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Abstract 

THE VIEWS OF ADMINISTRATORS ON TEACHER PERFORMANCE IN THE 

HUMAN RESOURCE DEPARTMENT IN GHANA 

Stephen Ofori Yeboah 

Human Resources Development in Education 

Thesis Supervisor: Assoc. Prof. Dr. Fatma KÖPRÜLÜ 

June 2024 

 
Teacher performance evaluation is critical in enhancing educational standards, ensuring quality 

teaching, and fostering professional growth within educational systems. This research aims to 

delve into the perspectives of administrators operating within Ghana's educational landscape 

regarding the intricate process of evaluating teacher performance. Employing semi-structured 

interviews as the primary data collection method, a purposive sampling approach was utilized to 

engage 30 sampled administrators from various educational institutions operating under Ghana's 

Human Resource Department. 

The study uncovers multifaceted insights into the criteria used by administrators to appraise and 

assess teacher performance. Findings reveal a collective emphasis among administrators on several 

key criteria, notably instructional quality, student engagement, professional development 

emphasis, and cultural responsiveness. 

However, administrators encountered various challenges during the evaluation process, including 

resource limitations hindering comprehensive evaluations, resistance to change regarding new 

evaluation methodologies, and difficulties in achieving standardization across varied classroom 

settings. 

Furthermore, administrators offered nuanced insights into potential improvements in the teacher 

evaluation system. These encompassed proposals for technological integration to streamline 

assessments, advocating for flexible yet standardized evaluation frameworks adaptable to diverse 

contexts, promoting collaborative approaches involving stakeholders, and emphasizing cultural 

responsiveness in assessment methodologies. 

The study's outcomes underscore the complexity inherent in evaluating teacher performance 

within Ghana's educational context and the significance of adapting evaluation approaches to 

diverse educational settings and cultural backgrounds. It emphasizes the crucial role of 
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administrators in shaping effective evaluation systems that foster professional development and 

ensure equitable educational outcomes. 

 
KEYWORDS: Administrator Perspectives, Educational Policy, Human Resource Department, 

Performance Appraisal, Teacher Performance Evaluation, 
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Özet 

 
 

GANA’DA İNSAN KAYNAKLARI BÖLÜMÜNDE YÖNETİCİLERİN ÖĞRETMEN 

PERFORMANSINA İLİŞKİN GÖRÜŞLERİ 

 
Stephen Ofori Yeboah 

 
 

EĞİTİMDE İNSAN KAYNAKLARINI GELİŞTİRME 

Tez Danışmanı: Doç. Dr. Fatma KÖPRÜLÜ 

Öğretmen performansının değerlendirilmesi, eğitim standartlarının iyileştirilmesinde, kaliteli 

öğretimin sağlanmasında ve eğitim sistemleri içerisinde mesleki gelişimin desteklenmesinde kritik 

bir bileşen olarak durmaktadır. Bu karma araştırma, Gana'nın eğitim ortamında faaliyet gösteren 

yöneticilerin, öğretmen performansını değerlendirmenin karmaşık sürecine ilişkin bakış açılarını 

araştırmayı amaçlamaktadır. Birincil veri toplama yöntemi olarak yarı yapılandırılmış görüşmeler 

ve anket anketi kullanan, Gana'nın İnsan Kaynakları Departmanı altında faaliyet gösteren çeşitli 

eğitim kurumlarından 30 örneklenmiş yöneticinin katılımını sağlamak için amaçlı örnekleme 

yaklaşımı kullanılmıştır. 

Çalışma, yöneticilerin öğretmen performansını değerlendirmek ve değerlendirmek için 

kullandıkları kriterlere ilişkin çok yönlü içgörüleri ortaya çıkarmaktadır. Bulgular, yöneticiler 

arasında, başta öğretim kalitesi, öğrenci katılımı, mesleki gelişim vurgusu ve kültürel duyarlılık 

olmak üzere çeşitli temel kriterlere toplu bir vurgu yapıldığını ortaya koymaktadır. 

Ancak yöneticiler, değerlendirme sürecinde, kapsamlı değerlendirmeleri engelleyen kaynak 

sınırlamaları, yeni değerlendirme metodolojilerine ilişkin değişime direnç ve çeşitli sınıf 

ortamlarında standardizasyonu sağlamadaki zorluklar dahil olmak üzere çeşitli zorluklarla 

karşılaştı. 

Ayrıca yöneticiler, öğretmen değerlendirme sistemindeki potansiyel iyileştirmelere ilişkin ayrıntılı 

bilgiler sundu. Bunlar, değerlendirmeleri kolaylaştırmak, farklı bağlamlara uyarlanabilen esnek 

ancak standartlaştırılmış değerlendirme çerçevelerini savunmak, paydaşları içeren işbirlikçi 

yaklaşımları teşvik etmek ve değerlendirme metodolojilerinde kültürel duyarlılığı vurgulamak için 

teknolojik entegrasyon önerilerini kapsıyordu. 
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Araştırmanın sonuçları, Gana'nın eğitim bağlamında öğretmen performansını değerlendirmenin 

doğasındaki karmaşıklığı ve değerlendirme yaklaşımlarını farklı eğitim ortamlarına ve kültürel 

geçmişlere uyarlamanın önemini vurgulamaktadır. Mesleki gelişimi teşvik eden ve eşitlikçi eğitim 

sonuçları sağlayan etkili değerlendirme sistemlerini şekillendirmede yöneticilerin önemli rolünü 

vurgulamaktadır. 

ANAHTAR KELİMELER: Yönetici Perspektifleri, Eğitim Politikası, İnsan Kaynakları 

Departmanı, Performans Değerlendirme, Öğretmen Performans Değerlendirmesi, 
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CHAPTER ONE 

 

INTRODUCTION 

1.0 Background of the study 

In Ghana, the efficacy, commitment, and proficiency of the teaching staff determine the caliber of 

education provided. In this particular setting, the viewpoints of human resource department 

administrators are crucial in molding, evaluating, and improving the performance of educators. 

Understanding these viewpoints is crucial for comprehending the mechanisms employed to 

evaluate teacher performance and how these assessments influence educational practices in the 

Ghanaian context. Despite the acknowledged significance of teacher performance, a gap exists in 

comprehending how administrators within the human resource department in Ghana perceive and 

evaluate teacher effectiveness. Gyimah and Oduro (2013), unearthed that teacher performance 

evaluation encompasses multiple dimensions beyond academic achievements. For instance, 

teaching methodologies, classroom management, and professional development significantly 

influence evaluations 

This study aims to delve into the viewpoints of administrators regarding how teacher performance 

evaluations influence educational practices and policies. Understanding these perceptions is 

crucial as it gauges the alignment between assessment outcomes and the actual enhancement of 

teaching quality and learning outcomes. 

 

 

Colonial Period 

Ghana's formal education system began during the British colonial era when the main purpose of 

the schools was to prepare clerks and administrators for the colonial administration. During this 

time, education was only available in a select few privileged schools, and British educational 

models had a big effect on the curriculum. The main emphasis was on reading, numeracy, and 

fundamental job skills; critical thinking and creativity were not given as much attention. 
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Reforms After Independence 

Ghana initiated several educational reforms to increase access to and enhance the quality of 

education after attaining independence in 1957. The administration gave education priority as a 

means of promoting social justice and national growth. The introduction of free basic education, 

the growth of secondary and university education, and the creation of teacher training institutes 

were among the major changes. The goal of these initiatives was to build a workforce with the 

necessary skills to propel the nation's development program. 

 
The Modern Educational Environment 

Ghana now has a wide-ranging, expanding public and private school system that serves students 

at all educational levels. Even with great advancements, problems including insufficient budget, a 

lack of teachers, and differences in the quality of education still exist. The government is still 

putting these issues into practice, with an emphasis on raising the caliber and effectiveness of 

teachers. 

 
Teachers' Function in Education 

The Value of Good Teachers 

 
The most important element in the educational process is the teacher. They are in charge of 

teaching the curriculum, creating a supportive learning environment, and guiding the students' 

social and intellectual growth. Studies repeatedly demonstrate that the most significant school- 

based factor influencing student progress is the caliber of the instructor. While inadequate teaching 

can impede students' progress, excellent teaching can dramatically improve learning results for its 

students. 

 
Teacher Responsibilities 

The duties of educators go beyond only imparting knowledge in the classroom. In addition, they 

must act as enforcers, mentors, and role models. Teachers in Ghana sometimes take on many tasks 

because of the diverse requirements of both the community and their students. This entails 

attending to the social and emotional needs of pupils, encouraging moral principles, and interacting 

with parents and the larger community. 
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Ghanaian Teacher Performance Management 

Education's Human Resource Departments 

HR departments in educational institutions are responsible for several tasks, such as hiring, 

training, evaluating performance, and assisting with teachers' professional growth. In Ghana, 

human resources departments are essential in making sure that educators fulfill the requirements 

established by the Ghana Education Service (GES) and other authorities. Sustaining a culture of 

continual development and upholding excellent teaching standards depends on efficient HR 

management. 

 
Assessment of Teachers' Performance 

The process of evaluating a teacher's performance is intricate and multidimensional. It entails 

evaluating a teacher's subject-matter expertise, teaching abilities, classroom management, and 

professional demeanor, among other facets of their professional practice. Formal exams, classroom 

observations, and input from peers, parents, and students are all used in Ghana to evaluate the work 

of teachers. The objective is to give a thorough and impartial evaluation of a teacher's efficacy and 

to point out areas in need of development. 

 
Administrator Opinion on Instructor Effectiveness 

Administrator Perspectives: Their Significance 

When it comes to the process of evaluating the effectiveness of teachers, administrators are crucial. 

Their viewpoints and choices have a big influence on how motivated teachers are, how they grow 

as professionals, and how successful schools are as a whole. Gaining an understanding of 

administrators' perspectives on teacher performance will help you better understand the 

possibilities and difficulties associated with controlling teacher quality. It also draws attention to 

the areas that could require more resources and assistance to improve teacher effectiveness. 

 

 

Elements Affecting Administrator Opinions 

Administrators' opinions on teacher performance are influenced by several things, such as their 

professional backgrounds, personal experiences, and the unique circumstances of their schools. 

The expectations of the community and other stakeholders, in addition to the policies and standards 
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established by the GES, also influence administrators' perspectives. Administrators also have to 

deal with the challenges of striking a balance between the desire to assist and develop their 

instructors and the principles of objectivity and fairness. 

 
Difficulties in Evaluating Teacher Performance 

Limitations on Resources 

The scarcity of sufficient resources makes assessing teacher effectiveness in Ghana one of the most 

difficult tasks. Many schools struggle to make ends meet, which makes it difficult for them to carry 

out comprehensive assessments regularly. The lack of resources also affects teachers' access to 

professional development opportunities, which makes closing performance disparities more 

challenging. 

 
Subjectivity and Prejudice 

Performance evaluations may become biased and subjective due to the lack of defined assessment 

systems. Administrator assessments are frequently influenced by personal ties and impressions, 

which can compromise the process's impartiality and legitimacy. This subjectivity may lead to 

inconsistent  results  and  a  loss  of  confidence  in  the  assessment's  conclusions. 

 
Training and Professional Development 

Encouraging teachers to pursue ongoing professional development is an ongoing problem. 

Teachers' access to professional development opportunities is frequently restricted by financial 

and administrative limitations. Maintaining and raising educational standards is hampered by this 

disparity. Teachers' performance may suffer if they are unable to stay current with best practices 

and educational breakthroughs. 

 
Capacity for Administration 

Another issue is the ability of administrators to carry out efficient evaluations. Many 

administrators are not well-versed in the methods and resources of evaluation. This incapacity can 

impede attempts to enhance teacher effectiveness and lead to unproductive assessments. 

Administrators must get ongoing training and development if they are to be prepared to conduct 

impartial and efficient reviews. 



5  

 

Issues with Policy and Structure 

Problems with the school system's structure and policies may also provide difficulties. Confusion 

and assessment process hindrances might result from inconsistent policy implementation and a 

lack of collaboration between various educational entities. To guarantee alignment at all 

educational levels and to direct the evaluation process, it is necessary to have clear and uniform 

policies. 

 
Effect of Instructor Effectiveness on Academic Results 

Student Performance 

Student achievement is directly impacted by the performance of teachers. Higher test scores, 

enhanced reading and numeracy abilities, and increased general academic performance are all 

results of effective teaching. On the other hand, subpar teaching can have a detrimental impact on 

students' academic progress. Therefore, ensuring excellent instruction is crucial to raising 

educational standards in Ghana. 

 

 

Motivation and Retention of Teachers 

Teacher motivation and retention are impacted by teacher performance assessments as well. 

Teachers might be inspired to improve their practice and work satisfaction by receiving fair and 

helpful assessments. However, unjust or too harsh assessments can cause stress, demotivation, and 

even instructor turnover. Maintaining a motivated and productive teaching workforce requires a 

fair and helpful assessment procedure. 

 
Advancement of the Profession 

Evaluations of teachers' performance offer important information about the areas in which they 

require further assistance and professional growth. Evaluations may help instructors improve their 

work and keep current with the newest educational trends and best practices by recognizing their 

strengths and shortcomings. This information can then be used to design focused professional 
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development programs. Sustaining high teaching standards and making sure instructors are 

prepared to address the varied needs of their pupils depend on ongoing professional development. 

 

 

Techniques to Enhance the Assessment of Teacher Performance 

Frameworks for Standardized Assessment 

The creation and application of standardized assessment frameworks can aid in reducing 

subjectivity and bias concerns. A more accurate and fair assessment of teacher performance may 

be achieved through the use of numerous evaluation techniques and the establishment of clear, 

objective criteria. Standardized frameworks offer a clear foundation for comparison and 

development while ensuring uniformity and fairness across assessments. 

 
Improved Administrator Training 

Teacher performance assessments can be of higher quality overall if administrators receive training 

on fairness and effective evaluation methods. Administrators with training are better suited to carry 

out thorough and encouraging reviews. The development of abilities in observation, feedback, and 

the efficient use of assessment instruments should be the main goals of training programs. 

 
Technology Use 

Technology integration can improve the evaluation process' accuracy and efficiency. The 

assessment process may be streamlined by using digital technologies for performance data 

collection, feedback provision, and activity tracking in the classroom. Administrators may get 

important insights into teacher performance and facilitate more efficient and uniform assessment 

processes by investing in IT infrastructure. 

 
Collaborative Assessment Methodologies 

Promoting cooperative evaluation strategies has additional advantages. An assessment procedure 

that is more thorough and introspective can be achieved by having instructors participate in peer 

and self-assessment. Teachers who use collaborative ways are more likely to feel accountable and 

have a feeling of ownership, which encourages a culture of continual development. Incorporating 
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educators within the assessment procedure can yield significant insights and improve the precision 

and impartiality of assessments. 

 
Reforms in Policy 

Systemic problems in the evaluation of teacher performance can be addressed by institutional and 

national policy changes. Policies about professional development, resource allocation, and teacher 

assessment should be reviewed to make sure they still meet the demands and difficulties of 

education today. Good policies should encourage teachers' professional development as well as 

the assessment process. Alignment across all educational levels may be ensured and the assessment 

process can be guided by clear and uniform regulations. 

 
Programs for Mentoring 

Putting mentoring programs into place can provide instructors with extra assistance. Trained 

educators can provide direction, criticism, and encouragement to inexperienced or struggling 

educators. Mentorship programs can assist teachers become more effective educators and give 

them a network of support. By promoting a collaborative learning environment and offering 

individualized assistance, mentoring can improve the effectiveness of teachers. 

 
Stakeholder Participation 

Including community members, parents, and kids in the assessment process may improve 

accountability and yield insightful information. Feedback from stakeholders may provide a 

thorough understanding of a teacher's performance and guarantee that different viewpoints are 

taken into account. Involving stakeholders in the assessment process can result in a more 

comprehensive and accurate appraisal of teachers' work. 

 
 

1.1 Problem Statement 

The evaluation and enhancement of teacher performance are integral to ensuring quality education 

delivery and the overall development of educational systems. Asiedu-Akrofi (2017) provides a 

critical study that highlights the crucial function of teacher assessment and its consequences for 

the quality of education that students get. The research conducted by Akyeampong and Pryor 
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(2010) emphasizes the need for sub-Saharan Africa, especially Ghana, to improve the quality of 

basic education. This emphasizes the need to assess teacher performance to accomplish this aim. 

 
 

Ghana's education system faces challenges in effectively evaluating teacher performance, which 

significantly impacts educational outcomes. Despite the acknowledged significance of teacher 

performance, a gap exists in comprehending how administrators within the human resource 

department in Ghana perceive and evaluate teacher effectiveness. Additionally, understanding the 

perspectives of administrators regarding teacher performance is crucial. This problem statement 

aims to investigate the multifaceted viewpoints of administrators concerning teacher performance 

within the Ghanaian educational landscape, drawing insights from various scholarly works and 

empirical studies. The knowledge gap of educational administrators impedes the development of 

comprehensive strategies to improve teaching standards and consequently affects the quality of 

education imparted to students. 

According to Gyimah and Oduro (2013), teacher performance evaluation encompasses multiple 

dimensions beyond academic achievements, as highlighted. For instance, teaching methodologies, 

classroom management, and professional development significantly influence evaluations. 

Gyimah and Oduro (2013) stress the need for a nuanced evaluation framework that considers these 

diverse aspects of teacher performance. The varying perspectives of education administrators on 

teacher performance evaluation were also explored by Adu-Gyamfi and Frimpong-Manso (2019). 

These include diverse roles and experiences of administrators, ranging from school principals to 

district education officers, contributing to distinct viewpoints, necessitating a comprehensive 

understanding to develop inclusive evaluation frameworks. 

Resource constraints and the absence of support systems impact teacher performance evaluations, 

as highlighted in Addai-Mununkum's study (2018). Limited resources, both financial and training 

opportunities for administrators, hinder effective evaluation strategies. Moreover, inadequate 

support systems for teachers negatively affect their overall performance, potentially influencing 

administrators' perspectives. Inaccurate or insufficient teacher performance evaluations directly 

affect educational outcomes, as discussed in Anamuah-Mensah and Awunor's research (2016). The 

retention of underperforming teachers or the failure to recognize exceptional educators may 

adversely affect student academic achievements and overall development. The necessity for a 

comprehensive framework that incorporates  diverse perspectives and addresses resource 
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constraints is evident, as outlined in Ameyaw and Adu's findings (2017). Such a framework should 

align with Ghana's broader educational goals and ensure fair and effective teacher performance 

evaluations. 

By examining the perspectives of administrators within Ghana's Human Resource Department on 

teacher performance, this research endeavors to contribute to the development of inclusive policies 

and strategies. Insights from various scholarly works and empirical studies underscore the 

importance of understanding, addressing, and overcoming challenges in evaluating teacher 

performance to foster a conducive environment for quality education in Ghana. 

 

 
1.2 Purpose of the Study/Research: 

The following were the purposes of the study 

Enhanced Understanding of Administrative Perspectives: The goal of the study is to offer a 

thorough investigation and examination of the various perspectives that administrators, such as 

district education officials and school principals, have on the assessment of teacher performance. 

The study aims to provide a deeper understanding of the intricacies and nuances involved in 

evaluating teacher effectiveness within Ghana's educational setting by getting insight into various 

viewpoints. 

Also, Identification and Documentation of Challenges: This research intends to identify, 

document, and highlight the challenges and constraints faced by administrators when evaluating 

teacher performance comprehensively. By elucidating these challenges, the purpose of the study 

is to add to the body of knowledge already in existence by raising awareness and understanding of 

the barriers to efficient teacher performance evaluations. 

Moreover, the Creation of Inclusive Assessment Framework Techniques: This study's main goal 

is to make recommendations and suggestions for the creation of an inclusive assessment system. 

This framework will aim to address the diverse administrative perspectives, mitigate resource 

constraints, and align with Ghana's broader educational goals. The study endeavors to offer 

practical and viable suggestions to enhance the quality and fairness of teacher performance 

evaluations within the Ghanaian educational system. 
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More so, Contributing to Policy and Practice Improvement: Ultimately, the overarching purpose 

of this research is to provide insights and recommendations that can inform policy-making and 

practices in the field of teacher evaluation. By offering evidence-based insights into the 

perspectives, challenges, and potential solutions related to teacher performance evaluation, the 

study aims to contribute to the enhancement of educational policies and practices, thereby fostering 

an environment conducive to quality education in Ghana. 

In essence, the purpose of this study/research is to deepen the understanding of the complexities 

surrounding teacher performance evaluation in Ghana's educational system, identify challenges, 

and propose practical strategies to improve the evaluation process. Ultimately, the goal is to 

contribute to the enhancement of educational outcomes and the overall quality of education in 

Ghana by refining the mechanisms used to evaluate teacher performance. 

 
The Significance of Instructor Performance 

The Value of Instructor Performance 

Student achievement and the quality of education are largely dependent on teacher effectiveness. 

Good instructors may uplift their charges, enhance their scholastic performance, and support their 

holistic growth. On the other hand, ineffective teaching may impede students' learning and have a 

detrimental effect on academic results. For Ghana's educational system to advance, it is thus 

essential that teachers' performance be accurately assessed and improved. 

 
Assessing the Performance of Teachers 

A variety of teaching-related factors are evaluated as part of the teacher performance assessment 

process, such as instructional abilities, classroom management, professional demeanor, and 

participation in professional development. These assessments aid in determining one's strong 

points and areas in need of development. However, assessing a teacher's performance is a 

complicated procedure. 

 
Difficulties in Assessing the Performance of Teachers 

Inadequate Frameworks for Evaluation 

The absence of thorough and uniform assessment systems is one of the main problems. Evaluations 

may be subjective and fluctuate greatly amongst administrations and schools in the absence of 
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explicit and uniform criteria. The appraisal process's impartiality and dependability are 

compromised by this lack of consistency. 

 
Subjectivity and Prejudice 

Bias and subjectivity are important problems in the assessment process. Assessments by 

administrators may be influenced by their ties with instructors, preconceived beliefs, and personal 

preferences. This subjectivity has the potential to undermine confidence in the assessment process 

and provide inconsistent results. 

 
Limited Assets 

A major obstacle to conducting an efficient teacher performance review is a lack of resources. The 

lack of money in many Ghanaian schools makes it difficult for them to conduct comprehensive 

assessments regularly. The availability of evaluator training and the usage of technology in the 

assessment process are further restricted by insufficient resources. 

 
Inadequate Education for Assessors 

The issue is made worse by administrators' lack of expertise in efficient assessment methods. 

Administrators may find it difficult to carry out thorough and impartial reviews without the right 

training, which might result in errors and inconsistent results. 

 
Technological Restrictions 

Technology integration has the potential to improve assessment process accuracy and efficiency. 

Unfortunately, the technology infrastructure required to support contemporary assessment tools 

and procedures is lacking in many Ghanaian institutions. The inability to adequately gather and 

interpret data is a result of this technical divide. 

 
Limitations on Professional Development 

It takes ongoing professional development (CPD) to keep teaching standards high. However, 

teachers' possibilities to participate in CPD activities are often limited by financial limitations and 

practical difficulties. The efficacy of assessments may be hampered and teacher performance may 

suffer as a result of this lack of continuous training and growth. 
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Financial Restraints 

Professional development program funding is often scarce, which limits instructors' access to and 

availability of these opportunities. Insufficient funding for continuing professional development 

might prevent instructors from updating their knowledge and abilities, which would affect their 

effectiveness. 

 
Challenges in Logistics 

Access to professional development opportunities may also be hampered by logistical issues 

including travel problems, schedule conflicts, and trainer availability. These difficulties may make 

it impossible for teachers to take part in CPD programs, which would further impede their 

professional development. 

 
Effects on Morale and Motivation of Teachers 

Teacher morale and motivation may be greatly impacted by the assessment process. While 

unfavorable assessments may cause stress and demoralization in teachers, positive evaluations can 

increase motivation and morale in them. Maintaining teacher morale and motivation requires 

making sure the assessment process is impartial, open, and encouraging. 

 
Adverse Effects 

On the other hand, unfavorable or critical assessments have the potential to demoralize educators 

and cause increased stress, a decline in work satisfaction, and even teacher turnover. Preventing 

these unfavorable effects and preserving a healthy work environment need fairness and openness 

in appraisal processes. 

 
Administrator Views on the Effectiveness of Teachers 

Positive Attitudes about Dedication and Commitment 

Teachers' devotion and commitment are often praised by administrators, especially in demanding 

settings. Despite having few resources, many administrators are grateful for the efforts made by 

teachers to provide high-quality instruction. This commitment is seen to be evidence of the 

professionalism and enthusiasm of educators. 
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Creative Methods of Instruction 

Innovative teaching strategies that improve student learning are valued by administrators. 

Educators who use innovative techniques, including integrating technology or interactive 

exercises, are often seen favorably. These developments are essential for maintaining student 

interest and improving the efficacy of instruction. 

 
Critical Opinions 

Variations in Performance 

The inconsistent performance of teachers is another issue that administrators have worried about. 

Differences in the proficiency and dedication of educators may compromise academic standards 

and the achievements of students. Sustaining good teaching standards requires addressing these 

discrepancies. 

 
Lack of Attendance and Professional Growth 

Common concerns include absenteeism and a lack of involvement in professional growth. 

Administrators consider absenteeism to be a serious issue that impacts both student learning and 

the general operation of the school. Moreover, it is believed that a deficiency of professional 

development chances hinders the advancement of teaching performance and standards. 

 
The Function of Recruitment and Selection Departments in Human Resources 

The hiring and selection of competent instructors is the responsibility of HR departments in 

educational establishments. Ensuring that schools have qualified and committed personnel who 

can provide high-quality instruction is dependent on this process. Efficient recruiting and selection 

procedures aid in the identification of educators who not only meet academic requirements but 

also have the requisite abilities and dispositions for successful instruction. 

 
Evaluation of Performance 

When it comes to performing performance reviews, HR departments are essential. These 

evaluations are crucial for determining areas for growth, giving feedback, and evaluating the 

effectiveness of teachers. However, the availability of established assessment frameworks, 

qualified evaluators, and sufficient funding are necessary for performance evaluations to be 
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successful. 

Advancement of the Profession 

Professional development program planning and administration are within the purview of HR 

departments. To stay current with educational breakthroughs and enhance their teaching skills, 

educators must engage in ongoing professional development. HR divisions are responsible for 

ensuring that educators have access to worthwhile and efficient professional development options. 

 
Assistance and Materials 

Support and resource provision is yet another essential job of HR departments. This entails making 

certain that educators have access to technology, the required instructional materials, and a 

comfortable workspace. Sufficient assistance and materials are necessary to allow educators to 

carry out their responsibilities in an efficient manner. 

 
Methods for Solving the Issue 

Creating Frameworks for Standardized Evaluation 

Creating and using standardized assessment frameworks may aid in addressing subjectivity and 

bias concerns. To provide a fair and accurate assessment of teacher performance, these frameworks 

must include many evaluation techniques as well as precise and objective criteria. 

 
Improving Administrator Training 

Teacher performance evaluations may be of higher quality overall if administrators get training on 

fairness and effective evaluation methods. Administrators with training are better suited to carry 

out thorough and encouraging reviews. 

 
Using Technology 

Technology integration may improve the assessment process' accuracy and efficiency. The 

assessment process may be streamlined by using digital technologies for performance data 

collection, feedback provision, and activity tracking in the classroom. Investing in IT infrastructure 

may help assessments become more reliable and consistent. 

 
Promoting Collaborative Assessment Methodologies 
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Promoting cooperative evaluation strategies has additional advantages. An assessment procedure 

that is more thorough and introspective may be achieved by having instructors participate in peer 

and self-assessment. Teachers who use collaborative ways are more likely to feel accountable and 

have a feeling of ownership, which encourages a culture of continual development. 

 
Putting Policy Reforms into Practice 

Systemic problems in the assessment of teacher performance may be addressed by institutional 

and national policy changes. Policies of professional development, resource allocation, and teacher 

assessment should be reviewed to make sure they still meet the demands and difficulties of 

education today. Good policies should encourage teachers' professional development as well as 

the assessment process. Including community members, parents, and kids in the assessment 

process may improve accountability and provide insightful information. Feedback from 

stakeholders guarantees that different viewpoints are taken into account and offers a thorough 

understanding of teachers' performance. 

 

1.3 Research Questions: 

For a clear direction for investigating the perspectives of administrators, uncovering challenges, 

and proposing strategies to enhance teacher performance evaluation within the Ghanaian 

educational landscape, this study would have its research questions as 

1: What are the major varied perspectives of administrators, including school principals and district 

education officers? 

2: What are the primary challenges and resource constraints encountered by administrators when 

assessing teacher performance in Ghana's educational context? 

3: How can an inclusive evaluation framework be formulated to accommodate diverse 

administrative perspectives? 

1.4 Significance of the study 

1. Educational Policy Improvement: The findings of this study hold significant implications for 

educational policy formulation and enhancement. Insights derived from administrators' 

perspectives on teacher performance evaluation can inform the development of more effective and 

inclusive policies aimed at improving the quality of education in Ghana. Recommendations based 
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on this research can contribute to the refinement of policy frameworks concerning teacher 

appraisal and professional development. 

2. Enhanced Teacher Evaluation Practices: By identifying challenges and constraints faced by 

administrators in evaluating teacher performance, this research can pave the way for the 

implementation of more robust evaluation practices. Addressing these challenges can lead to the 

development of fairer and more comprehensive assessment methodologies, ultimately improving 

the accuracy and effectiveness of teacher evaluations. 

3. Professional Development Opportunities: Understanding the viewpoints of administrators 

regarding teacher performance evaluation can contribute to the design and implementation of 

tailored professional development opportunities for teachers. Recommendations from this study 

can facilitate targeted training programs that address specific areas identified as crucial by 

administrators, thereby enhancing overall teacher performance and professional growth. 

 
4. Quality Assurance in Education: Improving the evaluation of teacher performance directly 

impacts the quality of education imparted to students. The study's recommendations can help in 

identifying and retaining highly effective teachers while providing support for those who require 

improvement. Consequently, this contributes to a higher standard of education and positively 

influences students' academic achievement and overall development. 

 
5. Contribution to Academic Scholarship: This research adds to the existing body of knowledge 

on teacher evaluation practices within the Ghanaian educational context. The insights and 

recommendations generated can serve as valuable resources for further academic research, 

providing a foundation for future studies exploring similar themes or informing comparative 

analyses in other educational settings. 

 
6. Strategic Resource Allocation: Understanding the challenges faced by administrators in 

evaluating teacher performance helps in identifying resource gaps and inefficiencies. This 

information is crucial for strategic resource allocation, enabling better utilization of financial and 

human resources to support effective teacher evaluation practices. 
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In summary, the significance of this study lies in its potential to influence policy-making, improve 

teacher evaluation practices, enhance professional development opportunities, assure the quality 

of education, contribute to academic scholarship, and optimize resource allocation within the 

Ghanaian educational system. By addressing these aspects, the study has the potential to foster 

positive changes that benefit both educators and students, ultimately contributing to the 

advancement of education in Ghana. 

1.5 Limitations of the Study 

Some limitations of the study included: 

Sample Size and Representativeness: One of the limitations was the sample size and 

representativeness of the research. The study involved a limited number of educational 

administrators from two regions (Eastern and Greater Accra) involving four districts (3 from 

Eastern and 1 from Greater Accra) in Ghana, which hindered the generalizability of findings to the 

entire educational landscape of the country. 

Resource Constraints: The research also faced limitations due to resource constraints, such as 

limited access to funding, time, or manpower. This affected the depth of data collection, analysis, 

and the scope of the study, potentially limiting the comprehensiveness of the findings. 

Scope of Data Collection: The study focused primarily on administrators' perspectives without 

considering the viewpoints of other stakeholders, such as teachers, students, parents, or 

policymakers. This limitation restricted the holistic understanding of teacher performance 

evaluation within the educational ecosystem. 

Subjectivity and Bias: Given that the study relied on administrators' perceptions and viewpoints, 

there could be inherent subjectivity and bias in their assessments of teacher performance. Factors 

like personal experiences, beliefs, or organizational influences might influence their perspectives, 

potentially impacting the objectivity of the findings. 

Temporal Constraints: The research was also constrained by time limitations, potentially 

restricting the depth of data collection, analysis, and/or the exploration of longitudinal trends in 

teacher performance evaluation practices. 

Contextual Specificity of Findings: The findings and recommendations are/were context-specific 

to the Ghanaian educational system and may not be easily applicable or generalizable to other 

educational settings or countries with different socio-cultural, economic, or institutional contexts. 
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Data Collection Methods: Depending on the methodology used, there could be limitations in data 

collection methods, such as reliance on self-reporting through surveys or interviews, which may 

pose challenges in capturing nuanced or objective assessments of teacher performance evaluation. 

 

 
 

1.6 Definition of Terms 

Human Resource Department (HRD): The administrative division responsible for managing 

human resources (teachers, staff) within educational institutions, including teacher evaluation 

processes. 

Performance Appraisal: The systematic and formal approach and process of establishing the 

strengths and weaknesses relating to the employee's roles and functions using identifying, 

observing, measuring, recording, and developing. 

Teacher Performance Evaluation: The process of assessing and appraising teachers' 

effectiveness, including classroom practices, professional development, and contributions to 

student learning. 

Educational Policy: Guidelines, regulations, and frameworks established by education authorities 

that impact teacher evaluation practices and overall educational quality. 

 
Concepts and Terms: 

Administrator Perspectives: The views, beliefs, opinions, and experiences of school principals, 

district education officers, or other administrative personnel involved in teacher performance 

evaluation. 

Professional Development: Activities or programs designed to enhance teachers' skills, 

knowledge, and capabilities in the classroom, often related to teacher evaluation improvement. 

Resource Constraints: Limitations in financial, technological, or human resources that might 

affect the implementation of effective teacher performance evaluation systems. 

Educational Outcomes: The impact of teacher performance on student achievement, learning 

outcomes, and overall educational success. 

Inclusive Evaluation Framework: Comprehensive guidelines or structures for assessing teacher 

performance that consider diverse perspectives, align with educational goals, and address resource 

constraints. 
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2.0 Overview 

CHAPTER TWO 

LITERATURE REVIEW 

Teacher performance evaluation plays a pivotal role in educational systems worldwide, influencing 

instructional quality, student outcomes, and professional development. Within the Ghanaian 
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educational landscape, the perspectives of administrators regarding teacher performance 

assessment are critical factors in shaping policies and practices. This literature review synthesizes 

key studies and scholarly works that delve into the multifaceted aspects of administrator views on 

teacher performance evaluation in Ghana's Human Resource Department. 

 

2.1 Theoretical Framework 

2.1.1 Observation 

Two perspectives can be used to understand the term perception, according to Rogers (2017). It is 

possible to infer the first perception from experiences with senses including hearing, touching, 

smelling, and seeing. An individual's subjective experiences and the knowledge they acquire help 

to shape this perception. However, perception has also made use of the mechanisms that help 

people learn about and absorb information about the world around them. According to Bulto and 

Markos (2017), the perception of how effective a performance appraisal is is dependent upon the 

attainment of predetermined objectives. 

 
2.1.2 Evaluation of Performance 

 
According to Deb (2009), the definition of performance evaluation is a methodical and formal 

process that involves recognizing, observing, measuring, recording, and developing to determine 

an employee's strengths and weaknesses in their roles and duties. Because it offers a way to 

diagnose performance effectively, appraisals are relevant. Actions taken by an individual 

determine performance. The regular evaluation of each employee's performance in their job within 

a company is known as a performance assessment (Ainsworth, Booth, Pratt, Ekelund, Yngve, 

Sallis & Oja, 2002). Performance appraisal, according to Mondy, Noe, and Premeaux (2002), is a 

formal organizational examination and evaluation of a person's or a group of people's performance. 

The word "formal" is crucial in this definition since managers are required to continuously evaluate 

their staff members' performance. Therefore, the success of management and the organization as 

a whole depends on performance appraisal. Performance evaluation, according to Robert (2002), 

is the process of determining how well workers carry out their responsibilities by established 

criteria and sharing the results with management. The act of documenting an individual's or 

organization's accomplishments in carrying out responsibilities is known as performance appraisal 

(Alo, 2009). Management can identify an employee's strengths and weaknesses with the use of 
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performance appraisals, which serve as the foundation for action recommendations meant to 

improve employee performance (Gardner, 2008). Shelley (1999) defined PA as the process of 

gathering, evaluating, and documenting data regarding the worth of employees. Enhancing 

employee performance is the primary goal of performance reviews. Performance reviews typically 

evaluate an employee's work within the company (Shelley, 1999). This makes it possible for 

management to pay staff members according to their output. She went on to say that the core of 

human resource management is performance appraisal. 

Performance evaluation and performance review are quite similar to performance appraisal 

(Dessler, 2011). One term for performance reviews is methods of defining work requirements for 

employees. This enables businesses to establish new benchmarks and objectives (Dessler, 2011). 

Through improving employee performance, performance appraisal enables firms to meet their 

goals and objectives (Lansbury, 2008). The process of creating, evaluating, and monitoring human 

resources in organizations is called performance appraisal (Carrol & Scheider, 2002). 

Moat (1999) concurs with Shelley's (1999) viewpoint and clarifies that performance appraisal 

refers to the procedure of assessing an employee's work about the predetermined goals. According 

to Moats, the primary goal of performance reviews is to assist managers in making efficient use of 

their workforce, which will ultimately lead to increased production within the company. Effective 

performance reviews accomplish their goals when they are carried out. Shelley explained that i) 

instructing employees on how to enhance their performance ii) aids managers in evaluating their 

staff members to assign, demote, train, or pay them; and iii) assists staff members in creating 

organizational goals. 

According to the above arguments provided by scholars in unison, performance appraisals are a 

succinct, unbiased, and consistent method of evaluating employees' performance in the roles that 

they have been assigned and determining the potential for career advancement. An employee's job 

description along with the organization's stated objectives serves as the standard for performance 

reviews (Moats, 1999). Similarly, evaluations have evolved into multifaceted processes with a 

variety of criteria and techniques to guarantee an efficient performance appraisal procedure and 

assist in identifying the factors influencing an employee's performance (Bodil, 2007). Moats 

(1999) stated that decentralization must be the focus of standards and evaluations. Additionally, 

workers who are being evaluated now have a closer role in overseeing the entire evaluation 

process. Officers in charge of human resources or centralized management created and oversaw 
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previous performance reviews. When it came to employee performance reviews in the 1990s, line 

managers who were the employee's direct superiors typically handled them. It is best to have the 

goals or purpose established before creating a detailed appraisal. This is so that managers, staff, 

and management may have a consensus on the techniques of appraisal, which are determined by 

the objectives (Fletcher, 2004). Evaluation of training, career growth, and performance is the 

primary goal of an evaluation. Determining whether to provide an employee a financial award for 

their performance is another function for appraisals (Derven, 2000). During the appraisal, 

management and staff can talk about the progress made and figure out how to capitalize on the 

strengths (Grote, 2002). Although performance reviews and reward reviews are largely unrelated, 

the  information   from   the  latter   can  be  helpful   (Einstein,   2009). 

Wesley (2004) lists the following as some of the goals of performance evaluation: 

 
 To evaluate workers' performance over a predetermined amount of time 

 Help management exert control over management 

 To examine the discrepancy between an employee's stated and intended performance 

 To aid in improving the rapport between an employee and a subordinate. 

 To determine an employee's areas of strength and weakness so that they can be trained and 

developed to meet future needs. 

 To give subordinates feedback 

 Offer data for additional individual decisions about the company. 

 They explicitly outline the duties that are required of the employee. 

 To be able to resolve staff issues 

 

 

 
2.1.3 Theories of Performance Evaluation 

In the context of teacher performance evaluation, several theories of performance can be applied 

to understand, assess, and enhance teaching effectiveness. Here are a few particularly relevant 

theories: 

 
Theory of Goal Setting: 
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The goal-setting approach put forth by Locke and Latham (1990) has a lot of use in assessing the 

effectiveness of teachers. This theory highlights how important it is to provide people with clear, 

precise, and difficult goals to improve performance and motivation. Creating precise performance 

goals for teachers that are in line with curriculum requirements and learning outcomes for students 

might enhance their effectiveness in the classroom. 

 
Theory of Social Cognitive: 

Bandura's Social Cognitive Theory, published in 1986, is also pertinent to evaluating teacher 

effectiveness. This theory emphasizes how social influences, self-efficacy, and observational 

learning affect behavior and performance. Social cognitive theories can be used to guide teacher 

evaluation procedures such as monitoring classroom activities, rating instructional strategies, and 

taking into account a teacher's confidence in their capacity to influence students' learning. 

 
Technology for Human Performance (HPT): 

According to Römmler and Brache (2013), Human Performance Technology is a methodical 

approach to performance improvement through performance gap analysis and intervention 

implementation. HPT may include identifying areas for improvement, offering focused 

professional development, and putting support strategies into place to improve teaching practices 

in teacher performance evaluations. 

 
The model of input-process-output: 

The Input-Process-Output (IPO) model Smith and Tannenbaum, (2006) can be adapted to assess 

teacher performance. This model delineates inputs (such as resources and knowledge), processes 

(teaching strategies, classroom management), and outputs (student achievement) relevant to 

evaluating teaching effectiveness. 

 
2.1.4 Teaching and Teaching Profession 

It is believed that teaching is both a science and an art. As an artistic endeavor, it emphasizes the 

creative and inventive skills of the instructor in establishing a valuable learning environment for 

the pupils. As a science, it clarifies the mechanical, logical, or procedural actions that must be 

taken to accomplish objectives (Rajagopalan, 2019). According to Havighurst (2023), teaching is 
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the occupation of those who provide instruction, particularly in university settings, secondary 

schools, and primary schools. Regarding the idea of teaching, different educationists have varied 

opinions. 

"Teaching is a more mature personality's intimate interaction with a less mature one, to advance 

the latter's education." This idea of teaching was articulated mathematically by Morrison (1934) 

and Dewey (1934). "Like selling is to buying, teaching is to learning." Teaching is the planning 

and management of a scenario in which there are gaps or obstacles that a person will try to 

overcome and from which he will learn in the process of doing so, according to Brubacher 

(1939). "Teaching is a system of actions intended to induce learning," according to Smith (1961). 

"Teaching is a form of interpersonal influence aimed at changing the behavior potential of 

another person," according to Gage (1963). The definition of teaching was expanded by Smith in 

1963 to include a system of actions involving an agent, an end in view, and a situation with two 

sets of factors: those that the agent cannot control (class size, student characteristics, physical 

facilities, etc.) and those that he can modify (teaching techniques and strategies). "An interactive 

process, primarily involving classroom talk which takes place between teacher and pupil and 

occurs during certain definable activities" is how Amidon (1967) characterized teaching. This 

notion has been defined in large part by Davis et al. (1962), Gagne et al. (1974), and Gage 

(1978), whose opinions can be summed up as follows: 

The three main facets of teaching, which is a scientific process, are feedback, communication, 

and content. Student learning is positively impacted by the teaching method. It is always feasible 

to change, advance, and grow. The system's inherent flexibility stems from the novel teaching- 

learning activities; also, "suitable teaching environments can establish the learner's terminal 

behavior in terms of learning structures." 

A lot of people have described teaching as an ambiguous profession (Helsby, 1999, for 

example), one that is full of emotional politics (Hargreaves, 1998), context-dependent, and 

contestable in terms of its goals. Teachers feel pressured by what they may perceive as arbitrary 

and needless intrusions into their work, forcing them to make tough decisions regularly that 

sometimes involve compromise and go against their goals. Furthermore, they frequently do so 

because they lack the time to think things through and have productive conversations with 

coworkers. As a result, the practical-evaluative dimension has a significant impact on the agency, 

strongly influencing (and frequently distorting) decision-making and action. It can both promote 
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and inhibit agency, for example by limiting opportunities for agency or by fostering views of 

unacceptable risk. Robinson, Biesta, and Priestley (2015). 

 
2.1.5 Teacher Performance Appraisal/Evaluation: 

Teacher performance appraisal or evaluation refers to the systematic process of assessing and 

reviewing teachers' instructional practices, professional competencies, and contributions to student 

learning. It is a multifaceted approach aimed at providing constructive feedback, identifying 

strengths and areas for improvement, and supporting teachers' professional growth (Stronge, 

2012). 

 
2.1.6 Key Components of Teacher Performance Appraisal: 

Goal Setting and Planning: Establishing clear, measurable objectives aligned with educational 

standards and school priorities is crucial in the appraisal process (Danielson, 2007). Goal setting 

helps teachers focus on specific areas for improvement or professional development. 

Observation and Classroom Practices: Observations in the classroom are essential for determining 

how effective a teacher is. To assess instructional tactics, classroom management, and student 

involvement, educators frequently use rubrics and observational frameworks, such as Charlotte 

Danielson's Framework for Teaching (Danielson, 2013). 

Student Learning Outcomes: One of the most important components of teacher assessment is 

determining how instruction affects students' learning outcomes (Hattie, 2009). Student growth 

and accomplishment that may be linked to teacher teaching are measured using a variety of 

techniques, including formative assessments, student portfolios, and results on standardized tests. 

Professional Development and Feedback: Providing constructive feedback and support is integral 

to the appraisal process. Collaborative discussions, mentoring, and targeted professional 

development opportunities based on evaluation results help teachers enhance their pedagogical 

skills (Harris, 2016). 

 

2.2 Related Research 

2.2.1 Challenges and Considerations: 



26  

Teacher performance appraisal encounters challenges, including the subjectivity of evaluations, 

the complexity of measuring teacher effectiveness, and the need for ongoing support (Danielson, 

2007). To ensure equitable and efficient assessment systems, it is important to maintain a balance 

between accountability measures and the promotion of a culture of continuous improvement 

(Stronge, 2012). 

With challenges in Teacher Performance Assessment, Gyimah and Oduro (2013) delve into 

challenges associated with teacher performance evaluation in Ghana. Their research identifies 

resource constraints, including limited funding and inadequate training opportunities for 

administrators, as major hindrances. These constraints affect the comprehensiveness of teacher 

assessments and hinder the implementation of effective evaluation methodologies. 

 
2.2.2 Perspectives on Teacher Performance Evaluation in Ghana: 

A study by Asiedu-Akrofi (2017) highlights the significance of teacher evaluation in Ghana's 

education system. It emphasizes the need for a comprehensive evaluation framework that goes 

beyond mere academic achievements, considering aspects such as teaching methodologies, 

classroom management, and professional development. Asiedu-Akrofi emphasizes the importance 

of understanding administrators' diverse perspectives in shaping effective evaluation strategies. 

Administrative Perspectives and Appraisal Practices: 

Research by Adu-Gyamfi and Frimpong-Manso (2019) explores the varied perspectives of 

administrators, including school principals and district education officers, regarding teacher 

appraisal in Ghana. Their findings highlight the diversity of viewpoints, with administrators 

emphasizing the need for fair and inclusive appraisal systems that recognize both strengths and 

areas for improvement among teachers. 

Teacher Evaluation and Professional Development: 

Ameyaw and Adu (2017) focus on challenges faced by teachers in implementing teacher appraisal 

systems in Ghanaian basic schools. They underscore the importance of aligning teacher evaluation 

with professional development opportunities. Their study emphasizes the necessity of supportive 

structures and ongoing training to improve teacher performance and enhance the effectiveness of 

evaluation mechanisms. 

Framework for Enhancing Teacher Evaluation: 
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Anamuah-Mensah and Awunor (2016) discuss the challenges and prospects of teacher appraisal in 

Ghana. Their research emphasizes the need for a comprehensive and inclusive framework that 

accommodates diverse administrative perspectives, overcomes resource constraints, and aligns 

with the broader educational goals of Ghana. 

The literature underscores the significance of understanding administrators' viewpoints on teacher 

performance evaluation within Ghana's Human Resource Department. Challenges such as resource 

constraints, diverse perspectives, and the need for an inclusive evaluation framework are recurrent 

themes. Addressing these challenges through policy interventions, professional development 

initiatives, and inclusive frameworks is crucial to improving teacher evaluation practices in 

Ghana's educational sector. 

This literature review synthesizes key studies that emphasize the importance of understanding 

administrator perspectives, addressing challenges, and developing inclusive frameworks for 

teacher performance evaluation in Ghana's educational context. 

 

 

 

 
Criteria for Evaluating Teacher Performance 

Academic Success 

Academic success is still the key indicator used to assess teachers' effectiveness. Exam and 

standardized test scores are frequently used by administrators as a major gauge of a teacher's 

efficacy. Adentwi and Amankwah (2011) claim that Ghanaian schools frequently use this strategy. 

This criterion is controversial, though, since it ignores outside variables that affect student 

achievement, such as parental support, socioeconomic situation, and the accessibility of 

educational materials. Academic accomplishment among students might, to some extent, indicate 

how well a teacher is doing their job, but it might not give a complete picture. 

 
Classroom Order 

Another crucial component in evaluating a teacher's success is classroom management. Sustaining 

order, fostering a positive learning atmosphere, and effectively allocating class time are all 

components of effective classroom management. According to studies by Osei (2017), 

administrators in Ghana give great weight to a teacher's capacity to manage big class numbers and 
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meet the demands of a varied student body. Teachers' classroom management abilities are essential 

for guaranteeing successful learning in Ghanaian schools, as these environments are frequently 

resource-constrained. 

 

 

Planning and Delivering Lessons 

One of the main components of teacher performance assessments is the instructor's capacity for 

lesson planning and delivery. Lesson plan preparation, the structure and clarity of the teacher's 

instruction, and the capacity to actively engage pupils are the three main criteria used by 

administrators to evaluate instructors. Guidelines for efficient lesson design and delivery are 

provided by the Ghana Education Service (GES, 2016), emphasizing the value of matching lessons 

to the country's curriculum and educational standards. Dynamic class delivery keeps students 

interested and promotes greater knowledge, while effective lesson planning guarantees that 

instruction is methodical and goals are accomplished. 

 
Professionalism 

Professional behavior is another important performance metric. It includes following moral 

guidelines, being on time, and cooperating with coworkers. Administrators view these elements as 

critical to guaranteeing that instructors act as positive role models for children and make valuable 

contributions to the school community, according to Mensah and Atta (2019). Professional 

behavior on the part of teachers promotes a polite, well-organized atmosphere that is favorable to 

learning. 

 
Continuous Professional Development 

One of the most important requirements for evaluating teachers is continuing professional 

development (CPD). Administrators keep an eye out for their instructors' participation in 

continuing professional development initiatives, such as going to workshops, going back to school, 

and joining professional learning communities. CPD is essential for upholding excellent teaching 

standards and keeping up with changes in education, claims Nyarko (2017). Educators who put 

money into their professional development are better able to adapt to the changing demands of 

their pupils and use cutting-edge techniques. 
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Administrative Views on Instructor Effectiveness 

Good Opinions 

Dedication and Commitment 

Teachers' devotion and commitment are frequently praised by administrators, especially in 

demanding settings. According to Osei (2017), a lot of administrators value the efforts made by 

teachers to deliver high-quality instruction despite scarce resources. This commitment is seen to 

be evidence of the professionalism and enthusiasm of educators. Instructors' willingness to put in 

more time, create extra resources, and offer students more assistance is a sign of their dedication. 

 
Creative Methods of Instruction 

Administrators place a great priority on creative instructional strategies. Ankomah (2018) asserts 

that educators who use innovative techniques—like integrating technology or interactive 

activities—to improve student learning results are given high marks. These developments are 

essential for maintaining student interest and improving the efficacy of instruction. Instructors may 

greatly increase student engagement and accomplishment by incorporating active learning 

strategies and contemporary technologies into their lesson plans. 

 
Critical Opinions 

Variations in Performance 

The inconsistent performance of teachers is another issue that administrators have worried about. 

The National Instructional Council (NTC, 2018) draws attention to problems such as instructors' 

differing degrees of dedication and instructional skills. These discrepancies have the potential to 

compromise student outcomes and educational standards. It can be difficult to guarantee a 

consistently high degree of instruction across all courses and classrooms since some teachers may 

do very well in some areas while falling short in others. 

 
Lack of Attendance and Professional Growth 

Common concerns include absenteeism and a lack of ongoing professional growth. According to 

studies by Nyarko (2017), some administrators see absenteeism as a serious issue that affects not 

just student learning but also the way schools operate as a whole. Furthermore, it is believed that 



30  

a barrier to raising teaching quality and performance is the absence of chances for professional 

growth. Instructors who skip a lot of school or who don't participate in CPD risk slipping behind 

in their professional development and teaching techniques. 

 
Techniques and Instruments for Evaluation 

Official Evaluations 

Formal evaluations are often employed instruments, such as written exams and performance 

reviews. These tests, which emphasize both academic and professional abilities, are designed to 

give an objective assessment of teacher performance. However, as mentioned by Oduro (2020), 

insufficient funding and training frequently compromise the efficacy of these evaluations. It will 

cost a lot of money to train and develop administrators and teachers to ensure that these tests are 

thorough and equitable. 

 

 

 

 
Observations in the Classroom 

Administrators can evaluate instructional strategies firsthand through observations in the 

classroom. This approach sheds light on how educators engage with learners, run the classroom, 

and present instruction. Owusu (2018) highlights the need to employ organized observation 

techniques to guarantee uniformity and dependability in assessments. Observations can provide 

up-to-date information on classroom dynamics and instructor performance, which can be quite 

instructive. But they also need knowledgeable observers who can evaluate and offer helpful 

criticism. 

Parents' and students' opinions 

Teacher evaluations are increasingly including feedback from parents and pupils. This method 

provides a more thorough understanding of teacher performance by taking into account traits like 

approachability, communication skills, and the capacity to create a supportive learning 

environment. Asare-Danso (2019) emphasizes the importance of this input in offering a 

comprehensive evaluation of a teacher's efficacy. Involving parents and children in the assessment 

process guarantees that different viewpoints are taken into account, resulting in a more complex 

understanding of the performance of the instructor. 
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Difficulties in Evaluating Teacher Performance 

Not Enough Resources 

One major obstacle to the assessment process is resource limits. According to the Ministry of 

Education (2019), a large number of Ghanaian schools run on a shoestring, which makes it difficult 

to carry out comprehensive and frequent performance reviews. This deficiency of resources 

includes inadequate technology for observation and evaluation. It is challenging to put in place 

thorough assessment mechanisms that can precisely monitor and support teacher effectiveness 

without sufficient funding. 

 
Subjectivity and Prejudice 

Subjectivity and bias may result from the lack of standardized assessment frameworks. According 

to Oduro (2020), personal ties and perceptions frequently affect performance assessments, which 

compromises the validity and fairness of the evaluation procedure. This subjectivity may lead to 

inconsistent results and a loss of confidence in the assessment's conclusions. To guarantee fairness 

and openness, uniform and objective evaluation standards must be developed. 

 
Training and Professional Development 

Encouraging teachers to pursue ongoing professional development is an ongoing problem. 

According to Nyarko (2017), financial limitations and practical difficulties frequently prevent 

instructors from participating in professional development activities. Maintaining and raising 

educational standards is hampered by this disparity. Teachers' performance may suffer if they are 

unable to stay current with best practices and educational breakthroughs. 

 
Capacity for Administration 

Another issue is the ability of administrators to carry out efficient evaluations. Owusu (2018) notes 

that a large number of administrators are not properly trained in the methods and instruments of 

evaluation. This incapacity can impede attempts to enhance teacher effectiveness and lead to 

unproductive assessments. Administrators must get ongoing training and development if they are 

to    be    prepared    to    conduct    impartial    and    efficient    reviews. 
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Issues with Policy and Structure 

Problems with the school system's structure and policies may also provide difficulties. The 

Ministry of Education (2019) states that a lack of coordination among various educational entities 

and inconsistent application of policies can lead to confusion and impede the evaluation process. 

To guarantee alignment at all educational levels and to direct the evaluation process, it is necessary 

to have clear and uniform policies. 

 

 

Administrative Perspectives' Effect on Teachers' Motivation 

Favorable Effect 

Appreciation and Assistance 

Teacher motivation can be greatly increased by administrators' positive comments and 

acknowledgment. Ankomah (2018) shows that teachers' work satisfaction and motivation levels 

rise when they receive positive feedback and recognition for their efforts. Better student results 

and increased teacher effectiveness may result from this positive reinforcement. Teachers are more 

likely to be dedicated to their profession and pursue greatness if they feel appreciated and 

encouraged. 

 
Opportunities for Professional Growth 

Administrators who offer chances for professional development help to increase teacher 

motivation. According to Nyarko (2017), ongoing professional development is crucial for assisting 

educators in keeping abreast of changes in the field of education and enhancing their abilities. 

These changes have the power to uplift educators' spirits and inspire a dedication to lifelong 

learning. Teachers can improve their teaching techniques and advance their careers by having 

access to tools and opportunities for professional development. 

 
Adverse Effect 

Demotivation from Unfavorable Assessments 

On the other hand, unfavorable or critical reviews might make instructors feel hopeless. Negative 

administrative opinions, particularly those that are viewed as prejudiced or baseless, can cause 
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increased stress, lower work satisfaction, and even teacher turnover, according to Asare-Danso 

(2019). To keep teachers' morale high, assessments must be fair and transparent. Evaluations that 

are unfair or unduly harsh can foster a hostile work atmosphere and deter educators from doing 

their best work. 

 
Burnout and Stress 

Intense assessments and high standards can sometimes lead to stress and exhaustion. Mensah and 

Atta (2019) propose that educators who are subjected to ongoing scrutiny and performance 

expectations may get burned out, which can have a detrimental impact on their general well-being. 

Preventing negative outcomes requires striking a balance between examination understanding and 

assistance. To reduce stress and avoid burnout, administrators must acknowledge the demands 

made on teachers and offer sufficient support. 

 

 

 

 
Techniques to Enhance the Assessment of Teacher Performance 

Frameworks for Standardized Assessment 

The creation and application of standardized assessment frameworks can aid in reducing 

subjectivity and bias concerns. A more accurate and fair assessment of teacher effectiveness may 

be achieved by using clear, objective criteria and utilizing a variety of evaluation techniques (GES, 

2016). Evaluations are conducted fairly and consistently according to standardized frameworks. 

Administrators may conduct thorough and equitable assessments that accurately represent teacher 

effectiveness  with  the  support  of  clear  rules  and  standardized  instruments. 

 
Improved Administrator Training 

Teacher performance assessments can be of higher quality overall if administrators receive training 

on fairness and effective evaluation methods. According to Owusu (2018), administrators with 

training are more suited to carry out thorough and encouraging reviews. The development of 

abilities in observation, feedback, and the efficient use of assessment instruments should be the 

main goals of training programs. Providing administrators with the requisite abilities and 

information  can  improve  the  precision  and  efficacy  of  teacher  assessments. 
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Putting Money into Professional Development 

It is crucial to fund teachers' ongoing professional development. Teachers may enhance their 

performance and adjust to the ever-changing needs of education by participating in programs that 

emphasize classroom management, innovative educational technology, and pedagogical skills 

(Nyarko, 2017). For teachers to continue improving, it is essential to give them access to 

opportunities and tools for professional development. Educators who participate in Continuing 

Professional Development (CPD) are more equipped to adopt creative pedagogies and meet the 

varied requirements of their pupils. 

 
Technology Use 

Technology integration can improve the evaluation process' accuracy and efficiency. The 

assessment process may be streamlined by using digital technologies for performance data 

collection, feedback provision, and activity tracking in the classroom. The Ministry of Education 

(2019) has observed that enhancing technology infrastructure can provide assessments that are 

more reliable and consistent. Technology may make data collecting and analysis easier, giving 

administrators  insightful  information  about  how  well  teachers  are  performing. 

 
Collaborative Assessment Methodologies 

Promoting cooperative evaluation strategies has additional advantages. An assessment procedure 

that is more thorough and introspective can be achieved by having instructors participate in peer 

and self-assessment. According to Osei (2017), cooperative methods encourage teachers' feelings 

of accountability and ownership while fostering a continual improvement culture. Incorporating 

educators within the assessment procedure can yield significant insights and improve the precision 

and impartiality of assessments. 

Reforms in Policy 

Systemic problems in the evaluation of teacher performance can be addressed by institutional and 

national policy changes. To make sure they are in line with the demands and difficulties of modern 

education, the GES (2016) advises reviewing policies about resource allocation, professional 

development, and teacher evaluation. Good policies should encourage teachers' professional 

development as well as the assessment process. Alignment across all educational levels may be 
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ensured and the assessment process  can be guided by clear and uniform regulations. 

 
 

Programs for Mentoring 

Putting mentoring programs into place can provide instructors with extra assistance. Trained 

educators can provide direction, criticism, and encouragement to inexperienced or struggling 

educators. Adentwi and Amankwah (2011) assert that mentoring programs can enhance 

instructional strategies and give educators a network of support. By promoting a collaborative 

learning environment and offering individualized assistance, mentoring can improve the 

effectiveness of teachers. 

 
Stakeholder Participation 

Including community members, parents, and kids in the assessment process may improve 

accountability and yield insightful information. According to Asare-Danso (2019), stakeholder 

input is crucial for giving a complete picture of teacher performance. Involving stakeholders in the 

assessment process guarantees that different viewpoints are taken into account, resulting in a more 

accurate and comprehensive evaluation of the work of teachers. 
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CHAPTER THREE 

METHODOLOGY 

This research design encompasses a qualitative method of research, aiming to capture a 

comprehensive understanding of administrators' perspectives on teacher performance evaluation 

within the specific context of the Human Resource Department in Ghana's educational system. 

 

3.1 Design Research: 

The research project employed a qualitative research method strategy to gain comprehensive 

insights into the perspectives of administrators regarding teacher performance evaluation in 

Ghana. This approach provides a holistic understanding of the subject (Creswell & Creswell, 

2017). 

During the semi-structured interview stage of the data-collecting process, the investigator spoke 

with administrators, such as school principals, district education officers, and educational 

policymakers, to explore their perspectives on teacher performance evaluation. These interviews 

were audio-recorded, transcribed, and analyzed thematically to identify key patterns and themes 

as indicated by (Braun & Clarke, 2006). Also in participant selection, the purposive sampling to 

select a diverse range of administrators with varying experiences and perspectives on teacher 

evaluation within the Ghanaian educational system. 

To quantify the highlighted themes and views, the researcher created a structured survey 

questionnaire based on existing literature and qualitative results during the quantitative phase. 
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This survey captured administrators' opinions on specific aspects of teacher performance 

evaluation, allowing for statistical analysis. Next was survey administration. Here the researcher 

administered the survey to a larger sample of administrators within the Human Resource 

Department of Ghana to gather quantitative data. 

In Data Integration and Analysis, the researcher triangulates qualitative and quantitative data to 

match findings. Analyze qualitative data thematically, while employing statistical techniques (e.g., 

descriptive statistics,) for quantitative data. Integration of both sets of data will offer a 

comprehensive understanding of administrator perspectives (Creswell & Plano Clark, 2018). 

 

3.2 Participants/Population and Sample 

In the study focusing on administrators' perspectives on teacher performance evaluation in Ghana's 

Human Resource Department, the participants or population of interest primarily include all 

administrators involved in overseeing or managing teacher evaluation processes within the 

Ghanaian educational system. These include: 

School Principals: Those responsible for managing schools and evaluating teacher performance. 

District Education Officers: Individuals overseeing educational policies, teacher training, and 

evaluation at the district level. 

Educational Policymakers: Officials involved in formulating education-related policies impacting 

teacher evaluation. 

Human Resource Department Personnel: Those managing teacher hiring, evaluation, and 

professional development. 

 

3.3 Sampling and Sample Size: 

To choose a representative and varied sample of participants, a purposive sampling approach was 

used, taking into account the variety of jobs found in the field of educational administration. This 

sampling method allowed for intentional selection based on specific criteria, ensuring the inclusion 

of individuals with varied experiences and perspectives related to teacher performance evaluation. 

The sample size for the study was 30. It included 12 School Principals/ Heads from different types 

of schools in the public schools only both in rural and urban areas of jurisdiction. Also, 8 District 

Education Officers representing various educational districts, 6 Educational Policymakers 
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involved in education policy formulation, and 4 Human Resource Department Personnel 

responsible for teacher evaluation and management were selected. 

This sample size and composition aimed to gather insights from various levels of educational 

administration, ensuring diverse viewpoints on teacher performance evaluation within the Human 

Resource Department of Ghana's educational system. 

 

3.4 Data Collection Tools/Materials 

For a study focusing on administrators' perspectives on teacher performance evaluation in Ghana's 

Human Resource Department, the researcher employed the following data collection tools. 

Semi-structured interview Protocol to explore administrators' perspectives, experiences, and 

insights on teacher performance evaluation. Semi-structured interviews are conducted face-to-face 

or virtually, allowing flexibility for follow-up questions and probes to delve deeper into responses. 

Also, the Survey Questionnaire was structured/derived from interview findings, existing literature, 

and validated scales. Questions covered agreement levels such as the Likert-scale ratings, 

These data collection tools: semi-structured interviews and survey questionnaires can provide a 

comprehensive understanding of administrators' perspectives on teacher performance evaluation 

in Ghana's Human Resource Department. They allow for in-depth qualitative insights as well as 

quantitative data to triangulate findings and ensure a well-rounded analysis. 

 

3.5 Data Collection Procedure 

Polit et al. (2004) explain that data collection is the gathering of information needed to address a 

research problem. The researcher acquired an introductory letter from the Regional Offices of the 

Ghana Education Service (GES) which gave access to the GES District offices and schools 

Informed consent was obtained from participants before the commencement of the study by giving 

them information on the purpose of the study, the nature of data to be collected how they would 

be used, and how they would be involved. The participants were also assured that they could seek 

clarification on issues when they were in doubt. It was made clear to the participants that they were 

not under compulsion to partake in the study, and they could withdraw if the need arose. 

 

Data Analysis Procedure 

Qualitative Data Analysis (Semi-Structured Interviews): 
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Thematic Analysis: The researcher utilized thematic analysis, following the steps outlined by 

Braun and Clarke (2006), to analyze qualitative data obtained from semi-structured interviews 

with administrators. Firstly, the researcher transcribed interview recordings and immersed in the 

data to become familiar with the content. (Thus, Data Familiarization). Initial Coding: The 

researcher then applied open coding to systematically assign labels or codes to segments of data 

relevant to administrator perspectives on teacher evaluation. Theme Development: Cluster codes 

into potential themes related to key aspects of teacher performance evaluation, ensuring coherence 

and relevance to the research objectives. Lastly, Review and Refinement: Here, the researcher 

continuously reviewed, refined, and updated themes to make sure they fairly convey the variety 

and complexity of administrators' viewpoints. 

 
 

Descriptive Analysis: The researcher employed descriptive statistical techniques (e.g., frequencies, 

percentages,) to analyze quantitative survey data. This analysis revealed numerical patterns and 

summaries of administrators' responses to structured questions. 

Data Integration: Lastly, the researcher integrated qualitative and quantitative findings by 

comparing, contrasting, and merging the results from both data sets to provide a comprehensive 

understanding of administrators' perspectives as indicated by Creswell and Clark (2018). 
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CHAPTER FOUR 

FINDINGS 

This chapter presents findings tailored to specific research questions aligned with potential 

research questions focused on administrators' perspectives on teacher performance evaluation in 

Ghana's Human Resource Department: 

The transcripts from the participants were critically and extensively investigated before reaching 

a reasonable conclusion. The minute recordings were also evaluated, and themes and procedures 

were employed to arrange the data output. To ensure that the remarks of the participants were 

supported, verbatim quotes from them were used. Italics are used to highlight participant responses 

and excerpts from the investigated texts. 

 
The survey participant demographic statistics show that the majority of the study's participants are 

male, 18 (60%), with 12 (40%) females. 

 

GENDER 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Male Female 
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AGES 

The graph below depicts the participants' ages, with 40% being between the ages of 36 and 40, 

25% being between the ages of 31 and 35, 20% being 40 years or older, and 15% being between 

the ages of 25 and 30. 
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From the table above it is Human resource officers have the highest frequency of 9 representing 

30% followed by District Educational Officers with 8 participants representing 26.6%, then 

Educational Policy Makers with 7 participants representing 23.3%, and School principals have 

the lowest participants of 6 representing 20%. 

 

 
4.1 Findings 

Research Question 1: What are the key criteria used by administrators in evaluating teacher 

performance in the Ghanaian educational system? 

Interview Questions: 

i. What specific criteria or standards do you consider crucial when evaluating teacher performance 

within our educational system? 

ii. How do you prioritize or weigh different aspects of a teacher's performance during evaluations? 

iii. Could you describe a scenario where you believe a teacher excelled in meeting the evaluation 

criteria? What contributed to their success? 

Occupation 

Educational Policy Makers 
 

School Principal 

Human Resource Officer 

District Education officer 

0 1 2 3 4 5 6 7 8 9 10 

Frequency 
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Research Question 2: What challenges do administrators encounter in the process of evaluating 

teacher performance in Ghana? 

 
Interview Questions: 

i. What are the most significant challenges you face when assessing or appraising teacher 

performance? 

ii. Can you discuss any resource-related challenges affecting the teacher evaluation process? 

iii. Have there been instances where certain evaluation methods or criteria posed challenges? 

Could you elaborate on those instances? 

 
Research Question 3: How do administrators envision improving the current teacher evaluation 

process in Ghana's educational system? 

Interview Questions: 

i. What changes or modifications would you suggest to enhance the effectiveness of the teacher 

evaluation process? 

ii. Are there any innovative approaches or strategies you believe could improve the current 

evaluation system? 

iii. In your opinion, what support or resources would be necessary to implement improvements in 

teacher evaluation practices? 

 
4.2 Findings from the Interview Responses 

Below are findings derived from the responses of participants regarding administrators' 

perspectives on teacher performance evaluation in Ghana's educational system, followed by a 

discussion analyzing these responses: 

Findings/Responses: 

After analyzing responses from the participants, common themes and patterns emerged regarding 

teacher performance evaluation in Ghana: 

Key Evaluation Criteria: The majority of administrators highlighted diverse criteria, including 

instructional strategies, student engagement, continuous professional development, and a 

supportive learning environment. There's a notable emphasis on holistic development, cultural 

responsiveness, and adaptability to diverse student needs beyond academic achievements. 
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Challenges in Evaluation: Resource constraints, time limitations, and resistance to change in 

evaluation methods were commonly cited challenges. Ensuring fairness and objectivity while 

considering contextual differences and subjective elements in evaluations posed significant 

hurdles. 

Improvements Envisioned: Administrators proposed improvements such as comprehensive 

professional development, technology integration, standardized yet adaptable evaluation 

frameworks, and a collaborative approach involving stakeholders. 

 

 

Research Question 1: What challenges do administrators encounter in the process of 

evaluating teacher performance in Ghana? 

Resource Limitations: A majority (24 out of 30) indicating 80% perceived resource constraints as 

a significant challenge hindering comprehensive teacher evaluations. 

Resistance to Change: A notable number (19 out of 30) of 63.33% acknowledged the challenge 

posed by teacher reluctance to adopt new evaluation methods or criteria. 

Balancing Administrative Duties: About half of the participants (15 out of 30) 50% identified this 

as a challenge. 

Subjectivity in Evaluation: A moderate number (18 out of 30) of 60% recognized the challenge of 

subjective elements in assessments. 

Standardization across Classrooms: Many (23 out of 30) 76.66% agreed this was a challenging 

aspect in ensuring standardized evaluations. 

 
From Table 1 

The value of a nurturing learning environment is well acknowledged. The emphasis on 

instructional quality and student engagement aligns with recent studies by Sartipi and Taherian 

(2020) and Zhao et al. (2019), highlighting the importance of pedagogical skills and active student 

involvement in contemporary teacher evaluations. 

The recognition of professional development emphasis mirrors the findings of Alshammari and 

Almuwaylh (2021) and Shevchenko et al. (2020), emphasizing ongoing teacher development for 

effective evaluations. 
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Table 1: Research Question 1: Challenges in Evaluating Teacher Performance 
 

Variables Frequency Percentage Total 

Resource Limitations: Inadequate resources (time, 

materials) hinder comprehensive teacher evaluations. 

24 80% 30 

Resistance to Change: Teachers show reluctance to 

adopt new evaluation methods or criteria. 

19 63.3% 30 

Balancing Administrative Duties: Balancing evaluation 

responsibilities with other administrative tasks is 

challenging. 

15 50% 30 

Subjectivity in Evaluation: Subjective elements (e.g., 

teacher-student rapport) pose assessment challenges. 

18 60% 30 

Standardization across Classrooms: Ensuring 

standardized evaluations across diverse classrooms is 

challenging. 

23 76.7% 30 

 
The table below summarizes typical problems with teacher evaluations, emphasizing concerns 

with resource scarcity, opposition to change, juggling administrative responsibilities, 

subjectivity in evaluations, and uniformity in classrooms. 

Resource Limitations: Comprehensive teacher evaluations are severely hampered by a lack of 

resources, including time and materials. The data shows that, out of 30 respondents, 6 

respondents (20%) rated resource constraints as a moderate problem, and 24 respondents (80%) 

rated them as a substantial barrier. This is consistent with research by Darling-Hammond (2013), 

who highlights that limited resources severely impede the efficacy of teacher evaluation systems 

by limiting the breadth and frequency of assessments. 

Opposition to Change: One significant obstacle is teachers' unwillingness to accept new 

assessment procedures or standards. Based on 30 responses, the data shows that 11 respondents 

(36.7%) saw opposition to change, and 19 respondents (63.3%) said it was a major issue. In his 

discussion of the innate resistance to change present in educational institutions, Fullan (2007) 

points out that teachers frequently reject adopting new assessment methods out of concern about 

their increased workload and accountability. 
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Administrative Task Balancing: Respondents acknowledge the difficulty of striking a balance 

between evaluation obligations and other administrative activities. Fifteen respondents (or fifty 

percent) rated this problem as moderate or serious, for a total of thirty replies. According to 

Grissom and Loeb (2011), school administrators frequently find it difficult to juggle a variety of 

responsibilities, which can hinder their capacity to carry out in-depth and useful teacher 

assessments. 

Subjectivity in Evaluation: When subjective components are present, such as the relationship 

between the teacher and the student, the evaluation process becomes more difficult. There were 

thirty responses in total, and 12 respondents (40%) saw subjectivity as a moderate obstacle while 

18 respondents (60%) saw it as a substantial concern. Peterson (2000) expresses a similar worry, 

contending that subjective evaluations of teachers can produce biased and inconsistent results 

that compromise the validity of the evaluation procedure. 

Uniformity among classrooms: It can be quite difficult to ensure that students in different 

classrooms receive the same assessments. Out of 30 responses, 7 respondents (23.3%) saw 

standardization as a moderate difficulty and 23 respondents (76.7%) saw it as a serious problem. 

Marzano (2012) discusses this difficulty and notes that it is challenging to achieve consistency 

in evaluations across various classroom environments because of the differences in subject 

matter, student populations, and teaching styles. 

 

 

Table 2: Research Question 2: Improving Teacher Evaluation Process 
 

Variables 
Not 

Effective 

Percentage 

(%) 

Highly 

Effective 

Percentage 

(%) 
Total 

Technological Integration: Integrating 

technology for more efficient and 

effective evaluation processes. 

 

4 

 

13.3 

 

26 

 

86.7 

 

30 

Flexible Evaluation Frameworks: 

Implementing flexible yet 

standardized evaluation frameworks 

adaptable to diverse contexts 

 

 
9 

 

 
30 

 

 
21 

 

 
70 

 

 
30 
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Professional Development 

Enhancement: Offering tailored 

professional development sessions for 

teachers to improve evaluations 

 

 
8 

 

 
26.7 

 

 
22 

 

 
73.3 

 

 
30 

Collaborative Approach: Encouraging 

collaborative evaluation approaches 

involving stakeholders 

 

10 

 

33.3 

 

20 

 

66.7 

 

30 

Cultural Responsiveness Emphasis: 

Emphasizing cultural responsiveness 

in evaluation frameworks. 

 

3 

 

10 

 

27 

 

90 

 

30 

 

 

The data shows that a substantial majority of 26 respondents (86.7%) considered technology 

integration for review procedures to be highly effective, while only 4 respondents (13.3%) 

thought it was ineffective. This is consistent with research by Lawless and Pellegrino (2007), 

who claim that technology integration can improve efficacy and efficiency by streamlining 

evaluation procedures. Nine respondents (30%) thought this method was ineffective when it 

came to developing flexible yet standardized evaluation frameworks, whereas 21 respondents 

(70%) thought it was very effective. According to Darling-Hammond (2013), flexible evaluation 

frameworks are important because they allow for modifications to different teaching situations 

while preserving uniformity. While 22 respondents (73.3%) thought it was very effective, 8 

respondents (26.7%) said it was ineffective to offer customized professional development 

sessions. According to Guskey (2002), focused professional development is essential for 

enhancing teacher evaluations since it aids instructors in honing their instructional techniques 

and assessment abilities. Ten respondents (33.3%) thought that encouraging joint evaluation 

approaches were effective, while twenty respondents (66.7%) thought that it was highly 

effective. Hargreaves and Fullan (2012) underscore the significance of collaborative approaches, 

contending that including various stakeholders in the assessment procedure promotes a more all- 

encompassing and inclusive assessment. Just three respondents (10%) thought that emphasizing 

cultural responsiveness in evaluation frameworks was ineffective, whereas a whopping 27 

respondents (90%) thought it was highly beneficial. Gay (2010) provides support for this, 
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emphasizing the need for culturally sensitive assessments in meeting the needs of a diverse 

student body and advancing educational justice. The efficacy of incorporating technology, 

adaptable frameworks, professional development, cooperative methods, and cultural sensitivity 

in augmenting teacher assessment procedures is emphasized by these citations. 

 

Table 3: Perspectives on Teacher Performance Evaluation 
 
 

Variables Perspective Fx % 

Frequency of 

Evaluation 

Continuous, informal 12 40.0% 

Yearly 10 33.3% 

 Semi-annual/bi-annual 8 26.7% 

Feedback Mechanism Modified, complete 12 40.0% 

 Consistent forms 11 36.7% 

 Constructive, supportive 7 23.3% 

Professional 

Development 

PD that is tailored to the specific requirements of each 

individual 

13 43.3% 

 District-wide initiatives that cater to shared 

requirements 

11 36.7% 

 PD that is specific to evaluations 6 20.0% 

Use of Technology Interested in the use of digital instruments for real- 

time evaluations 

15 50.0% 

 Resource constraints necessitate caution regarding 

technology. 

10 33.3% 

 Limited utilization of technology 5 16.7% 

 

From the table above within the Ghana Education Service (GES) Human Resource Department, 

the perspectives of administrators, including school principals and district education officers, on 

teacher performance evaluation disclose substantial variation across multiple dimensions. This 

essay will investigate these perspectives, emphasizing the frequency of evaluation, feedback 

mechanisms, professional development, and the utilization of technology. Administrators have 

differing opinions regarding the frequency of teacher evaluations. Continuous and informal 

evaluation is the most preferred method, as indicated by 40.0% of respondents. This viewpoint 
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emphasizes the significance of offering instructors continuous feedback, which can encourage 

timely interventions and continuous improvement. Conversely, 33.3% of respondents advocate for 

annual evaluations, contending that they provide a thorough evaluation of a teacher's performance 

throughout an academic year. Lastly, 26.7% of respondents support semi-annual or bi-annual 

evaluations, which are a compromise between the comprehensiveness of yearly assessments and 

the ongoing feedback of continuous evaluations. Administrators also employ distinct 

methodologies for providing feedback to educators. Modified, comprehensive feedback 

mechanisms are supported by a substantial number of individuals (40.0%). This method is 

perceived as more adaptable and comprehensive, as it enables evaluators to customize their 

feedback to address the specific areas of improvement for each instructor. In contrast, 36.7% of 

respondents favor consistent forms, which guarantee uniformity and fairness in the delivery of 

feedback across various schools and evaluators. An additional 23.3% underscore the significance 

of constructive and supportive feedback, with an emphasis on the professional development of 

instructors through practical advice and positive reinforcement. Administrators have differing 

perspectives on the optimal structure of professional development (PD), which is an indispensable 

component of teacher performance evaluation. According to the majority (43.3%), professional 

development should be customized to the unique needs of each teacher, taking into account their 

strengths and areas for improvement that are identified during evaluations. This personalized 

approach is perceived as more effective in addressing the unique requirements of teachers. In 

contrast, 36.7% of respondents endorse district-wide initiatives that address shared requirements, 

contending that common training programs can address pervasive issues and promote a unified 

approach to teaching standards. A smaller group (20.0%) advocates for professional development 

that is directly linked to evaluation results, thereby assuring that professional development 

activities are relevant and targeted. Another area in which perspectives diverge is the integration 

of technology into teacher evaluations. The potential for technology to provide immediate 

feedback and streamline the evaluation process is underscored by the fact that half of the 

respondents (50.0%) are interested in using digital instruments for real-time assessments. 

Nevertheless, 33.3% of respondents express cautiousness about the use of technology due to 

resource constraints, recognizing the obstacles associated with funding, infrastructure, and training 

that can impede its effective implementation. Moreover, 16.7% of respondents report that they 
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have not fully embraced technology, either because of a lack of resources or a predilection for 

more conventional evaluation methods. 

 

 
Table 4: Primary Challenges and Resource Constraints in Teacher Performance 

Assessment 
 

Challenge/Resource Constraint Frequency Percentage 

Time Constraints 10 33.3% 

Insufficient Training for Evaluators 8 26.7% 

Lack of Standardized Evaluation Tools 7 23.3% 

Limited Financial Resources 15 50.0% 

Inadequate Technological Infrastructure 12 40.0% 

High Workload for Administrators 9 30.0% 

Resistance to Change Among Teachers 6 20.0% 

Inconsistent Evaluation Criteria 5 16.7% 

Geographic and Accessibility Issues 4 13.3% 

Data Management Challenges 8 26.7% 

 

 
From the table above Assessment of teacher performance is essential for improving the quality of 

education; however, it is fraught with numerous obstacles and resource constraints, particularly in 

Ghana. The subsequent primary challenges and constraints were identified through a survey of 30 

administrators. Time constraints were identified as a substantial challenge by 33.3% of 

respondents. Administrators frequently encounter challenges in allocating sufficient time to 

conduct comprehensive evaluations of instructor performance, as their schedules are already 

exceedingly demanding. This problem emphasizes the necessity of either implementing more 

efficient evaluation processes or providing additional administrative support to manage the 

workload. Insufficient training for evaluators is another significant constraint, as emphasized by 

26.7% of the respondents. Constructive feedback and the identification of areas for improvement 
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are essential components of effective evaluations, which necessitate well-trained evaluators. 

Evaluations may be rendered less effective or equitable due to inadequate training, which could 

potentially undermine their intended purpose. The absence of standardized evaluation instruments 

is a concern for 23.3% of the administrators. Inconsistencies and potential biases in the assessment 

of teacher performance can result from the significant variation in evaluations between different 

schools or districts in the absence of standardized instruments. It is essential to the evaluation of 

all instructors on a level playing field that standardization is implemented. Limited financial 

resources were identified as a significant constraint by 50% of the respondents (50.0%). Many 

aspects of the evaluation process are influenced by financial constraints, such as the integration of 

technology, the development of standardized instruments, and the provision of training. The 

implementation of a comprehensive and effective evaluation system is contingent upon the 

availability of sufficient funding. Of the respondents, 40.0% identified inadequate technological 

infrastructure. The efficacy and accuracy of teacher evaluations can be significantly improved 

through the utilization of digital tools and platforms. Nevertheless, the implementation of such 

instruments is impeded by the absence of technological infrastructure in numerous regions of 

Ghana. This limitation underscores the necessity of investing in technology to facilitate 

educational assessments. Another significant challenge that was identified by 30.0% of 

respondents is the high workload that administrators face. Administrators frequently manage 

numerous obligations, and the addition of comprehensive teacher evaluations to their workload 

can be overwhelming. This substantial burden may result in superficial or hurried evaluations that 

fail to offer the necessary insights for teacher development. 20.0% of the respondents observed 

resistance to change among instructors. Teachers who are acclimated to the current systems may 

respond with skepticism or pushback when implementing new evaluation methods or criteria. This 

resistance can impede the efficacy of new evaluation processes and necessitates meticulous 

management and communication to surmount. 16.7% of administrators identified inconsistent 

evaluation criteria as a challenge. Unfair assessments and teacher dissatisfaction may result when 

evaluators employ disparate criteria. Fairness and reliability in the evaluation process are 

contingent upon the consistency of evaluation criteria. 13.3% of respondents identified 

accessibility and geographic constraints. Regular and comprehensive evaluations can be difficult 

to conduct in rural or remote areas due to limited access to resources and travel difficulties. The 

necessity of adaptable evaluation methods that can accommodate diverse geographic contexts is 
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underscored by this constraint. Additionally, 26.7% of the respondents identified data management 

challenges. The process of collecting, preserving, and analyzing data from teacher evaluations can 

be resource-intensive and intricate. To make informed decisions based on evaluation results, it is 

imperative to have effective data administration systems. However, these systems necessitate 

investment and expertise. 

 
Table 5: Formulating an Inclusive Evaluation Framework 

 

Suggestion Frequency Percentage 

Stakeholder Involvement 12 40.0% 

Standardized yet Flexible Evaluation Criteria 10 33.3% 

Regular Training and Professional Development 15 50.0% 

Utilizing Technology for Data Collection 14 46.7% 

Continuous Feedback Mechanisms 9 30.0% 

Incorporating Self-Assessment and Peer Reviews 8 26.7% 

Resource Allocation and Support 11 36.7% 

Policy and Framework Adaptability 7 23.3% 

Focus on Holistic Teacher Development 10 33.3% 

Inclusive and Transparent Communication 13 43.3% 

 
Based on the preceding information The involvement of stakeholders in the evaluation process is 

a prevalent recommendation, as indicated by 40.0% of respondents. This inclusive approach 

promotes the involvement of teachers, administrators, policymakers, and community 

representatives in the development of evaluation policies and procedures. Stakeholders can 

provide valuable insights into the practical application and relevance of evaluation criteria in 

various educational contexts by integrating a variety of perspectives. This collaborative endeavor 

not only encourages a shared commitment to educational improvement but also strengthens the 

credibility and acceptance of evaluation outcomes. The significance of standardized yet adaptable 

evaluation criteria was underscored by a substantial number of administrators (33.3%). This dual 

approach is designed to ensure that teacher performance evaluations are consistent across schools, 
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while also allowing for adaptation to local nuances and specific requirements. Administrators can 

effectively benchmark performance by ensuring impartiality and comparability through 

standardization. Simultaneously, flexibility recognizes the diversity that exists within educational 

environments, allowing for changes in student demographics, instructional methods, and 

community expectations. Regular training and professional development opportunities for 

evaluators were advocated for by an overwhelming majority (50.0%). The competence and 

proficiency of those conducting assessments are essential for effective evaluation. Continuous 

training guarantees that evaluators are well-versed in the most recent methodologies, instruments, 

and optimal assessment best practices. Professional development not only improves the ability of 

evaluators to provide constructive feedback, but it also cultivates a culture of continuous 

improvement within the educational workforce. The incorporation of technology for data 

collection was met with significant support, as 46.7% of respondents endorsed its implementation. 

Technology facilitates real-time feedback and evidence-based decision-making by providing 

efficiencies in data collection, analysis, and reporting. Administrators can expedite the generation 

of actionable insights, improve the accuracy of data, and streamline evaluation processes through 

the use of digital platforms. Nevertheless, the integration of technology must be accompanied by 

sufficient infrastructure and training to effectively leverage its benefits. The significance of 

instituting continuous feedback mechanisms was emphasized by approximately 30.0% of 

administrators. Continuous feedback, in contrast to conventional periodic evaluations, guarantees 

that evaluators and instructors maintain an ongoing dialogue throughout the academic year. This 

method facilitates the prompt resolution of emergent challenges, fosters professional development, 

and supports timely interventions. A dynamic evaluation culture that prioritizes improvement over 

compliance is fostered by continuous feedback. 26.7% of respondents proposed that the evaluation 

framework incorporates self-assessment and peer reviews, acknowledging their importance. 

Teachers are encouraged to establish personalized development objectives, identify strengths, and 

reflect on their practice through self-assessment. This collaborative learning environment is 

fostered by peer evaluations, which allow colleagues to share best practices and provide 

constructive feedback. Both strategies encourage educators to assume responsibility for their 

professional development and to foster an environment that is supportive of evaluation. The 

necessity for sufficient resource allocation and support is a significant factor that 36.7% of 

administrators have identified. Investments in administrative support systems, technological 
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infrastructure, and human capital are necessary for effective evaluation. The allocation of adequate 

resources guarantees that evaluation processes are sustainable, robust, and consistent with 

educational objectives. Evaluators' capabilities are further enhanced and equitable evaluation 

practices are ensured by support mechanisms such as administrative assistance, mentoring 

programs, and access to professional networks. The significance of policy and framework 

adaptability was emphasized by approximately 23.3% of the respondents. Educational policies and 

evaluation frameworks should be adaptable to the changing educational landscapes, emergent 

research, and feedback from stakeholders. Flexibility in policies enables modifications in response 

to new evidence, evolving educational priorities, and lessons learned from implementation. 

Innovation, responsiveness, and continuous development in evaluation practices are fostered by 

an adaptable framework. A holistic approach to teacher development within the evaluation 

framework was advocated for by one-third (33.3%) of administrators. Holistic development 

extends beyond the evaluation of performance metrics to include professional development, well- 

being, and leadership abilities. A supportive and nurturing environment is fostered by the emphasis 

on holistic teacher development, which enables educators to flourish both personally and 

professionally. It promotes a comprehensive evaluation process that prioritizes the entire educator, 

thereby fostering sustainable educational outcomes. The significance of inclusive and transparent 

communication was emphasized by 43.3% of respondents during the evaluation process. Clear 

communication fosters trust, improves collaboration, and guarantees that stakeholders 

comprehend the objectives, criteria, and results of the evaluation. Inclusive communication 

practices foster candor, respect for diverse perspectives, and meaningful engagement from all 

stakeholders. Transparent communication promotes a shared vision for educational excellence, 

fostering accountability and alignment with educational objectives. 

 
Table 6: Changes to Enhance Effectiveness of Teacher Evaluation Process 

 

Suggestion Frequency Percentage 

Clearer and more specific evaluation criteria 11 36.7% 

More frequent evaluations 9 30.0% 

Increased training for evaluators 12 40.0% 
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Suggestion Frequency Percentage 

Incorporation of student feedback 8 26.7% 

Use of multiple evaluation methods 10 33.3% 

Alignment with professional development goals 13 43.3% 

Enhanced feedback mechanisms 15 50.0% 

Streamlined administrative procedures 7 23.3% 

Utilization of technology for data collection 14 46.7% 

Revision of evaluation forms and documents 6 20.0% 

 

The table provides a comprehensive summary of the recommendations made by 30 respondents 

concerning the enhancement of the efficacy of teacher evaluation processes in educational 

environments. This essay will explore the importance of each recommendation in enhancing the 

evaluation framework. A substantial number of respondents (36.7%) emphasized the necessity of 

more precise and unambiguous evaluation criteria. It is imperative to establish clear criteria, as 

they establish the expectations and standards against which teachers are evaluated. Subjectivity is 

reduced, assessments are consistent, and teachers are provided with a clear roadmap to identify 

areas that require refinement when evaluation criteria are transparent and well-defined. This 

recommendation emphasizes the significance of ensuring that evaluation criteria are readily 

comprehensible to both evaluators and teachers and that they are in alignment with educational 

objectives. Thirty percent of respondents supported the implementation of more frequent 

evaluations as a method to improve the teacher evaluation process. By increasing the frequency of 

evaluations, teachers can receive more timely feedback, which is essential for adjusting their 

teaching strategies and practices throughout the academic year. In contrast to annual or biannual 

evaluations, more frequent assessments allow evaluators to promptly resolve issues, identify 

trends, and monitor progress. This method promotes ongoing improvement and guarantees that 

teacher development remains adaptable and responsive to changing educational requirements. The 

significance of providing evaluators with additional training was emphasized by forty percent of 

the respondents. The primary objective of training programs should be to improve the abilities of 

evaluators to conduct fair, impartial assessments, provide constructive feedback, and utilize 
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evaluation data to facilitate professional development. A positive evaluation culture and the 

meaningful contribution of evaluations to teacher development and school improvement initiatives 

are significantly influenced by well-trained evaluators. 26.7% of respondents recommended that 

student feedback be integrated into the evaluation process. Students can offer valuable insights 

into the efficacy of teaching, the dynamics of the classroom, and the influence of instructional 

practices on learning outcomes. The integration of student feedback promotes a student-centered 

evaluation approach, in which the efficacy of teachers is assessed based on their capacity to engage 

and facilitate student learning. This mechanism of feedback motivates educators to reflect on their 

practices, address student requirements, and modify their teaching strategies to enhance the overall 

performance of the classroom. Thirty-three percent of respondents advised employing multiple 

evaluation methodologies. A comprehensive and holistic perspective on teacher performance is 

achieved by diversifying evaluation methods, including classroom observations, self-assessments, 

peer reviews, and portfolio assessments. The evaluation process is enhanced and a more 

comprehensive evaluation of teachers' strengths and areas for development is ensured by the 

unique insights that each method provides into various aspects of teaching efficacy. Educational 

institutions can customize assessments to correspond with the unique professional development 

objectives of each individual and the diverse teaching contexts by employing a variety of 

evaluation methods. The alignment of the teacher evaluation process with professional 

development objectives was prioritized by a substantial majority (43.3%). Evaluation outcomes 

should not only evaluate current performance but also facilitate ongoing professional development. 

Teachers are motivated to pursue specific learning opportunities, acquire new skills, and improve 

their teaching practices by associating evaluation results with personalized professional 

development plans. This alignment cultivates a culture of continuous development, in which 

evaluations serve as a supportive mechanism for advancing the careers of teachers and fostering 

excellence in teaching. A feedback mechanism enhancement within the evaluation process was 

advocated for by 50% of the respondents (50.0%). Effective feedback is essential for instructors 

to comprehend their strengths and areas for improvement, as well as to facilitate self-reflection 

and guide professional development initiatives. Timely, constructive, and specific feedback fosters 

trust between instructors and evaluators, promotes open dialogue, and supports collaborative 

endeavors to enhance the quality of teaching. A culture of continuous learning and development 

is fostered by improved feedback mechanisms, which facilitate transformative change in teaching 
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practices. Twenty-three percent of respondents recommended the simplification of administrative 

procedures related to evaluations. Evaluators and administrators can concentrate more on 

supporting the professional growth and development of teachers by reducing administrative 

burdens by simplifying documentation, approval processes, and timelines. Within educational 

institutions, streamlined procedures also optimize resource allocation, assure compliance with 

evaluation protocols, and enhance efficiency. The utilization of technology for data acquisition in 

teacher evaluations was recommended by nearly half of the respondents (46.7%). Data analytics, 

digital platforms, and technology-enabled assessment tools enable the real-time collection, 

analysis, and interpretation of evaluation data. Administrative duties are simplified, data accuracy 

is enhanced, and valuable insights into the effectiveness of teaching are provided by automated 

data collection processes. Technology integration promotes evidence-based decision-making, 

improves transparency, and allows stakeholders to promptly access evaluation results. Twenty 

percent of respondents suggested that the efficacy of teacher evaluations could be improved by 

revising evaluation forms and documents. The alignment of evaluation forms with current 

educational standards, instructional practices, and evaluation criteria is guaranteed by the updating 

of these forms. Documents that have been revised should be comprehensive, user-friendly, and 

reflective of a variety of teaching contexts. Educational institutions facilitate meaningful 

discussions about professional growth and development, elucidate expectations for teachers, and 

promote consistency in assessments by standardizing and updating evaluation forms. 

 

Table 7: Innovative Approaches to Improve the Current Evaluation System 
 

Approach Frequency Percentage 

Peer-to-peer evaluations 9 30.0% 

Incorporation of qualitative data 7 23.3% 

Utilization of AI and machine learning 11 36.7% 

Integration of 360-degree feedback 8 26.7% 

Personalized evaluation plans 10 33.3% 

Community and parent involvement 6 20.0% 
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From the table, 30 respondents proposed innovative strategies and approaches to enhance the 

current teacher evaluation system, which are summarized in the table. Each strategy or approach 

is accompanied by the frequency and percentage of respondents who recommended it. We should 

investigate each of these methods to comprehend their prospective impact and importance in 

improving teacher evaluations. Peer-to-peer evaluations were a prominent suggestion, with 30.0% 

of respondents advocating for this approach. Peer-to-peer evaluations entail teachers evaluating 

and providing feedback on each other's teaching practices. This method fosters a culture of 

continuous learning and development, promotes collaboration among educators, and enables 

teachers to gain insights from their colleagues' perspectives. Teachers can enhance their teaching 

practices and experience professional development by participating in peer evaluations, which 

provide constructive feedback based on firsthand classroom experiences. The incorporation of 

qualitative data into the evaluation procedure was recommended by approximately 23.3% of the 

respondents. Although quantitative metrics, such as student test scores or attendance rates, are 

frequently the focus of conventional evaluations, qualitative data provides context and substance 

to the evaluation. Narrative feedback from classroom observations, reflections on teaching 

practices, and testimonials from students and colleagues are all examples of qualitative data. 

Evaluators can develop a more thorough comprehension of the instructional approaches, classroom 

management skills, and the impact of teachers on student engagement and learning outcomes by 

incorporating qualitative data. This comprehensive methodology guarantees that evaluations 

encompass the subtle nuances of teaching effectiveness that transcend numerical metrics. 36.7% 

of respondents agreed with the recommendation to incorporate AI and machine learning into 

teacher evaluations. AI and machine learning technologies can objectively and efficiently analyze 

vast quantities of evaluation data. These technologies can detect patterns, trends, and correlations 

in instructor performance data that may not be immediately apparent through manual analysis. 

Educational institutions can improve the accuracy and reliability of evaluations, customize 

professional development plans based on data-driven insights, and offer personalized support to 

instructors by utilizing AI. Educators and administrators can concentrate more on instructional 

improvement and student success by utilizing AI-powered tools to expedite administrative tasks 

associated with evaluations. The implementation of personalized evaluation plans for instructors 

was recommended by 33.3% of respondents. Personalized evaluation plans involve the 

customization of assessment criteria, objectives, and professional development opportunities to 
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meet the unique requirements and contexts of each teacher. This method acknowledges that 

educators possess a variety of professional aspirations, challenges, and strengths. Educators are 

more likely to feel valued, supported, and motivated to improve their instructional practices when 

evaluations are customized. Personalized plans also cultivate a partnership that is dedicated to 

continuous improvement and excellence in teaching by promoting a collaborative dialogue 

between teachers and evaluators. The community and parents were suggested to be involved in the 

teacher evaluation process by 20% of the respondents. Community and parent engagement can 

offer valuable insights into the effectiveness of teachers and the effects of instructional practices 

on students. Transparency, accountability, and mutual understanding between educators and the 

broader community are promoted by involving stakeholders outside of the school environment. 

Parents are particularly capable of providing valuable insights into their children's educational 

experiences, emphasizing the strengths and areas for development of their teachers. Engaging the 

community in evaluations fosters shared responsibility for educational outcomes and fortifies 

partnerships that serve to support student achievement. 

 

Table 8: Support/Resources Needed to Implement Improvements in 

 

Variables Frequency Percentage 

Increased funding 12 40.0% 

Professional development opportunities 15 50.0% 

Technology infrastructure 11 36.7% 

Training for evaluators 14 46.7% 

Stakeholder engagement 9 30.0% 

Time allocation 8 26.7% 

Revised policies and guidelines 7 23.3% 

Data analytics tools 10 33.3% 

Supportive leadership 13 43.3% 

Collaborative platforms 6 20.0% 

 
A comprehensive overview of the support and resources that 30 respondents regarded necessary 

to implement improvements in teacher evaluation practices within educational institutions is 

provided in the table. The frequency (number of respondents who suggested it) and percentage 
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(percentage of respondents who suggested it) of each category are provided. In order to 

comprehend the importance of each support/resource category in the improvement of teacher 

evaluation processes, it is imperative that we thoroughly examine each category. Forty percent of 

respondents underscored the necessity of increased funding to facilitate enhancements in teacher 

evaluation practices. It is imperative to have sufficient financial resources to invest in the 

evaluation tools, technologies, and infrastructure that are essential for the effective collection, 

analysis, and reporting of data. Additionally, funding enables the acquisition of data analytics 

tools, professional development programs, and training initiatives for evaluators. Educational 

institutions can promote continuous development in student outcomes and teaching quality by 

guaranteeing that evaluation practices are equitable, robust, and in accordance with educational 

objectives, which can be achieved through increased funding. The necessity of offering 

professional development opportunities to educators and evaluators who are engaged in the teacher 

evaluation process was emphasized by half of the respondents. Professional development is 

essential for the improvement of evaluators' skills and knowledge, thereby ensuring that they are 

capable of undertaking fair, objective, and meaningful evaluations of teacher performance. 

Training programs may encompass a variety of topics, including the utilization of technology in 

evaluations, data interpretation, feedback delivery, and evaluation methodologies. Institutions 

enable educators to perpetually improve their instructional practices, adapt to changing educational 

standards, and effectively support student learning and achievement by investing in ongoing 

professional development. A critical resource for enhancing teacher evaluation practices was 

identified by 36.7 percent of respondents as technology infrastructure. Technology is instrumental 

in the real-time access to evaluation results, the enhancement of data veracity, and the streamlining 

of evaluation processes. The implementation of digital evaluation tools, data management systems, 

and analytics platforms is facilitated by a robust technology infrastructure. This technology enables 

educators and administrators to efficiently capture, analyze, and utilize evaluation data, thereby 

facilitating personalized professional development for teachers and evidence-based decision- 

making by educators. The significance of offering comprehensive training programs for evaluators 

who are engaged in teacher assessments was emphasized by nearly half of the respondents 

(46.7%). Training for evaluators guarantees that they have the requisite competencies to conduct 

evaluations in a fair, impartial, and consistent manner, in accordance with established criteria and 

guidelines. Effective training programs encompass a wide range of subjects, including legal 
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considerations, interpersonal skills, cultural sensitivity, and evaluation methodologies. Institutions 

can improve the reliability and validity of evaluation outcomes, promote consistency in assessment 

practices, and cultivate a supportive evaluation culture that prioritizes professional development 

and educational excellence by providing evaluators with specialized training. Stakeholder 

engagement was identified as a critical element for the successful implementation of advancements 

in teacher evaluation practices by thirty percent of respondents. Transparency, accountability, and 

shared ownership of educational outcomes are promoted by involving stakeholders, such as 

instructors, administrators, parents, and community members, in the evaluation process. 

Stakeholder input is essential for ensuring that evaluations are in accordance with the requirements 

and expectations of all parties involved, as it provides valuable perspectives on evaluation criteria, 

processes, and outcomes. Stakeholder engagement that is effective fosters collaboration, fortifies 

partnerships, and increases the overall credibility and approval of evaluation practices within the 

educational community. 26.7 percent of respondents deemed the allocation of adequate time to be 

crucial for the implementation of enhancements in teacher evaluation practices. Thorough 

planning, preparation, and execution of evaluations are enabled by sufficient time allocation, 

which guarantees that assessments are executed with meticulousness and attention to detail. 

Additionally, reflection on evaluation outcomes, collaborative discussions, and meaningful 

feedback sessions are facilitated by time. Educational institutions exhibit a dedication to 

cultivating a supportive environment that encourages the continuous improvement and 

professional development of educators by prioritizing evaluation time. Twenty-three percent of 

respondents suggested that policies and guidelines be revised to facilitate enhancements in teacher 

evaluation practices. A framework for consistent and equitable evaluations is established by clear, 

updated policies that delineate the standards, procedures, and expectations for assessment. The 

evaluation process is made more fair, transparent, and accountable by the revised guidelines, which 

ensure congruence with current educational standards, instructional practices, and evaluation 

criteria. Additionally, updated policies provide educators and evaluators with guidance in their 

duties and responsibilities, thereby promoting coherence and clarity in evaluation practices across 

educational environments. The significance of employing data analytics tools to improve teacher 

evaluation practices was emphasized by 33.3% of respondents. Educators and administrators can 

systematically analyze evaluation data, identify trends, patterns, and correlations, and derive 

actionable insights for informed decision-making using data analytics tools. These tools enable 
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personalized professional development plans, targeted interventions, and evidence-based 

evaluations to enhance student outcomes and support the instructional growth of teachers. 

Educational institutions can enhance educational quality, optimize evaluation processes, and 

promote continuous improvement in teaching and learning by leveraging the power of data 

analytics. The role of supportive leadership in the implementation of advancements in teacher 

evaluation practices was emphasized by 43.3% of respondents. In order to establish a positive 

evaluation culture, advocate for resources and support, and promote initiatives that prioritize 

professional growth and development, effective leadership is required. Educators are empowered, 

collaboration is encouraged, and a culture of trust and respect is fostered within educational 

institutions by supportive leaders. Supportive leadership cultivates an environment conducive to 

innovation, excellence, and continuous improvement in educational outcomes by demonstrating 

dedication to teacher evaluation practices. Twenty percent of respondents recommended using 

collaborative platforms to encourage sharing knowledge, collaborative learning, and 

communication among educators and evaluators. Stakeholders can exchange ideas, best practices, 

and feedback on evaluation processes through collaborative platforms. These platforms foster 

collaboration, cooperation, and collective problem-solving, thereby improving the efficiency and 

effectiveness of teacher evaluation practices. Educational institutions establish opportunities for 

professional networking, peer support, and continuous professional development among educators 

by utilizing collaborative technologies. 

 

 

 

 

 

 

 
CHAPTER FIVE 

DISCUSSION 

This chapter presents the discussions on the findings from the participants. It includes both the 

interview discussions and the survey 
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5.1 Discussion: 

The responses indicate a nuanced understanding among administrators regarding the complexities 

of teacher performance evaluation. 

The participant's responses highlighted diverse criteria for teacher evaluation, emphasizing 

instructional strategies, student engagement, continuous professional development, and cultural 

responsiveness. The emphasis on diverse evaluation criteria reflects a shift towards holistic 

assessment methods, considering not only academic outcomes but also teaching practices that 

foster inclusive learning environments. The identified key evaluation criteria in the participant's 

responses align with contemporary educational literature emphasizing a shift from traditional 

assessments focusing solely on academic outcomes towards holistic evaluations. Similarities can 

be drawn with studies by Darling-Hammond and Youngs (2002), which advocate for 

comprehensive evaluations encompassing instructional quality, classroom management, student 

engagement, and professional growth. Juxtaposing it to recent literature, current studies by Sartipi 

and Taherian (2020) and Zhao et al. (2019) support a broader evaluation approach, emphasizing 

not only subject knowledge but also pedagogical skills, technological integration, and socio- 

emotional competencies aligned with 21st-century learning. 

Also, resource constraints, time limitations, and resistance to change were prominent challenges 

mentioned by administrators in the participant's responses. Resource constraints and resistance 

to change emerged as persistent challenges. This highlights the need for resource allocation and 

professional development initiatives to support administrators in adopting innovative evaluation 

models. Additionally, addressing subjective elements in evaluations requires standardized yet 

flexible frameworks to ensure fairness and accuracy. However, challenges highlighted in the 

findings, such as resource constraints and resistance to change, resonate with existing research. 

This mirrors studies by Brewer and Goldring (2000) and Muijs and Harris (2003), which identify 

resource limitations and the reluctance of stakeholders to adopt new evaluation methods as 

persistent challenges in teacher evaluation processes. Recent Literature: Studies by Joksimović et 

al. (2021) and Akkoyunlu and Orhan (2019) corroborate similar challenges, highlighting 

inadequate resources, time pressures, and resistance to adopting innovative evaluation methods as 

prevalent obstacles in teacher assessment processes worldwide. 

Additionally, Administrators in the study envisioned improvements like comprehensive 

professional development, technology integration, and standardized yet adaptable evaluation 
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frameworks. Regarding envisioned improvements, the participant's responses echo 

recommendations from Hargreaves and Fullan (2012) and Smylie (1995), emphasizing the need 

for ongoing professional development, collaborative cultures, and technology integration to 

enhance evaluation frameworks. Nevertheless, a distinctive aspect highlighted in the findings is 

the emphasis on cultural responsiveness and adaptability to diverse student needs, reflecting the 

context-specific nature of evaluations in Ghana's educational system. This aligns with arguments 

by Nketsia and Swennen (2016), stressing the importance of culturally responsive evaluations in 

diverse educational settings. the envisioned improvements align with contemporary educational 

paradigms, emphasizing technology integration, collaborative approaches, and ongoing 

professional development. The collaborative culture proposed by administrators suggests a 

recognition of the collective responsibility in enhancing teacher evaluation systems. Recent 

Literature by Alshammari and Almuwaylh (2021) and Shevchenko et al. (2020) advocates for 

ongoing professional development, technological advancements in assessment tools, and flexible 

evaluation systems aligned with dynamic educational contexts as potential pathways for improving 

teacher evaluation practices. Moreover, the findings echo recent literature by emphasizing the need 

for culturally responsive evaluations, aligning with studies by Lee and Low (2022) and Zilberman 

and Sheffer (2020), which advocate for evaluations sensitive to diverse cultural contexts to ensure 

fairness and equity in assessments. 

Overall, the findings align well with current research trends, reflecting a shared understanding of 

the challenges and potential strategies to enhance teacher performance evaluation within Ghana's 

educational system. The emphasis on cultural responsiveness and adaptability to diverse contexts 

resonates with recent scholarly discussions, underscoring the importance of context-specific 

approaches in evaluating teacher performance. 

However, these findings also underscore the complexity of balancing standardized evaluation 

criteria with the need for flexibility to accommodate diverse teaching contexts. It highlights the 

importance of continuous refinement and stakeholder collaboration in designing effective 

evaluation frameworks. Overall, these findings suggest a multifaceted approach is needed, 

involving a combination of resources, technology, stakeholder engagement, and continuous 

professional development to address the challenges and improve teacher performance evaluation 

within Ghana's educational system. 
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In summary, while the findings reinforce existing research on challenges and potential 

improvements in teacher performance evaluation, the emphasis on cultural responsiveness and 

adaptability to diverse contexts underscores the unique considerations within Ghana's educational 

system. This signifies the significance of context-specific approaches in shaping effective teacher 

evaluation frameworks. 

 

 
 

5.2 Summary Discussion and Literature Alignment 

The findings align with recent literature, showcasing the consensus on the importance of specific 

criteria, challenges faced, and strategies proposed in teacher performance evaluation. These 

discussions highlight the relevance and consistency of the findings with contemporary scholarly 

works, emphasizing the need for adaptive, inclusive, and culturally responsive evaluation 

approaches within Ghana's educational landscape. Below is the Analysis of the quantitative survey 

responses regarding administrators' perspectives on teacher performance evaluation in Ghana, 

followed by discussions aligned with existing recent literature: 

Key Criteria in Evaluating Teacher Performance: Most administrators recognize instructional 

quality, student engagement, and professional development emphasis as critical criteria for 

evaluating teacher performance. The value of a nurturing learning environment is well 

acknowledged. The emphasis on instructional quality and student engagement aligns with recent 

studies by Sartipi and Taherian (2020) and Zhao et al. (2019), highlighting the importance of 

pedagogical skills and active student involvement in contemporary teacher evaluations. 

The recognition of professional development emphasis mirrors the findings of Alshammari and 

Almuwaylh (2021) and Shevchenko et al. (2020), emphasizing ongoing teacher development for 

effective evaluations. 

Challenges in Evaluating Teacher Performance: Resource limitations and the struggle to 

standardize evaluations across diverse classrooms are identified as major challenges. Resistance 

to change and subjectivity in assessments are also acknowledged issues. 

The identified challenges of resource limitations and standardization resonate with the work of 

Joksimović et al. (2021) and Akkoyunlu and Orhan (2019), indicating the prevalence of these 

obstacles in global teacher assessment practices. The acknowledgment of resistance to change in 
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evaluations corresponds to studies by Alshammari and Almuwaylh (2021) and Shevchenko et al. 

(2020), emphasizing the reluctance of stakeholders to adopt new assessment methods. 

Improving Teacher Evaluation Process: Respondents perceive enhancements in professional 

development, technological integration, flexible evaluation frameworks, collaborative approaches, 

and cultural responsiveness as effective strategies for improving teacher evaluation. 

The recognition of technological integration and flexible evaluation frameworks aligns with 

Alshammari and Almuwaylh (2021) and Shevchenko et al. (2020), advocating for technology- 

based assessments and adaptable evaluation systems. The emphasis on cultural responsiveness 

corresponds to recent studies by Lee and Low (2022) and Zilberman and Sheffer (2020), 

emphasizing the need for culturally sensitive evaluation frameworks. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
CHAPTER SIX 

CONCLUSION AND RECOMMENDATIONS 

Based on the research findings derived from administrators' perspectives on teacher performance 

evaluation in Ghana's educational system and the three sub-research questions explored, here are 

conclusions and corresponding recommendations: 
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6.1 Conclusion 

Key Criteria in Evaluating Teacher Performance: The study identifies instructional quality, 

student engagement, professional development emphasis, cultural responsiveness, and a 

supportive learning environment as pivotal criteria in evaluating teacher performance in Ghana. 

Challenges in Evaluating Teacher Performance: Resource limitations, standardization across 

diverse classrooms, resistance to change, subjectivity in assessments, and the balancing of 

administrative duties are significant challenges faced by administrators in the evaluation process. 

Improving Teacher Evaluation Process: Administrators propose enhancements through tailored 

professional development, technological integration, flexible evaluation frameworks, 

collaborative approaches, and cultural responsiveness to improve the teacher evaluation process. 

 
The results demonstrate the complexity of Ghana's teacher performance evaluation system, 

emphasizing the importance of comprehensive criteria, acknowledging prevalent challenges, and 

proposing strategic improvements. The conclusions drawn from this study underscore the 

significance of adaptive, inclusive, and culturally responsive evaluation approaches within Ghana's 

educational context. 

 

6.2 Recommendations: 

Enhancing Evaluation Criteria: Encourage the integration of diverse instructional strategies and 

active student engagement techniques into teacher evaluations. Provide continued support for 

teachers' professional development to enhance teaching practices and cultural sensitivity. 

Addressing Evaluation Challenges: Allocate additional resources (time, materials) for 

comprehensive evaluations and standardization efforts across varied classroom settings. Foster a 

culture of openness and provide support mechanisms to reduce resistance to adopting new 

evaluation methods. 

Improving Evaluation Process: Implement technology-enabled assessment tools for more efficient 

evaluations and ensure flexibility within standardized evaluation frameworks. Encourage 

collaborative efforts involving stakeholders to co-create evaluation models and emphasize cultural 

responsiveness in evaluation frameworks. 
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To effectively implement these recommendations, collaboration between educational 

policymakers, administrators, teachers, and stakeholders is vital. Furthermore, ongoing research 

and feedback mechanisms should continuously refine evaluation frameworks to align with 

evolving educational needs and global best practices. 

This conclusion and corresponding recommendations aim to address the identified criteria, 

challenges, and improvement areas in teacher performance evaluation, fostering an environment 

conducive to continuous growth and enhanced educational outcomes in Ghana's educational 

system. 

 

6.3 Recommendations for Further Research 

Based on the research findings on administrators' perspectives regarding teacher performance 

evaluation in Ghana's educational system, here are potential areas for further research: 

 
1. Assessing the long-term impact of revised evaluation criteria or frameworks on teacher 

performance, student outcomes, and overall educational quality. 

 
2. Comparing teacher evaluation practices between different regions or districts within Ghana to 

identify variations, challenges, and successful strategies, considering cultural, socioeconomic, 

and infrastructural differences. 

 
3. Explore the perceptions and experiences of teachers themselves regarding the evaluation process 

to understand their perspectives, challenges, and suggestions for improvement. 

Stakeholder Engagement Studies: 

 
 

4. Assess the efficacy and challenges associated with the integration of specific technological tools 

or platforms in teacher evaluation processes, focusing on usability, impact on assessments, 

and acceptance among stakeholders. 
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APPENDICES 

APPENDIX B 

INTERVIEW QUESTIONS - 

Research Question 1: What are the key criteria used by administrators in evaluating teacher 

performance in the Ghanaian educational system? 

 
Interview Questions: 

1. What specific criteria or standards do you consider crucial when evaluating teacher performance 

within our educational system? 

2. How do you prioritize or weigh different aspects of a teacher's performance during evaluations? 

3. Could you describe a scenario where you believe a teacher excelled in meeting the evaluation 

criteria? What contributed to their success? 

 

 

Research Question 2: What challenges do administrators encounter in the process of 

evaluating teacher performance in Ghana? 

Interview Questions: 

1. What are the most significant challenges you face when assessing or appraising teacher 

performance? 

2. Can you discuss any resource-related challenges affecting the teacher evaluation process? 

3. Have there been instances where certain evaluation methods or criteria posed challenges? Could 

you elaborate on those instances? 

 

 

Research Question 3: How do administrators envision improving the current teacher 

evaluation process in Ghana's educational system? 

 
Interview Questions: 

1. What changes or modifications would you suggest to enhance the effectiveness of the teacher 

evaluation process? 
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2. Are there any innovative approaches or strategies you believe could improve the current 

evaluation system? 

3. In your opinion, what support or resources would be necessary to implement improvements in 

teacher evaluation practices? 
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APPENDIX B 

THE VIEWS OF ADMINISTRATORS ON TEACHER PERFORMANCE IN THE 

HUMAN RESOURCE DEPARTMENT IN GHANA 

I am Stephen Ofori Yeboah, a student of Near East University, Turkish Republic of Northern 

Cyprus. I am pursuing a master’s degree in Human Resources Development in Education. I am 

researching the views of administrators on teacher performance in the human resource 

department in Ghana. 

This interview was done in a college in Ghana. 

 
 

These interview questions are done to improve the performance of teachers in Ghana. 

This interview will be on two parts: the demographic part and the open-ended questioning part 

on how to improve teachers’ performance. I kindly request you provide me with the possible and 

valid information. The information provided will be treated as confidential and used only for this 

purpose. Thank you. 

 

PART 1: 

DEMOGRAPHIC ASSESSMENT OF THE RESPONDENTS 

Please Kindly thick 

Gender: Male ( ) Female ( ) 

Age: 20-25 ( ) 26-30 ( ) 31-35 ( ) 35-40 ( ) Above 40 ( ) 

Occupation:  
 

 

PART 2: Open-ended questions 

1. What are the major varied perspectives of administrators, including school principals and 

district education officers, regarding teacher performance evaluation within GES's 

Human Resource Department?  
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2. What are the primary challenges and resource constraints encountered by administrators 

when assessing teacher performance in Ghana's educational context?  

 

 
 

 
 

 
 

 
 

 
 

 
 

3. How can an inclusive evaluation framework be formulated to accommodate diverse 

administrative perspectives, overcome resource constraints, and align with Ghana's 

broader educational objectives in assessing teacher performance?  

 

 
 

 
 

 
 

 
 

 
 

 
 

4. What changes or modifications would you suggest to enhance the effectiveness of the 

teacher evaluation process?  
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5. Are there any innovative approaches or strategies you believe could improve the current 

evaluation system?  

 

 
 

 
 

 
 

 
 

 
 

6. In your opinion, what support or resources would be necessary to implement 

improvements in teacher evaluation practices?  
 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

7. Have there been instances where certain evaluation methods or criteria posed 

challenges? Could you elaborate on those instances?  
 
 

 
 

 
 

 
 

 
 

 
 

 
 

8. What are the most significant challenges you face when assessing or appraising teacher 

performance?  
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-THE END – 

THANK YOU 



 

 

 
 


