
































































































































































5.1 Summary of the Major Findings. 

The main aim of this study was concerned to assess the state and attitude of 

employees towards the current performance management system practices of 

selected government TVET institutions in Addis Ababa, and tries to investigate 

the current problems contributing to the ineffectiveness of the existing 

performance management system of employees working in government TVET 

institution and forward possible solutions. According to the data analyzed and 

interpreted , t he following findings were obtained. 

1. 56.48% over half of the respondents, states their attitude that the appraisal 

system lacks to include the critical requirements (critical aspects) of performance 

management so as to measure performance objectively. 

2. 43.6% less than half of the respondents, confirm that the current performance 

appraisal system is in short of including appropriate performance criteria 

{indicators, such as , "establishes and implement learning objectives consistent 

with student needs and department expectations", "Plans for and uses 

instructional methods, and Participation of teacher in school overall 

management. Therefore , the current performance management system lacks to 

include performance criteria to measure performance as objectively as possible 

as intended in the appraisal directives and principles. 

3. 55.24% over half of the respondents, state their attitude that "education and 

training" performance criteria (filled by colleague) can modestly measures 

trainers' performance. On the other hand, fewer majorities of the respondents 

found at the lower end and the neutral dimension state their attitude negatively 

and indifferently that the appraisal criteria do not measure performance or it is 

modest. 

4. 52.46% over half of the respondent states their attitude that the performance 

measurement criteria "research and study and innovation," (filled by colleagues) 

does not appropriately measures performance of teachers . Therefore needs 

some consideration with this regard . 
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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 I references" and 

"education Itraining"(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 
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• 

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. 

5.3 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. 

2. Criteria developed by the Bureau of education for trainers should thus be 

explicit, unambiguous, and have specific and reliable ratings. 

3. 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 . 

4. 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. 

5. 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 

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

the evaluator for all teachers engaged in the appraisal process for the year. 

7. Special attention should be given to new staff members who do not have 

previous experience with the institutions' performance appraisal system 

75 



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 

9. 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 

management and shares responsibility for the total institution program. 

11. 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. 
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h<t:tI· ~,IJ.'t\fTJ'1' :l: 009"Ut-'}'1' 

U't\ fTJ'1" ·}'- 0"'l.11?r:'tI-)' 00 ,I'.·l h 

,!' <'\ (I). ,9' t\ 

B3. t.t'lCfI hmJ>4>9",} 01'001'1111' 

B 3 ,I 1'1 "'l1J.' t\ m ;;' tI "'l fl 'I' 0"/ t.,!' I' "'L If ',. 

' /'10. "'l1J.'t\m;;' o:l'fP"}'- Ooo?"l1' 

I' ./ . "/ fJ C P't\ (Jl '1' ,M "1 t\ 

B 3 ,2 tI "'/ u' t\ m ;;' / "'l fl ./. 0"/ t.J.' / r·j 'llln (I). '} 

O,9'fP'f i'}fl •. M l1t1.tI·:r- Ooot'll1 . 

r'f-9"UC:/' h<t:tI,",r- 11"'l .. l'flH"';' 

oo9"Ut-'} ?C O?t- tloo(Jl'/'9'" •. ,9'.'l,;;' 

Strongly 
Disagree 



f!.lfe;t.\ 

8 3 . 3 tI "'I IP t.\ m ;;' e; / tI "'I 111' "'I /-Y / 

\,·h::hll'l'£v· '} {IOuIM';»:l~ Wl"} .... "/: 

h VI.'I·uom· Y.e.C;;t.\ 

8 3.4 tI "'I IP t.\ m ;;' / tI "'I fl'/ ""l /-Y / 

\" r Lhll,,'oJ' '} 00 "(ty;» ··)'· f!.'}hOhlltll 

h~,.e.;; f!.MMtll n.Ol\j'i· f!.m'?e;tI 

olf!.9° h Vl,m7·/· Yl\m·.9'tI 

8 3 . 5 I' "'I IP t.\ m <;' /r "'I fl1 . o'} /-YI rr t., 6.9';» :,. 

M,'?IlO' t1p't.\me; P't'r h VI. mtl· 

O"'l.e.·L'? ·oh'/,h f!.MMtI 

8 3.6 1' p'tlme; rrt.. 6.9';»··j'- ·" .e.;;;;,vd·e; 

"'00;;;;0:/')' ~,'}.<t';'lr:r-m·/ \'~, '}.<\. Out 

put MIAm' III put \,"'I.'l:L"J ·0 ...... )· 

~,tlm· 

84. hm.4't\,e P'~-9"1I]C1 01'oot'lh1' 

84.1 hp t· ?rhl\b.-;»··'· CJtI.e.n:r 

IPtI(w ... ·:)'·e; IPt" "7[':j'- ;JC ·'··71l·0·Y.C,' 

·/·1l·0C' f!.uJt'rtl 

84.2 o h<i: t1. o "'I .. e. L7' fl·OM;»1·· 'If!. 

f!. ''1-1' Ir. t.\ 

84.3 I'fl'OM n'H' Yh·O/rtl 

84.4 O·hl;uo· Or{Io.e.Otl·), I' P't'r n~')' 

f!.7<;' tI 

84.5 I' P't·m·'} ~LP, \,{IO',f'OJ''} h·OC 

f!.m·n .... ·tI 

84 .6 \'tl.t1 .. :f·'} Pt· h 'Wt'rn· P't, ~,.e.·C7" 

I\t1"'1;" L·n f!.rrlr tl 

84.7,f't1m·'} ;Pt.,;!, O'?M,e; 0" ·70.m· 

{IO~' Lh y.,'Clltl 

84.8 0,?9"7"'1 \'·j·7";· no. "fl·"J'\,·n:'} 

.e,/,ol\tI:: ~,fl'I' Y\"I~:': '}9o OPlr Ol' 

t1"'1t]. /.+e; t1oo '/'C7"9" Y,'l't, tI 



8 5. rp'/r i'~"7i~+'} ni'oul"lhi' 
8 5.1 n')'9uUC:t' 'l pAm'l h<j::11 ·')~"lC' :r· 

(I.h(I'I: I'lTo<j:::/·'I. 'I<'I '(j ,f'lTD~""1,A 

85.2,1'IlaV} A~.~·C,· ~\O)</+ I\flA .~l n;1i 

II "'I'} t. A 11'7 'P,: J?-IY 'l A 

B5.3 n ')·~uc')' 'l pAm'l h<j::11 ",""lC'l 

(I.hM: I'lTo <j:: -)''I, 'I<'I·n ,f'lTD',""LA 

85.4,1'I\oV} A9U.'l:'l 00)</" )' IIc]A ,~l n ;1i 

1I"'1I-)':'A 1t"l 'P,: J?-1Y'l A 

B5.5hPlr c]A,~ln;1i ;JC I' -t' (lmm· -} 

I'/l"'l. oj; Plr /fl ·nM M1(Lm· 

,l'h'lm''lA:: 

C. I'of;h'l.h'i' lTD'J' -r?"uC-r'i' pAm'i' hIPAIl]'S lTD?"U1r1 lTD1?"1"'1.J' lTDil.tCf.:f 
nhlJ.<!"'I.h!?"/"l1 ! nhilr.<!.I'.C'i' A"'I'}' ?"/"l1'i' n"lTCrlTD1-}' 1'mt 1''''1.'1'''' 160%1 I'lTD?"UIr't-1 
I' PIr h.tlll\?" nlTDllh-r nh-A -!-1fl lTDil.tC-r lTDl1''i''f(J)o1 f,il"'llTD' CDf,?" hf,il"'llTD' ~1.1'.11'1 
n~n.<!1'<\' 1''7?''1'''1 lTDil.tCr h1l1C l'il?"?"~rP'1 .1'.01 n 1"'1 ?"Ahr n"'l.l'.'l'7 f,'7I1'/r :-

Qu cst ion s/sta t elll en ts Strongly Agree Neutral Disa gree 
A2ree 

CI. r1--V"uC1--'1 p'Am'1 'U.')''} n1'not'lh1' 

Cl. 1 1I"'l.,I'M 'r·,m·/ II"'I.j'{H·~lm· t'Cfl 
n -"II ;J:~:m· tltll·t\9" ,'Jf,.~' lToUJl-}' 
/lCfl M)")'''J?- ') ,f'II;J:<1A 

C l .2 n-'·II ;J)':m· /lCfl ~,m"}'''J?- ') lToUJl -}' 
r9uUC ')' 'l pAm'loV} J?-(lffJA 

C l. 3 Consultation hour'1C'''lIr~ 
n"'lm·fll~ · IIUJAfll~ .. ':r· lTD',I'OJ' 9uhC 
J?- fl fll A 

Cl. 4 UJAfll<;<':)~ -} nUJlr"'m·'l n-h:r.t,C]"L" 
m·m.;J·'fm· IIlTD1~19U ~').'I. ;fA 
i''''l.1lTD''l9un~'') lTOPt.C~' n"lA7' 
,I' {l<f'9u filA 

C 1. 5 I' UJ A fll <t '1~ -} i' 'I' r; I'.I'.';J <j:: fl (.I~ 5 
1';J1r t'C(I :)~') m·(fh-)· n1'.1'. l:<1o)' 
n"'lm'l"'C no/, ,l'lllIr lTDC'I "l 'nc 
lTD ,).I l ,), ,I' ill h C] A 

C2. 'J''11-'1 V"CV"CI&'mt- '} n1'not'lh1' 

C2.2 nno·ym· 'r'1-).'1 9uC9"C 
,I'.I'.C;JA: m'm,-',}9" t'I -hl;l7D' 
"'1,Mlf'l,n n·,·tI;J:t>: t'I-'t' 17D ,~'lh 
,I' "/OJ. :}. A :: 

C2.3 t'l p'Am<;m·/t'I -'hl"UC·1: M&,tl'l. 
rtf'l' 7,' rh· b'::r'} / 'I'} ,~' hm..)-
YI1;J:<1A:: 

Strongly 
Dis8e.rcc 



C3. t(tOI hm:P4>r 
C3.1 I" "'11P A rn <;' / 1""'1 (H''''1 t f lTDC;p' 

lTD "I t f fJ1 :)'. '} nlTD9" t. l' .P'Arn'lm·'} 
fl-t 'L~A 

C3.2 tI "'I ()J t:I m <;' / tI"'I rt"""1 ty I' ". t. hfJ',' aJ-'} 
(70"ltyfP:)"- M'I'I.;t1: Pt· 11;1' ,f'a)'''t:I 

C3.3 N ·'1'I)'r' ro· '} 1''''1 ()Jt:lm <;' (70", t,r fP"fe; 
(7o?,'rh<J;'j' m"lJbro· n" ' Lhnn,j- (}· 'I.;1-
I' (70 (70 tI rt '79 .. ;1-ro·') .erofllt:l 

C3.4 I' "'I ()J t:I m <;' / I' "'I M' "'I t y (7001 
uo",tYfP:j"- ') .e ,}hfJhrtA: Il~' .~ ,:J 
.eMMA: fI.n"j'j· .em "Ie; t:I ro.£',9" 
7,Vtm7'/· ,f'l)ro',4>t:I: 

C 3 . 4 I' "'I ()J t:I m <;' / I' "'I M' "'I t ,f' l' t. () ft' fP :)"-
M,'1rtn· tlpt:lme; Pt· h')~.ro· tI · 
W"I.~-L'1 'fln',:/,,} .eMMt:I 

C3.S I' P' t:I m e; l' to () ,4> fP :)', 1"!I.,:J,:J ~ 'f')-e; 
" 'lTD,:J,:Jfl'd' h ')~. 'i' t,. 'I' ro·/\'~, '}P,-Out 
put tll'I."ro· In put l''''I .~· L'1 ·nft',)-
~,tla) · 

C4. hrn:pIt,e .P'~-9·"'lfJC,} ni"tTOllhi" 

C4 .1 tln<J;tI· 1""(7".~ntl,j-'} I',j·,/"uc·)·e; 
p't:lme; fl r}.)- Yh·nt,t:I 

C4.2 mltl.;';' M'MI' !l.L:<l n"'1NI.p,. 
rt·nMfP''; nrt ' }o/: " '1'H, 1''''I.Y!l.C7ro· 
" 'I):"C: 

C4.3 J'tI I Jo/: ~un'},f'·j- I'htj:t:I ;)"~(Jl . 'VaH, 
1''''I .. l'rt''-9"cn,j·,} I'htj:t:I f'I'}.)-
~,.etlro·1'9" : ~,,f'M'''t:I tj:'/": hn<J;t:I 
~,.e "'C9" : 

C4.4 hp t- ;)"".fP1·,: rtt:lU.M- : 
u't:l fI ]<;"1'S ()Jt-,,-~,"1', ,:JC ·' ·'1rt·n· ... e; 
./. rt·n c' .e ()J t, t:I 

C4.5 P' t, '} I' u01,/,,19" : nfl.tI-:)"-
roo'19u '19" :- M"·,f'I'·n~'} I'lTD" ,nt:le; 
I'lTDrtm1- : n P' t- ".e I' "'I 'I' t:I No ;1- '} 
l'uo'7t1?,' uo·n'j-e; '19 .. ;rro·'} .erofIJt:I 

C4.6 tI ()J t:I f1j <;" :j', 'r .;. 9" '" tI. C't:I 'I" 9 .. t:I 
tllTDlf'} .e1't·t:I: I' Pt-ro,'} !l.L:<le; 
l'(7u,,f'ro·'} n·nc .em·nft't:I 

C4.7 I'~,t:ltot:l uom1' ro.e9" I'l'I.tI-1'· 
~,OIj1r Mn', 1"71f "tllTDlf') 
.e1' t-t:I 

CS I' P't,. r~I)7i~~-'} nrlTDtlhr 

CS.l ~,1',:Jfl aNn.·',- 1'(\.I\'I'ro·') /pt:lflrq.:j"-
nuuM1' npt:lme;ro' 'I..~+ 
tI"'I.,!"' ,?1'(7oro' :)~'?C .~' ,:Jtj: .ef'lfllt:l: 

CS.2 tI"'1 /.I't:I m<;,/ tl°'lrt "-"'I t,J' 1'1-Lhrt'fro' ') 
()ft'fP:)"- !Jrt.,M tI.tI .. :j"- nuorth' 



h"'l.J' M'l' '/. ~,LP/,\nl7;' ·) · .?C 
l\aom"'9" 0).e9" 00)·1\,)' I\aoflm')' 
t. :l>Y. 'i' ao{f'/·: 

CS. M'flJ . .e p &-9":): fl.M·', ;:>/16.0). 
O"'l,O'og: OO)' P (,. /I.e ,e<'l ' /-4,/'\:: 
O·/'t'lmO)' I'UI, 1.e. ·fl 0"'1.&.1\10)· 
V·'/,;) · uJC'I' LPC'\" 1\00or.r.t.Lfl 
.e'l' (,. /,\ :: 

CS.4 ·)·~UC;)·'P. 1"0»; ')' ~,'}.e.M&./l7.'''': 
J'1I1:.1t.\ 

E. r1;I1'l.I1'1 uo·f :r9"Uc:r'1 FAm'1 hlPAflJ~ uo9"U&-'} uo79"7CT<t.f 
uoil&'C-f'f nIPAflJ'1''fr'''l. 'l""1 /25%/ ruo9"U&-~''} I' F&- h&'~K9" nuofllJ:r nh·A 
1"70. uoil&'C:r uolf'1TW·1 g,t."'1uo' (JJi~ _ hf,il"'1uo, ?,)~If,} n?f'},1\'}.'\. --
1'''/9''7'''1 uoil&'C''t- h'}3C ril9"~~:rjD_'} ~l}l JlJ{/ 9"AI1:r n"'1~l,,/g,'7f1'1r:: 

Quest ions/sta tern en ts Strongly Agree Neutral Disagree 
Agree 

D1. r:"9"Uc,'t-'1 FAm'1 'i.~,'t-'} n1"uoflh1" 

D1.1 l"r9"UC:/' pt.\m<;O)·'} hm,1' /I.e 

0 /1"'/ oo/t.\l\ 11-/' "'/t9""f' 

J'<'IO)':J' t.\ : l"r9'''UC')'<; pt.\m<;O)··} 

'HC'HC 0/1"'/9" m'1J~O)' 

I\LPt.\ nl~':T' '? t.\'l.' j' g,C.?t.\:: 

1\9"<'11'1.9" OTask fl Outy nJ Ob 

OMob il OI'~O(,+ nl'~'I.·I; 

DI. 2 r-)'9"UC') '<; p't.\m<;'O)·'} 1/C11C 

.etl+ It'Cfl ~,O)+/I .e '}I n'?t.\l\ 

J'<'IO)' ,1,t.\ : I' pt.\m<;O)·'}: 

1")' 9"UC'/' '} : 'H 0/ C .e II ') ' /tIC fl 

~IO) .. H .e '} : OI'UI. LPI\,.<\ O'o'l''i' 

J'll.?:.1t.\ : NCflt.\ n'}.e.'&. '/<'1 '0 

0·/·'7flCI0).e~ 1\"0'0,} "Cfl 

ao~ U (" '} LP t.\ nli . HIC 1''''/ fl ·/· "'I C 

p', II.\' ... em;""'It.\ : 

D1.3 M"'IJlm0). pt.\m<;I·)·9"UC+ 0'/: 

11'7:1!:" ), ~,g,'C1" J"/'Cflt.\ : 

D I. 4 1'"'I.J'M'l"/0)·/1'"'l.J'fl·/·9" LO)·I 

')'9"UC')' "' ,?fl{,'<P"/:/' O?"U/I\, 

hl'.'O& . . rflL'<\t.\ : 

Strongly 
Disagree 



D1.5 nIH·"'l&.r !1:1;: nQDm"'9" 

PAmC;(J)''}/')'9u UC-':-}/ nUIA?> 

.I'</'CflA: 

Dl. 6 IPAflFf'f' npAmC;(J)·/n-)'9u uC-': 

h VVH' " . .I'nL;:l';J·A/ '!' .1"': 

,e','n"A: 

D 2. I' "'lIP A m r;: / f"'l M''''l &.1' ?> u·t,: 1-'}c; "'l fIJ<j> i'l SO 1-'} h <j> t-L 11 n 1-UD fI h 1-

D2.1 fI"'l..I'M,!,',(J)· pAmC; (J),e9u 

fI"'l,J'rt -'·9" L(J)' :/'9u UC-)' M&'.M. 

?>u·r;;:-,: '}c; fmllPAm'i' "'l',·'PfI · :Vi 

lll1.:J:~·-I' ,eflfIJA 

D 2 . 2 fI "'l..I' rt -" 9u
,;. -). -) • 9" U c -), / fI 0'1 . .1' fI tI '!' ', . 

. ), pAmC; lIM."'/. 1'1f', / reference/ 
I''''l fIJ ". i"i I' Qn~' rh lj': -) . 11 Cl1 C MI.=n>:··I' 
,eflfllA 

D 3 . fu<J IP Am'j','-/fu<Jil1'u<J tJ' I 4?I'\ 4?{l 1- hm.!l'4'9" n1'ool'lh1' 

D3. II'-rM~ I' pAmC; (J),e9" \'-)'9"UC-)' 

QDLY. QD"/&.I'SO:r'} nonnl'/'9U 

.I'rt-"9" t-A (J),e9u .I'M'!'C; A 

D4. f9"H'l PAT'l h&''169'' n1'ool'lh l' 

D4.1 f1 ·)·9"uC·,dflrAm'i(V·!m:l·"'L flf) · 

(Jut\l70~pJ " l'·,} IAssignment rev iew question. Lab 

reports. Projec t wo rk ctc/,eflfT]t.'\ :- .rcu'/l\ :-

m'rn,'!:'}?" J'<'\(Jl''''A ' 

D4.2{.1 ,<""Cj 1'5'-1: SU'.)". 'liH'°'lL(D' ')'9u llC}r; pAm'! 

.H: /,119· ... J' (VnjA ' 

D4.3n"Ul"l.:"(Jl· t. ·'·';9'TI'1c·~:h ·r:r! "'I'I'i'P. fllf ', 

oU-)1~ 'r ;J .ellnjA f1"'1.ll nj:"(Jl'9" t .·,·,;?':r· 1'5 

C·j>;h·r·:r·! ·,·ounjnn 1.11 . .em'~·~A ' 



05. hm:J>l\,e noon! P'~ 9""lIlC1 ni'nollhi' 

05.10'l'oo.l~.0 (\ ')- r.'f·9"UC·)·'l pt\m'l htj':(\ 

'1.11. i'l~ ') ' ~, h·nC' ~7lj't\ M Ln")-9u 

htj': (\ 1.11. ",/tJtJi'j ~i'l"l t\ 

05.2Noo.\'.0 (\ ')·'} htj': (\ 1.1L M,"}f]O' 

(\",/tPt\m'} (JJ~9" (\"'Ii'l'/' '''/C ' /' ''}f]C 

Y(JJ'I'\t\ 

05.30p'/ pc~,)- ~,hf]t'l'l: (\"'LyttrOJ' p~ 
9u "}f]C ~, C .f''t1- ~,t'\oJ' (\tPt\"l<;,':f9" 
'/-7n.(JJ·'} h·nc ~i'l"lt\ 

06. r~"m+'} nroufthr 
06.1 rtPt\"li1':)'-'} r'r9u uC')-'l pt\m'l 

.,,:"}C t'I'''I''loo'P 1..:J'flX ~ (JJ' 

06.2 tPt\"l~;" 'l') (\ooC"l')- rILe' i'l£~') ' oofl:(1 

yttoJ<#'t\ :: 0'/'00.\'.00')- i'l~')- tPt\"l<;"·:),-

(\",/.y,/,CO+ r')-9u uC')-'l pt\m'i' 

··f'7C'··)'· l7otj':,)_·/, ~i'l"lt\:: 



Appendix 2 
Technical and Vocational Training Institute Trainers/Teachers Attitude 

Towards the Current Performance Management System Research 
Questionnaire 

r'l;h'I,h uo-Y D'JIPAm;;' 1'?:D'J'l' ~1Pt:V'l~/ ou?"U~'} 'he; 1P~1'7f'':f' nu'1 np'~ 
~ .l't'UD·1 r P'~ ~&.~~?" ?"He; p'ca,:,.e; rou7?"7°V oufl&.Cf.':f· 11K, 

,I'll TeD' 1 M1'o'\ofl 1ID'J'l'e;:" r 1'H.?)': ouillg.:" 

,eu uom,e;/' ruo'}'?P")' r ' /;hUI'J uo.j' "'IIPAm>;' 'hl:"'l:/' I' P'/'. {,;/,,~. {"OOI?" ?"H'> 

(,6.lIlI?" 1I,e IP/'· 'Ft':)" j'1I'fo)-'} {lI'l'/·tlf'),fl fI"'l'l''>+ r+II ;:> :~: '/Ol' :: uom,e·/, '} nuouo·lI+ 

flu'U'~C?'A '} :/" flll C fllv'Ul {,nil l'-'I.TiCfH; rn.l1't!l (,.p'.h,n1 r ''''9'';''C')' hct::A {6 1,'" 

9" P' ;:> '>:)"1 I'll'" '/OJ':: 

r'r'>'" M"'l {,U·'} np/,· 1I,e j't\oV} I' Pt.· '/,,),,~. {,6.lIlI9" 9n tl'> 

,eIl')' 1/Content!s tructu ref 16 I' {,uot..<. (,J' j'1/'> nIP t.",·'i'Ol· nh·A j' flOl"} ,,··,' n,e'I ')· / 

Behaviora l Aspects/ nuutl.·'· '1i nuoflh· 1',, ·~uoLOl'1 r"'li'i'Ii$' l, 'H'fl,4>t'I. t'\"'l1-An,)' I''''LLP'. 

n,uf{J'.)'·1 fI"'lct::I'I ;/' '/Ol':: 'r'>", (,1 ,~"'m'>""" n"''?fJC fI ,e j''''I'L / Applied Focus! Yt'\Ol· 

AI'- tTC')' M'~':9"fD '/,1P, .. ~Cfl'> l, ' }p,.;"/n .. )· ,eU;:>A :: 

l,CflfD nuoAfl t'I(,J~ . 'd' (""uoLm·) r'i·uo''> u.LIl] II ), .. / Random Sampling Technique! 

'/Ol': : n"' r.tl,"'lt9" flIl.U uomrA' MOfD1 : rpt., uo,~'flfD uomtY'} 1,'> 1''''l.t'I<;.n:1''} 

P,.TC:"uo1')· M "'1,e1A 7" I''''l.t'lm .. )· uoAfl "'l,flmt. .</?'d·/ Confidentia li ty! uo·fI· nuo.t'\. 

I''''l.mn·» '/Ol' :: fl t'\!f '19" t'\U·t'\ ·9" 'l'j" ':fD:r, nuo·fI· 'Ill 'd, uoAfl '/,Vtt'lm' fl{,h'flC")' 

l,l'ml'q'1 'r'>'/, t'\"'U6.A,4>'fOl· rh"ln:)~ I'hCflfD ,~'L '1i 1'1"11 uo!f'1·1 n"'lM'Olfl 'T'?"C 

'/Ol ' : : 

(,'}J': LP,')' ruoflh IP/' . .,,>;, uom.e·', '} I'Iuot'l'flM] h 4 <,,'>+ nj.1I "'uoA(I l,'}P,S1"ifD.'f· 

r"'l.u'? f'L!f1 MhljOl· !l:L fl 'r Y</: I]flfD H· 11·ul, 1111',,'} nflAh <~'rC 0911-684063 

,~Ol·t'\Ol· "'l~ ;:>1C .e:)'·lIfI· :: 

ouAI"J?" 7.11. 'h1-'1.1f1AP' 'h1ou<;'111 

~-'l.f1 ~nrl r.~.j'jCflt rn.11~f1 h.~./l,m r'r?"ihC:" hli:A 'he; 

1'1'''f, H'If.. 

For Internal Use Only 
Questionnaire ID ------------- Data collector's Code --------------------



Part A : General Information 
"'1 fl ;.hD i'i 1:-

h tLtJ n ;:H~ M'L n· + '1' Y 'I: fD l · n{fIJ /,\ II n "'1 t · (,"h :)'. ,1, .e r. I] 1'\ .. ). "1'1' r;" 'r 0). II '1' 

~\V~., 9"/'\'11:/'/ X / n"'1g:L"l uo/'\lIfD, ,euoLm':: 

AI. ntt.U 'hJ:9" M,'1' ~\(fIJ;.r·1· ~\7/'\"lt'l'Pt\? 
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'/'Cn'PA:: ntLU9" uuWL')':_ 

V. MIV·'J· 1.11. n·I;I1'J.I1<; uo'f "'1wAm;;' '1''.1:'''1+ l'uo9"U?'} U079"7"'1.f 

uul'l&,C,y.): 1I.e I"I'IILII<;'} 'Jmn1' 1'~lwAfIl1 uu9"U?'/"} I' P'? ~1&,l\l'.9" 

n~I"1fln, 9"1 fUA t'l.t'lh' 1''''1.:r,t'l· uulf<;:/:aJ"} .e{J "'1uo , aJ.e9" ~1.e{J"'1UU' 
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.1" /'11':: '/0)':: 

BI.3 I'pt. {16.'I09" "19"7"'1 
pC'H: 00,.,11,;/''''1 
(' 00"'1 C "'I rH''''I C 
M " Y.' I).e r'l''1')' 
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no. (' tf'l 0)·.e.e·)·'1 
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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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