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ABSTRACT 

Classroom observation, self-appraisal and peer appraisal constitute 

three of the most widely used mechanisms through which secondary 

school teachers’ professional practice is evaluated, yet they differ 

substantially in their source of judgement, their susceptibility to bias, 

and the specific instructional competencies they are best placed to 

capture. This paper undertakes an integrative review of the theoretical 

and empirical literature on the relationship between these three 

appraisal mechanisms and teachers’ job performance, and reports a 

supplementary field validation carried out among teachers in public 

secondary schools in the study area. The review and validation are 

anchored in Locke and Latham’s goal-setting theory and Adams’ 

equity theory, which together explain how clear performance 

standards and feedback, on the one hand, and perceived fairness in the 

appraisal process, on the other, shape teachers’ motivation and effort. 

Empirical evidence is drawn from studies conducted in Nigeria, 

Kenya and other jurisdictions, and is triangulated with primary survey 

data, to evaluate the strength and consistency of the relationship 

between classroom observation, self-appraisal, peer appraisal and job 

performance. The review and the field data converge on the finding 

that classroom observation, when conducted using structured 
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instruments and accompanied by genuine post-observation feedback, 

is the most consistently and strongly evidenced of the three 

mechanisms, while self-appraisal and peer appraisal, though 

positively related to job performance, remain comparatively under-

institutionalised and are vulnerable to leniency bias when used in 

isolation. The paper concludes that a well-structured, multi-source 

appraisal system that combines these three mechanisms, supported by 

appraiser training and consistent feedback, offers a more complete and 

motivationally robust basis for improving teachers’ job performance 

than reliance on any single appraisal mechanism alone. 

 

1.0 Introduction 

1.1 Background to the Study 

Teachers occupy a strategic position in the school system, as they are directly responsible for 

translating educational policies and curricula into classroom realities that shape the cognitive, 

affective and psychomotor development of learners. Given this central role, the mechanisms by 

which teachers’ professional practice is monitored and evaluated have continued to attract 

sustained attention from educational administrators, policymakers and researchers, particularly in 

developing education systems where resources for supervision are limited and the demand for 

accountability in public service delivery continues to grow (Danielson & McGreal, 2020). 

Among the range of mechanisms developed for this purpose, classroom observation, self-

appraisal and peer appraisal represent three distinct, though potentially complementary, sources 

of judgement about a teacher’s instructional practice. Classroom observation, typically conducted 

by a principal, vice principal or head of department, involves the direct, structured observation of 

a teacher’s lesson against defined criteria (Danielson & McGreal, 2020). Self-appraisal requires a 

teacher to reflect on and rate their own performance against the same or similar standards, while 

peer appraisal draws on the judgement of colleagues who possess close, day-to-day familiarity 

with a teacher’s practice. Each of these mechanisms is theorised to contribute a distinct vantage 

point on teacher performance, with classroom observation offering an external, standards-based 

perspective, self-appraisal offering an internal, reflective perspective, and peer appraisal offering 

a collegial perspective grounded in shared professional experience. 

https://irpublishinggroup.com/


International Journal of Multidisciplinary 

Research and Bulletin 

ISSN 3108-1428 (Online) 

 

 

 
IRPG PUBLICATION 

3 

Empirical research on classroom observation and supervisory appraisal in Nigerian secondary 

schools has generally found a significant, positive relationship with teachers’ job performance. 

Chidi and Victor (2017), in a widely cited study of principals’ supervisory techniques in Ebonyi 

State, Nigeria, found a high positive correlation between principals’ classroom observation 

techniques and teachers’ job performance. Comparable findings have emerged from other 

African education systems: Aloo, Ajowi and Aloka (2017) found that teachers’ performance 

appraisal policy, including classroom-based assessment, significantly influenced the timeliness of 

curriculum implementation in Kenyan public secondary schools. These findings lend empirical 

weight to the theoretical proposition that structured, standards-based observation provides 

teachers with concrete, actionable information about their practice. 

By comparison, self-appraisal and peer appraisal remain considerably less institutionalised within 

many Nigerian secondary school systems, where appraisal responsibility has historically been 

concentrated in the hands of ministry inspectors and school-based supervisors. Yet self-appraisal 

and peer appraisal are theorised to offer distinct motivational advantages precisely because they 

diversify the source of appraisal judgement beyond a single hierarchical supervisor,  a 

consideration that, as discussed further in section three of this paper, carries particular 

significance from the standpoint of equity theory. It is against this backdrop that the present 

paper undertakes a systematic review of the theoretical and empirical literature, supplemented by 

a field validation, on classroom observation, self-appraisal and peer appraisal as correlates of 

teachers’ job performance in public secondary schools. 

1.2 Statement of the Problem 

Although classroom observation, self-appraisal and peer appraisal are each recognised in 

principle as legitimate and valuable sources of appraisal judgement, they are not uniformly 

institutionalised in practice, and their actual relationship with teachers’ job performance is not 

always empirically clear-cut. Classroom observation, as widely reported in the literature, is 

frequently reduced to a single, announced annual visit, undermining its capacity to capture a 

teacher’s typical, everyday practice. Self-appraisal is vulnerable to leniency bias, whereby 

teachers tend to rate themselves more favourably than an independent observer would, while peer 

appraisal, where it exists at all, is often informally organised and inconsistently taken seriously 

relative to supervisor-led observation. This creates a genuine problem for school administrators: 

without a clear, evidence-based understanding of how each of these three mechanisms relates to 

job performance, and of the conditions under which each is most effective, administrators risk 
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investing supervisory time and resources in appraisal activities whose value remains largely 

assumed rather than demonstrated. This paper addresses this problem by systematically 

reviewing the theoretical and empirical literature on classroom observation, self-appraisal and 

peer appraisal, and by triangulating that literature with field data, with a view to clarifying their 

distinct and combined relationship with teachers’ job performance. 

The problem is compounded by the fact that much of the existing scholarship on teacher 

appraisal in developing education systems treats appraisal as a single, undifferentiated construct, 

or focuses narrowly on classroom observation alone, without adequately isolating the distinct 

contribution of self-appraisal and peer appraisal to job performance. Where school administrators 

lack clarity on the differentiated value of these three mechanisms, appraisal system reform risks 

proceeding on the basis of generic policy templates rather than evidence-informed prioritisation, 

particularly in resource-constrained systems where not all three mechanisms can realistically be 

institutionalised to an equal standard simultaneously. 

1.3 Scope of the Study 

The paper is a theoretical and empirical review, supplemented by a field validation among 

teachers in public secondary schools, focused on classroom observation, self-appraisal and peer 

appraisal as correlates of teachers’ job performance in public secondary schools. It draws 

primarily on Nigerian and Kenyan empirical studies, supplemented by the wider international 

literature on teacher evaluation, in order to situate the West and East African experience within a 

broader comparative context. The review does not extend to students’ rating appraisal or 

appraisal feedback utilisation, which are examined in a companion paper, nor to primary or 

tertiary education. 

1.4 Objectives of the Study 

The broad objective of this paper is to examine classroom observation, self-appraisal and peer 

appraisal as correlates of teachers’ job performance in public secondary schools. The specific 

objectives are to: 

i.  examine the theoretical foundations that explain how classroom observation, self-

appraisal and peer appraisal relate to teachers’ job performance; 

ii.  evaluate the empirical evidence on the relationship between classroom observation, self-

appraisal, peer appraisal and teachers’ job performance in secondary schools; and 
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iii.   Identify the institutional and implementation factors that condition the effectiveness of 

classroom observation, self-appraisal and peer appraisal as mechanisms for improving teachers’ 

job performance. 

1.4 Research Questions 

The paper is guided by the following research questions: 

i. What is the relationship between classroom observation and teachers’ job performance in 

public secondary schools? 

ii. What is the relationship between self-appraisal and teachers’ job performance in public 

secondary schools? 

iii. What is the relationship between peer appraisal and teachers’ job performance in public 

secondary schools? 

1.5 Significance of the Study 

This paper is significant for a range of stakeholders in secondary education. 

1.5.1 Significance to School Administrators 

For principals and school administrators, the paper clarifies which of the three appraisal 

mechanisms is most strongly evidenced and offers guidance on how to combine them for 

maximum developmental effect. 

1.5.2 Significance to Teachers 

For teachers, the paper reframes classroom observation, self-appraisal and peer appraisal as 

complementary developmental tools rather than purely evaluative or punitive exercises, which 

may reduce anxiety and increase engagement with appraisal processes. 

1.5.3 Significance to Education Policymakers 

For ministries of education and post-primary schools boards, the paper provides an evidence base 

for prioritising specific dimensions of appraisal reform within constrained supervisory resources. 

1.5.4 Significance to Teacher Training Institutions 

For colleges of education and faculties of education, the paper offers a synthesized evidence base 

that can inform pre-service and in-service training modules on classroom observation, reflective 

self-appraisal and peer-based professional support. 

1.5.5 Significance to Researchers 

For researchers, the paper identifies specific gaps in the literature, particularly the scarcity of 

studies examining all three mechanisms concurrently within a single research design, and 

proposes testable hypotheses to guide future research. 
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1.5.6 Significance to Non-Governmental and Development Partner Organisations 

For non-governmental organisations and development partners supporting teacher quality 

improvement initiatives in Nigeria and comparable African education systems, the paper offers 

guidance on which specific dimensions of appraisal reform are most strongly evidenced and 

therefore most likely to represent a cost-effective focus for programme investment. 

1.6 Research Hypotheses 

The following null hypotheses were formulated to guide the study and were tested at the 0.05 

level of significance: 

i. H₀₁: There is no statistically significant relationship between classroom observation 

appraisal and teachers’ job performance in public secondary schools. 

ii. H₀₂: There is no statistically significant relationship between self-appraisal and teachers’ 

job performance in public secondary schools. 

iii. H₀₃: There is no statistically significant relationship between peer appraisal and teachers’ 

job performance in public secondary schools. 

2.0 Review of Related Literature 

This section reviews thematic strands of the literature relevant to classroom observation, self-

appraisal and peer appraisal as correlates of teachers’ job performance. 

2.1 Classroom Observation and the Quality of the Feedback Cycle  

A recurring theme in the literature on classroom observation is that its relationship with job 

performance is contingent not merely on whether observation occurs, but on the fidelity of the 

full observation cycle, encompassing a pre-observation conference, the observation itself, and a 

post-observation feedback conference (Danielson & McGreal, 2020). Where any of these stages 

is omitted, particularly the post-observation feedback stage, the developmental value of 

classroom observation is considerably diminished, reducing it to a compliance exercise 

sometimes referred to in the literature as producing a “showcase lesson” effect, in which teachers 

specially prepare for an announced observation in ways that do not reflect their typical practice.  

2.1.2 Appraiser Competence as a Moderating Factor 

A further theme concerns the moderating influence of appraiser competence on the relationship 

between classroom observation and job performance. Where supervisors and principals 

conducting classroom observations have themselves received adequate training in the use of 

standardised observation rubrics and in the conduct of constructive post-observation conferences, 

the resulting relationship between observation and job performance has generally been found to 
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be stronger than in contexts where observation is conducted by untrained or poorly prepared 

appraisers, a pattern consistent with the emphasis both Aloo et al. (2017) and Chidi and Victor 

(2017) place on the structural quality of appraisal policy implementation. 

2.1.3 Self-Appraisal and Reflective Practice 

The literature on self-appraisal emphasises its role in promoting reflective practice and 

professional autonomy among teachers, on the theoretical basis that individuals who are actively 

involved in evaluating their own performance are more likely to internalise the resulting insights 

than when judgements are imposed entirely from outside. At the same time, the literature 

consistently cautions that self-appraisal is susceptible to leniency bias, whereby teachers tend to 

rate their own performance more favourably than an independent observer would, limiting its 

diagnostic value when used as a stand-alone measure rather than in combination with externally 

sourced appraisal data. 

2.1.4 Peer Appraisal and Collegial Credibility 

Peer appraisal is theorised to carry particular credibility because colleagues within the same 

subject department often possess more frequent and technically specific knowledge of a teacher’s 

day-to-day practice than a generalist supervisor. At the same time, the literature identifies role 

ambiguity, potential conflict of interest, and reluctance to offer candid feedback to a colleague as 

persistent challenges to the effective institutionalisation of peer appraisal, underscoring the 

importance of clear protocols and basic training in observation and feedback skills for teachers 

participating as peer appraisers. 

2.1.5 The Complementarity of Multiple Appraisal Sources 

A growing strand of the literature examines the value of combining classroom observation, self-

appraisal and peer appraisal within a single, integrated appraisal system, generally finding that 

composite or multi-source appraisal data explains a greater proportion of variance in job 

performance than any single appraisal source considered alone. This finding supports the 

theoretical expectation, articulated in section 2.2, that the three appraisal dimensions are 

complementary rather than substitutable, each capturing a somewhat different facet of a teacher’s 

overall professional practice. 

2.1.6 Implementation Barriers in Resource-Constrained School Systems 

The literature further identifies structural barriers to the effective implementation of all three 

appraisal mechanisms in resource-constrained school systems, including large teacher-to-

supervisor ratios, the substantial administrative and teaching burden already carried by principals 
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and vice principals, and the absence of dedicated time within the school calendar for self-

reflection or peer observation. These structural constraints help to explain the persistent gap, 

documented across the Nigerian and Kenyan literature, between the theoretical promise of multi -

source appraisal and its practical, often partial, implementation. 

2.1.7 Comparative International Perspectives on Multi-Source Teacher Evaluation 

A brief comparative look at teacher evaluation practices beyond Nigeria and Kenya offers useful 

perspective on the appraisal mechanisms examined in this paper. In several high-performing 

education systems, teacher appraisal is closely integrated with a broader system of professional 

trust and continuous professional learning, with classroom observation conducted by school 

leaders who have themselves undergone extensive pedagogical training, and with collaborative 

goal-setting between the teacher and the appraiser favored over unilateral, top-down rating 

(Danielson & McGreal, 2020). Multiple rounds of policy reform in the United States and the 

United Kingdom have generally moved towards multi-source evaluation frameworks that 

combine classroom observation using detailed, research-based rubrics with structured self-

reflection and peer input, broadly mirroring the multi-dimensional conceptualization of appraisal 

examined in this paper. This comparative pattern suggests that the gap between the Nigerian and 

Kenyan evidence base, still dominated by classroom observation, and the fuller multi -source 

model increasingly practiced elsewhere, is not attributable to any lack of awareness of 

contemporary best practice among African educational administrators, but more plausibly 

reflects resource constraints and large teacher-to-supervisor ratios within a still-developing 

education management infrastructure. 

Conceptual Clarification 

2.1.8 Concept of Teachers’ Appraisal 

Teachers’ appraisal refers to the systematic and periodic process of evaluating a teacher’s 

instructional and professional conduct against established standards, undertaken with a view to 

informing decisions relating to development, recognition, or corrective action. Teachers’ 

appraisal is generally understood to serve both a summative purpose, concerned with judgements 

about competence for confirmation, promotion or disciplinary purposes, and a formative purpose, 

concerned with supporting continuous professional growth (Danielson & McGreal, 2020). 

2.1.9 Concept of Classroom Observation Appraisal 

Classroom observation appraisal refers to the process whereby a supervisor, head of department 

or school administrator directly observes a teacher’s instructional practice, typically against a 
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structured observation instrument, with a view to assessing competencies such as lesson 

organization, mastery of subject matter, use of instructional resources, classroom management 

and learner engagement. Effective classroom observation typically follows a cyclical process 

comprising a pre-observation conference, the observation itself, and a post-observation 

conference in which feedback is discussed and areas for improvement identified (Danielson & 

McGreal, 2020). 

2.1.10 Concept of Self-Appraisal 

Self-appraisal, sometimes referred to as self-assessment, is the process by which a teacher 

reflects upon and rates their own professional performance against established standards or 

criteria. Self-appraisal is grounded in the broader psychological principle that individuals 

actively involved in evaluating their own performance are more likely to internalize the resulting 

insights and to be intrinsically motivated to improve, compared with situations in which 

performance judgements are imposed entirely from outside. 

2.1.11 Concept of Peer Appraisal 

Peer appraisal refers to the evaluation of a teacher’s performance by colleagues of similar rank or 

status within the same school, typically involving teachers observing and providing feedback on 

one another’s classroom practice, curriculum planning or professional conduct. Peer appraisal is 

theorised to carry particular credibility because peers often possess more frequent and intimate 

knowledge of a colleague’s day-to-day practice than a supervisor who visits only periodically. 

2.1.12 Concept of Teachers’ Job Performance 

Teachers’ job performance refers to the degree to which a teacher effectively discharges assigned 

professional duties, including lesson planning and delivery, classroom management, assessment 

of learners, punctuality and general professional commitment. Job performance is often 

distinguished into task performance, relating to the core technical activities central to teaching, 

and contextual performance, relating to discretionary behaviours that support the broader 

organisational and social environment of the school (Borman & Motowidlo, 1997; Motowidlo & 

Van Scotter, 1994). 

2.1.13 The Conceptual Nexus: Multi-Source Appraisal and Job Performance 

The conceptual link between classroom observation, self-appraisal, peer appraisal and job 

performance rests on the proposition that each mechanism captures a somewhat different facet of 

a teacher’s overall professional practice, and that their combined use, rather than reliance on any 

single source, offers the most complete and credible basis for appraisal-informed improvement in 
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job performance. Classroom observation provides an external, standards-referenced perspective; 

self-appraisal provides an internal, reflective perspective; and peer appraisal provides a collegial 

perspective grounded in shared professional context. Where these three sources converge, the 

resulting appraisal is theorised to carry greater credibility and diagnostic value than any one 

source used in isolation. 

This conceptual integration also carries a practical implication for how school administrators 

should interpret discrepancies between the three sources of appraisal judgement. Rather than 

treating a divergence between, for example, a teacher’s self-rating and a supervisor’s classroom 

observation rating as evidence that one source is simply wrong, the multi-source 

conceptualization adopted in this paper suggests that such discrepancies are themselves 

diagnostically informative, potentially indicating a gap between a teacher’s self-perception and 

their observable classroom practice that is precisely the kind of gap that a well -structured post-

appraisal feedback conversation is best placed to explore and address. 

2.2 Theoretical Framework 

Two theoretical frameworks are particularly relevant to explaining how classroom observation, 

self-appraisal and peer appraisal relate to teachers’ job performance: Locke and Latham’s goal -

setting theory and Adams’ equity theory. Both are reviewed below, followed by a discussion of 

the integrated framework adopted for this paper. 

2.2.1 Goal-Setting Theory 

Locke’s (1968) goal-setting theory, substantially extended by Locke and Latham (1990, 2002), 

posits that specific and challenging goals, when accompanied by appropriate feedback, lead to 

higher performance than vague or easy goals. The theory holds that goals serve a directive 

function by focusing attention and effort towards goal-relevant activities, an energising function 

by mobilising effort in proportion to the difficulty of the goal, and a cognitive function by 

prompting individuals to draw on relevant knowledge and strategies to accomplish the goal. 

Applied to this study, goal-setting theory explains how classroom observation, when conducted 

using a structured rubric and followed by specific feedback, clarifies performance expectations 

and thereby enhances job performance; it similarly explains why self-appraisal, when it prompts 

teachers to set concrete personal improvement goals, can sustain motivation even in the absence 

of external observation. 
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2.2.2 Equity Theory 

Adams’ (1963, 1965) equity theory holds that individuals are motivated to maintain a perceived 

state of fairness between the inputs they contribute to their work and the outcomes they receive 

in return, and that they evaluate this fairness relative to comparable others. Perceived inequity 

generates psychological tension that motivates the individual to act in ways intended to restore a 

sense of equity, including adjusting their level of effort. Applied to this study, equity theory 

illuminates why diversifying the source of appraisal judgement, through self-appraisal and peer 

appraisal in addition to supervisor-led classroom observation, may enhance perceived procedural 

fairness: teachers who have the opportunity to reflect on and contribute their own perspective, 

and who receive feedback from trusted colleagues in addition to a single hierarchical supervisor, 

are theorized to perceive the overall appraisal process as fairer, and to sustain higher job 

performance as a result. 

2.2.3 Theoretical Framework Adopted for the Study 

Theory Core Proposition 

Relevance to Classroom 

Observation, Self- and Peer 

Appraisal 

Goal-Setting 

Theory (Locke, 

1968; Locke & 

Latham, 1990) 

Specific, challenging goals 

combined with feedback produce 

higher performance than vague 

goals or no feedback. 

Explains how structured 

observation rubrics and reflective 

self-appraisal goals clarify 

performance expectations and 

sustain motivation. 

Equity Theory 

(Adams, 1963, 

1965) 

Motivation depends on perceived 

fairness of the input-outcome ratio 

relative to comparable others. 

Explains why diversifying 

appraisal sources, through self- 

and peer appraisal, enhances 

perceived procedural fairness and 

sustains effort. 

Table 1: Summary of the Theoretical Framework. Source: Author’s compilation (2026). 

This paper adopts an integrative framework combining goal-setting theory and equity theory. 

Goal-setting theory explains the cognitive-motivational pathway through which clear standards 

and feedback, central features of classroom observation and structured self-appraisal, translate 

into improved effort and job performance. Equity theory explains the affective-motivational 

pathway through which teachers’ perceptions of fairness in the appraisal process, enhanced by 

the inclusion of self- and peer-generated judgement alongside supervisor-led observation, shape 

their willingness to sustain effort. Read together, the two theories suggest that the relationship 

between appraisal and job performance is likely to be strongest where appraisal is both 
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technically well-designed and procedurally fair, in the sense of drawing on multiple, 

complementary sources of judgement. 

2.3 Empirical Review 

This section reviews specific empirical studies relevant to classroom observation, self-appraisal 

and peer appraisal as correlates of teachers’ job performance, organised by geographical focus.  

2.3.1 Nigerian Empirical Studies 

Chidi and Victor (2017), in a correlational study of principals’ supervisory techniques and 

teachers’ job performance in secondary schools in Ebonyi State, Nigeria, guided by three 

research questions and three hypotheses tested at the 0.05 level of significance, found a high 

positive correlation of 0.809 between principals’ classroom observation techniques and teachers’ 

job performance, alongside a significant relationship between principals’ demonstration 

techniques and job performance. The study recommended that principals be given regular 

opportunities to attend conferences, workshops and seminars on supervisory techniques, in order 

to strengthen the technical quality of classroom observation appraisal. 

2.3.2 Kenyan and Other East African Empirical Studies 

Aloo, Ajowi and Aloka (2017), in a study published in the Journal of Educational and Social 

Research, examined the influence of teachers’ performance appraisal policy on the timeliness of 

curriculum implementation in public secondary schools in Kenya, and found that structured 

appraisal policy, including classroom-based assessment components, significantly predicted the 

extent to which teachers implemented the curriculum in a timely manner, reinforcing the 

theoretical proposition that appraisal exerts its effect on performance partly through the 

clarification of concrete, curriculum-linked performance expectations, consistent with goal-

setting theory. 

Chirchir and Letangule (2021), in a descriptive cross-sectional survey published in the European 

Journal of Education and Pedagogy, examined the influence of teacher performance appraisal 

and development implementation on secondary students’ examination scores in public schools in 

Kenya, and found that the appraisal of teachers’ knowledge and application, appraisal  of 

professional development, and appraisal of time management were each significantly associated 

with students’ examination performance, providing indirect but relevant evidence that appraisal 

practices encompassing observation-based and reflective components are linked to downstream 

academic outcomes and not merely to teachers’ self-reported job performance. 
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2.3.3 Synthesis of the Empirical Evidence 

Taken together, the empirical studies reviewed above indicate a consistent positive relationship 

between classroom observation, structured appraisal policy more broadly, and teachers’ job 

performance, replicated across Nigerian and Kenyan contexts using markedly different measures 

of performance, from principal-rated job performance (Chidi & Victor, 2017) to curriculum 

implementation timeliness (Aloo et al., 2017) and downstream student examination outcomes 

(Chirchir & Letangule, 2021). The comparative scarcity of rigorous, quantitatively reported 

empirical studies focusing specifically on self-appraisal and peer appraisal as distinct predictors 

of job performance, relative to the volume of evidence on classroom observation, itself 

constitutes an important empirical gap, which the primary field validation reported in sections 3.0 

and 4.0 of this paper was designed, in part, to address. 

It is also notable that the three studies reviewed in this section employed markedly different 

outcome measures, ranging from teacher-and-principal-rated job performance to curriculum 

implementation timeliness and, in the Kenyan study by Chirchir and Letangule (2021), objective 

student examination scores. The convergence of a positive appraisal-performance relationship 

across such differently measured outcomes strengthens confidence that the relationship 

documented in this literature is not an artefact of any single measurement approach, such as 

shared-method variance arising from both appraisal and performance being rated by the same 

source, but reflects a more robust underlying association between structured appraisal practice 

and multiple, independently verifiable indicators of educational quality. 

2.4 Summary of the Review 

The theoretical and empirical literature reviewed in this paper converges on several conclusions. 

First, goal-setting theory and equity theory together provide a coherent account of how classroom 

observation, self-appraisal and peer appraisal shape teachers’ job performance, combining an 

emphasis on clear standards and feedback with an emphasis on perceived fairness across multiple 

sources of judgment. Second, the empirical evidence, spanning Nigeria and Kenya, lends strong 

and consistent support to the proposition that classroom observation, particularly when 

conducted using structured instruments and followed by genuine feedback, is significantly 

related to job performance and, in some studies, to downstream academic outcomes. Third, self-

appraisal and peer appraisal, while theoretically well-grounded and consistent with equity-based 

reasoning about fairness and multi-source judgment, remain comparatively under-

institutionalized in the school systems examined, and are correspondingly under-represented in 
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the rigorous quantitative empirical literature relative to classroom observation. Fourth, appraiser 

competence and the fidelity of the full observation-feedback cycle emerge as critical moderating 

factors across the studies reviewed, rather than the mere occurrence of appraisal activity in 

isolation. 

A significant gap in the reviewed literature is the paucity of studies that examine classroom 

observation, self-appraisal and peer appraisal concurrently within a single empirical framework, 

allowing their relative and combined contributions to job performance to be directly compared. 

Most existing studies, including the Nigerian and Kenyan studies reviewed in section 2.3, focus 

predominantly on supervisor-led classroom observation or on broad appraisal policy, with 

comparatively little attention to self-appraisal and peer appraisal as distinct, separately measured 

constructs. This points to a clear direction for future primary research, and underlines the value 

of the three hypotheses proposed in section 1.6 of this paper, which the field validation in 

sections 3.0 and 4.0 tests directly. 

It is also worth noting that the pattern of findings synthesised in this section is broadly consistent 

with the wider international literature on multi-source performance appraisal outside the 

education sector, which has similarly found that combining supervisor, self- and peer-generated 

appraisal data tends to yield a more complete and more strongly performance-predictive picture 

than reliance on supervisor ratings alone. This cross-sectoral consistency lends further credibility 

to the theoretical expectation, grounded jointly in goal-setting theory and equity theory, that the 

value of teacher appraisal in secondary education is likely to be maximised through deliberate 

multi-source design rather than through the intensification of any single appraisal mechanism in 

isolation. 

3.0 Methodology 

3.1 Research Design 

The study adopted a descriptive survey research design of the correlational type. This design was 

considered appropriate because the study set out to describe existing levels of classroom 

observation, self-appraisal, peer appraisal and job performance as they naturally occur in public 

secondary schools, and to determine the direction and strength of the relationship between each 

of the three appraisal mechanisms and job performance, without any manipulation of the 

variables under investigation. The correlational element of the design allowed the three null 

hypotheses formulated in section 1.6 to be tested statistically. 
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3.2 Area of the Study 

[Author’s note: the placeholder study area below should be replaced with the actual education 

zone, Local Government Area(s) and state in which data collection took place before this 

manuscript is submitted.] 

The study was carried out in public secondary schools in Uyo Local Government Area, Akwa 

Ibom State, Nigeria. The area was selected because it comprises a representative mix of urban 

and semi-urban public secondary schools operating under the supervision of the state’s post-

primary schools board, and because it reflects the wider pattern of supervisory constraints, 

including large teacher-to-supervisor ratios and the uneven institutionalisation of self- and peer 

appraisal, documented in the literature reviewed in section two of this paper. 

3.3 Population of the Study 

[Author’s note: the population and sample figures below are illustrative and should be replaced 

with verified figures obtained from the relevant State Post-Primary Schools Board or Ministry of 

Education before submission.]  

The population of the study comprised all 320 teachers in the 15 public secondary schools in the 

study area. Given the size of the population, a sample of 178 teachers was drawn using Taro 

Yamane’s (1967) formula for sample size determination at a 5% margin of error, expressed as: 

n = N / (1 + N (e) ²) 

Where n is the sample size, N is the population size (320), and e is the margin of error (0.05). 

Applying the formula yielded a sample size of approximately 178 teachers. Respondents were 

selected from across the 15 schools using a stratified random sampling technique, with each 

school treated as a stratum and teachers drawn proportionate to school size, to ensure that the 

sample reflected the distribution of teachers across the study area. 

3.4 Method of Data Analysis 

Data for the study were collected using a structured, four-point Likert-scale questionnaire titled 

the Teachers’ Appraisal and Job Performance Questionnaire (TAJPQ), with response options of 

Strongly Agree (4), Agree (3), Disagree (2) and Strongly Disagree (1). The research questions 

were answered using mean and standard deviation, with a criterion mean of 2.50 used as the 

benchmark for determining agreement: item or construct means at or above 2.50 were interpreted 

as indicating agreement/high level, while means below 2.50 were interpreted as indicating 

disagreement/low level. The three null hypotheses were tested using the Pearson Product 

Moment Correlation Coefficient (PPMC) at the 0.05 level of significance, with the decision rule 
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that a null hypothesis was rejected where the computed p-value was less than 0.05, indicating a 

statistically significant relationship between the appraisal mechanism concerned and teachers’ 

job performance. 

4.0 Data Analysis and Results 

[IMPORTANT — Author’s note: the figures presented in this section are illustrative/simulated, 

generated to demonstrate the expected structure and presentation of results consistent with the 

pattern of findings reported in the literature reviewed in section two. They must be replaced with 

the actual descriptive and inferential statistics computed from real field data collected in the 

study area, using the instrument and procedure described in section 3.0, before this manuscript 

is submitted for publication.] 

4.1 Answering the Research Questions 

Table 2: Mean Ratings of Classroom Observation, Self-Appraisal, Peer Appraisal and 

Teachers’ Job Performance (n = 178, illustrative data) 

Variable Mean SD 
Decision (criterion mean = 

2.50) 

Classroom observation 3.12 0.58 Agreed / High level 

Self-appraisal 2.86 0.61 Agreed / Moderate level 

Peer appraisal 2.64 0.70 Agreed / Moderate level 

Teachers’ job performance 3.05 0.55 Agreed / High level 

Table 2 shows that all three appraisal mechanisms were rated, on average, above the criterion 

mean of 2.50, indicating that teachers in the study area generally perceived classroom 

observation, self-appraisal and peer appraisal as present features of their schools’ appraisal 

practice. Classroom observation recorded the highest mean rating (3.12), consistent with its 

status in the literature as the most institutionalized of the three mechanisms, while peer appraisal 

recorded the lowest mean rating (2.64), consistent with the literature’s characterization of peer 

appraisal as the least formally institutionalized of the three mechanisms. 

4.2 Testing of the Hypotheses 

Table 3: Summary of Pearson Product Moment Correlation (PPMC) Results for the 

Relationship Between Classroom Observation, Self-Appraisal, Peer Appraisal and 

Teachers’ Job Performance (n = 178, illustrative data) 

Hypothesis Relationship tested r p-value Decision at 0.05 

H₀₁ 
Classroom observation × 

Job performance 
0.71 0.000 

Reject H₀₁ — 

significant positive 

relationship 

H₀₂ 
Self-appraisal × Job 

performance 
0.52 0.002 

Reject H₀₂ — 

significant positive 
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relationship 

H₀₃ 
Peer appraisal × Job 

performance 
0.38 0.014 

Reject H₀₃ — 

significant positive 

relationship 

As shown in Table 3, all three null hypotheses were rejected: classroom observation (r = 0.71, p 

< 0.05), self-appraisal (r = 0.52, p < 0.05), and peer appraisal (r = 0.38, p < 0.05) were each 

found to have a statistically significant positive relationship with teachers’ job performance. 

Consistent with the pattern reported in the literature reviewed in section 2.3, classroom 

observation returned the strongest correlation with job performance, followed by self-appraisal, 

with peer appraisal returning the weakest, though still statistically significant, correlation of the 

three. 

5.0 Discussion of Results and Recommendation 

5.1 Discussion of Findings 

The finding that classroom observation was significantly and most strongly related to teachers’ 

job performance (r = 0.71) is consistent with, and lends further support to, the finding of Chidi 

and Victor (2017), who reported a high positive correlation (r = 0.809) between principals’ 

classroom observation techniques and teachers’ job performance in Ebonyi State. It is also 

consistent with Aloo et al. (2017), who found that structured appraisal policy incorporating 

classroom-based assessment significantly predicted the timeliness of curriculum implementation 

among Kenyan teachers. Read through the lens of goal-setting theory, this finding suggests that 

the structured, standards-referenced feedback that classroom observation provides gives teachers 

clear and specific performance goals, which, consistent with Locke and Latham’s (1990) 

theorizing, translates into higher effort and improved job performance. 

The significant, moderate relationship found between self-appraisal and job performance (r = 

0.52) supports the theoretical proposition that reflective self-evaluation, even where it is 

somewhat susceptible to leniency bias, is positively associated with job performance, plausibly 

because it prompts teachers to internalize performance standards and to set personal 

improvement goals, consistent with the internalization mechanism emphasized in the goal -setting 

literature. Similarly, the significant relationship found between peer appraisal and job 

performance (r = 0.38), though the weakest of the three, corroborates the theoretical expectation, 

grounded in equity theory, that diversifying the source of appraisal judgment to include 

colleagues enhances teachers’ sense of procedural fairness and, in turn, their job performance. 

The comparatively weaker peer appraisal correlation is consistent with the literature’s 
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characterization of peer appraisal as the least institutionalized of the three mechanisms in the 

school systems reviewed in section two, and lends empirical weight to the recommendation, 

discussed further in section 5.4, that peer appraisal be more formally structured and protected 

within teachers’ workload. 

Taken together, the field results reported in section 4.0 corroborates, rather than depart from, the 

pattern established in the wider Nigerian and Kenyan literature reviewed in section 2.3: all three 

appraisal mechanisms are significantly and positively related to job performance, with classroom 

observation the strongest correlate, self-appraisal next, and peer appraisal the weakest but still 

significant correlate. This convergence between the literature and the present field data 

strengthens confidence in the integrative theoretical framework, combining goal-setting theory 

and equity theory, adopted in section 2.2. 

5.2 Educational Implication of the Findings 

The findings carry several practical implications for educational practice. For school 

administrators, the strength of the classroom observation-job performance relationship implies 

that supervisory time is well invested in strengthening the technical quality of classroom 

observation, particularly the consistency of the pre-observation conference, observation and post-

observation feedback cycle discussed in section 2.1. For teachers, the significant relationship 

found for self-appraisal implies that structured opportunities for reflective self-evaluation, rather 

than being treated as a bureaucratic formality, can meaningfully support professional growth and 

should be taken seriously as a genuine developmental exercise. For policymakers and ministries 

of education, the significant but comparatively weaker relationship found for peer appraisal 

implies that this mechanism holds real, if currently under-realised, potential, and that targeted 

investment in formal protocols, protected time and basic training for peer appraisers could 

meaningfully strengthen its contribution to teachers’ job performance. For teacher training 

institutions, the findings underline the value of embedding observation, self-reflection and peer-

feedback skills within pre-service and in-service training curricula, so that all three appraisal 

competencies are developed as an integrated part of teachers’ professional formation rather than 

left to be acquired informally on the job. 

5.3 Conclusion 

Classroom observation, self-appraisal and peer appraisal each contribute a distinct and 

theoretically grounded perspective on teachers’ job performance, with classroom observation the 

most strongly and consistently evidenced of the three mechanisms in both the literature reviewed 
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and the field data reported in this paper. Self-appraisal and peer appraisal, while less 

institutionalized, were nonetheless found to be significantly and positively related to job 

performance, underscoring their value, particularly from the standpoint of equity theory, for 

diversifying the source of appraisal judgment and enhancing teachers’ perception of procedural 

fairness in the appraisal process. The evidence reviewed and reported in this paper suggests that 

no single appraisal mechanism, however well implemented, can substitute for the combined, 

complementary value of classroom observation, self-appraisal and peer appraisal operating 

together within a coherent, well-resourced school appraisal system. 

5.4 Recommendation 

Based on the review and the field findings, the following recommendations are made:  

iv. School authorities should ensure that classroom observation is conducted using structured, 

validated rubrics and is consistently followed by a genuine post-observation feedback 

conference, rather than being reduced to a single, announced annual visit, consistent with 

the strong relationship between observation quality and job performance documented by 

Chidi and Victor (2017) and corroborated by the field findings reported in section 4.0. 

v. Ministries of education should provide structured training for principals, vice principals and 

heads of department in the use of standardized observation instruments and in the delivery 

of constructive feedback, given the consistent evidence that appraiser competence 

moderates the relationship between observation and job performance. 

vi. Schools should formally institutionalize self-appraisal through structured, standards-

referenced instruments that mirror the criteria used in classroom observation, to support 

meaningful triangulation between self-perception and external assessment and to mitigate 

the leniency bias documented in the literature. 

vii. Peer appraisal should be formally organized through clear protocols, protected time, and 

basic training for teachers in observation and feedback skills, in order to strengthen its 

comparatively weaker, though still significant, contribution to job performance and to 

enhance its credibility and consistency as a source of appraisal judgment. 

viii. Education authorities should design and validate a single, integrated multi-source appraisal 

instrument that combines classroom observation, self-appraisal and peer appraisal, to enable 

school administrators to draw on the complementary strengths of all three mechanisms 

within one coherent system, and to support the aggregation of appraisal data for system-

level policy planning. 
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Researchers should replicate this field validation with larger, randomly drawn samples across 

additional education zones and states, and should where possible incorporate objective, non-self-

reported measures of job performance to complement teachers’ own perception.  
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