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ABSTRACT 

This thesis was motivated by a minor conflict over a teacher's performance appraisal 

in the researcher's own school. The introduction details how this minor conflict-within 

a school might reflect, as (Bates 1988, 35) claimed, a wider conflict in society. In this 

research, that wider conflict is considered to be whether education is seen as a public 

good, where teachers are treated as professionals, or as a market commodity, where 

teachers are treated merely as workers. 

A case study of four New Zealand primary schools was undertaken, to describe how 

their performance appraisal systems were implemented and developed. The research 

is undertaken from a critical-theoretical perspective so the review of the literature is 

widened to include the changes to educational administration, both internationally and 

in New 'Zealand. The legal requirement for performance appraisal is examined and the 

critical stages of the process established. Questions of accountability and control, 

teachers' professionalism and different types of performance appraisal are examined and 

linked to the wider conflict in society stated above. 

In setting out the research design, the research objective and questions are followed by 

a detailed description of the selection of the participant schools, how access was 

negotiated, the fieldwork (questionnaires and sample interviews), the analysis of the 

results and the writing of the report. The analysis of the results includes charts and 

figures to reflect the quantitative data collected and quotes from the questionnaires and 

interviews are used to substantiate this data. 

In the discussion of the results, the researcher acknowledges that although the schools 

in this small survey were just starting their performance appraisal schemes, there was 

a small percentage of teachers who had concerns about aspects of these schemes. These 

concerns indicate a potential for conflict. Reasons are discussed for this conflict and 

the main points of the discussions are then listed to show how they reflect the wider 

debate about the place of education as a public good or a market commodity. These 

points were: 
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1. there were concerns about the true purposes of performance appraisal; 

2. there is evidence that teachers were insufficiently trained for performance 

appraisal and are, therefore, disempowered; 

3. some teachers are reasserting their rights as professionals, by using self­

evaluation and peer appraisal, to improve their teaching; 

4. teachers were willing to be professionally accountable, rather than contractually 

accountable. 

Recommendations are given which it is hoped will help all schools who are 

implementing and/or developing their performance appraisal schemes and suggestions 

made for further research which could be undertaken on this topic. 



lll 

ACKNOWLEDGEMENTS 

I should like to thank the principals and staff of the four schools who took part in this 

study. Their integrity, professionalism and willingness to contribute to this research was 

greatly appreciated. 

The fieldwork for this study was carried out in the first half of 1993 under the Research 

Affiliateship Scheme at Massey University. I am most grateful for the Ministry of 

Education funding which supports this Scheme. 

The staff and Board of Trustees of Roslyn School in Palmerston North have been totally 

supportive and encouraging, not only during this research but throughout the whole of 

my studies for the Master of Educational Administration degree at Massey University. 

I should especially like to thank the Principal, Harold Bailey, for his encouragement and 

help. 

The help and guidance of Dr Wayne Edwards and Ms Marian Court of the Education 

Department at Massey University have been greatly appreciated. 

My sincere thanks to Tania McGilchrist for her cheerful willingness in typing out thi s 

report. 

Finally, to my husband, family and friends - my sincere thanks for your patience and 

encouragement. 



IV 

CONTENTS 

Page 

Abstract . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1 

Acknowledgements . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 111 

Table of Contents . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 1v 

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

2 . REVIEW OF THE LITERATURE . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 9 

Changes to Educational Administration . . . . . . . . . . . . . . . . . . . . . . . . . . . 9 
The Performance Appraisal Process . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 18 

(a) Deciding the purposes of performance appraisal . . . . . . . . . . . . . 18 
(b) Introduction to, and training of, staff . . . . . . . . . . . . . . . . . . . . . 35 

Development of the appraisal scheme . . . . . . . . . . . . . . . . . . . . . . . . . . . 39 
Is the system effective and worthwhile? . . . . . . . . . . . . . . . . . . . . . . . . . 45 

3. RESEARCH DESIGN . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 46 

Case Study . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 46 
Research objectives and research questions . . . . . . . . . . . . . . . . . . . . . . . . 48 
Methodology . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 49 
Triangulation . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 57 

4. ANALYSIS OF RESULTS . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 59 

Appraisal systems in operation . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 60 
Responses to Part A of questionnaire . . . . . . . . . . . . . . . . . . . . . . . . . . . 66 
Summary of Part A responses . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 77 
Responses to Part B of questionnaire . . . . . . . . . . . . . . . . . . . . . . . . . . . 79 
Summary of Part B responses . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 93 
Responses to Part C of questionnaire . . . . . . . . . . . . . . . . . . . . . . . . . . . 94 
Summary of Part C responses . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 97 

5. DISCUSSION AND CONCLUSIONS . . . . . . . . . . . . . . . . . . . . . . . . . . 98 

The implementation of performance appraisal . . . . . . . . . . . . . . . . . . . . 100 
(a) Deciding the purposes of performance appraisal . . . . . . . . . . . . 101 
(b) The introduction to, and the training of, the staff . . . . . . . . . . . 103 

The effectiveness and worth of performance appraisal . . . . . . . . . . . . . . 105 
Is educati~_n a public good or a commodity in the market place? . . . . . . . 108 



v 

Recommendations . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 109 
Suggestions for further research . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 110 

REFERENCES 112 

APPENDICES 120 



Vl 

LIST OF FIGURES 

Page 

3.1 Teaching experience of staff in survey . . . . . . . . . . . . . . . . . . . . . . . . . 40 

4.1 Teachers' views of purposes of performance appraisal . . . . . . . . . . . . . . 67 

4.2 Teacher's involvement in setting up their school appraisal system . . . . . . 74 

4.3 Training received by teachers for performance appraisal . . . . . . . . . . . . 75 

4.4 Teachers' feelings about performance appraisal . . . . . . . . . . . . . . . . . . . 77 

4.5 Percentage of talking by appraisee during interview . . . . . . . . . . . . . . . 82 

4.6 Amount of professional development received by teachers . . . . . . . . . . . 84 

4.7 Professional development received to meet the needs identified by appraisees86 

4.8 Professional development received to meet the needs identified by appraisers67 

4.9 Teachers' feelings after the appraisal . . . . . . . . . . . . . . . . . . . . . . . . . . 87 

4.10 How performance appraisal has affected your performance as a teacher . . 88 

APPENDICES 

A Introductory letter to schools 120 

B Guidelines for interview questions . . . . . . . . . . . . . . . . . . . . . . . . . . . 122 

c 
D 

E 

Research questionnaire on performance appraisal 

Reasons for performance appraisal and comments 

Primary Teachers' Collective Employment Contract (1992/4 (5.4.2) 

128 

141 
-
143 

Primary Principals', Deputy and Assistant Principals' Collective Employment 

Contract 1992/4 ( 5 .11.1) 144 

F Teachers' definitions of performance appraisal . . . . . . . . . . . . . . . . . . 145 

G Letter to Principals with draft Affiliateship Report 149 




