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ABSTRACT 

The prime purpose of the study was to investigate the institutional 

factors affecting trainees' academic achievement in TVET institutions in 

Oromia Regional State, and thereby forward possible suggestions for the 

improvement of TVET programme in the region. 

The areas of concern believed to be relevant to examine 

institutional factors affecting trainees' academic achievement were 

conditions of facilities, raw materials, trainers qualification and 

expenence, services such as vocational guidance, library and health, 

principals qualification and experience, TVET curriculum and budget. 

To this end, a descriptive survey research method was employed 

for the study. The sample for TVET institutions was selected from two 

zones of Oromia Region State namely: Bale and Arsi. The subjects of the 

study were 200 trainees, 40 trainers, 4 principals/vice principals, 2 

Zonal Education Desk TVET team leaders and lOEB TVET department 

expert. Stratified, Purposive, simple random and the availability 

sampling techniques were employed to select the institutions and 

respondents. Questionnaires, interviews, observation and documents 

were used to gather the data. 

Some of the major findings of the study include: 

• There was no vocational guidance service in both institutions. ( 

• Although first degree is the minimum requirement for the trainers to 

train at these institutions, about (90%) of the trainers in the sampled 

TVET institutions do not have the necessary qualification. 



. . 

• Streaming to various field of study was not conducted on the interest 

of trainees. 

The following are among the suggested recommendations: 

• The OEB has to assign vocational counselor for each TVET and in 

connection with MoE, it has to train a vocational counselor from the 

training staff of the institutions by conducting workshops, seminars 

etc. The institutions, however, should assign interested trainer who 

can serve as a vocational counselor at least to overcome the existing 

problem. 

• The OEB should give due attention and make considerable effort to 

make all trainers involve in service training programme and the 

management of the institutions was advised to conduct staff 

development programmes in which trainers can learn from each 

other. 

• Streaming to each field of study should be conducted on the interest 

of trainees . 



. . 

CHAPTER ONE 

1. The Problem and Its Approach 

1.1 Background of the Study 

Education is the single most powerful means to improve the quality of life, the 

1110st powerful weapon to overcome poverty. Education in its essence opens doors 

to both personal and social development (UNESCO, 1999:75). According to Good 

(1973:202) education is the aggregate of all the process by means of which a 

person develops abilities, attitudes and other fom1s of behavior of positive value in 

the society in which he lives. Education, however, to bring the desired human 

resource development has to be closely linked with the productive life of society. 

As a result schools and training centers playa significant role. 

Education and training include an attempt to bring about behavioral change that 

will create harmonious relationship between theory and practice. Hence 

integration of a sound general education with vocational studies is indispensable . 

With regard to technical-vocational education and training (TVET) a UNESCO 

Publication (1999:27) states the following. 

Technical and vocational education and training is mo t 
directly concerned with the acquisition of the knowledge and 
skills required for the world of work. And every country must 
adapt its TVET program to' cater to the skill requirements of 
its work place. 

Technical and vocational education and training can be provided either within 

school or outside the school system. As explained by Atchoarena (1994: 145-146), 

the former model has been regularly critlcized for that vocational schools ar 

expensive and they produce students who are no more employab le than those 

from academic schools. The second model is favored for it is very much linked 
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with enterprises and the world of work in general. But in many developing 

countries the link between training programmes and industries was not sh'ong. 

With the absence of such linkage the demand of the changing labour market 

cannot attain its equilibrium. As Middleton, Zedierman and Adams (1993:14), 

theory bas d 1 arning, curriculum which did not consider the need of the society 

and the relevance of the training to the local institutions, and high cost per trainee 

due to low student teacher ratios expensive machinery, tools and materials are the 

cumulative contributors for this mismatch. 

Recently Enormous changes in the world of work have taken place and have 

influenced the way of looking at vocational and training. International labour 

markets have more and more called for "Key qualifications" such as the ability to 

think in functional matter, to plan precisely to anticipate difficulties and to 

implement solutions, which indeed respond to problems (MOE, 2005:2) . 

Therefore the education system, which is the development engine of any country 

must be realized studied and planned. According to Gimeno, in Birhanu et.al 

(1992:1) the relationship between education and the world of work has three 

dimensions, though they may assume different connotations according to the socio 

economic content in which they occur. These are 

a) Work as a fundamental part of the general education and all round training 

of children and young people· 

b) Education for work is as preparation for a specific occupation closely 

linked with vocational training, employment and manpower requirements; 

c) The association of education and work as part of the life long education of 

adult in order to assure the worker right to education and relating sllch 

education to their work experience and the type of productive activity in 

which they are engaged. 

2 
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On top of this, education in general and TVET in particular deals with knowledge, 

kills and attitude that fit an individual wholly or in part for a definite occupation 

or ocation. The content of training, the process under which students go through 

may vary from time to time and place to place depending on the complexity of the 

task to be performed (Gillie, 1993:7). As a result, different countries of the world 

launched TVET after general secondary education. 

, Because of the Ethiopian government's inception of New Economic policy since 

1992, it has been believed that trained and trainable citizen is necessary to socio 

economic development. Thus, attempts have been made to comprehend the actual 

situation under serving the economy as a whole through Technical-vocational 

Education and Training. With this condition precedence, the economic policy laid 

foundation for private entrepreneurs to participate and invest in the field of TVET 

and give ample opportunity through encouraging them by creating conductive 

environment for investment 

With increasing technological development and liberalized world markets, a 

country's TVET system will increasingly become decisive in determining the /' 

competitive strength and level of development of its economy. Ever sinc/' 

independence most African countries have had to grapple with the problem of 

"too many people looking for jobs and too many jobs going unfilled' while there 

is a growing number of the unemployed among the educated; there is a persistent 

shortage of human resource with the technical skills required in various sectors of 

the economy (UNESCO, 1998:25). Therefore, one can easily obser e that there is 

a mismatch between available technical human resources and the type of 

employment opportunities available in the world of work and therefore graduate 

of TVET institutions are expected to fin this gap and eventually contribute to the 

national development. 

The technical-vocational Institutions are responsible not only for inculcating 

knowledge, skills and attitudes but also for preparing workers and technicians 
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capable of contributing to the development of a society. In addition to organizing, 

facilitating and providing education a government has also to create conducive 

situation to attract investment which is a foundation for the creation of jobs. 

Because, if the investment climate is positive, the working places can absorb the 

graduates from technical-vocational institutions. Fluitman and Gill (2000: 18) cite 

that training can be effective in preparing school-Ieavers for jobs if the delivery is 
/ 

competitive and the economy is buoyant. Evidence from the newly-industrializing 

countries show that TVET is largely responsible for providing a pool of skilled 

human resources essential for such critical sectors of the economy as agriculture, 

manufacturing, construction, communication, transportation and commerce 

(Kerre, 1997:25) 

Atchoarena (1993: 1) states that education and training polices are key elements in 

economic and human resources development. Therefore, lack of definite education 

and training policy can be mentioned as one of the major causes of low 

development of TVET in Ethiopia. To address such severe problem, the 1994 

Education and Training Policy of Ethiopia ascertains that diversified technical and 

vocational training will be provided for those who leave school from any level of 

education (TGE, 1994). 

The economic development strategy for Ethiopia and the mlcro and small 

enterprises development strategy underscore the need for an industrial 

development that makes extensive use of natural resource base and locally 

available manpower on a sustainable basis. As MOE (2002) indicates the two 

fundamental objectives of providing TVET in Ethiopia are: 

a) To enhance the agricultural development led 
industrialization of the country through training and 
supply of new generation of quality middle level skill 
manpower to the industrial, service and cOllstructiOIl 
sector, 
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b) To contribute the development of the industrial 
construction and service economic through quality and 
quantitative capacity development of TVET and thereby 
improving the supply of middle level skilled manpower. 

To implement the poveLty reduction strategy successfully the economy shall need 

substantial additional skilled and trained manpower at all levels - top, middle, low 

levels. Expansion of the road infrastructure, education, agriculture and health 

services shall demand substantial number of trained manpower. Thus, 

responsibility for training the required additional skilled manpower shall 

substantially fall on the tertiary and TVET sub-sectors education (MOE, 2005: 

15). 

CUlTently, there are 153 TVET institutions. These institutions started their actual 

function in 2001/2002 academic year in all regions of the country (MOE,2005:2). 

The institutions are providing training programmes at 10+1, 10+2 and 10+3 levels. 

The provision of technical- vocational education and training programme in such a 

large scale is a recent phenomenon in Ethiopia. In Oromia, there is no study 

undertaken on institutional factors affecting trainees' academk achievement. 

Furthermore, professional experience of the searcher as principal of different 

TVET institute initiated him to solve the existing problems in TVET institutions. 

As a result, the student researcher has found it essential to investigate the 

institutional factors affecting trainees' academic achievement of TVET institutions 

of Oromia Regional State. 

1.2 Statement of the Problem 

TVET has become a vital aspect of human resource development. The Human 

resource development report (UNDP, 1994:3) underscores the United ation slife 

long commitment to engage in a battle for peace on two fronts: The security front 

(to secure freedom from fear) and the economic and social front (to secure 
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freedom from fear and the economic and social front (to secure victory from 

want). The latter is me tricably linked to job security where TVET is a major 

contributor (UNES 0, 1998:24). Evidence from World Bank studies (World 

Bank 1988 and 1991) and case studies of TVET in the African region (Kerree: 

1995) clearly point out that investment in TVET is worth-while no matter what the 

economic status of the country may be, Hence, TVET has great contributions to a 

country where there is a sound need for trained manpower. Effective training and 

efficient utilization of the skilled manpower playa vital role in advancement of a 

country. 

Accordingly, technical vocational education and training m general is geared 

towards satisfying the middle level manpower needs and enhancing the socio 

economic efforts. The secondary school graduates join this programme in order to 

acquire the necessary competence that could make them employable. Thus TVET 

is essential approach to support the secondary school leavers who could not get 

absorbed by the various sectors of the economy or who could not pursue tertiary 

education. As stated by Wanna and Beyene (1995:1) the demand for trained 

manpower III different sectors of the economy also played its part in the 

establishment of technical - vocational education and training institutions in 

Ethiopia. Likewise, the social and economy changes have significant implications 

for TVET to come into being. Therefore, the establishment and expansion of 

technical-vocational institutions in Ethiopia to assist the school-lea ers acquire 

necessary skills for employment is a timely response to the economic and social 

problems of the country. 

The new technical-vocational education and training institutions established in 

Ethiopia are expected to play a significant part for national growth and 

development and to minimize unemployment and related social problems in the 

country. It is hoped that the institutions will enable the trainees to acquire the 

necessary knowledge and skills for the world of work. However, since the 
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technical vocational education and training institu60ns arc new phenomena In 

Oromia, as well as in the country, it calls for research . 

As MOE (2005: 1) states the quality of training remained poor due to limited 

funding lack of appropriate and adequate equipment and facilities , insufficient 

number of qualified trainers, lack of occupational standards, lack of adequate 

functional relationship between training centers and the real world of work lack of 

stakeholder participation in curriculum design and implementation and efficient 

management. 

As mentioned earlier TVET in Oromia is a new phenomena. However, in Oromia 

Regional State there are 14,769 trainees and 1051 trainers which consists 26.70% 

and 32% of the country respectively. There are also 42 public and 2 GO TVET 

institution which covers 27% of the total TVET training capacity of the country 

(MOE, 2005:1). 

However, documents from Orornia TVET comrmSSlOn reveal that there are 

problems in TVET trainees' academic achievement (OEB, un published report 

2004:i). Thus, the purpose of this study was: -

a) To reveal the conditions and problems m which trainees 111 the TVET 

institutions are encountered during the training period; 

b) To identify the major factors that affect the academic achievement of 

trainees and suggests policy interventions, to alleviate those problems 

cl~aIlenged by trainees. 

Having these objectiyes as a base, the study focused to answer the following basic 

research questions. 

1. What are the institutional factors such as relevance of cUlTiculum, trainers 

qualification and experience, school organization and management 

efficiency and availability of facilities that affect trainees' academic 

achievement? 
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2. What are apprenticeship related factors that affect trainees' academic 

achievement? 

1.3 Significance of the Study 

Successful academic achievement of trainees in TVET institutions helps to come 

up with the intended profile of middle level technicians in various trades. 

Conversely some problems may hinder the successful academic achievement of 

trainees, which in tum affect the overall quality of the training programme. As a 

result, conducting a study to identity the problem pertaining to academic 

achievement of TVET trainees will have the folIowing significance: 

1. The findings and the result of the study is expected to create 

awareness of the problem to TVET officials of Oromia region so that 

it promotes trainees' academic achievement. 

2. It will be significant for the management of the TVET institutions to 

draw practical institutional decision and future TVET planning and 

management to find solution for the problems. 

3. The findings and the result of the study will create awareness of the 

problems to trainers in TVET institutions and make them play their 

pivotal role for the smooth implementation of the training 

programme which in turn can enhance trainees' academic 

achievement. 

4. The study will provide information and possible intervention for 

government and Non-government organizations so that they 

contribute their part to solve the problems. 

5. The outcomes of this study will add new insights to the existing 

body of knowledge in the areas of technical- ocational education 

and training. 
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6. The findings and result of the study will be significant for policy 

makers to understand the existing constraints, which impede the 

academic achievement of trainees in TVET institutions. 

7. As the study is the first of its kind in Oromia regional state, the result 

will be used as a stepping-stone for other researchers who want to 

conduct in-depth study on the same issue. 

1.4 Delimitation of the Study 

The student researcher decided to conduct the study in Oromia Regional State 

because the largest share (27%) of technical-vocational education and training 

institutions and trainees in the country are found in this region. As (MOE, 

2005:36) indicates currently, 114 government, 19 NGO and private TVEr 

institution are providing training to those who completed general education at the 

level of grade ten. Out of these, 42 govemment and 2 NGO training schools are 

found in Oromia Regional State. 

Had it been possible to include all the technical-vocational education and training 

institutions in the region, the results obtained from the study could have been more 

comprehensive. Thus, to make the study manageable, it was delimited to the 

govemment TVET institutions in the region. This is because these institutions 

compared to those in NGOs and private institutions absorb the great majority of 

the trainees in the region. In addition to this, the study will deal with chools 

aimed at producing middle level technicians. Middle level was cho en because 

diversified courses are offered at these levels. Furthermore the study is also 

delimited to non-agricultural technology departments. 

Taking all constraints into account the study is delimited to 2 technical -vocational 

education and training institutions, which are found in the southern part of the 

reglon. 
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Thesc institutions are: 

1. Batu Terrara TVET institute in Bale zone 

2. Assassa TVET institute in Arsi Zone 

1.5 Research Methodology and Design 

1.5.1 Research Methodology 

This study employed descriptive survey research method so as to desclibe factors 

affecting trainees' academic achievement in TVET institutions of Oromia Regional 

state. This method was selected because it is a p~anned method of data collection 

which helps to gather the necessary information on the issue under study. As 

Seyoum and Ayalew (1989:16) stated, the descriptive method is concerned with 

depicting the existing situation. Moreover, it deals with the relationships between 

variables, the testing of hypothesis, and the development of generalizations, 

principles, or theories that have universal validity. It is concerned with functional 

relationships (Best and Kahn, 2004: 106). Accordingly, the study deals with 

institutional factors affecting trainees' academic achievement in order to address 

the basic questions. During the course of study the data collection instruments and 

data analysis procedures were applied. 

1.5.2 Sampling Technique and Sample Selection 

J 
1.5.2.1 Sampling of Study Areas and Technical-Vocational Institutions 

Stratified random sampling technique was used in choosing the area of study. This 
, 

is because; this teclmique helps to draw randomly predetermined number of units 

and introduces a secondary element of control as a means of increasing pr cision 

and representative ness (Best and Kahn: 1993:17). As a result, Oromia was 

divided into five parts: North, South, East, West and central Parts. After that 

simple random sampling technique was employed to select one area of study. This 

technique was used for selecting one part of the region because simple random 
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sampling technique gives an equal chance to all population to be involved in the 

tudy. As a result the Southem part of Oromia was selected for the study. 

As the data obtained from OEB TVET department the institutions in the region are 

divided into two groups: -high performing and low performing. Based on this data, 

purposive sampling technique was employed to select the zones and TVET 

institutions. This is because purposive sampling is useful in situations where a 

re earcher needs to reach a targeted sample quickly and where sampling for 

proportionality is not the primary concern, (Trochim 2004:56). As a result, Batu 

Terara TVET was selected from high performing TVET institutions group and 

Assassa was selected from low performing TVET institutions group from the 

Southern part of Oromia Regional State deliberately. 

1.5.2.2 Sampling of Respondents 

The subjects of this study were trainees, trainers and principals found in sample 

TVET institutions. Trainees were sampled by stratified random sampling 

technique to ascertain participation of trainees from various areas of training and 

to promote the participation of female students in the study. Similarly, trainers 

were selected by simple random sampling technique to give an equal chance to all 

trainers. Four principals were included in the study. Since their number is low, 

availability- sampling technique was used. 

On top of this, 2 experts from TVET commission and two zonal TVET desk heads 

were selected through purposive sampling technique to get reliable information on 

the issue under investigation 

1.5.2.3 Sources of Data and Data Gathering Tools 

The data of the study were obtained from both primary and secondary sources. 

The combination of the primary and secondary information obtained from 

different respondents and documents will give a clear picture of factors affecting. 

the academic achievement of TVET trainees. In the collection of secondary data 
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r Ie ant books, journals, universal declarations, legal documents such as 

apprenticeship guideline, 'Negarit Gazeta ) regarding TVET proclamation and 

other materials that reflect the issue under investigation were consulted to confirm 

the finding of the study. Moreover available reports and documents concerning 

TVET institution were reviewed. Similarly, various reports and documents in 

T ET institutions and regional TVET commission were reviewed to obtain 

pertinent data such as the number of trainers trainees and the like. 

Primary data was collected from subjects through questionnaires. Questionnaire 

was used because it is suitable for collecting factual information, opinion and 

attitudes from such a larger population. As a result, questionnaire with open and 

close- ended items was administered involving principals, trainers, and trainees. 

The questionnaires were prepared in English. However, in order to avoid 

confusion and to make the content of each question clearer the questionnaire for 

trainees was translated into Amharic. 

For issues that demand clarification and to acquire additional primary information 

unstructured interview was conducted with Zonal TVET desks heads and Oromia 

TVET commission experts. Besides observation checklist was used to gather 

information from TVET institutions documents and through observation of 

workshop and facilities in the sample institution. 

1.5.2.4 Procedures of Data Collection 

Before the final form, the questionnaires were pre-tested with small group of the 

same or similar characteristics or with the actual respondents of the study so as to 

make essential correction and maintain their validity. After getting conected all 

items, the distribution and continuous follow up during the collection process was 

made. To maxinuze the quality of the responses and the rate of retum the time 

convenient for the respondents was arranged. The researcher made the objectives 
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of the study clear to all of the sample respondents on the verge of questionnaire 

administration in order to avoid confusion and facilitate ease of administration. 

1.5.2.5 Data Analysis 

After the questionnaires were returned from the respondents, the process of 

tabulation was carTied out. The data collected through close-ended questions were 

presented in tables to classify similar questions in one table and to show the 

overall picture of the data. 

The data analysis involved the analysis of information gathered through observation 

and responses to the question items in the questionnaire and interviews. Accordingly, 

frequency counts and percentage were employed to analyze various characteristics of 

the subjects of the study and for other questions with ordinal and nominal character. 

1.6 Organization of the Study 

This study comprised of four chapters. The first chapter includes background of 

the study, statement of the problem, significance and delimitation of the study 

research methodology and procedures as well as definition of key terms. The 

second chapter deals with the review of related literature. The third chapter is 

presentation and analysis of the findings. Finally, summary, conclusions and 

recommendations are presented. 

1.7 Definition of Terms 

Academic Achievement: - It refers to a successful accomplishment or 

performance in particular subjects, areas, or courses, usually by reasons of skill 

hard work and interest. Typically summarized in various types of grades, marks 

scores or descriptive commentary (Hawes and Hawes 1982: 5-6). 

Technical and Vocational Education: - A comprehensive term referring to those 

aspects of educational process involving in addition to general education the study 

of technologies and related science and the acquisition of practical skills and 
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knowledge related to occupations in various sector of economy and social life 

(Mar i, 1994:36). 

Technical Education: - Education designed at upper secondary and lower tcrtiary 

levels to prepare middle- level personnel (teclmicians, meddle management etc.), 

and at university level, to prepare engineers and teclmologists for higher 

management positions. Technical education includes general education, 

theoretical, scientific and teclmical studies and related skill training (UNESCO, 

1978: 17). 

Trainee: - A person who participates in tec1mical and vocational education and 

training programme provided by a training institution with a view to acquiring or 

upgrading his technical and vocational skills (Federal Negarit Gazeta march 1, 

2004 o. 39112004:2533) . 

Trainer: - A person teaching in TVET institutes. 

Training Institution: - a public or private institution, or one owned by a non

governmental organization, to which pre-accreditation license or an accreditation 

certificate is issued by the appropriate. Accrediting authority to engage in the 

provision of technical and vocational education and training (Federal Negarit 

Gazefa, March 1,2004, No. 39112004,2533). 

Vocation:- A calling, as to particular occupation, business of profession (Good 

1973: 644) 

Vocational Education: - Education designed to prepare skilled personnel at lower 

levels of qualification for one of a group of occupations, trades or jobs. Vocational 

educations, usually provided at upper secondary level, include general education 

practical training for the development of skills required by the chosen occupation 

and related theory (UNESCO, 1978: 17). 

Vocational Training:- A deliberately organized measures to bring about learning 

as preparation for work tasks as designated occupations of kindred occupations 

( ESCO, 1993: 1). 
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CHAPTER TWO 

2. The Review of Related Literature 

2.1 The need for Qualified and Experienced Trainers in 

TVET Institutions 

TVET largely needs the allocation of adequate and quality 

resources. Of all resources required for this programme trainers are 

the major component who .plays the decisive role in successfully 

completing the task. The quality of the training programme largely 

depends upon the trainers. They occupy almost an important place 

in the modern society in th~t they link the society and the 

educational system. Thus, the quality of trainers a training 

institution could have a direct impact on the academic achievement 

of trainees in the institution. Professor Fafunwa in (UNESCO, 

1973:14) has summarized the importance given to teachers as 

follows: 

. .. the training and procurement of teachers must 
precede all other consideration: the development of any 
educational level presupposes the availability of 
teachers in sufficient number to man the institutions. 

Trainers of TVET need to have the necessary educational 

background that will enable them among other things understand 

human behavior and especially how the individual trainees 

increase their academic achievement and must also be competent 

in the subject matter to be trained. In relation to this, World Bank 

(1986), has stated that the quality of any training program is 

determined to a very large extent by the personal qualities, 

professional competence, attitudes and insights of trainers. The full 
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involvement of trainers in the process of improvement of training 

programme is absolutely essential because good training is partly 

the result of the trainer's total experiences, not merely the 

classroom experiences with trainees. As a result, the major 

responsibility for the educational and training of skilled workers 

and technicians lies on trainers. 

TVET trainers must possess a thorough knowledge of their field 

and should have some experience in the world of work for which 

they are preparing their trainees. Regarding this MOE (1995:5) 

indicated that competencies required for TVET trainers include all 

areas of professional, general and social knowledge and skills such 

as: technology expertise, skills in their specific discipline, and 

global perspective. According to UNESCO (1983: 85,1997:93) and 

Danker (1998:5)) the technical vocational trainer should have a 

bachelor degree, an adequate general education, theoretical and 

practical training in prospective fields. 

Confirming the above view MOE (2004: 42-43) stated that the 

teaching staff for the education of technicians should possess a 

degree qualification in an appropriate field and should have 

industrial or comparable experiences in their particular discipline. 

Moreover, TVET trainers must have a first hand knowledge of real 

world of work and process within their fields of training. UNESCO 

(1997: 12) further suggests the following: 

The training personnel within technical vocational 
institutions need to be well qualified in both their area 
of specially and pedagogical skills, and had sufficient 
and relevant world of work experience. 
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As mentioned earlier, trainers are the most important inputs in 

training institutions and indispensable actors in the training 

process. Therefore, TVET trainers have to be given the same 

recognition as teachers in general and higher education because 

the quality of trainers in an institution could bring about a direct 

impact on the academic achievement of trainees in the institution. 

In relation to this, Psacharopooulos and Woodhall (1995: 218) 

reported that "trained trainers do make a difference and In 

particular that trainer qualification, experience and amount of 

education and knowledge are positively related to trainees' 

academic achievement." 

Similarly, UNESCO (2000) ensured that human resources along 

with material and financial as well as time resources should 

efficiently be utilized if training institutions want to attain their 

goals. As a result, the qualification of trainers has profound 

influence for the effective operation of the training programmes. 

t Accordingly, TVET is considered as the preparation of individuals 

for the work, trainers in this area should have special qualification 

and experience for they are preparing trainees for the world of 

work. Consequently, the efficiency of any organization in part can 

be realized through proper use of skills and talents of its existing 

human resources. No doubt that in training institutions trainers 

are the key actors and very crucial in achieving the overall 

objectives of the institution. Thus, the strength of a training 

institution that conduct different training programmes is, for the 

most part determined by the quality of its trainers. 
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The quality and relevance of TVET programme is closely related to 

the skills of trainers who deliver the programmes. Vocational 

trainers and administrators are important actors because they can 

decide to whom suitable training should be granted if quality and 

relevant training to the demand of economy is envisaged (MOE, 

2005. 19). On top of this, according to ICDR (1999: 12) the quality 

of education to a great extent depends on the quality of trainers. 

TVET can provide the needed higher skills through adequate 

investment in more intensive TVET research and development. In 

this endeavor, trainers will have the most crucial role and 

responsibility (David, 1960: 159, UNESCO, 1997: 90). Supporting 

the above idea Roberts (1971: 99) indicates that a vocational 

trainer must know how to adjust his/her theoretical and practical 

training to the level, ability, needs and interests of his/her trainees; 

and also how to present his/her lesson most effectively to the 

trainees. Therefore, how well a vocational programme accomplishes 

its goals depends in large part on the quality of its trainers and this 

will have a direct effect on how well trainees are prepared for their 

working lives. In addition to this, such efficiency is also a good 

manifestation of how much the training institutions contribute to 

the general development of a given society. 

As MOE (2005: 2), human capital is a very crucial element of 

development prospects. TVET needs a strong footing to become 

efficient in providing trained human power which the industry 

needs. This can be realized through provision of adequate human 

power with required qualification and skill. The prominent problem 

in the training process was insufficient number of qualified trainers 

and lack of adequate practical skill. On the other hand, lack of 
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appropriately qualified and experienced trainers IS crucial 

bottleneck of TVET development. It also aggravates the growing gap 

between education and the world of work. This drawback will 

definitely contribute to the lack of adequately trained manpower 

(UNESCO, 1973: 21, Lauglos and Lillis, 1988: 22 and UNESCO, 

1996: 24). Thus, if training institutions are expected to meet their 

objective in general, and enhance trainees academic achievement in 

particular they must have adequate and qualified human resources 

specially trainers. 

For the trainer to be maximally effective he/he must participate in 

planning and evaluating the training programme. All that has been 

said about the involvement of trainers in the improvement of 

training programme applies to vocational and technical education 

and training instructors too. In other words their training 

programme must be based upon real life activities In the 

community, and the product of their training has to affect the 

people who live and work in the community. Training programmes 

in these areas must be ever-changing to adjust to community 

conditions and the needs of people under the consideration (FAO, 

1998). 

According to Jimenz and Pinzon (1999:11-14) the seniority of the 

trainer, trainers motivation and trainers educational level have a 

positive relation to trainees' academic achievement. As far as the 

influence of trainers' quality in trainee' academic achievement, 

Darling Hammond (2001:310) stated that "states interested in 

improving trainees academic achievement may be well advised, at 

least in part, to the preparation and qualification of teacher they 
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hire and retain in the profession." Thus, it is believed that trainees 

training would be enhanced by the effort of trainers, who are more 

knowledgeable in their field and are skillful at training to others. 

The long years experience showed that a change in curriculum, 

testing or textbooks makes little difference if trainers do not know 

how to use these materials. The implementation of any plan, be in 

curriculum or any other social policy, largely depends upon the 

daily activities of the organizational members who are in charge of 

its successfulness. If the response of the practitioners acts against 

the intention of the designers, even the most carefully prepared and 

strongly supported plan is unlikely to be implemented as intended 

(Adams in Fullan and Pomret, 1999).Therefore, much of the 

educational outcome of students depend on trainers' pedagogical 

skills, subject matter knowledge, and perception of the job, 

certification and training. On top of this, trainers' belief, 

expectation and attitude about their trainees have a tremendous 

impact on trainees learning and achievement (Altenbaugh, 1998 in 

Dimmit, 2003). 

Generally the strength of an educational system most often is 

determined by the quality and quantity of trainers assigned and 

trainees' academic achievement and success is, in most cases the 

reflection of trainers in the institution. 

2.2 Vocationalization of Curriculum 

Vocationalization of secondary school education is taken as 

curriculum change in a practical or vocational direction. The 

subjects offered should be a terminal character and lead to 

employment (Leuglo and Lillis, 1988:5). Hence, vocationalization is 
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intended to bring school leavers into jobs or self-employment, 

under conditions of widely spread youth unemployment. On top of 

this, according to these writers, vocationalization policies are a 

quest for great labor market relevance of education: for better 

articulation between the content of schooling and subsequent 

application of acquired skills, attitudes, and knowledge in the world 

of work both in obtaining a livelihood and in becoming more 

productive in the work obtained. 

The realization of the TVET programme requires us to increase the 

range of relevant skills that the institutions' leavers have to have. 

The hope is that this would Improve the productivity of their 

education. The skills, which schools try to pass on through 

vocationaliztion of their curricula, are expected to be those, which 

are likely to be more relevant. The emphasis given to the relevance 

is to match it with the needs of society and the individuals. In this 

context, those who possess such skills will be competent enough to 

contribute more to the required development (Desalegn, 1996: 40). 

Marsi (1994:36) indicates that a balanced combination of both 

theory and practice optimizes the effectiveness of vocational 

education and its status. 

The wealth of the world is created by the work of skilled hands on 

raw materials (Eisenhower in Byram and Wenrich, 1965: 55). Many 

countries have introduced productive or practical works into their 

educational programmes. They intended to employ both as a 

training method and as a means of relating education more closely 

to the world of work. For example, one way of linking general 

education with vocational training is to include socially useful work 

21 



in general education and general education in vocational training. 

4 Another is to alternate periods of study and periods of work as 

convenient as possible (UNESCO, 1985: 22). 

According to Johanson (2002: 44), there are two major reasons 

behind vocational zing general education: First, school leavers need 

skills in the labor market to be productive and earn incomes. 

Second, the general school curriculum does not provide 

occupational skills and many graduates are unemployed. 

Therefore, the school curriculum should be changed to add facility 

of workshops and vocational preparation so that graduates can 

function effectively in the labor market. On the other hand, Agrawal 

(1997: 201) pointed out the following as the advantages of 

vocationalization. 

1. Education related to productivity:- Vocational training 

contributes to the achievement of society's goal of self

sufficiency in agriculture and industry by developing suitable 

skills. 

2. Employment potentialities:- Education doesn't produce 

jobs but vocationalized education makes it more timely for an 

individual to get a job or to be his own master starting a new 

productive activity. 

3. Dignity of labor: - vocationaliztion of education provides 

useful experience for the development of dignity of labor. 
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4. Maximum Utilization of material resources: - Due to lack of 

trained technical know how resources have remained 

unutilized. Hence, vocatioanlization provides suitable 

opportunities. 

It is not enough to bring the training to the trainees. It is also 

necessary that the training methods needed are appropriate to the 

level of trainees. Trainees perceive an insight into a process more 

easily with their own eyes in its real context, rather than by reading 

a written description (FAO, ILO and UNESCO, in Yekunoamlak, 

2000: 26). 

Generally, the attempt of vocationalization in training institutions 

is related to make trainees acquaint with practical skills, attitudes 

and knowledge that will prepare them to employment and self

employment in the world of work. 

2.3 Vocational Guidance, Information Service and Placement 

2.3.1 Historical development and functions of vocational 

Guidance 

Guidance as a service has been utilized in its informal and 

traditional form in many societies. It is believed to be a source of 

help, which is based on the experience of others expressed through 

advice (Desalegn, 1996: 64). In light of this, writers like Johns, 

Arther, and others (1984: 5) cite that man's superiority over the 

lower animals is his ability to profit not only from his own 

experience but also from others. 

Many scholars such as Shertzer and Stone, Dana, and Muro and. 

Kottman in Michael (2000: 7), and Proffitt (1982: 10), Brewer 
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(1976:64) and Spaulding (1990: 19) state that guidance and 

counseling originated in the United States of America during the 

beginning of the industrial revolution. They indicate that the 

writing of Frank Parson In 1908 has laid ground for modern 

guidance. They further assert that in its formal beginnings 

guidance was centered on problems related to vocations, which 

were largely concerned with getting jobs for the young. David 

(1960: 189), Peeku (1991: 100) and Encyclopedia American (1995: 

205) confirm the above idea and further elaborate that Parson is 

credited with initiating the vocational guidance movement in the 

United States. 

The day-to-day changing conditions in the educational system calls 

for a well organized and systematized vocational guidance. The 

Ethio-German TVET programme (2001: 1) states that: 

Vocational guidance is more than providing 
information, it is blend of self-employment to adapt to 
changing cultural and economical situation and of 
learning and assimilation of career, providing 
educational labor market and economic opportunities 
information. 

As Venn (1964: 148) emphasizes 

Vocational guidance is a process of helping an 
individual to understand accurately both himself and 
the world of work in particular, the specific 
educational and job requirements of occupations in 
which he may be interested and for which he will be 
qualified. Finally, help is given at the point of 
entrance into further training or actual placement in 
the vocational field most appropriate for him. The 
dynamic and on going process of vocational guidance 
is based on the assumption that an individual actually 
reaches his ultimate vocational choice, not at any 
simple moment in time, but through a series 
experiences and resultant decisions over a period of 
years. 
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On the other hand, a study conducted by Super and Overstreet 

(1962: 141) revealed that vocational guidance is a process that 

extends over a period of time. The cultivation of trainees with the 

aims and advantages of TVE at the secondary school level help 

students succeed in their training. In connection to this, Crites (in 

Herr and Cramer, 1972: 4), describes vocational guidance as "the 

process or programmes of assistance designed to aid the individual 

in choosing and adjusting to a vocation." Therefore, Vocational 

guidance is a continuous process carried out at all levels of 

education. It should not be one shoot work applied during the post 

high school training programme. 

2.3.2. General Objectives of Vocational Guidance 

According to a document presented to vocational counselors by 

MOE and Ethio-German TVET programme experts, general 

o bj ective of vocational guidance are to: 

- Encourage an understanding of the process of vocational 

choice 

Encourage clients to assess their own interests and 

motivation 

- Encourage clients to actively collect and consider all 

information required for the complex decision 

- Provide overview of occupations and occupational fields 

- Inform people on the labor market in various occupation and 

careers. 

- Inform people about entry requirements into certain fields of 

training, and what is expected of applicants (2005). 
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According to UNESCO (1977: 32), the pnmary purpose of 

vocational guidance is to enable students to avoid wasting time in 

training for vocations for which they are unsuited: Rather, it aims 

at a better use of the training system by allowing only those who 

are competent enough to enter and benefit from it. In addition, for 

David (1960), a well-organized institute vocational guidance 

programme should provide the following services: 

1. A vocational information service which collects occupational 

information; 

2. A personal data collecting service, which obtains information 

about the individual; 

3. A counseling service, In which the individual IS helped to 

study himself, his occupational opportunities; 

4. A placement service, which helps the individual get into 

contact with job opportunities and work out a job getting 

programmes: 

5. A follow up and research service, designed both to evaluate 

the programme and to help the individual make job 

adjustments (193). 

To sum up, the guidance programme may be thought of as 

consisting of the standard guidance services: counseling services, 

information service, individual inventory service, placement service 

and research service. The functions of the counselor will be seen to 

include these five basic guidance services-sometimes under 

different names-as well as other functions deemed- appropriate 

(Hones, Streffire and Stewart, 1970). Therefore, the vocational 
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counselor should provide vocational orientation, individual 

vocational counseling and job research assistance services to 

trainees to attain the objectives of TVET institutions in general and 

to enhance trainees' academic achievement in particular. 

2.3.2 Information Service and Job Placement 

Vocational guidance is a service designed to help a trainee discover 

the range of occupational goals he / she can reasonably expect to 

attain, and the opportunities available to him/her for education 

and training. In most cases trainees in the post secondary 

institutions particularly during the selection of their field of study 

do not seem well oriented about their choices. A trainee may fail to 

identify which field will provide him/her satisfaction in further life. 

To avoid such confusion vocational guidance plays a vital role 

(Michael, 2003: 34) . Thus, the vocational information rendered in 

the secondary schools would help students acquaint themselves 

with the occupational fields offered in various training institutions. 

They will also be able to choose one of them commensurate to their 

abilities and interests when they join the formal training 

institutions. 

As Encyclopedia Americana (1995: 206) occupation information 

available to trainees generally includes at least four areas: 

1. The nature of occupations, working conditions, advancement 

potential; 
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2 . The minimum requirements to be met in order to enter the 

occupation (educational background, specific training, 

health, age, personality characteristics); 

3. The educational programmes available that will prepare for 

entry into employment where they are offered, the length of 

training, the cost, the entrance requirements; 

4. The opportunities of employment in the occupation locally, 

adjacent area, nation wide, permanent or temporary. 

The choice of a vocation is the individual's and each trainee should 

be given the right of vocational choice (Little and chapman, 1963: 

151). However, according to Bent and Kronenberg (1966: 379), 

many trainees make unwise vocational choices and solution of 

problems because of lack of information as well as due to faulty 

information Nevertheless, imparting vocational information at this 

stage can be carried out through regular courses, co-curricular 

activities, excursions, assembly talks, career days, and through 

open- shelf libraries. Accordingly, the orientation given by the 

vocational counselor about the post-high school training would 

help trainees increase their interests, and thereby, prepare 

themselves for application. To make this effect effective, the 

vocational counselor should be a resource person and dispenser of 

occupational information. Confirming this idea, Hoppock (1967: 

121) suggested the following: 

When occupations are being chosen to meet needs, as 
they will be, the more occupations we counselors know 
and the more we know about them, the better is the 
chance that we will be able to help our clients to find 
occupations that will meet their needs and in which 
they can also get and hold jobs. 
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The conducive atmosphere created through the information given 

by the vocational guidance leads them to be placed to their 

respective fields according to their preferences. Since trainees are 

at the center of any educational programme, their attitudes, 

abilities, and choices must be the basis for streaming. In addition 

to their interests and abilities, their physical maturations and 

physical fitness for the vocations they are to be placed is also 

essential (Strong 1954: 28-35). Therefore, rendering all services to 

support individuals at any age, at any point in their careers, with 

decision making in connection with education, training, further 

training and employment is essential. Thus, services could be 

delivered ill schools, universities, In vocational training 

institutions, in employment services, in enterprises, in a public, 

NGO or private setting. As a result, trainees' academic achievement 

will increase. 

In developing countries like Ethiopia, appropriate vocational 

guidance service will minimize the wastage of scarce resources 

which is invested on trainees due to their wrong or unwise choice of 

vocations (Seyoum and Tirusew, 1981 :i). Therefore, counseling and 

guidance are essential to help individuals select education and 

training appropriate to their job and paths (MOE, 2005: 21). 

The Ethiopian TVET system, however, lack up-to-date occupational 

information and the guidance of trainers themselves do not have 

current knowledge of education and employment option. Therefore, 

TVET opportunities should be better promoted and TVET 

programmes should be ensured of first choice for more individuals 

based on skill demand of the market (MOE, 2005: 21). 
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As Encyclopedia Americana (1995: 206) Placement is the final step 

in the vocational guidance process, helping trainees to find suitable 

employment matching the job and the worker. Likewise, Job 

placement is the assistance given by institutions to find 

employment or self employment. In a first stage, the training 

institution should assist trainees of formal vocational programme 

to find apprenticeship places in order to fulfill the requirements 

given by the curricula (Ethio-German TVET programme, 2001: 1). 

Therefore, to maximize the use of placement and follow-op 

resources, it is suggested that a cooperative job placement strategy 

be initiated in which trainers and guidance specialist share the 

responsibility for providing an organized and systematic job 

placement programmes (Strong and Schafer, 1975: 151). As Crow 

and Crow (1951: 7) state guidance is based on the assumption that 

the world has a place for every body. Thus, it helps trainees 

discover their own talents in comparison to the jobs available in the 

world of work. This in turn assist them to prepare themselves so 

that they can live well balanced lives and contribute their part to 

the welfare of their fellowmen. 

To this effect, a training institution should evaluate and prepare 

itself for effective accomplishment of its programme. Above all this 

would help the institution in the placement of graduates to jobs 

and thus effective follow up and up-to date information would be 

practical through the vocational guidance. However shortage of 

vocational counselors and insufficient experience in vocational 

counseling is one of the weaknesses revealed in the TVET system is 

unsolved problem in Ethiopia (MOE, 2005: 9). This implies that 

some TVET institutions lack qualified vocational counselors, which 
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in turn would affect the academic achievement of trainees is TVET 

institutions. 

2.4. The Availability of Training Facilities in TVET Institutions 

TVET requires more facilities than any other educational system 

and is among the more expensive to equip each department or filed 

of study. This is, because, each department is unique in its nature 

and the facilities needed through the training institutions differ in 

what they have to work with. However, as Reilly (1990:96) contends 

the development of effective training programme of technical and 

vocational education in TVET institution requires a great deal of 

attention to facilities needed for viable and lovely programmes. It is 

known that trainees' activity in technical and vocational training 

institutions involving work with materials IS a dominant 

characteristic in this area. Besides, many reference materials also 

have to be made to use TVET resources in furthering such training 

programme. Hence it should be recognized that no programmes can 

be successful if the training facilities are limited to what may be 

available outside the training institution. Therefore, facilities may 

either limit or help to develop a training programme, depending 

upon their adequacy. 

Moreover, planning to equip the TVET with necessary and sufficient 

facilities has significant importance for the smooth implementation 

of the training programme, which in turn could affect the academic 

achievement of trainees. However, the planning of facilities must be 

proceeded by careful study of needs by setting of objectives and 

outlining of the programme for each field of study. In addition to 

this, the training institutions have to use resources such as 
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training facilities, which trainers and trainees can make use of in 

relation to their own training programme. Because, as ILO 

(1999:39) disclosed, if training institutions are to utilize more fully 

the training facilities already existing in the local communities, 

their programmes of vocational education and training should be 

much more significant than they are. Obviously, it is impossible for 

training institutions to provide all the facilities for teaching all 

phases of all occupations. But some training institutions have 

made great stride in developing teaching aids for teaching purposes 

(UNESCO, 1996). 

Similarly, in technical-vocational education quality training mainly 

depends on providing quality curriculum materials for the trainers 

who are the implementer of the programme. These materials are 

resources if used effectively and efficiently and can help the trainer 

in bringing about the intended behavioral change in individual 

trainee. Finch and Crunkilton (1979) identified print materials, 

:- audiovisual materials and manipulative aids as few of the 

curriculum materials that can assist in creating a conducive 

training environment. Thus, to make training programmes effective 

and to enhance trainees' academic achievement these materials 

need to be readily and sufficiently available. 

According to MOE (2005:32-33) a TVET institution should have 

building separately constructed for each field of study and 

comfortable for the smooth implementation of the training. 

Likewise, the TVET institution should have the following 

facilities / services. 
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A. Compound, which is used for providing training only. 

B. Classroom, workshops, Laboratories, Computer center, etc. 

C. A room for Information Technology common course training. 

D. Libraries 

E. Offices (for academic and administration workers) 

F. Meeting Hall 

G. Stores 

H. Clinic 

1. Latrine rooms (for male and female trainees) 

J. First aid kit 

K. Fire extinguishers for each workshop 

L. Sport field 

Generally, TVET providers must ensure that TVET learning 

materials are appropriate to the target group, because, since these 

centers differ in their organizational set up and course offerings, 

facilities needed for the smooth implementation of the TVET 

institutions can also differ. Nevertheless, availability of adequate 

and modern training facilities in any training institution is one of 

the paramount important factors if quality training is expected. 

This in turn can enhance trainees' academic achievement and for 

providing skilled manpower for the labor market as required. 

2.5. The Importance of Apprenticeship Training for Academic 

Achievement 
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2.5.1. Historical Development of Apprenticeship Training 

During the middle ages, apprenticeship was served under the 

guilds association (association to protect the interest of members in 

the same craft). Since the transmission of family heritage and 

unconscious learning was not satisfactory, apprenticeship came 

into being. It consists of youth learning any trade under the 

supeTVlslOn of master craftsmen and according to established 

specifications. In this system, training and production are 

integrated towards the development of the apprentice into adult life 

(Hansun and Brubacher, in Yekunoamlak, 2000: 12). 

Mays (1948: 6) indicated that indentured apprenticeship was 

introduced in ancient Egypt. Similarly, Finch and Crunkilton 

(1989: 4) profound that the earliest type of vocational education 

took the form of apprenticeship Organized apprenticeship 

programmes in Egypt were recorded as early as 2000 B.C. On top 

of this, society developed the need for VE and these needs were 

: slow to filter into the formal education and apprenticeship 

continued to be the chief means of training vocational education 

(Barlow, 1965: 1). Moreover, Lauglo (1993:33) states that the 

historical origins of apprenticeship lie in the craft and artisan 

trades. 

In apprenticeship system, "Training and Production are integrated 

towards the development of the apprentices into adult life." 

Traditional apprenticeship was the system where trainees 

(apprentices) get training by working with their masters and live 

with the family of the master. The apprentice has to pay his master 

for the training offered (Brubacher, 1987: 6). Therefore, the main 
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.. objective of apprenticeship was to enable youth learn any trade 

.. . 

under the supervision of master craftsman and according to 

established specification. 

2.5.2. The Role of Apprenticeship Training in TVET 

Institutions 

Apprenticeship is basically a process of transmitting knowledge and 

skills in the context of the real world of work. It has been taken as 

one element of TVET. Venn (1964: 104) states that apprenticeship 

involves a formal agreement covering a definite period of time, 

which binds the employer to provide training in turn for the work of 

the apprentice. Most apprenticeship run between two to four years 

though this duration varies form craft to craft and place to place. 

Apprenticeship is a cheap way of training youngsters for the 

government because the cost of training is shared between 

employers and apprentices (Atchoarena, 1996: 3-5 and Atchoarena, 

1994: 164) . 

However, as industries and commercial enterprises grew at a faster 

rate, the demand for skilled workers increased. As a result, 

apprenticeship programme become inadequate to provide the 

desired skilled manpower. Finch and Crunkilton (1989: 15) and 

Abramson et. al (1979: 19) briefly stated that the apprenticeship 

programme was replaced by formal vocational education, which 

include theory and practice of specific vocation at the advent of 

industrial revolution. 

The social and economic development undertaken facilitated the 

need to transmit the required skills purposefully. UNESCO 
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Publication (1984: 158) also describes that technical 

apprenticeship is at the same time social relationship. Education 

and teaching would depend not only on the skill to be transmitted 

but also on the social classes in which they operate. The 

educational relationship would be obviously inseparable. 

To Atchoarena (1996:5) apprenticeship training is characterized by 

its capacity not only to train but also to organize the process of 

transition of the young labor force to the labor market. Vicinay 

(2000:6) also states that the apprenticeship is more efficient than 

vocational schools in overcoming the difficulty of matching youth's 

technical capacities and firms' needs. Altogether, experiences show 

that linkage of technical and vocational training programmes with 

business and industry will inevitably yield a number of 

improvements in the preparation of relevant and well -qualified 

graduates. 

Apprenticeship has a long history of serving traditional trade areas 

in Ethiopia. Its merit in serving the skill needs of different sectors is 

today fully recognized. However, the extent to which the education 

system of the country considered that the TVET system has a role 

to play in expanding and consolidating skill development in these 

sectors varied. Put differently, the endeavor made through policy 

intervention for improvement of traditional apprenticeship, through 

introducing school based components, and establishing or 

expanding modern form of value attached to the TVET system 

(Mekonnen, 2004:35). 

The Guideline prepared by MOE disclosed apprenticeship training 

as a work- based method for learning and gaining qualifications. It 
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IS in-company training based on agreement between a training 

institution (public or non-public TVET institution) and an employer 

for the purpose and training of trainees in any commercial, 

industrial or service giving organization/ establishment. It does not 

only equip trainees with appropriate skills and increase their 

employability; apprenticeship training also builds up the work 

discipline and self-confidence of the trainees. It is also, a win-win 

situation because it is a partnership between the training 

institution the employer and the trainee for mutual advantage. 

Therefore, it should be planned and managed jointly. By doing so, 

both the training institutions and enterprises would benefit from its 

appropriate implementation. As a result, the TVET center will get 

feedback about how to adopt the training programme to the 

requirements of the world of work. Beyond that, the TVET center 

and the enterprise could specify how to support and supplement 

each other to achieve the objectives of the training. Moreover, an 

enterprise can improve its training in matters of training methods, 

pedagogical knowledge, and development of teaching materials as 

well as planning of training programmes (the Ethiop-German TVET 

Programme, 2002: 5). 

The curriculum developed by the Ministry of Education in 25 

different trades allocates 312 hours for out of school apprenticeship 

training and about 500 hours for the main courses (2003:8). The 

purpose of offering apprenticeship training in different enterprises 

is believed to familiarize trainees with real work life who eventually 

qualify as self or wage employees in their specialized areas. In an 

economic climate where there are greatly reduced opportunities for 
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wages employment, like Ethiopia, greater emphasis has been 

placed on the potential contribution to the economy by the self

employed and informal sector. Thus, to attain this objective, among 

other things cooperation with enterprises to meet acute skill 

through apprenticeship training is the crucial aspect of the training 

process and at the same time demands attention (GTZ, 2000: 11). 

Through apprenticeship training trainees will develop their skills, 

knowledge and work attitudes in line with the world of work and in

company training will lead to better self assessment of capabilities 

and weaknesses. Beyond that, trainees develop a better sense of 

responsibility and capabilities to carry out real working tasks in a 

flexible and independent manner. They will have a better 

awareness about safety and how to handle machinery and other 

properties carefully (MOE, 2002:6). Thus, the success of TVET 

training centers, whether public or private, depends on a close 

relationship with employers. Apprenticeship training as well as the 

joint development of required occupational profiles and training 

curricula will improve the job opportunities for graduates. 

According to apprenticeship guideline (2002: 10), companies and 

organizations, which are willing and able to conduct apprenticeship 

training, should deploy a supervisor onlor in company instructor. 

Helshe is a person who is assigned by his company or organization 

to organize and to evaluate apprenticeship training. The supervisor 

could be an experienced worker I employee additionally equipped 

with knowledge about training method and pedagogies or a 

vocational trainer with practical experience. Additionally, the 

training plan should be prepared by the person who is responsible 
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to conduct and! or supervise the apprenticeship training within the 

company. 

Generally, the appropriate implementation of apprenticeship 

training will help to produce individuals who are equipped with the 

required skills, knowledge and attitudes, which enable them to be a 

fully accepted member of society, and who are able to generate 

their own income and cope with future demands. This in turn could 

enhance trainees' academic achievement and make them 

competitive in the world of work because training hours allotted for 

this programme are about 300 hours. 

2.6. Institute Organization and Management Efficiency 

The intimacy and interaction of people with one another 

necessitated the importance of organization. As a result, 

organization deals with the structure and assigning of task to the 

respective workers in order to achieve the objective. Accordingly, 

the administrator has responsibility to coordinate both the task 

and the people in an organization (Masie, 1987: 6). 

Basically educational administration is the arrangement of the 

human and material resources and programmes available for the 

achievement of the educational objectives. Thus, the educational 

administrator, at any level is essentially an organIzer and 

implementer (executor) of plans, policies, and programmes. The 

educational administrator is a contributor, in one way or another, 

to the planning, policy- making and programme designing, but yet, 

his major role rests with the effective and efficient implementation 

of such plans, policies and programmes for the benefit of the 

trainees. 
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Administration in general academic education and vocational 

training has many features in common. The elements they share 

include financial affairs, facilities, staff and trainees. On the other 

hand, their difference is related to the unique characteristics of 

vocational training. Job related courses; sources of income, higher 

per trainee costs, and close relationship with the labor market are 

some of the peculiar characteristics of vocational training (Gilli, 

1976: 55). This reveal that TVET institutions are different from 

academic schools and the training should be conducted separately 

from schools providing academic streams. 

Instructional leadership is the major activity of the principal. It 

includes promoting student learning, growth and development as 

well as motivating and coordinating trainers to impart relevant 

knowledge and skills to their trainees. According to the writing 

prepared by AAU for school principals, principals are expected to: 

• Have a clear vision of their school; 

• Provide strong leadership and a definite sense of direction for 

the school; 

• Promote and encourage quality teaching; 

• Keep abrupt with new initiative and developments In 

education; 

• Translate national educational policies into school based 

teaching and learning objectives and targets of 

accomplishmen ts; 

• Motivate their staff; 

• Promote constant professional self renewal of teachers 

through acquiring new knowledge and skills; 
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• Conduct a fair appraisal of staff; 

• Mobilize and efficiently utilize school resources; 

• Involve staff in developing school objectives and policies and 

in making decisions; 

• Use their power and influence for the good of the school; 

• Review the performance of the school in class and out-of class 

activities; 

• Supervise teaching activities; 

• Provide guidance and support to teachers and students; 

• Establish close contact and cooperation with parents and the 

community etc. 

Thus, an effective instructional executive leader has to have 

professional competence and variety of skills- conceptual, human 

and technical. Likewise, he/she must have basic personal 

characteristics such as: 

1. Accurate identification of instructional problems: 

2. Possession of educational vision: 

3. Having directed needs: 

4. A strong commitment to improving instruction; 

5. Possession of high energy level; 

6. Willingness to take risk; 

7. The ability to work with people 

Hallack and Calliods (1995:3) have stated the following: 

Instn.tctors are definitely key elements in the 
teaching learning process if not the only agent of 
transition of knowledge and skills in the training 
institutions. In order to utilize these skilled 
personnel in institutions effectively, there should 
be a need for having appropriate leadership for 
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carrying out effective managerial activities in the 
training institution. 

Webs and Norton (1999) have suggested that the mere existence of 

people, however, does not guarantee the effective operation of 

training establishment. Effective and efficient coordination as well 

as mobilization of workers is indispensable in order to enable them 

to work as a single whole. Keeping this in mind, the knowledge and 

competency of the institutional management is of paramount 

importance in the better utilization of scarce training personnel in 

training institutions. This implies that, if TVET institutions are 

properly managed they would be able to meet their objectives. 

Thus, trainees' academic achievement is the reflection of the 

institution's management. Since educational leadership IS an 

important characteristic of effective schooling, Principals should 

have high expectation of trainers and trainees achievement and 

also should supervise, lead, coordinate the curriculum, operate the 

basic skills, and monitor trainee progress. Without high 

expectations of institution principals trainees' achievement is 

unexpected. 

Some scholars suggested that specific actions by principals could 

directly influence trainees' achievement. As (Andrew and Soder, 

1987: Hallinger, 1996 and Bender and Bryk, 2000) "the institution 

principal IS the "master trainer" or the curriculum and 

instructional expert in the institution. The principals' role includes 

observing, making suggestion for improvements and enforcing 

compliance with certain teaching models." Furthermore, these 

scholars pointed out that principals could affect trainees' 

achievement indirectly. This could be through trainers and staff 
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members. Principals influence performance through others, and 

this influence includes a broader spectrum of behaviors. Principal 

actions that structure the institution's organization and climate 

appear to have an impact on trainee achievement. 

The academic achievement of trainees in the educational institution 

are affected or determined by various factors. The most important 

variables that affect trainee success are school variables, the 

families and the individual, social incentive and socio-economic 

status (Wisconsin Education Association council). Thus, academic 

achievement of trainee could be affected by the inputs of the 

educational institutions. 

According to Read and Bargeman (1995), an educational institution 

is effective when: a) There is a positive ethos where trainee and 

trainer are expected to achieve and are told they can; standard, for 

achievement are related to individual differences; line of 

communication among administrators, trainers, trainees, parents 

and community are kept open; trainees from various backgrounds 

and cultures study and socialize together; trainers and 

administrators are role models for developing honesty, B) There is a 

classroom climate conducive for training c) There is a clearly 

understood goal where trainees, parents and administrators agree 

on goals for academic achievement. D) There are effective trainers 

E) There 1S a clear and effective leadership. F) Good 

communication, active trainee involvement, positive incentive and 

reward. Therefore, for an institution to be effective in trainees' 

success there should be strong principal leadership, high trainees' 

expectation for trainee achievement, an emphasis on basic skills 
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and orderly environment and frequent, systematic evaluation of 

trainees (Goddard, Sweetland Hoy, 2000: 685; Scheerens and 

Creamers in Jimenz and Pinzan 1999). 

Institutional factors do affect academic performance of trainees. 

Regarding the importance of institutional effectiveness for learning 

and better performance, Murphy and Lovis, (1999) and (Roman, in 

Goddard, Sweetland and Hoy, 2000: 683) have this to say: 

A major challenge for those who study schools and 
school administration is to learn how organizations 
contribute to students' success. Where as teachers are 
directly responsible for teaching in the classroom 
administrators are charged with development of 
organizations that facilitates teaching and learning. 

Generally, principals play a decisive role in trainees' academic 

achievement if they are well-equipped with the necessary and 

adequate knowledge and skills of educational management. 

2.7. The Role of TVET in National Development 

The importance of vocational education properly conceived in 

1950s in relation to the total manpower resources was in fact a 

point. The first major change was in the development of vocational 

training type of emphasis. The N.E.A (1955: 9) underlies: 

The choice of useful work, which will most completely 
enlist the talents, and interests of each individual in 
an important outcome of a well rounded education. 
The discovery and development of these abilities and 
interests by appropriate guidance, training, refresher 
courses are so demanding for increased vocational 
efficiency. 
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TVET is one tool for economic recovery and development. It has 

become a vital aspect of human resource development. Within the 

context of national strategies it is meant to contribute a wide 

dissemination of scientific and technological knowledge, facilitate 

the transition from school to work, and enhance the quality of life 

by expanding the individual's general and technological knowledge: 

promote professional skills and improve status (Atchoarena, 1993: 

1). TVET has a pivotal role to a country's economic development 

where there is a need for trained manpower. Confirming this MOE 

(2004, 5-6) stated that the Rural Development Strategy, the 

Capacity Building Strategy, the Industrial Development Strategy, as 

well as the Education and Training Policy and Strategy clearly 

indicate the need for large number of knowledgeable and skilled 

human capital in several areas of specification. These strategies 

focus on the need for knowledgeable, skilled and Civic human 

resources for the success and sustainability of achieving their 

stated goals. To transform the agricultural sector; to develop the 

rural economy and livelihood, to make the country competitive in 

the global economy or market, and to build overall capacity it is 

imperative to have large number of qualified human resources: 

Such a human resource needs to be capable, skilled, 

knowledgeable, as well as committed and dedicated to transform 

the country towards its mission and vision. Therefore, TVET is a 

necessary investment for those countries seeking to operate 

successfully in the highly competitive global market economy. 

These countries who have invested most heavily in TVET tend to be 

the most productive. 
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Unemployment and underemployment are among the central 

issues of the Poverty Reduction Strategy for National Development, 

which calls for comprehensive investments, especially in the 

education, agriculture, road and health sectors. These four sectors 

are also viewed as crucial sectors for achieving the Millennium 

Development Gools (MDG). As a fundamental prerequisite for this 

emphasis is placed on the availability of an adequate number of 

trained workers which involves vocational training to a significant 

degree (Ethio-Garman TVET programme, (2003:3) Thus, the 

provision of technical-vocational education and training program in 

Ethiopia seems the reciprocal effect of the need for the countries' 

economlC development. However, to alleviate the challenge 

presented by the workplace, the acquisition of appropriate skills is 

indispensable. Because, as UNESCO (2005:6), the acquisition of 

appropriate skills- both technical and social- is required to cope 

with the challenges presented by the evolving needs of the 

workplace. Education and training systems that respond 

adequately to these demands will contribute to the efforts to 

overcome the growing unemployment and marginalization of young 

people and adults in the industrialized as well as the developing 

world. Further evidence form the newly industrializing countries 

show that TVET is largely responsible for providing a pool of skilled 

human resources essential for such critical sectors of the economy 

as agriculture, manufacturing, construction, communication, 

transportation and commerce (Kerre, 1997: 25) . 

Investment in human capital can have little impact on growth 

unless people can use education in competitive and open markets. 

The larger and more competitive these markets are, the greater are 
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the prospects for usmg education and skills. Workforce 

development is a balanced investment in education and training 

across all education sectors with particular attention to strategic 

sectors in the existing workforce (MOE, 2005: 5-6). The quantitative 

expansion of the education system without concomitant growth in 

the economy will not have a significant impact in the well-being of 

the society. Strengthening this, idea Wilers (in Yakunoamlak: 2000: 

14) has pointed that educational expansion as we know doesn't 

necessarily make either people or countries more prosperous: 

instead it may, and does, leave the former without jobs and the 

later with increasingly burdensome claims on public funds. Thus, 

to make education in general and TVET in particular effective to the 

development of a country; government, private sectors and the 

community at large should work in cooperation and collaboration. 

This is because, if lack of cooperation is missed, the nation 

economic development could be hampered. 

According to MOE (2001: 3), in order to make TVET an effective 

human resource development tool for promotion of economic 

development, it must be designed as a system that is demand 

oriented, responsive to the needs of labor market and socio

economIC development to adequately address the special 

requirements of the different segments of the various economic 

sector and its target groups. 

2.8. Technical and Vocational Education in Ethiopia 

2.8.1. Historical Background 

Ethiopia has its own craftsmen and artisan for centuries. However, 

the man and women of talent were delegated to a lower status by 
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the traditional Ethiopia for a long time. In our society, especially in 

rural areas, potters, blacksmiths, weavers, and tanners are isolated 

and despised. They are labeled as sorcerers as having evil spirits 

Pankhurst in (Wanna, 1998: 57). According to Girma et al (1990: 

9), education in its traditional form has a long history in Ethiopia. 

However, prior to the 20th century the educational system was 

predominantly religious oriented to serve the manpower need of the 

church and the state. Available sources indicate that there was no 

significant sign of vocational training at that time. Mention, 

however, was made that in the time of Emperor Theodros (1855-

1968) there have been a demand for foreign craftsmen. In 1877, 

Emperor Menlik II was instrumental in bringing few Swiss artisans 

to Ethiopia. 

Emperor Menelik II in Addis Ababa introduced the first modem 

education in 1908. The subjects offered were academic in general 

and language in particular, in order to train administrators for 

government organizations and to produce interpreters required for 

contact with western countries (Nigat, 1997: 7). Nichoff and Wilder 

revealed that the 1935 Italian invention destroyed many schools 

and educational activities were hampered. Soon after the defeat of 

the Italian force, in 1941 for the objective of fulfilling the skilled 

manpower requirements in different sectors the technical School of 

Addis Ababa was established (Girma et. al, 1990: 9). During the 

reconstruction, in 1941 as severe shortage of technical personnel 

necessitated the immediate opening of a technical and vocational 

schools. Hence, it was after the expulsion of the Italians that the 

Ethiopian government paid attention to the establishment of 
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technical and vocational education schools as part of its 

educational system (Meaza, 1996: 73). 

Many modern schools were opened in different parts of the country, 

after 1908, however, they didnot give attention to the development 

of vocational education curriculum. Likewise Girma, et.al. (1990: 

10) indicates that the modern schools till 1941 did offer only 

academic subjects. It was at the establishment of the technical 

school of Addis Ababa, the vocational subjects started to be offered 

in formal programmes in this country. Meanwhile, the commercial 

school of Addis Ababa was established in 1942. 

With the objective of making the curriculum job oriented so as to 

produce middle level manpower, the concept of comprehensive 

programme was introduced in 1961 to the secondary schools of 

Ethiopia. The first general secondary school to be converted to 

comprehensive secondary school was Waizero Sihen School In 

Dessie. Gradually more schools were converted to comprehensive 

secondary schools. The fields of studies offered in these schools 

were: Productive Technology, Home Economics, Agriculture and 

Business (Girma, et. al. 1990: 12). MOE (2005: 1) ascertains that 

vocational and comprehensive secondary schools started in 1941 

and 1961 respectively. 

Since the early 1960, many African countries including Ethiopia 

convinced that human resource development is a prerequisite for 

economIC development. In the endeavor to implement this 

movement Ethiopia patterned the formal schooling on the 

experience of developed countries hoping that it will contribute for 

greater economic growth. It was with this aim that vocational 

49 



.. 

training was incorporated in the secondary school system of 

Ethiopia (Wanna, 1996: 297- 298). Furthermore, Wanna (1998: 57-

58) categorizes the development of technical and vocational 

education in Ethiopia into three time periods (a) 1940s - 1960, (b) 

1960s- 1980s (c) 1980s- 1998. During the first era, Ethiopia was 

building its educational institutions. As a result six TV schools 

were built during this time. The second era mainly characterizes 

the attempt to vocationalize the education of comprehensive high 

schools. Due to lack of human and material resources and 

shortage of qualified trainer the quality of graduates was not as 

expected. For this reason, the schools were not able to alleviate 

unemployment problem. During the third era, the government 

decided to strengthen a number of selected comprehensive as well 

as other technical vocational schools in order to give effective skill 

training by offering 10+3 programmes. Nevertheless, according to 

Yekunoamlak (2000:37), the 10+3 programme was not effective as 

expected. There was shortage of trainers, machines and spare parts 

and the enrollment has declined considerably. Supporting this 

idea, MOE (2000: 2) states various efforts had been underway to 

provide technical and vocational training in some institutions; the 

issue of coordinated training programmes in terms of quality and 

coverage has not been tackled. As a result, the training system did 

not effectively generate a workforce initiated for creativity and 

capable of supporting the economic development for it was not 

based on the economic development trend of the country. 

Aware of this fact, the government of Ethiopia formulated the 

educational training policy in 1994 - to achieve the goals of the 

skilled manpower requirements of the economy 
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2.8.2 The Education and Training Policy Versus TVET 

The TVET policies followed by the newly independent developing 

countries, such as Ethiopia, were aimed at providing the managers 

and skilled labor, which these countries needed to support the 

growth of the modern sector. Furthermore, Atchorena (1993:1) 

indicates that education and training policies are key elements in 

economic and human resources development. 

Development of the TVET sub-sector of education in Ethiopia is still 

in its infancy. It remained a neglected sub- sector of education until 

recently. International comparative data show that in 1994, the 

proportion of TVET to academic students at the second level of 

education in Ethiopia was nine times less than the sub-Saharan 

Africa as a whole. When compared to Europe, this proportion was 

36 times less for Ethiopia (MOE, 2005:7). 

TVET policy framework for the proposed TVET originates from the 

Education and Training Policy of 1994, and the Education Sector 

Strategy that followed it. In addition, TVET derives its strategy and 

structure from several important studies that have been 

undertaken in preparation for the development of the TVET 

strategy. A list of key documents that formed the basis for the 

development of the TVET policy framework is given below: 

• Policy and national strategy study on TVET Capacity Building 

• Ethio-German TVET programme of system overhaul and 

revampIng 

• The National Capacity Building Strategy. 

• Micro and small enterprises Development strategy. 
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• Manpower studies based on data collected from two regions: 

Tigray and Afar. 

In line with the New Education and Training Policy of 1994 the 

following have been identified as general objectives of TVET. 

- To provide basic education and integrated knowledge at 

various levels of vocational training. 

- To satisfy the country's need for skilled manpower by 

providing training in various skills and at different levels. 

- To make education supportive tool for developing traditional 

technology and for utilizing modern technology. 

- To provide education that promotes the culture of respect for 

work, positive work habits and high regard for workmanship. 

According to MOE (2003:3), in the current TVET system a number 

of TVET programmes are offered at certificate levels. These 

comprise post grade 10 middle level training, post grade 8 junior 

level training as well as basic level training accessible to school 

drop outs after completion of grade four. 

The content of the programmes will built on each other thus the 

successful completion of one training programme provides, the 

entry requirements for the next higher qualifications level. 

However, according to MOE (2003: 5) to step from basic to junior 

level and from junior to middle level the educational gaps are 

expected to be filled by additional bridging courses. Since the 

training programmes are designed in a modular way entry and exit 

within different programmes can flexibly be handled. 
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Basic level technical and vocational training aims at performance of 

basic skills that make a living competencies to improve the basic 

needs condition and for mining work in rural areas. Junior level 

technical and vocational training is performance of pre-vocational 

competencies to a selected occupational area on initial stage to 

carry out simple work process. 

Middle level Technical and Vocational training with performance of 

basic vocational or entrepreneurship deals with competencies in a 

selected occupation to carry out a variety of work activities select as 

simple equipment operation and maintenance within a supervision 

process, particularly in a programme that lasts for one year. 

Another form of middle level technical and vocational training is 

that lasts for two years. It is performance of intermediate technical 

and vocational or entrepreneurial competencies in a selected 

occupation to carry out a variety of work activities such as 

production work operations and maintenance of relatively complex 

equipment system within a non-routine work process required 

considerable authority. 

As MOE (2005:3) there were only 14 public and 3 non-public 

training institutions before the launching of the new education and 

training policy in 1994. It was in 1996 /97 that 25 additional 

public Skill Development Centers (SDC) were established by 

government initiative. During this time the numbers of n on-public 

training institutions have also increased to ten. Moreover, MOE 

(2005: 5) reported as follows . 

. . . Fields of specialization have now reached to 
25 in government and 16 in non-government 
institutions while envisaging conducive 
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environment for the trainees to pass through the 
apprenticeship programme in collaboration with 
the private and the government enterprises to 
develop their skill before they are deployed to the 
world of work. The number of TVET institutions 
increased from 17 in 1996/97 to 158 in 2003/04 
and enrollment from 2924 to 87158 out of which 
47.5% are female . 

54 



.. 

• 

CHAPTER THREE 

PRESENTATION AND ANALYSIS OF DATA 

This part of the thesis deals with presentation, analysis and 

interpretation of the data gathered from the sample principals, trainers 

and trainees. The data obtained through questionnaires, observation 

checklists, documents and interview questions were analyzed and 

interpreted. As a result, the basic questions raised in the proceeding 

chapter one were given appropriate treatment. 

A total of 250 copies of the questionnaires were distributed to 204 

trainees, 42 trainers and 4 principals of the technical vocational 

education and training institutions understudy. Out of the 

questionnaires distributed to respondents 4 (100%), 40 (95.25%) and 200 

(98%) were filled and returned from principals, trainers and trainees 

respectively. Fields of study in the TVET institutions understudy were 

classified in to two: Business and Home science related. More 

specifically accounting, purchasing, secretarial science, information 

technology, marketing, food processing, bakery and confectionary men's 

garment, ladies garment and hairdressing were offered. Based on the 

responses obtained from the sample respondents, the analysis and 

interpretation of the data are presented following each table. 

Table 3.1 Respondents' characteristics 

Table 3.1.1 Background Information of Trainers and Principals 

Respondents 
Trainers Principals 

No Item No % No % 

1 Sex \ 

a. Male 30 75 4 100 
b. Female 10 25 - -

Total 40 100 4 100 
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Respondents 
Trainers Princ!pals 

No Item No % No 0/0 

2 Age range 
a .20-24 years 4 10.0 - -
b.25-29 years 1 2.5 1 25 
c. 30-34 years 9 22.5 2 50 
d. 35-39 years 8 20.0 1 25 
e. 40 years and above 18 45.0 - -

Total 40 100 40 100 
3 Qualification 

a. MA/MSC 1 2 .5 - -
b . BA/BSC 3 7.5 1 25 
c. College diploma 36 90.0 3 75 
d. Certificate - - - -

Total 40 100 4 100 
4 Fields of study 

a. Home economics 15 37.5 3 75.0 

b. History - - 1 25.0 

c. Accounting 4 10.0 - -

d . Marketing 2 5.0 - -

e . Purchasing 3 7.5 - -

f. Information Technology 4 10.0 - -

g. Secretarial science 4 10.0 - -

h. Ladies Garment 1 2.5 - -

I. Geography 1 2.5 - -

j. English 3 7 .5 - -

k. Mathematics 3 7.5 - -

Total 40 100 4 100 
5 Marital Status 

a. Married 29 72.5 2 50 
b. Single 9 22.5 2 50 
c. Divorce / separated 2 5.0 - -
d. Widowed - - - -

Total 40 100 4 100 
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Respondents 
Trainers Principals 

No Item No % No 0/0 

6 Service years 
a . 1-5 years 6 15 - -
b . 6 - 10 years - - 3 75 
c . 11 - 15 years 5 12.5 - -
d. 16 -20 years 15 37.5 1 25 
e . 21 years and above 14 35 - -

Total 40 100 4 100 

Background information of trainers and principals involved in the s tudy 

is shown in Table 3.1.1 above. As shown in item 1 of the table, out of the 

trainer respondents 30(75%) are males, while 10(25%) are females. This 

implies that the participation of female trainers in TVET institutions is 

low. In relation to their age, 4(10%), 1(2.5%), 9(22.5%), 8(20%) and 

18(45%) were between 20-24, 25-29, 30-34, 35-39 and 40 years and 

above respectively . Here it can be deduced that most trainers were 

adults. As far as trainers qualification is concerned the vast majority 

36(90%) were college diploma holders while 3(7.5%) own firs t degree . 

Likewise, 1(2.5%) of the trainers possesses second degree. From the 

above data, it could be realized that 90% of trainer respondents are less 

qualified to t rain in TVET institutions. The standard set by MOE 

indicates that TVET institutes should be staffed with a minimum of first

degree holders . As the table disclosed, the actual trend seems in 

contradiction with the rules and regulations of Ministry of Education 

concerning the qualification of TVET trainers. 

Regarding marital status, 29(72.5%) of the trainers were found married 

where as 9(22.5%) single, and 2(5%) were divorced. Item 6 of the table 

exhibited that 15(37.5%) of the trainers had 16-20 years service while 

14(37.5 %) and 14(35%) had 11-15 years and 21 and above years service. 
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All principals are male. From this it is still possible to understand that 

females' participation in managing TVET institutes is little. Concerning 

their age, 2(50%) of them were between 30-34 years while 1 (25%) and 

1(25%) were found to be between 25-29 and 40 years and above 

respectively. With regard to principals' qualification, the data reveals 

that the majority 3(75%) of the principals has a two-year college diploma 

and 1(25%) possesses BA degree. Besides, their field of study was 

assessed. None of the principals are qualified in educational planning 

and management or related fields. Concerning management of TVET 

institutions UNESCO and ILO (2002:47) state that administrators of 

technical and vocational education programs should be equipped with 

teaching experience in a field of technical and vocational education and 

knowledge of administrative techniques and procedures. Here it can be 

deduced that the actual condition of the two TVET institutes seems in 

consistent with universal rules and regulations. In relation to service 

years of principals, 3(75%) of them served between 6-10 years and 

1(25%) served between 16-20 years (See table above). Since TVET 

institutes began functioning in 2002/2003, one can conclude that 

principals have no adequate work experience in TVET institutes. 

Moreover, most of their experience is not in TVET institutions. 

Table 3.1.2 - Background Information of Trainees 

Respondents 
Trainees 

No Items No 0/0 

1 Sex 
a) Male 87 43.5 
b) Female 113 56.5 

Total 200 100 
2 Age 

a) 15-20 years 167 83.5 
b) 21-25 years 27 13.5 
c) 26-30 years 6 3.0 
d) 31 years and above - -

Total 200 100 
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Respondents 
Trainees 

No Items No 0/0 

3 Level of Training 
a) 10 +2 97 48.5 
b) 10 +2 103 51.5 
clIO + 3 - -

Total 200 100 

As shown in item 1 of Table 3.1.2, the majority 113(56.5%) of the 

trainees were found to be females. This may indicate that participation 

of female trainees in TVET institution is increasing. Regarding age level 

of trainees, the table depicts that the vast majority of trainees 

167(83.5%) are between 15-20 years. This implies that trainees need 

continuous professional help. As a result availability of vocational 

counselor is indispensable for assisting trainees in their vocational 

choice, academic success, job opportunity etc. In relation to level of 

training 97(48.5%) of trainee respondents are pursuing in 10+1 

programme while 103 (51.5%) of trainees are pursuing in 10+2. Here, it 

is possible to conclude that trainee respondents in both level of training 

have got equal chance to participate in the study. 

Table 3.2: Responses on Technical-Vocational Education 

Respondents 

No Items 
Trainees Trainers Principals 

No % No % No % 
1 Before you jointed this 

institution have you any 
information about your 
study in the institution? 
a. Informed 65 32.5 
b. Not informed 135 67.5 

Total 200 100 
2 How did you choose to 

make your training in 
TVET institutions? 
a. Family influence 2S 12.5 - - - -
b. Its access to further 44 22 - - - -
education 
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Respondents 

No Items 
Trainees Trainers Princ~als 

No % No % No % 
c. Its opportunity to 17 8.5 - - - -
employment 
d. Better income from the 9 4.5 - - - -
field 
e. Lack of other 69 34.5 - - - -
alternatives 
f. Fonner graduates of the 18 9.0 - - - -
institute convinced me 
g. Other reason 18 9.0 - - - -

Total 200 100 - - - -
3 In your institution 

streaming to various fields 
of study is conducted 
a. On the interest of - - -
trainees 10 25 
b. By the institutes ad-hoc - - 11 27.5 1 25 
committee 
c. By the zonal TVET - - 8 20.0 2 50 
department 
d. By the management of - - - - - -
the TVET institute 
e. Partially based on the - - 11 27.5 I 25 
interest of trainees 

Total - - 40 100 4 100 
4 Are the majority of trainees 

interested in their field of 
study? 
a. Yes 106 53.0 12 30 - -
b. No 94 47.0 22 55 - -
c. I don't know - - 6 15 - -

Total 200 100 40 100 - -

The first item in Table 3.2 requests trainees whether or not they had any 

information about their study before they joined their respective 

institution. Concerning this, 135(67%) of the trainees indicated that they 

don't have any idea about TVET before they joined the training 

institutions. Contrary to this, 65(32.5%) of the trainees asserted that 

they have an idea about TVET before they joined the training 

institutions. This implies that most trainees join TVET institutions 

without adequate information or idea at high school level or at least 

when they choose their field of study. 
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In item 2 of the same Table, trainees were questioned on how they 

choose to make their training in TVET institutions. Accordingly, 

69(34.5%) of them contended that due to lack of other alternatives. 

However, 44(22%) said that its access to further education and 

25(12.5%) disclosed due to family influence. These responses point out 

that trainee's choice was not based on understanding the objectives of 

vocational and technical education. From this data one can understand 

that trainees lack awareness about the objectives and values of TVET. 

It is also worth noting the findings obtained from the same table of item 

3 on the issue of streaming of trainees to various fields. To this end, 

from the data it could be observed that 11(27.5%) of trainers and 1(25%) 

of the principals said streaming of trainees was conducted by the 

institutes ad-hoc committee while others 11(27.5%) of trainers and 

1 (25%) of the principals replied that streaming was partially based on the 

interest of trainees. On the other hand, 10(25%) of the trainers asserted 

that streaming to various fields was on the interest of trainees, and some 

8(20%) of the trainers and 2(50%) of the principals disclosed that the 

zonal TVET department was responsible in streaming trainees to various 

fields of study. As a matter of fact, streaming to various fields of study 

was not conducted on the interest of trainees. On the other hand, the 

fourth item of the same table reveals that most 106(53%) of the trainees 

were interested in their field of study. However, a considerable number 

94(47%) of the trainees revealed that they are not interested in their field 

of study. From the trainers 22(55%) replied that trainees are not 

interested in their field of study while 12(30%) of them indicated that 

trainees are interested in their field of study. Therefore, though the 

majority of trainees are interested in the field they train it is also evident 

that great number of them were not interested in their field of study. This 

could be due to the streaming process for it did not consider their 

personal interest. Most of the trainees in the open-ended question 
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reported that their choice of field of training was not the department they 

are joining recently. Hence, lack of interest on the part of trainees could 

hamper their academic achievement. 

Table 3.3 - Trainees' Academic Achievement 

Respondents 
Items 

N Trainers Principals 
0 No 0/0 No 0/0 

l. Does your institution evaluate 

trainees' academic achievement 

continuously? - - 2 50 

a. yes - - 2 50 

b.No 

Total 4 100 

2. In your institution trainees' 

academic achievement is: 

a. High 8 20 - -

b. Moderate 29 72.5 2 100 

C.low 3 7.5 - -

Total 40 100 4 100 

3 In your area of 
training/institution how is the 
training conducted? 8 52 .5 - -

a. More of theory and less 21 52.5 3 75 
practical 

b. More of practical and less 
theoretical 11 27.5 1 25 

c. Practical 50% and 50% 
theoretical 

Total 40 100 4 100 

Regarding trainees' academic achievement, principals were asked 

whether they have evaluated their academic performance or not? As 
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responded by principals, half (50%), of them said' yes' and 'No' 

respectively. Those principals and trainers who replied 'yes' were 

questioned how trainees' academic achievement was. Accordingly, 

29(72.5% of the trainers and all (100%) of the principals indicated 

moderate. In item 3 of the same table, majority 21 (52.5%) of the trainers 

and 3(75%) of the principals revealed that the training in their institution 

is conducted more of practical and less theoretical. The rest 11 (27.5%) of 

trainers and 1 (25%) of principals said that the training was 50% 

practical and 50% theoretical. On the other hand, 8(20%) of the trainers 

said that the training is conducted more of theory and less practical. This 

reveals that the training programme was not conducted as the time 

allotted for practical training constantly. 

Table 3.4- Trainees' Effort to do Assignments 

No Item Respondents 
Trainees Trainers Principals 
No % No % No % 

1 Trainees effort to do 
assignments, project 
works etc. is: 

a. High 78 39 11 27.5 - -
b. Moderate 107 53.5 21 52.5 3 75 
c. Low 15 7.5 8 20.0 1 25 

Total 20 100 40 100 4 100 

2 Prior high school 
academic achievement 
on the part of trainees 
for the recent training 
1S: - - 3 7.5 - -

a) High - - 11 27.5 - -
b) Moderate 
c) Low - - 26 65.0 - -

Total - - 40 100 

63 



.. 

• 

In TVET institutions, assignments, projects, group works and practical 

exercises play pivotal role on trainees' academic success. Furthermore, 

TVET modules or textbooks too. It is obvious that unless trainees 

perform their assignments, projects, etc ... as they are intended to do 

their academic success will be questionable. 

Based on the above general idea the first item in Table 3.4 was raised to 

trainees, trainers and principals. The vast majority of trainees, trainers 

and principals, 107(53.5%), 21(52.5%) and 3(75%) respectively confirmed 

that trainee's effort to do assignments, project works etc. is moderate. 

Meanwhile, 78(39%) of the trainees and 11(27.5%) of the trainers 

confirmed that trainees effort to do their assignments, project works etc 

is high. Some of the respondents 15(7.5%) of the trainees, 8(20%) of 

trainers and 1(25%) of principals reported that their effort to do 

assignments, project works etc ... is low. Based on this data, it is possible 

to say that trainees are willing to do such works if they are ordered to do 

so. 

Responses of trainers about prior academic achievement on the part of 

trainees for the recent training indicated that 26 (65.0%) of them replied 

'low' while 11(27.5%) and 3(7.5%) disclosed moderate and high 

respectively. This could show that trainees' educational background has 

no relevance with their recent training. Therefore, based on the above 

data trainees' prior high school academic achievement could have an 

impact on their recent training. 

Table 3 .5 : Services in the Institutions 

Respondents 

Trainees Trainers Principals 

No Items No % No % No % 

1 The library service in 

your institution is 

NO Items Respondents 

Trainees Trainers Principals 

No % No % % No 
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Respondents 

Trainees Trainers Principals 

No Items No % No 0/0 No % 

Adequate 82 41.0 5 12.5 - -
b moderately adequate 

c. Not adequate 11 8 59.0 24 60.0 4 100 

Total 200 100 40 100 4 100 

2 Is the library managed by 

qualified librarian? 

a. Yes 59 29.5 - - - -

b .No 141 70.5 40 100 4 100 

Total 200 100 40 100 4 100 

3 Are there sufficient 

reference books in your 

field in the library? 

a. Yes 83 41.5 - - 1 25 

b. No 117 58.5 40 100 3 75 

Total 200 100 40 100 4 100 

4 Does your institution 

provide health service? 

a. Yes 22 11.0 - - - -
b. No 178 89.0 40 100 4 100 

Total 200 100 40 100 4 100 

The performance of libraries in the institutions was assessed in the 

above table. Trainees, trainers and principals were asked different 

questions. Accordingly, in item 1 of table 3.5 respondents were asked 

about the library service in their respective institutions. The majority 

118(59%) of trainees rated not adequate and 82(41%) said adequate. 

Similarly, 24(60%) of the trainers indicated that the service is not 

adequate while 11(27.5%) and 5(12.5%) moderately adequate and 

adequate respectively. Moreover, all (100%) of the principals disclosed 

that the service was not adequate. In the open-ended item question 

trainees were asked why the library services were not adequate .. A 

65 



considerable number of them replied that the librarian was not helpful 

and biased to preparatory students. From this it is possible to conclude 

that the library is not functioning effectively and efficiently. On top of 

this, it is apparent that the management of the institutes is not 

controlling the library as it should. 

The second item in the same table was raised to understand whether the 

library was managed by qualified librarian or not. As stated by 

respondents, 141(70.5%) of trainees, 40 (100%) of trainers and 4(100%) 

of principals agreed that the librarians are not qualified. Contrary to 

this, 59(29.5%) of trainees responded that librarians are qualified. The 

observation checklist revealed that librarians were not qualified to 

manager TVET libraries. According to this data one can infer that the 

libraries in the TVET institutions understudy are managed by 

unqualified librarians. 

The last item in Table 3.5 is related to health service in the institutes. 

Accordingly, 178(89%) of trainees, 40(100%) of trainers and 4(100%) of 

principals indicated that their respective institutes are not able to 

provide health service whereas, some 22(11%) of trainees reported that 

health service is available in their institution. However, the researcher 

had observed that the institutions were not providing health service. 

From this data it is possible to deduce that the TVET institutions do not 

provide health service. The standard set by MoE disclosed that TVET 

institutions should have a clinic which provides health service to the 

institute's community. 

Table 3.6: Guidance and Counseling Service 

Respondents 
N Trainees Trainees Principals 
0 Items No % No % No % 
1 Is there a vocational 

counselor in your 
institution? 
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Res~ondents 
N Trainees Trainees Principals 
0 Items No % No % No % 

a. Yes 65 32.5 - - - -
b.No 118 59.0 40 100 4 100 
c. I don't know 17 8.5 - - - -

Total 200 100 40 100 4 100 
2 If 'No' who is in charge of 

the duties and 
responsibilities of 
vocational counselor? 
a. Trainers 21 17.7 10 30 2 50 
b. Principals 12 10.1 - - - -
c. Parents 45 38.1 - -
d . No body 40 33.9 30 70 2 50 

0 
Total 118 98 40 100 4 100 

3 If 'Yes' in which of the 
following did he I she 
assist you? 
a. Providing necessary 10 15.4 - - - -
information about our 
field of study 
b. About TVET objective 1 1.5 - - - -
c. About apprenticeship 10 15.4 - - - -
training programme 
d. The methods in which 5 7.7 - - - -
we enhance our 
academic achievement 
e. Hel she doesn't give 39 60.0 - - - -
any assistance to 
trainees 

Total 65 100 - - - -
4 Do trainers render 

vocational counseling 
service to trainees? 
a. Yes - - 10 25 2 50 
b. Sometimes yes - - 9 22.5 - -
c. No - - 21 52.5 2 50 

Total - - 40 100 4 100 

The role of vocational counselor in TVET institutions is indispensable. 

He/she can assist trainees in vocational choice, academic achievement 

and job employment. In Table 3.6 trainees, trainers and principals were 

asked about the presence of a vocational counselor in their respective 

institutions. As seen in item one 118(59%) trainees, all of the trainers 

and 4(100%) of principals responded that there is no vocational 
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counselor in their institution. Some 65(32.5%) and 17(8.5%) of trainees 

said that there is a vocational counselor and "I do not know" respectively. 

If 'No' who is in charge of the duties and responsibilities of vocational 

counselor was question raised in item 2 of the same table. Accordingly, 

45 (38.2%) of the trainees are assisted by their parents, 40(33.9%) get no 

assistance, 21 (17.7%) of the trainees get vocational assistance from 

trainers and 12(10.1%) of them exhibit that they were getting vocational 

counseling service from principals. 

Trainees who replied 'yes' were asked in which of vocational counselor 

activities did hel she assist them. As the table shows Thirty Nine (60%) 

of the trainees revealed that hel she doesn't give any assistance to 

trainees, 10(15.4%) of them said getting necessary information about our 

field of study and apprenticeship training programme. Some 5(7.7%) and 

1(1.5%) of the trainees said that the vocational counselor helped them in 

understanding the methods they can enhance their academic 

achievement and TVET objectives respectively. From this one can deduce 

that trainees did not get vocational guidance service specifically on the 

methods they can enhance their academic achievement. 

Trainers and principals were asked whether trainers render vocational 

counseling service or not to trainees in item 4 of the some table. Majority 

21(52.5%) trainers and 2(50%) of principals replied 'No'. Some 10(25%) 

of the trainers and 2(50%) of the principals responded 'Yes' while 

9(22.5%) of trainers said "sometimes yes". This implies that trainers are 

not in a position of providing vocational counseling service to trainees. 

In general, from this Table one can conclude that there is no vocational 

counseling service in both institutions. Furthermore, though trainees' 

age calls for the assistance of vocational counselor the experience in the 
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institutions understudy seems contrary to the principles of technical and 

vocational education. 

Table 3.7- Conditions of Facilities 

Respondents 
N Trainees Trainers Principals 

0 Items No % No 0/0 No 0/0 

1 The availability of machines 

for the training was: 

a. Adequate 36 18.0 11 27.5 - -
b. Moderately adequate 107 53.5 24 60.0 2 50 

C. Not adequate 57 28.5 5 12.5 2 50 

Total 200 100 40 100 4 100 

2 Trainees textbook for each 

field of training was 

a . Adequate 26 13.0 3 7.5 - -

b. Moderately adequate 57 28.5 15 37.5 2 50 

c. Not adequate 117 58.5 22 55.0 2 50 

Total 200 100 40 100 4 100 

3 The workshops for each 

training area were: 

a. Adequate 39 19.5 5 12.5 3 75 

b. Moderately adequate 82 41.0 28 70.0 1 25 

c. Not adequate 79 39.5 7 17.5 - -

Total 200 100 40 100 4 100 

4 . The raw materials provided 

for practical training for 

each field of study were: 

a. Adequate 17 8.5 6 15.0 - -

b. Moderately adequate 104 52.0 21 52.5 - -

c. Not adequate 
79 39.5 13 32.5 - -
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Respondents 
N Trainees Trainers Principals 

0 Items No 0/0 No 0/0 No 0/0 

Total 200 100 40 100 - -

5 Do raw materials provided 

for practical training arrive 

on time? 

a. Arrive on time 79 39.5 6 15 - -
b . Sometimes arrive on 

time yes 
- - 26 65 - -

c . Did not arrive on 121 60.5 8 20 - -
time 

Total 200 100 40 100 

As seen in Table 3 .7, an attempt was made to investigate the extent of 

availability and adequacy of machines, textbooks, workshops, raw 

materials, in both institutions. With this regard, majority of the 

respondents, 107 (53 .5) of trainees, 24(60) of the trainers and 2(50%) of 

the principals disclosed that the availability of machines for each field of 

training is moderately adequate. Likewise, a few respondents, 36(18%) of 

trainees and 11(27.5%) of trainers replied the availability of machines as 

adequate while some 57(28.5%) of trainees, 5(12.5%) of trainers and half 

(50%) of the principals said the availability of machines were not 

adequate. The above data shows that both institutions had moderately 

adequate machines to the smooth implementation of the training 

process. 

Regarding availability of text books 117(58.5%) of the trainees, 22(55%) 

of the trainers and 2(50%) of the principals said that trainees textbooks 

foe each field of training are not adequate. Similarly 57(28.5%) of 

trainees, 15(37.5%) of trainers and 2(50%)of principals confirmed that 
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trainee textbooks are moderately adequate. Contrary to this, 26(13%) of 

trainees and 3(7.5%) of trainers noted that trainee textbooks in their 

institution is adequate. Form this it is possible to conclude that trainees 

are trained without having necessary and adequate textbooks. Therefore, 

since their training is not assisted with textbooks trainees' dropping of 

academic achievement is likely to occur. 

Regarding availability of workshops, 39(19.5%) of trainees, 5(12.5%) of 

trainers and 3(75%) of principals contended that the workshops for each 

training area are adequate while majority 82(41 %) of trainees, 28(70%) of 

trainers and 1 (25%) of the principals responded that the availability of 

workshops is moderately adequate. Nevertheless, a considerable number 

79(39.5) of trainees and some 7(17.5%) of trainers provide that the 

workshops are not adequate. It can be inferred from the table that some 

training fields are not in a position to train in adequate workshops. 

The fourth and fifth items in Table 3.7 were raised to trainees and 

trainers, so that they could assess the status of raw materials provided 

for practical training. With regard to the forth item, 104(52%) of trainees 

and 21(52.5%) of trainers replied that the raw materials provided for 

practical training were moderately adequate and 17(8.5%) of the trainees 

and 6(15%) of the trainers revealed that raw materials provided were 

adequate. However, 79(39.5%) of trainees and 13(32.5%) of trainers 

indicated that raw materials were not adequate for the practical training. 

Concerning item 5 of the same Table, 121 (60.5%) of the trainees and 8 

(20%) of the trainers agreed that raw materials provided for practical 

training did not arrive on the appropriate training time as they were 

required. But 79(39.5%) of trainees and 6(15%) of trainers said that the 

arrival of raw materials was as requested. Majority 26(65%) of trainers, 

however, confirmed that they sometimes get raw materials on time. 

71 



Table 3.8- Trainees' Evaluation of Trainers 

Res~ondents 

Trainees 
Very High Medium Low Very 

N Items high low 
0 

N N N N N 
0 0/0 0 % 0 % 0 % 0 % 

1 Training by relating 

theory and practice 44 22.0 52 26.0 82 41.0 16 8.0 6 3.0 

2 Knowledge of the subject 

they are training 

68 34.0 53 26.5 57 28.5 18 9.0 4 2.0 

3 Coverage of content 

according to course 

outline 
50 25.0 59 29.5 68 34.0 21 10.5 2 1.0 

4 Experience in training 

42 21.0 59 29.5 72 36.0 17 8.5 10 5.0 

5 Appropriate use of 

available institutional 

materials 39 19.5 53 26.5 71 35.5 23 11 .5 14 7.0 

6 Interest in training 

50 25.0 61 30.5 44 22.0 38 19.0 7 3.5 

7 Interest in helping 

trainees for academic 

success out of 

training time 8 4.0 41 20.5 37 18.5 66 33 .0 48 24.C 

8 Evaluating trainees' 

academic achievement 

continuously 32 16.0 44 2.0 60 30.0 55 27.5 9 4.5 
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Respondents 
Trainees 

Very High Medium Low Very 
N Items high low 
0 

N N N N N 
0 0/0 0 0/0 0 0/0 0 % 0 0/0 

9 Providing guidance 

and counseling 

servIce 

32 16.0 41 20.5 53 26.5 48 24.0 26 13.0 

(In Table 3.8) An attempt was made to examme trainers training 

performance on different activities of a trainer. As the data revealed, 82 

(41 %), 52(26%) and 44(22%) of the trainees replied medium, high and 

very high respectively for trainers ability of training by relating theory 

and practice. Similarly, t rainers' knowledge of the subject they are 

training was rated very high by 68(34%), medium by 57(28.5%) and high 

by 53(26.5%) of the trainees. Majority 68(34%), 59(29.5%) and 50(25%) of 

the trainees d isclosed that their trainers cover the course content 

according to course outline. Regarding trainers experience in training, 

most of the trainees 72(36%) said medium while a considerable number 

59(29.5%) indicated high and 42(21%) said very high. 

On the same Table, trainers ability to use available institutional 

materials appropriately was reported by 71(35 .5%), 53 (26.5%) and 

39(19.5%) of the trainee respondents as medium, high and very high 

respectively. Regarding trainers interest in training 61 (30.5%) and 

50(25%) of the trainees responded as high and very high. 

In the seventh, eight and ninth item of Table 3.8, trainees were requested 

about trainers interest in helping trainees out of training time, evaluating 

trainees' academic performance continuously and ability of providing 

guidance and counseling service. Accordingly, 66(33%) and 48(24%) of 

73 



them replied that trainers interest in helping trainees for academic 

success out of training time is low and very low. In relation to trainers 

evaluation 60(30%) said medium and 55(27.5%) responded low. further, 

53(26.5) and 48(24%) trainees declared that assistance of trainers on 

guidance and counseling service as medium and low. This implies that 

trainers in both institutions do not get adequate assistance from trainees 

and their works are not evaluated regularly. Besides, since there is no 

vocational counselor in their institution, one can deduce that trainees 

are not getting vocational counseling service from trainers. 

Altogether, from the data provided by the study groups, one can 

understand that trainers in both institutions have the ability in training 

by relating theory and practice. Furthermore, as trainee respondents 

point out, trainers know the subject they train and are able to cover the 

content of the course they train. However, based on the above data, 

trainers are not helping trainees out of training time. Likewise, they did 

not conduct continuous assessment and did not provide adequate 

guidance and counseling service. Therefore, it is possible to deduce that 

trainees in both institutions had difficulty in enhancing their academic 

performance. 

Table 39 Trainers' Performance Related Factors . 
Respondents 

No Items Trainers Principals 
No % No % 

1 Do most trainers in your 

institution qualified? 

yes 1 25 

No 3 75 

Total 4 loe 
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Respondents 
No Items Trainers Princ~als 

No % No % 

2 Trainers interest in training is 

High 13 32.5 3 75 

Moderate IS 47.5 

Low ~ 20.1 1 25 

Total 4~ 10~ 4 100 

3 Training experience of most 

trainers before they joined 

TVET institutions is: 3 7.5 2 5C 

High 22 55.C 2 5C 

Moderate 15 37.5 

Low 

Total 40 100 4 100 

4 Do trainers render tutorial 

classes? 

a. yes 14 35 1 25 

b. No 26 65 3 75 

Total 40 100 4 100 

5 . Do trainers evaluate trainees' 

activities continuously? 

a. yes 14 35 .0 1 25 

b.No 26 65.0 3 75 

Total 40 100 4 100 

The trainer is the first from the staff members who is very close to the 

trainees . Moreover, he / she is close enough to know who should be 

seeking help or consultation of any sort from his day to day contact with 

his trainees. Regarding competence of trainers, UNESCO (1997: 12) 

suggested that the training personnel within technical vocational 

institutes need to be well qualified in both their area of specialty and 
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pedagogical skills, and had sufficient and relevant world of work 

experience. 

In Table 3.9, Principals and trainers were asked different questions to 

check whether or not the data from trainees is reliable. As the table 

demonstrates, great majority 3(75%) of the principals confirmed that 

trainers in their institute are not qualified. In item 2, 19(47.5%) and 

13(32.5%) of the trainers have pointed out that their interest in training 

is moderate and high respectively while 3(75%) of the principals 

responded trainers 'interest in training is high. This shows that though 

trainers are not qualified in the field they are training, they have interest 

to train in TVET institutions. Trainees also asserted that their trainers' 

interest in training is high. 

Regarding training experience of most trainers before they joined TVET 

institutions, 22(55%) of the trainers and 2(50%) of principals responded 

moderate. But, some 3(7.5%) of the trainers and half (50 %) of the 

principals responded that trainers training experience is high. As 

observed in the institutions most trainers were teachers in different high 

schools and junior high schools before they joined the training 

institutions. Moreover, they were teaching unrelated subjects to their 

qualification. Hence, it is possible to conclude that recent trainers have 

no adequate training experience before they began training in both TVET 

institutions understudy. 

The fourth item in Table 3.9 raises question on tutorial classes. As the 

data 26(65%) of trainers themselves and 3(75%) of principals disclosed 

that trainers are not rendering tutorial classes to support the training 

programme. Form this one can infer that the training process is not 

going smooth as it was expected to be. According to principals, this was 

due to lack of classrooms, workshop, etc. for training. 
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In the last item of the same Table, respondents were requested whether 

trainers evaluate trainees' activities continuously or not. As can be seen 

from the table 21(52.5%) and 19(47.5%) of the trainers replied 'No' and 

'Yes' respectively while all (100%) of the principals replied "yes". This 

implies that trainees' activities were not continuously evaluated by their 

trainers and principals follow up for the smooth implementation of the 

training process is low. Therefore, unless and otherwise trainers evaluate 

their trainees performance regularly it is hardly possible to enhance 

trainees' academic achievement. 

Table 3.10- Relevance and flexibility of Curriculum 

Respondents 

Trainees Trainers Principals 

No Items No % No % No % 

1 To what extent is the 

TVET 

Curriculum flexible to 

accommodate the interest 

of trainees? 

a Highly flexible 59 29.5 3 7.5 - -

b Moderately flexible 128 64.0 25 62.5 4 100 

c Not flexible at all 13 6.5 12 30.0 - -

Total 200 100 40 100 4 100 

2 To what extent is the 

TVET curriculum relevant 

to the local community? 

a. Highly relevant 56 28.0 6 15 - -

b. Moderately relevant 105 52.5 32 80 4 100 

c. Not at all relevant 39 19.5 2 5 - -
Total 200 100 40 100 4 100 
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To make TVET accessible to all social groups and to all age group it 

must be delivered in a flexible manner (UNESCO, 1999: 65). Hence, 

the TVET system is expected to be dynamic, relevant and adaptable 

to the changing labor market. To be responsive to the needs of the 

different segments of the labor market and the societies under 

which it operates, the TVET programme should be more flexible 

and provide relevant training. Based on this idea, table 3.10 is 

devoted to curriculum related factors. In the first item, majority 128(64%) 

of the trainees, 25(62.5%) of the trainers and all (100%) of the principals 

disclosed that the existing TVET curriculum is moderately flexible to 

accommodate trainees' interest. A few 59 (29.5%) of trainees and 3(7.5%) 

of the trainers confirmed that the TVET curriculum is highly flexible 

while 13(6.5%) of trainees and 12(30%) of trainers said not flexible at all. 

In relation to curriculum relevance, 105(52.5%) of the trainees, 32(80%) 

of the trainers and 4(100%) of the principals responded that the TVET 

curriculum is moderately relevant to the local community. This implies 

that the existing curriculum is not highly relevant to the grassroots level. 

Table 3.11 Apprenticeship Training Programme Related 

Respondents 
N Trainees Trainers 
0 Items No % No % 
1 Do you participate in the apprenticeship-

training programme? 
a. Participated 103 51.5 - -
b. Not participated 97 48.5 - -

Total 200 100 - -
2 Does your institution assign supervisor for 

the training programme? 
a. Participated 32 31.1 15 37.5 
b. Not Participated 71 68.9 25 62.5 

Total 103 100 40 100 
3 The attention given by government offices 

was 
a. High - - -
b. Moderate 87 84.5 24 6C 
c. Low 16 15.5 16 4C 

Total 103 100 40 100 
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Respondents 
N Trainees Trainers 
0 Items No % No % 

4 Private organizations attention to the 
apprenticeship training program was 
a. High - - 3 7.5 
b. Moderate 80 77.7 17 42.5 
c. Low 23 22.3 20 50.0 

Total 103 100 40 100 
5 The availability of qualified supervisors to 

assist trainees during the apprenticeship 
training in offices was: 
a. High - - - -
b. Moderate 73 70.9 9 22.5 
c. Low 30 21.1 31 77.5 

Total 103 100 40 100 
6 The availability of experienced supervisors 

in offices for the training was: 
a. Adequate 14 13.6 9 22.5 
b. Moderately adequate 69 67.0 31 77.5 
c. Not adequate 20 19.4 - -

Total 103 100 40 100 
7 The availability of qualified supervisors in the 

apprenticeship training private organizations 
was: 
a. Adequate 8 7.8 10 25.0 
b . Moderate ad~uate 60 58.2 30 75.0 
c. Not adequate 35 34.0 - -

Total 103 100 40 100 
8 Experienced supervisors in apprenticeship 

training organizations were: 
a . Adequate - - 10 .25 
b . Moderately adequate 84 81.6 - -
c. Not adequate 19 18.4 30 75 

Total 103 100 40 100 
9 The availability of machines etc. in the 

apprenticeship training office was 

a . Adequate - - - -
b. Moderately adequate 90 87.4 24 60 
c. Not adequate 13 12.6 16 40 

Total 103 100 40 100 
10 The availability of machines etc. in the 

apprenticeship training private organizations 
was 
a. Adequate - - - -
b. Moderately adequate 60 58.3 20 50.0 
c. Not adequate 43 41.7 20 50.0 

Total 103 100 40 100 
11 The raw materials in the apprenticeship 

training private organizations were 
a. Adequate - - - -
b. Moderately adequate 83 80.0 25 37.5 
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Respondents 
N Trainees Trainers 
0 Items No 0/0 No % 

c. Not adequa te 20 18.4 15 62.5 
Total 103 100 40 100 

12 The raw materials in the apprenticeship 
training offices were 
a . Adequate - - - -
b . Moderately adequate 69 67 15 37.5 
c. Not adequate 34 33 25 62.5 

Total 103 100 40 100 
13 The apprenticeship training programme in 

each field of training was 
a. Highly effective 10 9 .7 5 12.5 
b. Moderately effective 67 65 .0 18 45.0 
c. Not effective 26 25.3 17 42.5 

Total 103 100 40 100 

In item 13 of Table 3.11 trainees were requested whether they have 

participate in the apprenticeship training programme or not. As the 

data, 103 (51.5%) of them have participated and 97 (48.5%) didn't. This 

reveals that majority of trainees were training in 10 + 2 level. Trainees 

who have participated in the apprenticeship training programme and 

trainers where asked various questions. Accordingly, 71(68.9%) of the 

trainees and 25(62.5%) of the trainers said that their institution didn't 

assign supervisor for the program. As item 3 and 4 disclosed majority 

87(84.5%) of the trainees and 24(60%) of the trainers replied moderate 

and 16(15.5%) of the trainees and 16(40%) of the trainers said low. 

Regarding private organizations' attention to the training, most 

80(77.7%) of the trainees and 17(42.5%) of the trainers replied moderate 

while 23(22.3%) of the trainees and 20(50%) of the trainers responded 

low. Concerning availability of qualified supervisors in government 

offices 73(70.9%) trainees and 9(22.5%) trainers said moderate whereas 

30(21.1 %) trainees and 31 (77.5%) trainers said that the availability of 

experienced supervisors was moderately adequate. Item 7 of the above 

table shows that the availability of qualified supervisors in the 

apprenticeship training private organizations was fairly adequate. 

Furthermore, as items 8, 9 and 10 shows, availability of experienced 
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supervisors In private organizations, the availability of machines in 

government offices and private organizations, was moderately adequate 

for the training. Similarly, it was respond that the raw materials in the 

apprenticeship training government offices and private organizations 

were also moderately adequate. Regarding the effectiveness of the 

apprenticeship training programme respondents indicate that majority 

67(65%) of trainees, 18(45%) of trainers and 2(50%) of principals said the 

apprenticeship training programme in each field of study was moderately 

effective. The rest 26(25.3%) of the trainees, 17(42.5%) of the trainers 

and 1 (25%) of principals stated that the apprenticeship training 

program was not effective while some 10(9.7%) of the trainees, 5(12.5%) 

of the trainers and 1 (25%) of principals agreed that the apprenticeship 

training programme was highly effective. 

Table 3.12 Budget for Running the Training Programme 

Respondents 
No Items Trainees Trainers Principals 

No % No % No % 

1 The annual budget allocated 
for the training purpose was: 
a. Sufficient - - 2 5.0 1 25 
b. Moderately sufficient - - 12 30.0 3 75 
c. Not sufficient - - 7 17.5 - -
d. I don't know - - 19 47.5 - -

Total - - 40 100 4 100 
2 Do your institutions collect 

money from trainees? 
a. Yes 200 100 40 100 4 100 
b.No - - - - - -

Total 200 100 40 100 4 100 
3 Do your institution pay tuition 

fee for trainees? 
a. Yes 140 75.0 30 75 2 50 
b.No 60 25.0 10 25 2 50 

Total 40 100 40 100 4 100 

It is true that runnmg technical-vocational education and training 

program is more expensive than academic education. In item 1 of the 

above table, the trainers and principals were questioned to answer 

whether they had sufficient budget or not to run the training program. 
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In connection with this, 3(75%) of the principals reported that the budget 

allocated to their institution was moderately sufficient. Only 1 (25%) of 

the principals reported that the institution received sufficient budget for 

the training. This shows that institutes have shortage of training budget. 

Obviously this affects the smooth implementation of the training 

programme because institutions may not be able to provide adequate 

and necessary training facilities for each department or field of study. 

Trainers were also asked about budget allocation to their respective 

TVET institutions. As can be noted from the table, 19(47.5%) of them 

replied that they don't know the budget allocated to their institute while 

12(30%) said that the budget was moderately sufficient. The rest 

7(17.5%) confirmed that the budget allocated was not sufficient and 

sufficient whereas 2(5%) said. From this it could be possible to 

understand that most trainers did not know budget allocated to their 

TVET and/ or their area of training. Since trainers do not know their 

institutes budget in general and their field of study in particular they 

may not be able to plan their training programme. 

On the same Table, trainees, trainers and principals were asked whether 

their TVET institution collect money from trainees or not. All 

respondents, 200( 100%) of the trainees, 40( 1 00%) of the trainers and 

4( 1 00%) of the principals contended that their institution collect money 

from trainees. On the other hand the same respondents were asked 

whether their TVET institution pay packet money for trainees or not. As 

the data in item 2 of table 13, 140(75%) of the trainees, 30(75%) of the 

trainers and 2(50%) of the principals indicated that their institute pay 

tuition fee for trainees. In the same item 60(25%) of the trainees, 

10(25%) of the trainers and 2(50%) of the principals indicated that there 

is no payment to trainees in their institute. From this data, it is apparent 

to conclude that some trainees were paid packet money while others 

didn't. Therefore, it is possible to say that paying packet money for some 
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trainees while training in the same institute could lead to dropping of 

trainees' academic performances. 

T bI 3 13 M a e . - anae:emen lClenc"'y t Effi . 
Respondent 

Trainers Princ~als 
No Items No % No % 

1 Do principals of your 
institution qualified in 
educational planning & 
management 

a. Qualified 3 7.5 - -
b. Not qualified 37 92.5 - -
Total 40 100 

2 The experience of 
principals in managing 
TVET institution is: 
a. Adequate - - - -
b. Moderately adequate 12 30.0 - -
c. Not ad~uate 28 70.0 - -

Total 40 100 - -
3. Do principals/ vice 

principals evaluate the 
training process in 
training classes, 
workshops etc. regularly? 

a. Evaluate 18 45 2 50 
b. Did not evaluate 22 55 2 50 

Total 40 100 4 100 

4 Do principals monitor the 
performance of the 
institution out of class 
activities regularly 

a. Monitor 9 22.5 4 100 
b. Did not monitor 31 77.5 - -

Total 40 100 4 100 

5 Principals support to the 
training program is: 

a. High 3 7.5 4 100 
b. Moderate 26 65.0 - -
c. Low 11 27.5 - -

Total 40 100 4 100 
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In Table 3.13, Management efficiency questions were raised to trainers 

and principals. To this effect, in item 1 of the table qualification of 

principals in educational planning and management was assessed. As 

most 37(92.5) trainers indicated principals have no skill in educational 

management. Therefore, as the data revealed, it is possible to conclude 

that most of the principals in both TVET institutions had no background 

on managerial training and/ or technical-vocational education. (On top of 

this,) Most 28(70%) of the trainers agreed that the experience of 

principals in managing TVET institution is not adequate. Even some 

12(30%) of the trainers disclosed that principals experience is moderate 

to manage TVET institutions. From this one can understand that both 

institutions understudy are managed by individuals who have no 

managerial expertise and adequate experience. 

The following responses were given by principals and trainers on Issues 

related to evaluation and monitoring. The majority 22(55%) of the 

trainers and 2(50%) of the principals responded that principals/vice 

principals did not evaluate the training process in training classes, 

workshops etc, regularly. Conversely, 2(50%) of the principals and 

18(45%) of the trainers indicated that principals were evaluating the 

training programme regularly. Based on this data, it could be evident to 

conclude that principals were not evaluating their institutions activities 

as they were expected to do. Hence, the training process in both 

institutions is not going smooth which in tUrn could affect the academic 

achievement of trainees. Likewise, respondents were requested whether 

principals monitor their institutions activity regularly or not in item 4 of 

the same table. Accordingly, vast majority 31(77.5%) of the trainers said 

'No' and some 9(22.5%) of them responded 'yes'. However, all (100%) of 

the principals confirmed that they monitor the performance of their 

institution regularly. 
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The last item of Table 3.13 shows the extent of principal's support to the 

training programme. As can be seen from the table, 26(65%), 11(27.5%) 

and 3(7.5%) of the trainers claimed moderate, low and high respectively 

while all (100%) of the principals asserted that their support to the 

training programme is high 

T bl 3 14 T . a e . - ralnees R t· a In2: 0 rlnClpa s fP . I 
Respondents 

High Medium Low 
No Items No % No % No % 
1 Promote quality training 100 50.0 71 35.5 29 14.5 

2 Provide strong leadership for the 77 38.5 91 45.5 32 16.0 

institution 

3 Efficiently utilize institution 74 37.0 95 47.5 31 15.5 

resources 

4 Conducting monitoring in 33 16.5 84 42.0 83 41.5 

training classes, workshops, etc .. 

5 Evaluating out of class activities 40 20.0 85 42.5 75 37.5 

regularly 

6 Supporting trainers' effort in 47 23.5 87 43.5 66 33.0 

their training 

7 Supporting trainees' effort in 55 27.5 87 43.5 66 33.0 

their training 

8 Relationship with parents 28 14.0 61 30.5 111 55.5 

9 Relationship with local 24 12.0 59 29.5 117 58.5 

community 

10 Usage of TVET resources 61 30.5 65 32.5 74 37.0 

effectively 

Table 3.14, includes principals different performance as judged by 

trainees. As the table forwarded, great number 100(50%) and 71(35.5%) 
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of trainees confirmed that principals ability to promote quality training is 

high and medium respectively. In relation to providing strong leadership 

for the institution 91(45.5%) said medium and 77(38.5%) indicated that 

principals' performance is high. Regarding monitoring, 84(42%) of the 

trainees claimed medium and 83(41.5%) asserted low. On the other 

hand, 85(42.5%) and 75(37.5%) of the trainees disclosed that principals 

evaluation out of class activities as medium and low. 

On item 6 of the same Table, as 87(43.5) and 66(33%) of the trainees 

reported principals support to trainers is rated as medium and low. 

Similarly, 87(43.5%) of the trainees reported that principals support to 

trainees' effort is medium. As item 8 of the table shows majority 

111(55.5%) of the trainees said that principals relationship with parents 

is low. Principals' relationship with local community is also rated low by 

117(58.5%). The majority of the respondents 74(37%) say that their 

usage of TVET resources effectively was low. 

Generally, almost all activities of the principals were rated as medium 

and low. Form this it is possible to generalize that principals' attention to 

the training process was medium. Moreover, they are not able to evaluate 

and monitor the training process regularly. 
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CHAPTER FOUR 

Summary, Conclusion and Recommendations 

The final part of this thesis deals with summary of the major findings, 

conclusion reached at, and the recommendations forwarded on the basis 

of the findings. 

4.1 Summary of the Major Findings 

The major purpose of this study was to investigate institutional factors 

affecting trainees' academic achievement in two zones of Oromia Regional 

state. To this end basic questions addressing institutional factors 

affecting trainees' academic achievement such as workshop facilities, 

curriculum, and trainers' qualification, etc were raised. 

The study employed descriptive survey method. The student researcher 

reviewed relevant literature and prepared three sets of questionnaires to 

collect data from the subjects at sampled institutes trainees, trainers and 

principals, were pilot tested. To increase the validity of the 

questionnaires and to avoid irrelevant and ambiguous pilot test was 

made. After collecting responses from respondents, necessary corrections 

and modifications were made before distribution. Altogether 244 

respondents participated in the study of which 200 were trainees, 40 

trainers and 4 principals. In addition to these subjects 2 zonal TVET 

department heads and 1 expert from Oromia Education Bureau TVET 

department were involved in the study. 

Questionnaires, interviews, observation of actual setting and document 

analysis were used to gather information from the sampled respondents. 

The questionnaires include close and open-ended question items. Finally, 

by using statistical tools such as percentage and frequency count the 

data obtained were analyzed. From the data analysis, the major findings 

obtained listed had been here under. 
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1. The finding revealed that the participation of female trainers in TVET 

institutes was found to be "low". The involvement of female trainees in 

the selected sample TVET institutions was exceeding the number of 

male trainees. 

2. The finding of the study pointed out that qualification of trainers was 

below the standard set by Ministry of Education. Though MoE's 

minimum standard qualification is first-degree holder, the majority of 

the trainers in the institutions under study were college diploma 

holders. 

3. It was found that one of the institutions had evaluated trainees' 

academic achievement and their achievement was found it to be 

moderate. 

4. The study disclosed that the training emphasizes more practical. 

5. It was evidenced that most of the trainees are willing to do their 

assignments, project works, group works etc. 

6. Regarding prior high school academic achievement on the part of 

trainees, it was found to have no relevance to their recent training. 

7. The majority of the respondents reported that the machines, workshop 

and raw materials available in the training institution were fairly 

adequate for the smooth implementation of the training process. 

Conversely, it was found that textbooks in the institutions were not 

adequate. Similarly, it was respondedfuat raw materials provided for 

practical training did not arrive on time to each field of study in the 

insti tu tions . 

8. The information obtained from the respondents indicates that there 

was no vocational counseling service in both TVET institutions under 

study. 
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9. As the finding of the study pointed out, most trainers were not 

qualified to train in TVET institutes. However, as the majority of the 

trainee respondents reported, there trainers were able to relate theory 

and practice, know the subject, try to cover the course they offer, and 

had interest in training in general. On the other hand, it was 

evidenced that trainers effort to use appropriate instructional 

materials, helping trainees for academic successes out of training 

time such as tutorial, evaluating trainees' activities and in assisting 

as guidance/vocational counselor, trainers were rated "low." 

Furthermore, the study disclosed that training experience of most 

trainers before they joined the institutions understudy was found to 

be fairly moderate. 

10. The study also showed that the TVET curriculum was fairly relevant 

to the local community and to some extent flexible to accommodate 

the interest of trainees. 

11. According to the responses of trainers and principals, most of the 

principals were not qualified In educational planning and 

management, had no adequate experience in managing TVET 

institute, and did not evaluate and monitor the training process in 

their respective institutions regularly. Nevertheless, principal 

support to the training program was found fairly moderate. 

Moreover, as to the trainee respondents, principals' relationship 

with trainees' parents, local community and usage of TVET 

resources effectively was considered low. 

12. As the study indicated most trainees had no information about their 

field of study before they joined their training institution and chose 

to pursue their education in TVET institutions mainly because of 

lack of other alternatives, its access to further education and its 

opportunity to employment. 
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13. As the study disclosed, streaming to various fields of study was not 

conducted on the interest of trainees. 

14. As some trainers and most principal respondents said, the annual 

budget allocated for the TVET institutions understudy was 

moderately sufficient. It was also seen that most trainers did not 

know the amount of money allocated to their institution in general 

and their field of training in particular. 

15. From the finding it was observed that the services such as library 

service, health service in the TVET institutions understudy were 

found inadequate. Moreover, it was evidenced that there was severe 

shortage of reference books in the libraries, and the librarians in 

both institutions were under qualified to assist customers of the 

library. 

16. The compounds of TVET institutions were not conducive to 
smoothly run the training programme 

17. With regard to apprenticeship training programme, the study 

disclosed that it was fairly effective in each field of training in both 

institutions. The finding also revealed that the training 

programme was not found to be effective by a considerable 

number of trainees and trainers. The reasons, as forwarded by the 

majority of the respondents include little attention glven by 

apprenticeship training organizations and offices, lack of 

availability of machines and raw materials, lack of qualified and 

experienced supervisors were seen as the major ones. 

18. The study disclosed that both TVET institutions lack tool-men and 

technicians who can provide maintenance service. 

19. Finally, the majority of the respondents in the study indicated that 

their institutions collect money from trainees. In addition to this, 
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all respondents from Batu Terara TVET confirmed that their 

institution pays pocket money for some selected training fields . 

The amount of money paid to trainees was birr 135 (one hundred 

and thirty five birr) and that the privileged for getting this fee are 

health extension department trainees. 

4.2 Conclusion 

The training of middle-level technicians in TVET institutions is one 

of the most useful factors for the economic development of any 

country. The central concern of any training is the human 

individual and thus, it is a planned activity. It is provided by and for 

en and women so that they may acquire new skills and/ or 

knowledge together with necessary attitude that can be applied to 

their life conditions. In fact, to produce such required manpower 

through the training process with the necessary knowledge and 

skills, the availability of qualified and experienced trainers, 

adequate places to train the apprenticeship training programme, 

services such as vocational guidance, library and health and 

management efficiency can be of paramount importance. 

In light of the major findings that the study indicated In the 

summary part, the following conclusion is drawn. 

According to MOE, TVET trainers should possess first degree. 

However, as the study revealed educational qualification and 

training experience of most trainers is to be below the required 

standard set by the MoE. The findings of the study however, showed 

that the machines, workshop and availability of raw materials in the 

institutions understudy were found to be fairly adequate to run the 

training programme. On the other hand, concerning service 

provision in the institutions, the findings of the study indicated that 
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the library services were insufficient besides there is no health 

service in both institutions. It was also pointed out that there were 

no qualified vocational counselors and the service is not provided to 

trainees. Further, this shows that trainees were not able to get 

guidance and counseling service that can help them in choosing 

fields of study, the methods of enhancing their academic 

achievement. This. In turn, can have a negative bearing on their 

training successfully. Therefore, it could be possible to conclude 

that the TVETs understudy was conducting the training below the 

required standard set by MoE. The standard set indicates that TVET 

institutions should have professional vocational counselor and 

equipped library. The findings of the study disclosed that lack of 

separate compound, improper organization of fields of study, lack of 

basic learning materials such as textbooks, up-to date and relevant 

reference books, insufficient budget and management efficiency as 

being among the other major institutional factors which impede the 

smooth implementation of the training process in Batu Terara and 

Assassa TVET institutions. From this it is possible to conclude that 

the TVET institutions were training without adequate textbooks, 

reference books and insufficient budget that in turn could hamper 

the smooth implementation of the training process and trainees' 

academic achievement. Thus, immediate solutions would require by 

OEB and the institutions for the successful operation of the training 

programme. 

4.3 Recommendations 

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

has brought out the following feasible recommendations to improve the 

training programme in TVET institutions of Oromia Regional state. 
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1. In any successful training programmes staff members are committed 

to programme success and hold high expectations for trainees' academic 

achievement. As MoE, indicated (2005: 19) quality training is an issue 

that needs to be maintained through the provision of training by well

qualified trainers and monitoring and evaluation of training programmes. 

This reveals that the quality and relevance of TVET programmes are 

related to the skills of trainers who delivered the programme. However, it 

was pointed out that trainers in both institutions were under qualified. 

Moreover, trainers were not able to conduct tutorial classes, render 

guidance and counseling servIce, evaluate traine~' activities 

continuously. This could be due to lack of knowledge in pedagogical 

training and to some extent lack of experience in training. Thus, it is 

advisable for the management of the institutes to conduct staff 

development programmes in which trainers can learn from each other. It 

also should report its performance to OEB quarterly and yearly. On top 

of this, the management should use the training committee of the 

institutions effectively and efficiently for it can monitor and evaluate the 

training process in the course of a scheduled period of time. Regarding 

qualification of trainers, OEB should give due attention and make 

considerable effort to train them through in-service programme. 

Likewise, OEB should supervise and evaluate each TVET continuously 

and at the point of supervision and evaluation it is advisable to 

supervisor if they met principals, trainers and trainees separately and 

make joint discussion to ameliorate these problems. 

2. TVET principals should possess first degree (MOE, 2003:51) Principals 

influence student learning by ensuring that resource and processes are 

in place to enable trainers to train well;Furthermore, timely and efficient 

utilization of resource for a better performance calls the existence of 

flexible and appropriate organizational management and excusion of 
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human power. In addition to this, effective monitoring and evaluation of 

activities in operations ensure that works are executed properly based on 

time frame set for the plan over each training year/day which in turn 

ensures accountability of actors and thereby maintain the quality of 

training programme in each field of study in the institutions. Therefore, 

effective principals are expected to support the performance of all key 

workers, including trainers and trainees because they are being held 

accountable for how well trainers train and how much trainees learn. 

As this study revealed, the qualification of most principals was below the 

standard of MOE. It was also pointed out that principals were not 

qualified with educational planning and management. Moreover, they 

were claimed for that they are unable to monitor and evaluate their 

institutions performance regularly. Thus, OEB in collaboration with MOE 

should exert their potential to assign qualified principals to the TVET 

institutions. It is advisable to these authorities to conduct in-service 

training for those principals who lack managerial knowledge and skill. 

rVThe management of both institutions also has to plan for scheduled 

discussion with trainees, trainers and parents to understand the 

problem in their respective institutions. Further, by using their 

institution's training committee, they should monitor and evaluate their 

institution's performance in classes, workshops, etc and out of class 

activities regularly. 

3. A very important task that each educational institution has to do is 

coordinating interrelated aspects of decision making and balancing all 

material and human inputs, departments and functions so that the 

institution can meet its objectives. To this end, financial budget is of 

paramount important. Nevertheless, the vast majority of the respondents 

indicated that there was severe financial problem in both TVET 

institutions to undertake the training process smoothly. Hence, the OEB 
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has to pay much attention to the shortage of budget in the training 

institutions. On the other hand, the institutions had to increase their 

income generating by production of saleable outputs of each field of 

study, which trainees prepare while training. Likewise, management of 

the institutions had to be transparent for each department and others 

concerning the allocated budget. It should also distribute the budget 

fairly and announce to each field of training prior to the time of 

commencement of the training annual calendar. Similarly, trainers 

should prepare their action plan and request for the purchase of raw 

materials they need for the training in their field of study. Regarding, 

untimely budget release the institutions should conduct thorough 

discussion to convince budget releasing office such as Woreda economic 

and finance office to get priority for their institution's training. They 

should also be advised and supervised to use the existing budget 

effectively and efficiently in their institutions. 

4. The libraries in both institutions were not providing adequate service. 

Moreover, as the study revealed, they were not managed by qualified 

librarians and there was sever shortage of reference books for each field 

of study. The study also asserted that there was no health service in both 

institutions. Thus, the OEB have to give due attention to ameliorate 

these problems. To equip the libraries, the Bureau should allocate 

budget and purchase books or it should look for donors. Furthermore, 

OEB should hire qualified librarians who can render professional service 

to the users. The institutions, by using their internal revenue can curtail 

this problem by purchasing some reference books for each field of study 

yearly. It is also quite advisable to the institutes to seek for donors and 

conduct continuous monitoring and evaluation system to improve the 

performance of the existing library and librarian. 
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• Regarding health service, it was observed that budget was allocated for 

purchase of medicine, however, without professional health assistant 

this cannot solve the problem thus, OEB should facilitate the means that 

at least two TVET institutes which are close to each other have one 

equipped clinic. OEB can formulate or draw guideline for which health 

extension trainers can provide the service. In the same manner, Batu 

Terara TVET can use its health extension trainers (since they are nurses) 

by discussing the issue with the nearby health authority. 

5. As MOE (2005:21), counseling and guidance are essential to help 

individuals select education and training appropriate to their job. In a 

similar way, UNESCO and ILO (2002:35) indicated that vocational 

guidance should be accompanied by information that gives trainees a 

realistic view of opportunities available including trends in the labor 

market and employment opportunities. But as the study disclosed that 

there were no vocational counselor in both TVET institutes understudy. 

As a result, most trainees joined their respective institute without 

adequate information about TVET and each field they are training now. 

Vocational counselors can support individual at any age, at any point, 

with decision making in connection to education, training, further 

training and employment. Furthermore, they can provide continuous 

assistance to trainees concerning problems related to academic 

achievement. Thus, availability of guidance and counseling servIce IS 

indispensable. 

Each trainee should be gIven the right of vocational choice before 

streaming takes place and vocational information should be rendered in 

each TVET institute so that they acquaint themselves with the 

occupational fields offered. Therefore, OEB is highly advised to assign 

vocational counselor for each TVET and in connection with MOE, it has 

to train a vocational counselor from the training staff of the institutions 
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by preparing workshops, seminars etc. The institution, however, should 

assign interested trainer at least to overcome the existing problem. 

6. The TVET curriculum designed by MOE assigned.70% practical 30% 

theoretical training. To make this effective, institutions workshops have 

to be equipped with adequate and necessary machines, and the like. 

Since more time is devoted to practical training, the availability of 

machines is unquestionable. By the same token however, the machines 

and equipments for the training were not seen adequate in both 

institutions it was also observed that some training fields use one class 

as both training workshop and store. In addition, as the study disclosed, 

raw materials were not adequate and purchasing of them was not done 

in time. Thus, the OEB should equip workshops, adequately with the 

necessary machine, equipment either by domestic budget or through 

funding. Moreover, management of the TVET institute should make sure 

that workshop and store are separated. 

7. It is clear that a curriculum designed through participatory approach 

can be relatively relevant to the local community and flexible to the needs 

of the trainees. The TVET curriculum, as it has been found in the study, 

is fairly relevant and flexible. To make it more relevant and flexible, MOE 

should evaluate and revise the existing TVET curriculum by involving 

stakeholders such as trainers, trainees, employers, principals, etc. So 

that it achieves its goals which in turn can enhance trainees' academic 

achievemen t. 

8. In training centers/ institutions where there were shortages of trainers 

and high number of under qualified trainers the functions of textbooks in 

training process becomes quit essential. If institutions cannot operate 
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effectively without reading materials, the provision of textbooks becomes 

crucial. Moreover, most educators believe that textbooks have direct 

bearing on the quality of education. Conversely, shortage of textbooks 

was one of the major problems in the training institutions. Hence, MOE 

should pay much attention to this problem. OEB and the TVET 

institution should cooperate and exert their power to reduce this problem 

by looking for donors. The institutions should be advised to use their 

photocopy machines to minimize the existing problem as the first stride. 

9 . Apprenticeship training program should be planned and managed 

jointly with the employer. By doing so, both the training institutions and 

enterprises would benefit from its appropriate implementation. As a 

result, the TVET institute will get feedback about how to adopt the 

training programme to the requirements of the world of work. Beyond 

that, the TVET institute and the enterprise could specify how to support 

and supplement each other to achieve the objective of the training (MoE, 

2002:2). In addition to this, the curriculum developed by MOE allocates 

312 hours for out of institution apprenticeship training and about 500 

hours for the main courses. Hence, it is clear that a well- planned and 

organized apprenticeship training could assist trainees to develop their 

skills, knowledge and work attitudes in line with the world of work. 

In this study, however, the experience is contrary to the attention given 

for this programme. According to the data obtained, though private 

organizations and government office were willing to conduct 

apprenticeship training programme with less attention, they were 

claimed for lack of qualified and experienced supervision, and in 

adequate raw materials, machines and the like. Moreover, the TVET 

institutions included in this study did not assign supervisors who can 

evaluate the programme and could give feed back. Therefore, it is highly 

recommended that both institutions should give due attention for this 
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training by considering the amount of hours assigned for the programme. 

Specifically, by conducting scheduled continuous discussion with the 

available and willing private organizations and government offices which 

implement this training to raise their awareness. Furthermore, the 

institution's management should make the necessary effort for the 

smooth implementation of the apprenticeship-training programme. In 

addition to this, they should assign committed, qualified and experienced 

supervisor from their staff and allocate budget for this training from their 

internal revenue. Oromia Education Bureau and zone TVET departments 

should allocate budget for this training and conduct supervision for the 

apprenticeship training programme. 

10. It was pointed out that one of the TVETs understudy had tried to 

evaluate trainees' academic achievement. Therefore, by using the 

existing institutional training committee, Assassa TVET should evaluate 

its trainees' academic achievement regularly. Furthermore, both 

institutions should set standard for their trainees and evaluate trainees' 

academic achievement continuously and systematically. OEB should be 

advised to formulate guideline for evaluating trainees' academic 

achievement including time duration. 

11. The study and the observation manifested that the institutions 

operate or conduct the training with schools teaching academic streams. 

This could hamper the training in two ways:- the pre college 

(preparatory) students could feel privileged and discourage TVET trainees 

for they didn't succeed with the result of tenth grade national exam, the 

other reason is that TVET trainees could be discouraged because they 

are not always with neat dressing since the training is more of practical. 

Therefore, management of both the institutes should convince the 
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concerned officials such as Woreda education office, zonal education 

office, etc. to separate their TVET institution from academic schools. 

12. Since this study is the first of its kind on TVET trainees' academic 

achievement in Oromia Regional State, the writer recommends a more 

detail and comprehensive investigation in the same area so as to further 

strength the findings of this study. 
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• 
Appendix 1 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

FACULTY OF EDUCATION 

Form 01 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Questionnaire to be illled in by the trainees of technical vocational 

education and Training institutions 

Purpose: The purpose of this questionnaire is to collect the basic data 

for the study on "Institutional Factors Affecting Trainees 

Academic achievement in TVET Institutions of Oromia 

Regional state". Your cooperation in providing relevant and 

candid information is highly important for the success of the 

study. Please be frank and respond to each item as 

accurately as possible. 

Instruction: • 

• 

• 

No need of writing your name 

Where alternative answers are given put "-V" mark in 

the box to indicate your answer. 

For the open -ended questions try to gIve precise 

answers. 

Thank you in advance for your cooperation 



.. Part one 

1. Name of the technical-vocational Institution ________ _ 

Zone __________ _ 

2. personal data 

sex a) Male 0 b) Female 0 

Age range a) 15-20 years 0 b) 21-25 years 0 

c) 26-30 years 0 d) 31years and above 0 

Your field of study / department. ___________________ _ 

The training programme you attend is 

a) 10+1 0 b) 10+2 0 c) 10+3 0 

2.5 If your answer to question 2.4 is b or c in which year are 

you now? 

a) 1st year b) 2ndyear c) 3rd year 

Part'l'wo 

Questions on Technical -vocational Training 
1. Before you join this institution have you any information about 

your study in the institution? 

a) yes 0 b) No 0 c) partially yes 0 

• 

2. Why did you choose to make your education in TVET institutions? 

Because of 

a) Family influence 0 

b) its access to further education 0 

c) its 0Pl)Ort'.lnity to employment 0 

d) better income from the field 0 

e) lack of other alternatives 0 

1) former graduate of the institution 0 

g) otherreasonsspeci~---------------------_ ___ 
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. .... 

3. How did you choose your department/field of study? 

A) own choice 0 

B) with the help of vocational counselor 0 

C) friends convinced me 0 

D) the institution forced me 0 

E) by the orientation given by the department 0 

F) ifotherspeci~ ______________________________________ ___ 

4. Are you interested in your field of study? 

A) yes 0 b) No 0 

5. If your answer to question no 4 is 'No' in which field of study were you 

interested? Please speci~ in rank order froml to 5 assuming 1 your 

1 st choice and 5 your last choice. 
1. ______________________________________ __ 

2. ______________________________________ __ 

3. ______________________________________ __ 

4. ______________________________________ ___ 

5. ______________________________________ ___ 

If 'yes' write your reasons in the space provided 
1. ______________________________________ __ 

2. ______________________________________ __ 

3. ______________________________________ __ 

6 . Is there a vocational counselor in your institution? 

a. yes 0 b. No 0 c) I don't know 0 

If you answer to question # 6 is "No", who work as a vocational 

counselor in your TVET institution? A) Trainers b) Principals/Vice 

principals c) any staff member d) parents e) No body 
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If your answer is "No body" what is its impact on your training? 

specify your reasons? 

~ ---------------------------------b) __________________________ __ 
c) ________________________________ __ 

7. If your answer to question number 6 is "yes", in which of the 

following activities did he/she assist you? ' You can choose more 

than one answer. 

a) Providing necessary information about our field of study D 

b) Providing necessary information about TVET objectives D 

c) About job opportunities after graduation D 

d) About the methods in which we enhance our academic 

achievement D 
e) He/ she doesn't give any assistance to trainees D 

8. In your field of training the availability of machines for the training 

is: 

a) Adequate D 
b) Moderately adequatCJ 

c) Not adequatCJ 

9. Trainees textbook in your field of training is 

a) Adequate D 

b) Moderately adequD 

c) Not adequatP 

10. In your training area availability of workshop is: 

a) Adequate D 

b) Moderatelyadequate D 

c) Not adequate D 
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• 11. Are there sufficient reference books in your field in the library? 

a) Yes D 

b) No D 
12. The library service in your institution is 

a) Adequate D b) Moderately adequate D 

c) Not adequate D 

If not adequate, why? Mention your reasons 
a) __________________________________________ __ 
b) ________________________________________ _ 
b) 
c) 

13. Is the library in your institution managed by qualified 

librarian? 

a) Yes D 

b) No D 
14. In your training area the raw materials provided for practical 

training are: 

15. 

16. 

17. 

a) 

b) 

c) 

time 

a) 

b) 

c) 

a) 

b) 

Adequate D 

Moderately adequate D 

Not adequate D 

Do raw materials provided for practiced training arrive on 

Yes D 
Sometimes yes D 

No D 

Are there sufficient classes in your training area? 

Yes D 
No D 
In your institution are there enough classes for information 

technology common course training? 

a) Yes 0 

b) No 0 
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18. Does your institution provide health service to trainees? 

a) Yes D 

b) No D 
19. If yes, is he/she qualified? ______ _ 

20. In your field of training, how do you evaluate most trainers on the 

basis of the activities given in the chart? Put X mark in the space 

provided. 

..r:: ;::1 No Activities 0.0 ..... 
~ 

..... 
..r:: "0 

(l) ..... 
> :r: ::;E 

a Training by relating theory and practice 
B Knowledge of the subject they are training 
C Coverage of content according to course outline 
d Experience in training 
e Appropriate use of available instructional 

materials 
F Interest in helping trainees for academic success 

ou t of training time 
G Evaluating trainees academic achievement 

continuously 
h Proving guidance and counseling service 

21. In your opinion interpersonal relationship of trainers in your 

training area is: 

a) High D 

b) Moderate D 

c) Low D 

22. In your area of training trainee- trainer relationship is: 

a) High D 

b) Moderate D 

c) Low D 
23. In your area of training trainees interpersonal relationship is: 

a) High D 

b) Moderate D 

c) Low D 

~ 
0 

~ ....... 
0 

....:l > 

6 



24. In your opinion trainees effort to do assignments, etc is: 

a) High D 

b) Moderate D 

c) Low D 

25. Do you participate in the apprenticeship training programme? 

a) Yes D 

b) No D 
If yes, does your institution assign supervisor for the programme? 

c) Yes D 

d) No D 
Ifno, why? 

a) ________________ __ 
b) _______ _ 
c) ________________ __ 

.:. The attention given by government offices to the apprenticeship 

training programme was: 

a) High 0 b) Moderate 0 c) Low 0 

.:. Organizations attention to the apprenticeship training was: 

a) High 0 b) Moderates o c) Low 0 

.:. Do offices have qualified supervisors to assist trainees during the 

apprenticeship training programme? 

a) Yes 0 b) No 0 

.:. Do offices have experienced supervisor to train trainees during the 

apprenticeship training programme? 

a) Yes o b) No 0 

.:. Do organizations have qualified supervisors who can effectively 

train during the apprenticeship training programme? 

a) Yes o b) No 0 
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.:. Do organizations have experienced supervIsors to manage the 

apprenticeship training programme? 

a) Yes 0 b) No 0 

.:. The availability of machines, etc in the apprenticeship training 

offices was: a) Adequate 0 b) Moderately adequate 0 

c)Not adequate 0 

.:. The availability of machines etc In the apprenticeship training 

organizations was: 

a) Adequate 0 b) Moderately adequate 0 

c) Not adequate 0 

.:. The raw materials in the apprenticeship training offices was: 

a) Adequate 0 b) Moderately adequate 0 c) Not adequate 0 

.:. The raw materials in the apprenticeship training organizations 

was: 

a) Adequate 0 b) Moderately adequate 0 c) Not adequate 0 

26. In your opinion the apprenticeship training programme in your area 

of training for the trainees out of institution for practical training 

was: 

a) Highly effective D 
b) Moderately effective D 
c) Not effective D 

27. To what extent is the TEVT curriculum flexible to accommodate the 

interest of trainees? 

a) Highly flexible D 

b) Moderately flexible D 

c) Not flexible at all D 
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If not flexible, why? specify your reason 
a) ____________________________ ___ 
b) _____________ _ 
c) __________________________ _ 

28. To what extent is the TVET curriculum relevant to the local 

community? 

a) Highly relevant D 

b) Moderately relevant D 

c) Not at all relevant D 

29. Does your institution has conducive training compound privately? 

a) Yes 

b) No 

D 
D 

If no, mention its impact on your academic achievement 

a) ______________________________ ___ 
b) ______________ _ 
c) ________________________ ___ 

30. Do principals/vice principals conduct discussion on problems 

related to the training with trainees? 

a) Yes D 

b) No D 

3l. Do principals/vice principals evaluate the training process in 

training classes regularly 

a) Yes D 

b) No D 

32. In your training institution implementation of annual calendar is 

a) High D 

b) Moderate D 

c) Low D 

If your answer is 'b' or 'c' why? Give your reasons. 

a) _________________________________ _ 
b) ________________ __ 

c) _________________ _ 
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If your answer is 'b' or 'c' why? Give your reasons. 

~,------------------------------------
b) ______________ _ 

c) ________________ _ 

33. Does your institution pay money for trainees? 

a) Yes D 
b) No D 

If yes mention its impact on your academic achievement 

a). ____________________________________ _ 

b) ________________ _ 

c) _____________________________ ___ 

34. Supervisors evaluate your institution's performance 

a) Regularly D 

b) Sometimes D 

c) Do not evaluate at all D 

35. In your opinion how do you evaluate your institutions 

.: principals/vice principals according to the following activities? put 

" II " mark in the space. 

Activities tHigh Medium Low 
a Promote quality training 
b Provide strong leadership for the 

institution 
c Efficiently utilize institution resources 
d Conducing monitoring in training classes 

regularly 
e Evaluating out of class activities regularly 
f Supporting trainers effort in the training 

process 
g Supporting trainees effort in the training 

process 
h Relationship with parents 
1 Relationship with local community 
j Usage of TVET resource effectively 
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Part Three 
I.Please suggest possible solutions to minimize the existing institutional 

factors affecting trainees' academic achievement. 

~---------------------------------b) ____________________________ _ 
c) ______________________________ __ 

11 



Appendix 2 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRATUATE STUDIES 

FACULTY OF EDUCATION 

Form 02 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Questionnaire to be filled in by the trainers of Technical -Vocational 

Education and Training Institutions. 

Purpose The purpose of this questionnaire is to examine "Institutional 

Factors Affecting Trainees' Academic Achievement in TVET 

Institutions of Oromia Regional State" so as to forward some 

suggestion to lmprove the prevailing problems. Your 

experience, feelings, and suggestion are worthwhile for the 

study. Please be frank and respond to each item as accurately 

as possible. 

Instruction • No need of writing your name 

• Where alternative answers are given put 1Iy"1I mark in 

the box to indicate your answer. 

• Give precise answers for the open-ended questions. 

Thank you in advance for your cooperation. 

Part One 

1. Name of your Technical Vocational Institute ________ _ 

Zone ___________ _ 

2. Personal data 

2.1 Sex a) Male 0 2. Female 0 

2.2 Martial Status a) Married 0 

C) divorced/ separated 0 

b) Single 0 

d) widowed 



, 

2.3 Age range a) 20-24 years 0 b) 25-29 years 0 

d) 35-39 years 0 c) 30-34 years 0 

e) 40 years and above 0 

2.4 Educational Qualification 

a) MA/Msc 0 b) BA/BscO c) College Diploma Q 

d) Certificate (12+111) e) other, specify _______ _ 

2.4. Area of specialization 

a) Major _________ _ 

b) Minor _________ _ 

C] Courses/Subjects you are currently 

traininbg _____________ _ 

2.5. Your work experience 

a) In the present post. _____ --'years. 

b) In other posts years. 

Part Two 

Questions on Technical_ Vocational Training 
1. Do you have training in technical/vocational area? 

a) Yes 0 b) No 0 

If yes, the training programme is/was: 

a) Pre service 0 b) In-service 0 c) Workshop 0 

2. Do you clearly know the objectives of the TVET programme? 

a) Very adequately 0 b) Adequately 0 c) Not adequately 0 

3. How would you rate your interest in training in TVET institution? 

a) Excellent 0 b) Good 0 C) Fair 0 D) Poor 0 

4. Trainee-trainer relationship in your training area 

a) Positive 0 b) Moderately positive 0 C) Poor 0 
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If poor, why? State the reasons. 

a. 

b. 

c. 

5. In your institution, streaming to various fields of study IS 

conducted 

a) on the interest of trainees 0 

b) by the institutes ad-hoc committee 0 

c) by the zonal TVET department 0 

d) by the management of the TVET institute 0 

e) partially based on the interest of trainees 0 

6. How do you rate your principal on these traits? 

Excellent 
Competence / managerial 
-efficiency 
Friendliness 
Helpfulness 
Ability to inspire 

Good Fair Poor 

7. In your opInIOn, are the majority of trainees in your department 
interested in their field of study? 

a) Yes 0 b) No 0 c) I don't know 0 

If no, why? 

8. In your experience as trainer trainees' academic achievement in your 

training area is: 

a) High 0 

If no, why? 

b) Moderate 0 c) Low 0 

3 



9. In your field of training the availability of machines for the training is 

a) Adequate 0 b) Moderately adequate 0 

c) Not adequate 0 

10. The relevance of available machines in your training area is 

a) High 0 b) Medium 0 c) Low 0 

11. The workshops in your training area are 

a) Adequate 0 b) Moderately adequate 0 

c) Not adequate 0 

12. How do you rate the relevance of available equipment in your training 

area? 

a) High 0 b) Medium 0 c) Low 0 

13. In the field you train the availability of hand tools for the training are: 

a) Sufficient 0 b) Moderately sufficient 0 c) Not sufficient 0 

14. Is the library in your institution managed by qualified librarians? 

a) Yes o b) No 0 

15. The library service in your institution is 

a) Adequate o b) Moderately adequate 0 

c) Not adequate 

If not adequate, why? Mention your reasons 

a. 
b. 
c. 

16. Are there sufficient reference books in your field in the library? 

a) Yes o b) No 0 
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17. Trainees textbook in the field you train is 

) Adequate 0 b) Moderately adequate 0 c) Not adequate 0 

18. In your training area the raw materials provided for practical training 
are: 

a) Adequate 0 b) Moderately adequate 0 

c) Not adequate 0 

19. Do raw materials provided for practical training in your training area 

arrive on time? 

a) Yes 0 b) Sometimes yes 0 c) No 0 

If no, does it affect the training process? State your reasons 

a. 
b. 
c. 

20. Are there adequate technicians or tool men who render maintenance 

service in the field you train? 

a) Yes o b) No 0 

If yes, are they qualified? 

a) Yes o b) No 0 

If no, how does this affect the training process? Mention 2 main reasons. 

a. 
b. 

21. Does your institution provide health service to trainees? 

a) Yes o b) No 0 

If No, why? Indicate the reasons. 

a. 
b. 
c. 
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22. Do you render guidance and counseling servIce to trainees III the 

field you train so that they strengthen and develop self-confidence in 

their effort and achievement? 

a) Yes o b) Sometimes yes 0 c) No 0 

If No , why? Specify ______________ __ _ 

23. Do you conduct additional support programme such as tutorials, etc 

in your training area? 

a) Yes o b) No 0 

If No, why? state your reasons. 

a. 
b. 
c. 

24. In your opinion, interpersonal relationship of trainers In your 

training area is: 

a) High 0 b) Moderate 0 

If Poor, why? Mention the reasons. 

a. 
b. 
c. 

c) Poor 0 

25 . In your opinion training experience of most trainers before they join 

your institution is: 

a) High 0 b) Medium 0 c) Low 0 

26. Do you evaluate trainees' activities continuously? 

a) Yes 0 b) No 0 

If No, why? Specify . 
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If Yes, how? Mention the methods you use. 

a. 
b. 
c. 

27. In your oplnlOn trainers' expectation for trainees In your training 

area is: 

a) Positive 0 b) Negative 0 c) I don't know 0 

28. Prior academic achievement on the part of trainees for the recent 

training is: 

a) High 0 b) Moderate 0 c) Low 0 

29. In the field you train trainees effort to do assignments, projects etc is 

a) High 0 b) Moderate 0 c) Low 0 

If No, mention its impact on their academic achievement. 

a. 
b. ____________________________________________________ _ 

c. 

30. In your area of training trainees interpersonal relationship is 

a) High 0 b) Moderate 0 c) Low 0 

31. In your opinion future employment and/or self employment 

expectation of trainees in the field you train is: 

a) High 0 b) Moderate 0 

If Low, Why? State the reasons. 

a. 
b. 

c) Low 0 

32. The apprenticeship training programme in your are a of training for 

the trainees' out of institution for practical training is: 

a) Highly effective 0 b) Moderately effective 0 

c) Not effective 0 
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33. If your answer to question number 32 is not effective 

.:. Does your institution assign supervisor for the apprenticeship 

training programme? 

a) Yes 0 b) No 0 

.:. The attention given by government offices to the apprenticeship 

training programme was: 

a) High 0 b) Moderate 0 c) Low 0 

.:. Organizations attention to the apprenticeship training was: 

a) High 0 b) Moderates o c) Low 0 

.:. Do offices have qualified supervisors to assist trainees during the 

apprenticeship training programme? 

a) Yes 0 b) No 0 

.:. Do offices have experienced supervisor to train trainees during the 

apprenticeship training programme? 

a) Yes 0 b) No 0 

.:. Do organizations have qualified supervisors who can effectively 

train during the apprenticeship training programme? 

a) Yes o b) No 0 

.:. Do organizations have experienced supervisors to manage the 

apprenticeship training programme? 

a) Yes o b) No 0 

.:. The availability of machines etc in the apprenticeship training 

offices was: 

a) Adequate 0 b) Moderately adequate 0 

c) Not adequate 0 
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.:. The availability of machines etc In the apprenticeship training 

organizations was: 

a) Adequate 0 b) Moderately adequate 0 

c) Not adequate 0 

.:. The raw materials in the apprenticeship training offices was: 

a) Adequate 0 b) Moderately adequate 0 

c) Not adequate 0 

.:. The raw materials in the apprenticeship training organizations 

was: 

a) Adequate 0 b) Moderately adequate 0 c) Not adequate 0 

33. To what extent is the TVET curriculum flexible to accommodate the 

interest of trainees? 

a) Highly flexible 0 b) Moderately flexible 0 

c) Not flexible at all 0 

34. To what extent is the TVET curriculum relevant to the local 

community? 

a) Highly relevant 0 b) Moderately relevant 0 

c) Not at all relevant 0 

If not at all relevant, why? 

a . 
b. 
c. 

35. Is the syllabus covered during the academic year? 

a) Yes o b) No 0 
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If No, why? State the reasons. 

a. 
b. ____________________________________________________ _ 

c. 

36. In your area of training, how is the training conducted? 

a) more of theory and less practical 0 

b) More of practical and less theoretical 0 

c) Practical 50% and 50% theoretical 0 

d) If other, specify 

37. Does your institution has conducive training compound privately? 

a) Yes o b) No 0 

If No, indicate its impact on the training process. 

38. Does your institution has qualified purchaser? 

a) Yes o b) No 0 

If No, who 1S 1n charge of the duties and responsibilities of the 

purchaser? 
Specify. ______________________________________________ __ 

39. Do principals and / or vice principals are qualified In educational 

management? 

a) Yes o b) No 0 
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40. In your opinion the experience of principals and/ or vice principals in 

managing TVET intuition is. 

a) Adequate 0 b) Moderately adequate 0 c) Not adequate 0 

41. In your opinion the annual budget allocated to the training purpose 

is: 

a) Sufficient 0 b) Moderately sufficient 0 c) Not sufficient 0 

d) I don't know 0 

If not sufficient, mention its impact on the training process. 

a. 
b. 
c . ____________________________________________________ _ 

42. In your opinion principals/vice principals support to the training 

process is 

a) High 0 b) Moderate 0 c) Low 0 

43. Do principals and/ or vice principals monitor the performance of their 

institution out of class activities regularly? 

a) Yes 0 b) No 0 

If yes, how frequent? 

44. Do principals and/ or vice principals evaluate the training process in 

training classes, workshops etc. regularly? 

a) Yes 0 b) No 0 

If Yes, how frequently? Specify ______________ _ 

45. Does your institution collect money from trainees? 

a) Yes 0 b) No 0 
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46. Do your institution pay money for trainees? 

a) Yes o b) No 0 

If your answer to question number 465 is yes, the payment is: 

a) For all trainees 0 b) For most trainees 0 c) For some trainees 0 

If for some trainees, mention its effect on trainees' academic 

achievement? 

a. 
b. 
c. 

Open-ended questions 

Part Three 

1. What are the major institutional factors which hinder trainees' 

academic achievement in your TVET institution? 

a. ______________________________________________________ __ 
b. ____________________________________________________ __ 
c. ______________________________________________________ __ 
d. ____________________________________________________ __ 
e. ______________________________________________________ __ 

2. What strategies do you suggest to improve the academic performance 

of trainees in the TVET institute? 
a. ______________________________________________________ __ 
b. __________________________________________________ __ 
c. ______________________________________________________ __ 
d. ______________________________________________________ __ 
e. ______________________________________________________ __ 
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Appendix 3 
Form 03 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

FACULTY OF EDUCATION 
DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Purpose 

Direction 

Questionnaire to be filled in by the principals and/ or vice 

principals of TVET institutions. 

The purpose of this questionnaire is to examine "Institutional Factors 

Affecting Trainees' Academic Achievement in Technical Vocational 

Education and Training Institutions of Oromia Regional State" so as to 

forward some suggestions to improve the prevailing problems. Your 

experience, feelings, and suggestions are worthwhile for the study. Thus, 

please be frank and respond to each item as accurately as possible 

• No need of writing your name 

• Where alternative answers are given put "~,, mark in the box to 

indicate your answer. 

• Give precise answers for the open-ended questions. 

Thank you in advance for your cooperation 

Part One 

1. Name of your Technical Vocational 

Institute Zone ------------------------ ----------------
2. Personal data 

2.1 Sex a) Male 0 2. Female 0 

2.2 Martial Status a) Married 0 b) Single 0 

c) divorced/separated 0 d) widowed 0 

2.3 Age range a) 20-24 years 0 
b) 25-29 years 0 
c) 30-34 years 0 
d) 35-39 years 0 
e) 40 years and above 0 



Educational Qualification 

a)MNMSC O b)BAlBSC 0 c) College Diploma 0 

d) Other, specify ____ _ _ __ _ 

Area of specialization 

a) Major __________ _ 

b) Minor __________ _ 

Your current position 

a) Principal 0 

b) Deputy principal 0 

2.10 Your work experience 

a) In the present post ___ years 

b) In other posts years 

Part Two 

Questions on Technical and Vocational Training 

1. Do you have any training in educational planning and management? 

a) Yes 0 b)No 0 

.:. 
If yes, the training programme is/was: 

a) Pre service 0 b) In-service 0 c) Workshop 0 

• 2. What is the admission criteria in your technical-vocational institute? 

a) Based on grade 10 national examination result 0 

b) By giving entrance Exam 0 

c) By secondary education result 0 

d) If there are others, mention _______ _ _ _ _ _ _ _ _ _ 

3. In your institution, streaming to various fields of study is conducted 

a) On the interest of trainees 0 

b) By the institutes ad-hoc committee 0 

c) By the zonal TVET department 0 

d) By the management of the TVET 0 

e) Partially based on interest of trainees 0 
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4. Is there vocational counselor in your institution? 

a) Yes 0 b)No 0 

5. If your answer to question No 4 is "No", who is responsible for providing vocational 

counseling service to trainees? a) Trainers 0 

b) Principals 0 c) parents 0 d) Principals and Trainers 0 

e) Nobody 0 

6. The objective of the TVET are clearly understood by 

6.1 Trainees a)Yes 0 b) No 0 c) Yes, but not adequatelyO 

6.2 Trainers a)Yes 0 b) No 0 c) Yes, but not adequatelyO 

6.3 Community a)Yes 0 b) No 0 c) Yes, but not adequatelyO 

6.4 Woreda Education experts a)Yes 0 b) No 0 

c) Yes, but not adequately 0 

6.5 Supporting staff in the institution 

a)Yes 0 b) No 0 c) Yes, but not adequately 0 

7. Do your institution evaluate trainees academic achievement? 

a) yes 0 b) No 0 

If yes, trainees' academic achievement was 

a) High 0 b) Moderate 0 c) Low 0 

If low, why? specify _____________ _ 

8. The machines available for each field of training are. 

a) Adequate D b) Moderately adequate Dc) Not adequate D 

9. The relevance of available machines for each field of training is. 

a) HighD b) Moderate D c)LowD 

10. The workshops for each field of training are 

a) Adequate D b) Moderately adequate[] c) Not adequate D 

11. The relevance of available equipments for each field of training is: 

a) HighD b) Moderate D c) LowD 

3 



12. The hand tools available for each field of training are 

a) Sufficient 0 b) Moderately sufficient 0 c) Not sufficientD 

13. Does your institution provide maintenance service to various fields of training? 

a) Yes 0 b)NoO 

If yes, the technicians are a) qualified 0 b) Not qualified 0 

The tool-men are a) qualified 0 b) Not qualified 0 

14. Does your institution provide health service to trainees? 

a) Yes 0 b)NoO 

If Yes, is the health service provider qualified? a) Yes 0 b) No 0 

If No, why? Specify __________________ _ 

15. The classrooms in your institution are 

a) Adequate 0 b) Moderately adequate 0 c) Not adequate[] 

16. The available trainee textbooks are 

a) SufficientD b) Moderately sufficient 0 c) Not sufficientD 

17. Does the library in your institution provide adequate service? 

a) Yes 0 b)NoO 

If no, why? Mention your reasons. 

a. 
b. 
c. 

18. The librarian in your institution is 

a) Qualified 0 b) Not qualified 0 

19. Are there sufficient reference books in the library? 

a) Yes 0 b) NoD 
If not adequate, why? 

a. 
b. 
c. 

4 



• 

20. The facilities in your institution are 

a) Adequate D b) Moderately adequate D c) Not adequate[] 

If not adequate, mention the facilities which re not available. 

a. 
b. 
c. 

21. In your opinion trainees' interpersonal relationship in each field of study is 

a) HighD 

If low, why? 

a. 
b. 
c. 

b) Moderate D c) LowD 

22. In your opinion trainees' interest in doing assignments etc is 

a). HighD b) MediumD c) LowD 

If low, why? 

a. 

b. 

c. 

23. The apprenticeship training programme for your institution's trainees was 

a) Highly effective D b) Moderately effective Dc) Not effective D 

If not effective, why? state your reasons. 

a. 
b. 
c. 

24. Trainers interest in training is 

a). HighD b) Moderate D 

If low, why? Mention the reason behind. 

a. 
b. 

c)LowD 
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25. Do most trainers in your institution qualified? 

a) Yes D b)NoD 

If yes, how much percent (%) ofthem? specify __________ _ 

26. Experience of trainers before they join your institution was. 

a) HighD b) Moderate D c) LowD 

27. Shortage of qualified trainers is 

a) HighD b) Moderate D c) LowD 

28. Do trainers render tutorial classes? 

a)YesD b)NoD 

If no, why? Specify. ____________________ _ 

29. Do trainers evaluate trainers activities continuously? 

a) Yes D b)NoD 

If yes, how? Mention the methods they use . 

a. 
b . 
c. 

If no, why? State your reasons. 

a. 
b. 
c. 

30. In your opinion trainers' interpersonal relationship is 

a) HighD 

Iflow, why? 

a. 
b. 
c. 

b) Moderate D 

31. In your opinion trainer- trainee relationship is 

c.LowD 

a) HighD b) Moderate D c) LowD 
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32. Do trainers provide guidance and counseling service to trainees? 

a) Yes 0 b)NoO 

33. Trainers expectation for trainees is 

a) Positive 0 b) Negative 0 

34. Do you evaluate trainers' perfonnance regularly? 

a) Yes 0 b)NoO 

Ifyes,when? ________________________________________ ___ 

Ifno,why? __________________________________________ __ 

35. To what extent is the TVET curriculum relevant to the local community? 

a) Highly relevant 0 b) Moderately relevant 0 c) Not at all relevant 0 

If not at all relevant, why? Indicate your reasons, 

a. 

b. 

c. 

d. 

36. To what extent is the TVET curriculum flexible to accommodate the 
interest of trainees? 

a) Highly flexible 0 b) Moderately flexible 0 c) Not at all flexible 0 

37. Do most trainers in your TVET institution cover the syllabus during 
the academic year? 

a) Yes b) NoD 

If no, why? State the reason. 

a. 
b. 
c. 

38. The curriculum designed for TVET is 70% practical and 30% 
theoretical do most trainers in your institution make this practical? 

a) Yes 0 b) No 0 
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If no, why? Mention . 

a. 
b . 
c. 

39. Do you monitor your institution's performance regularly? 

a) Yes 0 b)NoD 

If yes, how frequent? _______________ _ 

ffno,why? ___________________ _ 

40. Do you evaluate your institution's performance regularly? 

a) Yes 0 b)NoD 

If yes, how frequent? ________________ _ 

Ifno,why? ____________________ _ 

41. Do you provide support to trainers regularly? 

a) Yes 0 

ffno,why? _____________________ ___ 

42. Do you provide support to trainees regularly? 

a) Yes 0 b)NoD 

ffyes, how? Mention __________________ _ 

If no, why? Mention __________________ _ 

43. In your opinion the compound of the institution is 

a) Conducive for training 0 

If not conducive, Why? 

a. 
b. 
c . 

b) Not conducive for training 0 
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44. The annual budget allocated to your institution is 

a) Sufficient D b) Moderately sufficient D c) Not sufficient D 

If not sufficient, mention its impact on the training process. 

a. 
b. 
c. 

45. Do supervisors evaluate your institution's performance regularly? 

a) Yes b)NoD 

If yes, when? Specify __________________ _ 

46. The availability of human resources in the institution is 

a) Adequate D b) Moderately adequate D c) Not adequate D 

If not adequate, which posts? Mention. 

a. 

b. 

c. 

47. Do your institution collect money from trainees? 

a)YesD b)NoD 

48. Do your institution pay tuition fee for trainees? 

a) YesD b)NoD 

If yes, mention? ___________________ _ 

If yes, mention its impact on the training process 

a. 

b. 

c. 

d . 
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Part Three 

Open- ended Questions 

1. Please list some institutional factors that affect trainees' academic 

achievement in your TVET institution. 

a. 

b. 

c. 

d. 

e. 

2. What do you suggest to minimize the existing problems? 

a. 

b. 

c. 

d. 

e. 

f. 
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Appendix 4 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

FACUlTY OF EDUCATION 

Form 04 

DEPARTMENT OF EDUCATIONAL PLANNING AND 

MANAGEMENT 

Observation Checklist 

Purpose: The purpose of this checklist is to gather facts about the 

relevance of staffing, equipment, facilities, services, the training 

process etc. through observation at the cites. 

1. Name of the TVET institute ____________ _ 

2. Geographical setting zone _____ woreda. ____ _ 

To~~ ______ _ 

3. Year of establishment as TVET institute ________ _ 

4. Number of classrooms ______________ _ 

5. Staff population 

Academic staff/male ______ female ____ total ___ _ 

Administration staff/male ____ female _____ total __ _ 

6. Available fields of study in the TVET institute are: 

Fields of study 10+ 1 10+2 10+3 



• 

• 
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• 

Fields of study 10+ 1 10+2 10+3 

7. Number of training staff for each field of study including their 

educational qualification. 

Field of M F T Educational Qualification 
specialization Diploma BA/BSC Others 

7.1 

7.2 

7.3 

7.4 

7.5 

7.6 

7.7 

7.8 

7.9 

7.10 

8 . Number of trainees graduated in each field 

A. 1996 E.C 

Field Number of graduate for each field 

10+1 10+2 10+3 Total 

M F T M F T M F T 

8.1 

8.2 

8.3 
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Field Number of graduate for each field 

10+1 10+2 10+3 Total ,. 
M F T M F T M F T 

8.4 

8.5 

8 .6 

8.7 

8.8 

8.9 

8.1 
0 

B. 1997 E.C 

Field Number of graduate for each field 

10+1 10+2 10+3 Tota 
1 , 

F T M F T M F T 
M 

9.1 

9.2 

9.3 

9.4 

9.5 

9.6 

9 .7 

9.8 

9.9 

9. 1 
0 

I 
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9. Number of trainees in 1998 E.C 

Field Number of trainees for each 
field 

10+1 10+2 10+3 Tota 
I 

M F T M F T M F T 

10.1 

10.2 

10.3 

10.4 

10.5 

10.6 

10.7 

10.8 

10.9 

10.1 
0 

t 10. Tuition fee per trainee in birr ______________ _ 

11. Annual income of the institution from different saleable products 

by the trainees in birr ___________ _ 

• 
12. Facilities and services in the institution. 

Facilities and services Available Not Remarks 
available 

12.1 Water supply 

12.2 Electricity 

12.3 Library 

12.4 Internet 

12.5 Toilet for staff 

12.6 Toilet for boys 

12.7 Toilet for girls 

t 4 



Facilities and services Available Not Remarks 
available 

12 .8 Sport fields 

12.9 Guidance and counseling 

12. 10 Cafeteria for staff 

12. 11 Teachers' offices 

12.12 Administrative offices 

12 .13 Departmen t offices 

12.14 Enough land for future 
expansion 

12.15 Staff room 

12.16 Duplicating room 

12.17 Cafeteria for trainees 

12.18 Meeting hall 

12.19 Laboratories 

12.20 Offices for co-curricular 
activities 

Yes No 

13 The compound is attractive (i.e. decorated with flowers and 
trees cleanliness, fencing, etc) and creates conducive 
training environment 

14 There are adequate seats and black boards 

15 The classrooms are clean and ventilated 

16 Number of trainees for each field of study is appropriate 

17 There is adequate store 

18 There are adequate reference books in the library 

19 The machines available are sufficient In quality and 
quantity 

20 There are adequate computers for major courses and 
common courses 
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Appendix 5 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

FACULTY OF EDUCATION 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Interview Questions for Regional Education Bureau and Zonal TVET 

Desk Experts 

The purpose of this interview is to gather additional data for the study on 

"Institutional Factors Affecting Trainees' Academic Achievement in TVET 

Institutions of Oromia Regional State". 

1. How do you monitor and evaluate TVET institutions in the 

Region/ zone? 

2. Are principals and/ or vice principals of TVET intuitions 

professional to playa leadership role effectively? 

If No, why? 

3. Do institutions have adequate qualified trainers? If 'No; are there 

majors taken to solve the existing problems? 

4 . Are vocational counselors assigned to TVET institutions in order to 

assist trainees and to perform related activities? If No, why? 


