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ABSTRACT

Teacher assessment plays a pivotal role in ensuring professional
accountability, enhancing instructional quality, and gquiding career
progression within Nigeria's education system. This paper explores the
various models and instruments used to evaluate teachers, particularly
in the context of public and private secondary schools. Traditional tools
such as the Time Book, Student Academic Performance Records, and
the Annual Performance Appraisal (APA) Form remain widely used for
administrative and  promotion-related purposes. These are
increasingly complemented by more standardized and developmental
frameworks, including the Teachers Registration Council of Nigeria
(TRCN) Professional Standards, classroom observations, and
continuous professional development (CPD) tracking. In rural areas,
School-Based Management Committees (SBMCs) contribute
community-level feedback, while innovative institutions have begun to
adopt 360-degree feedback models for holistic evaluation. The paper
posits that Nigeria's teacher appraisal system is transitioning from a
compliance-driven model to a more  reflective and performance-
oriented approach. However, disparities in implementation, particularly
in under-resourced settings, pose challenges to uniform application.
The study concludes that integrating formal assessment tools with
participatory and professional development models can promote a
more balanced, fair, and impactful teacher evaluation system.
subjections include scaling up CPD access, training SBMCs for
constructive feedback, and institutionalizing 360-degree feedback
practices across the education sector, among others.
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INTRODUCTION
Teacher assessment in  Nigeria
combines formal evaluation models,

administrative instruments, and performance-
based indicators to  appraise  teacher
effectiveness, support professional development,
and inform decisions on promotion, deployment,
and training. The process is essential not only for
maintaining teaching quality but also for ensuring
accountability and aligning teaching standards
with national education goals. Agencies such as
the Teachers Registration Council of Nigeria
(TRCN), State Universal Basic Education Boards
(SUBEBSs), Teaching Service Commissions

(TSCs), and school management boards play
leading roles in administering various assessment
tools. These include structured evaluation
systems like the Annual Performance Appraisal
(APA) Form, regulatory instruments such as the
Time Book, classroom observations, and
outcome-based measures like student academic
performance.

Additionally, newer practices such as
continuous professional development tracking
and 360- degree feedback models are gradually
emerging, especially in private and donor-
supported educational settings. Together, these
mechanisms serve to uphold teaching standards,
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identify gaps in instructional practices, and ensure
the professional accountability of educators within
the Nigerian school system.

Concept of Human Resource in Schools

Human Resource refers to a group of
skilled and unskilled workers in an organization.
They are the most important assets in the
organization, and in the success of the school
system depends on them. In the school system
human resource comprise the teachers, non-
teachers, principals and students working in
harmony to achieve predetermined educational
goals and objectives. In this paper, attention would
be focused on teachers and non-teachers as part
of the human resource in secondary schools in
Nigeria.

Human Resource Assessment

Human Resource Assessment refers to
the organized and methodical process of
evaluating individuals within an organization to
determine  their  performance,  strengths,
competencies, and areas needing improvement.
In  educational institutions, particularly in
secondary schools, HRA focuses on evaluating
teacher effectiveness through formal appraisals,
self-assessment, peer reviews, classroom
observations, student feedback, and supervisor
evaluations (Armstrong & Taylor, 2020). In
Nigeria, the assessment of teachers is governed
by both internal and external frameworks, such as
the Annual Performance Evaluation Report
(APER), inspection reports by education quality
assurance departments, and TRCN's professional
standard checks.

Despite its intended role in ensuring
accountability and professional development,
HRA is often fraught with challenges such as
subjectivity, political interference, inadequate
follow-up, and insufficient integration into human
resource planning (Obi & Adeyemi, 2021). The
core idea behind HRA is to provide actionable
feedback to improve performance, inform training
needs, and guide decisions on promotion,
redeployment, or retention (Mathis et al., 2020). It
also aligns with strategic human resource

management by linking performance outcomes to
institutional goals.

HUMAN RESOURCE ASSESSMENT TOOLS.

Alot of tools are available for assessing
human resources (teachers and Non teachers) In
Nigeria secondary schools.

Time Book (Attendance Register)

The Time Book, also known as the
Attendance  Register, is a foundational
administrative tool used in Nigerian schools to
record the daily attendance and punctuality of
teachers. It is typically maintained at the school
level and monitored by the head teacher or
principal. Teachers are expected to sign in upon
arrival and sign out at the end of each school day.
This practice provides a physical record of a
teacher's presence, helping to ensure discipline,
regularity, and commitment to duty (Udu & Eze,
2021).

Beyond mere record-keeping, the Time
Book plays a critical role in performance
monitoring and  accountability ~ frameworks
adopted by educational authorities. According to
Nwachukwu (2020), the Time Book is regularly
reviewed during internal and external school
supervision, especially by officials from the State
Universal Basic Education Boards (SUBEBs) or
Teaching Service Commissions (TSCs). These
records are used as supporting evidence in
matters relating to staff promotion, confirmation of
appointment, disciplinary action, or merit
recognition. For instance, the Post-Primary
Education Board (PPEB) and TSCs in several
Nigerian states often demand Time Book extracts
when evaluating teachers' eligibility  for
advancement or deployment to leadership roles. A
documented pattern of punctuality and attendance
strengthens a teacher's promotion case, while
frequent lateness or absenteeism-evident in the
Time Book - can result in queries, withheld
promotions, or even suspension (Ameh & Ajayi,
2022).

Moreover, recent policy guidelines from
education ministries emphasize the integration of
digital attendance systems to complement the
traditional Time Book. This shift is intended to
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enhance transparency and reduce cases of
falsified attendance or proxy sign-ins, which have
been reported in some public schools (Ibrahim &
Musa, 2023). Nonetheless, the physical Time
Book remains a recognized and enforceable
document for administrative decisions in most
Nigerian public schools. In essence, the Time
Book serves not just as a routine administrative
log, but as a performance appraisal instrument
that reflects teacher discipline, contributes to
school effectiveness, and supports education
management processes.

Student Academic Performance

Student academic performance remains
one of the most commonly used indirect indicators
of teacher effectiveness in Nigerian schools.
Teachers  whose  students  consistently
demonstrate strong performance in internal
assessments  or  external  standardized
examinations-such as the West African Senior
School Certificate Examination (WASSCE) and
the National Examination Council (NECO)-are
often considered effective educators. In practice,
many school principals and heads of department
include students' academic results when writing
performance reviews or promotional
recommendations for teachers (Oni & Ayeni,
2020).

This performance-based model
assumes a direct relationship between a teacher's
instructional competence and the academic
outcomes of their students. According to Adigun et
al. (2021), schools in Nigeria often prioritize
student success rates in final examinations as a
metric for identifying high-performing teachers or
rewarding excellence through promotions or
award nominations. This model is particularly
prevalent in urban and mission schools, where
academic competition is intense.

However, educational scholars have
pointed out that student performance alone does
not provide a complete picture of a teacher's
effectiveness. While teacher quality plays a critical
role, external variables-including  students'
socioeconomic background, parental
involvement, peer influence, and the availability of
learning resources--also significantly influence

outcomes (Okoye & Ifedili, 2021). In fact, the
legacy observation by Jegede and Okebukola
(1990) continues to hold relevance, as they
argued that over-reliance on academic results for
teacher evaluation can be misleading.

Recent findings by Uche and Okonkwo
(2022) support this caution, showing that schools
with  under-resourced  laboratories  and
overcrowded classrooms still expected high
student performance from teachers, which led to
increased burnout and job dissatisfaction, This
suggests the need to view academic performance
within a broader ecological context of teaching
and learning.

Despite its limitations, student academic
performance remains a key component of teacher
assessment frameworks in Nigeria, largely due to
its measurability and alignment with educational
accountability mandates. In  many states,
education inspectors also request performance
data during school evaluations or teacher
promotion screenings.

Annual Performance Appraisal (APA) Form
The Annual Performance Appraisal
(APA) Form is a structured and standardized
evaluation tool used in Nigerian public schools to
assess the professional competence, conduct,
and contributions of teachers over the course of
an academic year. Administered by school
principals and countersigned by zonal education
officers or supervisors, the APA form is an integral
part of the teacher appraisal and promotion
process (Adamu & Yusuf, 202 1).
The appraisal form typically evaluates
multiple key performance indicators, including:
1. Subject matter expertise and content
mastery
2. Lesson preparation and planning
3. Pedagogical effectiveness and teaching
methods
4. Classroom control and discipline
management
5. Student engagement and performance
6. Participation in extracurricular and
school-wide activities
7. Interpersonal relationships ~ with
colleagues and the school community
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8. Professional ethics and punctuality
9. Community and parental involvement

Each of these areas is graded
numerically (on a scale, e.g., 1-5 or 1-10) and
qualitatively (e.g., Excellent, Very Good, Good,
Fair, or Poor), depending on the institutional
format adopted by the state or school board.
Teachers with consistently high ratings are more
likely to be recommended for promotion,
confirmation of appointment, r nomination for
leadership roles such as Head of Department
(HOD) or Vice Principal (Iheanacho & Obi, 2020).
According to the Teachers Registration Council of
Nigeria (TRCN), performance appraisal using
tools like the APA form helps to promote
professional accountability, reward merit, and
identify areas for further development (TRCN,
2021). It is also aligned with the TRCN's broader
framework  of  continuous  professional
development and licensing standards.

Recent studies have shown that many
school leaders i. Nigeria view the APA form as a
crucial decision-making document, particularly
during promotion interviews and disciplinary
reviews (Eze & Anya, 2022). However, critics note
that the appraisal process can be prone to
subjectivity or favoritism if not anchored in
transparent criteria or monitored by external
evaluators. To address this, some states have
begun to integrate APA data with other tools, such
as classroom observation reports, student
feedback, and attendance records (Oladapo,
2023). Despite these limitations, the APA form
remains one of the most widely used and formally
accepted models of teacher assessment in
Nigeria, particularly at the basic and post-primary
education levels.

TRCN Professional Standards

The Teachers Registration Council of
Nigeria (TRCN) plays a central role in regulating
the teaching profession through the development
and enforcement of professional standards. These
standards serve as a national benchmark for
assessing the competence, ethics, and
performance of teachers across the country.
According to TRCN guidelines, teacher

assessment should be based on four core
domains: professional knowledge, professional
skills, professional values, and engagement in
continuous learning (TRCN, 2021).
Specifically, the TRCN professional
standards emphasize:
1. Pedagogical knowledge and subject
content mastery
2. Commitment to ethical teaching
practices, including discipline,
punctuality, and honesty
3. Active participation in  ongoing
professional development, such as
workshops, seminars, and refresher
courses
4. Effective use of technology and
innovation in classroom delivery,
including ICT integration

In line with global trends, TRCN
infroduced  the  Professional  Qualifying
Examination (PQE) in recent years as a
compulsory requirement for teacher registration
and licensure. The PQE assesses a candidate's
knowledge of pedagogy, subject content, and
professional ethics. Only teachers who pass this
examination are certified and licensed to teach in
Nigerian schools, especially in public institutions
(Olawale & Adebayo, 2022). This certification has
become increasingly critical, as many employers
now mandate TRCN certification as a prerequisite
for employment or promotion (Ameh & Chukwu,
2020).

The implementation of TRCN standards
aims to raise the quality and status of the teaching
profession by ensuring that teachers are not only
academically qualified but also professionally
competent. Research has shown that schools with
TRCN-certified teachers often experience better
instructional practices and improved student
outcomes, particularly in core subjects like English
and Mathematics (Ukoha et al., 2023). However,
challenges remain in fully institutionalizing TRCN
standards across all regions. A recent study by
Iroegbu and Yakubu (202 1) highlights that
compliance is lower in rural areas, where many
teachers have not yet taken the PQE or engaged
in professional development due to limited access

Corresponding author: Enaigbe Patrick

= patrickarakatola@gmail.com

Department of Educational management, University of Benin.

© 2026. Faculty of Technology Education. ATBU Bauchi. Al rights reserved


http://www.atbuftejoste.net/
mailto:bakarihenry341i@gmail.com

V. JOURNAL OF SCIENCE TECHNOLOGY AND EDUCATION 14(2), JUNE, 2026
_ 7 E-ISSN: 3093-0898, PRINT ISSN: 2277-0011; Journal homepage: www.atbufstejoste.com

and support. Despite these barriers, the TRCN
remains a cornerstone of teacher quality
assurance and accountability in Nigeria's
education system.

Classroom Observation and Supervisor
Reviews

Classroom observation remains one of
the most direct and practical models of assessing
teacher effectiveness in Nigeria. Typically carried
out by school principals, vice principals,
instructional supervisors, or external education
inspectors, this method involves evaluating
teachers during live classroom sessions. The core
objective is to assess how well teachers are
delivering  lessons,  managing  student
engagement, using teaching aids, and maintaining
classroom order and discipline (Eze & Okoye,
2020).

During these observations, structured
rubrics or checklists are often employed to ensure
consistency and objectivity. Observation tools
usually assess several domains, including:

1. Lesson content delivery and clarity

2. Application of instructional strategies

3. Integration of teaching aids or
technology

4.  Student participation and interaction

5. Time management and pacing

6. Classroom control and responsiveness

According to Umar and Bello (2021),
classroom observation promotes continuous
improvement by offering teachers constructive
feedback and identifying areas where they may
need support or training. In most public schools,
observation reports are included in the Annual
Performance Appraisal (APA) process, serving as
an evidence-based component of teacher
evaluation and promotion assessments.

Studies have shown that regular
classroom observation is positively correlated with
teaching quality and learner outcomes, especially
when  combined  with  post-observation
conferences or mentoring sessions (lbrahim &
Dauda, 2023). However, there is also concern
about the subjectivity of observation reports in
some Nigerian schools, particularly when

evaluations are influenced by interpersonal
relationships or a lack of clearly defined scoring
rubrics (Chinelo & Adeyemi, 2020).

To address this issue, education
policymakers in states like Lagos, Ekiti, and
Enugu have introduced digitized observation
templates and peer observation models as part of
broader school accountability reforms. These
innovations aim to reduce bias and promote more
data- driven teacher appraisals (Ojo & Alabi,
2022). Overall, classroom observation serves not
only as a performance measurement tool, but also
as a professional development mechanism,
fostering  reflective  teaching and  peer
collaboration.

Community-Based
Feedback)

In many Nigerian schools, particularly in
rural or semi-urban settings, community
participation in school governance has expanded
through structures like the Schoo1-Based
Management Committees (SBMCs). These
committees, often composed of parents,
traditional leaders, youth representatives, and civil
society members, serve as a bridge between the
school and its immediate environment. Among
their many functions is the informal assessment of
teacher behavior, punctuality, and involvement in
school development activities (Adepoju &
Ogunbiyi, 2020).

Although not part of formal appraisal
systems, SBMC feedback can significantly infl uen
ce how teachers are perceived and treated by
school leadership and government authorities. In
some communities, SBMCs report issues such as
teacher absenteeism, misconduct, or dedication to
duty to local education offices or the head teacher,
who may factor this into internal reviews or staff
recommendations (Okonkwo & Yusuf, 2021).

Research indicates that community-
based appraisals enhance transparency, promote
teacher accountability, and increase stakeholder
trust in school operations. According to Nwankwo
and Garba (2022), schools with strong SBMC
involvement tend to experience better teacher
attendance and community engagement.
However, there is also concern that such informal

Appraisal (SBMC
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feedback mechanisms can become subjective or
politically influenced if not moderated through
formal structures. To enhance the credibility of
community involvement in teacher evaluation,
some states have begun piloting SBMC training
on monitoring indicators, enabling more objective
reporting practices that complement existing
administrative assessments.

Continuous Professional Development (CPD)
Tracking

Continuous Professional Development
(CPD) is increasingly recognized as a vital
component of teacher assessment and career
progression in Nigeria. CPD refers to the regular
participation of teachers in activities such as in-
service training, seminars,  conferences,
workshops, and academic upgrading programs
aimed at improving their instructional competence
and subject knowledge (TRCN, 2021).

To institutionalize CPD, the Teachers
Registration Council of Nigeria (TRCN) mandates
that all certified teachers must maintain a CPD
portfolio and present evidence of participation
during license renewals, revalidation, or promotion
exercises. As part of evolving performance
frameworks, many state education ministries and
school boards have also adopted CPD tracking
systems to measure teacher growth and
readiness for higher responsibilities (Ameh & Ojo,
2020).

Studies by Okebukola and Nwagwu
(2023) affirm that teachers who frequently engage
in CPD activities are more likely to adopt modern
pedagogical strategies, improve classroom
outcomes, and display stronger professional
ethics. CPD records also help education planners
identity training gaps and allocate resources
effectively. Despite its benefits, challenges persist
in implementing CPD tracking across all school
systems, particularly in under-resourced rural
areas where access to quality training remains
limited. To address this, stakeholders have
recommended partnerships with NGOs and
private education providers to decentralize CPD
opportunities (Ibrahim & Adebayo, 2022).

360-Degree Feedback Model (Emerging
Practice)

The 360-degree feedback model is an
emerging teacher assessment approach in
Nigeria, particularly among elite private schools,
international schools, and some education-
focused NGOs. Unlike traditional appraisal
systems that rely solely on administrative
evaluation, the 360 degree model adopts a multi-
source feedback approach, incorporating
assessments from a broad spectrum of
stakeholders. These typically include:

1. Self-assessments by the teacher

2. Peer evaluations from colleagues or
team leaders

3. Supervisor observations and formal
ratings

4. Student feedback regarding teaching
clarity, behaviour, and engagement

This multi-dimensional process offers a
holistc and balanced view of teacher
performance, acknowledging that no single
observer has full insight into every aspect of a
teacher's role (Adebayo & Edem, 2020). It is
particularly useful in environments where teacher
autonomy, collaboration, and reflective practice
are encouraged.

Recent research by Ogunleye and Eze
(2023) highlights that school implementing 360-
degree feedback systems report improvements in
instructional quality, professional relationships,
and teacher motivation. Teachers benefit from
receiving feedback that is developmental rather
than solely evaluative, enabling them to identify
their strengths and areas for improvement. The
process also aligns with global trends in teacher
evaluation, which emphasize transparency, peer
accountability, and learner-centred feedback
loops (UNESCO, 2021). However, challenges
persist in scaling this model in the broader
Nigerian context. Public schools often lack the
infrastructure, time, and training needed to
implement 360-degree evaluations consistently.
Furthermore, there are concerns about bias in
peer reviews, immaturity in student feedback, or
the misuse of self-assessment, especially where
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trust and professional ethics are weak (Isah &
Adegbile, 2022).

Despite these concerns, the 360-degree
feedback mc 1 represents a progressive direction
in Nigerian teacher appraisal discourse, especially
when integrated with other performance tools like
classroom observation and CPD tracking. It
promotes continuous professional development,
collegial collaboration, and more democratic
evaluation practices in teaching.

Challenges of Human Resource Assessment
in Nigerian Secondary Schools

A lot of challenges bedevil human
resource assessment in Nigerian secondary
school system which greatly impart on such
processes as recruitment, promotion, training and
performance evaluation.
Some of these challenges shall be highlighted
below:

1. Inadequate trained professional
assessors. There is generally insufficient
number of trained assessors in schools,
and most of those who carry out
assessment learnt on the job without any
specialized training. Consequently, they
do not possess modern knowledge of
assessment, thereby rendering
substandard services.

2. Weak data. Accurate data are required for
meaningful assessment. In Nigeria school
system as in most sectors of the economy,
weak or poor data is the bane. These
weak data stem from poor documentation,
collection, processing and retrieval
methods. The poor data negativity affect
data management which makes it difficult
to determine teachers performance and
career advancement.

3. Improper nexus between assessment
outcomes and training programmes. This
mismatch weakens the link between
teachers  performance  and  job
specification, which ultimately dampens
the essence of assessment.

4. Inadequate  funding. Financial
inadequacy appears to be one of the most
pressing needs for a successful

assessment of human  resource
secondary schools in Nigeria. The usual
poor budgetary allocations to education
and weak internally generated revenue
pose a threat to the acquisition of some
assessment materials and tools, the
payment of professional assessors after
completing their job This situation
encourages poor assessment process
with unacceptable effects on the school
system.

5. Economic situation. The downward
economic trajectory of Nigerian state is of
great concern in that, it does not only
affect fiscal allocations to schools, but also
influences ~ human capital flight in
response to the pull and push effects of

economies,  which  could  affect
unemployment and recruitment
processes.

6. Inadequate use of Information and
Communication Technology (ICT). In
most schools the use of ICT is below
expectation.  This is sequel to low
adoption of digital processes, inadequate
cyber security and data management
practices, a situation that encourages
manual activities that are not only time
consuming, but also prone to errors and
poor assessment.

7. Use of substandard assessment tools. In
most schools the use of substandard
assessment tools, over reliance on
subjective  evaluation,  inconsistent
application of assessment criteria and
absence of uniform performance appraisal
system contribute to the challenge

secondary  school authorites and
personnel face in assessing human
resources. This situation produces

unreliable results not useful to the system

Implication for Educational Planning

1. Implications of Human Resource
Assessment Models for Educational
Planning

2. The use of human resource assessment
models in secondary schools has the
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following  major  implications  for
educational planning:

3. Manpower planning: Assessment helps
determine the number and categories of
teachers required to meet present and
future educational needs.

4. Teacher  recruitment:  Assessment
identifies shortages in particular subjects,
helping planners recruit teachers where
they are most needed.

5. Teacher deployment: Information on
teachers' qualifications, competencies
and experience helps ensure appropriate
distribution of teachers among schools
and subjects.

6. Training and development: Assessment
identifies  competency gaps  and
determines the type of in-service training,

14.

15.

16.

data rather than assumptions when
making decisions about staffing and
resource allocation.

Equitable distribution of resources:
Assessment helps identify schools with
shortages or  excess  personnel,
supporting a more balanced distribution of
teachers.

Policy formulation: Assessment findings
provide evidence for policies concerning
teacher workload, recruitment, training,
promotion, remuneration and deployment.
Improved student outcomes: Better
assessment and management of teachers
can contribute to improved teaching
quality and, ultimately, better student
learning outcomes.

workshops and professional development Suggestions for Improvement

required. In the light of the foregoing, the following
7. Promotion and career progression: suggestions are made to ensure improvement in

Reliable assessment provides evidence human resource assessment in Nigerian

for promotion, recognition and career secondary schools.

advancement. 1. Government should direct its efforts in

8. Teacher retention: Assessment can reveal
factors affecting staff performance and
satisfaction, enabling planners to develop
strategies for retaining competent
teachers.

9. Educational budgeting: Human resource
data help planners estimate expenditure

on salaries, recruitment, training, 2.

promotion and staff welfare.

10. Quality assurance: Assessment helps
determine whether teachers possess the
required competencies and are meeting
professional standards.

11. Improved teacher productivity: Regular 3.

assessment identifies strengths and
weaknesses,  enabling  appropriate
interventions  to  improve  staff
effectiveness.

12. Succession planning: Assessment helps 4,

identify teachers with leadership potential
who can be prepared for future
administrative positions.

13. Evidence-based decision-making:
Educational planners can use assessment

putting in place practices and tools to
obtain relevant data needed for meaning
and purposeful assessment of human
resources because without adequate
provisions of needed materials human
resource assessment could be a child's
play.

Professional assessors trained in modern
assessment  techniques should be
engaged, either on full- time or part-time
bases to ensure that assessments are
subjected to scientific processes rather
than subjective evaluation.

Relevant workshops on assessment skill
acquisiton and training should be
encouraged to reorientate personnel
involved in assessment rather than relying
on obsolete practices

There should be prompt feedback
between assessment and outcomes in
order to enhance the integrity of the
process and create a sense of relevance
in the subjects of assessment.
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5. Government should put in place pragmatic
economic policies to revamp the economy
to not only discourage human capital
flight, but also strengthen the naira against
other foreign currencies so as to compete
favourably in the world market. This would
enable importation of  educational
resources easier to acquire.

CONCLUSION

In the Nigerian educational landscape,
teacher assessment has evolved into a multi-
dimensional framework that blends both traditional
and modern approaches to ensure professional
accountability, —competence, and  growth.
Conventional instruments such as the Time Book,
Student Academic Performance Records, and the
Annual Performance Appraisal (APA) Form
remain foundational tools used by principals,
education boards, and ministries to monitor
attendance, evaluate instructional effectiveness,
and inform decisions on teacher promotion or
discipline.

These tools, however, are increasingly
being augmented by standardized national
frameworks, notably the Teachers Registration
Council of Nigeria (TRCN) Professional
Standards, which mandate licensure through the
Professional Qualifying Examination (POE) and
promote continuous development through CPD
tracking.  Similarly, classroom observation
protocols and supervisor evaluations provide real-
time insights into pedagogical practices and
classroom management.

In rural and community-based settings,
School-Based Management Committees
(SBMCs) have emerged as informal but influential
evaluators, offering community-level feedback on
teacher performance, particularly in relation to
discipline, attendance, and contribution to school
development. Moreover, innovative models such
as the 360-degree feedback system-though still
nascent--demonstrate a shift toward more
participatory and comprehensive evaluation
methods that include peer reviews, self-
assessment, and student input.

Taken together, these mechanisms
reflect a hybridized assessment culture where

accountability is matched with opportunities for
professional growth and reflective practice. The
expanding scope of teacher appraisal in Nigeria
not only promotes transparency and fairness in
career advancement but also aligns with global
standards that position teacher quality as central
to improving educational outcomes. As the system
continues to modernize, ensuring consistency,
fairness, and data-driven implementation across
all regions remains essential to sustaining these
gains.
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