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Abstract 

The purpose of this study was to investigate the strengths and weaknesses in the 
implementation of the current TPA in selected public TVET colleges of Addis Ababa and 
forward possible suggestions for the improvement of the current TPA system in those 
colleges which would give ideas about what to do in other similar colleges. 

The area of concern believed to be relevant to examine the implementation of the 
current TPA system were the purposes and criteria of TPA, sources of appraisal, the 
skills and competence of the appraisers, time ·and frequency of the appraisal, the 
appraisal process, problems and errors associated with the current TPA. 

With respect to this, a descriptive survey research method was employed. Three · 
selected public TVET Colleges were included in the study. The subjects of this study 
were 136 teachers, 26 department heads and 3 deans. Questionnaire, interview and 
relevant documents were used for the purpose of collecting data. 

The major findings of the study include: the TPA scheme of the Colleges hardly served 
the developmental purposes. It has served the administrative purposes to some extent; 
teachers did not participate in the formulation of the TPA criteria. Some of the criteria 
were found to be vague, general, and irrelevant to the actual performance of the 
teachers; major sources of appraisal were deans, department heads, peers and 
students. However, all the appraisers lack the necessary knowledge, skill and 
commitment to appraise teachers; appraisals of teacher have been conducted twice a 
year at the end of each semester; the current TPA process has not been implemented 
in the way it was expected to be and the major problems of TPA, such as lack of 
necessary knowledge and skill on the part of the appraisers, poor administration of 
the overall appraisal process were encountered. 

To overcome these, it was suggested that: short term trainings, in service training and 
orientation programs should be given to teachers with poor performance; results and 
rewards should be given for those who performed better; the responsibility of 
formulating the criteria of TPA should be given to the TVET colleges, trainings and 
orientation on TPA should be given to all the appraisees and appraisers and the 
process ofTPA should be considered as one of the important activities in the teaching­
learning process. 
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CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

1.1. Background of the Study 

Any formal organization is a n assemblage of material and human resources, 

which a re a rranged a nd ordered in a systematic way to real ize the desired goals 

of the organization. Among these various resources of an organization, the 

human resources constitute the most important factor for its su ccess or failure. 

It is the huma n resource that supply, the knowledge, skills, creativity , the effort 

arid leadership to utilize other resources effectively and efficiently for the 

successful achievement of the intended organizational objectives (Szilagyi, 

198 1:326). 

An organization's goals can be achieved only wh en people are put in their best . 

effort. Thus, the human resource management of a ny organization has a n 

obligation to motivate, develop and utilize people effective ly and efficiently at 

work. Moreover, to ascertain wheth er the employee h as s h own his / h er best 

performance on a given job, to make employee assessment is one of the 

fundamental duties of management. Organizations, therefore, found a systematic 

performance appraisal to be an essential aspects of a management not only to 

make sound personnel decisions, but a lso to identify employees ' development 

needs and to ensure that those needs a re satisfied, to promote the 

communication between m a n agem ent and employees, and to Improve the 

emplyees' level of productivity (Dessler , 1882:215). Hen ce, th e a im of employee 

performance appraisal is to provide a n accurate picture of past and /or present 

employee performance and ultimately to help both the employee and the 

organization be competent in goal achievement. However , system of performance 

appraisal m ay fa il. The failure or malfunction of appra isal system may relate to 

the design and operation of th e system , skill and competence of appraisers, and 

attitude of employee towards performance appraisal. 
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Similarly, educational institutions a re ·socia l organizations formed to achieve 

desired educational objectives and goals. They are established to educate 

learners and to realize the intended behavioral changes of the students. Actually, 

to attain these objectives, the necessity of providing relatively high quality 

education is unquestionable. But, the accomplishment of this depends basically 

on the performance level of teachers. Therefore, teachers have to be contingency, 

motivated, developed and upgraded in order to improve the quality of their 

service in the teaching - learning process . To ensure this, a system of teachers 

performance appraisal purposed at the developmental need of teachers should be 

designed and implemented. 

According to Melaku (1992:3) the teachers performance appraisal system that is 

properly designed and implemented is believed to have positive consequences in 

teachers' professional development, in their job satisfaction , and in the academic 

performance of the learners as a whole. Hence , teachers' performance appraisal 

has to be properly designed and well revised before implementing the appraisal, 

if the desired objectives have to be met. Properly designed teachers performance 

appraisal serves as a device . for better communication and development of 

individual teachers as well as for the attainment of educational goals and 

objectives of the educational institutions. On the other hand, if it is simply made 

for the sake of appraising teachers without communicating the appraisal result 

to them on time it tends to be a source of dissatisfaction, and conflict between 

appraisers and teachers, and a source of incorrect performance data which leads 

to subjective personnel decisions (West and Ballington, 1990:55). As a result, 

such ineffective system of teachers performance appraisal can cause a negative 

effect on the teaching - learning process . Thus, to make the system of teachers 

performance appraisal effective, emphasis should be made to make it more 

sensitive to the developmental need of teachers' as well as the attainment of the 

organizational goals. 

In Ethiopia appraising the performance of teachers was started in 1945 by the 

team of three inspectors formed to carryout different educational activities. Such 

as visiting schools, organizing and analyzing da ta collected on the learning­

teaching process (Mela ku, 1992:5). Until 1994 , Teachers evaluation had been 
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carried out by su pervisors, principals and other group of teachers (MoE, 1987 

E.C). As a result of the new Educational and Training Policy, s ince 1995/96 

teachers' performance h as been rated by principals, students and pa rents. In the 

case of higher educationa l institutions or colleges the system of teach ers' 

performance appraisal is a little different from the schools systems. Here, deans, 

depa r tment h eads, peers and students a re th e sources of teachers' performance 

appraisal. 

This study focu s on Teachers Performance Appraisal in selected public TVET 

Colleges in Addis Ababa, because the current system of performance appraisal of 

teachers in these colleges is new and lack experien ces. Moreover, the student 

research er , being a teach er in one of these TVET Colleges, observed various 

problems in the implem entation of the current TPA, which n eed to be 

investigated . The objectivity of the appraisers, the knowledge and skills of the 

a ppraisers, the validity and reliability of the 'appraisa l criteria and the timely 

feedback of appraisal results of teach ers are a ll need to be investigated . 

Regarding this a nd other related factors teachers of these colleges may have 

different views a nd perceptions on the fa irness of their performance appraisal. 

Thus, this research tries to make an a ttempt in examining the implementation of 

the current TPA in selected public TVET Colleges of Addis Ababa. 

1.2. Statement of the Problem 

Teach ers Performa n ce Appra isal should not be made s imply for the sake of 
.. -

appraising them. The purpose of the appraisa l program and the appraisal criteria 

should be well defined and known both by the appraisers a nd the teachers to be 

a ppra ised . Whatever the result of the appraisa l is, the teachers h ave to get the . 

feedback of their own result of th e a ppraisal, a long with suggestions for 

improvement as soon as possible. According to the National TVET strategy (2006) 

the main objective of TVET is producing competent, motivated a nd creative 

skilled manpower, to reduce poverty throughout the country and to put 

contribution for the socio-economic development of the country. These 

tomorrow's skilled manpower are trained and shaped by today's' TVET colleges' 

teachers. For the teach ers to accomplish their jobs by using their effort to the 
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maximum extent, their performance should be properly appraised and the 

required assistance for their developmental need h as to be given. 

However, if the purpose of teachers performance appraisal and the appraisa l 

criteria are not clearly defined, specified and communicated, and its process fails 

to operate effectively, then the appraisal results are often inaccurate and 

sUbjective . This results not only in malfunction of the appraisal program but also 

in deterioration of teachers' performance since their attitude towards the job may 

be negatively affected. 

The objective of this study is, therefore, to systematically investigate the 

implementation of the current system . of teachers' performance appraisal in ' 

selected public TVET colleges in Addis Ababa, and to identify the strengths and 

weaknesses encountered. To this end, the following basic questions are expected 

to be addressed by the study: 

1. What are the major purposes of the current teachers' performance 

appraisal and to what extent are these purposes being achieved? 

2. To what extent is the appraisal criteria objective, clear, and mutually 

agreed? 

3. Who are involved in appraising teachers'· performance and how skillful and 

competent are they? 

4. When and how frequently IS appraising teachers' performance being 

conducted and how a dequate is it? 

5. What is the process that the current system of teachers' performance 

appraisal involves and how successfully does it operate? 

6. What are the major problems or errors associated with the teachers' 

performance appraisal? 
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1.3. Significance of the Study 

The investigator believes that the significance of this study in the following ways: 

1. It may give insight to TVET College teachers and administrative personnel 

some of the weaknesses of the current system of teachers performance 

appraisal and may en able them to make some improvements. 

2. It may serve as a feedback to policy maker, TVET Colleges' deans and 

regional office authorities to reconsider or revise the current system of 

TVET teachers' performance appraisal. 

3. It may serve as a springboard for further study and also could serve as a 

document for future use. 

1.4. Delimitation of the Study 

The current system of Teachers Performance Appraisal of TVET colleges has been 

practiced only in three pubic TVET colleges in Addis Ababa since 1999 E.C., 

while the other two were in the process of transition to the college level. So, the 

investigator selected those three public TVET colleges to get adequate 

information for the study. Therefore, this study is delimited to the current 

system of Teachers Performance Appraisal operating in the following three public 

TVET colleges in Addis Ababa: 

1. Entoto TVET College 

2. General Winget TVET College 

3 . Addis Ababa Tegbareid TVET College 

1.5. Limitations of the Study 

The student researcher does not believe that the study IS totally free from all 

sor ts of limitations. Accordingly, shortage of finance, unavailability of relevant 

references on this topic, lack of cooperation on the side of the respondents III 

filling and returning questionnaire on time, and unavailability of the deans III 

their appointment time to conduct interview were among the limita tion that faced 

the study. Their magnitude, however, was not large enough to affect the findings 
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basically; but might have only changed the frequencies of the required responses 

to be obtained on time. 

1.6. Research Methodology, Procedure and Sources 

of Data Collection 

1.6.1 Research Methodology 

As indicated above, this study is aimed at assessing the implementation of the 

current performance appraisal of teachers in selected public TVET Colleges in 

Addis Ababa. Hence, descriptive survey method was employed with the intent 

that it could help to examine, the opinions of teachers, department heads and 

deans towards the implementation of the current system of. teachers' 

performance appraisal, and also to identify the similarities and/ or the differences · 

between the study groups, comparison was made regarding their opinion 

towards the current system of Teachers Performance Appraisal. 

1.6.2. Procedure of the Study 

After reading the available related literature on the issues of the system of 

Teachers Performance Appraisal, the basic questions of the study were 

established. Based on these basic questions and the reviewed literature of the 

study, questionnaires and unstructured interview questions were designed. Prior 

to the pilot test, the questionnaires and the interview questions were checked 

and corrected by the advisor. Based on the comment secured certain 

modification were made and questionnaires comprising close-ended and open­

ended questions were constructed and administered to 13 teachers and three 

department heads who are currently working in Misrak TVET College. Further 

the sample questionnaires were a lso given to three experts Uudges) who have had 

long experience working as educational administrator s and evaluating teachers' 

performance. Finally, feedbacks from the pilot-study groups (on objectives and 

reliability of the instruments) served to revise the questionnaire. Accordingly, 

three items that were found to be vague and irrelevant had been omitted . After 

ensuring the appropriateness of the instruments, the final copies were employed. 
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1.6.3. Sources of Data 

The data for this study were collected from both the pnmary and secondary 

sources. The primary sources were the first-h and information which were 

collected from College Deans, through interview and the data obtained from 

Department Heads, and teach ers through questionna ires. In a ddition, the 

personal observation of the research er a lso. served as a supplement to the 

primary data gathering source. The secondary sources were the second-hand 

information which were obta ined from various books, reference materia ls , · 

websites, other published and unpublished sources and relevant documents. 

1.6.4. Instruments for Data Collection 

Three types of data gathering instruments such as questionnaires, unstructured 

interview a nd relevant documents were used to collect the data required for the 

study. 

All the College Deans, Department Heads apd teachers can read and write 

English very well . Hence, both the questionnaire and the interview questions 

were prepared in English. In a ll cases,. the instruments had been pilot-tested · 

before they were administered to the final subjects of th e study. Based on 

comments secured, necessary correction s were made and administered to the 

study population. Since the number of college deans was few and could be 

manageable, unstructured interview was h eld with this source, while 

questionnaires were administered to teach ers a nd department h eads . 

In order to h ave an interpretable data the questionnaire items were prepared in 

the form of "yes" or "no" response . In addition , the Likert-scale type was u sed in 

five point rating scale ranging from. "Strongly agree" to "strongly disagree, which 

h ad a value of 5 to 1. 
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1.6.5. Sample Population and Sampling Techniques 

In Addis Ababa, currently there are five public TVET colleges . Among these, the 

three TVET colleges were selected using purposive sampling technique. The . 

reason was that the remaining two TVET colleges were upgraded to college level 

last year and they were not convenient to yield adequate information for the 

study. 

Regarding the participants due to the manageable size, a ll the 3 deans, and 26 

department heads of the three colleges were included in the study. The other 

group of the participants of the study were teachers from the selected three 

public TVET Colleges. Among the total number of 451 teachers a sample s ize of 

136 (30%) was selected using simple random and stratified sampling techniques. 

Out of 136 questionnaire distributed to teaches, 130 (95.6 percent) and a ll the 

26 questionnaire distributed to department heads were appropriately filled in 

and returned. In addition, the interview result from the three college deans was 

included in the analysis and interpretation of the data. 

1.6.6. Data Analysis 

The data collected from the respondents was organized and some statistical 

compu tations were made to assess the weaknesses and strengths encountered 

on the implementation of the current TPA. The collected data was then 

categorized and frequency distributions were made from which percentages and 

mode scores were computed and inherent relationship were analyzed and 

interpreted. The statistical techniques u sed in the study were limited to 

percentages and mode scores considering their appropriateness. 

1. 7. Organization of the Study 

The study is composed of four major parts (chapters) . The first chapter deals 

with introduction, statement of the problem and significance of the study, 

delimitation and limitation to the study, research methods and procedures used 

to carry out the study. The second chapter is concern ed with review of related 

~ 
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literature. The third chapter deals with analysis and interpretation of data. The 

fourth and the final chapter contains summary of the findings, conclusion and 

recommendation. Finally, references and appendices are attached. 

1.8. Operational Definition of Terms 

The following are the key terms with their respective meanings as used in this 

study. 

Appraisees: Refers to TVET college teaches whose performance IS subject to 

appraisal. 

Appraiser: Refers to TVET College Deans', Department Heads, students 

and teachers who are involved in appraising the performance of teachers. 

Performance: " ... In TVET Colleges, is the manner in which and the extent to 

which the tasks making teacher's job are accomplished. 

Performance Appraisal: is " ... a process of arriving at judgments about on 

teacher's past and present performance against the background of his/her work 

environment, and about his/her professional competence. 

Technical and vocational education and training colleges (TVET): are 

vocational training colleges of 10 + 3 level in Ethiopia. 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

2.1. What is Performance Appraisal? 

Different phrases are used for the term performance appraisal. Performance 

evaluation, merit rating, personnel rating, employee appraisal, efficiency rating, 

performance review, employee assessment, employee evaluation are some of the 

frequently used terms for performance appraisal. 

Some sources define the term performance appraisal in different ways based on 

the purpose it is intended to serve. Some of the definitions stated by different 

scholars are given as follows. As to Saiyadain (1995:188): 

Performance appraisal is an objective method of judging the relative 
worth or ability of an individual employee in performing his task. If 
objectively done, the appraisal can help identify a better worker from 
apoorone. 

This approach is limited to the extent that it looks at the outcome only. It does 

not focus on the utilization of resources and human efforts in achieving this 

outcome. Performance appraisal system should also focus on the individual and 

his development, so as to make him achieve the desired performance. Supporting 

this Aswathappa (2002: 199) defines performance appraisal as the systematic 

evaluation of the individual with respect to his./ her performance on the job and 

his or her potential for development. 

Dunham (1995:94) also noted that performance appraisal is the assessment of 

the past and present, an overview of current and potential skill, resources and 

capability available for the human resource management in the organization to 

meet present and future challenges, and identification of training needs. 

Performance evaluation is considered as an instrument through which an 

employee's performance and capability can be matched to the job requirement 

and career plan over a period of time. Regarding to this idea Attwood and Stuart 

10 



(1996 :85) put performance appraisal 

"­

as fOliows L we use the term 

performance appraisa l, we imply that we are concerned with the process of 

valuing the employee's worth to the organization, with a view to increase it." Here 

the authors used the term to indicate their concern in giving value to employee's 

performance appraisal. 

Moreover, Schermerhorn (1996:257) defines performance appraisal as the 

process of formally assessing someone's work and providing feedback on his/her 

performance. In other words, most of the time,. employees work without knowing 

how good or bad they are performing. Hence, continuous assessment and 

feedback is required in order to motivate them on their job or to enrich their ' 

working skill. On the other hand, employees need feedback and information to 

now whether they are on the right track or not, whether their performances are 

valued or appreciated by their supervisors. This idea was supported by Mathis 

and John (1997 : 343) and define performance appraisal as a process of 

evaluating employees performance in their jobs compared with the set of 

standards and communicating that information to these employees. 

Dailey (1988: 127) also considers performance appraisal as the process that helps 

to collect information about employees' efficiencies and effectiveness in their job 

for the purpose of making general personnel decisions such as jJromotion, 

transfer, demotion, termination and layoff. It also serves to identify training and 

developmental needs, and as a criterion against which selection and development 

programs are validated. 

Finally, Dessler (2003:241) put performance appraisal as a process of evaluating 

an employee's current or past performance relative to the person's standards . He 

further stated that, appraisal involves: setting work standards, assessing the 

employees actual performance relative to these standards, and providing 

feedback to the employee with the aim of motivating that person to eliminate the 

deficiencies or to continue above par. 

Regarding schools, the duties and responsibilities of teachers cover a wide range 

of activities . According to educators' the m eaning of adequate teachers' 
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performance exceeds far beyond from the mere physical presence of the teacher 

in the school and classroom (Befekadu, 1996:4). This is to mean that, the 

performance of a teacher is more than his /her presence in the school and lesson 

preparation. Teaching is a complex activity compared to other jobs. Hence, the 

definition of teachers' performance should in addition focus on specific methods 

of organizing and delivering instruction in order to improve th e teaching -

learning process and to raise the standard of achievement for a ll students (Ibid). 

To this regard, the evaluation of teachers' performance is a major feature of every 

teacher's work. 

Performance appraisal has significant benefits to the organization , the manager 

and the employees as will. Supporting this, Thomson (2000:129-130) states that, 

from performance appraisal:- an organization benefits by acquiring standard 

about its employees' , the staff needs, while the employees benefit in that it is a 

good opportunity to evaluate performance of one self. 

In genera l, the definitions given by a ll the authors are similar, because, a ll agree 

as performance appraisal is a process of assessing employees performance to 

identify those employees who are performing below standards from those 

performing above par. However, their difference lies on the stands that they have 

taken in discussing to whom it benefits. Some said it is beneficiary only for the 

organization and the mangers, while the others disclosed as it benefits all the 

organization, the manger and the employees. To this end the definitions which 

deal, as performance appraisal has significant benefit to the organization, the 

mangers as well as the employees a re considered to be relevant to this study. 

2.2. Importance of Performance Appraisal 

Performance appraisal has evolved as a valuable tool of effective management as 

far as it h elps in achieving organizational and individua l objectives. Properly 

designed and systematically implemented, performance appraisal can have 

advantages both to the employer organization a nd the employees . This is will put 

by Monga in Saiyadain (1995: 190) as "all performance appraisal should 

emphasize individua l objectives, organizational objectives, and mutual 
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objectives". The author further discussed that:- the individual objectives may 

contain such areas as personal development, satisfaction and involvement of the 

individual, and the perception of fair and just compensation. Concerning the 

organizational objectives performance appraisal should generate manpower 

information, help in human resource development, improve efficiency and 

effectiveness as well as employee relations, serve as a mechanism of control and 

provide a rational compensation structure . Regarding mutual goals, such items 

as growth and development, harmony, effectiveness and profitability were 

emphasized. 

According to Dessler (2003:241) appralsmg performance IS important for the 

following four reasons. 

First, appraisals provide information upon which you make promotion 
and salary decisions . Second, they provide an opportunity for you and 
your subordinate to review his or her work-related behavior. This in 
tum lets both of you develop a plan for correcting any deficiencies the 
appraisal might have unearthed, and for reinforcing things done right. 
Third, the appraisal is part of the form's career-planning process, 
because it provides an opportunity to review the person's career plans 
in light of his or her strengths and weaknesses. Finally, appraisals 
help you better manage and improve your firm's performance. 

The above description clearly demonstrates how employee performance appraisal 

system serves the most important aspects of human resource management. To 

the employer, it helps in determining training and development needs of its 

human resources, and in deciding on such administrative issues as employee 

promotion, salary increase, and transfer. And to the employee, it informs him 

about his strengths and limitations and also creates a learning experience that 

motivates him to improve. 

If educational evaluation is to be undertaken, the teacher has to be considered 

as the central figure in the schools operation (Costa in Harris, 1986: 1). The point 

discussed by Costa emphasize that the teacher is the most significant person in 

teaching-lea rning process. Thus, appraising teachers' performa nce should be 

considered as one of the important issues in educational institutions . 
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2.3. Principles of Performance Appraisal 

There are some key guiding principles, which have emerged form research and 

experience, and proved relevant to any system of performance appraisal. 

Understanding these key principles can be useful to learn how a successful 

employee performance appraisal program can' be designed and operated in the 

interest of enhancing the development of an individual employee and the 

organization in which he works. 

2.3.1. Principles of Effective Communication 

Effective two-way communication between the appraiser and the appra ised IS 

essential for the successful operation of the system of performance appraisal. A 

full support and commitment of appra isers and the appraised can ensure when 

they have mutual understanding about the purpose, criteria, and process of the 

appraisal program. 

Failure to clearly communicate about the purpose, criteria and process of the . 

appraisal program can result in uncertainty and apprehension particularly 

among employee. Regarding teachers Gorton (1983:243) discussed that, when 

teaches are appraised without having a clear information and knowledge about 

the appraisal program, they often tend reluctant to participate cooperatively in 

the appraisal process and to accept performance rating presented by their 

appraisers. 

2.3.2. Principles of Appraisers Training 

The appraisal of employee performance is a complex and sensitive task, which 

reqUires adequate competence in human, technical and conceptual skills. ' 

Because of inadequate training in skills of performance appraisal, many 

appraisers tend to approach the task of appraising teachers' performance with 

some reluctance and insecurity (Bollingston et. ai , (1990: 10). Moreover, 

appraiser with no relevant training often commits appraisal errors, which 

ultimately result in subjectivity of the appraisal result (Gorton, 1983:258). It is 
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therefore, essential to provide appraisers with the necessary knowledge and 

skills of performance appraisal through trainings. 

2.3.3. Principles of Participation 

Performance, as a system, is participatory. The system likely succeed with 

employee (the apprised) who are directly affected by the appraisal program are 

made to involve in the design and operation of the system; and when they feel 

that the appraisal system is positive and constructive, the appraisal criteria are 

defined and realistic, and its process is appropriate. 

Similarly, teachers' performance appraisal program will be successful when 

teachers, who are directly affected by the appraisal program, are made to involve 

in the designing and operational process of the system (Zewdneh, 1987: 173), and 

when they perceive that the purpose of the appraisal is positive. Its criteria are 

clearly defined and objective , and the process of the appraisal is appropriate 

(Johnston and Yeakey, 1979:21). Supporting this idea, Melaku (1992:29) 

stressed that "Thus, for a system of teachers performance appraisal to be 

effective, teachers participation in the formation as well as implementation of the 

scheme must necessarily be sought for." 

2.4. Purpose of Performance Appraisal 

Perhaps the most critical phase in the design of any system of performance 

appraisals is determining its purpose. ' The purpose of the appraisal scheme 

determines the performance criteria and the appraisal methods to be adopted, 

the role of the appraiser, the process of gathering data and the nature of the 

feedback process. Thus, the success of an appraisal scheme has to be judged in 

terms of how far it achieves the purpose or purposes for which it was intended to 

serve . So that, a well-defined and clearly stated purpose is a major prerequisite 

for performance appraisal, "so many appraisal programs failed because they 

have been launched without a clear definition of the purpose to be achieved ." 

Bittle (1978:48). 
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In this regard, Paisey (1983:135) has forwarded some major reasons why 

performance appraisal purposes have to be clearly defined: 

• The purpose of evaluation often determines the kind of information that 

the rater should acquire. 

• It also determines the kind of method or approach that should be selected 

or used together with the necessary inforrnation and 

• Appraisal creates a stress on people, besides it demands people's time and 

effort, which may only be given willingly when they believe that their efforts ' 

are worthwhile and rewarding. 

Performance appraisal serves a number of purposes m organizations. First, 

management uses appraisal for general personnel decision. It provides 

information for such important decision. It provides information for such 

important decisions as promotions, transfer, terminations and so on. Second, 

appraisals identify training and developmental needs. They pinpoint employee 

skills and competencies that are currently inadequate but can be remedied if 

appropriate programes are developed. Third, performance appraisal can be used 

as a criterion against which selection and development programs are validated . 

Fourth, appraisals also fulfill the purpose of providing feedback to employees on 

how the organizations view their performance. Finally performance appraisals 

can be used as the basis of reward allocation (Robbins, 1997:219). The above 

points discussed by Robbins emphasize that performance appraisal serves both 

developmental and administrative purposes. 

The purposes of performance appraisal may be summarized into two categories: 

Administrative and developmental. The administrative purposes include 

decisions on pay, promotion, demotion, retrenchment termination. The 

developmental purposes include research, feedback, management and career 

development, human resource planning, performance improvement and 

communication (Schuler, Dowling, Smart and Huber, 1992:207). 

Regarding schools, Turner and Clift (1988:59) noted that two basic purposes of 

teachers appraisal schemes. These are: 
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a) Formative appraisal concerned with professiona l development, the 

improvement of practice by identifying strengths, weaknesses, needs and 

interest. 

b) Summative appraisal concerned with the selection, promotion, 

redeployment and dismissal of teachers . 

This is a conceptual distinction, however, and in practice most schemes tend to 

serve both purposes to varying degrees. Furthermore, in addition to these broad 

overall purposes, schemes are perceived by participants a lso to have purposes of 

more specific nature. The a bove two purposes discussed by Turner and Clift are 

elaborated by Gorton (in Melaku 1992 :45) as follows: 

Formative appraisal is basically develop'mental in purpose, focusing 
on continuous and sustained professional improvement of teachers, 
and on developing a sense of job satisfaction in them. On the other 
hand, summative appraisal is judgmental in purpose whereby 
administrative or personnel decisions are made to determine teachers 
promotion, or demotion or tenure, transfer and salary raise. 

The above discussion indicates that both purposes of teachers' performance 

appraisa l a re designed for improving the immediate professional performance of 

teachers can h ave implication for th eir career in the long-term. 

Evidence from recent studies . has shown that there is a controversy among 

scholars whether a single appraisal system can satisfactorily serve both 

summative and formative purposes simultaneously. Advocates of one system for 

the two purposes often argue that even if a dua l system would be ideai, there a re 

limitations of time, money, and personnel to process them effectively. Thus, they 

recommend a properly designed system of appraisal to serve both summative 

and formative purposes simultaneously (Miller, 1987:17-18). 

Contrary to the above recommendation, many educators and researchers 

advocate for the separation of the two purposes a nd pursue them with two 

different appraisal systems, respectively. The justification they often give relates 

to the appraisal process and method, appraisers' function, and appraisers ' 

perception about appraisal. 
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An advocate for a s ingle system to a single purpose of appraisal valid for one 

purpose is applied to a different purpose. For instant, Glueck (1 982:374) argu es 

that since a method of appra isal adopted in a process and the performance 

informa tion it generates should be the reflection of the appraisal purpose, an 

appraisal method and process that reveal th e extent of improvement in a 

particular competencies may not work for ranking employees for compensa tion 

and rewa rd purposes. 

Although lists of purposes vary in content and length . Millman and Linda · 

(1990: 159) listed four purposes for which teachers evaluation can be used. These 

are : 

1. Accountability: to ensure that only effective teachers continue III the 

classrooms 

2 . Professional growth: to foster the professional growth of n ew and 

continuing teachers. 

3. School improvement: to promote school improvement and the 

enhancem ent of students learning. 

4 . Selection: to ensure that the best qualified teachers are hired . 

Hence, the purpose of performance appra isal comprises both th e improvement of 

the performa nce of the individual a nd that of the ins titution. That is by 

enhancing and maximizing educational opportunities of students through 

teachers' professional development, both institutional and individual growth can 

be brought about. 

Webb and Scott (1999:380-81) a lso cites the following as the purpose of teachers' 

performance appraised: 

• To en sure th a t students a re provided high quality instruction . 

• To meet s tatutory and contractual r equirements . 

• To recognize outstanding teachers performance. 

• To provide opportunities for teach er s to develop their professional skills. 
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As mentioned previously, despite the fact that the purpose of performance 

appraisals have been discussed by various authors, the central idea is still the 

improvement of performance and the development of teachers' skills and 

knowledge on the performance. 

The purpose of an appraisal scheme, of course, determines the nature and 

content of the measuring criteria and the appraisal process as well. Thus from 

the very beginning in the design of the system, the purpose of the performance 

appraisal program should be clearly defined and known both by the appraisers 

and the appraisees. 

2.5. Criteria for Performance Appraisal 

Performance criteria represents the specific activities involved in the job, which 

an employee is expected to perform effectively. Criteria for appraising employees' 

performance reflect specific activities called key results area which must be 

carefully identified, clearly understood and mutually agreed upon both 

appraisers and the appraised as critical for the realization of the desired outcome 

form the job. In short, criteria are statements of standards against which an 

employee's competency in performing specified activities is measured (pinnington 

and Tonny, 2000:99). 

The criteria for appraising employees' performance on the job should arise from 

the job itself. Job analysis and the resulting job description is the bases for 

developing criteria for performance appraisal. It is obvious that the criteria 

should be related to the job (Aswathappa, 2002:211). Furthermore, Aswathappa 

noted that three criteria for assessing performance should be formulated with 

the consideration of the following points. The quality and quantity of work, time 

lines and cost effectiveness of the work, and the workers need for supervision 

and interpersonal impact. 

Regarding to the above discussion the criteria for appralsmg employees' 

performa nce should focus on such job rela ted a reas of work a s quality of wok 

performed, quantity of work done and how well the employee gets along with 
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others at work. To put this into effect, the performance appraisal criteria are 

required to be clearly identified and well developed. Donnelly et.al. (1992:421 

write "an important and necessary step in developing a performance appraisal 

system is the development of criteria that indicate successful performance." 

However, this does not mean that we avoid subjective factors such as initiative, 

enthusiasm, loyalty, and cooperation. Unless such factors can be clearly shown 

to be job related, they should not be used in formal evaluation (Ibid) . Thus, 

criteria of performance appraisal must be valid and reliable. 

Similarly, teachers' performance criteria are statements of standards against 

which a teacher's competency in accomplishing specified teaching activities is 

measured (Melaku 1992: 19). He further elaborates that "effective performance 

criteria to measure teacher's competence are expected to posses three major 

characteristics: Validity, Reliability, and Utility". Validity refers if the set of 

performance criteria accurately measures what it is meant to measure. Neither 

the criteria nor measuring of them should be biased and trivial. They should 

rather be relevant to teachers specific performance. Reliability refers to the 

consistency of measurement across appraisers' observaLions and utility refers to 

a proper cost and benefit. 

Based on the extensive researches conducted Heneman (1986: 146-147) 

identified two requirements for developing effective performance criteria. "First, 

identifying the dimensions of performance, and secondly, the stablishment of 

standards." Hence, the criteria should be based on the purpose that is intended 

to be served through the system of performance appraisal. If the purpose of the 

appraisal program is to improve performance, they should be performance 

rela ted. If the main purpose is possible promotion, the criteria would be designed 

to help in assessing the potential performance of an employee on the new job. 

Harris (1986:73) noted that meaningful evaluation of teaching demands careful 

attention to how we define teaching, the focus given emphasis, and the criteria of 

effectiveness to be used. He further discussed that teaching can be defined 

narrowly or broadly, to include only inter classroom even ts or extend beyond the 

classroom to include a broad array of professional pursuits of social and political 
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kinds. Teaching needs some kind of limited definition or evaluation is not 

feasible. The emphasis for instructional purpose is appropriately on the teacher 

within the context of the school, with major emphasis on classroom practices. 

Regarding to the Ethiopian context MOE, in the new educational and training 

policy (1995 E.C.) states that, "the criteria for the professional development of 

teachers will be continuous education and training, professional ethics and 

teaching performance". 

As stated in A.A. city Administration TVET Colleges Teachers /trainers/ 

appraisal procedures and derivatives (1999 E.C.), each TVET college teacher 

/ trainer / is appraised according to the following five basic performance criteria. 

These are: 

1. The result obtained in the educational and training process. 

2. Research and innovation works done privately or in group 

3. Appropriate use of resources. 

4. motivation of work 

5. Comprehensive professional ethics. 

2.6. Who Should Do the Appraisal? 

Researches and studies in schools shows that more thought h as been given to: 

who should conduct appraisals, and what kind of skills, knowledge or other 

attributes an appraiser should ideally have (Turner and Clift, (1988: 122). They 

further suggested that it is not sufficient simply to allocate to someone the role of 

appraIser. 

Thomson and Christopher (1994:197) write, "Performance appraisal is inherently 

complex" This complex task requires clearly defined criteria and well trained or 

skilled individuals to carryout the task effectively . Regarding to the question who 

should appraise employee's performance in an organization? many writers agree 

with the following sources: Immediate supervisors, peers, self appraisal, 

customers / clients/ and multiple - sources (360-dgere) appraisal. 
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2.6.1. Immediate Supervisor 

Different authors agree that, immediate supervisor is the most fit candidate to appraise the performance of his/her subordinates. According to Aswathappa (2002:204) there are three reasons in support of this choice. These are: 

1. There is no one more familiar with the subordinate's performance than his /her supervisor, 
2 . The supervisor has the responsibility of managing a particular unit. Unless he does the appraising himself he cannot adequ ately discharge his responsibility for assisting and teaching his subordinate; 
3 . Since the appraisal programmes are often clearly linked to training and development, the immediate supervisor IS may be the logical choice to conduct th e performance evaluation. 

The appraisal of an employee by his/her immediate supervisor has its own advantages and disadvantages. The advantages are that the immediate supervisor usually has the best knowledge of his subordinate's individual job . content, objectives and overall performance. So that, he / she is the appropriate person to asses the performance of his /her subordinates. On the other hand, the main disadvantage of appraisal by immediate supervisor is the issue of friendship . It is quite possible for interpersonal relationship to bias performance rating either positively or negatively (Hume, 2000:44). 

Many survey studies have shown that in a lmost a ll school systems, the key person accountable for appraising teaches is the principal. The reason is that, due to the administrative position he holds, he has th e opportunity to observe, interpret, and analyze teachers performance in relation to the school objectives and hence, links effective performance with rewards (Glueck, 1982:380). The other assumption is that, since principals are strictly held accountable for teachers performance appraisal (Butterman and Wilson, 1987:5) , they hold the appropriate position at the school level to produce valid and reliable performance data relevant to make sound administrative decisions on teachers (Morison and Kranz, 1981: 18). 
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Research findings show that most of teachers' performance appraisal schemes 

in most school systems have proved ineffective due to lack of the required 

knowledge and skills in it as well as commitment to the appraisal. Supporting 

this Webb et.al. (1987:30) have noted that most school principles often lack 

the qualification to accurately appraise teachers' performance. 

2.6.2. Self-Appraisal 

In self-appraisal, the employee himself or herself evaluates his or her own 

performance (Aswathappa, 2002:204). In many organizations, self-appraisal is 

often used for developmental purpose. It may serve as a vehicle of 

professional improvement, ensuring lasting change and development of 

employees' competence and quality of performance. Self-appraisal helps an 

employee to analyze his current actual level of performance in the light of 

desired performance competence and set goals for improvement (Mathis and 

John 1997:350). They further suggest that if an employee is working in 

isolation or possesses a unique skill , he/ she may be the only one qualified to 

evaluate his/her performance. This indicates that if an employee has good 

knowledge about the objectives he / she is expected to achieve and has a better 

skills of the tasks he / she is performing, then he / she is in the best position to 

appraise his/her own performance. 

As to Edsnap, Tom and Greg (1 997:57) self-appraisal has several advantages . 

. Such as:- it may promote personal development, improve communication 

between managers and subordinates and clarify differences of opinions 

between mangers, and helps to overcome some of the problems of sUbjectivity. 

On the other hand self-appraisal has its own disadvantages. :The basic . 

problem is that employee's usually rate themselves higher than they are rated 

by supervisors or peers (Dessler, 2003:259). Supporting this Aswathappa 

(2002:205) noted that "self-appraisals are also more likely to be less viable , 

more biased and less in agreement with the judgments of others." 
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Studies on teachers ' performance app raisal cited some potential values of 

self-appraisal at different points in th e appraisal scheme. West and Bolignton 

(1990:20) noted that when self-appraisal precedes superior appraisals, it 

enables the teach er to clarify his thoughts in readiness for appraisal 

compon ent. Moreover, if it is used genuinely and appropriately by both 

teaches and appra isers, self-appraisal encourage the involvement of teach ers 

in the appra isal scheme, minimize their sense of defensiveness and 

complaints about their appra isal (Gorton, 1983:244). 

2.6.3. Peer Appraisal 

In a ny organization, peers a re those employees working together at the same 

level and type of work. In peer appraisal approach each employee appraises . 

each of the other members of the work group/ it is considered as a credible 

source of performance data, no t only because of their frequent contact to each 

other but a lso because of their interdependence to accomplish common 

assignments a nd common objectives (Glueck , 1982:381). Moreover, peers a re 

in a better pos ition to evaluate ccrtain facts of job performance which 

. supervisors and oth er s cannot do. Closeness of the working relationship and 

the amount of personal contacts place peers in a better position to make 

accurate assessments (Aswathappa, 2002:204). 

This is in short to mean that people working together as equals : know one 

another well and usually understood the scope of the job. Thus, peers a re 

rela tively in better position to appra ise one's performance accurately. 

Researches have shown peer appraisal to be a reliable judge of performa nce 

even though friendships , animosities and prejudice can be problems (Dessler, 

2003:258). Supporting this idea Aswathappa (2002:204) noted that even if 

. peer-appraisa l has contributions to work groups in improving perceptions of 

open communication, task motivation, social loafing, group viability, cohesion 

and satisfaction, unfortunately friendship of animosity may result in 

distortion of evaluation . Further, when reward a llocation is based on peer 
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evaluation, serious conflict among co-workers may develop and finally all the 

peers may join together to rate each other high. 

In school setting, teaches interact in various ways as peers. They share 

materials, confer about students, serve on committees, engage in in-service 

training together, strike, and socialize. This relationship provides an 

information base that each teacher has concerning any other teacher who is 

truly a colleague. Teachers do know something about peers with whom they 

work together most closely over the years. Hence, they can be accepted as a . 

data sources (Harris, 1986: 104). This implies that peer appraisal approach in 

Teachers performance appraisal scheme with appropriate procedures, valid 

estimates of staff relationships is possible. Unfortunately, involvement 

acceptance, and side effects may all be disadvantages (Ibid). 

2.6.4. Clients 

Clients may be members within the organization who have direct contact with 

the appra isee and make use of an output (god or service) this employee 

provides. Interest, courtesy, dependability and innovativeness are a few of 

qualities for which client can offer rating information (Aswathappa 2002:204). 

In a school system the clients are students. They h ave extensive opportunities 

to observe teaching and see a variety of teachers performance overtime 

(Glatthorn , in Harris, 1986: 103). Thus their appraisal report can be objective, 

reliable, and va lid (Harris, 1986:104). Hence, students' could served as a good 

. source of data due to unique position th ey have in the school to observe the 

job performance of their teachers more than everyone. Researchers suggest 

that students' appraisal data are quite valid when restricted to simple and 

clear descriptions of teaching competence (Darling-Hammond et.al., 1983:7). 

To these end, since students a re the u ltimate beneficiaries of instructions and 

have their own expectations from schools, they can provide enough 

information regarding to the instructional process. However, due to lack of the 

skills and experiences, students are less capable of articulating a view as to 

the effectiveness of their teachers (Turner and Clift, 1988: 104). 
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2.6.5. Multi-Source (360-degree) Appraisal 

The 360-degree appraisal technique isa systematic collection of performance 

data on an individual employee or a group of employees from the number of 

stakeholders such as the immediate supervisors, team members, customers, 

peers (clients) and self (Aswathappa, 2002:225). According to Dessler (2003:260) 

this approach provides a broad perspectives about an employee's performance 

and in addition it facilitates greater self-development of the employee multi­

source feedback is useful for one's development' because, it enables an employee 

to compare his or her perception about self with perceptions of others . Stressing 

this Robbin (1997:289) noted that, this technique provides for performance 

feedback from the full circle of the daily contacts that an employee might have. 

In this approach es the supervisor is the focus of the multi - source appraisal. 

However, there are drawbacks associated with 360-degree feedback. Some are: 

receiving feedbacks on performance form multiple sources can be intimidating, 

organizations that use this technique take long time on selecting the raters, 

designing questionnaires, and analyzing data and in addition, multiple raters arc 

less adept at providing a balanced and objective feedback than supervisors who 

are sought to be replaced. Raters can have enormous problems separating 

honest observations from personal differen ces and biases (Aswathappa, 

2002:225). Even though, mUltiple source appniisal h as its drawbacks, it is likely 

to be more extreme than individual ones. It is generally perceived to be fair by . 

appraisees . Thus more and more number of firms are using the 360-degree 

appraisal techniques to assess the performance of their employees, and a recent 

innovation in education is the multi-source appraisal of teachers and lecturers 

by their students, peers and supervisors (Thomson and Mabey, 1994 :207) . 

In TVET colleges of Addis Ababa, teachers (trainers) are appraised by three 

parties, namely students (25%), teachers (trainer) peers (15%) and head of the 

department or vice dean or deah as appropriate (60%) (AAEB, 2004:24) . 
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2.7. When and How often to Appraise 

The design of any appraisal scheme address the question: when to appraise and 

hqw often. These questions refer to the timing and the frequency of appraisal. 

These two basic issues have to be entertained based on the s ituations and the 

purpose of the appraisal scheme. In support of these Donnley and his colleagues 

(1 992 :412) noted that "the time to appraise depend upon the situation and on 

the intent of the appraisal" . 
• 

A formative appraisal, which is developmental in purpose, involves a continuous 

professional watching and counseling process (Manatt, 1987:2). For such 

purpose to be effectively served, performance appraisal should take place as 

frequently as possible, because for employees to improve their performance they 

need frequent performance feedback based on valid and reliable performance 

da.ta (Burnham, 1995:27). On the contrary, when an appraisal program is aimed 

at obtaining performance information necessary to make administrative 

decisions, such as promotion and salary incre~se, one or two take observations 

in a year may be is sufficient (Montgomery and Hadfield, 1989:99). 

As regards to the timing of performance evaluation, Costello (1 994:32) suggests 

that "it makes more sense to schedule appraisal programs at the completion of a 

task cycle". This approach may be commendable to obtain complete information 

about the quality and quantity of work performed by the employee. 

Generally speaking, appraisal of performance of an employee should be 

undertaken as frequently as possible as giving frequent feedback to employees 

would help them improve their performance. Supporting this Aswathappa 

(2002:213) put that, frequent assessment is better than phase evaluation. 

Feedback in the latter is delayed and the advantage of timely remedial measures 

by the employee is lost. Frequent evaluation gives constant feedback to the ratee, 

thu s enable him or her to improve performance if there is any deficiency . 

Regarding teachers appraisal scheme Robert and David (1990: 2 16) advocate on 

the duration of evalua tion saying that the teacher's performance evaluation 
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should be taken for 3 hours per week. However, if it is for promotion and training 

usually is conducted twice a year. Despite the fact that evaluation is a process of 

a day to day follow up of teachers instructional activities, som e countries prefer 

to have evaluation twice in a year (Lucio and Meneil , 1979 :219) . 

.... 
As indicated above, regarding time of appraisal, defined standard IS not 

recommended except suggestions are forwarded as alternatives. In our country, 

according to the new educational and training policy MOE (1988 E.C) teaches 

evaluation should be conducted twice a year at the end of each semester. 

Similarly, appraisal of TVET college teachers ' /trainers/ in A.A is expected to be 

conducted twice a year at the end of each semester (AAEB, 2004). 

2.8. Processes and Methods of Performance 

Appraisal 

Performance a ppraisal is not a mere activity . It is done based on the processes of 

activities arranged in sequential steps. Different writers put performance 

appraisal process in different ways . However, the appraisal process should 

contain steps of activities ra nging from defining the purposes, setting the 

standards, appraising the performance and the likes. Regarding this , Churden 

and Sherman (1976:222), Armstrong (2001:474), and Marchington and 

Wilkinson (2000: 135-136) emphasize that the appraisal process should include: 

planning, acting, monitoring, reviewing and also observing what were done, 

designing the requirements, discussing on the appraisal with employees and so 

on. 

As to Kyriacou (in Melaku, 1992: 75) the following are a systematic process of 

teachers performance appraisal scheme:-

1. Pre-appraisal meeting of the appraisal and the appraiser. 

2. Classroom (Task observation and collection of other data. 

3. Post-appraisal conference and target-setting. 

4. Follow-up discussion between the appraiser a nd the appraisal. 
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Following these logical steps may mlmmlze or lessen conflicts that may anse 

between the appraisers and the appraisee as a result of improper performa nce 

appraisal. 

Concerning the appraisal method, the choice of th e methods depends on 

organization a l ethos, its objectives, size, product, technology, etc . some of the 

most prevalent methods according to Saiyadain (1995: 193-20 1), Milkovich and 

Boudreau (1 99 1:97- 103), Rue and Byars (1990:208-220). Aswathappa 

(2002:2 13-221) and Dessler (2003:243-253) are noted as follows: 

1. Rating scale method: It is the simplest and most popular method in 

performance a ppra isal. It consists of severa l numerical scales and can be 

used to assess factors such as dependability, initiative, output, 

attendance, attitude, co-operation and the likes. 

2. Checklist method: in this m ethod a checklist of statements on the 

behaviors of the employee and his/her job is prepared in two column - a 

'yes' column and 'no ' column. The rater ticks 'yes' column if the answer is 

positive and 'no' column if th e answer is negative. 

3 . Forced choice method: Is a specia l type of checklist. The rater here has 

two or more a lternative statements of choice. He indicates as which 

statement is the most or the least indicator of the employee. 

4. Critical incident Methods: In this method the superior note (record) the 

specific behaviors of an employee that makes a ll the differences between 

effective and non-effective performance of a job. 

5. Behaviorally Anchored rating method (BARS): This method combines 

the major elements of critical incidence a nd graphical rating scales, by 

anchoring the rating scales with a specific behavioral example of good or 

poor performance. The rater should indicate which behavior in each scales 

best describes an employee's performa n ce . 

6. Simple Ranking method: In u sing this method the appraiser tries to rank 

employees from the best to the poorest on some performance dimension. 

This is the oldest and the most elemen tary method of appralsmg 

employees' performance. 
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7. Paired comparison method: In this method every employee is paired with 

every employee in the work group. Here the appraiser decides which of the 

two employees in each pair is more valuable to the organization. This 

process continuous until each employee h as been pa ired with other . 

employee and each one's rank, relative to every other person has been 

determined. 

8. Management by Objectives (MBO): management by objectives is the well 

known technique of setting objectives and then jugging how well they a re 

met. Performance a ppraisal is a m ajor part of that process . In these 

methods the employee to be appraised is involved to set performa nce 

objectives together with his supervisor or appraiser. The obj ectives are 

primarily set in quantitative terms. The objectives set by the employee and 

his supervisors are mutually agreed upon and objectively measura ble . 

When objectives a re measurable and accepted, employees may be more 

motivated to achieve them since they h ave participated in setting them. 

Moreover employees may have the ch a n ce to periodically adjust their 

performance if they can measure their p rogress towards th e objectives. 

MBa method h as advan tages if it is correctly done. Some a re: it improves 

communication between supervIsors a nd employees, performance 

discussion focus on the jobs objectives and not on the personality of the 

employee, biases can be reduced to the extent that goal attainment can be 

measured objectively. However, MBa a pproach h as some limitations. 

These a re, setting unclear, immeasurable objectives with the subordinate 

sometimes turns to into a tug-of-wa r. 

As stated in A.A. city Administration TVET colleges teach ers (trainers) Appra isal 

Procedures and Derivatives, (1 999 E .C.) the implementation processes of TVET 

colleges teachers appraisal follows the following steps. 

1. Prepa ring questionnaire based on pre-established standards . 

2. Orienting appra isers abou t the purpose a nd the processes of the 

appraisal a nd providing the questionna ire . 
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3. At the end of each semester the questionnaires will be distributed to the 

appraisers and will be recollected after the rating by the department 

heads. 

4. From the recollected questionnaires the result of ratings will be 

summarized and registered. 

5. After the rating process post-appraisal meting will be held by appraisers 

and appraises and discussion will be made with low rated teachers. 

6. The decision arrived by this meeting will be registered and will be given to 

the appraisee through a letter. 

2.9. Problems of Performance Appraisal 

It is obvious that the aim of any performance appraisal is to provide an accurate 

picture of the past and! or the present employee performance and ultimately to 

help both the employee and the organization be competent in goal achievement 

(puttman, 1980:36). However, no single system of performance appraisal is 

found to be free of criticism. To whatever degree of effectiveness it is designed, 

any appraisal system has it sown strengths and weakness. According to Szilagyi 

and Mare (1 983:369)), all the problems to whi,?h managers and employees point 

in performance evaluation can be summarized by the terms validity and 

reliability. The authors claim that both of these terms are qualities of the entire · 

evaluation process. In support of this, Dailey (19988: 129) discuss that most of 

the performance appraisal problems that occur are of the type that threaten the 

validity and relia bility of the performance measure. The performance appraisal 

lacking these properties is likely to be regarded worthless by employee 

themselves. There are several problems for the failure or malfunction of the 

appraisal systems, which are related to: The design a nd operations of the 

system, skills and competence of appraises, attitude of appraisees towards the 

performance appraisal. 

2.9.1. Problems of Design and Operation 

The design and implementation of an appraisal system can be the ongln of 

failure if its purpose and appraisal criteria are not clearly defined, specific, 
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measurable, a ttainable, realistic, communicated and h ave no time frame. 

Actually, the purpose of the appraisal system determines the n a ture and content 

of the appraisal criteria and process. Thus, form the very beginning, in the 

design of the system, emphasis has to be given to the purpose of the 

performance appraisa l scheme. The purpose of the performance ' appra isa l . 

program should be defined a nd communicated by both the appraisers and 

appraiseses (Costello , 1994:6). 

Appraisal h as to be against certain criteria . Lack of validity and reliability of the 

appraisa l criteria is another source of problem a n appra isal program m ay suffer 

from. Most appraisal criteria often encourage 'personal appraisa l' ra ther than 

"performance appraisal', hence appraisal results are often inaccurate and 

sUbject ive. If discrepancy between the expected and actual performance is 

pointed out, the question is whether the expe~ted was fully and clearly defined 

and communicated to the appra isee. In th e absence of such a n attempt the 

appraisal report can be questioned. Thus, measuring criteria that fail to gen erate ' 

valid and reliable performance data will serve n either administrative nor 

developmental purposes (Sa iyada in , 1995:206). 

Another source of failure for any performance appraisal system is if both the 

appraisers and appralsees are not given th e opportunity to participate in 

determining the appraisal purpose and criteria. The absence of such 

pa rticipation of the appraisers and appraisees may not only be the source of 

malfunction of the appraisal program it may deteriora te the employees ' 

performance since their attitude towards the job may be n egatively a ffected 

(Beverige, 1975: 17). 

2.9.2. Problems with the Appraisers 

No matter how clea rly the appra isal purpose is defined and to what degree the 

appraisal criteria are specific, measura ble, attainable, realistic and 

communicated as well, th e appraisal processes and results often prove ineffective 

mainly, because the appraisers lack of required knowledge and skill in appraisal 

and, sometimes, commitment to appraise. Due to this appraisers often make 
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different types of errors (Saiyadain, 1995:205). The major ones are discussed 

below. 

1) The Halo Effect 

Halo error is a tendency to influence the evaluation of other traits by the 

assessment of one trait. It is a tendency to rate high or low on a ll traits due to 

the impressing of high or low rating on some specific tra it. Halo effect takes place 

when traits a re not clearly defined and a re unfamiliar (Saiyada in, 1995:205). 

2) The central; Tendency Error 

It is a tendency of raters to erroneou sly rate a ll employees in a work group with 

in a na rrow range of rating regardless of th e actual performance difference ' 

existed amon g the employees. This takes place when th e rater has inadequate 

evidence on employees performance, he hesitates to discrimina te their level of 

performance, and ultimately tends to rate every employee's performance average 

or above avera:ge (Aswathappa, 2002:208). 

3) Constant Error 

This is a problem of the rater when he tends to be lenient or strict in rating 

employees' performance. Some appraisers are easy raters, rating employees 

extremely high and some are strict raters rating employees extremely low. The 

tendency of leniency of raters in appraising employees' performance may . 

probably is for two reasons: fearing low rating m ay de-motivate employees 

toward better performance or they may not want to spoil their relationship with 

the employee. In short constant is the tendency of the raters being too strict, 

lenient or taking the middle position (Mondy, 1999:35 1) . 

4) Primacy and Recency Effect 

This is wh en the rater's rating are heavily influenced either by behavior 

exhibited by the ratee during the early stage of the review period (primacy) or by 

outcome exhibited by the ratee near th e end of the review period (recency) 

(Aswathappa, 2002:208). 
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5) Similar - to - me - Error 

It is a wrong tendency of a rater who judges more favorable the performance of 

those appraisees who appears to be similar in their behavior to himself (Robbins 

1997:225). According to Szilagyi and Marc (1983:374), similarity error is a 

specia l error in which evaluators rate a person who is similar to them in attitude, 

interest, race, sex or other demographic characteristics in more favorable light . 

than these wh o are not. In support or this , Rue and Lioyd (1990:214) discuss 

that personal biases can cause error in performance appraisa l because mangers 

with biases or prejudices tend to look for employee behavior that conform to their 

biases. 

6) Contrast Error 

This often occurs in the sequencmg of ratings, or when performance of 

appraisees is taken as a reference to rate that of the others. That is, if excellent 

performers are rated first average performers ~ill likely be rated low, and if poor 

performers are rated first, average performers will likely by rated high (Flippo, 

1984:239). 

The appraisers problems discussed above, in implementing the appraisal process 

are only a few but commonly exist in a lmost a ll systems of appraisal including 

teachers' performance appraisal systems. 

2.9.3. Problems with the Appraisees' 

For a system of performance appraisal to function well, it is important that the 

employees regard it as potentia lly valuable to improve their competency and 

achieve organizational goals successfully. However, most efforts of performance 

evaluation are narrowly focused and oversimplified that they give little regard to . 

the favorable perception of employees (Burnham, 1995:8). 

Employees negative attitude towards appraisal results from their doubt about 

the validity and reliability and performance feedback or ratings presented by 

their appraisers . More over, employees often question appraisers' competency in 

appraisal, and consequ ently tends to lose trust and confidence in their 
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appraIsers and often resist accepting performance ratings (Marthis and John, 

1997:113). 

Another problem is that most employees have difficulty in fa cing up to appraisal 

result involving negative feedback about their performance, such a feedback 

often develops In employees a sense of tension, friction, insecurity, 

embarrassment, frustration, anger, resentment a nd anti-fillings and actions 

(Lester and Bittel, 1990:231). 

For performance appraisal program to work well, the employees must 

understand it, must feel that it is fair and. must be work-oriented. Hence, 

individuals' perceptions of appraisa l are closely related to their own experience of 

being appraised. These perceptions are more positive if the person being ' 

appraised knows some thing about the appraisal process, feels and able to 

express ideas and attitudes, and feels that the appraisal focuses on identifying 

and analyzing problems affecting the employee's job performance and not ort the 

apraisee's personality (Thomson and Christopher, 1994:203). 

In general, as any system of performance appraisal, the problems with teachers 

performance appraisals may lie with the design and operating of the system in 

general, with the appraisers, and with the teachers themselves. 

2.10. Making Performance Appraisals More 

Effective 

As performance appraisal is so important and used in almost a ll organizations, 

management should try to improve it . Some of the ways to make it more effective 

are presented by different authors. According to Saiyadain (1995:208) to improve 

the appraisal system the following suggestions are given: 

1. The supervisors should be told that performance appraisal is the 
integral part of their job duties and that they themselves would be 
evaluated on how seriously they have taken this exercise 

2. To help them do this task well, they should be provided adequate 
and systematic trainings. 

3. Conduct job evaluation studies and prepare job description and 
develop separate forms for various positions in the organization. 
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4. Design the system as simple as possible so that it is neither 
difficult to understand nor impossible to practice. 

5. Keep the system to be participative by giving due weightage to the 
subordinate's points of view. 

6. Give the performance appraisal feedback as soon as possible. 
7. Finally, reviewing the appraisal system every now and then help 

updating it, finding the problems of the supervisors, and making 
suitable evaluation changes in it. This is the most important factor 
in making performance appraisal effective. 

On the other h and to m ake the appraisal system more effective (Marthis and , 

John, 1997:114-115) emphasize the followings. 

1. Improving the validity and reliability of the performance criteria. 

2. Adopting multiple appraisa l approaches and different timing. 

3 . Training the appraisers. And 

4. Providing better feedback. 

In general, as long as the appraisal is done objectively, using objective criteria 

and appropriate methods by appraisers who .are trained in and committed to 

appraisal , a system of performance appraisal has a significant benefit both to the 

individual employee and the employer organization. 
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CHAPTER THREE 

PRESENTATION AND ANALYSIS OF DATA 

This chapter compnses two parts. In the first part the ch aracteristics of the 

sample population involved in the study a re presented. Here the study groups 

a re discussed in terms of sex, age, service years and academic qu a lification. 

The second part deals with the presentation , a n a lysis and discussion of the 

firidings of the study. In this part, the finding on the purpose , criteria , appra isers 

a nd their skill and competence in apprais ing, time and frequency, process and 

problems encountered in the implementation qf teach ers' performa n ce appraisal 

system are a n a lyzed based on the responses obtained from th e respondents. 

The findings are presented according to the design and methodology of the study, 

that is descriptive survey. To analyze the findings :-

• Data collected were organized in frequency distribution tables 

• Percentage a nd mode score were computed to examme inherent 

relationship. 

3 . 1. Characteristics of the Respondents 

The questionnaire copies were distributed to 136 teachers and 26 depa rtment 

heads in three public TVET colleges in Addis Ababa. Out of the tota l number of 

questionna ires administered to these groups, 130 (95. 6 percent) from teachers 

a nd 26 (100 percent) from department heads were appropriately filled and 

returned. In addi tion th e interview m ade with th e three college deans was . also 

included. Based on the respon ses obtained from the respondents, the 

characteris tics of the study groups were treated in terms of sex, age, service year 

in teaching and academic qualification as presented in Table 1. 
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Table 1: Characteristics of Respondents 

Respondents Total 

NQ Characteristics Teachers Department 
heads 

NQ % NQ % NQ % 

1 SEX Male 98 62.82 21 13.46 119 76 .28 

Female 32 20.5 1 5 3.2 1 37 23.72 

Total 130 83.33 26 16.67 156 100 

2 AGE < 20 - - - - -

21 - 30 35 22.44 4 2.56 39 25.00 

31 - 40 27 17.31 4 2.56 31 19 .87 

41 - 50 25 16.03 9 5.77 34 21.79 

~ 51 43 27.56 9 5.77 52 33 .34 

Total 130 83.33 26 16.67 156 100 

3 Service years in teaching < 5 27 17.31 - - 27 17.31 

6 - 10 18 11.54 4 2.56 22 14. 10 

11- 15 9 5.77 1 0.64 10 6.41 

16:- 20 12 7.69 4 2.57 16 10.26 

21 - 25 12 7.69 3 1.93 15 9.62 

26 - 31 17 10.90 8 5. 12 25 16.02 

.:':...3 1 35 22.43 6 3.85 41 26.28 

Total 130 83.33 26 16.67 156 100 

4 Educational qualification Diploma 24 15.38 - - 24 15.38 

B.A. /B.Sc 85 54.48 17 10.90 102 65.38 

M.A. /MSc 21 13.47 9 5.77 30 19.24 

Total 130 83.33 26 16.67 156 100 

According to item 1 in Table 1, out of the total respondents 119 (76.28 percent) 

were males and 37 (23.72 percent) were fema les. This indicates that the majority 

of TVET college teachers a nd department heads are m ales. Hence, the proportion 

of female teach er s representation in the study area is low. 

As shown in Table 1 item 2, 39 (25 percent) teacher and Depa rtment Heads were ' 

in the age group of 21 - 30, 3 1 (19 .87 percent) were in the age group of 31 - 40, 

34 (21.79 percent) were in the age group of 41 - 50 a n d 52 (33 .34 percent) were 

in the age group of 51 or above. As the findings imply, considerable number of 

teachers and department heads a re in th e a ge range of 51 or above. 
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Regarding service years in teaching, item 3 of Table 1, shows that out of the total 

respondents 27 (17 .31 percent) had teaching. experiences of 5 years or below. 

None of the department heads were less than five years experience. This implies 

that experience was probably considered as one of the requirements to be · 

assigned as a department head in the colleges under study. As seen in the same 

table the remaining 22 (14 .10 percent) had teaching experience of 6 - 10 years, 

10 (6.41 percent) had experience of 11 - 15 years, 16 (10.26 percent) h ad 

experience of 16 - 20 years, 15 (9.62 percent) had teaching experience of 26 - 31 

years and most of the respondents 41 (26 .28 percent) had teaching experience of 

31 years or above. This indicates that the majority of the respondents had 

reasonable experience in teaching. 

Item 4 of Table 1 a lso shows that the majority of the respondents, that is 102 

(65.18 percent) were B.A/ BSc holders. While 30 (19.24 percent) of the 

respondents have M.A/MSc. The rest 24 (15.38) were diploma holders. This 

indicates that even if the majority of the staff a re qualified teaches, there a re a 

few other teachers working with them under qualified. 

3.2 Analysis and Interpretation of Data 

3.2.1 Purposes of TPA 

Some of the primary purposes of teachers ' performance appraisal were listed and 

teachers and department heads were asked to respond to what extent these 

purposes in practice were achieved in their colleges . Accordingly, teachers and 

department heads were categorized into two groups. To analyze the data the five · 

point Likert Scale of very high (5), high (4), moderate (3), minimal (2), and very 

minimal (1) was used. The data analysis from the percentile scores and mode 

scores were interpreted based on the following classification: 4 (high) and 5 (very 

high) as high, 3 (moderate) as moderate, and 2 (low) and 1 (very low) as low. 
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Table 2: Th e purposes of TPA in p ractice 

Re sponde nts Rating Scale 

Teachers IN - 130) Department heads IN - 26 

S.No. In practice, the primary purpose of the Very Very Very 
- current system of teachers' performance Very High Modera Minimal minim high High Moder Min im al m inimal 

appraisal is: h igh t e al a t e 

5 4 3 2 1 5 4 3 2 1 
1 To improve teachers' professional competence N. 5 12 29 51 33 1 3 5 10 7 

% 3.85 9 .23 22.31 39.23 25 .38 3.85 11.53 19.23 38.47 26.92 

2 To identify teachers professional training N. 2 13 3 1 50 34 1 2 4 13 6 
needs 

% 54 10.00 23.85 38.46 26. 15 3.85 7.69 15.38 50.00 23.08 

3 To motivate teachers' to their job N. 3 16 30 49 32 1 3 3 15 5 

% 2.3 1 12.3 1 23.08 37.69 24.61 3.85 7.69 11.53 57.70 19.23 

4 To improve quality of education (train ing) N. 2 15 28 52 33 - 5 3 9 9 

% 1.54 11.54 21.54 40.00 25.38 - 19.23 11.53 34.62 34.62 

5 To decide .on teachers' salary increment N. .22 31 32 38 7 4 6 7 7 2 

% 16.92 23.85 24.61 29.23 5.38 15.38 23.08 26.92 26.92 7.69 

6 To decide on teachers' promotion N. 15 39 28 41 7 5 6 8 5 2 

% 11.54 3 0 .00 21.54 3 1.54 5.38 19.23 23 .08 30.77 19.23 7.69 

7 To decide on teachers' transfer N. 12 19 36 42 2 1 4 3 6 8 5 

% 9.23 14.6 1 27.69 32.3 1 16.16 15.38 11.53 23.08 30.77 19.23 

8 To reward outstandingly competent teaches N. - 5 48 48 29 - 4 5 10 7 

% - 3.85 36.92 36.92 22 .31 - 15.38 19.23 38.47 26 .92 

9 To select teacher for higher education N. 2 13 29 5 1 35 - 2 7 11 6 

% 1.54 10.00 22.31 39.23 26.92 - 7.69 26.92 42.31 23.08 . 
---
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. Basically, one of the mam purposes of teacher performance appraisal is 

developmental purposes. This IS , to improve teachers' professional 

competence, to identify teachers' professiol).a l training needs, to motivate to 

their jobs ad through these to improve the quality of education (training). 

As illustra ted in Table 2 item 1, the achievement of the purpose of teachers 

performance appraisal in improving the teachers competence was found to be 

low as rated by 84(64.61 percent) of the teachers and 17(65.39percent) of the 

department h eads. In th e same Table , item 2 indicates that the purpose of 

TPA in identifying the training needs of teachers was a lso found to be low as 

reported by the majority 84(64 .61 percent) of the teachers and 19(73 .08 

percent) of the department heads. 

As exhibited in Table 2, item 3 regarding to. the purpose of TPA in motiva ting 

teach ers to their job, was rated low by 81(62 .30 percent) of the teachers. This 

idea was supported by remarkable number 20(76.93 percent) of the ' 

department heads. This implies that, the achievement of the purposes of TPA 

in motivating teachers to their work was found to be low or non-existent. 

Item 4 of this Table indicates, majority of the respondents in both groups, 

85(65.38 p ercent) of the teachers and 18(69 .24 percent) of the department 

. heads said that the achievement of the purpose of TPA in improving the 

quality of education (training) was at minimal level in their colleges . 

As it can be seen in items 5 and 6 of Table 2, the achievement of the purposes 

of TPA in making decisions on teachers salary increment was found to be 

high as reported by 53(40.77 percent) of the teachers and 10(38.46 percent) . 

of the department heads. Similarly, 54(46.54 percent) of the teachers and 

11(42.54 percent) of the d epa rtment h eads responded that it served highly in 

making decisions on teachers promotion. Supporting those ideas, the 

interview m ade with the college deans indicated that the current TPA had 

contribution in promoting teachers from one academic rank to the next and 

. to make decisions on salary increment for teachers. This implies that, in 

41 



practice the purposes of the current TPA in the colleges seems to make 

decisions on teachers salary increment and promotion. 

Items 7 and 8 of Table 2 clearly indicate that the purposes of TPA in making 

decisions on teachers transfer and in reward a llocation were found to be low 

as rated by the majority (48.48 percent and 59.23 percent) of the teachers 

· and (50.00 percent and 65 .39 percent) of the department heads respectively. 

Similarly, 86(66. 15 percent) of th e teachers and 17(65.39 percent) of the 

department heads reported that, the achie·vem ent of the purpose of TPA in 

selectin g teachers for h igher education in their colleges was low. 

According to the responses to the interview questions th e colleges deans said , 

"the purpose of conducting teachers' performance appraisal is to cross check 

what is planned and what is achieved" . This implies that the intent of TPA in 

these colleges was simply to serve the controlling function. 

· In general, as illustrated in Table 2, both groups of respondents clearly put 

that the current TPA system in their colleges had been low in achieving the 

developmental purposes totally and most of the administrative purposes . 

3.2.2 The Current TPA Criteria 

Performance criteria a re statements of standard used for measunng job 

related performances. Teaching profession includes ma ny tasks and duties. 

Thus, measuring teachers' performan ce requires more th an one dimension. In 

line with this, performance criteria should not miss some important job 

duties and also should not include activities which a re irrelevant to the actu a l 

· performance requirements . Moreover, it should be clear and specific. In this 

view, some points on TPA criteria were listed a nd teachers and department 

heads were asked to rate against these points based on their degree of 

agreements:- strongly agree (SA) , agree (A) , n eutral (N), d isagree (DA) and 

strongly disagree (SA). The percentile score from the data analysis were · 

interpreted according to the following classifications: - high (SA and A), 

medium (N) and low (DA and SD). 
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Table 3: The current TPA criteria 

Item Respondents Rating scale 

NQ Teachers (N - 130) Department heads (N - 26) 

SA A N DA SD SA A N DA SD 
5 4 3 2 1 5 4 3 2 1 

1 In the current TPA system: N. 3 15 32 46 34 1 5 5 6 9 
1.1. There is a high participation of teachers in the 

% 2.31 11.54 24.62 35.38 26.15 3.85 19.23 19 .23 23.08 34.62 development and formulation of criteria 
1. 2. The criteria used a re clear N. 2 18 28 62 20 - 4 6 10 6 

% 1.54 13.85 21.54 47.69 15.38 15 .38 23.08 38.47 23.08 

1. 3. The criteria used a re relevant to the purpose of teachers N. 3 18 28 50 30 2 3 5 9 7 
performance appra isal 

% 2.3 1 13.85 21.54 38.46 23.04 7.69 11.53 19.23 34.62 26.92 

1.4.The c riteria used a re better in promoting teachers N. 1 17 38 57 17 - 6 6 8 6 
professional responsibilities 

% 0.78 13.07 29.23 43.45 13.07 23.08 23.08 30.77 23.08 

2 The current a ppraisal criteria objectively: N. - 13 27 52 37 - 5 4 12 5 
2 .1. Measures teachers' professional competence 

% - 10.00 20.75 40.00 29 .25 - 19.23 15.38 46.16 19 .23 

2.2. Promotes teac hers' motivation to work N. 1 18 27 52 32 1 6 5 10 4 

% 0.78 13.85 20.75 40.00 24 .62 3.85 23.08 19.23 38.47 15.38 

2 .3. Strengthen teacher-student relationship N. 5 14 3 1 47 33 1 4 4 9 8 

% 3.85 10.77 23.85 36.15 25.38 3.85 15.38 15 .38 34.62 30.77 

2 .4. Strengthen teacher-administration relationship N. 8 18 28 49 27 1 3 6 11 5 

% 6.15 . 13.85 21.55 37.70 20.75 3.85 11..53 23.08 42.31 19.23 
- '---
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As shown in Ta ble 3 item 1.1, regarding the idea th at teachers h ad 

participated in the formulation of the current TPA criteria, most of th e 

teachers (6 1.53 percent) and department head s (57.70 percent) showed their 

disagreement. This implies that both groups of respondents opposed the 

a bove idea. The response of som e of the teachers and department head s to 

the open ended questions indicated that neither teach ers nor their 

representa tives were involved in the formulation of the current TPA criteria. 

They were only called up on to the implementation of the a lready establish ed 

criteria . 

The responses of the college deans to the interview question s a lso indicated 

that, the criteria were formulated by Addis Aba ba education bureau where 

the TVET college deans were invited to pa rticipate at a limited level. However, 

teachers were involved only in the implem entation process, specifically in 

evalua ting their peers. 

As to the above responses, SInce the criteria were esta blish ed outside the 

. colleges by individuals who were at the distant from the actual teaching­

learning process without the involvement of teachers, the objective reality of 

each of the TVET colleges were not taken into con s ideration. As the result the 

criteria are too many and general as compla ined by teachers. 

According to item 1.2 of Table 3, 82(63.07 percent) of the teachers and 

16 (61.55 percent) of the depa rtment hea ds reported that the performance 

criteria used lack clarity. This shows that the criteria used were vague . In 

support of this idea, the response of teachers and department heads to the 

open ended questions a lso indicated that the criteria being u sed in the 

current TPA are not specific and clear. Some of the criteria are not objectively 

measura ble . In the interview m a de with college deans, they a lso disclosed 

that some of the criteria used were subj ective and vague . The reason for this 

might probably be the a bsen ce of teach ers ' participant in the formula tion of 

the criteria. 
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There was also no demarcation in the criteria between those teachers involved 

in training vocational subjects and academic subjects. Moreover, the criteria 

. used for rating the performance of teachers, department heads and deans 

were the same (see Appendix 4). 

As shown in item 1.3 of Table 3, 80(61.50 percent) of the teachers and 

16(61.54 percent) of the department heads rated the relevance of the . 

performance criteria low. This implies that the criteria used were irrelevant to 

the purpose of TPA. As to the responses of teachers and department heads to 

the open ended question some of the criteria used were not related with 

teaching (training) activities rather than giving emphasis to the duties and 

jobs of the teacher, they gave emphasis on individuals personality. From the 

above responses we can draw that the criteria used were defective and lack 

clarity as well as specificity. 

In item 1.4 of Table 3, most of the respond«nts (56.52 percent of the teachers 

and 53.85 percent of the department heads) responded that, the criteria used 

In the current TPA were poor . In promoting teachers professional · 

responsibilities. The responses of the teachers and department heads, to the 

open ended questions also indicated that some of the criteria were 

discouraging rather than promoting teachers professional responsibilities. 

Accordingly to item 2 .1 of Table 3, 89(69.25 percent) of the teachers and 

17(65.39 percent) of the department heads reported that the current 

appraisal criteria lack objectivity in measuring teachers professional 

competence. This may probably was due to the following two reasons . First, 

during the establish ment of the criteria teachers were not involved and a lso 

there was no mutual agreement on the criteria. Second, s ince the criteria · 

were formulated by personnels who were far from the teaching-learning 

(training) activities, the objective reality of the TVET colleges were not given 

enough consideration. So that he criteria sated were not objectively 

measurable. 
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As indicted in item 2 .2 of Table 3, the objectivity of the current appraisal 

criteria in promoting teachers' motivation to their work was rated low by the · 

majority of both respondents groups (64.62 percent of the teachers and 53 .85 

percent of the department heads). This implies that the TPA criteria used in 

those TVET colleges had no significant contribution in motivating teachers to 

their work. 

As shown in item 2.3 of Ta ble3, 81(61.53 percent) of the teach ers and 

17(65.39 percent) of the department heads reported their disagreement on the 

objectivity of the TPA criteria in s trengthening teach ers-student relationship. 

Similarly, in item 2.4 of the same table .most of the res pondents (58.45 

percent of the teachers and 61.54 percent of th e department h ead s) reported 

th at, th e current appra isal criteria did not objectively strengthened teacher­

administration relationship. This implies that, the current appraisal criteria 

was found to be n ot objective to promote teach er-student and teacher­

administration relationship in the colleges under the study . 

In general, as illustrated in Table 3, the current TPA criteria were found to be 

. formulated without the mutual agreement of teach ers a nd their appraisers, 

vague and subjective as responded by the two groups of respondents . 

3 .2.3. Appraisers, their Competence and 

Skill in TPA 

Before conducting teach ers ' a ppraisal, consideration should be given for 

questions such as : - Who should conduct teachers' appraisal? And what kind 

of skills, knowledge or oth er attributes a n appraiser should ideally h ave? It is 

not sufficient simply to allocate to someon e the role of appraiser. They need to 

possess knowledge and know how of teach ers' appraisal. In this regard the 

. study was a lso intended to investigate th e opening of teachers and 

department heads concerning the source of the appra isal, their skills, 

knowledge, competence, training and experience in TPA. As shown in Table 4, 

teach ers a nd department h eads were asked to indicate those who take parts 

in apprais ing teach ers. In Table 5, some factors regarding competence, . 
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training and experience in TPA were listed and teach ers and department h ead 

were asked to rate their appraisers against those factors . Here, the five point 

Likert type scale was u sed in the same way as Table 3 a bove . The percentile 

score from the data a nalysis were interpreted according to the following 

classifications: high (SA and A), medium (N) and low (DA and SD). Similarly in 

Table 6, some factors concerning the objec~ivity of the appraisers were listed 

and teachers and department heads a re asked to rate a ppra isers against 

those factor s in th e same way as Table 5. The percentile score from the data · 

a n a lysis were also interpreted according to the classification used in Table. 5. 

Table 4 : Sources of TPA 

Respondents 

Teachers De partment 

NQ. Item IN = 130) heads IN = 26) 

NQ % NQ % 

Who takes part in a ppra is ing teachers in your colleges? 

1 College deans Response ll 8 90.76 26 100 

No Response 12 9.24 - -

2 Department heads Response 122 93.84 26 100 

No Response 8 6.16 - -

3 Peers Response 120 92.30 26 100 

No Response 10 7.70 - -

4 Students Response ll 5 88.46 26 · 100 

No Response 15 1l. 54 - -

As illustrated in Table 4, teachers a nd department h eads were asked as who 

takes pa rt in appraising teaches in their college . Accordingly, among the 

teachers 118 (90.76 percent) said college deans, 122 (93.84 percent) said 

department h eads, 120 (92. 30 percent) said peers and 11 5 (88.46 percent) 

said students. On the other h and a ll the departm en t heads 26 (100 percent) 

responded tha t a ll dean s, department h eads , teachers and students were 

involved in appraising teachers in their colleges. 
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In the interview made with college deans, they responded that the deans, 

department heads, instructors and students were participants in appraising 

the performance of teachers in those colleges. 

In general as shown in Table 4 and the responses obtained from interview 

questions, college deans, department heads, peer teachers and students were 

found to be the sources of appraisal in the current TPA system of the TVET 

colleges under the study. 

As it is clearly indicated in Table 4, the appraisal technique being used in 

those TVET colleges seems a multi-source appraisal. In literatures, even 

though, multi-source appraisals have its drawbacks, it is likely to be more 

extreme than individual ones. It is generally perceived to be fair by 

appraisees. Thus more and more number of firms are using the 360 - degree 

(Mult i-source) appraisal techniques to asses the performa nce of their 

employees, and a recent innovations in education is the multi - source 

appraisal of teachers and lecturees by their students, peers and supervisors 

(Thomson and Mabey, 1994:207). 
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Table 5: Competence, training and experience of appraisers 

Respondents Rating scale 
Teachers IN - 130) Department heads IN - 26 

NQ 
Item SA A N DA SD SA A N DA SD 

5 4 3 2 1 5 4 3 2 1 

1 Have competence and Deans No 8 16 29 48 29 1 4 3 13 5 
fi tness % 6 . 15 12. 3 1 22.3 1 36.92 22.3 1 3.85 15.38 11.53 50.00 19. 24 

Department No 16 12 28 50 24 2 6 4 11 3 
heads % 12 .31 9.23 21.54 38.46 18.46 7 .69 23.08 15.38 42.31 11.53 
Peer teachers No 8 32 22 33 35 2 7 2 10 5 

% 6.15 24. 62 16.92 25.38 29.93 7.69 26.92 7.69 38.46 14 .24 
Students No 7 16 2 1 44 42 - 5 3 8 10 

% 5.38 12.3 1 16 . 15 33.85 32 .31 - 19.24 11.53 30.77 38.46 
2 Have adequate Deans No 10 14 33 43 30 1 3 6 11 5 

training or % 7.69 10.77 25.38 33.08 23.08 3.85 11.53 23.08 42.31 19 .24 
orientations on Department No 9 13 28 49 31 1 2 5 14 4 
teachers performance heads % 6.92 10.00 21.54 37.69 23.85 3.85 7.69 19.24 53.84 15.38 
appraisal Peer teachers No 10 12 24 5 1 33 - 3 4 16 3 

% 7.69 9.23 18.46 39.24 25 .38 - 11.53 15.38 6 1.56 11.53 
Students No 4 6 28 52 40 - 1. 6 13 6 

% 3.08 4.61 2 1.54 40.00 30.77 - 3.84 23.08 50. 00 23.08 
3 Have adequate Deans No 16 50 34 19 11 5 9 5 7 -

ex pen ence on % 12. 31 38.46 26. 15 14.62 8.46 19.24 64.60 19.24 26.92 -
teachers performance Department No 14 47 32 25 12 7 6 5 6 2 
appraisal heads % 10.77 36. 15 24.62 19.23 9.23 26.92 23.08 19.24 23.08 7.68 

Peer teachers No 16 52 29 22 11 4 10 5 7 1 
% 12.31 40.00 22.31 16 .92 8.46 15.38 38.46 19.24 26.92 3.85 

Students No 6 14 30 48 32 2 5 9 4 6 
% 4 .61 10.77 23.08 36.92 24.62 7.69 19 .24 34.6 1 15 .38 23.08 
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As illustrated in item 1 of Table5, regarding the level of competence and 

fitness of the appraisers (deans, department heads, peer teachers and 

students), most of the teacher (59.23 percent, 56.92 percent, 55.31percent 

and 66.1 6 percent respectively) and most of the department heads (59.24 

percent, 52 .84 percent, 52.70 percent and 69.23 percent respectively) showed 

their disagreement. This implies that, a ll the appraisers of TPA in this college 

lack the required competence and fitness to appraise teachers. 

The interview conducted with the college deans a lso indicated that, the degree 

of competence, fitness and commitment of the appraisers in approving 

. teachers' performance is relative depending upon their skills and knowledge 

of appraisal. Thus, it is difficult to say that all appraisers in the colleges are 

competent, fit a nd committed in appraising teachers. 

As to the responses of the majority of the teachers (56.16 percent, 61.54 

percent, 64.62 percent and 70.77percent) and of the department heads (61.55 

percent, 69.22 percent 73.09 percent and 73.09 percent) in Table 5 item 2, it 

was found that a ll the appraisers (deans, department heads, peer teachers 

and students) do not have adequate training or orientation on teachers' 

performance appraisal. The response from the interview questions made with 

the college deans a lso indicated that some of the deans have never been given 

training in TPA and even those who have taken training said that the training 

given was not relevant to the current TPA system. Teachers and department 

heads in their responses to the open ended· questions recommended that "All 

participants in teachers' performance appraisal should get adequate training 

or orientation before rushing into the implementation". 

With regard to the experience of the appraisers in TPA, in item 3 of Table 5 , 

the responses of most of the respondents (50.7, 46.92 , 852 .31 percent) of the 

teachers and the teachers and (53.84, 50.00, 53.84 percent of the department 

heads) indicated that Deans, Department Heads and peer teachers have 

. adequate experience. 80(61.54 percent) of the teachers and 10(38.46 percent) 

of the department head showed their disagreement regarding the students. 
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This implies that except students the other groups of appraisers In these 

colleges have adequate experience in apprising teachers. 

In the responses to the open ended questions teachers refused the 

involvement of students in apprising teachers because they lack maturity and 

experience. This may be the reason why teachers showed their disagreement 

on this issue. 

In general, as illustrated in Table 5, the level of competence and training of 

the appraisers in those TVET colleges were found to be low. Even if the level 

of experience of the appraisers (deans, department heads and peer teachers) . 

in appraisal h ad been rated h igh, enough has not been done on this area. 

Teachers and department heads were a lso asked regarding to the objectivity 

of their appraisers . Thus, they were asked to show their degree of agreement 

to the factors indicated based on the rating scales. 
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Table 6: Objectivity of a ppraisers 

Respondents Rating scale 

Teachers (N - 130) Department heads (N - 26 

No Item - SA A N DA SD SA A N DA SD 
5 4 3 2 1 5 4 3 2 1 

1 Shows favoritism or bias Deans N. 3 1 35 38 19 7 3 10 8 4 1 

% 23.85 26.92 29.23 14.62 5.38 11. 54 38.46 30.76 15.39 3.85 

Department heads N. 19 35 48 22 6 5 9 4 7 1 

% 14.62 23.92 36.92 19.92 4.62 19.23 34.61 15.39 26.92 3.85 

Peer teachers N. 26 38 34 22 10 6 9 4 7 -
% 20.00 29.23 26. 16 19.92 7.69 23.08 34.61 15.39 26.93 -

Students N. 3 1 32 30 30 7 5 7 7 5 2 

% 23.85 24.6 1 23.08 23.08 5.38 19.23 26.92 26.92 16.23 7.10 

2 Much focus on criticism Deans N. 39 41 28 14 8 6 9 5 4 2 

% 30 .00 31.54 2 1.54 10.76 6.16 23.07 34.61 . 19.23 15.39 7.70 

Department heads N. 30 37 33 22 8 5 5 4 10 2 

% 23.08 28 .46 25.38 19.92 6.16 19.23 19.23 15.38 38.46 7 .70 

Peer teachers N. 13 21 33 46 17 2 8 5 8 3 

% 10.00 16.15 25.38 35.38 13.09 7.70 30.77 19.23 30.76 11. 54 

Students N. 8 5 34 37 46 - 5 6 10 5 

% 6.16 3.84 26.16 28.46 35.38 - 19.23 23.08 38.46 19.23 
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As shown in item 1 of Table 6, most of the respondents of both groups . 

(teachers and department heads) showed their agreement that as all the 

appraisers (deans, department heads, peer teacher and students) were not 

objective in appraising the performance of teachers . Rather they show 

favouritism or bias. This was indicated by (50, 77, 38.54, 49.23 and 48.46 

percent) of the teachers and by (50, 53.84, 57.69 and 46.15 percent) of the 

department head respectively. The reason for this may be, the appraisers lack 

competence, training and commitment as shown in Table 5 above. 

The responses of teachers and department heads to the open ended questions 

indicated that, in appraising teachers' performance deans, department h eads, 

and teachers favoured those teachers who have high relationship with them 

and students also fevoured those teachers who are lenient for them. 

As shown in item 2 of Table 6, 80(61.84 percent) of the teachers and 15(57.68 

percent) of the department heads agreed that as college deans focus much on 

criticism during the appraisal of teachers performance. 67(51.54 percent) of 

the teachers also rated that as department heads focus much on criticism 

while 12(46.16 percent) of the department heads showed their disagreement 

on this issue. 

Both groups of the respondents (teachers and department headS) did not 

agree in the idea that peer teachers and students focus much on criticism · 

during the appraisal of teachers' performance. This was shown by 63(38.47 

percent) and 85(63 .84 percent) of the teachers and 11(42.29 percent) and 

15(57.96 percent) of the department heads respectively. The reason for this 

may be, criticism is not accustomed in the TVET colleges under the study . 

. In general, the objectivity of the appraisers in appraising teachers 

performance was found to be low. The subjectivity of the appra isers was 

shown by most of the respondents as clearly seen in Table 6. 
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3.2.4 Time and Frequency of TPA 

. The design of any performance appraisal scheme should address the 

questions when to appraise and how often . These questions refer to the 

timing and the frequency of appraisal. Ther~fore , one of the major purposes of 

this study was to know the time and the frequency of teachers' appraisal in 

three selected public TVET colleges in Addis Ababa. Thus, some alternative 

times and frequencies were stated and teachers and department were asked 

to made their choice according to their observation in their colleges. In 

addition to this the level of the adequacy of the time and frequency of 

a ppraising teachers being practiced in their college were asked to be rated 

based on their opinions. Here percentile was used to a nalyze and interpret 

the data. 

Table 7: The a dequacy of time and Frequency ofTPA 

Respondents 
Teachers Department 

N!1 Item IN = 1301 · heads IN = 261 
F % F % 

When does appraisal of teacher take place in you r college? 

A) At the end of each academic year 10 7 .69 1 3.85 

B} At the end of each semester 117 90.00 24 92.30 

C) At the middle of each semester 3 2.3 1 1 3.85 

DJ At the beginning of each semester . . . 

How frequently is appraising teachers being conducted in your college? 

A) Once in a year 11 8.46 1 3.85 

B) once in a semester 113 86.92 23 88.45 

C) Twice a semester 4 3.08 1 3.85 

OJ More than twice a semester 2 1. 54 1 3.85 

In your opinion, the level of adequacy of the time to appraise teachers in your 

college is 

AI Very high 3 2.3 1 3 11.54 

B) High 26 20.00 5 19.23 

C) Medium 52 40.00 9 34.62 

D) Low 45 34.6 1 7 26.92 

E) Very low 4 3.08 2 7.69 

In your opinion the level of adequacy of the frequency of appraising teacher in 

your college is 

A) Very high 2 1.54 1 3.85 

B) High 18 13.85 4 15.38 

C) Medium 57 43.85 11 42.31 

DJ Low 46 35.38 9 34 .61 

E) Very low 7 5.38 1 3.85 
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As illustrated in item 1 of Table 7, regarding to the time of teachers' appraisal 

among the two group of respondent 117 (90 percent) of the teachers and 24 

(92.30 percent) of the department heads showed their agreement, as 

appraisal of teacher was conducted at the end of each semester. 10 (7.69 

percent) of the teachers and 1 (3 .85 percent) of the department heads 

responded that as it take place at the end of each academic year while 3 (2.31 

percent) of the teachers and 1 (3.85 percent) of the department head said that 

as it take place at the middle of each semester. 

With regard to the frequency of conducting teachers appraisal, Item 2 of Table 

7 indicated that among the respondent (tea~hers and department heads) most 

of the teachers 113 (86.92 percent) and department heads 23 (88.45 percent) 

responded that as appraisal of teachers performance was conducted once a . 

semester. The remaining 11 (8.46) percent) of the teachers and 1 (3.85 

percent) of the department replied as it takes place once in a year, 4 (3.08 

percent) of the teachers and 1 (3.85 percent) of the department heads said as 

it takes place twice a semester while 2 (1.54 percent) of the teachers and 1 

(3.85 percent) of the department heads responded as it was conducted more 

. than twice a semester. 

The interview conducted with deans indicated that appraisal of teachers 

performances were conducted twice a year at the end of each semester. 

In item 3 of Table 7, regarding to the level of adequacy of the time of 

conducting appraisal of teachers performance among the two groups of 

respondents, most of the teachers 52 (40.00 percent) and most of the 

department heads 9 (34.62 percent) rated as it was in medium level, 45 

(34.61 percent) of the teachers and 7 (26.92 percent) of the department heads 

rated this item at low level, while 26 (20 .00 percent) of the teachers and 5 

. (19.23 percent) of the department heads rated as it was at high level of 

adequacy. 

As indicated in item 4 of Table 7, teachers and department heads were asked 

their opinion towards the level of the adequacy of the frequency in which 
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appraisal of teachers was conducted in their colleges. Accordingly, most of 

the teachers 57 (43.85 percent) and most of the department heads 11 (42.31 

percent) rated this item at medium level, 18 (13.85 percent) of the teachers 

· and 4 (15.38 percent) of the department h eads responded as it was at high 

level while 46 (35.38 percent) of the teachers and 9 (34.61 percent) of the 

department heads indicated as it was at low. level. 

In general the level of adequacy of the time and frequency of conducting · 

appraisals of teachers was found to be rated at medium level, by both groups 

of respondents. This implies that as this area needs improvement. 

3.2.5. The Process of the Current System of TPA 

Performance appraisal h as to be done based on the processes of activities 

· arranged in sequential steps . Hence, performance appra isal of teachers to be 

successful, it should be implemented following systematic processes ordered 

in logical steps. One of the main purposes C!f this study was to investigate the 

processes of the current TPA scheme in selected public TVET colleges in 

Addis Ababa. Therefore, some procedures to be followed in the successful ' 

operation of the current teachers performance appraisal were listed and 

teachers and department heads were asked to rate based on their degree of 

agreement, SA (Strongly Agree), A (Agree), N (Neural), DA (Disagree) or SD 

(Strongly Disagree). Here percentile scores and mode scores were used to 

analyze and were interpreted according to the following classification: Agreed 

· (SA and A), Neutral (N) Disagree (DA and SD). 
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Table 8: The process of the current TPA 

Respondents Rating scale 

Teachers IN - 1301 Dellartment heads IN - 26) 

No Item - SA A N DA SD SA A N DA SD 

5 4 3 2 1 5 4 3 2 1 

1 Prior to any action both the a ppra isers and the No 4 13 21 49 4 3 - 5 6 9 6 

appraisees meet and establish agreed upon % 3.08 10.00 16.15 37.69 33.08 - 19. 23 23.08 34.61 23.08 

objectives 

2 Appraisees and th eir appraises develop action No 3 17 24 41 45 - 5 5 11 5 

plans from the already set objectives % 2.31 13.08 18.46 31.54 34.61 - 19.23 19.23 42.31 19.23 

3 Prior to the a ppraisal process orientation about the No 5 13 27 42 43 1 4 5 12 4 

appraisal is given for both the appraisers and % 38.8 10.00 20.77 32.3 1 33.08 3.85 15.38 19.23 46. 16 15. 38 

appraissees 4 

4 Evaluation of performance is made against the No 2 11 46 35 37 - 5 4 12 5 

previously established objectives. % 1.54 8.46 34.62 36.92 28.46 - 19.23 15.38 46.16 19.23 

5 Providing feedback to the appraissee No 6 14 26 42 42 I 6 3 11 5 

% 4.62 10.76 20.00 32 .3 1 32 .3 1 3.85 23.08 11.53 42.31 19.23 
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The first step in systematic process of teacher performance appraisal scheme 

is a pre-appraisal meeting of appraisees and appraisers and establishing 

agreed up on objectives. As illustrated in item 1 of Table 8, the first duty of 

the appraisal process was found to be not accomplished. This was clearly 

· shown by the responses of 92 (70.77 percent) of the teachers and 15(57.69 

percent) of the department heads. 

Literatures in this field suggest that the involvement of employees in 

establishing objectives may motivate the employees in achieving those . 

objectives, because they have participated in setting them (Dessler, 2003: 

253). As it could be seen from the responses of the teachers and the 

department heads, this primary duty is almost neglected in the TVET colleges 

under the study. The deans also approved this idea in the responses of the 

interview made with them. According to the interviewee, the teaching-learning 

· (the training) processes in the TVET colleges are conducted based on training 

modules which were formulated by Addis Ababa Education bureau. The 

objectives of the training processes in each field are stated in the respective 

modules. The teachers are expected to prepare their own action pans based 

up on the objectives sated in the modules. This indicate that teachers 

implement the objectives setted by external body. 

As shown in item 2 of Table 8, regarding to the duty of developing action plan 

collectively (appraisees and appraisers) from the already sated objectives, 

most of the respondents of both groups (66.15 percent of the teachers and 

61.54 percent of the department heads) showed their agreement as it was not 

· being practiced in their colleges. As to the interview responses of the college 

deans, the reason for this may probably be, preparing action plan was 

considered to be the responsibility of the teachers. 

As depicted in Table 8 item 3, 85(65.39 percent) of the teachers and 16(61.54 

percent) of the department heads rated the process of giving orientation about 

the appraisal for the appraisers and appraisees was not implemented. This 

shows that even those appraisers who h ave no single experience in appraising 

teachers, specially new teachers and students were forced to rate teachers 
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performance without h aving a know how. As a result, this may end with 

rating errors . 

In Table 8 item 4, majority of the . respondents, 72(55.38 percent) of the ' 

teachers and 17(65.39 percent) of the department heads showed their 

disagreement to the issue of ma king performance evaluation against the 

already established objectives. The reason for this may be, teachers were not 

involved in setting objectives and they prepared their action plan from those 

objectives established by other bodies. Thus the standards setted for 

· measuring teachers performance may not be related to the actual 

performance of teachers. 

Similarly, in Table 8 item 5, the process of providing feedback to the 

appraisees on time was not practically done. This was indicated by the 

responses of most of the teachers (64.62 percent) and of the department 

heads (61.54 percent). 

The responses of the interview made with the college deans a lso indicated 

that "in principle teachers should know their performance appraisal result on 

time, but due to some reason s they could not able to let the teachers know 

· their results and they believed that as it is their weakness too." 

This implies that the most crucial action to. be implemented in the process of 

teachers' performance appraisal (providing feedback to the appraisees) was 

not being practiced in the TVET colleges under the study. 

In general, the implementations of the basic activities in the process of TPA in 

these TVET colleges was found to be low. This was clearly shown in Table 8 

by the responses of the majority of teachers and the department heads. This 

indicates that, the TPA system in these TVET colleges was not properly 

· designed and it was simply made for the sake of appraising teachers without 

communicating the appraisal objectives and results to the teachers on time . 

As shown in literature, this may tend to be a source of dissatisfaction, and 

conflict between appraisers and teachers, and a source of incorrect 
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performance data which leads to subjective personnel decisions (West and 

Billington,1990:55) . 

Table 9: Orienting teachers about TPA and the success of the appra isal 

process 

Respondents rating scale 

Department heads (N - 26) 

NQ Item SA A N DA SD 

5 4 ;! 2 1 

1 I orient teaches on the current PTA No - 4 6 10 6 

in collaboration with college deans % - 15.38 23.08 38.46 23.08 

prior to the appraisal process 

2 The current appraisal process in the No - 2 11 9 4 

college is successful in running the % - 7.69 42.31 34.62 15.38 

teaching learning process (training 

process) 

As indicated in item 1 of Table 9 most of the department heads, 16 (6 1.54 

percent) responded that, orientation abou t TPA was not conducted to 

teachers in their colleges. This implies that, department heads d id not give 

orientation abou t TPA for the teachers of th eir departments. But as to the 

responses obtained from the interview made with college deans', orientation 

was given by department heads. Here the responses of the college deans a nd 

of the department heads are contradictory. As it could be seen in Table 8 item 

3 above, the responses of teach ers support th e idea of the department h eads. 

In others words, most of the respondents agreed as orientation about TPA 

. was not given while the college deans denied it. This implies that as there was 

a gap of communication between dea ns a nd department heads or there was 

weakness of follow up on the side of the coll~ge deans . 

Regarding, to the success of the appraisal process in the teaching-learning . 

(tra ining) process, it could be seen in Table 9 item 2, th e ra ting of most of the 

respondents 13 (50.00 percent) was found to be low . This implies that he 

current TPA process in those colleges was not successful in running the 

teaching-learning (training) process. 
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3.2.6. Problems of the Current TPA 

There are several problems for the failure of the appraisal system, it was dealt 

with in chapter two, most of the appraisal problems are th e problems of 

validity and reliability (Dailey, 1988:129). The performance appraisal lacking 

these qualities is likely to be considered worthless by the employee 

themselves. On this ground, an attempt was made to discu ss the problems of 

the current TPA. Thus certain problems of the current TPA in those TVET 

colleges were listed and the two respondent groups were asked to respond 

, their view on those matters . 

Table 10: Problems on the current TPA 

Respondents 
Teachers Department 

NQ Item IN = 130) heads N = 26) 
No % No % 

What are the major problems encountered in the 
appraisal system in general? 

1. Lack of the necessary knowledge of the 
appraisers 

A) Yes 113 86.92 19 73.07 
B) No 17 13.08 7 26.93 
2. Lack of Adequate skills on the part of the 

appraisers 
A) Yes 101 77.69 23 88.46 
B') No 29 22.31 3 11.54 

3. Poor administration of the overall 
between the appraisers and appraisees 

A) Yes 100 76.92 19 73.07 
B) No 30 23.08 7 26.93 

4. Lack of pre-appraisal discussion between 
the appraisers a nd appraisees 

A) Yes 115 88.46 22 84.61 
B) No 15 11.54 4 15.39 

5 . Lack of post appraisal discussion 
between the appraisers and appraisees 

A) Yes 11 4 87.69 21 80.76 
B') No 16 12.31 5 19.24 

As it could be seen in Table 10 item 1, most of the teachers (86.92 percent) 

and most of the department heads (73.07 percent) agreed th at one of the 

, problems of TPA encountered in their colleges was lack of the necessary 

knowledge of the appraiser. This idea was a lso supported by the responses of 

the college deans in the interview conducted. In item 2 of the same table, 
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regarding to the skills of the appraisers , majority of the teachers (77.69 

percent) and majority of the department heads (88 .46 percent) confirmed tha t 

the appraisers lack adequate skills in appraising teach ers . In support of this 

the responses of teach ers and department heads to the open ended questions 

indicated that, a ll the four groups of appraisers (Deans, department heads, 

. peer teachers, and students) were not given the necessary tra ining or 

orientation on teachers appraisal. Thus, they lack the necessary knowledge 

a nd skills of a ppraising teachers. 

As shown in Table 10 item 3, among the two group of respondents, 100 

(76.92 percent) of the teachers and 19 (73.07 percent) of the department 

heads responded that the administration of the overall appraisal process in 

their TVET colleges was poor. In the interview made the deans also disclosed 

that, due to lack of commitment, knowledge and skills of appraisers in 

appraising teachers they found that, managing the appraisa l process in their 

college as one of the difficult tasks. This implies that the activity of 

administrating the overall appraisal process in those TVET colleges was found 

to be poor. 

In item 4 of Table 10, most of the teachers (88 .46 percent) and most of the 

department heads (84.61 percent) disclosed that as there was no pre- · 

appra isal discussion between appraisers and teach ers. Similarly, as shown in 

item 5 of the same table 114 (87.69 percent) of the teachers and 2 1 (80.76 

percent) of the department heads respond that as there was no adequate 

post-appraisa l discussions between teachers and their appra isers. In the 

responses to their in terview, college deans confirm that due to scarcity of time 

. and large number of teachers, they could not able to made pre-and post 

appraisal meeting between appraisees and appraisers in their colleges . 

If appraisers lack the required knowledge. and skills in appraisal and lack 

commitment to appra ise, then they may often m a ke different type of errors 

(Sayadean, 1995:205). On this ground, in addition to the aforementioned TPA 

problem s, some common appraisal ratin g errors were listed and teachers and 

department heads were asked to indicate their degree of agreement based 
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upon their observations in the process of appraising teachers in their 

colleges. To do so, the five point Likert type scale was used in the same way 

as Table 8 . The percent score from the data analysis was interpreted 

according to the following classifications:. Agree (SA and A), neutral (N) , 

disagree (DA and SD) 
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Table 1 1: Common errors in TPA 

Respondents Rating scale 

Teachers IN - 130) Department heads IN - 2 6 ) 

No Item - SA A N DA SD SA A N DA SD 

5 4 3 2 1 5 4 3 2 1 

I Including in the appraisal diamensions that is No 35 44 22 20 9 6 11 4 2 3 

irr elevan t to the performance appra ised % 26.92 33 .85 16 .9 2 15.39 6.92 23.08 42.3 1 15.38 7.69 ll.5 

4 

2 Taking only one factor of a teacher las positive or No 39 5 1 21 12 7 8 9 3 5 1 

negative) and giving an overa ll rating % 30.00 39.23 16. 15 9 .23 5.39 30.77 34.6 1 11.54 19. 23 3.85 

3 Tenden cy of giving rela tively h igh or low rating to No 32 40 29 2 1 8 5 12 4 3 2 

virtua lly everyone % 24.62 30 .77 22 .3 1 16 .15 6.15 19.23 46.16 15.38 11.54 7.69 

4 Ratin g m ost or all teacher average No 14 48 29 32 7 3 13 5 4 1 
% · 10.76 36.92 22 .3 1 24.62 5 :39 11.54 50.00 19.23 15.38 3:85 

5 Focu s ing on the behavior of teachers just before No 3 1 54 30 12 3 4 10 7 4 2 

the a ppraisal and ignoring behaviors which a re % 23. 85 41.54 23 .07 9 .23 2 .31 15. 38 38 .47 23. 08 15.38 7.69 

more d is tant past 

6 Appraisers tendency of rating h igh a person who is No 40 46 23 15 6 4 12 4 5 1 

s im ila r to them in attitude, interes t, sex , etc and % 30 .77 35.38 17.69 11.54 4 .62 15.38 46. 16 15.38 1923 3.85 

ra ting low who a re not 
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As it has been illustrated in item 1 of Table 11 79(60.77 percent) of the 

teachers and 17(65.39 percent) of the department h ead s agreed tha t one of 

. the most common appra isa l error observed in their colleges was including 

those traits which are irrelevant to the performance appraisal of teachers in 

the appraisal of teachers in the appra isal dimension . 

In the interview made, the college deans a lso indicated that some points used 

to measure the performa nce of teachers a re not as such related to the actual 

task of the teachers. For instance, community pa rt icipation of the teacher 

beyond his actua l duties was a lso considered as one of the m ajor point to give 

promotion to the teacher. In addition to this, teach ers' and depa rtment heads 

in their responses reported that the TPA system focu ses on traits of teachers 

that have no rela tionship with their day-to-day activities . 

As to the responses given by 90(69 .39 percent) of the teach ers a nd 17(65 .39 

percent) of the department heads in item 2 of Table 11 a n appraisal error of 

giving a n overall rating high or low only by taking one factor of a teacher as 

positive or negative was found to be existed in appraising teachers in these · 

colleges . 

As it could be seen in item 3 of Table 11 , the m ajority of both respondents 

groups (55.39 percent of the teachers and 65.39 percent of the depa rtment 

heads) showed their agreement that an appra isal error of giving relatively 

high or low rating to everyone was seen at high level in their colleges. 

In item 4 of Ta ble 11, regarding to the appra isal error of ra ting most or all 

teach ers (centra l tendency error), 62(47.68 percent) of the teachers and 

16(61.54 percent) of the department heads showed their agreement as it 

existed at high level. 

Regarding to the appraisal errors due to pnmacy and recency effect, as it 

could be read in Table 11 item 5, both groups of the respondents (65 .39 

percent of the teachers and 53 .85 percent of the department heads) shoud 

their agreement as it existed at a high level. In the same table of item 6, both 

86(66. 15 percent of the teach ers a nd 16 (6 1.54 percent) of the department 
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heads disclosed their agreement that an appraisal error due to the appraisers 

tendency of rating high a person who is similar to them in attitude, interest, 

sex, etc. and ra ting low who are not was found to be a t high level in their . 

colleges. 

In genera l, the appraisal errors commonly observed in those TVET colleges 

were found to be halo error, centra l tendency error, constant error, primacy 

and recency effect, similar to me error and contrast error according to Ta ble 

11. 

66 



CHAPTER FOUR 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

4.1. Summary 

The purpose of this study was to investigate the major problems of the 

current system of teachers' performance appraisal in selected public TVET 

colleges in Addis Abba and to suggest some possible ways of alleviating the . 

problems encountered. To this end, basic questions addressing the issues 

related to TPA such as purposes and criteria of TPA, sources of appraisal, the 

skills and competence of the appraisers, time and frequency of appraisal, 

appraisal process, problems and errors associated with TPA were all raised. 

In the study descriptive survey method was employed. To address the basic 

. questions raised, the investigator reviewed the relevant literature and 

prepared two sets of questionnaires and interview guide questions based on 

lhe reviewed literature so as to collect datfi. from the subjects of the study. 

The questionnaires and interview guides, after being evaluated and checked 

by the thesis advisor, they were pilot - tested . Based on the comments · 

obtained, the necessary correction and modifications were made before used. 

The questionnaire included close-ended and few open-ended questions . 

Regarding the participa nts of the study, using random sampling technique, a 

sample size of 136 (30%) teachers, all (26) department heads and a ll (3) deans 

. of the selected three TVET colleges were included. 

To collect the required data, questionnaire, interview and relevant documents 

were used. The data obtained were organizf':d, analyzed and interpreted using 

percentages and mode scores. Accordingly, the major findings drawn from the 

analysis of the study were the following: 

1. The study revealed th a t the purpose of TPA in developing 

competence, identifying training n eeds , motivating to work and 
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improving the quality of education (training) were found to be non­

extent as observed by most of the respondents (64 .61, 64 .61, 

62.03, 65 .38 percent of the teachers and 65.39, 73.08, 76.93, 

69 .24 percent of the department heads). In other words, the 

appraisal schemes of the colleges hardly served the developmental . 

purpose. 

2 . The purpose of TPA in ensuring salary increment, promotion and 

transfer of teachers were found to be moderate as to the responses 

obtained (40.77, 46.54 percent of teachers and 38.46, 42.31 

percent of department heads respectively). In short, the appraisal 

system of the colleges served only the administrative purpose and 

teachers were appraised simply to made administrative decisions. 

3 . Teachers were not involved in the formulation of the current TPA 

criteria and these criteria were found to be vague, had no 

relationship with the activities of teachers and subjective to 

measure teachers' professional competence as indicated by the 

majority of the respondents. In other words, teaches had been 

appraised by already established criteria outside their colleges 

with out their participation. As to the responses obtained, these 

criteria were general and irrelevant to the actual activities of the 

teachers . It was a lso indicated that the current TPA criteria do not 

measure teachers' professional competence, and rather it was 

found to be discouraging. 

4. It was found out that the sources of teachers performance · 

appraisal in those TVET colleges under the study were college 

deans, department heads, peers and students as indicated by the 

majority (almost a ll) of the respondents. In short, the TPA scheme 

of these colleges used multi-source appraisal technique . 

5 . As revealed by the study most of the teachers and department 

h eads showed that the college deans and students were not 
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competent and fit to appraise teachers (59.3, 66.16, percent of the 

teachers and 59.24, 69.23 percent of department heads 

respectively) Moreover, (59.23, 56.92 percent) of the teachers and 

(52.84 , 52.07 percent) of the department heads respectively rated 

themselves low. 

6. The study pointed out that all the appraisers of teachers (College 

deans, department heads, peers and students) had had no 

adequate training and experience on teachers performance 

appraisal. It was also found that all the appraisers showed 

favoritism or bias and much' focus on criticism rather than 

objectively appraising teachers as indicated by the responses of . 

the mqjority of both respondents groups. 

7. It was identified that appraisal of teachers performance in those 

colleges under the study were conducted twice a year at the end of 

each semester. The adequacy of the time and frequency of the 

appraisal was also found to be moderate. 

8. The study revealed that the basic activities in the process of the 

current TPA such as establishing a mutually agreed up on 

objectives, developing action plans, rating of performance against 

the established objectives and providing feedback to teachers were 

found to be almost not implemented in the appraisal process III 

those colleges under study as rated by most of the respondents. 

9. It was found in the study that no single orientation concerned 

teachers performance appraisal had been given as indicated by 

(61.54 percent) of the department heads . It was also revealed that 

the current appraisal process had insignificant contribution in 

running the teaching - learning (training) process in those TVET 

colleges. 

10. The major problems encountered in the current TPA as revealed 

by the majority of the respondents were found to be lack of the 

necessary knowledge and skills of the appraisers, poor 
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administration of the overall appraisal process and lack of pre­

a ppraisal and post-appra isal discussions between the appraisers 

a nd teachers . 

11. The common TPA errors which had been observed in those colleges 

were found to be h elo error , centra l tendency error, constant error, 

primacy a nd recency effect, similar-to-m e errors and contrast error 

as rated by the majority of the respondents. 

4.2 Conclusions 

1. The current teachers' performance appraisal system in those TVET 

colleges has not served the developmental purposes. But, it has served 

the administra tive purposes to some extent. It seems that teachers 

were appraised simply to m ake personnel decision instead of 

identifying their weaknesses a nd strengths in order to develop their 

professiona l competence through counseling, training, sharing 

experiences, etc. As a result, teachers have developed negative attitude 

towards th eir performance appraisal, a nd seen it as a fault-finding 

activity since th e TPA scheme has no contribution in developing the 

professional competence of teachers. It would be possible to expect 

teachers to perform below th eir potential in creating tomorrow's skilled 

manpower, innovator and creative citizen. 

2. Teachers of those TVET colleges were not participated In the 

formulation of the current TPA criteria. They were asked to implement 

the criteria a lready established by Addis Ababa education bureau even 

without conducting any introductory discussion or orientatio.n on those 

criteria. Furthermore, some of the criteria were found to be vague, . 

general, and irrelevant to what was being actually performed by the 

teachers . It would, therefore, be possible to conclude that the current 

TPA criteria in those colleges have problems of clarity, objectivity a nd 

appropriateness to evaluate teachers in relation to the performance 

they a re required to do. 
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3. The major sources of appraisal in those TVET colleges were colleges 

deans, department heads, peers and students. It seems that a multi­

source appraisal technique was tried to be used in appraising teachers . . 

It was generally perceived to be fair by the appraisees. However, all the 

appraisers lack the necessary knowledge , skills and commitment to 

appraise teachers. In addition to this, no single training or orientation 

on TPA was given to the appraisers in those colleges. These might have 

resulted in incompetence, lack of objectivity and bias on the part of the 

appraisers. 

4. Appraisals of teachers in those TVET colleges have been conducted 

twice a year and at the end of each semester. As perceived by both 

groups of the respondents of the time and frequency of appraising a 

teacher in those college moderately adequate. 

5 . In the appraisal process, the basic activities such as meetings of 

appraisers and teachers to establish the current TPA objective and 

develop action plans from the already set up objectives were not 

practiced. In addition, the activities of giving orientation for both the 

appraisers and the teachers, and providing feedback to the teachers 

were found to be non-existent. Therefore, it would be possible to 

conclude that the current TPA process in those TVET colleges has not 

been implemented in the way it was expected to be. 

6. The major problems of TPA in those TVET colleges were lack of the 

necessary knowledge and skill on the part of the appraisers, poor 

administration of the overall appraisal process and lack of pre-and . 

post-appraisal discussion between the teachers and the appraisers. 

These might have resulted in committing some common rating errors 

(hello error, central tendency error, constant error, primacy · and 

recency effect and similar - to - me error and contrast error) which 

were pointed out by the study. 
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4.3. Recommendations 

Based on the findings of the study and conclusions drawn, the following 

recommendations were forwarded. 

1. As indicated in the study, the current TPA system of those TVET 

colleges has not served the developmental purposes. Even, it served the 

administrative purposes to a limited. extent. However, to make TPA a 

source to develop teachers' professional competence and motivate 

teachers to obtain their commitment and enthusiasm, the result of TPA . 

needs to be given a great attention and value. This could be done in by 

the college deans by forming an appraisal committee which comprises 

ethical a nd experienced teachers of each depa rtment and by giving 

responsibility to th is committee to identify the weakness and strengths 

of each of the teachers based up on their appraisal results . Accordingly, 

it is expected to provide counseling, orientations and share of 

experiences for those who showed weaknesses, and give financial or 

material rewards to those who performed better. In addition to these, 

the Addis Ababa Education Bureau is expected:-

to 
. . 

arrange In-service trainings, short term training and . 

orientation programs for those teachers found to be weak in their 

appraisal results. 

to select teachers based upon their appraisal result for higher­

education and scholarship chances obtained. 

2. It was found that, teacher were not involved in establishing the current 

TPA criteria and the criteria were also found to be general, vague and 

irrelevant to the actual duties of the teachers. 

To a lleviate these problems, the current TPA criteria needs to be revised. To 

do this, the Addis Ababa Education Bureau should either: 

Share the responsibility to the TVET colleges to formulate the 

TPA criteria based on the objective realities of the colleges with 

the involvement of teachers and concerned appraisers and these 
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criteria formulated by the colleges h ave to be revised and 

a pproved by the education bureau before implemented, or 

Prepare the draft of TPA criteria and expose it for discussion, 

criticism, amendments and modification by the teacher s and a ll 

the appra isers before implementation. 

3 . The source of TPA in those TVET colleges was found to be a sort of 

multi-sources appraisal technique, which is considered as the most 

convenient technique . Hence, the appraisal scheme should continue to 

u se this technique for the future. As a result, it was found to be the 

strong side of th e current TPA system in the colleges under the study. 

4. It is clearly seen that a ll the appraisers (deans, department heads, 

peers and students ) lack the necessary knowledge, skills and 

commitment in apprais ing teach ers. Furthermore, they had not been 

given a single orien tation or training concerning teach ers a ppra isal. 

To alleviate these problems, the investigator recommends tha t, the 

Addis Ababa edu cation bureau, with the collaboration of the TVET 

college deans, should prepa re and give training as well as orienta tion 

on TPA to a ll the a ppra isers in each of the colleges under the study. 

These activities, as a result, may minimize the rating errors to be 

committed by the appraiser s . 

5 . The study revealed that the process of TPA in those TVET Colleges h as 

n ot been implemented in th e way it was expected to be. To overcome 

this problem , th e appraisal process need to be given atten tion and 

considered as one of the main duties .of the teaching-learning (tra ining) 

process in those colleges. This can be done by the college deans by 

forming a body which is responsible to follow up the overall process of 

TPA based on the objective conditions of the college. The Addis Ababa 

edu cation bureau is a lso expected to form a formal s tructure up to the 

college level which is respon s ible for the tota l activities of the current 

TPA scheme. 
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APPENDIX 1 

Addis Ababa University 

School of Graduate Studies 

College of Education 

Department of Business Education 

Interview Questions [or College Dea ns 

1. What are the purposes that teaches' performance appraisal scheme is 

intended to serve in your college? 

2. Does the system of TPA in your college involve teaches in reviewing the 

appraisal criteria? If so in what way and to what extent? 

3. What is your opinion regarding the objectivity, clarity, and relevance of 

the current TPA criteria? 

4. When and how frequently appralsmg teachers' performance IS being 

conducted in your college? How adequate is it? 

5. Who are involved in appraising teachers' performance? How skillful and 

competent are they? And what is the degree of their commitment in 

appraising? 

6. Have you ever received training in the area of TPA? If so, how adequate 

were they to appraise teaches' performance? 

7 . What is the process you follow in undertake the current TPA? 

8. How often do you provide teaches with their appraisal fe edback and 

discuss the result with them? 

9. Do you orient your teachers and students about the current TPA? If so 

how? 

10. What are some of the major problems encountered in the current TPA 

system in your college? 

II.What measures should be taken to improve these problems? 



APPENDIX 2 

Addis Ababa University 

School of Graduate Studies 

College of Education 
Department of Business Education 

A Qu esti onn a ire to be fill ed by depar tment heads. 

Th e purpose of this questionnaire IS to collect data for the thesis entitled 
"Problems and poss ible solutions of teachers' performance appraisal in 
selected public TVET colleges in Addis Ababa". In addition to the researcher's 
endeavor a nd other rela ted factors, the success of the study also depends 
u pon your genuine respon ses. Thus, the s tudent researcher kindly requests 
your sincere responses to each of the items provided in the questionnaire and 
ackn owledges your cooperation to a grea t extent. 

In re sponding to the questions , please n ote the following: 

1. You a re not required to write you r n a me 
2. All the questions ra ised here a re equally important to attain the 

obj ectives of the study. Failure to complete any of them will adversely 
affect the overall study. 

3. Provide your response by putting "y''' or "X" mark in the spaces 
provided for questions with options a nd by writing your opinion briefly 
to the open ended questions . 

4. Be sure tha t a ll your response will be kept confidential, and will be 
u sed only in the analysis of the data to reach on the findings. 
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PART ONE: 

1. Background Information 

1.1. Name of the TVET college _______ _ 

1.2. Sex: Male 0 Female 0 

1.3. Age: 20 and below 0 21 - 30 0 31 - 400 

41 - 50 0 51 and above 0 

1.4. Service years (in teaching) 

5 years and below 0 

16 - 20 years 0 

31 and above 0 

1.5. Educational Qualification 

PhD 0 MAjMSc 0 

6 - 10 years 0 

21 - 25 years 0 

BAjBSc 0 
Others ______ ____ __ 

III 

11 - 15 years 0 

26 - 30 years 0 

DiplomaO 



~ 

S. 

PART TWO: 

2. Purposes of Teachers Performance Appraisal 

Direction: Read ea ch item separately a nd indica te your degree of agreement 

by pu t ting a tick m ark "/" or "X" under one of the indicated rating scales: 

Responses 
No. Items Very High Moderate Minimal Very 

high minimal 
As you see in practice, what is the primary 

purpose of the current system of teachers 

performance appraisa l 
-

1 To improve teachers' professional 

competence 

2 To identify teachers' professiona l training 

3 To motivate teachers' to their job 

4 To improve quality of education (training) 

5 To decide on teachers' salary incremen t 

6 To decide on teachers' promotion 

7 To clecide on teachers' tra n sfer 

8 To reward outs tandingly competent teach e r s 

9 To se lect teachers' for higher education 

IV 



PART THREE: 

3. Participation in the discussion of the appraisal criteria and 

the objectivity, clarity and relevance of the criteria 

Direction: Please respond to the following items by putting "/" or "X" use the 

previously mentioned ratin g scales . Strongly Agreed - SA, Agree - A, 

Neutral - N, Disagree - DA, a nd Strongly Disagree - SO. 

S. Responses 

NQ.. Items SA A N OA SO 

3.1 In the current teachers performance 

appraisal system 

3 . 1. 1. There is a high participa tion of 

teachers in the development and 

formulation of criteria 

3.1.2. The criteria used a re clear 

3 . 1.3 . Th e criteria used a re relevant to the 

purpose of teacher s performance appraisal 

3.14. The criteria u sed are better in 

promoting teachers' profession a l 

respon s ibilities 

Responses 

SA A N OA SO 

3.2 The current appraisal criteria 

objectively: 

3 .2.1. Measure teacher s professional 

competen ce 

3 .2.2. promote teachers tTIotivation to work 

3.2.3. strengthen teacher - s tudent 

relationship 

3 .2.4. s trengthen teacher - Administration 

re lation shi p 

v 



PART FOUR: 

4. Appraisers, their compet ence and skill in t eachers 

performance appraisal 

S. 
No . Items 
4.1 Who takes part in appraising teaches' performan ce 

a . College deans /vice deans 
b. Department h eads 
c . Peers 
d . Students 

S. Items Appraisers SA 
No. 

Dean 
4.2 Have competence and fitness Dept. Head 

Peers teach er 
, Student 

Dean 
4 .3 Have adequate training on Dept. Head 

teaches performance appraisal Peers teacher 
Studen t 
Dean 

4.4 Have adequate expen ence on Dept. Head 
teaches performance appra isal Peers teach er 

Student 
Dean 

4 .5 Shows favoritism or bias Dept. Head 
Peers teacher 
Studen t 
Dean 

4.6 Much focus on criticism Dept. Head 
Peers teacher 
Studen t 

VI 

More than 
one choice 

A N DA SD -



PART FIVE: 

5. The time and frequency of teachers' appraisal 

Direction: Please respond to the following questions by putting "if" or "X" 

mark in the box provided respective to your response. 

5 .1. When does appraisa l of teachers take place? 

A. At the end of an academic year? 0 

B. At the end of each semester 0 

C. At the middle of each semester 0 

D. At the beginning of each semester 0 
E. If different please indicate ______________ _ 

5.2. How frequently is appraising teachers' performance being conducted? 

A. Once in a year 0 

B. Once in a semester 0 

C. Twice a semester 0 

D. More than twice a semester 0 

E. If different please indicate _-----''-----__________ __ _ 

5.3. What is your opinion on the level of: 

1. The adequacy of the time of the appraisal 

a) Very high 0 b) high 0 c. medium 0 d. low 0 e. very low 0 

2. The frequency df the appraisal 

a) Very high 0 b) high 0 c. medium 0 d . low 0 e. very low 0 

V Il 



PART SIX: 

6 . The process of the current system of teachers performance 

appraisal 

Direction: The following is a procedure to be followed in the su ccessful 

operation of the current teachers' performance appraisal. Indicate your 

response if this is currently working in your college. Please show your degree 

of agreement by putting "./" or "X" mark in the space provided. 

S. Responses 

NQ. Items SA A N DA SD 

6.1 Prior to any action, both the appraisers 

and the appraisee meet and establish 

agreed upon 0 bjectives 

6.2 Appraisers and their appraisee develop 

action plans from the already set , 
objec tives 

6.3 Prior to the appraisal process orientation 

about the appraisal is given for both the 

appraisers and a ppraisee 

6.4 Evaluation of performance is m ade 

against the previously established 

objective 

6.5 Providing feedback to the appraisee 

6.6 I orient teachers on the current teachers 

performance appraisal 111 collaboration 

with colleges prior to the appraisal 

process 

6.7 The current TPA process in the college is 

success ful in runnin g the teaching-

learning process 

VIII 



PART SEVEN: 

7. Data pertaining the problems of teachers performance 

appraisal and some possible solutions 

Direction: Please respond to the following questions by putting "if" or "X" in 

the box provided. 

7.1. What are the major problems encountered in the appraisal system in 

general? 

1. Lack of necessary knowledge of the a ppraisers 

a) Ye s 0 b) No 0 

2. Lack of adequate skills on the part of the appraisers 

a) Yes 0 b) No 0 

3. Poor administration of the overall appraisal process 

a) Yes 0 b) No 0 

4 . Lack of pre-appraisal discussion between you and your appraisers 

a) Yes 0 b) No 0 

5. Lack of post appraisal discussion between you and your appraisers 

a) Yes 0 b) No 0 

7.2 . Which of the fo llowing errors have you observed in th e current 

performance appraisal system of your college : 

1. Including appra isal dimen sions (example per sonality of the teacher) 

that is irrelevant to the performance appraised. 

1) Strongly agree 0 2) Agree 0 3) Neutral 0 

4) Disagree 0 5) Strongly disagree 0 

2. Taking only one factor of a teacher (as positive or negative) and 

glvm g 

an overall rating 

1) Strongly agree 0 

4) Disagree 0 

2) Agree 0 3) Neutral 0 

5) Strongly disagree 0 

lX 



3. Tendency of giving relatively high or low rating to virtually everyone 

1) Strongly agree 0 2) Agree 0 3) Neutral 0 

4) Disagree 0 5) Strongly disagree 0 

4. Rating all or most teachers average 

1) Strongly agree 0 2) Agree 0 3) Neutral 0 

4) Disagree 0 5) Strongly disagree 0 

5 . Focusing on the behavior of teachers just before the appraisal and 

ignoring behaviors which are more distant past 

1) Strongly agree 0 2) Agree 0 3) Neutral 0 

4) Disagree 0 5) Strongly disagree 0 

6. appraisers tendency of rating high a person who is similar to them in 

attitude, interest, race, sex, etc and rating low those who are not 

1) Strongly agree 0 2) Agree 0 3) Neutral 0 

4) Disagree 0 5) Strongly disagree 0 

7.3. Please mention other problems of teachers' performance appraisal. 

7.4. Please recommend (possible solution to the problems) to improve the 

current teaches performance appraisal system in your college. 

x 



Appendix 3 

Addis Ababa University 

School of Graduate Studies 

College of Education 

Department of Business Education 

A Questionnaire to be filled by Teaches / trainers . 

The purpose of this questionnaire IS to collect data for the thesis entitled 

"Problems a nd possib le solutions of teachers' performance appraisal in 

selected public TVET colleges in Addis Ababa" . In addition to the researcher's 

endeavor a nd other rela ted factors, the success of the study also depends 

upon your genuine respon ses. Thus, the student researcher kindly requests 

your sincere responses to each of the items provided in the questionnaire and 

acknowledges your cooperation to a great extent. 

In responding to the questions, please note the following: 

5. You are not required to write your name 

6. All the questions raised here are equally important to attain the 

objectives of the study. Failure to comple te any of them will adversely 

affect the overall study. 

7. Provide your re sponse by putting "/,, or "X" m ark in the spaces 

provided for questions with options and by writing your opinion briefly 

to the open ended questions . 

8. Be sure that all your response will be kept confidential, and will be 

used only in the analysis of the data to reach on the findings. 

XI 



PART ONE: 

1. Background Information 

1. 1. Name of the TVET college _______ _ 

1. 2. Sex: 

1. 3. Age: 

Male 0 Female 0 

20 and below 0 21 - 30 0 31 - 400 

41 - 50 0 5 1 and above 0 

1.4. Service years (in teaching) 

5 years and below 0 

16 - '20 years 0 

31 and above 0 

1.5. Educational Qualification 

PhD 0 MA/MSc 0 

6 - 10 years 0 

2 1 - 25 year s 0 

BA/BSc 0 

Others __________ _ 

X II 

11 - 15 year s 0 

26 - 30 years 0 

DiplomaO 



S. 

PART TWO: 

2. Pu rposes of Teachers Pe rfor m ance Appraisal 

Dire ction: Read each item sepa rately a n d indicate your degree of agreem ent 

by putting a tick mark " if" or "X" under one of th e indicated rating scales : 

Responses 
No. Items 

As you se e in practice, what is the Very High Moderate Minimal Very 

prima ry purpose of the current sy s tem of 
High minimal 

t eache rs pe rformance a pprais al 

1 To im prove teachers' pro fession a l 

com pe ten ce 

2 To identify teachers' professiona l t ra in ing 

3 To motivate teachers' to their job 

4 To improve qu a lity of ed ucation (tra in in g) 

5 To dec ide on teachers' salary in crement 

6 To decide o n teac hers' pro m otion 

7 To decide on teachers' tra n sfe r 

8 To reward outs ta ndingly competen t teacher s 

9 To select teachers ' for higher education 

XIII 



S. 

PART THREE: 

3. Participation in the discussion of the appraisal criteria and 

the objectivity, clarity and relevance of the criteria 

Direction: Please respond to the following items by putting "/,, or "X" u se the 

previously mentioned rating scales. Strongly Agreed - SA, Agree - A, 

Neutral - N, Disagree - DA, and Stron gly Disagree - SO. 

Responses 

No. Items SA A N DA SD 

3 .1 In the current teachers performance 

appraisal system 

3.1. 1. There is a high participation of 

teachers in the development and 

form u lation of c riteria 

3.1. 2. The criteria used are clear 

3. 1.3 . The criteria used a re relevant to the 

purpose of teachers perfo rmance appraisal 

3. 1.4. The crite ria used a re better in 

promoting teachers' professional 

re sponsibilities 

Responses 

SA A N DA SD 
--
3.2 The current appraisal criteria objectively: 

3.2 .1. Measure teachers professional 

competence 

3.2.2 . promote teachers motivation to work 

3.2.3. strength en teacher - student 

relationsh ip 

3 .2.4. strengthen teacher - Administration 

re lationship 

XIV 



PART FOUR: 

4. Appraisers, their competence and skill in teachers 

performance appraisal 

S. 
No. Items 

4 .1 Who takes part in appraising teaches' performance 

1. College deans /vice deans 

2. Department heads 

3. Peers 

·1 . Sl u ck llts 

S. Ite m s Appraisers SA A 
No. 

Dean 
4.2 Have competence and fitness 

Dept. Head 

Peers teacher 

Student 

Dean 
4.3 Have adequate training on 

Dept. Head teaches performance appraisal 
Pecrs teacher 

Student 

Dean 
4.4 Have adequate experience on 

Dept. Head teaches performance appraisal 
Peers teacher 

Student 

Dean 
4 .5 Sh ows favoritism or b ias 

Dept. Head 

Peers teacher 

Student 

Dean 
4.6 Much focus on criticism 

Dept. Head 

Peers teacher 

Student 

xv 

More t han one 
choice 

N DA SD 



PART FIVE: 

5. The time and frequency of teachers' appraisal 

Direction: Please respond to the fo llowing questions by putting "/" or "X" 

mark in the box provided respective to your response. 

5.1. When does appraisal of teachers take place? 

A. At the end of an academic year 0 

B. At the end of each semester 0 

C. At the middle of each semester 0 

D . At the beginning of each semester 0 
E. If different please indicate _______________ _ 

5.2. How frequently is appraising teachers' performance being conducted? 

A. Once in a year 0 

B. Once in a semester 0 

C. Twice a semester 0 

D. More than twice a semester 0 

E. If different please indicate _______________ _ 

5.3 . What is your opinion on the level of: 

1. The adequacy of the time of the appraisal 

a) Very high c=J b) high c=J c. medium 0 d. low c=J e. very low c=J 

2 . The frequency of the appraisal 

a ) Very high c=J b) high c=J c. medium c=J d. low c=J e. very low c=J 

XVl 



PART SIX: 

6. The process of the current system of teachers performance 

appraisal 

Direction: The following is a procedure to be followed in the successful 

operation of the current teachers' performance appraisal. Indicate your 

response if this is currently working in your college. Please show your degree 

of agreement by putting ",t" or "X" mark in the space provided. 

S. Responses 

No. Items SA A N DA SD 

6 .1 Prior to any action, both the 

appraisers and the appralsee meet 

and establish agreed upon objectives 

6.2 Appraisers and their appralsee 

develop action plans from the already 

set objectives 

6.3 Prior to the appraisal process 

orientation a bout the appraisal I S 

given ' for both the apprmsers and 

appralsee 

6.4 Evaluat ion of performance IS made 

against the previously establish ed 

objective 

6.5 Providing feedback to the appraisee 

XVll 
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PART SEVEN: 

7. Data pertaining the problems of teachers performance 

appraisal and some possible solutions 

Direction: Please respond to the following questions by putting ",t" or "X" in 

l he box prov ided. 

7.l. What are the major problems encountered in the appraisal system in 

gene ral? 

1. Lack of necessary knowledge of the appraisers 

a) Yes 0 b) No 0 

2. Lack of adequate experience on the part of the a ppraisers 

a) Yes 0 b) No 0 

3. Poor administration of the overall appraisal process 

a) Yes 0 b) No D 

4. Lack of pre-appraisal discussion between you and your appraisers 

a) Yes 0 b) No D 

5. Lack of post appraisal discussion between you and your appraisers 

a) Yes 0 b) No D 

7 .2 . Which of the following errors have you observed in the current 

performance appraisal system of your college: 

1. Including appraisal dimensions (example personality of the teacher) 

that is irrelevant to the performance appra ised . 

1) Strongly agree 0 2) Agree 0 3) Neutral 0 

4) Disagree 0 5) Strongly disagree 0 

2. Taking only one factor of a teacher (as positive or negative) and 

givmg 

an overall rating 

1) Strongly agree 0 

4) Disagree 0 

2 ) Agree 0 3) Neutral 0 

5) Strongly disagree 0 

XY IIl 



3. Tendency of giving relatively h igh or low rating to virtually everyon e 

1) Strongly agree U 2 ) Agree 0 3) Neutral 0 

4) Disagree 0 5) Strongly disagree 0 

4. Rating all or most teachers average 

1) Strongly agree 0 2) Agree 0 3) Neutra l 0 

4) Disagree 0 5) Strongly disagree 0 

5. Focusing on the beh avior of teachers just before the a ppra isa l and 

ignoring behaviors which are more distant past 

1) Strongly agree 0 2 ) Agree 0 3) Neutral 0 

4 ) Disagree 0 5) Strongly disagree 0 

6. a ppra isers tendency of rating high a person who is similar to them in 

attitude, interest, race, sex, e tc and rating low those who are not 

1) Strongly agree 0 2) Agree 0 3) Neutral 0 

4) Disagree 0 5) Strongly disagree 0 

7.3. Please m ention other problem s of teachers' performance appraisal. 

7.4. Please recommend (poss ible solution to the problems) to improve the 

curre n t teaches performance a ppraisal system in your college. 

XIX 
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