






























































































































































mea n and percentage. Based on the results of the data a na lysis, th e 

m ajor findings of the study are the following. 

1. As disclosed from the results of the weighted m ean score and 

m ean value, the core purposes of the principa ls' performance 

a ppraisal a re perceived by appraisers a nd appraisees compa rably. 

Putting side by side the two pu rposes of PPA based on the value of 

their m ean and weighted mean score; th e formative purposes of 

PPA take the lead . More than five formative purposes out of the 

seven were pr ioritized by a ppra isees a nd appraisers. The regiona l 

officials and supervis0rs view to the purposes of PPA were almost 

comparable with a little deviation . So , it would be evident that 

there exists perceptual link between a ppraisers and appraisees 

that PPA s h ould primarily developmental rather than 

administra tive in purpose. 

2. The study revealed from the results of weighted mean score (from 

2.14 to 2 .47) and mean values (from 2. 12 to 2.47 for a ppraisers 

and from 1.80 to 2.40 for a ppra isees) that the rating of appraisers 

and appra isees for the indicated items to be below average scale 

with almost a ll values fall within th e disagreem ent range. These 

might entail that the intended criteria a re completely 

unconstructive and deficient in fulfilling important jobs, duties 

a nd tasks. According to Cascio (2003 : 336-338), there a re five key 

preconditions that any appra isa l system has to fulfil. These are 

relevance , sensitivity, reliabili ty, acceptabili ty and practicality. The 

criteria lis ted in the appraisal of principals' performa nce lacks 

those basic points. 

3. As to the majori ty of th e responden ts have assured that setting 

performance criteria h ave been left to the regional officials , civil 

service officers a nd principals' collective ly. Interviewees a n swered 

that, once the performance plans were roughly prepared by 

regional officia ls there must be d iscussion with pr incipals ' 
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(collectively) and civil service officers up on the plan for reaching at 

an agreement which would be endorsed as requirement of 

appraisal. This agrees with the nature of MBO (PPA is a part) 

where performance plans, objectives and standards a re set on the 

basis of mutual agreement between appraisers and appraisees . 

4. Most of the respondents 96% (46% of the appraisers and 50% of 

appraisees) have positive attitude towards PPA and 70% (40% of 

appraisers and 30% of appraisees) have highly positive attitude 

towards it. But a li ttle number of respondents have negative and 

highly negative attitude. This is because of lack of awareness, the 

recent experience of the institutes, resulted resistant to change 

and an increment of unnecessary work burden. Therefore, it was 

obvious that both appraisers and appraisees have similar (positive) 

attitude towards PPA. 

5. It was evident that a greater numbers of respondents (78% of 

appraisers and 80% of the apraisees) chose regional TVET officials 

and su pervisors as the pertinent appra isers of principals. Next to 

the regiona l TVET officials and supervisors , civil service officers 

were chosen (69% of appraisers and 70% of appraisees) and 

department heads won the last most preferred a lternative of 

respondents (62% of appraisers and 60% of appraisees). 

Conversely, a lmost all respondents considered parents and 

trainees as being incompetent to appraise TVETI principals' due to 

their lack of compulsory knowledge, ski ll and experience. 

6. As reported by considerable proportion of the two study groups, 

th e major problems encountered in appraising the performance of 

TVETI principals were found to be, poor administration of the 

overall appraisal process, lack of adequate experience and 

knowledge on the part of the appraisers, inadequacy and 

inappropriateness of the appraisal criteria to a pprise the 

principals' of TVET institutes, lack of p re and post appraisal 

75 



discussion between appra lsee and appraisers, the practice of 

Principals ' performance appraisa l is not well known in the TVET 

institutes, and interference of regional TVET officials concerning 

appra isal results . The occurrence of the above problems was a lso 

witnessed by the interviewees as well. 

7. According to the respon ses of the two study groups' regional 

government and educationa l bureau, the government (MOE), and 

TVET institute m anagement bodies blamed from top to bottom for 

the prevalence of problems associated with the implementation of 

PPA. On the con trary, parents and tra inees were a lmost not 

condemned with both respondent groups for they h ad insignificant 

involvement. 

8. Finally, the following suggestions were forwarded by the 

participants. Likewise, providing training to appra isers, practicing 

PPA by improving the difficulties within time limit, participating 

apprentice-ship providers in the PPA process, providing training to 

appra isees, pa rticipating the community a nd micro & s ma ll scale 

enterprise office in the PPA process (appraisers), and sticking PPA 

to th e training system (appraisees). 

4.2. Conclusions 

Based on the findings of the s tudy, a number of conclus ion s could be 

drawn. The following a re , however, the maj or ones . 

1. Regarding the purposes, it would be possible to conclude that 

there was a significant deviation between the purposes for which 

PPA was intended to serve a nd serving on . Even if, the appraise rs 

and appra isees perceived the purposes of the a ppraisal seems 

good a nd in h a rmony. The PPA in th ose TVET institutions has not 

a lmost served both the formative a nd summative purposes . It 

seems simply a matter of fulfilling form a lity. As result, principals 

attach no value to their performance appraisal. It would , the refore, 
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be possible to expect principals to perform below their potential in 

generating creative and research-oriented generation. 

2. The existing appraisal criteria of principals' were perceived to be 

mysterious, vague, irrelevant and unrealistic a nd this might lead 

to the dissatisfac tion of principals. Thus, it could be said that the 

performance of TVETI principals has been appraised by the 

criteria which were incompatible with their duties and 

responsibilities . Moreover, it would be reasonable to presume that 

this inappropriateness has m a de TVETJ principals develop 

negative attitude towards the appraisal scheme. 

3 . The positive attitude of the respondents towards PPA confirms that 

the presence of any evaluation system was encouraging, and 

results working genuinely for the sake of work i.e. in reality. But, 

in TVETI it is unwise to expect positive outcome from incomplete 

appraisal scheme, and relative failures would be inevitable unless 

meaningful amendments are made. 

4. The finding of the study proved that the PPA process is not 

participatory and has not been properly implemented in the way it 

was expected to be. Principals ' in order to develop constructive 

perception towards performance appraisal, they should be 

appraised by those who know the complexity of the job, and who 

have close contact with the training process and the day to day 

activities of TVETJ principals. On the other hand , parents and 

trainees were not eligible to appraise TVET principals. This implies 

that both of the study groups do not have trust and confidence in 

these appraisers. This does not mean that constructive comments 

and suggestions could not be obtained from parents and trainers. 

The investigator believes that they should serve as sources of 

information but not to be straight appraisers. 

5 . Problems related to poor administration of the overall appraisal 

process, lack of adequate experience and knowledge on the part of 
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the appraisers, inadequacy and inappropriateness of the appraisal 

criteria, lack of pre and post appraisal d iscussion between 

a pprmsee and appraisers, the practice of Principals' performance 

appra isal IS not well known in the TVET institutes, and 

interference of regional TVET officials concerning appra isal results 

were found to be the major ones encountered in th e appraisal of 

TVET principa ls. Hence, it would be safe to conclude that due 

attention was not given to the over m ention ed key points. It could 

a lso be said th at both appraisers and appraisees have been 

dissatisfied with th e system of PPA due to these and other 

problems of the appraisal scheme. This might further suggest the 

need for revising the major components of the appraisal scheme if 

effective operation of the system is to be realized. 

4.3. Recommendations 

On the basis of the findings of the study and the conclusion drawn, the 

fo llowing recommendations, which are thought to be fe asible, were 

forwarded. 

1. The appraisal system is required to be efficient ; it should be used 

as an instrument of ch a nge and motivation rather th an of 

punishment. In this regard principals' performance appraisal IS 

supposed to be most effective wh en universal harmony exists 

amon g the purposes of the a ppraisal scheme and, when the 

perceived purposes coincide with the actual practices. Howeve r, 

the existing appraisal system of principa ls was found almost not 

serving the said purposes, though the perception of principals and 

appraisers had to what should be the purpose of PPA seems fai r 

and in agreement. Poor administration of the overall appraisal 

process is among the major factors that make the system not to 

achieve its intended purposes. Thus, the administrative and 

developmental purposes of appraisal need to be understood by 

both the a ppraisers and principals . 
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2. The study revealed that the criteria presently employed to appraise 

the performance of TVETI principals are found to be inadequate 

and inappropriate and need to be revision, so as to reflect changes 

in the operational environment. The more the criteria become job­

related, transparent and clearly defined, the better their 

measurability and objectivity in assessing principals' effort and the 

higher will be principals' motivation and commitment to exert their 

maximum effort. Hence , practica l measures need to be taken to 

make the appraisal criteria compatible with the duties and 

responsibilities of the principals. The investigator suggests that, 

this could be done by, 

.:. Giving responsibility to TVETI principals and civi l servIce 

officers collectively to develop TVETI based appraisal criteria 

and get revised, examined and approved by the experts a nd 

supervisors at the regional level; and then will be used for 

the appraisal of principals. or 

.:. Developing the draft of PPA criteria at the regional level and 

leave it open to discussion, cr iticism, and modifications by 

trainers, department heads, vocational counselors, civil 

service officers, vice principals and principa ls at TVETI level 

before putting into practice . or 

.:. Preparing the appraisal criteria by the experts and civi l 

service officer of TVET section at the central level and a draft 

set of appraisal criteria in view of various research findings 

on TVET success. Then the draft will be open for argument 

and adjustment by TVETI principals and other concerned 

educators and practitioners . The inputs obtained would be 

fittingly considered in the fin a lized appraisal criteria to be 

used in the scheme of PPA. or 

.:. Combining the above three organized criteria. 

3. More has to be done to effect changes in the attitudes of 

appraIsers and appraisees towards the ac t of participative , 
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tra nsparent and cooperative culture of PPA. Bea ring this in mind, 

relevant training has to be a rra nged a nd provided to appraisers 

a nd principals regarding the purpose a nd importance of PPA, and 

its contents and application. This s tren gthens the system 's 

accepta nce and commitment by a ll the a ppraisers and appraisees. 

4 . The study indicates that the TVETI principals would be appraised 

by those who have close contact with the training process a nd who 

are familiar with the complication of the task. Therefore, it IS 

possible to recomme nd that the MOE together with REB need to 

ta ke n ecessary m easures to revise the designation of appra isers in 

such a way that regional officia ls and supervisors, civil service 

officer and depa rtment heads are to be involved in the appraisal of 

TVETI principa ls . The rationale behind is tha t , those people have 

close contact with the usua l activities of the principals a nd know 

the complexity of the job; they can pass valid judgmen ts on the 

appraisal of principals ' performance . 

5. Problems en countered in a ppra IsIng the performance of TVETI 

principa ls are wide and complex in na ture and hence close 

attention a nd careful analysis is very essentia l to overcome these 

problems. Some of the major problems en countered In the 

appraisal of TVETI principals were poor a dministration of th e 

overall a ppra isa l process, lack of a dequate expen ence and 

knowledge on th e part of the appraIsers, inadequacy and 

ina ppropriateness of the appra isal criteria to appnse the 

principa ls ', lack of pre and post appraisa l discussion between 

appralsee and a ppraisers, the prac tice of Principals' performance 

appraisal IS not well known In the TVET in s titutes, and 

interferen ce of regiona l TVET officials co ncerning appraisal results. 

Bearing this in mind, 

.:. It would seem vital for experts, officials and supervisors , civil 

service officers and p rincipals at the central , regiona l and 
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TVETI level to expend greater effort in organizing a series of 

long on-the-job training or short off-the-job training and 

orientation for appraisers and appraisees so as to enable 

them acquire adequate skill, knowledge a nd expe rience; a nd 

to acquaint them with the purposes, criteria , process and 

procedures of PPA scheme; and other relevant issues of the 

appraisal system . 

• ;. Providing principals with timely feedback on their past 

performance and conducting post assessment interview . 

• ;. Authorities at all levels should be open minded and 

respective to criticism and constructive ideas a nd bring to 

an end unnecessary in te rference. 

Generally, policies, procedures and regulations written and documented 

a lone do not guarantee a fruitful implementation of PPA in the TVET 

scheme. These provisions should be supplemented by adequate number 

of educated , trained and skilled human resources, reasonable budget 

supply and infrastructure for information and global technologies. Such 

optimum blend of the required resources can ensure the sus tainability of 

TVET system and of PPA as a modern performance evaluation approach. 
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Appendix - A 

Addis Ababa University 

School of Graduate Studies 

College of Education 

Department of Business Education 

A Questionnaire for Trainers and Management Bodies of TVETI 

Dear Respondent, 

The purpose of this questionnaire is to gather data for the thesis entitled 

"An assessment on the system of appraising principals' performance 

in selected governmental TVET Institute in SNNPR." Apa rt from the 

researcher's endeavor and other factors, the success of the study a lso 

depends up on your honest and genuine responses . 

In responding to the questions, please note the following: 

1. All the questions raised here are equally important to attain the 

objectives of the study. P'ailure to complete any of them will affect 

the overall study. 

2. Provide your responses by putting "/" or "X" m a rks in th e spaces 

provided for objective type of questions and by writing your 

opinion to the open ended questions. 

3. Be sure that all your response will be kept confidential; and would 

only be employed in the analysis of the data to reach on some 

finding. 

4. You n eed not write your name . 

5. PPA: Means Principals Performance Appraisal. 

6 . In case , you have problem on any of the question please do not 

hesitate to contact me or use my mobile number 

13-30-74-51 . 

09-

Thus, th e student researcher gently requests your sincere response and 

acknowledges your cooperation to a greater extent. 

Tha nk you in advan ce for your kind cooperation! 

Lidetu Gizaw Gobena 

89 



Section One: Short Answer Questions 

Part I: 

Background Information 

1. Fill all the Necessary Information on the Space Provided. 

1.1. Name of the TVET Institute ___ _ _ _________ _ 

Level _______ _ 

1.2. Location of the TVET Institute: 

Zone _____ _ 

1.3 . Sex: Male c=J 

Woreda 

Female c=J 

Kebele ___ _ 

104. Age (in years): 

20 and bellow 

31 - 40 

51 and above 

1.5. Service (in years): 

A. In training: 0-5 c=J, 

21 - 30 

41 - 50 

6 - 10 c=J, 11 - 15 c=J , 

16 - 20 c=J, 21 and above c=J 
B. In other: 0-5 c=J, 6 - 10 c=J, 11 - 15 c=J, 

16 - 20 c=J 21 and above c=J 

C. Total: 0 - 5 c=J , 6 - 10 c=J 1 1 - 15 c=J 

16 - 20 c=J, 21 and above c=J 
1.6. Educational qualification: 

10+1 c=J, 
BA/B.SC/B. Ed c=J, 

10 +2 

MA / M.SC 

10 + 3 (Diploma) 

c=J, Other 

1.7. Filed of specialization ________ _ 

I .S. Current post in the TVET Institute: 

Trainer 

Department Head 

Vocational Counselor 

Civil Service Officer 

Other 

c=J , 
c=J , 

c=J , 
c=J, 
c=J 
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Principal c=J 
V! princi pal c=J 
Stream Head c=J 

Supervisor c=J 



No 

2.1 

A 

B 

C 

D 

E 

F 

G 

H 

I 

PART II: 

2. Data pertaining to the perception of principals' towards the 

purpose of principals' performance appraisal (PPA). 

Direction: Please read each of the items carefully and indicate your 

agreement I disagreement by putting ".;'" or "X" mark in each column 

using the following rating scales: 

Strongly agree ( A) , Agree ( B ) , Undecided ( C) , Disagree ( D ), and 

strongly disagree (F). On top of that use: Very highly (VH), Highly (H), 

Moderately (Mol, Minima lly (Mi) and Very Minimally (VM). 

Purposes A B C D 

What are the main purposes of appraising th e A B C D 

performance of TVETI principals'? 
-- ~- -----

To enhance professional competence of TVETI 

principals'. 

To build up self employment opportunities for the 

graduates of TVET. 

To develop job creation and innovative ability of 

the trainers and trainees in the TVETI. 

To have many / multiplied job creators rather than 
I job seekers . I 

F 

F 

--

--

---I ----
To improve the quality of the training. , 

To motivate, promote and give transfer for the 

competent principals'. 

To take corrective action on the academic and 

a dministrative systems. 
- -- 1---

To decide on principals' rank in the career ladder 

and salary increment. 

To provide feedback to the principals' as to what 

their level of performance. 
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J To identify principa ls ' training need and to select 

them for higher educa tion. 

K To reward competent TVET principa ls'. 

L To fulfill administrative formalities. 

PART III: 

3. Questions on the Appraisal Criteria of PPA. 

3.1 In the principals' performance appraisal system: VH H Mo Mi VM 

A The criteria used a re clear and expressed in simple 

language. 
- ---

B The criteria used are relevant to the purpose and 

obj ective of principals' performance appraisa l. 

C The criteria employed are better in promoting 

principals' professional responsibilitie s . 

D The criteria employed are realistic to be performed 

by principals'. 

E The criteria used a re a dequate to apprai se 

prin cipa ls '. 

3 .2 Which of the following parties are in charge of 

developing appraisal criteria in your context? A B C D F 

A Principal's (individual principal sets appraisal 

criteria of his / her own). 

B Principals' (collectively set performance pla n) . 
- r ---

- .- --
C Vice-principals' 

D Civil service officers 
---

E Vocational counselors 
-~ 

F Department heads 

G Trainers 

H Tra inees 
--

I Parents 
r-- ._- ----

J Regiona l TVET officials a n d supervisor s 
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Part IV: 

4. Attitude Related Questions 

No Attitude 

4.1 What attitude do you have towards principals' Only one choice 

performance appraisal? 

A Highly positive 

B Positive 

C Neutral 

D Negative 

E Highly negative 

4.2 If your attitude towards principals' performance More than one 

appraisal is highly n egative or negative, what is the choice 

possible reason? 

A Lack of awareness 

B Recent experiences have shown its weaknesses 

C TVET institute born problems 

D Resulted in unnecessary work burden 

E Resistance to change 
._-

Part V: 

5. Questions Related to the Process of PPA. 

No The Process of PPA 

5.1 Which of the following parties evaluate principals' More than one 

performa n ce? choice 
--

A Principals ' 

B Vice-principals' 

C Civil service offices 

D Vocational counselors 
--

E Department h eads 
-
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F Trainers 
--

G Trainees 

H Parents 

I Regional TVET officials and supervisors 

Part VI: 

6. Problem Related Questions. 

.--
No Problems A B C D F 

- .- --_. 
6. 1 What were the major problems encountered in A B C D F 

applying principals' performance appraisal? 

A Being overloads principals '. 

B Conflicts / challenges concerning appraisal 

results (between appraisers and appraisees). 
-- -- --- -- ._-

C Interference of regiona l TVET offi cials co nce rning 

appraisal results . 
--

0 Lack of necessary knowledge of the appraisers. 

E Lack of adequate experience on the part of the 

apprmsers. 

F Poor administration of the overall appraisal process. 

G Lack of pre-appraisa l discussion between appraisee 

and appraisers . -~~ H Lack of post appraisal discussion between appraisee 

and appraisers. 

I The inadequacy and inappropriateness of the 

appraisal criteria to apprise the principals ' of TVET 

institutes. 
J Lack of sufficient time to appraise principa ls'. 
K The purposes of the a ppra isa l system being 

--

unrealistic. 
L Lack of rewards for outstanding performers. 
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M The practice of Principals' performa nce appraisal is 

not well known in the TVET institutes. 

N Unclear objective of principals' performance 

appraisal. 
~- --

0 Multiple objectives of principals ' performance 

appraisal. 

6 .2 Whom do you blame for the prevalence of such A B C D F 

problems (listed above), if any in your institute? 

A Government / MOE (policy and policy ma kers). 
~~ 

B Regional TVET bureau_ 

C TVET institute management. 

0 Parents / community. 

E Trainers 

F Trainees 

6.3 Which of the following problems have you observed A B C D F 

in the process of principals' performance appraisal? 

A Rating high based on loyalty. 
- -

B Giving average ratings to avoid possible controversy 

or criticism. 

C Rating based on recent relationship between 

appraisers and appraisee. 
- --

0 Lack of the necessary knowledge, skill and 

expenence . 
--

• 
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Part VII: 

7 . Questions Related to Interventions to be Made . 

No Interventions A I B I C I D I ~ 
7.3 What interventions need to be made to h a rness PPA More than one 

into fruitful a ppraisal system? ch oice 

A Practicing PPA by improving the difficulties within 

time limit. 

B Providing training to appra isers . 

C Providing training to a ppra isees. 

D Sticking PPA to the training system. 

E Pa rticipating a pprentice-ship providers in the PPA 

process . 

F Participating the community a nd micro & small 

scale enterprise office in th e PPA process. 
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Section Two: Open ended Questions 

These questions are fo rwarded to gather information that are not ra ised 

under objective question (section one). 

1. What was the time (in year) that principal performance appraisal 

(PPA) IS first introduced In your TVET institute? 

2. What interventions need to be made to Improve the 

implementation practices of PPA? 

.:. TVET institute level recommendations. 

• :. Regional level recommendations . 

.:. National level recommendations. 

3. Any thing you want to add (if a ny?) 
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Appendix- B 

Addis Ababa University 

School of Graduate Studies 

College of Education 

Department of Business Education 

Interview Guidelines 

Interview Questions organized for the TVET Institute Principals, Vice­

Principals, Civil Service Officers and Vocational Counselors . 

1. Are you familiar with PPA? How? 

2. What is the process you follow to undertake PPA? 

3. Is the judgment of PPA free from external and internal influences? 

4. What is your general recommendation about PPA? 

THANK YOU! 
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Appendix- C 

Addis Ababa University 

School of Graduate Studies 

College of Education 

Department of Business Education 

Interview Guidelines 

Interview Questions organized for the Regional TVET Officials & 

Supervisors 

1. What was the time (in year) that principal performance appraisal 

is first in troduced in your region? 

2. What are the purposes that PPA scheme IS intended to serve In 

your institution? 

3 . Are the criteria listed in PPA sounding and all necessary? 

4. What problems are encountered in PPA? 

5. What is your general recommendation about PPA? 

THANK YOU! 
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Appendix - D 

Test on Representative-ness of the Respondents 

No Population Samples X2-

Subjects of f f % fa % fe (fo-fe ) (fo-fe)2 / fe € (fo-fe )2/fe 

the Study 
-----

1 Appra isers 226 100 90.91 95.76 -4. 85 0.2456 

Appra isees 10 lO 9.09 4 .24 4 .85 5.5477 5.7933 

2 Ma le 209 99 90 88.56 1.44 0.0234 

Fema le 27 11 10 11.44 -1.44 0.1813 0 .2047 

3 Diploma 64 29 25.66 26.78 - 1.12 0 .0468 

First 154 73 64.60 64.43 0.17 0.0005 2.2478 

degree 

Ma sters 4 1 3.55 1.68 1.87 2 .0815 

degree 

Other 17 7 6 .19 7. 11 -0.92 0.1190 
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Appendix- F 

In SNNPR Government 
Public TVET Providers 
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