


















































































































































































































































5. 59.48% over half of the respondents states their attitude positively that the
‘resource utilization” (filled by colleagues), performance measurement criteria is
found to be an appropriate measurement criteria to evaluate performance of

teachers.

6. 84.26% overwhelming majority of the respondents express their views that the
“ethical conduct” appraisal criteria (filled by colleague), can serve as trainer's

measurement criteria.

7. 78, 04% great majority of the respondents states their attitude positively that
initiative criteria (rated by colleagues) are a plausible (objective) measurement

criteria.

8. From the data analyzed, interpreted and confirmation obtained from the group
mean, 54.62% over half of the respondents negatively states their attitudes that
the appraisal criteria “education/training and research/study” (rated by deans &
dep’t heads) has a significant shortcomings to appraise performance of trainers

as objectively as possible.

As some of the respondents’ remarks, though the criteria can serve as an
indicator of performance, but institutions do not avail resources for conducting

research and preparation of text books and workshops..

9. From the data analyzed, interpreted and confirmation obtained from the group
mean, 53.7% over half of the respondents’ states their views negatively that the
performance measurement criteria “utilization of resources” (rated by deans/dept.
heads), is deficient to serve as objective evaluation criteria of trainers

performance.

10. As per the data analysis, interpretation and confirmation obtained from the
group mean, 60.18% majority of the respondents negatively states their view that
the “ethical conduct” criteria (rated by deans/dept. heads/ dep’t heads) along with
the understated performance indicators are found to be not a plausible

performance measure of trainers.
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11. 42.59% less than half of the respondents stated their views that the
performance initiative criteria (rated by department heads) along with the

understated statements are not proper measurement criteria.

12. 58.33% over half of the respondents negatively states their attitude that the
performance evaluation criteria “presentation of handouts /references” and
“‘education /training“(rated by students) does not serve as objective evaluation
criterions. Therefore, needs an adjustment so as to evaluate performance of

trainers in order to achieve its intended objective as stated in the directive.

13. The majority of respondents with regard to performance evaluation criterions
“resource utilization, training and use of teaching materials” (rated by students)
states their views that the performance criterions lack appropriateness to

measure performance objectively as indicated in the performance guideline.

14. According to responses given to the interview, the following responses were

obtained.
14.1 Majority of the respondents declare that both trainers and evaluators receive

formal appraisal scheme.
14.2 Majority of the respondents noted that a number of positive and negative

outcomes of appraisal in their specific institutions’.
14.3 Most of the trainers are quite happy to be evaluated by their respective

department heads?

14.4 Most of the respondents declared that a weak link exists between teacher
appraisal, and teacher development. Teachers would naturally like to see this
situation improved.

14.5 Many of the respondents declare that decisions need to be taken to ensure
consistence between the operational form of teacher appraisal and the purposes

it claims to serve.
14.6 Respondents also recommend that there must be consistence between the

operational form of teacher appraisal and the purposes it claims to serve.

These are all elements that appear to be necessary to address.
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5.2 CONCLUSIONS

Based on the above findings of the study the following conclusions can be drawn.

The performance management system lacks to include basic requirements
(critical aspects of performance management), such as focusing on the
enhancement of teacher performance, to stress on the instructional process,
linkage of evaluation to research findings and provision of a clear appropriate
set of evaluation criteria with accompanying behavioral indicators.

In addition to this, the performance management system does not include the
performance indicators that establish learning objectives consistent with
students’ needs and department expectations and allowance of the teacher to
participate in school management.

Regarding the appraisal procedure, special attention is not given to new staff
and orientation is not conducted. We can also conclude that the performance
criteria or indicators employed do not measure work related behavior
objectively as intended in the appraisal directives and guide lines.

Most quite happy to have their performance appraised by their respective
department head although they were concerned about the ability of the
department head to exclude subjectivity and biases during appraisal.

A weak link exists between teacher appraisal, and teacher development.
Teachers would naturally like to see this situation improved. It would appear
logical that it is inappropriate to question teachers’ professional knowledge if
they are not given opportunities to up-skill through professional development.
Most understand that successful teaching requires not just a teaching degree
but also a commitment to lifelong learning. Even the best-trained teachers
need to keep up with changes in their subject field.

Findings of this study indicate that decisions need to be taken to ensure
consistence between the operational form of teacher appraisal and the
purposes it claims to serve.

The data in this study revealed that classroom observation was a frequently
used performance management technique/tools (record keeping, initiative,

output, rating scales etc) for teacher appraisal in the selected government

74



5.

TVET institutions. Classroom observations were mainly used to identify
teacher deficiency or for rewards/punishments (promotions).and are not
properly managed.

Other weaknesses identified were the teachers’ lack of trust in the appraisal
process, lack of clarity with the criteria and the fact that appraisal seemed
more oriented to meeting requirements rather than promoting professional

development.

3 RECOMMENDATIONS

Based on the findings and conclusions of the study, the following

recommendations are suggested.

1.

The performance appraisal system should focuses on the enhancement of
teacher's performance. Therefore, the Bureau of Education and institutions
should emphasize the importance of an on-going professional development
through appraisal schemes.

Criteria developed by the Bureau of education for trainers should thus be
explicit, unambiguous, and have specific and reliable ratings.

The performance appraisal system has to stresses the instructional process
and linked with research findings on effective teaching practices and
sufficient allocation of resources for conducting research.

The Performance appraisal system must provide a clear, appropriate set of
evaluation criteria with accompanying behavioral indicators such as
networking, initiative, achievement orientation, team work, adaptability,
client focus, team work and influence.

The performance appraisal system must provide the basis for making
informed judgment about differing performance levels of teachers and

decisions regarding the retention, assignment or dismissal of staff

. An orientation to the Performance appraisal system should be conducted by

the evaluator for all teachers engaged in the appraisal process for the year.
Special attention should be given to new staff members who do not have

previous experience with the institutions’ performance appraisal system
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8.

A formal observation must be scheduled in advance with the teacher, involving
prior discussion and planning between the evaluator and teacher and which is
followed by a post conference feedback session

The performance indicators used in the performance appraisal system should
establish relationships with colleagues, and students which reflect recognition

of and respect for every individual

10. The performance appraisal system must allow teachers to participate in school

11

management and shares responsibility for the total institution program.

.A strong link should exist between teacher appraisal, and teacher development.

Teachers would naturally like to see this situation improved. It would appear
logical that it is inappropriate to question teachers’ professional knowledge if
they are not given opportunities to up-skill through professional development.
Most understand that successful teaching requires not just a teaching degree
but also a commitment to lifelong learning. Even the best-trained teachers need
to keep up with changes in their subject field.

Finally, to solve the problems under study and to bring the expected changes,
the student researcher recommends further research and careful analysis of

the problem with a wider scope.

76



REFERENES

1.

10.

g8
12.

13.

14.

15.

Addis Ababa Education Bureau (August 2004). Partial College Legislation
(for Academic & Training Staff) for the Three TVET Colleges of The City
Government. Addis Ababa.

Armstrong, M. and Baron, A. (1998). Performance Management: The New
Realities. London, IPD.

Bernadine, J. (1986, Fall). Subordinate appraisal: a valuable source of

information about managers. Human Resource Management., pp. 421-439.

Campbell R.F and Gregg Russell, T. (1983). Instruction to Educational

Administration, Boston, Allyen and Bacon Inc.

Chruden, H.J. and Serman, AW. (1976). Personnel Management, 5" ed.
Cincinnati, Chicago, South Western Pub.

Coombs, P, H. (1985). The World Crises in Education: The view from the
18" New York: Oxford University Press.

Curle, A. (1973). Educational Problems of Developing Societies: With case

Studies of Ghana, Pakistan and Nigeria. New York: Preager Publishers

Edwin B. Flippo (1976). Principles of Personnel Management 4™ ed.
McGraw-Hill Kogakusha, Ltd, Tokyo
Fled men Daniel C. and Arnold Hugh J (1983). Managing Individual and

Group Behavior in Organization, London: McGraw-Hill, Inc.,

Fletcher, C.(1993). Performance Appraisal and Management, Journal of

Occupational and Organizational Psychology, vol. 74, Part 4, pp, 473-488,
George R. Terry. Principles of Management, 4" ed.,
Good C (1973). Dictionary of Education. New York; McGraw-Hill Book

Company.
Harold Koontz (1974). Essentials of Management, McGraw-Hill Company
New York,

Herman Herbert (1978). Perspective On Personnel Human Resource

Management. New York, Richard Ervin INC.

Iwanicki, E. and Rindone, D. (1995). “Integrating professional development,

teacher evaluation, and student learning: the evaluation of teacher




16.
17.

18.

18.

20.

21.

22,

23,

24.

25.

26.

27.

28.

evaluation policy in Connecticut”, in Duke, D. (Ed.), Teacher Evaluation

Policy: From Accountability to Professional Development, State University of
New York Press, Albany, NY, pp. 65-98.

John M. lvancevich (2004). Human Resource Management, New Delhi
Kane, J.S. & Lawler, E.E. Ill (1978). Methods of Peer Assessment.
Psychological Bulletin, pp. 555-565.

Lucio, H. William and McNeil D.John, (1979). Supervision in Thought and

Action. New York

. Port Moresby, (July 2000). Management in Vocational Centers, Module |, 1I,
and Il

Ministry of Capacity Building: Performance Measurement Training Manual

(2004),

Newman, J.S and Hinrchs, J.R, (1980). Performance Evaluation for

Professional Personnel. New York
Palekar G.P. (1986). Industrial Organization and Management 3" ed,

Himalaya Publishing House, Bombay,

Panny Hackett, (1987). Success In Management Personnel, Englewood
Cliffs N.J. U.S.A

Pollack, D.M., & Pollack, L.J. (1996, winter). Using 360 degree feedback in
performance appraisal. Public Personnel Management, pp. 507-528.

Simmons, J. (1980). The Education Dilemma: Policy Issues for developing

Counties in the 1980's, Oxford: Pergemon Press

Torrington Derek and Laura Hall (1995): Personnel Management. HRM in
Action. (3" ed.).

NASN AND D19l ANHELC ©ERLRG oo-f T9°UCT 2amS ChWAMT
aod°Ve-s 9197 LN RTC TP 1999

NASN AN Dol ADTSLC ERthS oo T9UCT AAmS hAE
TYpbo) @ L3 RPTC 22/1999




29.

30.

31.

32.

33.

34.

35.

36.

3.

38.

39.

40.

41,

Journals

Alvarado, E.I. (1996, spring). The Validity of supplementary Pay Systems in
nonprofit Organizations. Nonprofit Management & Leadership. Pp. 291-304.

Bader, G.E. & bloom, A.E. (1992, June). How to do peer review. Training &
Development, pp. 61-66.

Britton, P.B., & Ellis, C.M. (1994, July-August). Designing and implementing
reward programs: finding a better way. Compensation & Benefit Review. Pp.
39-46.

Brooks, Susan S. (1994 April). Noncash ways to compensate employees.
HR Magazine, pp. 39-46.

Boudreaux, G. (1994, May-June). What TQM says about performance

appraisal? Compensation & Benefits Review, pp. 20-24.

Brown, B.A. (1985, spring). Performance appraisals: how to make them
work. Employment Relation Today, pp. 39-42.
Buchnoiz, B. (1996, October). The bonus isn't reserved for big shots

anymore. The New York Times, p.10.

Cumming, C.M. (1994, May-June). Incentives that really do motivate.

Compensation & Benefits Review, pp. 38-40.
Edwards, M.R. (1989, July-September). Making performance appraisals

meaningful and fair. Business, pp. 17-25.

Edwards, M.R. (1990, June) Assessment, a joint effort leads to accurate
appraisals. Personnel Journal, pp. 122-128.

Edwards, M.R. (1991, June). Accurate performance measurement tools. HR

Magazine, pp. 95-98.
Edwards, M.R., Borman, W.C. & Sproull, J.R. (1985, May-June). Solving the

double bind in performance appraisal: a saga of wolves, sloths, and eagles.
Business Horizons, pp. 59-67.
Edwards M.R., & Ewen, A.J. (1996). 360 degree Feedback, The Powerful

New Model for Employee Assessment & Performance Improvement,

(American Management Association: New York)



42.

43.

44,

45.

46.

47.

48.

49.

50.

91.

92.

53.

Edwards, M.R., & Goodstein, L.D. (1982, Spring). Experiential learning can
improve the performance appraisal process. Human Resource Management,
pp. 18-23.

Edwards, M.R. & Sproull, J.R. (1985, August). Rating the raters improves
performance appraisals. Personnel Administrator, pp. 77-82.

Edwards, M.R., & Sproull, J.R. (1985b, April-June). Safeguarding your
employee rating system. Business, pp. 17-26.

Filipczak, B. (1993, August). Why no one likes your incentive program.
Training, pp. 19-25.

Filipczak, B. (1996, January). Can't buy me love. Training, pp. 29-34.
Gruner, s. (1997, February). Feedback from everyone. Inc., pp. 102-103.

Herzberg, F. (1986, January). One more time: how do you motivate

employees? Harvard Business Review.

Hilton, P. (1992, September). Using incentives to reward and motivate
employees. Personnel Management, pp. 49-52.

Jones, J.E., Ph.D., & Bearley, W.L., Ed.D. (1996). 360 Degree feedback,

Strateqgies, Tactics, and Techniques for Developing Leaders, (HRD Press:

Ambherst, MA, and Lakewood Publications: Minneapolis, MN).

London, M., & Beatty, R.W. (1993, Summer/Fall). 360-degree feedback as a
competitive advantage. Human Resource management, pp. 353-372.
Nowack, K.M. (1993, January) 360 degree feedback: the whole story.

Training & Development, pp. 69-72.

(R.Bruce McAfee and Paul J. Champagne: 24), Journal of Managerial
Psychology. Vol. 8 Nor, 1993, pp. 24-32, MCB Universty Press, ISBN 0268-
3946



PDF Documents downloaded from different websites

54. Assessing Performance management of Human Resource For Health in

99.

56.
57.

58.

59,

60

61.

62.

62.

South-East Asian Countries: Aspects of Quality and Outcome, Workshop on
Global Health Work force Strategy. Annecy, France, 9-12 December 2001
Performance Appraisal Handbook (370 DM 430). A Guide for managers /
Supervisors and Employees, U.S Department of the Interior.

Performance management Guidelines, State Personnel Manual.
Performance Management Research Report, Organization System
International (2002) San Diego.

Managing Performance and Contracts Part Il Series on Managing for
Results in the United Nations System. Ever Fontaine Oritiz, lon Gortiz &
Victor Vislykh. Joint Inspection Unit, Geneva.

Rugers University (2006). Human Resources Sample Performance

Standards.

. Teachers Appraisal the Experience of Kenyan Secondary School Teachers.

The Emerald Research Register. www. Emeralinsight.com./register
chregister.

United States Department of Agriculture Rural Development Administration
Cooperation Services Research Report. 136

Yuki, G., & Lepsinger, R. (1995, December). How to get the most out of 360

degree feedback. Training, pp. 45-50.
West Chester University of Pennsylvania, Staff Performance Evaluation.



Appendix 1
Technical and Vocational Training Institute Trainers/Teachers Attitude

Towards the Current Performance Management System Research
Questionnaire
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Appendix 2
Technical and Vocational Training Institute Trainers/Teachers Attitude

Towards the Current Performance Management System Research
Questionnaire
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Appendix 3

Interview for trainers in sample TVET institutions

1. Do you believe that those who are engaged in the appraisal process
have any formal performance appraisal scheme?

2. Do you think that the appraisal system have any impact on the achievement
of the institutions?

3. What is the purpose of the performance appraisal system? And for what
purpose is utilized the results of performance appraisal?

4. What do you observe on the relationship of evaluators and the evaluate
before and after the appraisal process?

5. Do you agree to be appraised by your respective department heads? If you
answer is yes? Give reasons?

6. Is there any strong relationship between the appraisal results and
development of teachers?

7. Do you believe that there is consistency between the performance
appraisals with that of the purpose it serves for?

8. Do you think that the performance appraisal results are used for the
purpose intended? If your answer is No? Give your reasons?

9. Trainers are expected to conduct research and to prepare workshops on the
results of their findings. What problems are encountered with meeting this
particular performance indicator?

10.What methods technique/tools are used (record keeping, initiative, output,
rating scales etc) for teacher appraisal?

11.Some respondents of the questionnaire give their remarks on
inappropriateness of the performance indicator “allotment of consultation

hour for trainees”. What is your perception with this remark?
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