
Int. J. Pharm. Sci. Rev. Res., 50(1), May - June 2018; Article No. 09, Pages: 53-59                                                           ISSN 0976 – 044X 

 

 

International Journal of Pharmaceutical Sciences Review and Research . International Journal of Pharmaceutical Sciences Review and Research 
Available online at www.globalresearchonline.net  

© Copyright protected. Unauthorised republication, reproduction, distribution, dissemination and copying of this document in whole or in part is strictly prohibited. 

. 

. 
Available online at www.globalresearchonline.net 

 

53 

   

 
 

Dr. T. Vijayakumar , Syed Sayeeduddin* 
Associate Professor, SRM Institute of Science & Technology, S.R.M. Nagar, Kattankulathur, Kancheepuram District, TN, India. 

Ph.D., Research Scholar, SRM Institute of Science & Technology, S.R.M. Nagar, Kattankulathur, Kancheepuram District, TN, India.  
*Corresponding author’s E-mail: hrsayeed@yahoo.com  

 
Received: 01-04-2018; Revised: 22-04-2018; Accepted: 05-05-2018. 

ABSTRACT 

The primary objectives of performance appraisal for teachers is to empower principals and teachers for increasing quality of 
education, identifying potential areas for improvement and overall enhancement of all the stakeholders of school education. Half of 
teachers of matriculation schools have moderate level of perception about effectiveness of performance appraisal. Significant 
difference is there between effectiveness of performance appraisal in matriculation schools and socio-economic profile of teachers 
except for gender. The effectiveness of performance appraisal is positively and moderately correlated with job performance of 
teachers of matriculation schools. To enhance the effectiveness of performance appraisal among teachers of matriculation schools, 
the performance appraisal system should accurately inform teachers what is exactly expected from them and must design in such 
way to clearly understand personalities of teachers.  
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INTRODUCTION 

erformance appraisal is the ongoing process 
exercised for discovering, measuring and improving 
performance of individual along with strategic 

objectives of an organization.1 Performance appraisal 
involves formal features which concentrate on increasing 
performance namely progression of career, learning and 
response and it is also used for demotion, promotion and 
termination objectives in all types of institutions. And 
performance appraisal is an efficient method applied for 
determining competency of school teachers and 
enhancing educational programmes.2 It is the key activity 
of schools that needs an internal commitment to energy, 
time and human resources across the whole school 
educational system. 

The quality and effectiveness of teachers are of the prime 
importance in all types of schools that influence 
behaviour and achievement of school students. Given 
that performance appraisal for teachers is key for 
increasing the focus on quality of teaching and academic 
performance and various reforms in the past years are 
failed in this aspect especially in school systems.3 hence 
properly understanding of different features performance 
appraisal is very important to achieve desirable outcomes 
from school education.4  

The primary objectives of performance appraisal for 
teachers is to empower principals and teachers for 
increasing quality of education, identifying potential areas 
for improvement and overall enhancement of all the 
stakeholders of school education. Therefore, an effective 
and accurate performance appraisal is highly useful for 
school management, principals and teachers for 
improving their performance and creating knowledgeable 

society for future. With this backdrop, it is essential to 
study perception of teachers about effectiveness of 
performance appraisal in matriculation schools. 

Review of Literature 

Wilson (2005) revealed that performance appraisal 
increased skills, knowledge and motivation of teachers 
and improving their teaching abilities. Monyatsi et al 
(2006) stated that performance appraisal improved skills 
and knowledge of secondary school teachers and in turn 
it increased their performance and it made teachers more 
efficient towards their teaching efficiency.5,6 

Aguinis (2007) mentioned that performance appraisal was 
a system that assessed the difference in earlier and 
current performance of teachers in academic activities. 
Jacob and Lefgren (2008) showed that performance 
evaluation was highly concentrating on quality of 
teaching of teachers and it was assessed by their 
effectiveness of teaching in classroom that was reflected 
on academic performance of students.7,8 

Tuytens and Devos (2009) indicated that perception of 
teachers about performance appraisal depended on the 
means in which it was conducted for evaluation of their 
performance and its usefulness. Chacha et al (2010) 
found that the main purpose of performance appraisal 
was to increase performance of employees and it also 
increased organizational performance.9, 10  

Dessler (2011) concluded that performance appraisal was 
an instrument for evaluating job performance, getting 
feedback and setting job expectations for employees and 
assessing overall performance of organization. Ali (2012) 
revealed that performance appraisal increased job 
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performance of teachers and was used for increasing 
salary, promotion and bonus.11, 12 

Wanjiku (2013) stated that performance appraisal was 
useful to motivate teachers to improve their performance 
and efficiency in teaching and it provided students with 
modern learning techniques which improved their 
learning environment. Khan et al (2014) showed that 
performance appraisal in private schools was highly 
efficient as compared to government schools but 
environment in classroom of government schools was 
better in comparison with private schools.13 

Uttaramar et al (2015) indicated that the performance 
appraisal in secondary school teachers had objectives, 
content, instrument and evaluation process of 
performance appraisal and practices of performance 
appraisal was at moderate level. Saljooghi and Salehi 
(2016) stated that attitude of teachers towards 
performance evaluation had positive influence on their 
job satisfaction, commitment and self efficacy.14-16 

Objectives of the Study 

1. To study perception of teachers about effectiveness 
of performance appraisal in matriculation schools. 

2. To examine difference between socio-economic 
profile of teachers and their perception about 
effectiveness of performance appraisal in 
matriculation schools. 

3. To study relation between effectiveness of 
performance appraisal and job performance of 
teachers of matriculation schools. 

Hypotheses of the Study 

1. There is no significant difference in perception 
towards effectiveness of performance appraisal 
among socio-economic profile of teachers of 
matriculation schools. 

2. There is no significant relation between 
effectiveness of performance appraisal and job 
performance of teachers of matriculation schools. 

Methodology 

The present research is done in Kanchipuram district of 
Tamil Nadu state. The teachers of matriculation schools 
are selected by using random sampling technique. The 
questionnaire method is used to collect the data from 120 
teachers of matriculation schools. The percentages are 
worked out to examine socio-economic profile of 
teachers of matriculation schools. The mean and standard 
deviation are computed for perception of teachers about 
effectiveness of performance appraisal in matriculation 
schools. The t-test and F-test are used to examine 
difference between socio-economic profile of teachers 
and their perception about effectiveness of performance 
appraisal in matriculation schools. The correlation 
analysis is used to study relation between effectiveness of 
performance appraisal and job performance of teachers 
of matriculation schools. 

RESULTS AND DISCUSSION 

Socio-Economic Profile of Teachers of Matriculation 
Schools 

The socio-economic profile of teachers of matriculation 
schools was examined and the results are shown in Table-
1.  

Table 1: Socio-Economic Profile of Teachers of 
Matriculation Schools 

Socio-Economic 
Profile 

Number of 
Teachers 

Percentage 

Gender   

Male 53 44.17 

Female 67 55.93 

Age  Group   

Below 25 Years 24 20.00 

26 – 35 Years 47 39.17 

36 – 45 Years 33 27.50 

Above 45 Years 16 13.33 

Educational 
Qualification 

  

UG with B.Ed 30 25.00 

PG with B.Ed 39 32.50 

PG with M.Ed 40 33.33 

M.Phil 11 9.17 

Teaching 
Experience 

  

1 – 3 Years 35 29.17 

4 – 6 Years 33 27.50 

7 – 9 Years 29 24.17 

More than 9 Years 23 19.16 

Monthly Salary   

Less than Rs.10,000 17 14.17 

Rs.10,001 – 
Rs.15,000 

46 38.33 

Rs.15,001 – 
Rs.20,000 

36 30.00 

More than 
Rs.20,000 

21 17.50 

The results reveal that 55.93 per cent of teachers of 
matriculation schools are females and the rest of 44.17 
per cent of them are males and 39.17 per cent of teachers 
of matriculation schools belong to age group of 26 – 35 
years followed by 36 – 45 years (27.50 per cent), below 
25 years (20.00 per cent) and above 45 years (13.33 per 
cent). 

The results imply that 32.50 per cent of teachers of 
matriculation schools have education of PG with B.Ed 
followed by PG with M.Ed(33.33 per cent), UG with 
B.Ed(25.00 per cent) and M.Phil(9.17 per cent) and 29.17 
per cent of teachers of matriculation schools belong to 
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teaching experience of 1 – 3 years followed by 4 – 6 years 
(27.50 per cent), 7 – 9 years (24.17 per cent) and more 
than nine years (19.16 per cent). And 38.33 per cent of 
teachers of matriculation schools belong to monthly 
salary of Rs.10,001 – Rs.15,000 followed by Rs.15,001 – 
Rs.20,000(30.00 per cent), more than Rs.20,000(17.50 per 
cent) and less than Rs.10,000(14.17 per cent). 

Perception of Teachers about Effectiveness of 
Performance Appraisal in Matriculation Schools 

The perception of teachers about effectiveness of 
performance appraisal in matriculation schools was 
examined and the results are shown in Table-2.  

Table-2: Perception of Teachers about Effectiveness of 
Performance Appraisal in Matriculation Schools 

Effectiveness of Performance 
Appraisal 

Mean 
Score 

Standard 
Deviation 

The performance appraisal gives a 
chance to understand precisely 

what is expected from me 
3.31 1.05 

The performance appraisal 
provides valuable feedback about 

my performance 
3.79 0.94 

The performance appraisal is 
useful for principal to know 
requirements of teachers 

3.71 0.86 

The performance appraisal is 
helpful to me for self assessment 

and reflection 
3.73 0.92 

The performance appraisal 
facilitates to understand 

personality features of teachers 
3.28 1.15 

The performance appraisal 
motivates open and transparent 

communication between principal 
and teachers 

3.80 1.02 

The performance appraisal creates 
an opportunity to correct the 

biases of principal 
3.68 1.07 

The performance appraisal 
improves relation between 

principal and teachers 
3.70 1.13 

The performance appraisal assists 
teachers to get more insights in to 

their weaknesses and strengths 
3.69 1.03 

The performance appraisal helps 
the principal and teachers to have 

a common understanding of 
teachers 

3.33 1.19 

The teachers of matriculation schools are agreed with the 
performance appraisal provides valuable feedback about 
their performance, the performance appraisal is useful for 
principal to know requirements of teachers, the 
performance appraisal is helpful to them for self 
assessment and reflection, the performance appraisal 
motivates open and transparent communication between 

principal and teachers, the performance appraisal creates 
an opportunity to correct the biases of principal, the 
performance appraisal improves relation between 
principal and teachers and the performance appraisal 
assists teachers to get more insights in to their 
weaknesses and strengths, while, they are neutral with 
the performance appraisal gives a chance to understand 
precisely what is expected from them, the performance 
appraisal facilitates to understand personality features of 
teachers and the performance appraisal helps the 
principal and teachers to have a common understanding 
of teachers. 

Socio-Economic Profile of Teachers and their Perception 
about Effectiveness of Performance Appraisal in 
Matriculation Schools 

The distribution of teachers of matriculation schools 
based on effectiveness of performance appraisal is 
examined and the results are shown in Table-3. The 
effectiveness of performance appraisal is grouped into 
low moderate and high levels on the basis “ Mean ± SD”. 
The mean and SD are 32.68 and 4.33 respectively. 

Table-3: Distribution of Teachers of Matriculation Schools 
on the Basis of Effectiveness of Performance Appraisal  

Level of 
Effectiveness of 

Performance 
Appraisal 

Number of Teachers Percentage 

Low 26 21.67 

Moderate 61 50.83 

High 33 27.50 

Total 120 100.00 

The results show that 50.83 per cent of teachers of 
matriculation schools have moderate level of perception 
about effectiveness of performance appraisal followed by 
high level (27.50 per cent) and low level (21.67 per cent). 

Gender and Effectiveness of Performance Appraisal 

The relation between gender of teachers of matriculation 
schools and their perception about effectiveness of 
performance appraisal was examined and the results are 
shown in Table-4.  

Among 53 male teachers of matriculation schools, 50.94 
per cent of teachers perceived the level of effectiveness 
of performance appraisal at moderate level followed by 
high level (32.08 per cent) and low level (16.98 per cent). 
Among 67 female teachers of matriculation schools, 50.75 
per cent of teachers perceived the level of effectiveness 
of performance appraisal at moderate level followed by 
low level (25.37 per cent) and high level (23.88 per cent). 
The t-value of 1.396 is not significant statistically showing 
that there is no significant difference between gender of 
teachers of matriculation schools and their perception 
about effectiveness of performance appraisal. Therefore, 
the null hypothesis is accepted.  
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Table 4: Gender and Effectiveness of Performance Appraisal 

Gender 
Level of Effectiveness of Performance Appraisal 

Total t-Value Sig. 
Low Moderate High 

Male 9(16.98) 
27 

(50.94) 

17 

(32.08) 

53 

(44.17) 
1.396 .165 

Female 
17 

(25.37) 

34 

(50.75) 

16 

(23.88) 

67 

(55.93) 

Total 
26 

(21.67) 

61 

(50.83) 

33 

(27.50) 

120 

(100.00) 
- - 

The figures in the parentheses are per cent to total  

Age Group and Effectiveness of Performance Appraisal 

The relation between age group of teachers of 
matriculation schools and their perception about 

effectiveness of performance appraisal was examined and 
the results are shown in Table-5.  

Table 5: Age Group and Effectiveness of Performance Appraisal 

Age Group 

Level of Effectiveness of Performance 
Appraisal Total F-Value Sig. 

Low Moderate High 

Below 25 Years 
3 

(12.50) 

16 

(66.67) 

5 

(20.83) 

24 

(20.00) 

6.473 .000 

26 – 35 Years 
10 

(21.28) 

20 

(42.55) 

17 

(36.17) 

47 

(39.17) 

36 – 45 Years 
8 

(24.24) 

15 

(45.46) 

10 

(30.30) 

33 

(27.50) 

Above 45 Years 
5 

(31.25) 

10 

(62.50) 

1 

(6.25) 

16 

(13.33) 

Total 
26 

(21.67) 

61 

(50.83) 

33 

(27.50) 

120 

(100.00) 
- - 

                      The figures in the parentheses are per cent to total  

Among 24 teachers of matriculation schools who have 
age group of below 25 years, 66.67 per cent of teachers 
perceived the level of effectiveness of performance 
appraisal at moderate level followed by high level (20.83 
per cent) and low level (12.50 per cent). Among 47 
teachers of matriculation schools who have age group of 
26 – 35 years, 42.55 per cent of teachers perceived the 
level of effectiveness of performance appraisal at 
moderate level followed by high level (36.17 per cent) 
and low level (21.28 per cent). 

Among 33 teachers of matriculation schools who have 
age group of 36 – 45 years, 45.46 per cent of teachers 
perceived the level of effectiveness of performance 
appraisal at moderate level followed by high level (30.30 
per cent) and low level (24.24 per cent). Among 16 
teachers of matriculation schools who have age group of 
above 45 years, 62.50 per cent of teachers perceived the 
level of effectiveness of performance appraisal at 
moderate level followed by low level (31.25 per cent) and 
high level (6.25 per cent). 

The F-value of 6.473 is significant at one per cent level 
showing that there is significant difference between age 

group of teachers of matriculation schools and their 
perception about effectiveness of performance appraisal. 
Therefore, the null hypothesis is rejected. 

Among 30 teachers of matriculation schools who have 
education of UG with B.Ed, 46.67 per cent of teachers 
perceived the level of effectiveness of performance 
appraisal at moderate level followed by high level (30.00 
per cent) and low level (23.33 per cent). Among 39 
teachers of matriculation schools who have education of 
PG with B.Ed, 41.03 per cent of teachers perceived the 
level of effectiveness of performance appraisal at 
moderate level followed by high level (38.46 per cent) 
and low level (20.51 per cent).  

Among 40 teachers of matriculation schools who have 
education of PG with M.Ed, 60.00 per cent of teachers 
perceived the level of effectiveness of performance 
appraisal at moderate level followed by low level (22.50 
per cent) and high level (17.50 per cent). Among 11 
teachers of matriculation schools who have education of 
M.Phil., 63.64 per cent of teachers perceived the level of 
effectiveness of performance appraisal at moderate level 
followed by both low level and high level (18.18 per cent).
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Educational Qualification and Effectiveness of 
Performance Appraisal 

The relation between educational qualification of 
teachers of matriculation schools and their perception 

about effectiveness of performance appraisal was 
examined and the results are shown in Table-6. 

Table 6: Educational Qualification and Effectiveness of Performance Appraisal 

Educational 
Qualification 

Level of Effectiveness of Performance 
Appraisal 

Total F-Value Sig. 

Low Moderate High 

UG with B.Ed 
7 

(23.33) 

14 

(46.67) 

9 

(30.00) 

30 

(25.00) 

5.034 .000 

PG with 

B.Ed 

8 

(20.51) 

16 

(41.03) 

15 

(38.46) 

39 

(32.50) 

PG with M.Ed 
9 

(22.50) 

24 

(60.00) 

7 

(17.50) 

40 

(33.33) 

M.Phil 
2 

(18.18) 

7 

(63.64) 

2 

(18.18) 

11 

(9.17) 

Total 
26 

(21.67) 

61 

(50.83) 

33 

(27.50) 

120 

(100.00) 
- - 

The figures in the parentheses are per cent to total  

The F-value of 5.034 is significant at one per cent level 
showing that there is significant difference between 
educational qualification of teachers of matriculation 
schools and their perception about effectiveness of 
performance appraisal. Therefore, the null hypothesis is 
rejected. 

Teaching Experience and Effectiveness of Performance 
Appraisal 

The relation between teaching experience of teachers of 
matriculation schools and their perception about 
effectiveness of performance appraisal was examined and 
the results are shown in Table-7. 

Table 7: Teaching Experience and Effectiveness of Performance Appraisal 

Teaching Experience 

Level of Effectiveness of Performance 
Appraisal Total F-Value Sig. 

Low Moderate High 

1 – 3 Years 
3 

(8.57) 

20 

(57.14) 

12 

(34.29) 

35 

(29.17) 

6.813 .000 

4 – 6 Years 
8 

(24.24) 

19 

(57.58) 

6 

(18.18) 

33 

(27.50) 

7 – 9 Years 
9 

(31.04) 

16 

(55.17) 

4 

(13.79) 

29 

(24.17) 

More than 9 Years 
6 

(26.09) 

6 

(26.09) 

11 

(47.82) 

23 

(19.16) 

Total 
26 

(21.67) 

61 

(50.83) 

33 

(27.50) 

120 

(100.00) 
- - 

The figures in the parentheses are per cent to total  

Among 35 teachers of matriculation schools who have 
teaching experience of 1 – 3 years, 57.14 per cent of 
teachers perceived the level of effectiveness of 
performance appraisal at moderate level followed by high 
level (34.29 per cent) and low level (8.57 per cent). 
Among 33 teachers of matriculation schools who have 
teaching experience of 4 – 6 years, 57.58 per cent of 
teachers perceived the level of effectiveness of 

performance appraisal at moderate level followed by low 
level (24.24 per cent) and high level (18.18 per cent). 

Among 29 teachers of matriculation schools who have 
teaching experience of 7 – 9 years, 55.17 per cent of 
teachers perceived the level of effectiveness of 
performance appraisal at moderate level followed by low 
level (31.04 per cent) and high level (13.79 per cent). 
Among 23 teachers of matriculation schools who have 
teaching experience of more than nine years, 47.82 per 
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cent of teachers perceived the level of effectiveness of 
performance appraisal at high level followed by low level 
and moderate level (26.09 per cent). 

The F-value of 6.813 is significant at one per cent level 
showing that there is significant difference between 
teaching experience of teachers of matriculation schools 
and their perception about effectiveness of performance 
appraisal. Therefore, the null hypothesis is rejected. 

Monthly Salary and Effectiveness of Performance 
Appraisal 

The relation between monthly salary of teachers 
of matriculation schools and their perception about 
effectiveness of performance appraisal was examined and 
the results are shown in Table-8. 

Table 8: Monthly Salary and Effectiveness of Performance Appraisal 

Monthly Salary 

Level of Effectiveness of Performance 
Appraisal Total F-Value Sig. 

Low Moderate High 

Less than Rs.10,000 
4 

(23.53) 

10 

(58.82) 

3 

(17.65) 

17 

(14.17) 

7.688 .000 

Rs.10,001 – Rs.15,000 
11 

(23.91) 

26 

(56.52) 

9 

(19.57) 

46 

(38.33) 

Rs.15,001 – Rs.20,000 
6 

(16.67) 

17 

(47.22) 

13 

(36.11) 

36 

(30.00) 

More than Rs.20,000 
5 

(23.82) 

8 

(38.09) 

8 

(38.09) 

21 

(17.50) 

Total 
26 

(21.67) 

61 

(50.83) 

33 

(27.50) 

120 

(100.00) 
- - 

                          The figures in the parentheses are per cent to total  

Among 17 teachers of matriculation schools who have 
monthly salary of less than Rs.10,000, 58.82 per cent of 
teachers perceived the level of effectiveness of 
performance appraisal at moderate level followed by low 
level (23.53 per cent) and high level (17.65 per cent). 
Among 46 teachers of matriculation schools who have 
monthly salary of Rs.10,001 – Rs.15,000, 56.52 per cent of 
teachers perceived the level of effectiveness of 
performance appraisal at moderate level followed by low 
level (23.91 per cent) and high level (19.57 per cent). 

Among 36 teachers of matriculation schools who have 
monthly salary of Rs.15,001 – Rs.20,000, 47.22 per cent of 
teachers perceived the level of effectiveness of 
performance appraisal at moderate level followed by high 
level (36.11 per cent) and low level (16.67 per cent). 
Among 21 teachers of matriculation schools who have 
monthly salary of more than Rs.20, 000, 38.09 per cent of 

teachers perceived the level of effectiveness of 
performance appraisal at moderate level followed by high 
level (38.09 per cent) and low level (23.82 per cent). 

The F-value of 7.688 is significant at one per cent level 
showing that there is significant difference between 
monthly salary of teachers of matriculation schools and 
their perception about effectiveness of performance 
appraisal. Therefore, the null hypothesis is rejected. 

Relation between Effectiveness of Performance 
Appraisal and Job Performance of Teachers of 
Matriculation Schools 

The relation between effectiveness of performance 
appraisal and job performance of teachers of 
matriculation schools was examined by employing 
correlation analysis and the results are shown in Table-9.

 

Table 9: Relation between Effectiveness of Performance Appraisal and Job Performance of Teachers of Matriculation 
Schools 

Particulars Correlation Coefficient 

Effectiveness of Performance Appraisal and Job Performance 0.47** 

** indicates significant at one per cent level  

The results show that the correlation coefficient between 
effectiveness of performance appraisal and job 
performance of teachers of matriculation schools is 0.47 
that is positively and moderately related with each other 
at one per cent level of significance.  Hence, the null 
hypothesis is rejected. 

CONCLUSION 

The foregoing analysis reveals that half of teachers of 
matriculation schools have moderate level of perception 
towards effectiveness of performance appraisal. 
Significant difference exits between effectiveness of 
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performance appraisal in matriculation schools and socio-
economic profile of teachers except for gender. The 
effectiveness of performance appraisal has positive, 
significant and moderate relation with job performance of 
teachers of matriculation schools. In order to enhance the 
effectiveness of performance appraisal among teachers of 
matriculation schools, the performance appraisal system 
should accurately inform teachers what is exactly 
expected from them and must design in such way to 
clearly understand personality factors of teachers. 
Besides, the performance appraisal system should be 
made to help teachers and principal to understand their 
commonalities. 
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