matter knowledge 1 2 3 4 5 NA

Willingness to accept additional teaching assignments when
compelling situation arises in the department
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Continued

Active participation in improvement of teaching-learning process,
4 seminars. workshop, symposia and reviewing of teaching materials 1 2 3 4 5 NA
(curriculum)

5 Participation in research project and project proposal development 1 2 3 4 5 NA
Professional Competence

Participation in problem identification and solving at
department/college/institution

7 Continuous assessment implementation 1 2 3 4 5 NA
Time Management
8 Executing assigned classes/invigilation on time. 1 2 3 4 5 NA

Notifying and implementing consultation timely and Giving timely 1
feedback to students

Ethical Competence

Showing concern for the use of resources of the department and
the University

His/her professional ethics and being a role model (dressing, hair
style, personality, addiction...)

Total

Source: The Federal Democratic Republic of Ethiopia Ministry of Education (May 29/2018), Ethiopia.

best, such as daily effort of teachers, adequacy of the subject matter and his/her
competency to the subject knowledge. The other issues such as the approach of
the teachers towards problem solving and time management can easily be iden-
tified by his/her colleagues.

Supervisors are the main bodies to monitor and control the duty of teachers
that is based on the university vision, mission and strategic plan. They are the
formal body assigned by the government and the university to follow and regu-
late the teaching learning, research and community service of the university.
This does not mean that the students should not assess the teachers. According
to the researcher, almost 25% could be enough as regard to the age and maturity

level of the students. Whatever so, this is personal comment from the reviewer.

4. Conclusions

Performance appraisal is a process of measuring and developing the individual
and team performance. The set of performance management appraisal practices
with goal setting, monitoring, feedback and remunerating employees. The pri-
mary aim of the university performance evaluation system should be institution-
al improvement through quality assurance in every process of action. The aim of
the review paper is to discuss some of the important researches that are con-
nected with teachers’ performance appraisal. With negative condition of demo-
graphic situation and decreased availability of resources for higher education,
the budgets of universities and their subunits are under strain. Using complex

and detailed performance management systems, academic staff activities can be
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shaped and managed in a more robust way.

Teachers’ job performance assessment criteria should be objective and with
complete judgment of work performance. The assessment should be based to
improve credibility of performance assessment. Feedback from supervisors, col-
leagues and students contributes to strengthening professional personal devel-
opment. Fair assessment with increased motivation can enhance quality of edu-
cation at the university level. Satisfied and motivated teachers with quality job
performance are critically important for the university teaching learning devel-

opment.

The Research Significance

The study significance and contribution are stated as of the followings:

e [t aims to cast light on the overall view of university teachers performance
appraisal.

e [t aims to create awareness for the officials, teachers and students working
with in the universities.

o [t is helpful to give decision makers and researchers certain highlights for
their future direction of study and investigation on performance assessment.

e The review can be helpful also for officials and experts working in Ministry
of Education. Scholars can benefit from the review to extract further new

knowledge, theories and methodologies.

Main Contributions of the Review

The main contribution is stated below:

= To give highlights that assessment issues must be sustainable, relevant and
undeformed by prejudice and other evaluative errors.

= It can give awareness that performance appraisal must be the issue of all
stakeholders and strict focus to be given for job analysis and work environ-
ment.

» It is helpful to recognize that the evaluation criteria and standards must be
established on the job description of employees and the criterion must be as-
sociated with the objective and the goal of the institution.

= It can give awareness to the teachers and the concerned stakeholders that
teachers must be given a chance to evaluate themselves using the proper for-
mat. It can give also feedback to teachers for better awareness.

= The study can contribute by introducing a mechanism to be developed for
open discussion between appraise and appraiser.

» It is helpful to introduce the performance appraisal to be institutional and

highly integrated with quality assurance.

Shortcomings for Further Research

Limitation in research is restrictions and constraints which have been put on the

methodology and design of the study and exploration and that these factors may
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impact the findings of the study. Each study has its own limitation. To be more
accurate research limitation should be a must for the enrichment of the study
[35].
In respect of this the major limitations are:
» The review is confined to 12 articles on university teachers’ performance ap-
praisal. This could limit generalizability for most of the world universities.
» The summary and analysis from the confined universities stated above may
limit the depth of the information to be collected.
Although the review has its anticipated objectives it has opened up a venue for
further research in such a way:
- The review could have been more useful if it was to investigate other sectors
of the universities.
- The process of performance appraisal in universities is a complex process.
Hence it can call upon further deeper study and analysis.
- It would have been more preferable if it is to include so many other review

papers by various authors, researchers and scholars.
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Appendix 1

The number of literatures revised (12 in numbers), keywords, and data base are
stated here under:

1) Kuluno, T. (2016). Performance Management of Academic Staff and its ef-
fectiveness to teaching and research: Based on the example of Estonian Univer-
sity— Journal of Humanities and Social Science University of Tartu
Doi: 10.3176/tr.2016.1., https://www.researchgate.net/publication /296477634.

Keywords—Performance management, Academic staff, University, Perfor-
mance appraisal, remuneration, pay for performance, effectiveness

Database—The method included survey and questionnaire. Surveys of AS
carried in 2013. Interviews with nine academic leaders and seven FGD members.
Qualitative analysis of documents and participatory observation.

2) Simon, C. Valdo, D. and Maja, G. (2017). Research, teaching and perfor-
mance evaluation in Academia: The silence of Quality Studies in Higher Educa-
tion, Vol 42: 8, 1455-1473, 1455-1471 Doi: 10.1080/030075079.2015.1104659

Link: https://doi.org/10.1080/03075079.2015.1104659.

Keywords—Research productivity, Research quality, Teaching quality, Per-

formance evaluation

Database—Cross disciplinary sample of academics within a research oriented
university.

3) Miankheil et al (2012). University Teachers performance evaluation: Inves-
tigating the democratic impacts on the evaluators Goma University Journal of
Research. 28(2) December, 2012,
https://www.researchgate.net/publication/284362808.

Keywords—Unit teachers, Performance evaluation evaluators, Demographic
attributes

Database—Survey approach was used by selecting sample of students, col-
leagues and administrators through structured questionnaire and stratified sam-
pling was used.

4) Tilahun, G. and Shambel, T. (2014). Is the pole of teacher performance ap-
praisal in Ethiopia Rhetoric or reality? Convergence between knowledge and
implementation and finding solutions from the process. Ethiopian Journal of
education & science, vol 10, No 87-108.

Key terms: Appraisal, appraiser, primary school, teacher

Database—Descriptive survey: investigating opinions of teachers, school ad-
ministrators, committee members, students.

5) Balaraman, P. et al (2018). Performance appraisal fundamentals, Practices
and Challenges in public sector: Case of Adigrat Town-Ethiopia. Business ethics
and leadership, vol 2, Issue 4, 18-34 ARMG publishing.

Key terms—Not given.

Database—Cross-sectional survey was used and 174 respondents were taken
as sample from 1213. Questionnaire with 5 likert scale.

6) Dhamne, A. et al (2017). Performance based Appraisal System for teachers
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of university/colleges. International Research Journal of Engineering and Tech-
nology (IRJET), 04, 1-4, www.irjet.net.

Keywords: Subjective performance appraisal, Celebrity, Bowfish algorithm

Database—Based on production model. Observation was used as qualitative
analysis.

7) Elliott, K. (2015). Teacher performance appraisal: More about Performance
or Development? Australian Journal of Teacher Education. 40(9), vol 4/Issue 9,
102-115. http://re.ecu.edu.au/ajte/vol40/1SS916

Key terms—Not given.

Database—Qualitative analysis of teachers and students perceptions are eval-
uated.

8) Mania Luskova and Maria Procedia (2013). Approaches to teachers per-
formance Assessment for enhancing quality of education at universities Social

and Behavioral Sciences. 106 (2013) 476-484. www.sciencedirect.com

Keywords—Quality, Education, Assessment, Working Performance, Univer-
sity

Database—Survey of the activities and outputs of each teachers. Performance
assessment was done on the basis of 360 degree feedback system application.

9) Elena Arnatu and Iona panc (2015). Evaluation of criteria for performance
appraisal of faculty members procedia. Social and behavioral science 203 (2015)

386-392. www.sciencedirect.com

Keywords—Performance appraisal, Performance appraisal of faculty mem-
bers, Academic quality, Behaviorally anchored rating scales, Performance ap-
praisal tool

Database—Analysis of assessment criteria. Behavioral anchors are identified
for high performance. Qualitative analysis.

10) Mirado, B. (2019). Perceived effectiveness of teachers performance ap-
praisal system in government owned Secondary Schools of Sidama Zone, Ethio-
pia. Journal of Education and Practice, Vol 10, No 10, 2019, 28-38,
www.iiste.org.

Keywords—Nor given.

Database—Descriptive survey. 147 were selected by using systematic sam-
pling. Survey questionnaire of both closed ended and open ended questions.

11) Rosli, M. (2017). Project management. How the effectiveness of project
management lead project success. University of Malaysia Pahang, Pekan, Malay-

sia, www.researchgate.net/publication /319772377.

Keywords—Project management, the iron triangle

Database—Critical Pass Methed (CPM) quantitative technique in project
analysis.

12) Camilleri, M.A. & Camilleri, A.C. (2018). The performance management
and appraisal in higher education. In cooper, C. Driving Productivity in uncer-
tain and challenges times. (University of the west of England, 5" September)
British Academy of Management, UK, 1-21.

Keywords—Performance management, Performance appraisal, Balance,
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Scorecard, Higher education, Academic productivity.
Database—Semi-structured interview with academic employee to analyze

opinion and perception.
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