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ABSTRACT

The main objective of this study was designed to assess the currenl slate of the
organization and management of NFST programs provided in CSTCs. It was also
intended to identify problems that affect the training programs, and to suggest the
possible solutions to the identified problems. To achieve this, a descriptive survey
research method and a mixed research design were preferred. This was selected to
collect both quantitative and qualitative data with in the same time frame in order to
compensate one’s weakness over the other. To this end, four different but complementary
data collection instruments such as questionnaires (for coordinators, experts, trainers
and trainees), semi-structured interview (for Zonal & Woreda MSEIPOs Heads),
observation in all sample CSTCs and an assessment of different and relevani
documents(from MSEIPOs, ZED, WEOs and from review of related literatures) were
used in the study. The study was conducted in five Woreda CSTCs in SGAZ of the ANRS.
A total number of 128 subjects which include 90 trainees, 10 trainers, 10 CSTCs
coordinators with their deputies, 12 training experts in Zonal and Woreda MSEIOs, and
6 heads of MSEIPOs (1 in Zone and 5 from Woreda) were selected as a sample through
simple random sampling, available sampling and purposive sampling techniques. Data
were analyzed using both quantitative and qualitative techniques. Percentages, mean
deviations, chi-square test and independent sample (-test were used lo analyze the
quantitative data. For qualitative data, the results of semi-structured interview,
observations and document assessment were transcribed and analyses were conducted
using words and statements. Though ANRS of MSEIPA in general and the selected Zone
and Woreda MSEIPOs and CSTCs in particular were striving to play significant roles in
providing the non-formal livelihood skills training, the finding of the study indicated that
most of the training centers are not performing in a better way as standard. The NFST
programs provided in CSTCs were poorly organized, managed, structured, staffed,
equipped and facilitated in human and non-human resources. Because of poor
organization and management practices on the training programs of CSTCs and their
inadequate institutional capacities, the real/actual contributions of the training centers to
the local community are very minimal. Therefore, it is recommended that decision
makers, planners, and other concerned government authorities at all levels as well as
different stakeholders should recognized the role of NFST programs provided in CSTCs
as a short-way means of increasing self-employment opportunities and job-creation,
improving the livelihood of the local communities, and eradicating poverty. The
concerned government representatives like Woreda MSEIPOs should give great
emphasis in order to rehabilitate the training centers of NFST programs by strengthening
their organization and management systems.
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CHAPTER ONE
THE PROBLEM AND ITS APPROACH

1.1 Background of the Study

Education is a continuing process, spanning the years from earliest infancy through
adulthood and necessarily involving a great variety of methods and resources. It is an
essential condition for multi-dimensional development (social. economic, political and
cultural aspects) (MOE, 1994:1). Such developmental aspects within a nation are highly
conditioned by the proper organization and management as well as successful
implementation of educational programs at all levels (from basic literacy and basic skills
to higher education) for all age groups (children, youth and adults) without any

discrimination (Temesgen, 2009:1).

As various studies have shown, education becomes an instrument in improving the
livelihood of the individuals through the acquisition of knowledge, skills and attitude as
well as increasing productivity (IIZ/DVV, 2001:8). The value of education is
significantly very important for developing countries like Ethiopia, where illiteracy rate is
high (58.5%), poverty is acute, and health problem is serious (MOE, 2007:21). Thus.
education can be considered as a means for transforming society and economic
development including vocational skills, development of independence, scientific
thinking and preservation of natural and cultural heritages. All these can be successfully
achieved when people are educated through formal and non formal modes of the
education system. As Hallak (1990:110) stated that “the more skilled a rural population is
the better productive and better quality of life it will be”. Hence, education is a mear{s o

an end.

[t is clear that the majority of the population can not be expected to participate in learning
and training activities through the existing formal education system. By considering this.

NFET has a significant role in providing knowledge and skills to individuals who can not



¢) Educational policies had equated education and training largely with formal
schooling. Hence the learning needs of children, youth and adults out-side school

were being seriously neglected.

Because of such and other related reasons, there is a need to strengthen the human
resources base through effective implementation of the education and training strategy
for accelerating development and ending poverty. One of the important ways is the
provision of NFET programs which help to empower the productive population (youth
and adults) through the tools of basic literacy and skills training programs (MOE,

2006:8).

It is generally accepted that the effectiveness and efficiency of any educational program
depends on the availability and proper utilization of resources (human, financial and
materials). However, the practical situations of the Ethiopian education system at all
levels and types mostly show that there are some missing gaps in relation to its
organization and management. As part of the NFE system, the missing gap is also
prevailing in rural-based CSTCs to run NFST programs. In the country, despite the huge
investment of education (formal and non-formal) made by the government, various
NGOs and private, the CSTCs to offer NFST programs were unable to bring change in
the actual life of the individuals. For this, many of the workshops released by MOE.
REB, NGOs and others indicated that most of the CSTCs in the country are entangled
with many internal and external problems. CSTCs were given low attention for a long
period of time though the situation is becoming in progress since 1994 (after the

formulation of the new ETP).

In ANRS, as a component of NFET programs, 107 CSTCs were established at Woreda
level to provide skill trainings for adults and young people (Aniley, 2006:5). However,
most of the training centers which are basically offered NFST programs in the Region as
part of the country were found-out to be ineffective and inefficient due to several
problems in relation to organizational and management practices. For instance,
management difficulties, inconvenient organizational structure, repeatedly change of

structure, lack of resources allocation, lack of attention and the like were some of the



problems (Zewdie, 2009:3). Moreover, as Agidew et al (1995:4) stated on their research
findings about CSTCs in ANRS, the centers were poorly staffed, less equipped with
training materials. insufficient working budget, training courses were given by untrained
and inexperienced trainers, suffering from frequent changes of their organizational

structure, and others.

As part of the ANRS, it is expected that most of the CSTCs found in SGAZ are not free
from those problems as mentioned from the above. Since the role of CSTCs to provide
livelihood skill trainings for unemployed and/or underemployed people engaging in
income-generating and poverty reduction activities is very high, the potential conditions
that help for the provision of NFST programs in the centers in relation to organization
and management practices seek great attention. However, there was no any research
conducted on the organization and management of NFST programs specifically focusing
on CSTCs in SGAZ. Therefore, it was necessary to conduct a research on this problem in
the Zone in order to assess the practices of the organization and management of NFST

programs offered in CSTCs. Thus, this research study was carried-out in SGAZ.

1.3. Objectives of the Study

The general objective of this study was to assess the organization and management of

NFST programs offered in South Gonder Administrative Zone (SGAZ) of the ANRS.

The specific objectives of the study were:
1. To assess the current status of NFST programs in SGAZ.
2. To examine the organization and management systems of CSTCs to offer the
skills training programs in the Zone.
3. To assess the institutional capacity (human, material and facilities as well as
financial) of CSTCs to offer NFST programs.
4. To identify the major problems of CSTCs encountered the organization and

management of NFST programs in SGAZ.



CHAPTER TWO

REVIEW OF RELATED LITERATURE

In this study, the researcher has tried to review some relevant issues, concepts, facts and
theories in relation to the study. Next, the roles of NFST programs for development are
stated. Then, the nature and practices of organization and management of NFST
programs has been elaborated. Finally, the organization and management of NFST

programs in Ethiopia in general, and ANRS in particular have been described.

2.1. Concepts and Characteristics of Non-formal Skills Training (NFST)

2.1.1 Non-formal Skills Training Programs: Meaning and Purpose

As Coombs & Ahmed (1974:8) and Rogers (2004:78) described that the concept of NFE
as “any organized and systematic educational activity which is carried outside the
framework of the formal system aimed at providing selected types of learning to
particular sub-groups in the population (could be adults, youth, or children). Similarly,
Duke (1995:63) stated that NFE is intentionally organized learning event catering

essentially to persons who are not currently involving in the formal education system.

From the above definitions, it is clear to understand that educators define non-formal
education from their perceptions and contexts. Hence, NFST program is one from of non-
formal education that has no specific interpretation. However, it is commonly accepted
that it is a training program which refers to efforts at improving the provision and
implementation of development programs which have various basic and essential skill
training components that takes place outside the formal training system which

characterized rigid forms of traditional schooling.

In the broadest sense, the term training refers to the transfer of knowledge. skills, or
attitudes aimed at enabling people for productive tasks, or changing their usual work
styles (Zaudneh, 1994:2). Similarly, Byars & Rue (1987:178) described that training as

“a learning process for the acquisition of skills, concepts or attitudes to improve the

11



performance of individuals, so that it involves a systematic process of altering the
behavior, knowledge and motivation of those involved in goal achievement.” Whereas.
training in its purest form is the process of teaching or acquiring specific skills and
abilities, becoming proficient. qualified or fit to perform certain tasks (McCollum, 1962:
42). In relation to this, World Bank (1988:54) also stated that training means an
instruction of job-related skills to prepare trainees for direct entry into a trade or

occupation that could be self/wage employment.

From the above concepts of training which are given by different scholars, it is
understood that the general idea of training in all aspects is more or less similar that

focuses on enabling individuals to perform certain tasks in a proper manner.

Skill training is not limited to what happens in well-known institutions which prepare
people for some occupations that measure up to the “standard™. The concern of any skill
training program for a country should be focused on the trainees and the community who
work throughout their lives .The effort of skill training could be made in school or
outside school. Its program can take place in the training center of the formal or non-
formal type through apprenticeships, at the place of employment, or at institutional-based

(Zaudneh, 1994:2).

Institutional-based NFST training could encompass vocational, technical, managerial,
entrepreneurial, social and other relevant skills. With this regard, decisions to offer such
types of skills training and to improve performance often follow an analysis of indicators
such as productivity. costs and individuals’ needs as well as societal demand for its
quality (Fluitman, 1989:13). Thus, before conducting any skill training program, the
objectives of the program should be documented since skill training is given for a variety
of reasons. The main purpose of skills training is to develop knowledge, skills and
attitude for the contribution of organizational and employees and/or self-employees
development. Mainly. skill training is used for giving a solution for the problem of
manpower shortage in terms of quantity and quality, preparing for employment or self-

employment, and increasing low level productivity and income generation capacities.



Similarly, Graham (1983:166) also stated that to give skill training has
such dual advantages. The first one is utilization which means by
improving the abilities of the trainees, it is possible to perform properly the
tasks required in their employing organization, or self-employing activities.
Thus, skill training allows better use of the human resources. And the
second one 1s motivation that implies by giving skill training, it is possible
to enable the trainees a feeling of mastery over their work. So that they are
satisfied in their work and productivity could be improved.

Moreover, as Zaudneh (1994:5) stated that the following main advantages
could come from the result of valid skill training programs: greater
productivity and quality improved, less spoiled of work, greater versatility
and adaptability, fewer accidents, and greater job satisfaction. Thus, the
NFST programs, when organized and managed properly, are expected to
return better values to the trainees and the training centers as well as the

local communities.

2.1.2 Types of Non-formal Skills Training (NFST) Programs

All people need to acquire and utilize various types of skills in order to have productive
and satisfying their working life. To change individuals’ life, “life skills™, that can be
called *livelihood skills™, are very significance. In simple way, “skills” refer to the ability
to perform something. Likewise, “life skills™ also means the abilities needed to cope with
the problems, demands, stresses and challenges of everyday life. Thus, NFST program is
necessary to develop such types of skills. If the program neglects the broader elements of
skills, it is difficult to succeed in enabling the graduates to find sustainable and

continuous self/wage employment opportunities (ILO, 2008:74).

According to the document of ILO (2008:76), NFST program as part of the non-formal
education program encompasses a broader variety of skill components to be provided.

Skills can be grouped in many different types although there may be an overlapping with

13



2.2. Non-formal Skills Training (NFST) and Development

2.2.1 NEST Programs Compared to Formal Skill Training Program

Until the 1920s, most educational scholars assumed that the formal system of education
offered at different educational level and type was adequate to prepare the individual for
responsible citizenship in all aspects. However, during that time, many respected
members of the intellectual-academic community, especially adult educators, began to
question on this assumption. Such educators feel that “educating citizenship” is a
continuous process which needs special adjustments and hence a major responsibility of

adult education which includes non-formal training programs (Meriam, 1977:173).

Following this, the inadequacies of formal training in meeting a variety of clientele needs
have been raised. Thus, scholars have shown over the strict attachment to issues space,
time. content and methods in skills training program provision based on the nature,
flexibility, technological advancement and other related factors on the side of individuals
and communities (Adekanmbi, 1998:156). Due to this, organized skill training programs
are divided into two major categories: formal and non-formal training. The non-formal
training refers to the varied assortment of organized and semi-organized training
activities operating outside the regular structure and routine of the formal system, aimed
at serving a variety of learning needs of different sub-groups (Coombs & Ahmed,
1974:28). Hence, most of the NFST programs are directed at serving important learning

needs and benefiting youth and adults who are not involved in the formal training system.

NFST programs are more flexible and diverse which are adapted to the particular needs
and circumstances of trainees (Onyishi, 2004:25). Onyishi also stated that such training
programs proclaimed strategies calling for a stronger, more integrated and more
community-based approach to rural development to meet the basic needs of the poor.
Besides. Vollmann (2001:5) also described that “due to its flexibility in terms of
organization. schedule and durations, NFST has been found relevant in addressing a
number of training institutions barriers in relation to demand factors. For instance, in

Ethiopia. the interest of NFST programs have not only stimulated due to the potential for



efficient use of scarce resources, the expansion of educational services. the promotion of
equity in training opportunities, and the enhancement of training relevance to the
demands of societal needs, but also they have created conditions to promote national

commitment to address mass welfare (Zaudneh, 1994:7).

Moreover, as stated by Coombs & Ahmed (1974: 145). the following three main points
show the potential needs of non-formal training approaches of educational programs for
equipping the rural young people and adults with usable occupational skills as they move
toward the next developmental stages. These include great flexibility in adapting to local
needs, changing conditions and opportunities in the selection of what to teach and how to
teach it and in combating learning with practical work: freedom to adapt to the
convenience of the trainees; and the ability to harness local talents, facilities. and general

support leading among other things to more economically viable training opportunities.

To sum up, the concept of NFST has been developed basically by the reasons that include
offering skill training towards inquiry into the immediate world of work, acquainting
trainees with a solid world of practical and development-oriented skill training, and
enabling trainees to appreciate the results of their work. To the contrary, the formal skill
training (formal TVET) is characterized by rigid entry requirement, by non-negotiable
course packages, by inflexible and teacher-dominated methodologies, by inflexible
duration and timing of programs that is not suitable for subsistent workers who rely on
daily flow of income, and by inflexible location of training (i.e. no option of mobile

training).

2.2.2 The Role of NFST Programs for Development

To emphasize the great role of education and training programs, Knox (1993:14) pointed-
out that this old saying idea “Give a man a fish. and he eats for a day: teach/train a man to
fish. and he eats for a lifetime™. This old saying idea reflects a curative and preventive
educational programs emphasis in contrast to treating the systems of the fundamental
problems of human beings. Similarly, as Indabawa & Mpofu (2006:23) stated that “All

human needs and problems have implications for education and training™.
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All people need to acquire knowledge, skills and competencies that are necessary for
everyday life. For instance, literacy, numeracy and basic skills training promote workers’
productivity as a result of which one’s earnings will be improved so that the quality of
life that an individual might enjoy would be improved (World Bank, 1996:62). Moreover.,
countries’ development depends ultimately upon the productive skills and the levels of
education and training of its citizens. Literate, skilled and committed individual can
easily achieve the development plans of his/her country (Tilahun, 1994:7). With regard to
this, enhancing economic productivity and social cohesiveness, education and training is
taken as an instrument that increases the value and efficiency of workers’ labor,
intellectual flexibility of the labor force, contributes to nation-building and interpersonal

tolerance, and reduces poverty (Tsegaye, 2009:36).

However, in addition to high rates illiteracy, most of rural people of developing countries
have been subjected to backward “technologies™ due to the lack of appropriate skill
training programs. As a result, the people depend on subsistence living conditions, which
do not meet their minimum basic needs (MOE. 1994:13). For example. in connection
with different impeding factors, the Ethiopia rural people of mainly lack appropriate
knowledge and skills that enable them to improve their way of life and production

practices.

Therefore, the introduction and acquisition of appropriate technology and skills is
believed to be an absolute necessity for the economic and social development of the
society in general, and the livelihood improvement of the individuals in particular
(Agidew et al, 1995:1). Thus, in the view of the less structural flexibility and high cost of
formal TVET programs, beneficiaries (trainees) can not be increased to a satisfactory
level. This situation justifies the importance of NFST programs providing institutions like
CSTCs i supporting the informal sector of the economy by up-grading traditional skills,
and develops positive attitudes among local artisans on developing their skills in line with

requirements of “modern™ life.

In most developing countries, the mismatch between skill training and unemployment

results from some major reasons as stated by Fluitman (1989:77). These include the



training centers tend to train for skills and occupations which do not correspond to the
labor market opportunities, a serious inequality of access to skill training programs, and
the quality of skill training offered in the center is often poor as a preparation for

productive work for self and/or wage employment.

By considering the above reasons, various NFST programs for adults and young people
have been tried in most developing countries. These programs generally tend to be better
adapted to realistic needs. have lower costs, and relatively have better benefit/cost ratio
than most formal training programs (Coombs & Ahmed. 1974:144). NFST programs are
used to increase the skills and productivity of adults and youth who are expected to
involve in different self-employment activities, particularly in farming, arts, crafts and
MSEs or small entrepreneurships. Thus, providing appropriate NFST program is essential
to enable people become skillful and reflective practitioners in the areas they are
engaged. NFST programs for self-employment in different internal sectors are
substantially different from skill training for wage-employment in the formal sector. The
non-formal training program for self-employment is characterized by its intimate
relationship with production, and its delivery of immediate outcomes (Coombs &

Ahmed. 1974:30).

Moreover, to crate “marketable™ skills that will facilitate economic development and
increase self-employment in any area, the NFST programs should be closely tied to the
actual and prospective market conditions and skill needs of that area. Besides, they must
be intimately tied to different support services which are needed by those self-employees
in order to put their skills to most effective use. The services might include assistance in
obtaining credit, raw materials, equipment, sub-contracts, help on product design and
marketing, and follow-up training as it is needed (Coombs & Ahmed. 1974: 151). This
implies that NFST programs cannot be designed or successfully operated in a socio-

economic vacuum. without intimate tied with related factors in the environment.
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2.3. Organization and Management of NFST Programs

The activities of any organization could become fragmented and then ineffective unless
they are properly organized and managed. As an organizational activity, non-formal
education and training program is a multi-sectors activity that involves several
government and non-government agencies as well as communities as providers to the
wide-range of target groups (Evans, 1981:33. and Rogers, 1992::159). Similarly, Wanna
(1999:65) also stated that non-formal basic education and skill training programs can be
organized and managed by different groups, agencies, governments and others although
the government’s role is great in developing countries. This makes the organization and
management task of the NFET programs become a complicated and even sometimes a
controversial issue. Hence, as part of non-formal education programs. this part of the
literature is basically focused on the NFST programs by considering points like planning,

organization, and management aspects.

2.3.1 Training Program Planning

According to Boone (1985:64), planning is a deliberate, rational, continuing scquence of
activities through which the planner acquires a through understanding of and
commitment to the organization’s over-all activities and becomes knowledgeable about
and committed to the continuous organizational renewal and linkage to its communities.
This writer also stated that planning is a functional and integrated component of the
management process which is guided by such five basic assumptions: futuristic activity,
proactive rather than reactive behavior, efficiency enhancement, sequential or stepwise
activity, and collaborative (Boone, 1985:81). Similarly, as Sork & Caffarella (1989:233)
explained that program planning is defined as “the process of determining the ends to

pursue and the means employed to achieve them™.

Moreover, Gboku & Lekoko (2007:42) described that program planning is a systematic
and needs-driven process that consciously invites to address the educational needs of a
target groups. Thus, program planning is a means of creating open communication

between people such as content specialists, evaluators, facilitators/coordinators, potential
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trainees, etc discussing about decisions on priority areas, program objectives. contents,

delivery modes. and assessment and evaluation strategies.

2.3.1.1 Planning Process

The planning process is the most decisive part of the educational activities and should
take into consideration the target beneficiaries in it. During the planning process. areas to
be considered are trainees’ issues, facilitators/coordinators and trainers, facilities. the

training program and the like.

Nevertheless, planning is not doing spontaneously so that it has its own procedural steps
or processes. Accordingly, as stated by Knowles & others (1998:189), and Wellings
(1987:85). NFET program planning involves a six step process which include: 1) analyze
the planning context and client system 2) assess needs, 3) develop program objectives, 4)
formulate instructional plan, 5) program implementation, and 6) program evaluation and
monitoring. Since these steps are very essential in NFST program planning, it is

necessary to explain each step as follows.

Analyze planning context and client system: The activities begin with at this step. With
regard to this, as Lukiya, Kenneth & Godfrey (2001:37) argued that considering the
social and environmental context or issues of the trainees is a pre-requisite to plan a
training program. Similarly, Sork & Caffarella (1989:203) confirmed that program
planning occurs within a socio-economic milieu under which institutions, traditions,
policies, etc can affect the planning process of the program. In line with this. information
about the beneficiaries’ (trainees’) age. educational attainment, cultural background,
economic status, family conditions, geographic distribution, etc could be identified in the
process of the training program. Without the knowledge of these points, serious errors
could be made and the final result or outcome of the training program could not be
effective. Thus, this step provides base line information that can be used in making

decisions about the planning process.

Needs assessment: [t is a systematic exploration of the way things are and the way they

should be (IIZ/DVV, 2005:19). These “things” are usually associated with organizational



and/or individual performance. The success or failure of an educational program largely
depends on its relevance to the overall needs of the individual. According to Knowles
(1980:365), needs assessment is part of the panning process which identifies and
prioritizes the educational needs of the individual trainees. It is a process of gathering and
analyzing information to develop strategies for program development. Thus, in the
process skills training program planning, the needs of the trainees should be placed first,
and the needs of trainers and providers are secondary. Its detail explanation is presented

on the title of “training needs assessment”.

Formulation of program goals and objectives: Program goals are statements focusing
on what should be happened and what should result from the program (Gboku & Lekoko,
2007:126). According to these writers, goals are guidelines for choosing resources and
techniques, and are essential to program evaluation and improvement. Whereas, program
objectives are more detail descriptions of the specific actions that needed to achieve an
agreed target. In short, objectives are the intended learning outcomes. Whatever the
objectives they are, they should be formulated based on the prioritized problems and

needs of the beneficiaries/trainees.

Formulating instructional plan: This involves selecting and ordering training contents,
selecting appropriate resources, strategies and methods (Sork & Caffareva, 1989:89).
Besides, Gboku & Lekoko (2007:122) noted that program contents have to be selected

and arranged in the training objectives that what must be trained to achieve them.

Program implementation: It is a process of putting the planned program into effect
(Derbessa, 2004:201). In the same way, Gboku & Lekoko, 2007:131) noted that program
implementation refers to putting the program goals, objectives and instructional plans
into action. During implementation, appropriate coordination on the program is very
important. This is because, program coordination helps to achieve the objectives of NFST
programs with no or minimum amount of determinants through the collaborative efforts
of coordinators, trainers, and target groups or beneficiaries (Kassahun, 1997:85). In the
process of implementation, coordination means to facilitate relationships among

organizations, stakeholders and beneficiaries to use resources economically. Based on



this. it is possible to conclude that since trainees are the most direct beneficiaries from the
training program their full involvement determines the success of the program

implementation.

Program evaluation and monitoring: Since program implementation is not an end by
itself, the program to be checked regularly and its outcomes have to be measured based
on the intended objectives. Thus, developing the evaluation and monitoring techniques
are very significant. Detail description about them is presented on the title of “monitoring

and evaluation of the program™.

2.3.1.2 Training Needs Assessment

The term need is defined differently by different educators. According to Tyler (in
Boone, 1985:114), a need is defined as the difference between the present condition of
the learner and an acceptable norm. Maslow (in Boone, 1985) also stated that needs may
be arranged from the lowest (survival) and most fundamental to the highest (self-
actualization). Moreover, by summarizing various definitions of needs, Boone (1985:115)
stated that a need can be defined as “a deficiency, in balance, lack of adjustment, or gap
between the present situation and a set of social norms believed to be more desirable™.
Thus, needs imply a gap between what ought to be (desirable situation) and what is

(actual situation).

There are different conceptions of needs which include learning/training needs, felt
needs, expressed needs, and normative needs (Gboku & Lekoko, 2007:129). For the
purpose of this study, a learning need is selected and defined. Accordingly, these writers
noted that a learning need is a state of condition that exists when there is a gap between
the present situation and the required one. Similarly, Knowles (1980:88) also stated that
“an educational need is something people ought to learn for their own good, for the good
of an organization, or for the good of society.” In NFET program planning, there are
three sources of needs that must be considered which include individuals to be served, the

training institutes, and the community/society at large (Knowles. 1980:93). Thus,



techniques should be considered in assessing those needs which is known as an activity

of needs assessment.

The term needs assessment is a useful concept, and it is simply defined as “An
identification of a deficient state” (Knox 1993:29). Identification and assessment of
training needs helps to market the skill training programs to be relevant and to reduce
(even to avoid) unnecessary expenses. In addition, the application of needs assessment on
the training program helps to find out the immediate and short-run demand for skilled

labor.

In many non-formal training programs, however, the major criticism is that the good
intentions which motivates their indications is not always accompanied by a realistic
training needs assessment of the target groups (trainees) or the local community
(Guluma, 2002:38). Of course, the demand of many organizations such as ILO, UNICEF
and UNESCO for useful assessment of training needs has considerable increased from

time to time in their educational programs which they provide (Gajanayakee, 1993:13).

Training needs are the skills that the participants (beneficiaries) lack to learn/train in
order to perform a certain job satisfactorily. Therefore, before organizing a training
program, knowing what prospective trainees and the surrounding community lack is
important and investigate the skills training needs for future prospect (Hildebrand,
1994:7). In line with this, the determination of local training needs must be based on
much more than the perceived training requirements of identifiable unskilled individuals
and groups (Meleko & Betz, 1995:19). Thus, it is believed that the initial point for
determining such requirements are the local community and its production needs. So, the
planning process must include detailed micro-economic survey together with some kind

of assessment on the manpower needs of the community.

In densely populated rural areas, it is possible to find diversified needs and interests. In
this case. an attempt of training needs assessment should be dynamic and responsive to
the needs of the community in relation to the socio-economic and environmental change
(Guluma, 2002:39). With regard to the identification of training needs of a group of

people. it is necessary to know their desired and present skills need levels, and the gap
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between the present and required skills which the training should be designed to fill

(Gajanayakee, 1993:10).

2.3.2 Training Program Organization

In developing countries. one of the most serious problems to implement a certain
program is a shortage of management staff. As stated by Magnen (1991:111), while
ensuring good implementation of the programs, the responsible bodies must look for a

type of organization that yields optimal utilization of the existing resources.

In practice, an educational program can be managed by the staff itself, by another public
body, or by external aid sources of financing it. Thus, appropriate staft and organization
should be practiced for the program implementation. A program will not exist in
isolation. As noted by Maclachlan (1996:2). there will be various factors surrounding the
program which will either opportunities, or constraints, or otherwise risks for its success.
In this case, appropriate program organization helps to identify all the factors and pan for
them so as to give the best chance for program success. However, poorly organized is one
of the reasons that to fail educational programs. Likewise, the program of non-formal
education and training in most developing countries lacks proper direction and
appropriate organization. It was not also well-coordinated with the formal system

resulting in insufficient utilization of facilities and inputs (Agidew et al, 1995:9).
2.3.2.1. The Organization of Non-formal Training Centers

According to World Bank (1994:75), centralized structure by its nature is a major
obstacles to people’s participation in a certain program. Such structures are retaining
control over decision making, resources allocation and information, and others.
Organizational structures also become long and complex, and this makes unattainable of

local community involvement on the activity of the program.

Making NFST programs, which are providing in the training centers (CSTCs). are
functional refers placing the beneficiaries or target groups at the center of their

environment and giving them the means to take an active. For this, Miiller (1997:41)



stated that centralized (top-down) structure of educational programs cannot put learners
at the center, but rather the bottom-up approach is preferable. Similarly. as Narayan
(1995:83) stated that the common problems of centralized approach include the failure to
address the needs of the local people, inappropriate duration. inflexible provision. and
other problems. Hence, to implement a successful training program. the people at the
grass-root level must develop organization structure. It is difficult to initiate, implement
and follow-up the activities of the training program without appropriate structure.
Besides, participants at grass-root levels facilitate collaboration of different sectors in the
promotion and smooth implementation of the NFST programs. To promote and support
the programs of the skills training centers. local authorities, civil societies, private sectors

and local communities’ representatives could be partnerships to the centers.

There are different modalities/approaches of skill training for self/wage employment.
These include center-based, satellite, mobile, apprenticeship, and work place training
approaches. Among these, center-based or institutional approach may be suited for the
training centers. Training at these centers effectively combines business and skill
training. As much as possible, the training centers should be well equipped and
organized. The trainees. trainers and the training center agrce on the overall training

program.

2.3.2.2 Components of Training Program Organization

The organization of the training center is a systematic arrangement developed to
accomplish its objectives. A training center has two basic components of the
organizational structure. These are organization for administrative purpose and

organization for instructional purpose (Tebikew, 2009:31).

The administrative purpose deals with the operational management of trainees and staff
personnel, facilities and materials maintenance, business responsibilities, etc. As a
component educational program, NFST programs could be linked with such
administering structures (Mamo, et al, 1998:21). The staff personnel administration is

recognized as the most important functions of the training center management by the



coordinator of the center and its management committee members. The way of the staff is
organized and the extent to which personnel and other stakeholders identify the total
training programs in the center will help the quality of the training center. Hence, the
coordinator of the center should devote a maximum effort towards a sound staff

organizational structure.

Instructional purpose deals with the organization of the training content curriculum as
well as training methods. The training centers provide basic skills in a non-formal
approach mainly for unemployed and/or underemployed youth and adults who are living
around the center. As stated by Guruage (1977:97), the guideline points which are used
for program organization of the training centers include obtaining necessary human and
non-human resources to implement the program; grouping component jobs in an orderly
organizational structure: establishing sources of authority and coordinating techniques:
formulating and defining methods and procedures of the training; and selecting, training,

and informing individuals (staff, trainers and trainees).

2.3.3 Training Program Management

Management in different context involves different kinds of skills and knowledge. For
instance, as a coordinator of a training center, a person needs to know something about
the work which is done in his/her center, the systems and routines of the center, the
learning needs of the beneficiaries and the local community. the kinds of businesses or

employment opportunities that the trainees are preparing for them, and so on.

In non-formal training program. management involves the collaborative efforts of the
whole concerned groups in all managerial functions of the training center. Program
management, therefore, is a system that links the training institution with beneficiaries
and systems in collaborative effort to identify and analyze the learning needs of the target

groups, and to implement the programs to meet those needs (Boone, 1985:41).

With regard to NFST programs, as stated by Samuel (1998:33), the role of a coordinator
in organizing training is mainly selecting suitable training materials, arranging physical

and training facilities, and coordinating personnel involved in the training program. In
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addition, based on the needs of the target groups, the coordinator should think the kind of
learning experiences that the trainees met to get. Moreover, the training coordinator in
collaboration with stakeholders of the training center should organize and manage the
program by using appropriate training strategies. In order to enabling the trainees to
acquire the desired skills and knowledge, Mamo (1996:26) noted that such factors should
be considered to select the appropriate strategies on training program. These include
objective, duration, available resources, as well as medium of training instruction should

be determined.

2.3.3.1 Stakeholders Involvement in Skills Training Programs of CSTCs

The involvement of the people -and other stakeholders is required for the development of
any program starting from planning to evaluation (Sessay, 1997:251). This implies that
the successful implementation of any educational programs largely depends on the active
involvement of the concerned bodies and/or stakeholders at different levels of the
program and from different sectors. Likewise, the success and effectiveness of the NFST
programs depends on the high level of accountability on the part of the administrative
staff charged with the responsibility of managing, organizing and coordinating the
training programs, and adequate funding and provision of materials in sufficient quantity
and quality (Omoruyi, 2004:45). For this activity, the involvement of various
stakeholders which are directly connected with the program components is very crucial

(Tekeste. 1996:47).

The implementation of NFST programs can be more effective and efficient if they are
integrated and collaborated as well as assisted by different stakeholder, which include
NGOs and communities. Though the government authorities” of most developing
countries account for the biggest share of the program, NGOs and other stakeholders
involvement is very significant (Kassahun, 1997:8). NGOs need to encourage their
clients to contribute as much as they can of their initiatives, insights. labor, funds and
other resources to the implementation of the training program. Thus, the need for the

government and partnership basically emanates from the fact that education. like other



development sectors, is a collective endeavor that demands the full involvement of its

stakeholders.

2.3.3.2 Monitoring and Evaluation of the Skills Training Program

Monitoring and evaluation are closely interrelated process in program checking
mechanisms, and sequentially monitoring creates a condition for evaluation and timely
decisions making. In any organization, monitoring and evaluation should be well
designed and systematically executed to achieve the goals and objectives of the
organization (Fikre, et al, 1999:65). Thus. monitoring and evaluation are a systematic
ways of controlling, checking and assuring the effective implementation of the program

in any organization.

Monitoring is a regular over-sight of the program implementation which looks to
establish the degree to which inputs, work schedules, other actions, and target outputs are
going on according to the plan (Mamo et al, 1998:41). Evaluation (formative and
summative), on the other hand. is an assessment of planned, on-going or completed
intervention to determine the relevance, efficiency, effectiveness, impact and
sustainability of the program. Both of the two focus on the progress and improvement of

the program so that one creates suitable conditions for the other (Samuel. 1998:35).

Currently, monitoring and evaluation have great attention in the development and
implementation of educational programs in general and non-formal training in particular
(Magnen, 1991:118). They are concerned with improvements of the current situations
and that of the future activities of the programs. They assess the goals, methods, inputs,
outputs, and other activities which are related with the NFST programs (Hildebrand,

1994:68).

Among the various models of evaluation, participatory evaluation is more suitable to the
context of NFST programs. Since this kind of evaluation is a method of encompassing
evaluation as part of a process of planning of NFST programs in which the target groups

are the center of the training programs (Meleko & Betz, 1995:26). It also focuses on the



relevance and effectiveness of the existing training program and its future outcome

(Kassahun, 1997:13).

In the process of participatory evaluation. the training program coordinator /facilitator is
expected to help trainees can decide what to evaluate and when to evaluate. To make
fruitful evaluation. program coordinator/facilitator, trainers and target groups as well as
other concerned bodies have to participate in disseminating information in the program
(Guluma, 2002:42). Moreover, on the delivery of the highest possible quality of training
services to the beneficiaries, especially adults and youth, Knowles (1980: 202) argued
that program evaluation has two principal purposes which are organizational and program
improvements. The organizational operation improvement includes planning process.
structure. decision making procedures. personnel, finance, facilities, recruitment, training,
public relations. and administrative management. And program improvement includes

objectives, client, methods and techniques, materials, and quality of training outcomes.

2.4. Practices of Non-formal Skills Training programs

The primary output of the education system is an educated and a skilled human power.
These skilled people are supposed to enhance productivity and contributed to the overall
development of the society with the improvement of general quality of life of a given
society. This shows the interconnection between education/training, development, and the
living standard of the community. Thus, it is essential to train the community so that they
could change their way of doing things and their behavior to participate in developmental
activities. This means, life improvement depends on the proper training of the people for

particular purpose.

To realize the above concept, the non-formal education program which include NFST
program is one of the means to achieve the end. In this regard, there are millions of adult
and non-formal training centers and institutions that operate allover the world. As stated
by UNESCO (in Million, 2006:43), while some training centers with fresh prospects are
being opened to create the learning access and equity, most of them are being closed due

to insufficient and non-effective management and organization systems. As a result,



nearly 23% of adult population of the world (one billion adults) do not read/write and
even do not make the simple arithmetic operations. Many of these lack basic knowledge
and appropriate skills they need to be responsible for efficient workers and active
citizens. In the issue of non-formal training programs. the practice/experience of some

countries has been presented in this part.

Different countries employ various types of non-formal education and training programs
depending on the specific needs and situations. Available research reports indicated that
the programs of non-formal education can be organized and managed by different groups
in a society. agencies, governments, and others. In developing countries, governments
play key role in organizing different kinds of non-formal training programs. As pointed
out by Carron & Hill-Carr (1991:55), various groups that offer such program in a given
country can generally divided in to two major sectors: the public sector (government
ministries and institutions) and the private or non-governmental sector (enterprises and

profit making/non-profit making organizations).

In Africa, during the 1960s and 1970s, formal education systems underwent a period of
rapid expansion (Bishop., 1989:80). Within the last decade, the limits of expansion begun
to emerge first as the education component of national budgets reached and exceeded
feasible limits, and second as the problem of unemployed school leavers. In this setting,
the interest in non-formal system of education and training arose from a sense of urgent
needs to provide access of education for large rural populations with little or no chance

for formal schooling (Adekanmbi & Modise, 2000:160).

The result is a diversity of pragmatic schemes on non-formal training programs which
involved independently in different African countries (Belle, 1986:232). In rural areas,
the emphasis has been on agricultural skills, functional literacy, local crafts and other life
related skills. For instance, the Botswana Brigades and the Kenya Village Polytechnics
were designed to provide productive ways of integrating primary school leavers in to the
process of rural development. As Wana (1999:70) indicated, these two non-formal
training program models evolved from small projects at the local level, and they grew on

the process for the purpose of solving the problems of the local people.
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In Botswana Brigades, combined productive works used as a learning process and as a
source of revenue. A small core of developmental courses supplemented the training and
practical experience in building, farming tanning and other rural crafts. The program was
designed not only to provide trainees with useful practical skills. but also to help them
bridge the difficult gap between training and productive employment after training. The
Kenya Village Polytechnics provide a parallel example grounded in the Kenya
philosophy of self-help. Skill training courses were run in trades known to be in demand
in a particular area. Although the training programs of both Kenya and Botswana were
non-governmental, gradually they grew to the point where there was some support and

co-ordination from the government (Adekanmbi & Modise, 2000:158).

In most African countries, there are a wide variety of vocational and skill training
programs. Most of theses programs are very small, and are typically found in a capital
city or in a large provincial town and often have trouble placing their graduates. Such
efforts are usually supported by a ministry or a private organization, and are not part of a
coordinated national effort to train skilled workers (Habtamu, H/Giorgis & Wanna,

1999:10).

Another approach to non-formal education programs is found predominantly in Latin
America. In this continent, there has been a relatively long history of development of
non-school educational activities, often in the non-governmental sector as stated by Bock
& Papagiannis (1983:96). Two models of non-formal education are notable in this
context: the development of network of national skills training centers for modern
industrial skills, and a widespread diffusion of radio schools for educational purposes.
The skills training centers are exemplified by the early approaches in Brazil in an
organization known as SENAL, and are now found in many countries in Andean Latin
America. These programs are characterized by residential skills training courses of
varying length, are financed by payroll or other taxes on industries, and are run by
institutions which are completely separate from the formal school system (Belle,

1986:228).



However, in developing countries, most of the rural non-formal skills training centers
face many difficulties in the training of youth and adults. Some of the many challenges
which were pointed out by World Bank (1996:200) include inadequate financing and
other resources, weak training systems, low coordinators’ qualifications and untrained
trainers. weak information linkage with employment opportunities and marketing, lack of

credit services and incentives, weak management and organization system, and others.

In sum. from the many causes of low effectiveness of NFST programs, Coombs and
Ahmed (1974: 145) mentioned three points such as the inhibiting effects of traditionalism
uniformity, failure to investigate sufficiently the training needs and circumstances of the

intended clientele, and lack of follow-up support to trainees.

Inline with the above problems, Burckhardt (1999:19) gave some solutions as
recommendations which include necessary and need-based training contents, and better
organization and management practices should be exercised in the skills training centers

in order to achieve the objectives of the programs effectively and efficiently.

2.5 The Development of NFST Programs in Ethiopia

As Mamo and Teshome (in Agidew et al, 1995:4) observed that Ethiopia is one of the
unique countries in the continent of Africa with its own alphabet dating back to 325 AD.
These writers also mentioned that such situation enabled the Ethiopia Orthodox Church

to established one of the oldest school system in the world.

Until recent decades, many churches and monasteries were important training/learning
centers since the introduction of Christianity. Accordingly, in 1893, Emperor Menelik 11
issued a proclamation emphasizing that religious institutions should teach the art of
reading and writing to all children whose age is above 6 years. In 1955, Emperor Hile
Sellassie also issued a government notice to the effect that all citizens between age 18-50
years should learn the skills of 3Rs (reading. writing and numeracy) (MOE, 1972:44). As
a result of the issuance of these and other procedural proclamations, adult literacy and
non-formal basic skill training programs were encourage and supported by the

g()vemment.
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Adult Education, literacy, and basic skill training programs in Ethiopia were started in an
organized way in 1960s by the government, non-government agencies and religious
bodies (Agidew et al, 1995:5). In an attempt to coordinate those programs, the
government established Adult Education and Literacy Division in 1967 within the

department of formal education in the Ministry of Education.

In relation to adult and non-formal education, the program was regarded to be an
important component of integrated strategy of educational development. Hence, it
envisaged to fulfill for the educational needs of the people and to serve coordinating
education with other rural development (MOE, 1972: 8). The program content was
intended to address functional literacy. occupational skills, social and cultural
development. In general, it was an encouraging approach in successful non-formal

education and training activities.

After the 1974 Ethiopian Revolution, the new regime was decided to launch a massive
nation wide literacy campaign and the Department of Adult Education was established in
1979. Along with the campaign. many NFST centers like Adult Training Centers
(currently called CSTCs) in rural areas were established for the purpose of giving and
developing appropriate technologies by the provision of non-formal skill training
programs. In Ethiopia, CSTCs were officially started in 1975/76. According to the
official documents (MOE. 1988:2). the main objectives of these training centers were to
provide the rural population with knowledge, skills and attitudes for an effective

participation in the over-all developmental affairs of the country.

The current government of Ethiopia (i.e FDRE) of ETP as approved in 1994 also
emphasized that the non-formal education should focus on literacy, numeracy.
environment, agriculture, health, handicraft skills, and others (MOE, 1994:12). To this,
the Ethiopian ESDP III gives a better emphasis to adult and non-formal education
programs which create fertile ground for NFST programs to adults and youth for the
purpose of self-employment and introduction of appropriate technology throughout the

country (MOE, 2005:18).



As part of non-formal training programs. rural NFST centers like CSTCs can promote
rural development in a number of ways. More specifically, as stated by (Mulate &
Wolday, 2000: 104-105). the non-formal training centers (i.e CSTCs) can contribute to
the utilization of locally available resources as a basis for self-reliant development of
villages, the production and testing of the adaptability of simple agricultural tools and
home furnishing equipment and energy-saving devices, instruction of basic and
functional literacy programs, formation of cooperatives like MSEs, and establishment of
communal workshops for production purposes as well as establishment of repair and
maintenance services in some rural areas. In addition, the training centers can also help
for social and economic awareness of the rural workers as well as MSEs

operators/practitioners.

However, as stated by Burckhardt (1999:20), the major problems of the CSTCs to offer
non-formal skills training programs include: not demand-oriented training rather offer-
oriented. lack of market analysis, absence of additional necessary skills like commercial
skills, social skills not well considered during trainees selection, not facilitated credit
schemes, poor linkages between centers and Woreda concerned bodies, lack of
transparency during trainees selection, and so on. On the contrary, a standard CSTC has to
follow certain steps in organizing and managing market oriented NFST programs. The 10
steps stated are orderly include situational analysis, market analysis, training needs
assessment, institutional analysis, annual training program, criteria and procedures of
trainees selection, trainers recruitment, training curriculum, management and training

program, and monitoring and evaluation (IIZ/DVV, 2008:48).

2.5.1 Organization and Management of NFST Programs in Ethiopia

Many countries such as Botswana and Thailand have the Department of Adult and Non-
formal Education which is under the Ministry of Education to organize and manage those
programs at the central level. Likewise, Ethiopia had been set-up the Department of
Adult Education under the Ministry of Education, but now it exists as a Panel level in the
name of Adult and Non-forma Education Panel under the Department of Gender and

Development to undertake the NFET programs at the central level. In line with this.

34



several countries including Ethiopia have attempted to establish a structure of
Coordinating Committee at various Administrative levels so that the beneficiary
communities may involve in the organization and management activities of non-formal

training programs (OESPO, 1999:25).

Moreover, in the provision of NFET programs, an intimate collaboration and
coordination among various stakeholders is very essential since partnership can mobilize
more resources for the program. With this regard, by realizing the importance and
significance of coordination on the program. a National Adult and Non-formal Education
Management Body was established in Ethiopia at the National/Federal level with
members of relevant ministries which include MOE, MOARD, MOH, MOWA. MOYS.,
and MOLSA (11Z/DVV, 2007: 37).

As noted by Bhola (1988:213), the organization and management of NFST programs
become more effective and efficient if most activities to be delegated to the Regional or
District level in favor of the active participation of the efforts of various training program
providers, beneficiaries and the community. In Ethiopia. the governance of CSTCs that
offer non-formal skills training programs varies from region to region. For instance,
CSTCs are governed by TVET Agency in Oromia, by TVET Commission in Tigrai, by
MSEIP Agency in Amhara, and by REBs in the rest Regional States of the country
(MOE, 2008:24).

2.5.2 An Overview of the Organization and Management of NFST

Programs in Amhara National Regional State

Under the Federal System of the Government of Ethiopia, education and training is a
shared responsibility of the Federal Government. Regional States and Woreda
Administrative Councils. The MOE gives technical and policy support to Regional States
and manages University Education. Regional States and Woreda Councils have the
mandate to run formal and NFE programs (MOE, 2008:27). ANRS is one of the nine

regions in the country, which has considerable authority and responsibility to exercise
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and discharge the activities through its councils at Regional, Zonal, Wroeda and Kebele

levels. As a result, implementing NFET program is one of the activities of the Region.

Since the formulation of PASDEP in the country, eradicating the problems of illiteracy,
hunger and malnutrition and thereby maintain sustainable development of the society is
given due concern. As a part of this huge task, provision of basic education which is the
priority area of the education and training policy and a key issue in poverty reduction
strategy has also obtained major attention in ANRS. As result, NFE programs which
include NFST for youth and adults have to be made available in order to reverse the
situation of illiteracy and help youth and adults to be equipped with problem solving
skills. The programs that have been provided under REB include adult literacy and
handicraft skills and basic/appropriate technological skills training. The target groups of
the training programs include the people those whose age were above 15 years (i.e. adults

and youth) (ANRS, 1997:3).

Until 2003, there were a total 410 CSTCs in the country, and out of which 113 training
centers were in ANRS. In between 1985-1997 E.C, 46.133 adults and youth have taken
training by 300 trainers from 73 CSTCs in the Region. The types of skills that the
training given were sewing, knitting, weaving, metal work, carpentry and pottery in order
to enable the target groups to improve their skills, to increase their social participation
and to benefit themselves from appropriate technological innovations (IIZ/DVV,

2007:39).

Before 2006, CSTCs that deliver NFST programs for the rural community were under the
supervision of REB in ANRS. On October 2006. through the directives of Regional
Government Cabinet, the community skills training centers (CSTCs) were transferred to
MSEIP Agency, which is under the ARBTI. After taking the management responsibility
of CSTCs, the MSEIP Agency has taken some remarkable actions which include the
structure of CSTCs, revitalizing their objectives, and redesigning the manpower of the
centers. In addition, the Agency aims to make the CSTCs as “the incubation centers of

resources and technology™. It was also announced that the Agency has developed new



training guidelines which could be revitalized by the participants. (I1Z/DVV. 2007:50).
Meanwhile, the woreda CSTCs are directly responsible to woreda MSEIPOs.

From this structural set-up, it is possible to understood that the possible roles of CSTCs,
which are called NFST program centers (in this study), in expanding self-employment
opportunities and sources of income through marketable skill products and improved
agricultural practices for the entrepreneurs who are engaged in MSEs. In this regard, the
target groups or beneficiaries of those training centers are school dropouts, deployed
soldiers. orphans, as well as working people who look for in developing their existed
skills and enhance their chances in the labor market. In short, the beneficiaries are

unemployed and/or underemployed youth and adults.
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CHAPTER THREE
RESEARCH METHDOLOGY AND PROCEDURE OF THE STUDY

3.1. Research Method

The descriptive survey method was selected as appropriate for this study. As explained
by Best and Kahn (2003), a descriptive survey method is concerned with conditions that
exist. opinions that are held, processes that are going on and effects that are evident or
trends that are developing. In addition, this method helps to gather data from a relatively
large number of cases within a limited period of time. And this also helps the researcher

to have data collected from a relatively wide area of the Zone.

The researcher of this study followed a mixed research design to collect, analyze and
interpret different but complementary data. To do this, the quantitative and qualitative
approaches were used. For the purpose of quantitative aspect, closed—ended
questionnaires were used by the application of cross-sectional survey method to collect
relevant data from the selected sample groups. In the case of qualitative method, semi-
structured interview, direct observations and document assessment were employed to get

in-depth information about the existed situation of the studied problems.

3.2. Sources of Data
The data used for this study can be classified into two (primary and secondary) sources.

Primary Data Sources: The NFST program trainees and trainers, coordinators of
CSTCs and their deputies, experts and heads of Zonal and Woreda MSEIPOs were used
as sources of primary data. In addition, the data were collected through checklists by
observing the actual situations of CSTCs to offer NFST programs were taken as primary
data sources. Former graduates of CSTCs were also included as primary sources. All
these are the most important agents who have better information about the skills training

programs provided at CSTCs in the Zone.



Secondary Data Sources: The secondary data were obtained from documents, work
plans, reports, letters and others of Regional MSEIP Agency and Zonal and Woreda
MSEIPOs. In addition, the documents of the former administrators (responsible bodies)
of CSTCs such as ZED and WEOs were also considered as sources of secondary data.
Moreover, the relevant reviews of literatures (books, journals, research papers, published
and unpublished materials) were examined as secondary sources to help the study could

be meaningful.

3.3 Sample Size and Sampling Techniques

In the study area (SGAZ), there are about eleven Woreda from which nine of them have
CSTCs offering NFST programs. Out of the nine Woredas with CSTCs offer NFST
programs, five Woredas (namely Fogera, Lay-Gaint, Dera, Libo-kemkem and Ebinat)
were selected using random sampling that is by lottery method. This technique helps to
give equal chance for each Woreda of the selected Zone to be included in the sample.

The sample Woreda CSTCs from the total CSTCs in the Zone is 55.56%.

With regard to sample subjects, the study included trainees (target beneficiaries). trainers,
CSTCs coordinators including deputies, and experts of MSEIPOs (in Zone and Woreda).
The total sample size of the respondents was about 122 (from Zone & Woreda MSEIPOs
12 experts, 10 CSTCs coordinators including deputies, 10 trainers, and 90 trainees).
Purposive sampling technique was employed to experts and coordinators since they are
the key informants of the study. In addition, available and simple random sampling
techniques were applied for trainers and trainees respectively. This is because the sub-
population of trainers is relatively low and all members were not accessible during data
collection. And, the sub-population of the trainees was relatively high. The total sample
size of the trainees was determined based on the explanation of Best and Kahn (2003),
“an ideal sample size of a target population should be large enough to serve as an
adequate representative but small enough to manage in terms of time, money, manpower
and complexity of data analysis”™. Accordingly, the target populations of trainees
(beneficiaries) in this study were one hundred seventy (170). From this, ninety (90)

trainee respondents were selected which 1s about 52.94% of their total population.



Besides, the heads (six in number) of Zone and Woreda MSEIPOs were also included in
the sample for this study by using purposive sampling technique since they are the
responsible bodies for CSTCs. The following table shows how the total sample

respondents were drawn from each Woreda CSTC.

Table 1: Sample Distribution of Respondents

Sample Groups Sample Size in Woreda CSTCs

(Subjects) Lay- Libo- Total
Gaint Dera | Fogera | kemkem Ebinat | Sample
Trainees 25 15 20 15 15 90
Trainers 2 2 2 2 2 10
CSTCs Coordinators & Deputies 2 2 2 2 2 10
Experts of Woreda MSEIPOs 2 2 2 2 2 10+2*
Sub Total 31 21 26 21 21 122
Heads of MSEIPOs (Zone& Woreda) | 1 1 1 | S+1*
Total 32 22 27 22 22 128

* 2 Experts and | Head from Zone MSEIPOs

3.4. Instruments of Data Collection

Questionnaire:- The questionnaire is preferred in enabling to gather data about the
practices and problems of the skills training programs for a large number of respondents
at a time. With regard to this, three sets of questionnaires were prepared to collect data
from three groups of respondents (coordinators & experts, trainers and trainees). One set
for each group. With regard to the contents of each questionnaire’s questions for each
group of respondents, most of them were similar with some differences. To gain all the
possible information from the respondents, the questionnaire included both open-ended
and close-ended items. In the questionnaire. such key contents were presented: trainees
and training issues, governments and other stakeholders’ role, management and
organizational functions, CSTCs capacities and others which were related with the

problem.

Interviews:- An interview guide is a list of questions or issues that are to be used in the
process of interviewing. It provides topic/subject areas on which the interviewer is free to
explore, probe, and ask questions about the issue. Thus, semi-structured interview was
employed to collect factual and detail information from the heads of MSEIPOs at Zonal

and Woreda levels. The key issues of the interview questions include the current
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condition of NFST programs provided in CSTCs related with organization and
management aspects, the role of difterent stakeholders, the contributions of CSTCs for
multi-dimensional development and the like. To sum up, since the main purpose of
interview is to get additional information from the higher responsible bodies, the key
contents of the questionnaire were also included in the interview questions briefly in

order to supplement questionnaires” responses.

Observation:- This was made at each of the selected CSTCs by using a checklist.
Mainly, the observation was focused on the availability and quality of resources (human
and non-human) that could reflect the overall institutional capacity of CSTCs to offer the

NFST programs.

Document Analysis:- Different available documents (published or unpublished) which

are related with the subject were used to attain the purpose of this study.

3.5. Pilot Study

To increase its validity, the questionnaire was also administered to some of the
researcher’s friends and he obtained important feedbacks from them. Before the final
distribution of the questionnaires, a pilot study was carried-out in one Woreda CSTC (i.e
Farta Woreda) which was not included in the sample of the study in order to test and
made corrections. Thus. the questionnaires were distributed to the sample respondents of
the pilot study Woreda. After the return of the questionnaires, vague and ambiguous
statements (i.e way of rating the levels of problems in all tables’ questions) were
corrected, and the necessary adjustments were made. During the pilot study, the
researcher has also received constructive comments from the respondents. After the
instrument of questionnaires were improved and designed based on the suggestions and

recommendations gathered, the final distribution was made and administered.

3.6. Procedures of Data Collection

Data were collected simultaneously by using the above four data collection instruments

as indicated in the above. To collect and administer the data from the field. the first task
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of the researcher was to inform the responsible bodies in order to conduct the data
collection process and to get the necessary supports. Then, five assistant data collectors

were selected and oriented from each selected Woreda.

Next, the questionnaires were distributed and then collected them from each woreda
respondents by the assistance of data collectors. Then, the student researcher of this study
collected those questionnaires from his assistance data collectors. Besides. the researcher
conducted an interview with the heads of Zone and Woreda MSEIPOs, by assuming these
key informants have knowledge and relevant data with regard to the research problem.
Besides, the entire sample training centers (5 in number) were also observed by the
researcher and the necessary information has been gathered based on the checklists.
Finally, the collected quantitative and qualitative data were tabulated for analyze and

interpretation based on the basic questions of the study.

3.7. Methods of Data Analysis

Depending on the nature of the collected data through questionnaires and interviews (for
the heads of Zonal and Woreda MSEIPOs), different statistical techniques were
employed in the study. Those data were organized, summarized, analyzed and interpreted
both quantitatively and qualitatively. To analyze the quantitative data, percentages and
frequencies, mean values, independent sample t-test, and chi-square test were used by the
help of SPSS of Version 15. These statistical tests were used for the purpose of testing
different variables in order to identify and understand the significant differences between
the respondent groups. In all cases. the differences obtained were tested for statistical
significance at alpha level (o) of 0.05 in 2-tailed direction and the statistic books tables.
Besides. the analytical process of the qualitative data was narrated qualitatively using
words, phrases, statements and paragraphs obtained from interviewees and open-ended
questions. Hence, the qualitative data was used as the complement of the quantitative

data.



In the procedure of the analysis of the study. each item was evaluated on the bases of how
well the levels of the problems were rated by the respondents. According to
Krishnaswami & Ranganatham (2007: 242), the most popular scale using this approach is
Likert Scale of Sammated rating, which was produced by the person’s name called Reinis
Likert. This scale is designed to measure the level with which a problem is expressed by
the respondents. In cases where the Likert scale was applied, the mean values for each
statement has been computed by converting the categorical responses to numerical scales,
where values ©1,2.3.4 and 5” represented for “very low™, ‘low”, * medium”, “high”, and
“very high™ respectively. For analysis purpose, the respondents’ responses were rated as
1.49 and below (very low), 1.50-2.49 (low), 2.50-3.49 (medium), 3.50-4.49 (high), and
4.50 and above (very high) in order to identify the range between in each level.
Therefore, the mean values below 2.50 were taken as weak (threats) and above 2.50 were
taken as strength (opportunities). Moreover, the mean values were also used for further

statistical analyses for significance differences of opinions among the respondent groups.
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CHAPTER FOUR
PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA

This part of the study deals with the presentation, analysis and interpretation of data
gathered through questionnaire, interview, observations and document assessments.
Before analysis, the collected questionnaires’ response rates and completion errors were
examined. As a result, out of 90 trainees respondent questionnaires (Type III),
85(94.44%) of them were returned. From the respondents of trainers (Type II) and
coordinators & experts (Type 1), all of the questionnaires (100%) were returned. Then.
the collected raw data have been analyzed using both quantitative and qualitative
techniques. In the quantitative aspect, the analysis process uses both descriptive and
inferential statistics. Where as the qualitative aspects have been employed using words,

phrases and statements to strengthen the quantitative data.

4.1. Characteristics of Respondents

In this study, the sample members constitute trainees, trainers, coordinators of CSTCs
and training experts who are working in MSEIPOs at Zonal and Woreda levels. The next

table shows the distribution of respondents in terms of age and sex.

Table 2: Distribution of Respondents by Age and Sex

. Respondents Groups
& S Trainees Trainers Coordinators & Total Respondents
2g (N=90) (N=10) Exptety (N<322) (N=122)

5 Male Female Male Female Male Female Male Female Total

f % f % | f] % | f|% |f| % || % |f| % f Yo f %o

16-25 29 | 322 30 | 389 | 2 200 1| 10 4182 |31 [ 254 40 | 32.8 71 58.2
26-35 il [ 122 10 111 | 3 I B[ 30 T 38 B T36.[ 2 | 172 16 | 13:1 37 30.3
36-45 2 22 1 10 7 1308 45| 8| 6.6 3| 23 11 9.0

=46 3 3.3 3| 25 3 2.5
Total | 43 | 478 | 47 | 522 | 6 | 60 | 4| 40 | M4 | 63.6 | 8 | 36.3 | 63 | 51.7 | 59 | 484 | 122 100

f(frequency))

As can be seen from Table 2, among the total number of the sample population, the
female respondents account for (48.4%). This is almost proportional in comparison to the
male respondents which account (51.7%). Among the total number of trainee
respondents, the number of females (52.2%) is relatively higher than the male ones

(47.8%). This reveals that females are more involved than males to attend different
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training courses in the training centers. On the contrary, the male respondents are
dominant from the group of trainers and coordinators & experts. From the table above,
the proportions of females as trainers and as coordinators & experts are 40% and 36.4%
respectively. From this one can observe that the participation of females in the field of
NFST programs is low in comparison with males, and this might hinder the participation

of female trainees (beneficiaries) in the training centers.

Regarding to the age of trainees, majorities of trainees (71.1%) are found in the age
category of 16-25 years. This reveals that the trainees are youth and these are active
productive age groups which shows the employment demand of young people is high.
This shows that as the age increases the number of trainees involved in NFST centers
decreases. In case of the respondent groups of trainers and coordinators& experts, about
(50%) of them are found in the age range of 26-35 years. This indicates that half of them
are young adults and who have learned a lot from life by interacting with the members of
the society. Hence, the populations who are included in the sample are believed to have
the maturity to realize and comment about the situation of the organization and
management of skill training programs in CSTCs. Therefore, the information obtained

from these groups of respondents is very significant to the study problem.

The other important factor that could be considered under the characteristics of the

sample populations was the educational profiles of the respondents as stated in Table 3.

Table 3: Respondent’s Distribution by Educational Level

Respondent Groups

Educational Trainees Trainers Coordinators& Experts Total
Levels (N=90) (N=10) (l"i=22) (N=122)
M F Total M| F Total M F Total M &F
, f f | % F f % f f|f % i %
Unable to read& write

Grade 1-4 8 8§ | 89 3 6.6
Grade 5-10/12 32 25 571633 3 3 30 60 49.2
Grade 10/12 complele 3 22 25 | 278 ) 2| 2 4 40 1 1 4.5 30 24.6
Certilicate in TTUTVET [ | 2 3 30 2 2 9.1 5 4.1
College Diploma 1| 4 5 22.7 5 4.1
BA/BSc or MA/MSc 10| 4 14 63.6 14 11.5
Total 43 47 90 | 100 | 6 | 4 10 | 100 14| 8 22 99.9 | 122 | 100.1

fifrequency), M{Male), F(Female)
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As reported in Table 3, the educational profiles of the trainees represent from Grade-1 to
Grade-10/12 completed, and there was no illiterate (unable to read & write) trainees are
found in attending skills training programs conducted in the training centers. This
indicates that the selection criteria of the trainees have taken all those who are literate.
Meanwhile, the majority of the sample trainees (63.3%) are found under the category of
Grade 5-10/12 educational level as shown in Table 3. From this, one can conclude that
most of the target beneficiaries (trainees) are formal school dropouts as well as
unemployed youth/adults. Besides, the trainees’ educational background shows that the
potential of trainees to train/acquire the given skills in a short period of time seems

relatively good.

As can be seen from the above table (Table 3), 40% of the trainers have completed the
secondary level of education. This reveals that trainers are relatively better than their
trainees in academic concepts. Thus, it is expected that their mutual relationships might

be smooth and this has a positive influence for the success of the training program.

With regard to educational profile of the coordinator & expert respondents, Table 3
indicates that the educational status of coordinators and experts who are working in
training positions fluctuates across different levels starting from Grade 10/12 completed.
This seems to imply that the coordinating and training positions of the training centers
and MSEIPOs are covered by those who have better educational backgrounds. Moreover,
among the 22 respondents of CSTC coordinators & training experts in MSEIPOs, the
majority (63.6%) of them are degree holders. To help adults/young people to learn/train
well, coordinators and experts must require adequate skills and knowledge in the field of
adult and non-formal education. The above findings reveal different reality from what
Hope & Sally (1992:65) stated that NFST program is known to succeed if managed by
the frontline coordinators and training experts who have appropriate educational

qualifications and work experiences as much as possible the program required.
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Concerning to the discussion about the work experience of respondents. the next table
(Table 4) presents their service years of the two groups (trainers and coordinators &

experts) serving in their current positions.

Table 4: Respondents by Work Experience (Years of Service)

Years of Service Trainers Coordinators & Experts Total
(N=10) (N=22) (N=32)
f Yo )i Yo f Yo
LLess than 3 years 6 60 7 31.8 14 43.7
3-5 years 3 30 3 13.6 6 18.8
6-10 years | 10 2 9.1 2 6.2
11-15 years 3 13.6 3 9.4
16-20 years 4 18.2 4 12.5
More than 20 years 3 13.6 3 9.4
Total | 10 100 22 99.9 32 100

f(frequency)

As depicted in Table 4, most of the trainers (60%) of them have served less than 3 years
in skills training program at CSTCs as trainer which may be inadequate for training
young people and probably the experienced adults. On the same table, 30 % of the trainer

respondents have work experience ranges from 3-5 years.

Regarding to the respondents of CSTCs’ coordinators and training experts of MSEIPOs.
the majority of them (68.18%) have more than 6 and above years of services in their
current positions while 31.82% of them have the experience of less than 3 years.
According to the indicated figure. most of the coordinators and experts have good work
experiences to give information about the problem of study. Hence, their experiences in
their current positions show that the data gained from these respondents have been

relevant for the under investigated problem.
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4.2. Analysis and Interpretation of Data on the Organization and

Management of NFST Programs

In this part, the key issues that could mainly addressed include the status of NFST
programs in the study area, the organization and management of NFST programs, the
institutional capacities of the training centers and the problems that hindered the training
programs of CSTCs in the Zone. In doing this, descriptive and inferential statistical tests
were used to see the situations of the problem by the division of different tables. Hence,
the collected data were analyzed using frequencies, percentages, mean values, t-test and

chi-square test.

4.2.1 The Current Status of NFST Programs Offered in CSTCs in SGAZ

Under the status of NFST programs, the objectives of CSTCs, stalf working interest.
knowledge and training acquisition, types of target groups and the skills training,
communities and beneficiaries attitude, stakeholders involvement in supporting the
programs and other similar issues were addressed to analyze and interpret the collected
data through quantitative and qualitative methods. Thus, the issues were indicated in

different tables as shown in the following.

According to the information obtained from documents review. the general objective of
NFST programs (i.e. CSTC programs) was to improve the living standard of rural people
by up-grading their working methods and providing relevant knowledge and skills related
to their life. With this regard, developing the level of indigenous skills and introducing
new skills and intermediate technologies in rural areas was the main purpose of the
establishment of CSTCs in Ethiopia. Hence, the NFST program is not intended for wage
employment, but rather for self employment and community development (MOE, 1988).
Accordingly, interview questions were prepared to look for information on the current
status of NFST centers in the study area and the main purpose of transferring the training
centers from REB to MSEIP Agency in ANRS since 2006. The questions were “what is
the current status of NFST programs provided in CSTCs of SGAZ?” And, “what is the

main objective of transferring CSTCs from education sector to MSEs in the Region?”
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These questions were presented to the interviewees (Heads of Zone and Woreda

MSEIPOs). The respondents have given their responses and summarized as follow.

“Currently, MSEs play a significant role in case of job creation employment
opportunities for young adults. On the other hand, unemployed young adults
can engage in different kinds of MSEs or informal sectors by creating their own
Jobs for the purpose of improving their livelihoods. And, the MSEIP Agency has
been established with the mission to facilitate conditions by which MSEs
development activities could get the necessary supports lo expand them and the
sector could play significant role in the development of economy as well as to
coordinate and encourage institutions which are involved in similar activities.
One of the mandates of the agency is providing skills training programs in
order to support the existing entrepreneurs and new entrants to the sector. In
order lo provide the training and supporting services at Woreda level, the
agency had no any training center/institution. This creates a good condition in
order to select CSTCs for the specified purposes. Therefore, by considering the
objectives of these centers of training, the Amhara Regional Government
Council had decided to transfer CSTCs from REB to MSEIP Agency.

About the working interest of trainers who are working in CSTCs, coordinators of CSTCs
and training experts in MSEIPOs in relation to skills training programs in CSTCs and

their current positions, knowledge and acquisitions were discussed on the next table.

Table 5: Respondents Working Interest, knowledge in youth/adults Training, and Training Acquisitions

Respondent Groups
Items Trainers Cord.&Exp* Total . XZ
(N=10) (N=22) (N=32) | .
f %o f % f % | ev | df p-value
i.The level of interest on Medium 2| 20 6 27.3 8 25.0 | i
their work High 4 a0 1 s00] 15| 469 1021 | 2 600
Very high 4 40 5 22.7 9 28.1
ii. Requirement of special Yes 71 70 18 81.8| 25| 78.1 | .562 1 454
training to train adults No 3] 30 4 182 | 7 21.9
ii.Acquisition ~ of  on-job | Yes 71 70 16 727 | 23 719 | 0.025 I 874
training No 30 30 6 27.3 9 28.1 | |

Significance difference if p<0 .03 (2-tailed), OR the calculated value(cv) is greater than the critical/table value. The
critical/table value is +3.99 for df=2, and +3.841 for df=1.
* Cord. & Exp.(Coordinators and Experts)

As indicated in the first item of Table 5, all of the respondents’ interest of work of both
groups have medium and above medium in their current positions. More specifically,
majorities (46.9%) of the two groups have high working interest. The chi-square test also
shows that there is no statistical significance difference at 0.05 between the two groups.

where the calculated value 1.02 is less than the critical value £5.99 of 2 df (or the p-value
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0.6 greater than 0.05). This implies that both groups have similar interests in their works.
However, coordinators and experts have raised some reasons which might decrease the
working interests of CSTCs staff that need serious attention from the concerned bodies.
These include lack of clear organizational structure, poor resources in the training

centers, repeatedly turnover and inappropriate human power assignment to the center.

As it is observed in item “ii” from the Table 5, about 78.1% of the total respondents have
responded that the program of training and teaching adults and unemployed youth require
special management training. For the same question, a very significant number of
respondents (21.9%) have said that there is no need of any kind of special training to help
the adult/youth trainees or learners. For this item, the chi-square test also indicates that
the absence of statistical significant difference at 0.05, where the calculated X* value
0.562 is less than the critical value +3.841 (or the p-value 0.454 greater than 0.05). This
implies that there is no differences between the responses of the two groups concerning to
the requirement of special training to train youth/adults. This means that the respondents
approved that the nature and characteristics of adults and young people to train them

needs special training.

In another question as it can be observed from the above table (Table 5) of item “iii”,
respondents were asked whether they have taken on-the-job training or not to the tasks
they have currently performing. The data has shown that a very few percentage (28.1%)
of the total respondents have got training related to their jobs. On the other side, the
majority (71.9) of them have not received on-the-job training related to their current
positions. Even the respondents who have received training said that the training was not
enough to perform their tasks properly so that they need additional training in relation to
their current tasks. In addition to percentages, the statistical chi-square test shows that
there is no significant differences at 0.05, where the calculated X* value is less than the
table value of (i.e. 0.025<3.841). or the p-value 0.874 is greater than the significance
level 0.05), and this implies most of the respondents have not received any form of
training related to their tasks. However, the literature review argued this data as stated by

Zaudneh (1994:5) about the advantages of on-job training. The writer stated that giving
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additional trainings for the staff helps to increase productivity. improve quality. decrease

accidents, increase job-satisfactions, and the like.

One of the main conditions for meaningful participation in the training program activities

is identifying the target beneficiaries and selecting type of skills based on their needs.

Besides, the situation of trainers’ recruitment has been discussed in this part. In this

regard, questions were prepared and asked to the respondents and their responses were

summarized in the next table (Tables 6) below.

Table 6: Response on the [ssues of Target Groups, Selection of Skill Types and ways of Trainers

Recruitment System

Respondent Grou x2
Items Crd, Exp&Trainers Trainees Total
(N=32) (N=90)
7 f % % cv | @ | Pl
a. The Target School dropouts 8 25 8 25
beneliciaries of | House ladies(women) 3 9.4 3 9.4 | Not tested in X* due
the training Unemployed youth & adults 21 65.6 2] 65.6 | to one group
program Total 32 100 32 100
b. Previous FFarmer 3 33 3 33
occupations of | Daily laborer 9 10 9 10
trainees before | Jobless 53 58.9 33 38.9 >>
the training Artisan 3 33 3 33
Home lady (woman) | 8.9 1 8.9
Street youth 14 15.6 14 15.6
Total 90 100 90 100
¢, How trainees By their request 16 50 34 378 50 41.0
are selected? By kebele/cooperative 16 s0| 55| enl| 71 82| 172 | 2 424
recommendation
By other cases 1 11 1 0.8
Total 32 100 90 100 122 100
d. Bases/criteria T/groups &community needs 15 46.9 15 46.9
to select the Availability of raw materials 8 25.0 8 25.0 | Not tested in X~ due
type of training | Availability of trainers 3 9.4 3 9.4 | Lo one group
skills Market accessibility 6 18.8 6 18.8
Total 32 100 32 100
e. Trainers are CSTCs coordinators 4 12.5 4 12.5
recruited by Center Mgt. committee 3 9.4 3 9.4 =5
Woreda MSEIPO 25 78.1 25 78.1
Total 32 100 32 100
f. Trainers are Permanent 5 15.6 5 15.6
recruited/hired | Contract 27 84.4 27 844 >>
for Total 32 100 32 100
g. Main trainings Basic health education | 3.1 2 2.2 3 255
given in Family planning 8 8.9 8 66 | 468 | 4 322
addition to Resource management 74 219 24 26.7 3l 254
skills in the Basic Agriculture 2 2.2 2 1.6
centers ntrep.ship& Bus. Met 24 75.0 54 60 78 639
Basic health education 32 100 90 100 122 100

Significance difference {f p=0.05 (2-tailed), OR the calculated value(cv) is greater than the critical/table value. The
critical values for df 2 & 4 are +5.99 and +9.49 respectively.
*Crd, Exp & Trainers (Coordinators, Experts & Trainers in one group)
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As reported from Table 6 in item “a”, majorities (65.6%) of the total respondents were
answered that unemployed youth/adults are the main target groups (beneficiaries) to the
skill training programs provided in CSTCs, while the remaining 34.4% (25+9.4) of
respondents replied that school dropouts and house ladies (women) are the target groups
of the skills training programs. In fact, the school dropouts and house ladies (women)
could be included under unemployed category. This data agreed with the data indicated
from item “b” which shows the previous occupations of the trainees who took as a
sample. That is, most of the trainees who were enrolled in the training program were
unemployed people (58.9% jobless, 15.6% street youth and 10% daily laborer) and their
proportion was about (84.5%). This implies that NFST centers were mostly focused their
attentions on unemployed youth and adult people in the programs. This also confirmed
with the data obtained from the interview question respondents when the researcher asked

the heads of MSEIPOs at Zonal and Woreda levels.

The respondents were also asked the question that “How trainees are selected from the
community?” Accordingly, as indicated from the Table 6 of item “¢”, most of the
respondents (58.2%) have reported that trainces were selected through the
recommendations of kebeles, Cooperatives and other associations. And, 41% of the
respondent groups were replied that trainees were selected simply by their personal
requests. The calculated value of the chi-square test also indicates there is no any
significance difference between the two respondent groups at 0.05, where value of X’
(ev=1.72, df=2, 0.424>0.05). This is because the computed value 1.72 is less than the

critical value +£9.49 (or the p-value 0.424 is above the significance level 0.05).

From the same table in item “d”, information organized from the questionnaire revealed
that most of the total respondents (46.9%) have agreed on the criteria/bases in selecting
the types of training skills which was basically concentrated on the needs of target groups
as well as the local communities. On the other hand, a few numbers (9.4%) of
respondents responded that training skills were selected based on the availability of

trainers found in the surrounding area.



One of the factors that the strength and success of NFST programs offered in CSTCs
depends highly is the quality and experience of the trainers. In this regard, questions were
presented to the first group of respondents (coordinator, expert & trainers) about trainers’
recruitment for skill training programs in the centers as indicated in items “e & {7 of
Table 6. As a result. the majority (78.1%) of the respondents reported that trainers were
selected and recruited by Woreda MSEIPOs, while a very few said that the recruitment of
trainers was performed by CSTC coordinators and its management committee as
indicated in item “¢” of Table 6. In the same table of item “f”, most of the respondents
(84.4%) of them revealed that trainers were employed as contract, rather than permanent.
The responses obtained from interview questions confirmed this when the researcher
asked his interviewees. They said that:

“Trainers are recruited and employed by Woreda MSEIPOs through

announcement in terms of announcing board and the selected trainers

are employed as temporary (contract) only for the time of training .
With regard to the types of skills which were currently given in the centers, the researcher
had seen such trainings: tailoring, food preparation, cotton threading (7% é.44), modern
weaving, modern shoe-making and modern bread baking (bakery). Previously, however,
several skills training types were given at the centers in different Woredas as the
information obtained from the available documents. By considering this, the researcher
also asked about the types of additional trainings provided in the center for the purpose of
assisting trainees (target beneficiaries) in the work areas. As can be seen from item g of
Table 6, respondents were asked the question “What additional trainings are mainly given
in the center other than skill types?” Accordingly, from both groups of respondents, the
majorities (63.9%) of them reported that entrepreneurship and business management type
of training was mainly given in the training centers for trainees in addition to the types of
skills the centers primarily intended. The next additional training provided in the centers
was resource management, which accounted for (25.4%). The chi-square test also
indicates that there is no any significance difference within the two respondent groups’
responses concerning to the provision of additional training types to be given in the
training centers, where the calculated value of X* (cv=4.68, df=4, 0.322>0.05) at alpha

level 0.05. From this, on can conclude that the types of additional trainings provided in
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training centers are directly related with the objectives of the centers established, and the
importance of such training types to encourage and support self-employees in the area of

MSEs activities.

As stated by Solomon (1997:13), the overall objectives of NFST centers in Ethiopia were
to create sustainable conditions for social, economic and cultural progress while
contributing towards the attainment of higher living standards for people. As a result,
CSTCs were established at Woreda levels in rural areas to serve the local communities.
In this regard, questions were presented for the sample respondents of this study in order
to assess the attitudes of the local communities towards handicraft skills, centers’
beneficiaries (trainees) and even to the training centers to be established there. Hence, the
data obtained were organized in the next two consecutive tables (Tables 7 & 8) as

presented below.

Table 7: Data on Community Awareness in handicraft skills and willingness to train in CSTCs

Respondent Groups
Items Crd, Exp& Trainers* Trainees Total XZ
(N=32) (N=90) (N=122)
f % f % f % v P val.

i. Are there socially Yes 16 50 | 65 722 | 8l 664 | 5.225 | .022
neglected skill types in | No 16 50| 25 278 | 41 336
your locality? Total 32 100 [ 90 100 | 122 100
ii. Do community willing | Yes 28 875| 73 8.1 | 101 82.8

to train in the center? No 4 125 17 189 | 21 172 1 0.676 | 411
Total 32 100 90 100 | 122 100

Significance difference if p<0.05 (2-tailed), OR the calculated value(cv) is greater than the critical table value. The
critical value is+3.841, and df =1

*Crd., Exp &Trainers (Coordinators, Experts & Trainers in one group)

The data in Table 7 shows the responses of the two respondent groups for two related
questions. As illustrated in the table of item “i”, half (50%) of the respondents of the first
group (coordinators, experts and trainers) responded that the presence of socially
neglected types of skills in their localities, and the majority respondents of trainees
(72.2%) replied similarly for that question. And. from the total reépondents, most of them
said “Yes” for the presence of socially undermined/neglected skill types in their
localities. For those individuals said “Yes™ about the skills to be neglected, they also
pointed out the neglected skill types in the open-ended question such as black smith,

weaving. pottery and tannery. The chi-square test also shows there was significance



difference between the two groups’ responses at alpha level 0.05. This is because the
calculated value (cv) 5.225 is above the critical/table value +3.841 (or the p-value 0.022
is less than 0.05). This implies that there was no commonly agreed response from both
groups of respondents and the attitude of the local communities to undermine handicraft
skills varied in terms of area. From this, one can conclude that the needs of serious
attention in order to create awareness about the contributions of handicraft skills for the
livelihood improvements of individuals and community development by strengthening

intermediate technologies throughout the ANRS in general. and SGAZ in particular.

As indicated from the second item of Table 7. most of the respondents of the first group
(coordinators, & experts and trainers) (87.5%) and the second one (trainees) (81.1%)
responded positively for the willingness of the local communities to train different skills
in CSTCs. The chi-square test for the item “ii” also shows there was no significance
difference at 0.05, where the p-value (0.411) less than alpha level (0.05). This implies
that the willingness of the communities to take skill trainings was similar in all sample

training centers.

Moreover, the next table (Table 8) consists about the data with regard to the attitudes of
the local communities towards trainees and the training centers by using Lickert scale.
The rating scales are 1.2.3.4 and 5 which represent “very low”, “low”, “medium”, “high™
and “very high™ respectively. For the purpose of analysis, the mean scores obtained from
the data were interpreted as 0.05-1.49 (very low). 1.50-2.49 (low), 2.50-3.49 (medium).
3.50-4.49 (high) and >4.50 (very high).

Table 8: Rating Scales data on the Attitude of Communities and Trainees to CSTCs

Respondents’ Rating Scale X
[tems Coordinators, Experts Trainees eV P
& Trainers (N=32) (N=90) X | value
12 3 -+ 5/ M 1|2 k] 4 5 M

a. Communities attitude to | 1| 4 21 7 3303 8| 4] 51 (16| 11| 320 316 941 7.66 105
trainees and the training centers
b. Trainces awareness on | 1| 3 10| 14 (2[334| 6 2| 38| 18| 26| 3.62 | 355 | 1.08 | 18.98 001*
skill training
€. The contribution of CSTCs | 1 9 15| 738 | 8| 4| 24|37 | 17| 357 | 364 | 107 2,79 593
to the local community

Significance difference if p=0.05 (2-1ailed), OR the calculated value(cv) is greater than the critical'table value. The
critical value is +9.49. and df=.
X (Total mean value per item)
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As shown from Table 8 in item “a”, the mean values of the responses of coordinators,
experts & trainers, and trainees were 3.03, and 3.20 respectively. This indicates that the
attitude of local communities towards the trainees and the training centers was medium.
Since the calculated value (cv) 7.66 of chi-square test result is below the critical value
+9.49 (or the p-value 0.105 is above the significance level 0.05), there was no
significance difference between both respondent groups. This implies that the responses
of those respondents agree with each other for the issue of community’s attitude towards

CSTCs and the trainees to be trained in these centers.

The data on item “b” in Table 8 indicates that the mean values of the responses of
coordinators, experts and trainers, and trainees to be 3.34 and 3.62 respectively. This
indicates that the responses of the first group (coordinators, experts and trainers) and the
second group imply that the awareness of trainees towards the skills training programs
provided in CSTCs was medium and high respectively. The result of chi-square test also
shows that there was statistically significance difference between the two groups with the
value of X (18.98>+9.49 or 0.001<0.05). This implies that the level of awareness of

trainees from center to center was different in the Zone.

o6

As can be seen from the same table of item “c”, the mean values 3.84 and 3.57 were
represented the responses of coordinators, experts and trainers, and trainees respectively.
This implies that the contribution of CSTCs to the local community was relatively high.
The chi-square test also shows that there was no statistically significance differences
between the two groups with the value of X% (cv=2.79, and 0.593>0.05). This implies that
the contribution of the training centers for community development in all Woreda was
high. For this question, the information obtained from interview agreed with this
response. During interviewing, the interviewees stated that:

“Although the contribution of the training centers in benefiting the local

communities in general and (o the individuals in particular is high, they lack

a lot of things to serve as by their full capacities. Thus, if they are well-

equipped and furnished in different materials and equipment and

appropriale human resources assignment, their contributions to the local
communities in order to improve their livelihood will be very high.”
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With regard to the participation of stakeholders, most of the NFST centers (i.e CSTCs)
were established by the support of different stakeholders which include governmental and
non-governmental organizations as well as the communities in Ethiopia. To make the
CSTCs functional, different materials and the necessary equipment were donated by
different international and local NGOs like UNECEF, European Economic Commission
and others. The training programs were highly supported by different mass organizations
such as Ethiopian Peasant Associations, Ethiopian Women’s and Youth Associations
(Albinson, 1985). This implies that without the participation of those organizations. the
intended objectives of the programs can not be achieved. Therefore. the participation of
different stakeholders such as government bodies at different levels, NGOs, private
enterprises, the communities and the target beneficiaries as well is highly important for

the effective functioning of the training centers.

Hence, the next table (Table 9) discussed about this issue by rating the respondents’
responses on the bases of five rating scales. For this, the t-test was also employed to

assess significance differences of the respondents.

Table 9: Rating Responses on Stakeholders participation in supporting the Programs of CSTCs

Respondent’s Rating Scale t-test
Items Coordinators & Experts Trainers P
(N=22) (N=10) % ¥ ey | value
1] 2 3 4 5| M 1 2 3 4 5 | M
la) Community participation | 2| 4 12 4 282 1 10 1] 6 3] 320 294 80 217 -1.262
in training program
b) The support of NGOs to 7| & 6 1 2,05 1013 61| 1 1.80 | 1.97 82 | I 0.778
the training centers
c) Gov't Support for 4 71 10 1] 3.18 L2 4| 38 290 [ 3.09 | 112 | 443 | 0.655
training programs
d) Trainees involvement in 5| 7 8 2 232 213 3] 2 250 | 238 98 | 517 | -0.483
program planning
Grand mean 2.59
Standard Deviation 90

Significance difference if p<0.05 (2-tailed),OR the calculated t-value (cv) is greater than the critical/table value. The
eritical value is +2.042, and df=30).

As illustrated in item “a™ of Table 9, the mean value of the responses of coordinators &
experts was 2.82, while the mean of trainers was 3.2. In the same table of item “c”,
similar mean result has shown like item “a” which was medium from the responses of the
two groups (i.e. 3.18 for coordinators & experts and 2.9 for trainers). These data imply

that the participation of the local community and different levels of government bodies in

o




supporting and utilizing skills training programs provided in CSTCs was medium. As the
information obtained from interview, although the level of participation varied from
center to center, communities participate in different aspects like labor supports to
CSTCs and encouraging trainees by using their products which were produced in and out

of the training centers.

As shown in items “b & d” on Table 9, the values of response means of the respondent
groups were 2.05 & 1.8 (means of item *b”) and 2.32 & 2.5 (means of item “d™). These
data reveal that the support of NGOs for the training centers and trainees involvement in
skills training programs conducted in the training centers were low. The data gathered
through interview and observation confirmed these responses with the exception of a few
training centers which were obtained some financial supports during the training time
from NGOs such as dvv-international (in Lay-Gaint CSTC), Safty-Net program (in
Ebinat Woreda) and in some aspects the support of Food Security program have observed
in all sample training centers. And also the participation of trainees varied from center to

center due to different factors like internal and external institutional and other factors.

To summarize the mean results, the total mean value of the responses of the whole items
found in Table 9 was 2.59 with standard deviation 0.90. This shows that the participation
of different stakeholders (community. government, NGOs, and the trainees themselves)

in supporting and utilizing the training centers was medium.

As the data reported from Table 9, all of the computed t- values of each item are below
the critical value (+2.042). This shows that there were no statistically significance
differences between the responses of the two respondent groups concerning to the
questions of all items (*a™ to “e”") which are stated from the above. This implies that the
data obtained from the two respondent groups to each questions focusing on the
participation of stakeholders in supporting and utilizing the training programs of CSTCs

was similar. That is. the responses of the two groups were agreed with each other.
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4.2.2 The Organization and Management of NFST Programs

The organization and management of NFST programs and the training centers (CSTCs)
in the study area was the basic issue to be researched based on the design of the study.
This part addressed some points which include program planning, monitoring and
evaluation, assessment practices, management bodies, organizational structure, as well as
administrative contents and procedures. Therefore, questions were set through
questionnaires and interviews and presented to the sample respondent groups of the
study. In this regard, the summary of the responses of the questions obtained from the

respondents were presented in the following consecutive tables (Table 10-15).

Table 10: Responses on Participants of Program Planning, Monitoring and Evaluation Activities

Respondent Groups
Items Response Coor_‘d. Experts & | Trainees Total x?2
Options Trainers (N=32) (N=90) (N=122)
T % f % f % cv P val.
i. Who are the Coordinators 13 40.6 6| 6.7 19 | 15.6
participants of skills Trainees 22 | 244 221 18.0
training program Trainers 6| 6.7 6| 49| 2887* | .000*
planning? Mgt committee 41 44 41 33
Woreda MSEIPOs 19 594 | 52| 53.1 71 | 58.2
ii. Is Mon.& Evl. Yes 26 813 | 71| 789 97 | 79.5 0.81 776
conducted on prm.? No 6 18.8 19 | 21.1 25| 20.5
iil.How often Monthly | 3.1 1 0.8
monitoring & Weekly 12 375 | 48| 533 60 | 49.2 7.32 120
evaluation is Twice a month 2 2.2 2 1.6
conducted? at program end 13 40.6 | 21| 233 341279
No response 6 188 | 19| 21.1 25 | 20.5
iv.By whom monitoring | Coordinators 16 50.0 | 29| 322 45 | 36.9
& evaluation is Mgt Committee 2 6.3 16 | 17.8 18 | 148
conducted? Wereda MSEIPOs 14 43.8 | 31| 344 45 | 36.9 9.68 246
Irainers 9 10 9 7.4
No response S| 86 50 4.1
TOTAL (to each item) 22 100 90 100 122 100

*Significance difference if p<0.03 alpha level (2-tailed),OR the calculated value(ev) is greater than the critical/table
value. The critical value is +9.49 for df=4 (ltems i, it &iv"), and +3.84 for df=1(ltem "ii").

As indicated in Table 10 of item *i”, from the total respondents, majorities (58.2%) of
them were responded that Woreda MSEIPOs were the most participants involved in the
planning of skill training programs conducted in the centers. Next to this figure, trainees
(18%) and coordinators (15.6%) were the second and third participants in program
planning respectively. In line with this, the respondents’ responses also showed that a few
proportions (3.3%) replied that the training programs of CSTCs were performed by

management committee members. This implies that the role of management committee to
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perform the planning of skill training program at CSTCs was very minimal. The
researcher was also approved this from his interview respondents. The interviewees

responded that:

“The role of management committee in all aspects of CSTCs’
programs was non-functional. So, the planning of CSTCs program
was mostly performed by Woreda MSEIPOs with the coordinators
of the centers”.
This finding disagreed with the pointes stated by (Malone & Arnove, 1998:85),
which is the practices of planning, monitoring and evaluation of programs closely
connected with development and change of the programs of NFST that can be seen

as an adequately described in terms of inputs, operations, processes used and out

puts obtained

In addition to percentages, the first question as indicated on Table 10 was also tested in
chi-square test. The result of the test also shows that there is significance difference
between the respondent groups at (0=.05), where the calculated value of X (cv=28.87,
df=8, 0.000<0.05) in their responses. And, this reveals that the kind of participants who

involved in program planning were different at CSTCs.

The second item of the above table (Table 10) indicated that most of the respondents
(79.5%) were responded that the practice of monitoring and evaluation was applied on
the training programs, while the responses of a few respondents (20.5%) were opposite to
the majorities. Besides, when the respondents were asked about the application time of
monitoring and evaluation on the program in item “iii” of the same table. the majorities
(49.2%) of them responded that monitoring and evaluation was conducted in weekly
during the training time, and some respondents (27.9%) replied that such practice was
done at the end of training program. On the other hand, 20.5% of respondents did not
give their responses, and this might to imply that they may not have enough information
on that issue. Program monitoring and evaluation in CSTCs was mostly conducted by
coordinators and Woreda MSEIPOs which have equal proportions (36.9%) as indicated

in the last item of Table 10.
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For those items (items “ii-iv”)of Table 10. the chi-square test shows that there were no

significance differences between the two groups at (6=.05), where the calculated value of

X*(ev=0.81, df=1. .776>0.05), X*(cv=7.32, df= 4, 0.12> 0.05) and X*(cv=9.68. df=4.

0.246>0.05) in their responses to items “ii”,

et

111

“and “iv” respectively. This implies that

indicated that there were similarities about the practical levels of those issues in the

training centers found in the selected Zone

With regard to the management, organization and administrative systems of NFST

programs of the training centers, the summary of the responses of the questions obtained

from the respondents are presented in the following four consecutive tables (Table 11, 12,

13, 14 &15).

Table 11: Management Bodies & Organizational Structure of the Skills Training Centers

Respondent Groups t- test
Items Coordinato Experts Total
rs (N=10) (N=12) (N=22)
f % f % I % ev P
value
a)CSTCs are directly reported Woreda Council 1 10 | 4.5
to and managed by WMSEIPOs 9 90 | 12 100 | 21 95.5 | 1.101 284
Woreda Mgt Board
b)Are the duties & Yes 3 30 41 333 7 31.8 | -0.16 875
responsibilities of concerned | No 7 70 8| 66.7| 15 68.2
bodies to manage CSTCs
clearly stated?
¢)Has the CSTC a clear Yes 2 20 3 25 5 22,7 | -0.27 793
organizational structure? No 8 80 9 751 17 73.3

Significance difference if p=0.03 alpha level (2-tailed).OR the calculated value(cv) is greater than the critical table
value. The criticaltable value is +2.086, and df= 20

As it can be observed from Table 11, three important questions were presented to the

respondents (coordinators & experts) who are directly responsible and concerned bodies

about the training programs provided in CSTCs. Accordingly, the majority of

coordinators (90%) and all of the experts (100%) were replied for item “a” that CSTCs

are directly reported to and managed by Woreda MSEIPOs, while only 4.5% respondents

reported that Woreda Administrative Council was the direct responsible body to manage

the programs of CSTCs. The other question asked to the concerned respondents was “Are

the duties and responsibilities of concerned bodies to manage the programs of CSTCs
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clearly stated?” In this regard, the majorities of the two groups of respondents which
were 70% of coordinators and 66.7% of experts responded negatively to the specified
question as indicated in item “b” of the same table. From this finding, one can understand
that without clearly stated duties and responsibilities of a certain program like the

programs of CSTCs, it might be difficult to run the program in an appropriate way.

As illustrated from item “c¢” in Table 11, out of the sample respondents, 80% of CSTCs
coordinators and 75% of training experts at Zonal & Woreda MSEIPOs approved that
there was no a clear organizational structure for CSTCs, while a very significant

proportion of the two groups replied positively.

The t-test also indicates that there was no statistical significance difference between the
two respondent groups (coordinators and experts) on their responses at 0.05 alpha level,
where the p-values of the three items are above 0.05 (or the calculated values of all items
are below the critical/table value +2.086). This implies that the responses of both
respondent groups were similar from center to center concerning to the three questions

presented on Table 11.

Besides, semi-structured interview questions were sel and presented to the Heads of
Zonal & Woreda MSEIPOs. One of the questions was about the organizational structure
and management committee of CSTCs. With regard to the organizational structure. the
responses obtained from them were similar to that of the questionnaire respondents.
Concerning to the management committee, the interviewees stated that:
“Previously, there was a committee to manage the programs of CSTCs
composed of some sectors and associations at Woreda level. However, this
committee was not functional and become changed immediately to another
committee which composed of only Woreda MSEIPOs and the training center
(CSTC) by excluding other sector offices. Now, each CSTC was accountable
and reported to and managed by Woreda MSEIPO".
The result of the study showed that significant changes have been made on the
organization and management of CSTCs after the agency of MSEIP has taken it from

REB of ANRS since October 2006. After the transfer of CSTCs from REB to the Agency

of MSEIP, adjustment changes were repeatedly made in many aspects like organizational



structure, members of management committee and human power assignment. With
regard to this. the literature review stated that:
“Afier taking the management responsibility of CSTCs, the MSEIPA has
taken some remarkable actions which include the structure of CSTCs,
revitalizing their objectives, and redesigning the manpower of the centers.
In addition, the Agency aims to make the CSTCs as “the incubation centers
of resources and technology”. It was also announced that the Agency has
developed new training guidelines which could be revitalized by the
participants.” (LLZ/DVV, 2007:50).
However, the changes like assigning appropriate staff and selecting management
committee from different sectors to play their roles were not applied in practice. The
training center has been an integral part of Wored MSEIPO. Currently, the training
centers have low status since they can not stand by themselves as separate institutes. The
new structure of CSTCs should contain not less than thirteen (13) permanent staft
members. However, this could not come in to operation due to the implementation of
BPR (Business Process Re-engineering) in ANRS. Thus, the actual staff members to be
assigned in the training centers were not more than three (mostly one coordinator and two

guards) though it varies from center to center as different documents and working letters

indicated (see Appendices G & J).

In addition to Table 11, the responses of the two critical concerned bodies on the issues
of organization and management of the skills training programs offered in CSTCs were

presented by using rating scale on Table 12 bellow.
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Table 12: Rating Responses on Management Functions & Organizational Structure

Appropriateness of CSTCs

Respondent Rating Scale t-test
Items Coordinators Experts cy P
(N=10) (N=12) X 50 value
112 (3[4]|5 M 112(3/4|5 M
a) The coordination of | 3| 4 | 2| 1 2.10 | 5[ 3| 3|1 2.00 2.05 1.00 | -228 | .822
Mgt committee on
CSTCs prm.
b)Gov’'t bodies r/ships 31331 320 3621 3.08| 3.14 94 | -283 | .780
along hierarchy to
CSTCs prm
¢) The effectivenessof | 1| 2 | 2| 5 3.10 | 3| 4 5 2.58 2.82 1.22 | -.988 | .335

Org. & Mgt
practices in center

d)Org. structure 2/ 1| 4|3 280 (22|44 2.83 2.83 1.10 069 | .945
appropriateness

Significance difference if p<0.05 (2-tailed),OR the calculated value(cv) is greater than the critical/table
value. The critical/table value is £2.086, and df=20
X = Total mean value per item

As illustrated from the above table in item “a”, the total mean value of the responses of
the two respondents was 2.05. This indicates that the coordination of management
committee in order to perform the programs of skills training provided in CSTCs was
low. The data obtained from interview question also confirmed with this. Concerning the
issue of management committee, the interviewees replied that “it is better to say that
there is no management committee on the program of CSTCs”. On the review of
literature, however. it was stated that appropriate coordination on the program is very
important since program coordination helps to achieve the objectives of NFST programs
with no or minimum amount of determinants through the collaborative efforts of
coordinators, trainers, and target groups or beneficiaries as Kassahun (1997) approved.
On the same table, the result of item “b” shows that the total mean value (X) of the
groups was 3.14. This result depicts that the relationships between the government
concerned bodies with the respective hierarchical levels on the programs of CSTCs was

medium.

Questions about the effectiveness of organization and management practices on the
training programs and the appropriateness of organizational structure of CSTCs were also
presented to the respondents as observed on Table 12 of items “c¢” & “d”. In this regard,

the two respondent groups rated their responses for the stated questions. Accordingly. the
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total mean values of the responses for item “c” & “d” were 2.82 and 2.83 respectively.
The results of items “c¢™ and “d” indicate that the effectiveness of organization and
management practices on the training programs of the centers and the appropriateness of
organizational structure of CSTCs was relatively medium. The computed p-values of the
t-test to the responses of the two groups of respondents for all items (a-d) in Table 12 are
above the alpha level 0.05. This shows that there was no statistically significant
difference between the two respondent groups about the responses of each item. This

implies that there was agreement between the responses of the two groups.

Concerning to the issue of management practices about skills training programs,
questions were also set and presented to the sample respondents grouped in to two

(coordinators, experts & trainers, and trainees. Table 13 discussed about the issue.

Table 13: Responses on Rating of Management Practices on NFST Programs

Respondent Rating Scale X
Items Coordinators, Experts & Trainees ) ey P
Trainers (N=32) (N=90) X e value
I 2 3 4 5/ M | 2 3 4 5 | M

1. Ability of resources Mgt 2 10 13 6| 1] 281 | 16| 4 21 | 23 26 | 343 | 327 1.33 | 26.98% | .000%
in the center

2. Practice of Needs 8 13 11 3.09 91 12 34 | 22 I3 320 | 3.17 1.07 | 10.69* | .030*
assessment on prm

3. Identification of target 3 14 15 338 | o[ 0| 321231 15| 322 330 | 1.07 | 12.56* | .014*
groups

4. Encouragement of 2 8 12 91| 297 | 15| 14 17122 22| 324 | 317 | 1.32 | 12.26* | .015*
trainees

5. Coordination b/n trainees, | | 4 14 10 | 3] 331 ([ 16 26 | 30 18 | 338 | 336 1.22 | 18.06% | .001*
trainers and coordinators

6. Admission criteria & time | 3 6 9 913 297 12| 6] 22| 31 19 | 343 | 3.31 1.27 | 581 214
schedule convenience

Significance difference p<0.05 alpha level (2-tailed),OR the calculated value(cv) is greater than the
critical/table value. The critical/table value is £9.49, and df=4
X(Total mean value per iteni)

As illustrated on Table 13 of the whole items (1-6), the mean values of the responses of
the two respondent groups for each item are found in the range of 2.50-3.49. In this study,
the range of this figure (2.50-3.49) represented the rating scale of medium as previously
stated in the part of methods of data analysis. Therefore, the mean value of the
respondents” responses for each item was medium. This indicates that the practical levels
of resources management. needs assessment. target group’s identification. all-round
encouragement of trainees, work coordination in the center and the convenience of

admission criteria & training time schedule was relatively medium.




The chi-square test was also employed for the purpose of identifying the significance
difference between the two groups of respondents on their responses to each item as
stated on Table 13. Accordingly, the calculated values of X of items 1, 2, 3, 4 and 5 are
29.98, 10.69, 12.56, 12.26 and 18.06 respectively which are above the critical value
(£9.49). This shows that there was statistically significance difference between the two
groups for the responses of the questions stated in items 1, 2, 3, 4 and 5. On the other
hand. the calculated value of X* of item 6 is 5.81, which is less than the critical value
(£9.48). This reveals that there was no statistically significance difference between the

responses of the questions stated in item 6 of Table 13.

With regard to the implementation of administrative contents and procedural activities in
the training centers, some questions were also set and presented to CSTCs coordinators
and training experts who are worked in Woreda MSEIPOs. The summarized data are

presented on the following table (Table 14).

Table 14: Response Rates on Administrative Contents & Procedures in the CSTCs

Items Respondents (In 1 Responses for Rating Scale
group) N=22 1 2 3 4 5 T Mean SD
a. Clearness of authority, | Coordinators | f ) 12 4 4 22 2.45 0.91
duties & &Experts  Forl 91| 545 182 182 100
responsibilities
b. Administrative Coordinators | f 4 11 2 5 22 2.36 1.05
Structure effectiveness | & Experts % | 182 ] 50.0 9.1 0] 100
¢. Administrative Coordinators | f 9 9 4 22 217 0.75
procedures & Experts % 40.9 | 409 18.2 100
d.Role& Responsibility | Coordinators | f | 10 7 4 22 2.64 0.85
execution &Experls o T 25| 455 318| 182 100
e. Authority delegation Coordinators | f 2 8 5 6 1] 22| 282 1.10
system & Experts % 9.1 364 | 227 | 273 | 451 100
f. Application & utilization | Coordinators | f 1 14 4 3 22 | 241 0.80
of MIS* & Experts % 4.5 63.6 18.2 13.6 100
g. Documentation system | Coordinators | f 5 13 2 2] 22| 3.05| 0.84
& Experts % 227 | 59.1 9.1 | 9.1 100
h.R/ship in managerial Coordinators | f I 8 ] 8 22| 291 0.97
hierarchy & Experts % 4.5 364 | 227 36.4 100
i. Availability of Coordinators | f I 8 7 5 | 22| 286 0.99
supportive guidelines | & Experts % 45| 364 | 31.8| 227 45| 100
Grand Mean Value 2.82
Standard Deviation 0.96

[fifrequency), T(Total frequency and percentage),  *MIS(Management Information System)
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The majorities of the respondents (63.6%). (54.5%) and almost half (50%) of them
responded for the three questions stated on Table 14 in items “f”, *"a” & *“b” respectively
was low. Similarly, the mean values of the responses of coordinators & experts for items
“a”, “b” & I were 2.45, 2.36 and 2.41 respectively. This indicates that the clearness of
authority, duties & responsibilities of the participants on the training programs; the
flexibility and effectiveness of administrative structure of CSTCs; and the application and

utilization of MIS (management information system) in the training centers was low.

As it can be seen from the Table 14, the mean values of the responses of coordinators and
experts for questions stated on items “c, d. e, g, h and 1" were 2.77, 2.64, 2.82, 3.01, 2.91
and 2.86 respectively. These mean values are found under the category of 2.50-3.49
which was previously represented as medium in this study. This shows that the
administrative procedures; the execution of responsibilities; the delegation system of
authority; the documentation system; the relationship in managerial hierarchy: and the
availability of supportive guidelines in the training centers (CSTCs) was relatively
medium. The responses of the questionnaire respondents (coordinators & experts) for the
above stated questions in Table-14 relatively agreed with the information obtained from
observations to the sample CSTCs. When the researcher observed the training centers, he
got such points: administrative procedures, documentation systems (recording, reporting,
and others) and availability of different guideline documents were found relatively good

in the training centers though some differences have been seen from center to center.

In relation to organization and management of the training programs out side of the
training centers, the next table (Table 15) contains the issues of policy support, follow-up
and others and discussed about the data which were obtained from of the sample

respondents.
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Table 15: Responses on Rating of policy support and others for graduates of CSTCs

Significance difference if p<0.05 (2-tailed), OR the calculated value(ev) is greater than the eritical/table
value. The critical/table value is +9.49 for df=4 (ltems i & ii") and +7.81 for df=3 (item “i")
X(Total mean per item)

(95

As can be illustrated from Table 15 of item “i”, the mean values of the first group
(coordinators, experts and trainers) and trainees were 2.94 and 3.68 respectively. This
indicates that the availability and accessibility of markets & work places for graduates
was medium as the rating responses of the first group, and it was high as trainees. The
chi-square test also shows there was significance difference between the two groups of
respondents at 0.05 alpha level, where the p-value 0.001 is less than 0.05 (or the
calculated value 17.63 is greater than the critical value £9.49) with the df of 4. This

reveals that the availability levels of markets & work places for graduates varied anong

the responses.

From the same table of item “ii”, the mean values 2.66 and 2.89 represented the rating
responses of (coordinators, experts & trainers) and trainees respectively. This shows that
the level of all-round supports for graduates who trained in CSTCs was relatively
medium as the responses of both groups. The chi-square test results shows that there was
no statistically significance difference between the two groups at (c=0.05), where the
calculated value (cv) 6.28 is less than the critical/table value £9.49 within the df of 4 (or,
the p-value 0.179>0.05). This implies that the responses of the two groups were almost

similar to the second question of Table 15.

The question about the practice of trainees follow-up after they graduated from CSTCs in
skill training and started their business was presented to the sample respondents. In this

regard, as indicated from Table 15 of item “iii”, the mean values of the first group

68

Respondent Rating Scale X*
Items Coordinators, Experts & Trainees cv P
Trainers (N=32) (N=90) X SD value
12| 3 4 |5 M 1 2 %) 4 5 M
i. Market & work place i
availability & accessibility 513 14 9| 1| 294 10 6 13 ] 35 26 | 368 | 348 126 | 1763%" 007% -
for graduates
ii. Level of all-round 61 7] 1 8 266 | 22| 10| 23 [ 26 9 | 289 | 28 | 127 | 628 | .179
supports for graduates in
work areas
ili. The practice of trainees 518 8 11 2.78 I 27| 24| 28 277 | 277 | 1.04 | 0.52 915
follow-up alier graduation
Grand mean 2.90
Grand Standard Deviation 1.14




(coordinators, experts &trainers) and trainees were 2.78 and 2.77 respectively. This

shows that the practice of the concerned bodies’ follow-up to the trainees after graduation

was medium. The result of chi-square test also indicates that there was no statistically

significance difference between groups at .05, where the p-value 0.915 is above 0.05 (or

the computed value 0.52 is less than the critical value £7.81 within 3 degree of freedom).

This reveals that the practice of follow-up to the trainees was better and similarities have

seen in Woredas.

4.2.3 The Current Institutional Capacity of CSTCS to offer NFST Programs

The availability and sufficiency of different resources and other things which have great

impact on the nature and quality of the training programs are very important to strengthen

the institutional capacity of CSTCs. Thus, the current institutional capacity of CSTCs to

offer NI'ST programs was also one of the basic aspects that should be assessed in the

study. In this regard, data were collected through questionnaires, interviews, observations

and an assessment of important documents. Hence, those collected data on this issue were

summarized in the following table (Table 16).

Table 16: Respondents’ Response on Rating of Institutional Capacity of the Training Centers

Stgnificance difference if p<0.03 (2-tailed),OR the calculated value(cy) is greater than the critical table value. The

critical/table value is +9.49, and df=4

Xt Total Mean per item)

As it can be seen on Table 16, regarding the institutional capacity of the internal

situations of the training centers. both respondent groups have similar opinions on the
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Coordinators, Experts Trainees X
Items & Trainers (N=32) (N=90) X SD eV P
tl2]3]4 5 ™M |1 23745 ™ value
a) Facilitics availability S|P 3 21259 | 3232 3 4202|217 1.12 8.37 079
b) Coordinators Mgt. ability 4 ] 91 10 31306 12211530 12| 310 |3.09]1.25 2.14 J709
¢) Training Materials& Egp. 4 9 6 10 3 (29726321810 4] 227 | 245 1.19 9.83 043#
d) Budget allocation I s 3] 3 (244 3419129 7] 1| 213]221|1.13 5.43 246
e) Manpower assignment S|l 7|14 234 | 19| 23|31 10| 7] 259|247 | 1.14 3.23 521
) Raw materials AT 9] 21294 | M| 193] 6 210 | 232 | 1.09 19.39 | .001*
g) Modern traming machines | 9 [ 100 ] 40 6 | 3 [ 250 | 46 | 21 | 19| 4 1.79 | 1.98 | 1.09 18.61 001#
h)Qualified & 9 3 I 2 3 2.31 9 vl I ] 121 327 | 3.02 1.16 17.09 002%
experienced trainers
i) Qualified & sufficient Q10 7 2288 | 14232520 7 282 | 2.84 | 113 2.41 660
staft
j) Centers’ capacities 4112 8| 6] 2269 |17 [33]20]15] 5]253 [257]1.13 0.72 948
Grand Mean 2.24
Grand SD 1.14




items like “a, ¢, d, e, f and g” which represents to the availability of facilities; training
materials & equipment; levels of budget allocation; manpower assignment; presence of
raw materials and modern training machines respectively. Since the total mean (X) values
of these items are found under the category of 1.50-2.49 which is represented as “low™.
the institutional capacity of the training centers concerning to these factors is said to be
low. This implies that the lack of these factors in the training centers was very high. This
finding contradicted with the literature review which was written by Agidew et.al
(1995:9). That is, without convenient site, facilities, other human and non-human
resources. it might be difficult to provide well thoughtful skill training programs in

C8TCs.

As can be seen from the same table, the mean values of the items like “b, h, i & j”
expressed for the management ability of coordinators; qualification level of trainers and
their experiences; presence of (qualified. experienced and committed) staff in the centers;
and centers’” capacity to generate income and fund raising activities are grouped under the
category of 2.50-3.49 which is standardized as “medium”. This shows that all
respondents who gave responses for items “b, h, i & " were medium in order to evaluate
the capacity of the training centers. To sum up, the grand mean value of all items (items
a-j) was 2.24. This shows the training centers in all items expressed in the above table

was low.

As indicated in Table 16, the chi-square test was also employed in addition to the mean
values for the purpose of knowing the statistical significance differences among the
respondent groups on their responses for the expressed items with regard to the capacity
of the institutions. Thus, the test result shows that there were statistical significance
differences between the respondent groups on items “¢, f, g & h™ at alpha level 0.05,
where their p-values (0.043, 0.001. 0.001, 0.002) are below 0.05 (or the calculated values
of such items are greater than the critical/table value +£9.49) as it can be observed from
Table 16. This significance difference reveals that the level of problems of CSTCs in
terms of the availabilities of training materials & equipment, raw materials, modern
machines and trainers’ qualification to provide their programs were varies from center to

center. On the other hand, there were no significance differences between the respondent
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groups on items “a, b, d, e, i & j” at alpha level 0.05, where the p-values (.079, 0.709,
0.246, 0.521, 0.660 & 0.948) are above 0.05 (or the calculated values of such items are
less than the critical/table value +£9.49) as it can be observed from the same table. This
also implies that the responses of both sample groups were almost similar about the
capacity levels of the training centers with regard to facilities available, coordinators

ability, budget allocation and manpower assignment in quality and quantity.

In addition to the above institutional factors mentioned in Table 16, questions were
presented to the respondent groups concerning to the presence of training manuals in the
centers and the time schedule of the training programs. The next table (Table 17) shows

the summarized data obtained from the sample respondents,

Table 17: Responses on training manuals, time duration and training rounds

Respondent Groups

Items Coordinators Trainers Trainees Total x?
& Experts
(N=22) (N=10) (N=90)
f Y f % ] % f % cv P val.
a) Are there training Yes 6| 273 I 10 28 311 35 28.7 | 1.987 370
manuals for d/t No 16| 727 9 90 62 68.9 87 71.3
skills?
b)Is training duration Yes 17| 773 5] 50 3 356 | 54 443
enough to acquire No 50 227 5] 50| 58 644 | 68 55.7 | 12.62* | .002*
the intended skill?
Total of items ‘a&b’ 22 100 10 | 100 920 100 | 122 100
¢)How many rounds | Once 1 4.5 1 4.5 | Not computed in
(times) the training | Twice 3 13.6 3 13.6 | X~ dueto one
programs could be 3 times 2 9.1 2 9.1 | group
given in a year? It depends 16 72.7 16 729
Total 22 100 22 100

Significance difference if p=0.05 (2-tailed),OR the calculated value(ev) is greater than the critical'table value. The
critical/table value is £5.99, and df=2

As illustrated from Table 17 of item “a”, all respondent groups were asked the question
that “Are there training manuals for different skill types in the centers?” For this
question, most of the respondents of coordinators & experts (72.7%), of trainers (90%)
and of trainees (68.9) said “No”. And, ou{t of the total respondents, the majority (71.3%)
of them approved the absence of different training manuals for different skill types in the

centers.

The chi square test also shows that there is no statistically significance differences among

respondent groups at (c=.05) where the p-value 0.37 is above 0.05 (or the

-
'
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calculated/computed value 1.987 is less than the critical/table value +£5.99). This means
the responses of the three groups of respondent agreed with each other for the question
stated in item “a” of Table 17. This implies that the problem of distributions and
availabilities of training manuals of different skill types was similar from center to center
(i.e. most of them lack training manuals and this might affect the quality of the training).
This also confirmed with the data obtained from direct observations in CSTCs. When the
researcher made observations in the training centers, most of the skills training programs
have undertaken without any training manuals. They depended on only by the efforts and

abilities of the trainers.

As stated from the Table 17 in item “b”, the majorities of coordinators & experts (77.3%)
and more than half of the trainers (50%) reported that the time given for the training
program was enough in order to acquire the intended skills. Where as, most of the
trainees (64.4%) responded negatively for the same question. And, from the total
respondents, majorities (55.7%) have negative responses similar to the trainees’ response
to the question of item “b” in Table 17. For this, the chi-square test also indicates that
there is statistically significance differences among respondent groups at (6=.05), where
the p-value 0.002 is less than 0.05 (or the computed/calculated value 12.62 is greater than
the critical/table value £5.99) with regard to their responses to item “b™ in Table 18. This
reveals that the response of trainees is directly different with that of the two respondent
groups (coordinators & experts and trainers) so that the length of time given for skill
training programs provided in CSTCs did not consider the nature of skill types and

trainees’ needs.

Another question was also presented only to the direct responsible respondent bodies
(coordinators & experts). As depicted from Table 17 in item “c¢”, the question was “How
many rounds/times the skill training programs could be given in a year?” Accordingly.
more than 72.7% of respondents were reported that the skill training program’s
round/time given depends on the situations of internal and external factors of the training
centers. From this, one can conclude that the implementation of annual training plan of

CSTCs might be fluctuated because of different factors.



4.2.4 The Major Problems Encountered the Programs of NFST

The major problems that currently encountered the NFST programs offered in CSTCs are

among the most important issues to be researched in the study. Its purpose is to identify

the major problems that have strong influences on the implementation of the programs in

CSTCs. Thus, data were collected through questionnaires and interviews from all groups

of respondents. All groups of respondents were asked similar questions to list out major
problems that influence the programs of CSTCs. Open-ended questions were presented to
questionnaire respondents. Similarly. semi-structured interview questions were also
presented to the interviewees concerning to the problems of NFST centers. Accordingly.
the major problems of CSTC that affect the provision of NFST programs in CSTCs were

mentioned by the respondents. Hence, their responses were summarized and presented on

Table 18 as follow.

Table 18: Responses on the major problems of CSTCs to offer NFST Programs

No

Types of Problems Number of Respondents Rank
N Ny | Na [ N3 | Ny T Yo
| | Lack of adequate and convenient physical facilities 128 4110 5| 76 95 14.1 [
2 | Lack of training materials and equipment 128 5| 6] T 7 89 132 <
3 | Inadequate budget allocation to the center 128 33 5| 53 72 10.7 4"
4 | Shortage of manpower in the center 128 4110 6| 42 62 9.2 6"
5 | Lack of raw materials for the training programs 128 2 9| 2| 53 66 9.8 5
6 | Absence of modern training machines in the centers 128 apl2] 16 ] 61 94 13.9 e
7 | Lack of qualified, experienced and committed staff in the center 128 4 9 4 37 54 8.0 7"'
8 | Lack of market & work place availability for graduates 128 1 41 4] 16 25 3.7 10"
0 | Low level of supports for graduates in work arcas 128 2| 6| 7| 32 47 7.0 gm
10 | Lack of community & trainees awareness on CSTCs 128 2 4 | 12 19 28| 1™
I'1 | Lack of continual follow-up on trainees after graduation 128 0| 9| 4| 38 51 7.6 g"
Sub Total | 1408 | 32 | 90 | 55 | 497 674 100
12 | Lack of NGOs supports to the training centers 38 41151 9 - 28 | 65.1 I
13 | Lack of Gov't attention and appropriate support to CSTCs 38 2| 6| 7 - 15 349 [ 2™
Sub Total 76 6] 21| 16 43 100
14 | Absence of coordination on programs of CSTCs 28 S5[15) - - 20| 294 i
15 | Inconvenient Org. structure of CSTCs and repeatedly 28 3110 - - 13 19.1 4"
changing. and staff turnover
16 | Lack of clearness on authority. dutics & responsibilities of 28 2|14 - - 17 25.0 31
concerned bodies in the programs of CSTCs
17 | Inflexibility & ineffectiveness administrative structure of 28 3(15] - - 1] 265 | 2%
the training centers
Sub Total | 112 | 14 | 54 68 100

Note: 1. N= Total Number of Sample respondents who asked questions stated on the tvpes and levels of problems.
2. Ny, Ny, Ny and Nyare represented the number of  Interviewees, Coordinators & Experts, Trainers and
Trainees respectively, who listed down and  rated thigh & very high) the level of problems.

3. T= Total (The sum of Ny. N;. N3 & Ny

73



As it can be observed from Table 18. all of the items stated were the problems of CSTCs
responded by the sample respondents. Based on their responses. ranks have been given to
each item per the total number of respondents who gave their responses for each question

in order to identify the problem levels of the training centers.

According to the respondents’ responses, items number 1, 12 & 14 are the first(1*") three
major problems which were replied by 14.1%, 65.1 % & 29.4 % of the total respondents
128, 38 & 28 respectively. This implies that the lack of adequate and convenient
facilities, lack of supports by non-governmental organizations and an absence of
coordination on the programs of CSTCs were first three major factors that affect the skill

training programs provided in CSTCs.

As illustrated from the same table of item numbers (6, 13 & 17). an absence of modern
training machines in the centers, the lack of government attention and appropriate support
to CSTCs. and the presence of inflexible & ineffective administrative structure of the
center were the second(2") three major problems of CSTCs which were responded by

13.9%, 34.9% and 26.5% in each total respondents 128, 38 & 28, respectively.

As indicated on Table 18 of items 2 and 16, the lack of training materials and equipment
in the centers, and the lack of clearness on the authority, duties & responsibilities of
concerned bodies in the programs of CSTCs were the third(3™) major problems
encountered the programs of CSTCs responded by 13.2% and 25.0% of each total
respondents 128 & 28 who asked the two questions. As shown from the same table of
items (3 & 15). the inadequacy of budget allocation to the centers, and the inconvenience
of the organizational structure of CSTCs and its repeatedly changing were the two major
problems responded by 10.7% and 19.1% of the total respondents 128 and 28, and they
are found on the fourth (4"‘} rank order. Moreover, as both Zonal and Woreda MSEIPOs
heads through interview questions revealed that the budget allocations for the training
centers were not sufficient so that the skill training programs not provided in the centers

regularly.

As indicated from Table 18 of items (5.4.7.11.9.8, and 10), questions like on the issues of

raw materials. manpower, trainees follow-up and supports, marketability and community
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awareness were presented forl28 respondents. Accordingly. from the total 128
respondents, 9.8%. 9.2%., 8.0%. 7.6%, 7.0%, 3.7% and 2.8% of them replied the lack of
raw materials; shortage of manpower in the centers: lack of staff personnel (qualified,
experienced & committed) in the center; lack of continual follow-up on trainees after
graduation; low level of supports for graduates in work areas; lack of market & work
place availability and accessibility for graduates; and the lack of awareness of
communities & trainees on skill trainings provided in CSTCs were the major factors
(internal & external) that affect the programs of CSTCs which constitute the ranks from

5" to 11" respectively.

Moreover, the responses of the Heads of Zonal and Woreda MSEIPOs through interview
questions revealed that adequate budget allocations, the appropriate availability of human
resources and other non-human resources including the presence of standardized physical
facilities in the training centers are very important in order to achieve successfully the
program goals and objectives of the training centers. Otherwise, it is very difficult to
make the training programs to be effective and successful without such things as the

information obtained from the interviewees.



CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Summary

Based on the interpretation and analysis of the collected data, the summary of findings,
conclusions and the recommendations were presented in this part. The study was
designed to assess the organization and management of non-formal skills training (NFST)
programs provided in CSTCs in SGAZ of ANRS. It was also intended to identify the
problems by ensuring the following specific objectives.

e To assess the current status of NFST programs in SGAZ.

e To examine the organizational systems of CSTCs to offer NFST programs in the Zone
e To examine the extent of management practices of NFST programs.

e To assess the institutional capacity of CSTCs to offer NFST programs.

e To identify the major problems encountered the programs of NFST in SGAZ.

To achieve such objectives, the following basic questions were raised in the study.
1. What is the current status of NFST programs offered in CSTCs of SGAZ?
2. To what extent the NFST programs are organized and managed in the Zone?
3. What is the Institutional capacity (human, material, financial and other resources)
of CSTCs to offer the programs?

4. What are the major problems encountered the programs of NFST?

For this purpose, the descriptive survey method was used because accurate
information can be obtained from small groups of samples which represent the large
population size. Five Woreda CSTCs that have been functional in the year 2009 were
selected through simple random sampling technique in the Zone. Similarly,
respondent groups who served as a source of information were drawn as samples
through different sampling techniques. Hence, 128 respondents (90 trainees, 10
trainers, 10 CSTCs coordinators and deputies, 12 experts and 6 heads from Zone &

Woreda MSEIPOs) were included in the study as a sample.
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The instruments of questionnaires which include both closed and open-ended questions,
and semi-structured interview, direct observation and document assessment were used for
data gathering. Data were analyzed using both quantitative and qualitative techniques. In
doing this, descriptive statistics (percentages & means) and inferential statistical tools
(chi-square test & independent sample t-test) were employed to observe the differences
and similarities between the responses of the respondent groups. Consequently, the major

findings would be listed as follows based on the basic questions of the study.

5.1.1 Major Findings
5.1.1.1 The Current Status of Non-formal Skills Training Programs

a) The result of the study showed that some adjustment changes were repeatedly made
in many aspects like organizational structure, members of management committee
and human power assignment in CSTCs after they were transferred from REB to
MSEIP Agency. However, such changes were not applied in to practice. The center
has been an integral part of Woreda MSEIPO. Currently, the training centers have
low status since they can not stand by themselves as separate institutes. The new
structure of CSTCs must contain not less than thirteen (13) permanent staftf’ members,
but this could not come in to operation. Thus, the current actual staff members to be
assigned in most training centers were not more than three though it varies from
center to center. The data also shown that the working interest of all of the sample
groups have medium and above in their current positions. Inline with this,
coordinators & experts have raised some reasons which might decrease the working
interests of staff in CSTCs. These include lack of clear organizational structure, poor
resources in the training centers, repeatedly staff turnover and insufficient human
power assignment to the center. The finding also indicated that about 78.1% of the
respondents responded that the program of teaching adults/youth require special
training, while 21.9% have said negatively. The data has shown that only 28.1% of
the respondents have got on-job training related to their tasks. but 71.9% of them
have not received any additional training. Even the respondents who have received

training said that the existed training was not enough to perform their tasks properly.
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b) About 65.6% of the respondents answered that unemployed youth/adults are the main
beneficiaries of the programs. Similarly. the previous occupations of most trainees
(84.5%) enrolled in skill training were jobless, street youth and daily laborer. As the
reported by 58.2% respondents which was confirmed with the qualitative data,
trainees were selected through the recommendations of kebeles and other associations
by considering their personal requests. Concerning to the criteria/bases in selecting
the types of training skills, it was basically concentrated on the needs of target groups,
materials availability and market accessibility as the data indicated. In the recruitment
of trainers, 78.1% of the respondents reported that trainers were selected and recruited
by Woreda MSEIPOs through announcement on notice-board and employed as

temporary (contract) only for training time.

¢) The data obtained through observation indicated that the type of skills which are
currently given in the centers were tailoring, food preparation, cotton threading. modern
weaving, modern shoe-making and modern bread baking. However, several skills types
were given previously in the centers in different Woredas as the information obtained
from the available documents. Inline with this, the most type of additional training
provided in the centers was cntreprencurship and business management courses as
reported by 63.9% of the respondents. The majorities (66.4%) respondents approved
that the presence of socially neglected/undermined skills in their localities such as black
smith, weaving, pottery and tannery. As the data indicated. 82.8% of the respondents
responded positively about the willingness of the local communities to train in CSTCs.
Besides, the total mean value (3.16) of the responses of the two groups approved that
the attitude of local communities towards the trainees and the training centers was
medium. And also the mean value (3.55) of the responses showed that the awareness of
trainees towards the skills provided in CSTCs was above medium. As shown on the
responses’ mean (3.64), the contribution of CSTCs to the local community was
relatively high. The interviewed information also agreed with this response by saying
that “although the contribution of the training centers in benefiting the local
communities in general and the individuals in particular is high, their capacities to

serve the community properly were low (i.e they lack a lot of things).
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d) As the grand mean (2.59) of the two groups indicated, the participation of the local
community and different levels of government bodies as well as NGOs in supporting
and utilizing the programs of CSTCs was medium. Specifically, the values of response
means (2.05 &1.80) of the groups also revealed that the support of NGOs for the
centers and the involvement of trainees in the centers were low. The interview and
observation data also showed that the support of NGOs was very low with the
exception of a few training centers obtained some financial supports from a few NGOs

one a time.

5.1.1.2 The Organization and Management of NFST Programs

a) The finding revealed that 58.2% of respondents responded Woreda MSEIPOs are the
most participants involved in NFST program planning, while only 3.3% said to the
management committee. The interviewees also approved that the role of management
committee consisted different sectors was non-functional in the programs of CSTCs so
that program planning was mostly performed by Woreda MSEIPOs with coordinators.
Most of the respondents (79.5%) approved that monitoring and evaluation was applied
on programs. As far as the responsible body of NFST programs is concerned, 95.5% of
the group replied that CSTCs are directly reported to and managed by Woreda
MSEIPOs. The data also indicated that 68.2% of respondents responded negatively
about the clearness of duties and responsibilities of concerned bodies to manage
CSTCs. Similarly, 73.3% of respondents approved that there was no clear
organizational structure for CSTCs, while 22.7% of them replied positively. The data
also indicate that there was no significance difference between the groups at (p<0.05)
concerning to the direct responsible body, vagueness of duties & responsibilities and
organizational structure of CSTCs. Moreover, concerning to the management
committee, interviewees™ responses indicated that previously there was a committee
composed of some sectors and associations at Woreda level to manage the programs of
CSTCs. However, this committee was not functional and become changed immediately
to another committee which composed of only Woreda MSEIPOs and CSTCs by
excluding other sectors. The mean value (2.05) of the responses indicated that the

coordination of management committee to perform the programs of CSTCs was low. In
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this respect, the interviewees also replied that “it is better to say that there i1s no
management committee on the programs of CSTCs so that no coordination”. Regarding
the effectiveness of organization & management practices and the appropriateness of
organizational structure of CSTCs. the mean results (2.82 & 2.83) indicated that the

application levels of theses two issues was relatively medium.

b) According to the mean results shown, the practical levels of resources management,
needs assessment, target group identification, all-round encouragement of trainees,
work coordination in the center and the convenience of admission criteria & training
time schedule was relatively medium. The findings also indicated that the clearness of
duties & responsibilities of the participants on the programs, flexibility & effectiveness
of administrative structure of CSTCs, and application & utilization of MIS in the
centers was low. On the programs of CSTCs, the practical levels of such issues: the
administrative & accounting procedures. execution of roles & responsibilities. authority
delegation system, documentation system, managerial hierarchy relationship
accessibility, and availability of supportive guidelines were relatively medium as
indicated from the mean values. Significance differences have seen on the responses of
resources management, needs assessment, target group’s identification. encouragement

of trainees and work coordination between groups at 0.05 (with 2-tailed direction).

¢) The total mean (3.48) of the groups indicated that the availability & accessibility of
markets and work places for graduates was medium, and there was significance
difference between groups. The total mean value (2.83) represented the rating responses
of the two groups on the level of all-round supports for graduates trained in CSTCs, so
that the supports were relatively medium. The finding also indicated that the total mean
value (2.77) of the respondents approved the practice of follow-up to graduates was
relatively medium. And, no significance differences between responses on the issues of

supports and follow-up practices to graduates.

5.1.1.3 The Current Institutional Capacity of CSTCS to offer NFST Programs

a) The data collected through different instruments revealed that the institutional
capacity of the training centers concerning to the internal situations such as availability

of facilities, training materials & equipment, budget allocation, manpower assignment,
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raw materials and modern training machines were found in low level. (i.e The lack of
these factors in the centers was very high. The finding also indicated that the mean
values of the responses regarding on the abilities coordinators, trainers’ qualifications
& experiences, staff availability in quality, and the centers’ capacity to generate income
were stated as medium. To sum up, as indicated from the grand mean value (2.24) of all
the above factors, the internal situations of the institutional capacity of the training
centers was low. There were significance differences between groups on the responses
of facilities, training equipment, raw materials, modern machines and trainers’
qualification; whereas no significance differences on coordinators ability, budget

allocation and manpower assignment.

b) Regarding to training manuals, 71.3% approved that important training manuals for
different skill types were not available in the centers, which was confirmed with the
data obtained from direct observations. Thus, most skill trainings have undertaken
without manuals, and they depended on only by the efforts and abilities of the trainers.
In time duration, 55.7% of the respondents reported that the time given for the training
program was not enough to acquire the intended skills. As far as the training round in a

year is concerned. 72.7% of respondents replied that it was depended on the situations.

5.1.1.4 The Major Problems Encountered the Programs of NFST in CSTCs

Regarding the problems of CSTCs, the programs of NFST affected by the following

major factors which were pointed out by the respondents.

- Lack of adequate and convenient physical facilities (eg. latrine, dormitories. cafeteria,
workshops and the like) in the centers

- Lack of supports from non-governmental organizations (NGOs)

- An absence of coordination on the programs of CSTCs

- Lack of training materials and equipment, raw materials and modern training machines

- Inflexible & ineffective administrative structure of the center

- Lack of clearness on the duties & responsibilities of concerned bodies in the programs
of NFST provided in CSTCS.

- The inadequacy of budget allocation to the training centers,

- Shortage qualified and experienced manpower in the centers
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5.2 Conclusion

The main focus of this study was to examine the organization and management of NFST
programs offered in CSTCs in SGAZ. The results suggested that the programs of NFST
were not found in better conditions in terms of organization and management practices.
This was happened due to the influence of different things as the findings of the study
indicated. However, NFST at CSTCs was intended to enable those people who do not
have enough agricultural and other business earnings to acquire an income. Currently, the
principles of both local developmental activities and NFET programs emphasizes at the
local levels (grass-roots) participation. In all phases of the program, target beneficiaries’
involvement is considered to be the most important to the program success. Hence,
through proper organization and management, NFST program is believed to serve as a

tool of progress, self-improvement and social transformation.

Helping adults/young people to learn well, coordinators and training experts must require
adequate skills and knowledge in the field of adult and non-formal education and their
educational backgrounds have great implications on programs success. Working interests
and on-job training acquisitions of the staff are important points for the effectiveness of
skills training programs. Some of the reasons that might decrease working interest which
need serious attention include poor management. lack of clear organizational structure,
poor resources in the training centers, repeatedly turnover and insufficient human power
assignment to the center. However, the CSTCs offering NFST programs found in the
study area were poorly structured. organized, managed and facilitated (in human and non-
human resources) as the study results shown. This implies that the organization and
management of NFST programs provided in the CSTCs of SGAZ with regard to
management functions (i.e planning, organizing, directing and controlling), provision of
relevant and appropriate skills training as well as resource allocation and utilization tends
to be inadequate. As a result, the training centers played a limited actual roles to meet the

local community in general and unemployed youth/adults in particular.



5.3 Recommendations

1. To achieve the objectives of CSTCs in offering NFST programs properly, the trainers.
coordinators and training experts of MSEIPOs should have minimum educational
qualifications as the standard and the requirement of the training centers. And, these
people should received additional on-the-job training related to adult and non-formal
education and training programs because the nature and characteristics to train

unemployed youth/adults and managing NFST programs need special training.

2. The Woreda MSEIPOs should give better emphasis about the quality of skill training
programs in order to enhance the performance of CSTCs and to increase their status.
The centers need to be equipped and fulfilled with at least the basic physical facilities
(land, training workshops, multi-purpose hall. toilet, and the like). Moreover, since the
land of CSTCs is the main resource for their future expansion and income generating
activity, the necessary legal protections should be made CSTCs to retain land

ownershipness as standard.

It is essential to enable NFST programs training centers (i.e CSTCs) in all aspects for

(o8]

increasing the effectiveness of their programs. They must be furnished with appropriate
resources (human, financial and materials) in quality and quantity. And strong
emphasis should be given from the part MSEIP agents at all levels (Regional, Zonal,
Woreda and even Kebele) for the training centers by considering the role played them
for the development of individuals and communities for the country in general and the

region in particular.

4. For effective organization and management functions of the skills training programs,
the appropriate structure of CSTCs should be designed and the duties & responsibilities
of the program participants should be clearly stated. Thus, the ANRS MSEIPA in
collaboration with its respective Zonal and Woreda MSEIP Branches/Offices has to
prioritize and look for a more feasible organizational structure of CSTCs by including

the appropriate job titles with clear duties & responsibilities at all levels.
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5. The participation of different stakeholders (communities, trainees, trainers,
government, NGOs and others) in the process of skill training programs provided in
CSTCs is among the deciding factors for effectiveness and successes of the programs.
Thus, it should be considered and applied to strengthen the training programs more.
There should be a need of serious attention in order to create awareness about the
contributions of handicraft skills provided in CSTCs for the livelihood improvements of
individuals and community development in general. On of the ways of awareness
creation could be through exhibition preparation to show handicraft skill products made

by trainees and graduates of CSTCs.

6. In order to keep the hopes of the target beneficiaries (trainees) on skills training
programs given in CSTCs for changing their livelihoods, creating all-round supporting
conditions for self-employment opportunities is necessary. In this case, there must be a
strong linkage among MSEIP Agencies/Offices, municipalities. business cooperatives,
credit & saving associations, and other governmental and non-governmental
organizations to organize CSTC graduates in cooperatives, to facilitate credit services,

to provide working and marketing places and other supports.

7. In overcoming the existing multi-dimensional problems of the programs of CSTCs,
many efforts have to be made by all levels of government in the Region. Some of the
problems include lack of adequate and convenient physical facilities, training materials
and equipment, budget allocation, inflexible and ineffective administrative structure,
absence of program coordination, lack of clearness on the duties & responsibilities of
concerned bodies of the programs, shortage qualified and experienced staff in the
centers Moreover, the current situations of NFST programs provided in the SGAZ

CSTCs demand great attention from the MSEIP Agents at all government levels.
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Appendix-A
Addis Ababa University
School of graduate Studies
Department of Curriculum and Teachers professional Development Studies
Program: Adult Education and Lifelong Learning

A questionnaire to be filled by the skills training programs Coordinators & Deputies of
CSTCs and Training Experts in Micro and Small Enterprises and Industries Promotion
(MSEIP) Offices at Zone and Woreda levels.

This questionnaire is designed for the study entitled “The Organization and
Management of Non-formal Skills Training Programs in South Gonder
Administrative Zone”

The main purpose of this questionnaire is to collect relevant and appropriate data
concerning on the above title at CSTCs and to provide some possible recommendations
for the encountered problems if there are any. Thus your genuine, frank and timely
response is quite vital to determine the success and completeness of the study. Hence, |
cordially request your high collaboration in filling it honestly and responsibly.

Note: Dear participant please read carefully the instructions below before starting to fill
the questionnaire.

1. I strongly ensure that your responses will be used for academic purpose. nothing else.
So. the responses will be kept privately and confidentially.

2. Writing your name is not necessary

3. Please read each question orderly, and then indicate your responses by circling the
letter, or by putting the mark “X* in the given table, or by giving a short responses
where necessary.

4. Please be as brief as possible in responding the open-ended question

Thank You in Advance for your heartfelt collaboration!

Part 1: Personal Information of the Respondents

1. Woreda Sex Age
2. Marital status
A. Married B. Unmarried C. Divorced/Widowed
3. Educational Level
A. Grade 8 and Below D. TTI or TVET Graduate
B. Grade 9-10/12 E. Diploma
C. Grade 10/12 Complete F. BA/BSc or MA/MSc

4. Field of specialization (Subject Area)
5. Current Position (Work Responsibility)
6. Work Experience (Service years): In total , in current position

Part I1: Issues Related to Training Program
1. How much is your working interest in the area related with the training programs of CSTC?
A. Very high B. High C. Medium  D. Low E. Very low



o

0.

10.

11,

12,

14.

. If your response to Qn No 1 is “C, D, or E”, what are the main reasons?

. Do you agree on teaching/training of skills of adults/youth require a special training?

A. yes B. No

. Have you ever taken any on-the-job training related to your current position?

A. Yes B. No

. It your response to Qn No 4 is “Yes”, how do you evaluate the training in order to perform your

task effectively? A. Enough B. Not enough

On which target groups or beneficiaries the skills training programs in CSTCs focus on? (/f you
select more than one answer, make ordered)
A. School drop-outs D. Farmers
B. Family heads E. Unemployed adults/youth

C. Women (house ladies)
F. If any other, please specify

. What makes you to concentrate on those target groups that you have selected on Qn No 67 (/f

vyou select more than one answer, make ordered)
A. Trainees’ requests C. Top hierarchy decisions
B. Woreda development strategy D. If any other

. How the trainees are selected?

A. By their own request/volunteer
B. By the request of Kebele or Cooperatives
C. If any other, please specify

. What are the bases for selecting the types of skills and other training programs provided in

CSTC? (If you select more than one answer, ordered them)
A. Target groups and community needs B. Availability of raw materials and equipment
C. Availability of trainers D. High accessibility of market
E. If any other, please specify
Decisions regarding to trainers recruitments are made by
A. Coordinators of CSTC ~ B. Management committee
C. Woreda MSEIP Office D. Zone MSEIP Office
E. If any other
The trainers are recruited/hired in the CSTC for
A. Permanent B. Contract C. Part time

From the type of skills which are given in CSTC, mention the most beneficial to trainees and
the local community from top to least.

1. 4,

2. 5

3. 6.

. In addition to skills training, what training programs are provided in CSTC? (If you select more
than one answer, ordered them)

A. Basic health education B. Family planning C. Resources management
D. Basic agriculture education  E. Entrepreneurship and business management

F. If any other, please specify
How many times do CSTC give the skills training programs in a year?

A.Once B.Twice C. Threetimes D. Fourtimes E.Itdepends on the situations

[RS]



15. Do you think that the duration of training program is sufficient to acquire the intended skills?

A. Yes B. No
16. In your locality, are there socially neglected/undermined artisans or handicraft skills?
A. Yes B. No

17. If your response to Qn No 16 is “Yes”, please mention the main neglected types of skills.

18. In your local area, do communities willing to be trained in handicraft skills at CSTC?
A. Yes B. No
19. If your response to Qn No 18 is “No”, what are the main reasons?

20. Are there training manuals for different skill types in the center?
A.Yes  B.No.

Activities Rating Levels

VL L M H | VH

21. The attitude communities towards trainees and the training centers (CSTCS

22. The awareness of trainees towards the skill training programs in CSTCs

23. The overall contribution of skills training programs of CSTC to facilitate and
improve community development in general, and individual’s life in particular

VL=Very Low L= Low M=Medium H=High VH=Very High

Part I1I: Involvement of stakeholders (Communities, Trainees, Trainers, Government, NGOs,
and others) in the area related to skills training programs in CSTCs. Give your response
by marking one "X in each box.

Participation Areas Level of Participation
VL | L M H | VH

I. The participation of local community in the training programs of CSTC
2. The involvement of NGOs to support the training programs in CSTC
3. The support of the government (Regional, Zonal, and Woreda levels) for
skill training programs in CSTC
. Trainees involvement in the planning of skills training programs
VL=Very Low L=Low M=Medium H=High VH=Very High

o

Part IV: Organization and Management Issues
1. Who are the participants in the planning skills training programs in CSTC? (If vou select more
than one answer, ordered them)

A. Coordinators of CSTC D. Management committee
B. Trainees E. Woreda MSEIP office
C. Trainers F. If any other
2. Is monitoring and evaluation conducted in the training programs of CSTC?
A. Yes B. No
3. If your response to Qn No 2 is “Yes™, how often is it conducted?
A. Monthly B. Weekly  C. Twice amonth  D. at the end of the program

4. By whom the activity of monitoring and evaluation of the training programs is conducted at
CSTC? (If vou select more than one answer, ordered them)

A. CSTC Coordinators D. Trainers
B. Committee members E. Trainees
C. Woreda MSEIP office F. If any other

(o8]



5 Is there continuous assessment conducted on the training programs?
A. Yes B. No
6. If your response to Qn. No. 5 is “Yes” how do you evaluate the level of continuous
assessment?
A. Very low B. Low C. Medium D. High E. Very high
7. How do you evaluate the situation of experience sharing among trainees during and after the
training time?
A. Very low B. Low C. Medium D. High E. Very high
8. In current practice. what is the body that has overall management responsibility of CSTC and to
whom the center directly reported?

A. Woreda Council C. Woreda Committee
B. Woreda MSEIP office D. Other
9. Who are the member bodies (offices) of the management committee at woreda level?
1. 4,
2. .
3. 6.

10. What is your suggestion about the organization of management committee members?

11. How often the woreda management committee meets in dealing about the issues of CSTC?

A. Weekly D. Per six months
B. Monthly E. Per a year
C. Per three months E. Other

12. Are the duties and responsibilities of woreda MSEIP office and CSTC, other
concerned bodies of skill training programs clearly stated?

A. Yes B. No
13. Has the CSTC an organizational structure which is clear and convenient for work?
A. Yes B. No

14. The following points in the table indicate organizational and management activities
of the training programs in CSTCs. Give your Responses for each by putting “X™ in
the space provided in order to rate their levels.

VL=Very Low L=Low M=Medium H=High VH=Very High

Activities Rating Levels

VL [L|M [H |VH

Organizations and Management Functions

Coordination of woreda management committee to perform CSTC programs?

Relationship among the regional, zonal and woreda levels concerned bodies and
CSTC for skills training programs?

Overall effectiveness of the organization and management of skills
training programs in CSTC?

Appropriateness of organizational structure of CSTC to perform its tasks

Level of transparency and accountability on the activities of CSTC programs

Resources management ability in the center

Activity of needs assessment before training

Existence of target groups identification

Level of trainees encouragement

Level of coordination between trainees. trainers and coordinators of CSTSs




Activities

VL|[L|M |[H

VH

Level of flexibility in admission criteria and training time schedules

Administrative Contents and Procedures

Presence of clearly defined authorities, duties and responsibilities of tasks

Effectiveness, efficiency and flexible administrative structure

Existence of clear administrative and accounting procedures

The execution of roles and responsibilities

Level of clear authority delegation practices

Establishment and application of management information system

Documentation practices (recording, reporting, etc) in the center

Level of relationships and accessibility in the managerial hierarchy

Presence of supportive guidelines, rules, regulations, etc

VL=Very Low L=Low M=Medium H=High

VH=Very High

Part V: The following are issues related to internal and external factors/problems that
affect the success of training programs in CSTC. Put “X" on the space provided in

order to rate the levels.

Factors Rating levels
VL |[L [M[H]|VH
Institutional Capacity

Availability adequate facilities in the center

Coordinator’ ability to manage and organize the programs of CSTCs

Availability of training materials and equipment

Level of budget allocations to the center

Man power assignment as the structure to the training center

Availability of raw materials

Presence of modern training machines
Presence of qualified and experienced trainers
Presence of sufficient. competent, committed and qualified staff
Center’s capacity to generate internal income and fund raising

Policy Supports and other issues

Existence of markets for trainees’ products

The all-round support of CSTC graduates in work areas

Level of trainees follow-up after the completion of training

en —en estions t he responses of closed-ended ones

A. Explain shortly about the situations of skill training programs provided in CSTCs

based on the following areas.

1. Organizations and Management Functions

2. Institutional Capacity




3. Policy supports and other issues

B. General opinions of respondents about the problems and recommended solutions of
skill training programs

1. What are the major organizational and management problems in encountering the
success of the skills training programs in CSTC?

2. What do you recommend (strategies and solutions) in tackling the problems that
you have identified on the above Qn No 1?7

3. Any suggestions and comments if you have




Appendix-B
Addis Ababa University
School of graduate Studies
Department of Curriculum and Teachers professional Development Studies
Program: Adult Education and Lifelong Learning

A questionnaire to be filled by the skills training programs Trainers in CSTCs.

This questionnaire is designed for the study entitled “The Organization and
Management of Non-formal Skills Training Programs in South Gonder
Administrative Zone”

The main purpose of this questionnaire is to collect relevant and appropriate data
concerning on the above title at CSTCs and to provide some possible recommendations
for the encountered problems if there are any. Thus your genuine, frank and timely
response is quite vital to determine the success and completeness of the study. Hence, |
cordially request your high collaboration in filling it honestly and responsibly.

Note:- Dear participant, please read carefully the instructions below before starting to fill
the questionnaire.

1. I strongly ensure that your responses will be used for academic purpose. nothing else.
So. the responses will be kept privately and confidentially.

2. Writing your name is not necessary

3. Please read each question orderly, and then indicate your responses by circling the
letter, by putting the mark "X in the given table, or by giving a short responses
where necessary.

4. Please be as brief as possible in responding the open-ended questions.

Thank You in Advance for your heartfelt collaboration

Part I: Personal Information of the Respondents

1. Woreda Sex Age
2. Marital status
A. Married B. Unmarried C. Divorced/Widowed
3. What is your current educational level?
A. Grade 4 and Below D. TVET Graduate
B. Grade 5-10 E. Other

C. Grade 10/12 Complete
4. If you are TVET graduated. your field of specialization (subject area)
5. Previous occupation
6. Work Experience (Service years) in CSTC as a trainer

Part II: Issues Related to Training Program
1. How much you are interested to work in CSTC?
A. Very high B. High C.Medium  D. Low E. Very low



2. If your response to Qn No 1 is “D or E”, what are the main reasons?

3. Do you agree on teaching/training of skills of adults/youth require a special training?

A. Yes B. No
4. Have you ever received any training in relation to the task you are performing now?
A. Yes B. No

5. Do you think that your experience and skills which you have now enough to train youth/adults
in CSTC? A. Yes B. No
6. How do you conclude your acceptance from the trainees during training?
A. Very high B. High C. Medium D. Low E. Very low
7. If your response to Qn No 6 is D or E”, what are the main reasons?

8. On which target groups or beneficiaries the skills training programs in CSTCs focus on? (If you
select more than one answer, rank them).

A. School drop-outs D. Farmers
B. Family heads E. Unemployed adults/youth
C. Women (house ladies) F. Other

9. How the trainees are selected?

A. By their own request/volunteer

B. By the request of Kebeles or Cooperatives

C. If any other, please specify
10. What are the bases for selecting the types of skills and other training programs to provide in the

CSTC? (If you select More than one answer, give ranks to them)

A. Target groups and community needs

B. Availability of raw materials and equipment

C. Availability of trainers

D. High accessibility of market

E. If any other, please specify
11. Decisions regarding to trainers recruitments are made by ;

A. Coordinators of CSTC C. Woreda MSEIP Office
B. Management committee D. Zone MSEIP Office
E. Others

12. The trainers are hired in the CSTC for
A. Permanent B. Contract C. Part time

13. From the type of skills which are currently given in CSTC. mention the most beneficial to
trainees and the local community from top to least.

L. 4.
2, 3.
g 0.
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14. In addition to skills training. what training programs are provided in CSTC? (If vou select more
than one answer, give ranks to them)

A. Basic health education

B. Family planning

C. Resources management

D. Basic agriculture education

E. Entrepreneurship and business management

F. If any other. please specify
15. Do you think that the duration of training program is sufficient to acquire the intended skills?

A. Yes B. No
16. In your locality, are there socially neglected/undermined artisans or handicraft skills?
A. Yes B. No

17. If your response to Qn No 16 is “Yes”, please mention the main neglected types of skills.

18. In your local area, do communities willing to be trained in handicraft skills at CSTC?
A. Yes B. No
19. If your response to Qn No 18 is “No”, what are the main reasons?

20. Are there training manuals for different skill types in the center?
A.Yes B.No.

Activities Rating Levels

VL L M H | VH

21. The attitude communities towards trainees and the training centers (CSTCS

22. The awareness of trainees towards the skill training programs in CSTCs

23. The overall contribution of skills training programs of CSTC to facilitate and
improve community development in general, and individual’s life in particular

VL=Very Low L= Low M=Medium H=High VH=Very High

Part I1I: Involvement of stakeholders (Communities, Government, NGOs, Trainees, Trainers, and others).
Give your response by marking one "X in each box to indicate their level of participation.

Participation Areas Level of Participation
YL L M H VH

. The participation of local community in the training programs of CSTC

. The involvement of NGOs to support the training programs in CSTC

LI | 18D | =—

. The support of the government (Regional, Zonal, and Woreda levels) for skill
training programs in CSTC

4. Trainees’ involvement in the planning of skills training programs

VL=Very Low L= Low M=Medium H=High VH=Very High

Part IV: Organization and Management practices in the Training Centers

1. Who are the participants in the planning skills training programs in CSTC? (If you select more
than one answer, give ranks for them)
A. Coordinators of CSTC ~ B. Trainees C. Trainers D. Management committee
E. Woreda MSEIP office F. If any other

2. Is monitoring and evaluation conducted on the programs of CSTCs?  A. Yes B. No

(S



3. If your response to Qn No 2 is “Yes”, how often it is conducted?

A. Monthly B. Weekly  C. Twice amonth D. At the end of the program
4. By whom the activity of monitoring and evaluation of the training program is
conducted on CSTCs? ({f you select more than one answer, give their ranks)

A. CSTC Coordinators B. Committee members
C. Woreda Micro &Small Enterprises and Industries Promotion office
D. Trainers E. Trainees F. If any other
Functions Rating levels

VL L | M H

VH

5.Level of identifying the specific target groups (o be helped most in skill training

6. Practices of needs assessment before the training

7. Situation of resources management in the center

8. Situation of trainees encouragement

9. Practices of coordination among trainees, trainers and coordinators

10. Situation of admission criteria and training schedule

Part VI: The following factors can affect the success of the training programs provided
in CSTC. By marking “X”, please indicate the level of problems in affecting
skills training programs. Put only one “X” for each option.

VH =Very High H =High M =Medium L=Low VL =Very Low

Factors Rating levels

VL | L[M]| H]|VH

Institutional Capacity

Availability of adequate facilities in the center

Coordinator’ ability to manage and organize the training programs in the center

Availability of training materials & equipment

Level of budget allocation to the center by the government

Man power assignment in the structure

Availability of raw materials for training

Presence of modern training machines

Presence of qualified and experienced trainers

Presence of sufficient, competent, committed and qualified staff

Centers’ capacity to generate internal income and fund raising activities

Policy Supports and Other Issues

Accessibility of markets for trainees’ products

Level of all-round supports in different aspects to graduates in work areas

The practice of trainees follow-up after graduation

Part V: General Opinions of the Respondents
1. According to your observation, what are the main problems of community skills
training center (CSTC) to provide the skills training programs?

2. What solutions do you suggest in order to improve the non-formal skills training
programs in CSTC for the future?




Appendix-C
Addis Ababa University
School of graduate Studies
Department of Curriculum and Teachers professional Development Studies
Program: Adult Education and Lifelong Learning

A questionnaire to be filled by the skills training programs Trainees in CSTCs.

This questionnaire is designed for the study entitled “The Organization and
Management of Non-formal Skills Training Programs in South Gonder
Administrative Zone”

The main purpose of this questionnaire is to collect relevant and appropriate data
concerning on the above title at CSTCs and to provide some possible recommendations
for the encountered problems if there are any. Thus your genuine, frank and timely
response is quite vital to determine the success and completeness of the study. Hence, |
cordially request your high collaboration in filling it honestly and responsibly.

Note:- Dear participant, please read carefully the instructions bellow before starting to
fill the questionnaire.

. | strongly ensure that your responses will be used for academic purpose, nothing else.
So. the responses will be kept privately and confidentially.

. Writing your name is not necessary

. Please read each question orderly, and then indicate your responses by cireling the
letter, by putting the mark ”X” in the given table, or by giving a short responses
where necessary.

. Please be as brief as possible in responding the open-ended question

[—

(U I (O]

o

Thank You in Advance for your heartfelt collaboration

Part I: Personal Information of the Respondents

1. Woreda Sex Age
2. Marital status
A. Married B. Unmarried C. Divorced/Widowed
3. What is your current educational level?
A. Unable to read and write D. Grade 9-10/12
B. Grade 1-4 _ E. Grade 10/12 complete

C. Grade 5-8

Part I1: Issues Related to Training Program
1. What is your previous occupation before the training?

A. Farmer B. Daily laborer C. Jobless
D. Artisan E. House Lady F. Other

2. How did you get the chance of the training (the way you were selected)?

A. By their own request/volunteer
B. By the recommendation of Kebeles/Cooperatives
C. If any other, please specify
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. What is the skill type you are attending now?
. Do you select the type of skill by your self?

. If your response to Qn No 7 is “B”, explain the main reasons

A. Yes B. No

. Before the training program is commenced, were you consulted and participated about

the type of skill training that you want?
A. Yes B. No

. Why do you select the skill that you are attending now? (If you select more than one

answer, pul them in orde).
A. to acquire the skill
B. to up-grade the skill I had
C. to simply use the chance
D. to generate income and improve my life
E. If any other,

. The way you are attending the training program

A. boarding at the center B. commuter (not boarding)

9. From the type of skills which are currently given in CSTC, mention the most beneficial

10.

11.

12.

. If your response to Qn No 14 is “No”, what are the main reasons?

to trainees and the local community from top to least.

k: 4.
2. 3.
3 6.

[n addition to skills training, what training programs are provided in CSTC? (If you
select more than one answer, put them orderly from high to low)
A. Basic health education
B. Family planning
C. Resources management
D. Basic agriculture education
E. Entrepreneurship and business management
F. If any other. please specify
G. There is no additional training in the center
Do you think that the duration of training program is sufficient to acquire the intended
skills?
A. Yes B. No
In your locality, are there socially neglected/undermined artisans or handicraft skills?
A. Yes B. No

. If your response to Qn No 12 is “Yes”, please mention the main neglected types of

skills.

. In your local area, do communities willing to be trained in handicraft skills at CSTC?

A.Yes B. No

. Are there training manuals for different skill types in the center?

A. Yes B. No.

(9]



VL=Very Low L= Low M=Medium H=High VH=Very High

Activities Rating Levels

VL L M

H

VH

17. The attitude communities towards trainees and the training centers (CSTCS)

18. The awareness of trainees towards the skill training programs in CSTCs

19. The overall contribution of skills training programs of CSTC to facilitate and
improve community development in general, and individual’s life in particular

Part IIl: The following questions are designed to assess trainees’ involvement in
relation to organization and management practices of the training programs
in CSTC. Please put your response by marking “X”, on the space provided
in the table.

Participation Areas

Yes No I do not
know

Planning and Decision making

Have you discuss about the problems of community with coordinators?

Were you asked about the skill that you want to train?

Were you informed about the training duration?

Are you interested more about the skill in attending now?

Program Implementation

[s there a trainees’ committee in the center?

Do you have a right to comment on the training program?

Are you willing to contribute labor and/or money to the training center?

Are you participating as multiplier upon training program completion?

Program Evaluation

Is there frequent discussion among trainees, trainers, and coordinators?

Do trainers and coordinators encourage the trainees to give comments on lessons
continuously?

Do you think the training relevant for your future life and the community at all?

Do vou feel that CSTC is important to the community?

Part IV: Organization and Management Practices in the Training Centers
1. As a program beneficiary, in which activity or activities did you participate? (If vou
select more than one answer, put them in order)
A. On needs assessment
B. On the choice of training schedule (time & place)
C. On program planning and management
D. On program implementation
E. T didn’t participate F. If any other,
2. Who are the participants in the planning of skills training programs in CSTC? (If you
select more than one answer, put them in order).

A. Coordinators of CSTC D. Management committee
B. Trainees E. Woreda MSEIP office
C. Trainers F. If any other
3. Is monitoring and evaluation conducted in the training programs of CSTC?
A. Yes B. No

(OS]




4., If your response to Qn No 3 is “Yes”, how often is it conducted?
A. Monthly B. Weekly  C. Twice a month
D. at the end of the program
5. By whom the activity of monitoring and evaluation of the training programs is conducted at
CSTC? (If vou select more than one answer, give ranks for them)

A. CSTC Coordinators B. Committee members
C. Woreda Micro & Small Enterprises and Industries Promotion office
D. Trainers E. Trainees F. If any other

VL=Very Low L=Low M=Medium H=High VH=Very High

Functions Rating levels
VL L M H | VH

6.Level of identifying the specilic target groups to be helped most in skill training

7. Practices of needs assessment before the training

8. Situation of resources management in the center

9. Situation of trainees encouragement

10. Practices of coordination among trainees, trainers and coordinators

I 1. Situation of admission criteria and training schedule

Part IV: The following factors can affect the success of the training programs which are providing in CSTC. By
marking only one “X” for each option, please indicate the rating levels.
Factors Rating Levels
VL | L [ M [ H][VH

Institutional Capacity

Availability of adequate facilities in the center
Coordinator” ability to manage and organize the training programs in the center
Availability of training materials and equipment
Level of budget allocation to the center by the government
Man power assignment in the structure
Availability of raw materials for training
Presence of modern training machines
Presence of qualified and experienced trainers
Presence of sufficient, competent, committed and qualified staff
Policy and Other Related Problems

Accessibility of markets for trainees” products
Level of all-round supports in different aspects to graduates in work areas
The practice of trainees follow-up after graduation

Part V: General Opinions of the Respondents

According to your observation, what are the main problems community skills training center
(CSTC) to provide the skills training programs?

What solutions do you suggest in order to improve the non-formal skills training programs in
CSTC for the future?
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Appendix-E
Addis Ababa University
School of graduate Studies
Department of Curriculum and Teachers professional Development Studies
Program: Adult Education and Lifelong Learning

Interview questions to be answered by the Heads of Zonal and Woreda Micro and Small Enterprises and
Industries Promotion Offices.

The purpose of this interview is to gather relevant and appropriate data concerning on the organization and
management aspects of non-formal skills training (NFST) programs from the Heads of Zonal and Woreda
Micro and Small Enterprises and Industries Promotion Offices in South Gonder Zone. The information
collected from you will be used only for academic research purpose. Hence, you are requested to provide
valuable information honestly and frankly.

Thank You in Advance for your heartfelt collaboration!

Interview Date Time Place
Background Information of the Interviewee
Sex Age Educational Level
Field of Study
Total Service years , and service years in current position

Questions on skill training programs of CSTCs

I. What is the current condition of skills training programs of CSTCs in the Zone/Woreda?

2. How do you explain the role of government, NGOs and communities currently in supporting CSTCs in
the Zone/woreda?

3. What was the main objective for the transfer of CSTCs from REB to MSEIP Agency in the Region?

4. How do you explain the new organizational and structural arrangement concerning CSTCs in the
Region?

5. How do you express the interest of the target groups to participate in the skills training programs at
CSTCs?

6. How do you select trainees and trainers for community skills training centers?

7. How do you evaluate the contributions of CSTCs for the development of Micro and Small Enterprises
(MSEs) to the creation of job opportunities and income generation?

8. How do you evaluate the institutional capacity of CSTCs to offer skills training programs?

9. How the Reginal/Zonal/Woreda concerned bodies do conduct the activity of monitoring and evaluation
about skills training programs?

10. What are the major reasons/problems that weakened the capacity of CSTCs to provide skills training
programs in the Zone/Woreda?

I'l. What attempts were made to avoid or minimize the problems?

12. What do you recommend to improve the current conditions of skills training programs in CSTCs?

13. If you have any comment,




Appendix-F

Observation Checklists and Guidelines in observing the capacity of community skills training centers.

Addis Ababa University
School of graduate Studies
Department of Curriculum and Teachers professional Development Studies

Program: Adult Education and Lifelong Learning

The purpose of observing the CSTCs is to know their capacities in terms of facilities, training materials and
equipment, manpower, guideline documents, etc.

Observation Date
Name of Woreda

I. Does the training center have adequate and qualified man power?

Time

Center Name

2. Facilities availability and quality in the center

Availability If Available
No Facility Type Current Condition Remark
Available Not Quanti Very Good Out of
Available ty Good Service
1 Training rooms
2 Workshops
3 Hand tools/machineries
4 Multipurpose hall
5 Store
6 Dormitory
7 Office
8 Latrine
9 Demonstration area
10 | Any other:
3. Availability of Training Tools and Equipment
Condition Remark
No Tools and Equipment Qt Very Good Out of
Good Service

4. List of available manuals and guidelines documents
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Appendix-H

Descriptions of the Study Area

The ANRS has eleven (11) Zones; composed of three (3) Nationality Zones (Awi,
Oromia and Waghmira), one City Administration (Bahir Dar), and the rest seven (7) are
Administrative Zones. One of the seven Administrative Zones is South Gonder that the
area of this study focused. The capital City of the Zone is Debre Tabor which is found
100 kilometers far away from the Capital City of the Region (Bahir Dar) to the direction
of Worta-Woldia road to the East. The Zone is surrounded by different Zones of the
Region such as North Wollo in the East, Lake Tana & West Gojam in the West, North
Gonder in the North & North-West, West Gojam in the South, and South Wollo in the

South-East part of the Region.

The total area of the South Gonder Zone covers 14,297.72 square kilometers. According
to CSA (2008) report, its total population is 2,047,206 that shares 11.89% of the Region’s
total population. From this figure, 89.78% of them are living in rural areas. The Zone
consists 10 woreda, 5 City Administrative, and 336 kebeles. Mostly. the livelihood of its
population is based on agricultural activities. Besides, certain numbers of the population,
particularly the urban young people, are involving in the activities of micro and small

enterprises (MSEs).

Concerning to the education sector, the total figure that could be involved in primary and
secondary levels in 2009/10 (2002 E.C) is expected about 584.,726. However, the primary
and secondary level students who are involving in 2002 E.C are 480.931 in total. In 2002
(E.C), there are 682 primary and 28 secondary schools, 10 preparatory schools, 5 TVET,
and 3 government and 2 private colleges in the Zone. With regard to health services, the
Zone has 1 hospital, 88(73% coverage) health centers, and 298(93.6% coverage) health

posts.
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