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ABSTRACT 

The main objective of this study was designed to assess the current state of the 
organization and management of NFST programs provided in e STes. 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 Fume in order to 
compensate one 's weakness over the other. To this end, four different but complementwy 
data col/ec:lion instruments such as questionnaires (for coordinators, experts, trainers 
and trainees), semi-structured interview (for Zonal & Woreda MSEIPOs Heads), 
observat ion in all sample eSTes and an assessment of different and relevant 
documents(fi-om MSE1POs, ZED, WEOs and fi-om review of related literatures) were 
used in the study. The study was conducted infive Woreda eSTes in SGAZ of the ANRS. 
A total number of 128 subjects which include 90 trainees, 10 trainers, 10 eSTCs 
coordinators with their deputies, 12 training experts in Zonal and Woreda /VISEIOs, and 
6 heads of MSEIPOs (I in Zone and 5from 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 independenl sample t-test were used to 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 MSE1PA in general and the selected Zone 
and Woreda MSE1POs and eSTes in particular were striving to play significant roles in 
providing the non-.formallivelihood skills training, thefinding of the study indicated that 
most of the training centers are not peljarming in a beller way as standard. The NFST 
programs provided in CSTCs were poorly organized, managed, structured, staffed, 
equipped and facilitaled in human and non-human resources. Because of poor 
organization and management practices on the training programs of eSTCs and their 
inadequate institutional capacities, the reallaclual contributions of the training centers to 
the local community are velY minimal. Therefore, if is recommended that decision 
makers, planners, and other concerned government authorities al all levels us well as 
different stakeholders should recognized the role of NFST programs provided in eSTes 
as a short-way means of increasing selfemployment opportunities and job-creation. 
improving the livelihood of the local communities, and eradicating poverty. The 
concerned government represenlatives like Woreda MSE1POs 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 ofthe Study 

Education is a continuing process, spannll1g the years from earliest infancy through 

adulthood and necessaril y involving a great vari ety of methods and resources. It is an 

essential condition for multi-dimensional deve lopment (social, economic, political and 

cultura l aspects) (MO E, 1994: I). Such developmental aspects within a nation are highl y 

conditioned by the proper organization and management as well as success ful 

implementation of educational programs at all levels (from basic literacy and basic skill s 

to higher education) for all age groups (children, youth and adults) without any 

di scrimination (Temesgen, 2009 : I). 

As various studies have shown, education becomes an instrument in improving the 

li velihood of the indi viduals through the acquisition of knowledge, skill s and attitude as 

well as increasing producti vity (lIZ/OVV, 2001 :8). The value o f education is 

s ignificantl y very important for developing countri es like Ethiopia, where illiteracy rate is 

high (58.5%), poverty is acute, and health problem is serious (MOE, 2007 :2 1). Thus. 

education can be considered as a means for transforming society and econo mIc 

development including vocational skill s, deve lopment o f independence, scientifi c 

thinking and preservation o f natural and cultural heritages. All these can be successfull y 

achieved when people are educated through formal and non formal modes o f the 

education system. As Hallak ( 1990: II 0) stated that " the more skilled a rural population is 

the better producti ve and better quality of life it will be" . Hence, educati on is a means to 

an end. 

It is clear that the majority of the population can not be expected to participate in learning 

and training acti vities through the ex isting formal education system. By considering thi s. 

NFET has a signifi cant role in providing kno wledge and skill s to ind ividuals who can not 



c) Educationa l po licies had equated education and train ing large ly with fo rmal 

schooling. Hence the learn ing needs of children, youth and adults out-s ide school 

were be ing seriously neglected. 

Because of such and other related reasons, there is a need to strengthen the human 

resources base through effecti ve implementation of the education and training strategy 

fo r accelerating deve lopment and ending poverty. One of the important ways is the 

prov ision of NFET programs which he lp to empower the producti ve populati on (youth 

and adults) through the tools of bas ic literacy and sk ill s traini ng programs (MOE, 

2006:8). 

It is genera ll y accepted that the effecti veness and effi ciency of any educational program 

depends on the avai labi lity and proper utili zati on of resources (human, financial and 

materi als). However, the practi cal situat ions of the Ethiop ian education system at all 

leve ls and types mostly show that there are some ml ssll1g gaps in relation to its 

organi zation and management. As part of the NFE system, the missing gap is al so 

prevailing in rural-based eSTes to run NFST programs. In the country, despite the huge 

investment of education (formal and non-formal) made by the government, vari ous 

NGOs and pri vate, the eSTes to offer NFST programs were unable to bring change in 

the actual li fe of the individuals. For thi s, many of the workshops released by MOE. 

REB, NGOs and others ind icated that most of the eSTes in the country are entangled 

with many in ternal and ex ternal problems. eSTes were given low atten tion fo r a long 

peri od of time though the si tuati on is becomi ng in progress si nce 1994 (after the 

fo rm ulation of the new ETP). 

In ANRS, as a component of NFET programs, 107 eSTes we re establi shed at Woreda 

leve l to prov ide sk ill trainings fo r adults and young people (Ani ley, 2006:5). However, 

most of the training centers which are bas ically offered NFST programs in the Region as 

part of the country were fo und-out to be ineffecti ve and inefficient due to several 

problems in relati on to organizationa l and management practices . For instance, 

management diffic ulti es, inconven ient organ izational structure, repeated ly change of 

structure, lack of resources a llocation, lack of attention and the like were some of the 
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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 eq uipped with 

training materials, insufficient worki ng budget, training courses were given by untrained 

and inexperienced tra iners, suffering from frequent changes of thei r 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 

li velihood skill train ings for unemployed and/or underemployed people engaging in 

income-generating and poverty reduction acti vities is very hi gh, the potential conditions 

that help for the provision of NFST programs in the centers in relation to organi zation 

and management practices seek great attention. However, there was no any research 

conducted on the organization and management of NFST programs specifica ll y foc using 

on CSTCs in SGAZ. Therefore, it was necessary to conduct a research on thi s problem in 

the Zone in order to assess the practices of the organization and management of NFST 

programs offe red in CSTCs. Thus, thi s research study was carried-out in SGAZ. 

1.3. Objectives of the Study 

The general object ive of thi s 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: 

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

2. To examine the organi zation and management systems of CSTCs to offer the 

skill s training programs in the Zone. 

3. To assess the inst itutional capacity (human, material and faci lities as well as 

financia l) of CSTCs to offer NFST programs. 

4. To ident ify the major problems of CSTCs encountered the organiza ti on and 

management ofNFST programs in SGAZ. 
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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. Finall y, 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 

fi'amework 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 

essentiall y 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 sk ill 

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 enabl ing people for productive tasks, or changing their usual work 

styles (Zaudneh, 1994:2). Simi larly, Byars & Rue (1987: 178) described that traini ng as 

"a learning process for the acquisition of skill s, concepts or attitudes to improve the 
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performance of indi viduals, so that it invo lves a systematic process of alte ring the 

behavior, knowledge and motivation of those involved in goal ach ievement." Whereas. 

training in its purest form is the process of teaching or acquiring specific sk ills and 

abi li ties, becoming proficient, qualified or fit to perform certain tasks (McCollum, 1962: 

42). In relation to th is, World Bank (1988:54) also stated that training means an 

instruction of job-related skill s to prepare trainees for direct entry into a trade or 

occupation that could be self/wage employment. 

From the above concepts of tra ining which are given by different scholars, it is 

understood that the general idea of training in all aspects is more or less similar that 

foc uses 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 occupat ions that measure up to the "standard". The concern of any ski ll 

training program for a country should be focu sed on the trainees and the community who 

wo rk throughout their lives .The effo rt of sk ill train ing could be made in school or 

outside school. Its program can take place in the training center of the formal or non­

fo rmal type through apprenticeships, at the place of employment, or at institutional-based 

(Zaudneh, 1994:2). 

Inst itutional-based NFST training could encompass vocational, technical, managerial , 

entrepreneurial, social and other relevant sk ills. With this regard, decisions to offer such 

types of skills training and to improve performance often follow an analysis of indicators 

such as producti vity, costs and individuals' needs as well as societal demand for its 

quality (Fluitman, 1989: 13). Thus, before conducting any skill training program, the 

objecti ves of the program should be documented since skill training is given for a vari ety 

of reasons. The main purpose of sk ills training is to develop knowledge, sk ills and 

attitude for the contribution of organizat ional and employees and/or self-employees 

development. Mainly, skill trai ning is used fo r giving a solution fo r the problem of 

manpower shortage in terms of quantity and qua lity, preparing for employment or self­

employment, and increasing low level productivi ty and income generation capacit ies. 
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Simila rly, Graham (1 983: 166) a lso stated that to gIve skill training has 

such dual advantages . The first one is utilization which means by 

improving the a bilities 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 is motivation that implies by giving skill tra ining, it is possible 

to enable the trainees a feeling of mastery over their work. So that they a re 

satisfied in their work and productivity could be improved. 

Moreover, as Zaudneh (1 994:5) stated that the following main advantages 

could come from the result of valid skill training programs : greater 

productivity and qua lity improved , less spoiled of work, greater versatility 

and adaptability , fewer accidents, and greater job satisfac tion. Thus, the 

NFST programs, when organized a nd managed properly, a re 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 utili ze variolls types of skills in order to have producti ve 

and satisfying thei r working life. To change individuals' life, " life skill s", that can be 

ca ll ed ' li ve lihood skill s", are very signifi cance. In simple way, "skill s" refer to the ability 

to perform something. Likewise, " life skill s" a lso 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 sk ill s. If the program neglects the broader elements of 

skill s, it is difficu lt to succeed in enabling the grad uates to find sustai nable and 

continuolls 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 va riety of skill components to be provided. 

Skill s can be grouped in many different types although there may be an overl apping with 
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2.2. Non-formal Skills Training (NFST) and Development 

2.2.1 NFST 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 indi vidual for 

responsible citizenship in all aspects. However, during that time, many respected 

members of the in tellectual-academic community, especiall y 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 thi s, the inadequacies of formal training in meeting a variety of clientele needs 

have been rai sed. 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 indi viduals 

and communities (Adekanmbi , 1998: 156). Due to thi s, organized skill training programs 

are di vided into two major categories: formal and non-formal training. The non-formal 

training refers to the varied assortment of organized and semi-organized training 

acti vities operaling outside the regular structure and routine of the formal system, aimed 

at se rving a vari ety 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 fl exible and diverse which are adapted to the particular needs 

and circumstances of trainees (Onyishi , 2004:25). Onyishi al so stated that such training 

programs proclaimed strateg ies calling for a stronger, more integrated · and more 

community-based approach to rural development to meet the basic needs of the poor. 

Besides, Vollmann (200 I :5) al so described that "due to its fl exibility in terms of 

organi zation, schedule and durations, NFST has been found relevant in address ing a 

number of training institutions barriers in relati on to demand factors. For instance, in 

Ethiopia. the interest of NFST programs have not onl y stimulated due to the potential for 
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efficient use of scarce resources, the expansion of educati onal se rvices, the promotion of 

equity in train ing opportuniti es, and the enhancement of training relevance to the 

demands of soc ietal 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 

sho w the potentia l needs of non-formal training approaches of educational programs for 

equipping the rural young people and adu lts with usable occupat iona l ski ll s as they move 

toward the next deve lopmental stages. These include great fl ex ibility 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 o f the trainees; and the abi lity to harness local talents, facilities , and general 

support leading among other things to more economically viab le training opportunities. 

To sum up, the concept ofNFST has been developed basically by the reasons that include 

offering sk ill training towards inquiry into the immediate world of wo rk , acquaint ing 

trainees wi th a so lid world of practical and deve lopment-oriented ski ll training. and 

enabling trainees to appreciate the resu lts of their work . To the contrary, the formal sk ill 

training (formal TV ET) is characterized by ri gid entry requirement, by non-negot iable 

course packages, by inflexible and teacher-dominated methodologies, by inflex ible 

durati on and timing of programs that is not suitable for subsisten t workers who re ly on 

dail y flo w of income. and by inflex ible location of training (i.e. no option of mobile 

training). 

2.2.2 The Role of N FST Programs for Development 

To emphasize the great role of education and training programs, Knox ( 1993: 14) pointed­

out that this o ld say ing idea "Give a man a fi sh, and he eats for a day; teach/ train a man to 

fi sh, and he eats for a lifetime" . This old sayi ng idea reflects a curative and preventi ve 

educat iona l programs emphasis in contrast to treating the systems of the fundamenta l 

problems of human beings. Similarly, as Indabawa & Mpofu (2006:23) stated that "A ll 

human needs and problems have implications for education and traini ng" . 
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All people need to acq uire knowledge, skill s and competencies that are necessary for 

everyday life. For instance, literacy, numeracy and basic skill s training promote wo rkers' 

productivity as a result of which one's earnings will be improved so that the quality of 

life that an individual might enj oy would be improved (World Bank, 1996:62). Moreover, 

countries' development depends ultimately upon the productive skill s and the levels of 

education and training of its citizens. Literate, skilled and committed individual can 

eas il y achieve the development plans of hi s/her country (Ti lahun, 1994:7). With regard to 

this, enhancing economic productivity and social cohesiveness, education and tra ini ng is 

taken as an instrument that increases the value and efficiency of workers' labor, 

inte llectual flexibility of the labor force , contributes to nation-building and interpersonal 

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

However, in add ition to high rates illiteracy, most of rural people of developing countries 

have been subj ected 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 imped ing factors, the Ethiopia rural people of mainly lack appropriate 

knowledge and skill s that enable them to improve their way of life and production 

practices. 

Therefore, the introduction and acquisition of appropriate technology and skill s is 

believed to be an absolute necessity for the economic and social development of the 

society in general , and the li velihood improvement of the indi vidual s in particular 

(Agidew et ai , 1995:1). Thus, in the view of the less structural flexibility and high cost of 

formal TVET programs, benefi ciaries (trainees) can not be increased to a sati sfactory 

level. Thi s situation justifies the importance ofNFST programs providing institutions like 

CSTCs in supporting the informa l sector of the economy by up-grading traditional skills, 

and develops positive attitudes among local arti sans on developing their sk ills in line with 

requirements of '"modern" life. 

In most deve loping countries, the mismatch between skill training and unemployment 

results from some major reasons as stated by Fluitman (1989:77). These include the 
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traini ng centers tend to train for skill s and occupati ons which do not co rrespond to the 

labor market opportuniti es, a se ri ous inequali ty of access to ski ll training programs, and 

the qua lity of ski ll trai ning offered in the center is often poor as a preparation for 

productive work fo r se lf and/or wage employment. 

By considering the above reasons, various NFST programs for ad ults and yo ung people 

have been tri ed in most develop ing countries. These programs generall y tend to be belle I' 

adapted to rea li stic needs, have lower costs, and relati vely have beller benefit/cost rat io 

than most forma l training programs (Coombs & Ahmed, 1974: 144). NFST programs are 

used to increase the sk ill s and product ivity of adu lts and youth who are expected to 

involve in different self-employment acti vities, parti cul arl y in farming, arts, crafts and 

MSEs or small entrepreneurships. Thus, providi ng appropriate NFST program is essential 

to enable people become ski ll ful and reflective practitioners in the areas they are 

engaged. NFST programs for self-e mploymen t in different internal sec tors are 

substantiall y diffe rent fro m skill training for wage-employment in the formal secto r. The 

no n-forma l tra in ing program for self-employment is characterized by its intimate 

relationsh ip with production, and its delivery of immediate outcomes (Coombs & 

Ahmed, 1974 :30). 

Moreover, to crate "marketable" skill s that w ill fac il itate economic de velopment and 

increase self~emp l oyment in any area, the N FST programs should be closely ti ed to the 

actua l and prospecti ve market conditions and skill needs of that area. Besides, they must 

be intimately tied to different support services whic h are needed by those self-employees 

in order to put their skill s to most effective use. The services might include ass istance in 

obtaining cred it, raw materials, equipment, sub-contracts, help on product design and 

marketing, and fo llow-up tra ini ng as it is needed (Coombs & Ahmed, 1974: 15 1). This 

impli es that NFST programs cannot be designed or successfull y operated in a soc io­

economic vacuum, without intimate ti ed with re lated 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 ineffecti ve un less 

they are properl y organized and managed. As an organizational act ivity, non-forma l 

education and training program is a multi-sectors activity that invo lves several 

gove rnment and non-government agencies as well as communities as prov iders to the 

wide-range o f target groups (Evans, 1981 :33, and Rogers, 1992:: 159). Similarl y, Wanna 

( 1999 :65) al so stated that non-formal basic education and sk ill training programs can be 

organized and managed by different groups, agencies, governments and others although 

the governmenfs role is great in developing countries. This makes the organi zation and 

management task of the NFET programs become a complicated and even sometimes a 

controversial issue. Hence, as part of non-formal education programs, thi s part of the 

literatu re is bas ically focused on the NFST programs by considering points like planning, 

organi za tion, and management aspects. 

2.3.1 Training Program Planning 

Accord ing to Boone (I9R5:li4), 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 acti vities and becomes know ledgeable about 

and committed to the continuous organizational renewal and linkage to its communities. 

Thi s writer a lso stated that planning is a functiona l and integrated component of the 

management process which is guided by such five basic assumptions: futuristic acti vity, 

proacti ve rather than reactive behavior, effic iency enhancement, sequential or stepwise 

activity, and co llaborative (Boone, 1985:8 1). Similarly, as Sork & Caffare lla ( 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-dri ven process that consc iously in vites to add ress the educati ona l needs of a 

target groups. Thus, program planning is a means of creating open communicat ion 

between people such as content speciali sts, eva luators, facili tators/coordinators. potential 
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trainees, etc discuss ing 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 activ iti es and should 

take into consideration the target benefic iaries in it. During the planning process, areas to 

be considered are trainees ' issues, fac il itators/coord inato rs and trainers, faci liti es, the 

training program and the like. 

Neverthe less, planning is not doing spontaneously so that it has its own procedura l steps 

or processes. Acco rdingly, as stated by Knowles & others (1998: 189), and Wellings 

( 1987:85), NFET program planning involves a six step process which include: I ) ana lyze 

the planning context and client system 2) assess needs, 3) de velop program objectives, 4) 

formulate instructional plan, 5) program implementation , and 6) program evaluation and 

monitoring. Since these steps are very essential in N FST program planning, it is 

necessary to exp la in each step as follows. 

Analyze planning context and client system: The acti vities begin with at thi s step. With 

regard to thi s, as Luk iya, Kenneth & Godfrey (200 1:37) argued that considering the 

socia l and environmental context or issues of the trainees is a pre-requisite to plan a 

training program. Similarl y, Sork & Caffare lla (1989:203) confirmed that program 

planning occurs withi n a socio-econom ic mil ieu under which insti tutions, traditions, 

po licies, etc can affect the planning process of the program. In line with thi s. informati on 

abo ut the beneficiaries' (trainees') age, educational atta inme nt, cultura l background , 

economic status, fami ly cond itions, geographic distribution, etc could be identified in the 

process of the training program. Wi thout the knowledge of these points, serious errors 

could be made and the final result or outcome of the training program could not be 

effecti ve. Thus, th is step prov ides base line informat ion that can be used in making 

decisions abo ut the plan ning process. 

Needs assessment: It is a systematic explorati on of the way things are and the way they 

should be (II Z/DVV, 2005: 19). These " things" are usuall y assoc iated with organ izationa l 
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a nd/or individua l performance. The success or fa ilure o f an educational program largely 

depends on its re levance to the overall needs of the indi vidual. According to Knowles 

(1980:365), needs assessment is part of the panning process which identities and 

prioriti zes the educational needs of the individual trainees. It is a process of gathering and 

analyzing info rmation to develop strategies for program deve lopment. Thus, in the 

process skill s training program planning, the needs of the trainees should be placed first. 

and the needs of trainers and providers are secondary. Its detail ex planation is presented 

on the titl e of " train ing needs assessment" . 

Formulation of program goa ls and objectives: Program goa ls are statements foc using 

on what should be happened and what should result li'om the program (Gboku & Lekoko, 

2007: 126). According to these writers, goa ls are guidel ines for choosing resources and 

techniques, and are essenti al to program evaluation and improvement. Whereas, program 

objecti ves are more detail descripti ons of the specific actions that needed to achieve an 

agreed target. In short, object ives are the intended learning outcomes. Whatever the 

objecti ves they are, they shoul d be formu lated based on the prioriti zed problems and 

needs of the benefi ciaries/trainees. 

Formulating instructional plan: This invol ves selecting and ordering training contents, 

se lecting appropriate resources, strateg ies and methods (Sork & Caffareva, 1989:89). 

Bes ides, Gboku & Lekoko (2007 : 122) noted that program contents have to be se lected 

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

Program implementation : It is a process of putting the planned program into effect 

(Derbessa. 2004:20 I). In the same way, Gbok u & Lekoko, 2007: 13 1) noted that program 

implementat ion refers to putting the program goals, obj ecti ves and instructi onal plans 

into action. During implementation, appropriate coord ination on the program is ve ry 

important. Thi s is because, program coordination helps to achieve the objecti ves of NFST 

programs with no or minimum amo unt of determinants through the co llaborative effort s 

of coordinators, trainers, and target groups or beneficiari es (Kassahun, 1997:85). In the 

process of implementation, coord ination means to faci litate re lationships among 

organi zations, stakeho lders and benefic iari es to use resources economicall y. Based on 
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thi s, it is possible to conclude that since trainees are the most direct benefici aries from the 

training program their full involvement determines the success of the program 

implementation. 

Program eva luation and monitoring: Since program implementation is not an end by 

itse lf, the program to be checked regu larl y and its outcomes have to be measured based 

on the intended objectives. Thus, developing the evaluation and moni toring techniques 

are very significant. Deta il descri ption abo ut them is presented on the title of "mon itoring 

and evaluation of the program" . 

2.3.1.2 Training Needs Assessment 

The term need is defined differently by different educators. Accord ing to Tyler (i n 

Boone, 1985: 114), a need is defined as the difference between the present condition of 

the learner and an accepta ble norm. Maslow (in Boone, 1985) also stated that needs may 

be arranged fi'om the lowest (surviva l) and most fundamental to the highest (self~ 

actual ization). Moreover, by sum marizing various definitions of needs, Boone ( 1985: I 15) 

stated that a need can be defined as "a defic iency, in balance, lack of adj ustment, or gap 

between the present situation and a set of social norms beli eved to be more desirab le". 

Thus, needs im ply a gap between what ought to be (desirable si tuat ion) and what is 

(actua l situation). 

There are di ffe rent conceptions of needs which include learning/training needs, felt 

needs, expressed needs, and normative needs (Gboku & Lekoko, 2007: 129). For the 

purpose of thi s study, a learn ing need is selected and defi ned. Accordingly, these writers 

noted that a learn ing need is a state of condition that exists when there is a gap between 

the present situation and the requ ired one . Similarl y, Knowles ( 1980:88) al so stated that 

"an educati ona l need is something people ought to learn for the ir own good, for the good 

of an organi zat ion, or for the good of society." In 'FET program planning, there are 

three sources of needs that must be considered which incl ude individual s to be served, the 

tra ining institutes. and the community/soc iety at large (Knowles, 1980:93). Thus, 
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techniques shou ld be considered in assessi ng 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 

identificati on 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 avo id) unnecessary expenses. In add ition , the appli cat ion of needs assessment on 

the training program helps to find out the immediate and short- run demand for sk illed 

labor. 

In many non-formal trai ning programs, however, the major cri tic ism is that the good 

intentions wh ich motivates their indications is not always accompanied by a reali stic 

training needs assessment of the target groups (trainees) or the local community 

(G uluma, 2002 :38). Of course, the demand of many organizations such as ILO, UN ICEF 

and UNESCO for useful assessment of train ing needs has considerable increased from 

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

Training needs are the skill s that the participants (benefi ciaries) lack to learn/train in 

order to perform a certa in job sati s factoril y. Tht:refore, before organ izing a training 

program, knowing what prospective trainees and the surrounding community lack is 

important and investi gate the skill s training needs for fut ure prospect (Hildebrand, 

1994:7). In line with thi s, the determ ination of local train ing needs must be based on 

much more than the perceived training requirements of identifiable unsk illed individuals 

and grou ps (Meleko & Betz, 1995: 19) . Thus, it is beli eved that the initial point for 

determining such requirements are the local community and its production needs. So, the 

plan ning process must include detai led micro-economic survey together with some kind 

of assessment on the manpower needs of the community. 

In dense ly populated rural areas, it is possible to find diversified needs and interests. In 

this case, an attempt of training needs assessment shoul d be dynamic and responsive to 

the needs of the community in relation to the soc io-economic and environmental change 

(G uluma, 2002:39). With regard to the ident ification of training needs of a gro up of 

people, it is necessa ry to know their desired and present skill s need levels, and the gap 



between the present and required skill s which the trai ning should be designed to fill 

(Gajanayakee , 1993: 1 0) . 

2.3.2 Training Program Organization 

In developing countries, one of the most sen ous problems to implement a certain 

program is a shortage of management staff. As stated by Magnen ( 199 \:1 11), whil e 

ensuring good im plementation of the programs, the responsible bod ies must look for a 

type of organization that yields optimal utili zat ion of the existing resources. 

In practice. an educati ona l program can be managed by the staff itself, by another public 

body, or by externa l aid sources of financing it. Thus, appropriate staff and organi zation 

sho uld be practiced for the program implementation. A program will not ex ist in 

iso lation. As noted by Maclach lan ( 1996:2), there will be various fac tors surrounding the 

program which will either opportuniti es, or constraints, or otherwise risks fo r its success. 

In thi s case, appro priate program organi zation helps to ident ify all the factors and pan for 

them so as to give the best chance for program success. However, poo rl y organized is one 

of the reasons that to fail educati onal programs. Likewi se, the program of non-formal 

ed ucati on and trai ning in most developi ng countri es lacks proper direction and 

appropriate organi zation. It was not also well-coordinated with the fo rmal system 

resulting in insuffic ient uti li zati on of fac ilities and inputs (Agidew et ai, 1995:9). 

2.3.2.1. The Organization of Non-formal Training Centers 

Accord ing to World Bank (1994:75), central ized structure by its nature IS a maJor 

obstacles to people's participation in a certain program. Such structures are retaining 

control ove r dec ision making, resources allocation and information, and others. 

Organi zational structures also become long and complex, and thi s makes unatta inable of 

local community involvement on the act ivity of the program. 

Making NFST programs, which are provid ing in the traini ng centers (CSTCs), are 

functional refers plac ing the beneficiaries or target gro ups at the center of thei r 

environment and giving them the means to take an active. For this, MU lier (1997:41) 
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stated that centralized (top-down) structure o f educational programs cannot put lea rners 

at the center, but rather the bottom-up approach is preferable. Similarly. as Na rayan 

( 1995:83) stated that the common problems of central ized approach include the failu re to 

address the needs of the local people, inappropriate duration, inflexible prov ision, and 

other problems. Hence, to implement a success ful training program, the people at the 

grass-root level must develop organi zation structure. It is difficult to initiate. implement 

and fol low-up the activities of the training program without appropriate structure. 

Bes ides, participants at grass-root leve ls facilitate co ll aboration of different sectors in the 

promotion and smooth implementation of the NFST programs. To promote and support 

the programs of the skill s training centers, local authoriti es, civil societies, private sectors 

and local communit ies ' representati ves could be partnerships to the centers. 

There are different modalities/approaches of ski ll 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 

trai ning. As much as possible, the training centers should be well equipped and 

organ i7.ed. The trainees, trainers and the training center agree on the overall training 

program. 

2.3.2.2 Components of Training Program Organization 

The organi zation of the training center is a systematic arrangement developed to 

accomplish its objecti ves. A training center has two basic components of the 

organi zational structure. These are organization for administrati ve purpose and 

organ ization for instructional purpose (Tebikew, 2009:31). 

The administrative purpose deal s with the operational management of trainees and staff 

personnel , fac iliti es and materials maintenance, business responsibilities, etc . As a 

component educational program, NFST programs could be linked with such 

administering structures (Mamo, et a i, 1998:2 1). The staff personnel admi ni stration is 

recogn ized as the most important functions of the training center management by the 
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coord inator of the center and its management committee members. The way of the staff is 

organi zed and the ex tent to which personnel and other stakeholders identify the total 

train ing programs in the center will help the quality of the training center. Hence, the 

coordi nato r of the center shou ld devote a max imum effort towards a sound staff 

organi zationa l structure . 

Instruc tional purpose dea ls with the organi zati on of the training content curriculum as 

well as training methods. The training centers pro vide basic skill s in a non- fo rm al 

approach mainly fo r unemployed andlor underemployed yo uth and adul ts who are living 

around the center. As stated by Guruage ( 1977:97), the guideline points which are used 

for program organi zation of the trai ning centers include obtaining necessary human and 

non-human resources to implement the program; groupi ng component jobs in an orderly 

organizational structu re; estab li shing sources of authority and coordinating techniques; 

fo rmulat ing and definin g methods and procedures of the tra ining; and selecting, training, 

and in fo rmi ng individuals (sta ff, trainers and trainees). 

2.3.3 Training Program Management 

Management in di fferent context invo lves different kinds of skill s and knowledge. For 

instance, as a coordi nator of a tra ining center, a person needs to know something about 

the wo rk which is done in hislher center, the systems and rout ines of the center, the 

learning needs of the benefici aries and the local community, the kinds of businesses or 

employment opportu nities that the trai nees are preparing fo r them, and so on. 

In non-forma l traini ng program, management invo lves the coll aborative efforts of the 

whole concerned groups in all manageri al functions of the training center. Program 

management, there fore, is a system that links the traini ng insti tution with beneficiaries 

and systems in co ll aborati ve effo rt to identi fy 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 organi zing train ing is ma inly select ing suitable trai ning materials, arranging phys ical 

and tra ining fac ilities, and coordinating personnel invo lved in the tra in ing program. In 
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addition. based on the needs of the target groups, the coordinator should th ink the kind of 

learning experiences that the tra inees met to get. Moreover, the tra ining coord inator in 

co llaboration with stakeholders of the train ing center should organize and manage the 

program by using appropriate traini ng strategies. In order to enabling the trainees to 

acquire the desired skill s and knowledge, Mamo (1996:26) noted that such factors should 

be considered to se lect the appropriate strategies on training program. These include 

objecti ve, duration, available resources, as well as medium of training instruction should 

be determ i ned. 

2.3.3.1 Stakeholders Involvement in Skills Training Programs o/CSTCs 

The invo lvement of the people and other stakeholders is required for the development of 

any program statting from planning to evaluation (Sessay, 1997:251). Thi s impl ies that 

the successful implementation of any educational programs largely depends on the active 

involvement of the concerned bodies and/or stakeholders at di ffe rent levels of the 

program and from different sectors. Likewise, the success and effectiveness of the NFST 

programs depends on the high level of accountabili ty on the part of the admi ni strati ve 

staff charged with the responsibil ity of managing, organizing and cuurdinating the 

training programs, and adequate funding and provision of materials in suftlcient quantity 

and quality (Omoruyi, 2004:45). For this activity, the invo lvement of va rious 

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 effic ient if they are 

integrated and co llaborated as we ll as assisted by different stakeholder, which include 

NGOs and communities. Though the government authoriti es ' of most deve loping 

countries account for the biggest share of the program, NGOs and other stakeholders 

invol vement is ve ry significant (Kassahun, 1997:8). NGOs need to encourage their 

clients to contribute as much as they can of their initiati ves, insights, labor, funds and 

other resources to the implementation of the training program. Thus, the need for the 

government and partnership basicall y emanates from the fact that education, like other 
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development sectors, is a col lective endeavor that demands the full invo lvement of its 

stake holders. 

2.3.3.2 Monitoring and Evaluation oftlte Skills Training Program 

Mon itoring and eval uation are closely interrelated process in program checking 

mechanisms, and sequentially monitoring creates a condition for eva luation and timel y 

decisions making. In any organization, monitoring and evaluation shou ld be well 

designed and systematically executed to ac hieve the goals and objectives o f the 

organization (Fikre, et ai, 1999:65). Thus, monitoring and evaluation are a systematic 

ways of controlling, checking and assuring the effective implementation of the program 

in any organizat ion . 

Monitoring is a regular over-sight of the program implementation whi ch looks to 

establi sh the degree to which inputs, work schedu les, other actions, and target outputs are 

go ing on acco rding to the plan (Mamo et ai, 1995:4 I). Evaluation (format ive and 

summati ve), on the other hand , is an assessment of planned, on-going or completed 

intervention to determine the re levance, efficiency, effectiveness, impact and 

sustainab ili ty 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). 

Currentl y, monitoring and evaluation have great attention in the development and 

implementation of educational programs in general and non-forma l training in particular 

(Magnen, 199 1: li S). 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 N FST programs (Hi ldebrand, 

1994:68). 

Among the various models of eva luation, participatory evaluation is more suitable to the 

context of NFST programs. Since th is kind of evaluation is a method of encompass ing 

evaluation as part o f 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 
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relevance and effecti ve ness of the ex isting trai ning program and its future outcome 

(Kassahu n, 1997: 13). 

In the process of participatory eval uation. the train ing program coordi nator /facilitator is 

expected to help trainees can decide what to eva luate and when to evaluate. To make 

fruitful evaluat ion. program coordinato r/facilitator, trainers and target groups as well as 

other concerned bodies have to participate in disseminat ing information in the program 

(G uluma, 2002:42). Moreover, on the de li very of the highest possible quality of train ing 

services to the beneficiaries, especially adults and youth , Knowles ( 1980: 202) argued 

that program eva luation has two principal purposes which are organi zational and program 

improvements. The organi zational operation improvement includes planning process. 

structure, dec ision making procedures, personnel , finance, faciliti es, rec ruitment, training, 

publ ic relat ions, and administrat ive management. And program improvement inc ludes 

objectives, cl ient, 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 ski lled people are supposed to enhance productivity and contributed to the overall 

development of the soc iety wi th the improvement of general quality of life of a given 

soc iety. Thi s shows the interconnection between education/training, developme nt, and the 

li ving standard of the community. Thus, it is essential to train the community so that they 

could change the ir way of doing things and their behavior to participate in developmental 

acti vities. This means, li fe improvement depends on the proper training of the people for 

particular purpose. 

To rea li ze the above concept, the non-formal education program which include NFST 

program is one of the means to achieve the end. In thi s regard , there are millions of adu lt 

and non-formal tra ining centers and institutions that operate allover the world. As stated 

by UNESCO (in Mi llion, 2006 :43), while some training centers with fresh prospects are 

be ing opened to create the learn ing access and eq uity, most of them are being closed due 

to insuffi cient and non-effecti ve management and organ izati on systems. As a result, 
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nearl y 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 sk ills they need to be responsible fo r efficient workers and acti ve 

citizens. In the issue of non-formal training programs, the practi ce/expe ri ence of some 

countries has been presented in this part. 

Di ffe rent countries employ va ri ous types of non-formal education and tra ining programs 

depending on the specific needs and situations. Available research reports indicated that 

the programs of non- fo rmal 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 train ing programs. As pointed 

out by Carron & Hill-Carr (1991 :5 5), various groups that offe r such program in a given 

country can generall y di vided in to two major sectors: the public sector (government 

ministries and institutions) and the private or non-governmental sector (enterpri ses and 

pro fit making/non-p ro fit maki ng organizations). 

In Africa, during the 1960s and 1970s, formal education systems underwent a peri od 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 in terest in non-formal system of education and training arose from a sense of urgent 

needs to provide access of education fo r large rural populations with little or no chance 

fo r fo rmal schooling (Adekanmbi & Mod ise, 2000 : 160). 

The result is a di versity of pragmatic schemes on non-formal training programs which 

involved independently in di ffe rent African countri es (Be lle, 1986:232). In rural areas, 

the emphasis has been on agri cultural skill s, functional literacy, local cra fts and other life 

related skill s. For instance, the Botswana Brigades and the Kenya Village Polytechnics 

were des igned to provide producti ve ways of integrating primary school leavers in to the 

process of rural development. As Wana (1999: 70) indicated, these two non- fo rmal 

tra ining program models evolved fi·om small projects at the local level, and they grew on 

the process fo r the purpose of solving the problems of the local people. 
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In Botswana Brigades, combined product ive works used as a learning process and as a 

source of revenue. A small core of deve lopmental courses supplemented the training and 

practical ex peri ence in build ing, farm ing tan ning and other rural crafts. The program was 

designed not onl y to provide trai nees wi th usefu l practical sk ills, but also to help them 

bridge the diffic ult gap between training and producti ve employment after training. The 

Kenya Village Polytechni cs provide a parallel example grounded in the Kenya 

philosophy of se lf-help. Ski ll traini ng courses were run in trades known to be in demand 

in a parti cular 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 Afri can countries, there are a wide vari ety 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 plac ing their graduates. Such 

efforts are usually supported by a mini stry or a private organization, and are not part of a 

coord inated national effort to train skilled workers (Habtamu, H/Giorgis & Wanna, 

1999: I 0). 

Another approach to non-formal education programs is found predominantly in Latin 

America. In th is continent, there has been a relatively long hi story of development of 

non-school educational act ivities, often in the non-governmental sector as stated by Bock 

& Papagiannis (1983:96). Two models of non-formal educat ion are notable in this 

context: the development of network of national ski ll s train ing centers for modern 

industrial sk ill s, and a widespread diffusion of rad io schools for educational purposes. 

The skill s training centers are exemplified by the earl y approaches in Brazil in an 

organi zation known as SENAL, and are now found in many countries in Andean Latin 

America. These programs are characterized by res idential skill s tra ini ng courses of 

varying length, are financed by payro ll or other taxes on industries, and are run by 

institutions which are completely separate from the formal school system (Belle, 

1986:228). 
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However, in develop ing countri es, most of the rural non-formal skill s training centers 

face many difficu lties in the training of youth and adu lts. 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' quali tications and untrained 

trainers, weak information linkage with employment opportuniti es and marketing, lack of 

credit serv ices and incentives, weak management and organi zation system, and others. 

In sum, from the man y causes of low effecti veness of NFST programs, Coombs and 

Ahmed ( 1974: 145) mentioned three points such as the inhibiting effects of traditionali sm 

uniformity, fai lu re to investigate suffic ientl y the training needs and circumstances of the 

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

Inline with the above problems, Burckhardt (1999: 19) gave some so lutions as 

recommendations which include necessa ry and need-based training contents, and better 

organ izat ion and management practices should be exercised in the sk ill s trai ning centers 

in order to ac hieve the objectives of the programs effecti ve ly and effici entl y. 

2.5 The Development of NFST Programs in Ethiopia 

As Mamo and Teshome (in Agidew et ai, 1995:4) observed that Ethiop ia is one of the 

unique countries in the continent of Africa with its own alphabet dating back to 325 AD. 

These writers al so mentioned that such situation enabled the Eth iopia Orthodox Church 

to established one of the oldest school system in the wo rld . 

Until recent decades, many churches and monasteries were important training/learn ing 

centers since the introducti on of Clu-isti anity. Accordingly, in 1893, Emperor Meneli k II 

issued a proclamation emphasizing that religious institutions should teach the art of 

read ing and writ ing to a ll chi ldren whose age is above 6 years. In 1955, Emperor Hile 

Sellassie a lso issued a government notice to the effect that all cit izens between age 18-50 

years should learn the ski ll s of 3Rs (read ing, writing and numeracy) (MOE, 1972:44). As 

a result of the issuance of these and other procedural proc lamations, ad ult literacy and 

non-formal basic skill trai ning programs were encourage and supported by the 

government. 
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Adu lt Education, literacy, and basic sk ill training programs in Ethiop ia were started in an 

organi zed way in 1960s by the government, non-government agencies and rel igious 

bodies (Agidew et ai, 1995:5). In an attempt to coordinate those programs, the 

gove rnment establi shed Adu lt Education and Literacy Division in 1967 within the 

department of formal education in the Ministry of Education. 

In re lation to adu lt and non-formal education, the program was regarded to be an 

important component of integrated strategy of educational development. Hence, it 

envisaged to fulfi ll for the educational needs of the people and to serve coordinating 

education with other rural deve lopment (MOE, 1972: 8). The program content was 

intended to address functional literacy, occupational skill s, soc ial and cu ltural 

development. In general , it was an encouraging approach in successful non-formal 

education and training act iviti es. 

Alter the 1974 Ethiopian Revolution , the new regime was decided to launch a massive 

nation wide literacy campaign and the Department of Adult Education was establi shed in 

1979. Along with the campaign, many NFST centers li ke Adult Training Centers 

(currentl y ca ll ed CSTCs) in rural areas were establi shed for the purpose of giving and 

de ve loping appropriate technologies by the provi sion of non-fo rmal skill training 

programs. In Eth iop ia, CSTCs were officially started in 1975/76. According to the 

official documents (MOE, 1988:2), the ma in objectives of these tra ining centers were to 

provide the rura l population with knowledge, skill s and attitudes for an effective 

participation in the over-all deve lopmental affai rs of the country. 

The current government of Ethiopia (i.e FORE) of ETP as approved In 1994 al so 

emphasized that the non-formal education should foc us on literacy, numeracy, 

environment, agriculture, health, hand icralt skill s, and others (MOE, 1994: 12). To this, 

the Ethiopian ESDP 111 gives a better emphasis to adult and non-formal education 

programs which create fert il e ground for NFST programs to adu lts and yo uth for the 

purpose of se l f-employment and introduction of appropriate technology throughout the 

country (MOE, 2005 : 18). 
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As part of non-formal training programs, rural NFST centers like CSTCs can promote 

rural deve lopment in a number of ways. More specifically, as stated by (M ulate & 

Wolday, 2000: 104-105), the non-formal training centers (i.e CSTCs) can contribute to 

the utili zation of locally ava ilable resources as a basis for self-reliant deve lopment of 

villages, the production and testing of the adaptability of simple agricultural tools and 

home furni shing equipment and energy-saving devices, instruction of basic and 

functional literacy programs, formation of cooperati ves like MS Es, and establishment of 

communal workshops for production purposes as well as establi shment of repair and 

maintenance services in some ru ral areas. In add ition, the training centers can also help 

for social and economic awareness of the rural workers as we ll as MSEs 

opera to rsl prac ti ti oners. 

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 analys is, absence of add itional necessary skill s like commercial 

skill s, social skill s not we ll considered during trainees selection, not fac ilitated cred it 

schemes, poor linkages between centers and Woreda concerned bodies, lack of 

transparency during trainees se lection, 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 orderl y include situational analysis, market analysis, training needs 

assessment, institutional ana lysis, annual training program, criteria and procedures of 

trainees se lection, trainers recruitment, training curriculum, management and training 

program, and monitoring and evaluation (lIZ/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 leve l. 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 thi s. 
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several countries includi ng Eth iopia have attempted to establish a structu re of 

Coordinating Committee at vari ous Adm inistrat ive levels so that the beneficiary 

commun it ies may invo lve in the organization and management act ivities of non-formal 

training programs (OESPO, 1999:25). 

Moreover, in the provision of NFET programs, an intimate co ll aboration and 

coordi nat ion among vari olls stakeholders is very essenti al since partnership can mobi li ze 

more resources for the program. With this regard , by reali zing the importance and 

s ign i ficance of coordinat ion on the program, a Nat ional Ad ult and Non-formal Educat ion 

Management Body was established in Ethiopia at the National/Fede ral level with 

members of relevant ministries which include MOE, MOARD, MOH, MOWA, MOYS, 

and MOLSA (lIZ/DVV, 2007: 37). 

As noted by Bhola (1988:2 13), the organi zation and management of NFST programs 

become more effecti ve and e fficient if most activities to be delegated to the Regiona l or 

District leve l in favo r of the acti ve participation of the efforts of various training program 

providers, beneficiaries and the community. In Ethiopia, the governance of CSTCs that 

offer non-formal sk ill s train ing programs varies from region to region. For instance, 

CSTCs are governed by TVET Agency in Oromia, by TVET Commission in Tigrai, by 

MSElP 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 Federa l System of the Government of Ethiopia, education and training is a 

shared responsibility of the Federal Government, Regional States and Wo reda 

Admini strati ve Counci ls. The MOE gives technical and pol icy sllpport to Regional States 

and manages Uni versity Educat ion. Regional States and Woreda Counc il s have the 

mandate to run forma l and NFE programs (MOE, 2008:27). AN RS is one of the nine 

reg ions in the country, wh ich has considerable authority and responsibili ty to exercise 
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and di scharge the activ ities 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 thi s huge task, provision of basic education which is the 

priority area of the educat ion and training po li cy and a key issue in poverty reduction 

strategy has al so 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 so lving 

skill s. The programs that have been provided under REB include adult literacy and 

handicraft skil ls and basic/appropriate technological skill s training. The target groups of 

the training programs include the people those whose age were above 15 years (i.e. adults 

and yout h) (ANRS, 1997:3) . 

Until 2003, there were a tota l 410 CSTCs in the country, and out of wh ich 11 3 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 sk ill s 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 (IIZIDVV, 

2007 :39). 

Before 2006, CSTCs that deliver NFST programs for the rural community were under the 

supervi sion of REB in ANRS. On October 2006, through the directives of Regional 

Government Cabinet, the community ski ll s 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, rev itali zing 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 
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training guidelines which could be revi tali zed by the participants. (I IZ/DVV , 2007: 50). 

Meanwhile, the woreda eSTes are directly responsible to woreda MS ElrOs. 

From thi s structural set-up, it is possible to understood that the possi ble ro les of eSTe s, 

which are ca lled NFST program centers (in thi s study) , in expanding se lf-employment 

opportuniti es and sources of income through marketab le skill products and improved 

agricultural practices for the entrepreneurs who are engaged in MS Es. In thi s regard, the 

target gro ups or benefic iaries of those trai ning centers are school dropouts, deployed 

so ldiers, orphans, as wel l as working people who look for in developing their ex isted 

skill s and enhance the ir 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 thi s study. As explained 

by Best and Kahn (2003) , a descripti ve 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 relati vely 

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 fo r this study can be classified into two (primary and secondary) sources. 

Primary Data Sources: The NFST program trainees and trainers, coordinators of 

eSTes and their deputies, experts and heads of Zonal and Woreda MSElPOs were used 

as sources of primary data. In addition, the data were collected through checklists by 

observing the actual situations of eSTes to offer NFST programs were taken as primary 

data sources. Former graduates of eSTes were also included as primary sources. All 

these are the most important agents who have better information about the ski lls training 

programs provided at eSTes in the Zone. 
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Secondary Data Sources: The secondary data were obtained from doc uments, work 

plans, reports, letters and others of Regional MSEIP Agency and Zonal and Woreda 

MSEIPOs. In addition, the documents of the former administrators (respons ible bodies) 

of eSTes 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 unpubli shed materi als) were examined as secondary sources to help the study could 

be meaningful. 

3.3 Sample Size and Sampling Techniques 

In the study a rea (SGAZ), there are about e leven Woreda from which nine of them have 

e STes o ffering N FST programs. Out of the nine Woredas with eSTes offer NFST 

programs, fi ve Woredas (namely Fogera, Lay-Gaint, Dera, Libo-kemkem and Ebinat) 

were se lected using random sampling that is by lottery method. Thi s technique helps to 

give equal chance for each Woreda of the selected Zone to be included in the sampl e. 

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

With regard to sample subjects, the study included trainees (target beneficiaries), trainers, 

eSTes coordinators including deputies, and expe rt s o f MSEIPOs (in Zone and Woreda). 

The total sample size of the respondents was abo ut 122 (from Zone & Woreda MSEIPOs 

12 experts, 10 eSTes coord inators including deputies, 10 tra iners, and 90 trainees). 

Purposive sampling technique was employed to experts and coordinators since they are 

the key informants of the study. In addition, avail able and simple random sampling 

techniques were appl ied for trainers and trainees respectively. This is because the sub­

population o f trainers is relatively low and all members were not accessible during data 

co ll ection. And, the sub-population of the trainees was relati ve ly high. The total sample 

s ize of the trai nees 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 

adeq uate representative but small enough to manage in terms of time, money, manpower 

and complex ity of data analysis". Accordingly, the target populations of trainees 

(benefici ari es) in thi s study were one hundred seventy (170). From th is, ninety (90) 

trainee respondents were selected which is abo ut 52.94% of their total population. 
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Besides, the heads (six in number) of Zone and Woreda MS E[POs were also included in 

the sample for thi s study by using purposive sampling technique since they are the 

respons ible bodies for CSTCs. The following table shows how the total sample 

respondents were drawn from each Woreda CSTC. 

Table I: Sample Distribution of Respondents 

Sa m pte G roups Sa mple S ize in Woreda eSTes 
(Subjecls) Lay- Libo- Total 

Ga inl Dcnl Foge ra kClIlkem [binal Sa ml)le 
Tra inees 25 15 20 15 15 90 
Tra iners 2 2 2 2 2 10 
CSTes Coordinators & Depulies 2 2 2 2 2 10 
Experts of Woreda MSEI POs 2 2 2 2 2 10+2' 

Sub Tolal 31 21 26 21 21 122 
Heads of MSE I POs (Zone& Woreda) I I I I I 5+ I' 

Tolal 32 22 27 22 22 128 
. -* 2 £:~perI3 and I Headfrom Zone MSEIPOs 

3.4. Instruments of Data Collection 

Questionnairc:- The questionnaire tS preferred in enabling to gather data about the 

practices and problems of the skill s training programs for a large num ber of respondents 

at a time. With regard to thi s, three sets of questi onna ires were prepared to co llect 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 quest ions for each 

group of respondents, most o f 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. [n 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 li st 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 questi ons about the issue. Thus, semi-structured interview was 

employed to co ll ect factual and detail information frol11 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 organi zat ion and 

management aspects, the role of different stakeholders, the contri butions of CSTCs for 

multi-dimensional development and the li ke . To sum up, since the main purpose of 

interview is to get additional information from the higher responsible bodies, the key 

contents of the questionna ire were al so included in the interview questions briefl y in 

order to supplement questi onnaires' responses . 

Obscl-vation :- This was made at each of the se lected CSTCs by uSlllg a checkli st. 

Mainly, the observat ion was focused on the availability and quality of resources (human 

and non-human) that could reflect the overall institutional capaci ty of CSTCs to offer the 

NFST programs. 

Document Analysis:- Different availab le documents (published or unpubli shed) which 

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

3.5. Pilot Study 

To increase its va lidity, the questionnaire was also administered to some of the 

researcher" s fri ends and he obtained important feedbacks from them . Before the final 

di stribution of the questionnaires, a pilot study was carri ed-out in one Woreda CSTC (i.e 

Farta Woreda) wh ich was not included in the sample of the study in order to test and 

made correcti ons. 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 adj ustments were made. During the pilot study, the 

researcher has al so received constructi ve comments from the respondents. After the 

instrument of questionna ires were improved and designed based on the suggesti ons and 

recommendations gathered, the final distribution was made and admini stered. 

3.6. Procedures of Data Collection 

Data were co llected simultaneously by using the above fo ur data collection instruments 

as indicated in the above. To co llect and admini ster the data from the field , the fi rst task 
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of the resea rcher was to inform the responsible bodies in orde r to conduct the data 

co ll ection process and to get the necessary supports. Then, fi ve ass istant data co llectors 

were selected and oriented from each selected Woreda. 

Next, the questionnaires were distributed and then collected them /i·om each woreda 

respondents by the assistance of data collectors. Then, the student researcher of th is study 

co llected those questionnaires from hi s ass istance data co llectors. Besides, the researcher 

conducted an interview with the heads of Zone and Woreda MS EIPOs, by assuming these 

key informants have knowledge and relevant data with regard to the research problem. 

Bes ides, the entire sample tra in ing centers (5 in number) were also observed by the 

researcher and the necessary information has been gathered based on the checkli sts. 

Finally, the collected quantitative and qualitative data were tabulated for ana lyze and 

interpretation based on the basic questions of the study. 

3.7. Methods of Data Analysis 

Depending on the nature of the co ll ected data through questionnaires and interviews (for 

the heads of Zonal and Woreda MSEIPOs), different statistical techniques were 

employed in the study. Those data were organi zed, summarized , analyzed and interpreted 

both quantitati vely and qua litative ly. To analyze the quantitative data, percentages and 

frequencies, mean val ues, 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 

s ign ificance at alpha level (cr) of 0.05 in 2-tailed direction and the statistic books tab les . 

Besides, the analytical process of the qualitative data was narrated qualitat ively using 

words, phrases, statements and paragraphs obtained from interviewees and open-ended 

questions. Hence, the qualitative data was used as the complement o f the quantitative 

data. 
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In the procedure of the analys is of the study, each item was evaluated on the bases of how 

we ll the levels of the problems were rated by the respondents. Accord ing to 

Kri shnaswami & Ranganatham (2007: 242), the most popular scale using thi s approach is 

Likert Scale of Sam mated rating, which was produced by the person ' s name call ed Rein is 

Likert. Th is scale is designed to measure the leve l with wh ich a problem is expressed by 

the respondents. In cases where the Likert scale was applied, the mean va lues fo r each 

statement has been computed by convert ing the categorical responses to numerica l sca les, 

where va lues " 1,2,3,4 and 5" represented fo r "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 (h igh), and 

4.50 and above (very high) in order to identify the range between in each level. 

Therefore. the mean val ues below 2.50 were taken as weak (threats) and above 2.50 were 

taken as strength (opportuniti es). Moreover, the mean values were al so used for further 

statistical ana lyses for significance differences of op inions 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 interpretati on of data 

gathered through questi onnaire, interv iew, observations and document assessmen ts. 

Before analysi s, the co ll ected questionnaires' response rates and completi on errors were 

examined. As a result, out of 90 trai nees respondent quest ionnaires (Type III ), 

85(94.44%) of them were returned. From the respondents of trai ners (Type II) and 

coordinators & experts (Type I), all of the quest ionnaires ( 100%) were returned. Then, 

the co llected raw data have been ana lyzed using both quantitative and qualitative 

techniques . In the quantitative aspect, the analysis process uses both descriptive and 

inferential stati stics. Where as the qua litative aspects have been employed using words, 

phrases and statements to strengthen the quantitative data. 

4.1. Characteristics of Respondents 

In thi s study, the sample members const itute trainees, trainers, coordinato rs of CSTCs 

and training experts who are working in MSEIPOs at Zonal and Woreda level s. The next 

tab le shows the distribution of respondents in terms of age and sex. 

Table 2: Distribution of Respondents by Age and Sex 

" 
n.csDondents G.-O UIlS - Trainees Trainers Coordinators & Total Respondents 0 

~~ (N~90) (N~ I O) Expf'riS (N=22) (N~ 1 22) '" -~ Malt' Ft'm:l le 1\1:I1 t' Ftmalf l\hll1.' Female i\l al<.' F('malc 
U 

f % f % f % f % f % f % f % f % f 
16-25 29 32 .2 35 38.9 2 20 I 10 4 18.2 JI 25.4 40 32.8 71 
26-35 II 12.2 10 I 1.1 3 30 3 30 7 3 1.8 3 13.6 " 17.2 16 13. 1 37 
36-45 2 2.2 I 10 7 31.8 I 4.5 8 6.6 3 2.5 II 

>46 3 3.3 3 2.5 3 
Total 43 47.8 47 52.2 6 60 4 40 " 63.6 8 36.3 63 5 1.7 59 48.4 122 

/f/requl!lI (T)) 

As can be seen fro m Table 2, among the total number of the sample pop ul at ion, the 

fe male respondents acco unt for (48.4%). This is almost proportiona l in compari son to the 

male respondents which account (5 1.7%) . Among the total number of trainee 

respondents, the number of females (52.2%) is relative ly highe r than the male ones 

(47.8%). This reveals that females are more invo lved than males to attend dillerent 

44 

Tot:.1 

% 
58.2 
303 
9.0 
2.5 

100 



training courses In the training centers. On the contrary, the male respondents are 

dominant from the grou p of trai ners and coordinators & experts. From the tab le above, 

the proportions of females as trainers and as coordinators & experts are 40% and 36.4% 

respecti vely. From thi s one can observe that the participation of females in the field of 

NFST programs is low in comparison with males, and thi s might hinder the participation 

of female trainees (benefic iari es) in the training centers. 

Regard ing to the age of trainees, majorities of trainees (71. 1%) are found in the age 

category o f 16-25 years. This reveals that the tra inees are youth and these are acti ve 

productive age groups which shows the employment demand of young people is hi gh. 

Thi s shows that as the age increases the number of trainees invo lved in NFST centers 

decreases. In case of the respondent groups of trainers and coordinators& experts, about 

(50%) of them are fo und in the age range of26-35 years. This indicates that half ofthem 

are yo un g ad ults and who have learned a lot from li fe by interacting with the members of 

the soc iety. Hence, the populat ions who are included in the sample are be lieved to have 

the maturity to reali ze and comment about the situation of the organization and 

management of ski ll training programs in CSTCs. Therefore, the informat ion obtained 

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

The other important facto r that could be considered under the characteri sti cs of the 

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

Table 3: Respondent's Distribution by Educationa l Leve l 

Res pondent Groll l)S 
Educatiollal Trainees Trainers Coordinalors& EtperlS Tota l 

Levels (N=90) N= IO) (N=22) (N=122) 
i\t F Total ~ I F Total ,\I F Tol;1I i\I &F 

f f f % f f f % f f f % f % 
Unabh.: to rcad& wrile 
Grade 1·4 8 8 8.9 8 6.6 
Grade 5- 1011 2 32 25 57 63.3 3 3 30 60 49.2 
Grade 10/ 12 complete 3 22 25 27.8 2 2 4 40 I I 4.5 30 24.6 
Cert ificate in TTlrrVET I 2 3 30 2 2 9. 1 5 4. 1 
College Diploma I 4 5 22.7 5 4. 1 
UAlBSc 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 

f({reqllency). M(Male), F(Felllale) 
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As reported in Table 3, the educational profiles of the trainees represent from Grade-I to 

Grade-I 0/ 12 completed, and there was no illiterate (unable to read & write) trainees are 

found in attending sk ill s training programs conducted in the training centers. Thi s 

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 5-1011 2 educational level as shown in Table 3. From thi s, one can conclude that 

most of the target beneficiaries (trainees) are formal school dropouts as we ll as 

unemployed youth/adults. Besides, the trai nees' educational background shows that the 

potential of trainees to train/acqu ire the given skill s in a short period of time seems 

relati ve ly 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 beller 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 worki ng in 

training posi ti ons fluctuates across different leve ls starting from Grade 10/ 12 completed. 

This seems to imply that the coord inating 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 requ ire adequate ski ll s and knowledge in the fi eld of 

adult and non-formal education. The above findings reveal different rea lity from what 

Hope & Sally ( 1992:65) stated that NFST program is known to succeed if managed by 

the frontline coord inators 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 di scussion about the work experience of respondents, the nex t tab le 

Crable 4) presents their service years of the two gro ups (trainers and coordinators & 

experts) serving in their current positions. 

Table 4: Respondents by Work Experi ence (Years of Service) 

Years of Service Trainers Coordinators & Experts Total 
(N= IO) (N=22) (N=32) 

f % f % f 'Yo 
Less than 3 years 6 60 7 3 1.S 14 43.7 
3-5 years 0 30 0 13.6 6 IS.S J J 

6- 10 yea rs I 10 2 9.1 2 6.2 
I 1-1 5 years 3 13.6 0 9.4 J 

16-20 years 4 IS .2 4 12.5 
More than 20 yea rs 3 13.6 0 9.4 J 

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 skill s training program at CSTCs as trainer which may be inadeq uate for training 

yo ung 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 CSTes' coordinators and training experts of MSEIPOs, 

the majority of them (68.18%) have more than 6 and above years of se rvices in their 

current posi tions while 31 .82% of them have the experi ence of less than 3 years. 

According to the indicated figure, most of the coordinators and experts have good work 

expe ri ences to give information about the problem of study. Hence, their experiences in 

the ir 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 thi s part, the key issues that could ma inly addressed include the status of NFST 

programs in the study area, the organ izati on and management of NFST programs, the 

institutional capacities of the training centers and the prob lems that hindered the training 

programs of CSTCs in the Zone. In doing thi s, descripti ve and inferential stati stical tests 

were used to see the situati ons of the problem by the division of different tables. Hence, 

the collected data were ana lyzed using frequenc ies, percentages, mean values, t-test and 

chi- square test. 

4.2.1 Tlte Current Status of NFST Programs Offered in eSTCs in SGAZ 

Under the status of NFST programs, the object ives of CSTCs, staff working interest, 

knowledge and traini ng acq ui sition, types of target groups and the ski ll s training, 

co mmuniti es and benefi ciaries attitude, stakeholders involvement in supporting the 

programs and other similar issues were addressed to analyze and interpret the coll ected 

data through quantitative and qualitati ve methods. Thus, the issues were ind icated in 

di ffe rent tabl es as shown in the follo wing. 

Accordi ng to the informati on obtained (i'om doc uments rev iew. the general objecti ve of 

NFST programs (i. e. CSTC programs) was to improve the living standard of rural people 

by up-grading their working methods and providing re levant knowledge and ski ll s related 

to their life. With thi s regard, developing the level of indigenous skil ls and introd ucing 

new skill s and intermediate technologies in rural areas was the main purpose of the 

estab lishment of CSTCs in Ethiopia. Hence, the NFST program is not intended for wage 

employment, but rather fo r self employment and community deve lopment (MOE, 1988). 

Acco rdingl y. interv iew quest ions were prepared to look for information on the current 

stat us ofNFST centers in the stud y area and the main purpose of transfe rring the trai ning 

centers li'om 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 fro m education sector to MSEs in the Region?" 
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These questions were presented to the interviewees (Heads of Zone and Woreda 

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

"Currently, MSEs playa significant role in case a/job creation employment 
opportunities for young adults. On the other hand, unemployed young adults 
can engage in different kinds of MSEs or inlormal sectors by creating their own 
jobsfor the purpose o./ improving their livelihoods. And, the MSEIP Agency has 
been established with the mission to /ctcilitate conditions by which MSEs 
development activities could get the necessary supports to expand them ond the 
sector could play signilicant role in the development 0/ economy as well as to 
coordinate and encourage institlltions which are involved in similar activities. 
One o./the mandates o./ the agency is providing skills training programs in 
order to support the existing entrepreneurs and new entrants to the sector. /n 
order to 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/or the specified pUljJoses. There/ore, by considering the 
objectives o./these centers of training, the Amhara Regional Government 
Council had decided to tran4i!l' CSTCsfi'om REB to MSEIP Agency. 

About the worki ng interest of trainers who are working in eSTes, coordinators of eSTes 

and training experts in MS EIPOs in relation to skill s training programs in eSTes and 

their current pos itions, knowledge and acquisitions were di scussed on the next table. 

Tahle 5: Respondents Working Interest. knowledge in youth/ad ults Training. and Training Acquisitions 

Respond ent Groups 
Items Trainers Cord.&Exp* Total Xl 

(N= IO) (N=22) (N=J2) 

f % f % f % cv I III' p-vllluc 

LThe level of interest on Medium 2 20 6 27.3 8 25 .0 
1.02 1 I their work High 4 40 I I 50.0 15 46.9 2 .600 

Vcry high 4 40 5 22.7 9 28. 1 

ii. Requ irement of spec ial Yes 7 70 18 81.8 25 78.1 .562 

I 
I .454 

trainin o to train adu lts No 3 30 4 18.2 7 2 1. 9 

iL Acquisition of on-job Yes 7 70 16 72.7 23 7 1.9 0.025 

I 
I .874 

trainino No 3 30 6 27.3 9 28. 1 
-Slgnijicance differellce if p < {) .n) (2. fotled). OR flie calcliialed vallle(cv) IS grealer thall Ihe clillcail lable vallie. fh e? 

crilical/table willie is ±5.99 f or df =2. and ±3. 8-1 I for df= l . 
.. Cord. & Lxp. (Coordinalors al1d £ tpensj 

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 hi gh working interest. The chi-square test al so 

shows that there is no stati sti ca l signi ficance difference at 0.05 between the two groups. 

where the calculated value 1.02 is less than the critical value ±5.99 of2 df (or the p-value 
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0.6 greater than 0.05). Th is impl ies that both gro ups 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 seri ous attention from the concerned bod ies. 

These inc lude lack of clear organizational structure, poor resources in the training 

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

As it is observed in item " ii " from the Table S, about 78.1 % of the total respondents have 

responded that the program of training and teaching adults and unemployed youth requ ire 

special management tra ining. For the same question, a very significant number of 

respondents (21.9%) have sa id that there is no need of any kind of special train ing to help 

the adUlt/youth trainees or learners. For this item, the chi-square test al so indicates that 

the absence of stat ist ical s ignificant difference at O.OS , where the calculated X2 value 

0.S62 is less than the critical value ±3.841 (or the p-value 0.4S4 greater than O.OS). This 

implies that there is no differences between the responses of the two groups concerni ng to 

the requirement of special train ing to train yo uth/adults. Th is means that the respondents 

approved that the nature and characteristics of adults and yo ung people to train them 

needs special training. 

In another questi on as it can be observed from the above table (Table S) of item "i ii ", 

respondents were asked whether they have taken on-the-job training or not to the tasks 

they have currentl y 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 (7 1.9) of them have not received on-the-job training re lated to their current 

positions. Even the respondents who ha ve rece ived 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 signifi cant differences at O.OS, where the calculated X2 value is less than the 

table value of (i.e. 0.02S<3.84 1), or the p-value 0.874 is greater than the significance 

leve l 0.05), and thi s implies most of the respondents have not rece ived any form of 

training related to their tasks. However, the literature rev iew argued thi s data as stated by 

Zaudneh ( 1994 :S) abo ut the advantages of on-job training. The writer stated that giving 
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add itional trainings for the staff helps to increase productivity, improve quality. decrease 

accidents, increase job-satisfactions, and the like. 

One of the main condi tions fo r meaningfu l participation in the training program activities 

is identifying the target beneficiaries and selecti ng type of skill s based on their needs. 

Besides, the situation of trainers' recruitment has been discussed in thi s part. In thi s 

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

summari zed in the next table (Tables 6) below. 

Table 6: Response on the Issues of Target Groups, Selection of Sk ill Types and ways of Trainers 

Recruitment System 

Res ondent Groll s Xl" 
Items Cnl, Exp&Trllin('rs Trainees Tnla l 

([1;=32) (N=90) 
f % f % f .' ,. Cv I _If I P v,, 1. 

a. The Targ~t School dropouts 8 25 8 25 
beneficiaries or House ladicslwomen) 3 9.4 3 9.4 NOI tested in X~ due 
the training Unemployed YOUl h & adul1S 21 65.6 2 1 65.6 10 olle group 

program Tolal 32 100 32 100 
b. Previolls Farmer 3 3.3 3 3.3 

occupations of Dai ly laborer 9 10 9 10 
trainees before Jobless 53 58.9 53 ;8.9 » 
Ihe training Artisan 3 3.3 3 3.3 

1 lome ladv (woman) I 8.9 I 8.9 
Street youth 14 15.6 14 15.6 

Total 90 100 90 100 
c. How trainees By [heir reques t 16 50 34 37.8 50 4 1.0 

an.; selected? By kcbclc/coopcrativc 16 50 55 61.1 7 1 58.2 1.72 2 .424 
recommendation 
By olhe r ClISCS I 1.1 I 0.8 

Total 32 100 90 100 122 100 
d. Bases/criteria T/!;rolips &comlllllnity needs 15 46.9 15 46.9 

to select the Avai lability o r raw malcrials R 25.0 8 25.0 NOI Il.!sted in X ~ due 
type orLraining Availability of trainers 3 9.4 3 9.4 10 one group 
skil ls Market access ibil ity 6 18.8 6 18.8 

Tolal 32 100 32 100 
e. Trainers arc eSTCs coordinmors 4 12.5 4 1' .5 

recruited by Center Mgt. cOlllmittee 3 9.4 3 9.4 » 

Worcda MSEIPO 25 78. 1 25 78.1 
Tolal 32 100 32 100 

f. Trainers an; Pcrmanent 5 15.6 5 15.6 
recrui tcd/hired Contract 27 84.4 27 84.4 » 

lor Tolal 32 100 32 100 
g. Main train ings Basic health education I 3. 1 2 2.2 3 2.5 

giw n in Family plannino 8 8.9 8 6.6 4.68 4 322 

addition to Resource manaocmenl 7 21.9 24 26.7 31 25.4 

skill s in the Basic A!.'..riculluTC 2 2.2 2 1.6 

centers EntTcp.ship& Bus. Mgt 2' 75 .0 ;4 60 78 63.9 
Basic heal th education J2 100 90 100 tn 100 

.. .. 
Significance difference {( p<O.05 (2·t(llled). OR the ca!cul(l/ed value(cv) IS greater Ihall Ihe cn llcollable vallie. The 

crirical va/lies/or df 2 & -I {Ire ±5. 99 alld -1. 9. -19 respeclively . 
• Crd. Exp & Traillers (Cool'dillalol's. £,perls & li'oillers ill olle gl'oup) 
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As reported from Table 6 in item "a", majoriti es (65.6%) of the total respondents were 

answered that unemployed youth/ad ults are the main target groups (benefici aries) to the 

sk ill training programs provided in CSTCs, while the remaining 34.4% (25+9.4) o f 

respondents rep li ed that school dropouts and house ladies (women) are the target groups 

of the ski ll s training programs. In fact, the school dropouts and house lad ies (women) 

could be included under unemployed category. Th is 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 tra inees who were enro lled in the training program were 

unemployed people (5 8.9% jobless, 15.6% street youth and 10% dail y laborer) and their 

proportion was about (84.5%). This implies that NFST centers were mostl y focused the ir 

attentions on unemployed youth and adult people in the programs. Thi s 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 al so asked the question that " How trainees are selected from the 

community?" According ly, as indicated from the Table 6 of item "c", most of the 

respondents (5 8.2%) have reported that trainees were se lected through the 

recommendati ons of kebeles, Cooperatives and other assoc iations. And, 41 % of the 

respondent groups were repli ed that trainees were selected simply by their personal 

requests. The calculated va lue of the chi-square test also indicates there is no any 

significance difference between the two respondent groups at 0.05, where value of X2 

(cv= I. 72, dj=2, 0.424>0.05). This is because the computed va lue 1. 72 is less than the 

criti cal va lue ±9.49 (o r the p-value 0.424 is above the significance leve l 0.05). 

From the same table in item "d" , information organized from the questionnaire revealed 

that most o f the total respondents (46.9%) have agreed on the cri te ri a/bases in se lecting 

the types of training sk ill s which was basicall y concentrated on the needs of target groups 

as well as the local communit ies. On the other hand, a few numbers (9.4%) of 

respondents responded that training skill s were se lected based on the ava il abil ity of 

trainers fo und in the surroundi ng area . 
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One of the factors that the strength and success of NFST programs offered in CSTCs 

depends highl y is the quali ty and experience of the trainers. In thi s regard , questions were 

presented to the first group of respondents (coordinator, expert & trainers) about trainers' 

recruitment fo r skill training programs in the centers as indicated in items "e & f' of 

Table 6. As a result, the majority (78. 1 %) of the respondents reported that trainers were 

se lected and recruited by Woreda MSEIPOs, while a very few said that the recruitment of 

trainers was performed by CSTC coordi nators and its management comm ittee as 

ind icated in item "e" of Table 6. In the same table of item "f", most of the respondents 

(84.4%) of them revea led that trainers were employed as contract, rather than permanent. 

The responses obta ined from interview questions confirmed th is when the researcher 

asked hi s interviewees. They sa id that: 

·Trainers are recruited and employed by Woreda MSEIPOs through 
announcement in terms qf announcing board and the selected trainers 
are employed as temporCilY (contract) onlyforthe time of training". 

With regard to the types of skill s wh ich were currentl y given in the centers, the researcher 

had seen such tra inings: tailoring, food preparation, collon threadi ng ('1" 1' 6.+':"), modern 

weav ing. modern shoe-maki ng and modern bread baking (bakery). Previously, however, 

several sk ill s training types were given at the centers in d iffe rent Woredas as the 

information obtained from the avai lable documents. By considering thi s, the researcher 

also asked about the types of additional trai nings provided in the center for the purpose of 

assisting trainees (target benefi ciari es) 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 respondent s, the 

majorities (63 .9%) of them reported that entrepreneurship and busi ness management type 

of training was mainly given in the training centers for trainees in add ition to the types of 

skill s the centers primarily intended. The next addi ti onal training provided in the centers 

was resource management, wh ich accounted for (25.4%). The chi-sq uare test a lso 

indicates that there is no any sign ificance diffe rence wi thin the two respondent groups' 

responses concern ing to the provision of additional training types to be give n in the 

training centers, where the calculated value of X2 (cv=4.68, df=4, 0.322>0.05) at alpha 

leve l 0.05. From this, on can conc lude that the types of additional trainings provided in 
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trai ning centers are directly related with the object ives of the centers estab li shed, and the 

importance of such training types to encourage and support self-employees in the area of 

MS Es acti vities. 

As stated by Solomon (1997: 13), the overa ll objectives ofNFST centers in Ethiopia were 

to create sustainable conditions for social, economic and cultural progress wh il e 

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 sk ill s, centers' 

beneficiaries (trainees) and even to the training centers to be estab lished there. Hence, the 

data obtained were organized in the nex t two consecutive tables (Tables 7 & 8) as 

presented below. 

Table 7: Data on COllllllunity Awareness in hand icraft sk ill s and will ingness to train in CSTCs 

Respondent C roups 
Items e rd. [xll& Trainers'" Tra in ees Total X2 

(N=32 ) (N=90) (N= 122) 

f % f % f % cv P val. 

i. Are there socially Yes 16 50 65 72.2 81 66.4 5.225 .022 
neg lected sk ill types in No 16 50 25 27.8 41 33.6 

your locality? Total 32 100 90 100 122 100 

ii. Do cOlllmunity will ing Yes 28 87.5 73 8 1.1 10 1 82.8 
to train in the center? No 4 12.5 17 18.9 2 1 17.2 0.676 AI I 

Total 32 100 90 100 122 100 
-Significallce diffel ellce if p <().()) f2-tat/ed). OR Ihe calclIlated vallle(cv) IS gl ealer ,/tall the cnllCoJI IClb/e vallie, fhe 

criticcd vallie is.d.S.! t, and dJ = I 
"Cu/.. f.xp & haillers (CoordillaloJ's. Lxper/s & haille,.:; ill olle group) 

The data in Table 7 shows the responses of the two respOtident groups for two related 

questions. As ill ustrated in the table of item "i", half (50%) of the respondents of the tirst 

group (coordinators, experts and trainers) responded that the presence of sociall y 

neglected types of skill s in their localit ies, and the majority respondents of trainees 

(72 .2%) replied similarly for that question. And, from the total respondents, most of them 

said "Yes" for the presence of sociall y undermined/neglected skill types in their 

localities. For those indi viduals said "Yes" about the skill s 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 
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di fference between the two groups' responses at a lpha level 0.05 . Th is is because the 

calcu lated value (cv) 5.22 5 is above the critica l/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 

gro ups of respondents and the att itude of the loca l communities to undermine handicraft 

skill s vari ed in terms of area. From thi s, one can conclude that the needs of se ri ous 

attention in order to create awareness abo ut the contributions of handicraft skill s for the 

live lihood improvements of indi viduals and commu nity development by strengthening 

intermediate technologies throughout the ANRS in general, and SGAZ in particu lar. 

As ind icated from the second item of Table 7, most of the respondents of the first group 

(coord inators, & experts and trai ners) (87.5%) and the second one (trainees) (8 1.1 %) 

responded positively for the willingness of the loca l communities to trai n different ski ll s 

in CSTCs. The chi-square test for the item " ii " also shows there was no significance 

difference at 0.05 , where the p-va lue (0.41 1) less than a lpha level (0.05). Th is implies 

that the willingness of the communities to take skill trainings was similar in all sample 

tra ining centers. 

Moreover, the next table (Tab le 8) consists about the data with regard to the attitudes of 

the local communities towards trainees and the training centers by using Lic ker! scal e. 

The rating sca les are 1,2,3,4 and 5 which represent "very low", " low", "medium", "high" 

and "very high" respecti ve ly . For the purpose of anal ysis, the mean scores obta ined 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 (h igh) and 2 4.50 (very high). 

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

Resllondcnts ' Rating Scale 
Items Coordinators, Ex perts Trainees cv 

& Tra iners (N=32) (N=90 X SI> 

I 2 3 4 5 M I 2 3 4 5 M 
a. Communi ties mt illldl,; 10 I 4 21 7 3.03 8 4 51 16 I I 3.20 3. 16 .94 7.66 
trainees and the trai ning centers 

b. Trainees flwarcncss on I 5 10 14 2 3.34 6 2 38 18 26 3.62 3.5 5 1.08 18.98 
skill training 
C. The contri but ion o f eSTes I 9 15 7 384 8 4 24 37 17 3.57 3.64 1.07 2.79 
10 the local community 
.. .. 

SlgllijiC(lIIce difference if p< {).{)) (2-raded), OR the ca/culoled ralue(cv) IS greater Ihan lite crtf/ca/.loble \'(fille. The 
crilical vallie is :i. 9.-I9. and d[ =-I, 

X (Totall11eal1 va lue 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. Thi s 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 resu lt is below the critica l va lue 

±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 

eSTes and the trainees to be trained in these centers. 

The data on item " b" in Table 8 indicates that the mean va lues of the responses of 

coordinators, experts and trainers, and trainees to be 3.34 and 3.62 respect ive ly. 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 ski ll s training programs 

provided in eSTes was medium and high respecti vely. The result of chi-square test also 

shows that there was stati stically significance difference between the two groups with the 

va lue of Xl (IS.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. 

As can be seen from the same table of item "c", the mean va lues 3.84 and 3.57 were 

represented the responses of coordinators, experts and trainers, and tra inees respectively. 

This implies that the contribution of eSTes to the local community was relatively high. 

The chi-square test also shows that there was no stati stically significance differences 

between the two groups with the value of Xl (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 thi s question, the information obtained from interview agreed with thi s 

response. During interviewing, the interviewees stated that: 

"Although the contribution of the training centers in beneiiting the local 
communities in general and to the individuals in particular is high, they lack 
a lot of things to serve as by their jilil capacities. Thus, if they are weI/­
equipped and .filrnished in diflerenl materials and equipment and 
appropriate human resources assignment, their contributions to the local 
communities in order to improve their livelihood will be velY high. " 
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With regard to the participation of stakeholders, most of the NFST centers (i.e CSTCs) 

were estab li shed by the SLIp port of different stakeholders which include governmental and 

non-governmental organizations as well as the communities in Ethiopia. To make the 

CSTCs funct ional , different materials and the necessary equipment were donated by 

different international and local NGOs like UNECEF, European Economic Commi ss ion 

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 objecti ves of the programs can not be achieved. Therefore, the participation of 

different stakeholders such as government bodies at different levels, NGOs. pri vate 

enterpri ses, the communi ties and the target beneficiaries as well is highly important for 

the effecti ve flmcti oning of the training centers. 

I-lence, the next table (Table 9) di scussed about this Issue by rating the respondents' 

responses on the bases of fi ve rating scales. For th is, 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 Coo rdinators & Experts Trainers 

(N=22) (N= 1O X su 
cv 

t 2 3 4 5 M t 2 3 4 5 M 
) Comlllull ity participation 2 4 12 4 2.82 10 1 6 3 l.20 2.94 .80 .217 

in train ing program 
)The support ofNGOs (0 7 8 6 1 2.05 10 3 6 1 1.80 1.97 .82 .17 1 

the training centers 
) Gov'( Support for 4 7 10 1 l. 18 1 2 4 3 2.90 3.09 1.12 .443 

trai ning programs 
I)Trainees in vol\'cmCnI in 5 7 8 2 2.l2 2 3 3 2 2.50 238 .98 .5 17 

program planning 
G rand IIIl'all 2.59 

S tandard [)('\'ialion .90 .. . . -SIgnificance difference if p<O.OJ (2·ratfed).OR rhe calclllared {-vallie (C\~ IS greater ,hall rhe cnllcal/ fa ble value. fhe 
critical value is ±2JJ.l2. Cllld dj=30. 

As illustrated in item "a" of Table 9, the mean val ue of the responses of coordinators & 

experts was 2.82, while the mean of trainers was 3.2. In the same tab le of item "c". 

sim ilar mean result has shown like item "a" which was medium from the responses of the 

.two groups (i.e. 3.18 for coordi nators & experts and 2.9 for trainers). These data im ply 

that the participation of the local community and different levels of government bodies in 
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suppo rti ng and uti li zing sk ill s tra ining programs prov ided in CSTCs was medi um, As the 

in fo rmati on obta ined from interview, al though the level of participati on va ri ed fro m 

center to center, communities parti cipate in di ffe rent aspects like labor supports to 

CSTCs and encouragi ng trainees by using their products which were produced in and out 

o f the tra ining centers, 

As shown in items " b & d" on Table 9, the va lues of response means of the responde nt 

groups were 2,05 & I ,8 (means o f item " b") and 2,32 & 2,5 (means of item "d"), These 

data revea l that the support of NGOs fo r the traini ng centers and trainees invo lvement in 

skills tra ining programs conducted in the tra ining 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 financ ial suppOl1s during the training time 

fi'om NGOs such as dvv-internati ona l (in Lay-Gaint CSTC), Safty-Net program (i n 

Ebinat Woreda) and in some aspects the support of Food Security program have observed 

in a ll sample training centers, And also the participation of trainees vari ed from center to 

center due to di fferent factors like internal and ex ternal institutional and other fac tors, 

To summari ze the mean results, the total mean value o f the responses of the whole items 

fo und in Table 9 was 2,59 wi th standard deviati on 0,90, This shows that the parti cipat ion 

of different stakeholders (comm unity, government, NGOs, and the tra inees themselves) 

in SU ppol1ing and utili zing the trai ning centers was med ium, 

As the data reported from Table 9, a ll of the computed t- values of each item are be low 

the criti ca l value (±2,042) , This shows that there were no stati stically signi fica nce 

differences between the responses of the two respondent groups concerning to the 

quest ions 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 questi ons focusing on the 

parti cipatio n of stakeholders in supporting and utili zi ng the traini ng programs of CSTCs 

was sim ilar. That is, the responses of the two groups were agreed with each other. 
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4.2. 2 Tile Organization alld Management of NFST Programs 

The organization and management of NFST programs and the training centers (eSTes) 

in the study area was the basic issue to be researched based on the design of the study. 

Thi s part addressed some points which include program planning, monitoring and 

evaluation, assessment practices, management bod ies, organizational structure, as we ll as 

administrati ve contents and procedures. Therefore, questions were set through 

questionnaires and interviews and presented to the sample respondent groups of the 

study. In thi s regard, the summary of the responses of the questions obtained from the 

respondents were presented in the following consecutive tables (Table 10-1 5). 

Table 10: Responses on Participants of Program Planning, Monitoring and Evaluati on Acti viti es 

Respondent Croups 

Items Response Coord, Experts & Trainees Total X' 
Options Trainers (N=32) (N=90) (N= t22) 

f % f % f % cv P va l. 

i. Who are the Coordinators t3 40.6 6 6.7 19 15.6 

participants or skill s Trainees 22 24.4 >2 18.0 
training program Trainers 6 6.7 6 4.9 28.87' .000 ' 
planning? MilL commi ttee 4 4.4 4 3.3 

Worcda MSE IPOs 19 59.4 52 53 .1 7 t 58.2 

Ii. Is Mon.& Evl. Yes 26 81.3 71 78.9 97 79.5 0.8 1 .776 

conducted on prill .? No 6 18.8 19 2 1.1 25 20.5 

iiLHo\\' ollell Monthly I 3.1 I 0.8 

monitoring & Week ly 12 37.5 48 53.3 60 49.2 7.32 . 120 

evaluat ion is Twice a mon th 2 2.2 2 1.6 
conduc ted? at prol!ram end 13 40.6 2 1 233 34 27.9 

No rC~Qonse 6 t8.8 19 2 1.1 25 20.5 

iv.By whol11 monitoring Coord inators 16 50.0 29 32.2 45 36.9 

& evaluation i s Mgt Committee 2 6.3 16 17.8 18 14.8 
conducted? Wcrccla MSEIPOs 14 43.8 3 1 34.4 45 36.9 9 .68 .246 

Trainers 9 10 9 7.4 
No response 5 5.6 5 4.1 

TOTAL (10 ('ach il('m) 22 100 90 100 122 100 .. .. 
*5lgllijiconce difference i/p<O.O) alpha level (2*ladedj. OR the calcllfaled value(cvj IS gremel' dUlI/ lhe cnllc{illf(lble 

va/lie. the crilical vallie is 1.9.-19/01' d/~ -I (Items "i. iii &iv ' j, (lnd ±J. S-I for dj~ I(hem "ii"). 

As indicated in Table I 0 of item "i", from the total respondents, majorities (58.2%) of 

them were responded that Woreda MSElPOs were the most participants involved in the 

planning of sk ill 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 respecti ve ly. [n line with thi s, the respondents' responses also showed that a few 

proportions (3.3%) replied that the training programs of eSTes were performed by 

management committee members. Thi s implies that the role of management committee to 
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perform the planning of ski ll training program at eSTes was ve ry min imal. The 

researcher was also approved thi s fro m hi s interview respondents, The interviewees 

responded that: 

"The role of management commillee in all aspects of eSTes' 
programs was non:/ill1ctional. So, the planning of eSTes program 
lIlas mostly perfurmed by Woreda MSEIPOs with the coordinators 
of Ihe centers ", 

This finding disagreed with the pointes stated by (Malone & Arnove, 1998:85), 

wh ich is the pract ices of planning, monitoring and evaluation of programs close ly 

connected with development and change of the programs of NFST that can be seen 

as an adeq uately 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 a lso tested in 

ch i-square test. The result of the test also shows that there is sign ificance difference 
, 

between the respondent groups at (0"=,05), where the calculated va lue of X-(cv=28,87, 

dj=8, 0,000<0,05) in their responses, And, thi s reveal s that the kind of participants who 

involved in program planning were different at eSTes, 

The second item of the above table (Table 10) indicated that most of the respondents 

(79.5%) were responded that the practice of monito ring and evaluation was app li ed on 

the training programs, whi le the responses of a few respondents (20.5%) we re oppos ite to 

the majoriti es, Besides, when the respondents were asked about the app li cation 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 eva luati on was cond ucted 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 eSTes was mostl y conducted by 

coordinators and Woreda MSEIPOs which have equa l propoltions (36,9%) as indicated 

in the last item of Table 10. 
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For those items (items "ii-iv")o f Table I 0, the chi-square test shows that there were no 

significance differences between the two groups at (0"=.05), where the calculated value of 

X2(cv=0.81 , c!f=I, .776>0.05), X2(cv=7.32, d[= 4.0.12> 0.05) and X2(cv=9.68, df=4, 

0.246>0.05) in their responses to items " ii ", "i ii" and " iv" respectively. This implies that 

the responses of all respondent groups to the questions on items "ii-iii of the above table 

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

tra ining centers fo und in the se lected Zone 

With regard to the management, organization and administra ti ve systems of NFST 

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

from the respondents are presented in the fo llowing four consecutive tables Crable II . 12, 

13,14& 15). 

Table II: Management Bodies & Organizat ional Structure of the Sk ill s Trai ning Centers 

Respondent C roups t- test 
Items Coo rdinato Experts To ta l 

rs N= IO) (N= 12) (N=22) 

f % f % f % cv 

a)CSTCs are directly repolted Woreda Counci l I 10 I 4.5 
to and managed by WMSE IPOs 9 90 12 100 21 95.5 1.101 

Worcda Mgt Board 

blAre the dut ies & Yes 3 30 4 33.3 7 3 1.8 -0.16 
responsibi li ties or concerned No 7 70 8 66.7 15 68.2 
bodies to manage eSTes 
clearly stated? 

c) Has the CSTC a clear Yes 2 20 3 25 5 22.7 ·027 
organizational structure? No 8 80 9 75 17 73.3 

-Slgllljicollce difJelellce if p < O.OJ alpha feve! (2~/(ftfed), OR tfle calcufaled va/lle(C\~ IS g le( lIel Ihall rf,e Clll/cal fable 
va/lie. 'fil e crilicaillable value is ±2.086. alld (1/= 20. 

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

respondents (coord inators & ex perts) who are direct ly 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 fo r item "a" that CSTCs 

are directl y reported to and managed by Woreda MSEIPOs, whi le only 4.5% respondents 

reported that Woreda Administrative Council was the direct responsib le body to manage 

Ihe programs ofCSTCs. The other quest ion asked to the concerned respondents was "Are 

the dut ies and responsibi lities 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 negati vely to the specified 

question as indicated in item "b" of the same tab le. From thi s finding, one can understand 

that without clearly stated duties and responsibilities of a certain program like the 

programs o fCSTCs, 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% ofCSTCs 

coordinators and 75% of training experts at Zonal & Woreda MSEIPOs approved that 

there was no a clear organizational structure for CSTCs, wh ile a very significant 

proportion of the two groups repl ied positively. 

The t-test also indi cates that there was no stati stica l significance difference between the 

two respondent groups (coordi nators and experts) on their responses at 0.05 alpha leve l, 

where the p-values of the three items are above 0.05 (or the calculated va lues of all items 

are below the critical/table va lue ±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 I I. 

Besides, semi-structurcd interview questions were se t and presented to the Heads of 

Zona l & Woreda MSEIPOs. One of the questions was about the organizationa l structure 

and management committee of CSTCs. With regard to the organizational structure, the 

responses obtained from them were s imilar to that of the questionnaire respondents. 

Concerning to the management committee, the interviewees stated that: 

"Previollsly. {here was a commillee /0 manage the programs of CSTCs 
composed ()f some sec/aI's and associations a/ Woreda level. However, this 
commillee was not .fimc/ional and become changed immediately /0 another 
commillee which composed of only Woreda MSEfPOs and the training center 
(CSTC) by excluding other sector offices. Now. each CSTC was accountable 
and reported to and managed by Woreda MSEJPO ". 

The result of the study showed that significant changes have been made on the 

organi zation 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 organ izati ona l 
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structure, members of management committee and human power assign ment. With 

regard to thi s. the literature rev iew stated that: 

"After taking the management responsibility of eSTes, the MSEIPA has 
taken some remarkable actions which include the structure of eSTes. 
revitalizing their objectives, and redesigning the manpower of'the centers. 
In addition, the Agency aims to make the CSTCs as "the incubalion centers 
of'resources and technology". II was also announced that the Agency has 
developed new training guidelines which could be revitalized by the 
participants. ,. (J/ZlDVV, 2007: 50). 

However, the changes like assigning appropriate staff and se lecting management 

committee from different sectors to play their roles were not applied in practice. The 

trai ning center has been an integral part of Wored MSEIPO. Current ly, 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 staff 

members. However, thi s could not come in to operation due to the im plementati on of 

BPR (Business Process Re-engineering) in ANRS. Thus, the actual staff members to be 

ass igned in the trai ning centers we re not more than three (mostl y one coord inator and two 

guards) though it vari es fro m center to center as different documents and work ing letters 

indicated (see Appendices G & J). 

In addi ti on to Table I I , the responses of the two cri tical concerned bodies on the issues 

of organization and management of the skill s trai ning programs offered in CSTCs were 

presented by using rating scale on Table 12 be llow. 
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Table 12: Rating Responses on Management Funct ions & Organi zationa l Structure 

Appropriateness of CSTCs 

Respondent Rating Scale t-test 
Items Coordinators Experts cv I' 

N=tO N=t2) X SI} value 
t 2 3 4 5 M t 2 3 4 5 M 

a)The coordination of 3 4 2 t 2. 10 5 3 3 t 2.00 2.05 1.00 -.228 .822 
Mgt cOl11mittee on 
eSTes pnn. 

b)Gov't bodies rlships 3 3 3 I 3.20 3 6 2 I 3.08 3. 14 .94 -.283 .780 
along hierarchy to 
eSTes prill 

c) The effecti veness of I 2 2 5 3. 10 3 4 5 2.58 2.82 1.22 -.988 .335 
Org. & Mgt 
pract ices in center 

d)Org. structure 2 I 4 3 2.80 2 2 4 4 2.83 2.83 1. 10 .069 .945 
appropriateness 

.. -Slgn{/iconce d(f(erence if p<O.OJ (2- tatled),OR the calculated value(cv) IS grealer Ihal1 the crllfca/l lable 
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. Thi s indicates that the coordinati on of management 

comm ittee in order to perform the programs of skill s training provided in CSTCs was 

low. The data obtained from interview question also confirmed with thi s. 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 rev iew 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 beneficiari es as Kassahun ( 1997) approved. 

On the same table, the result of item "b" shows that the total mean va lue (x) of the 

groups was 3. 14. This result depicts that the relationships between the government 

concerned bodies wi th the respective hierarchical levels on the programs of CSTCs was 

medium. 

Questions abo ut the effectiveness of organization and management practices on the 

train ing programs and the appropriateness of organ izational structure of CSTCs were al so 

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 va lues of the responses for item "c" & "d" were 2.82 and 2 .83 respecti ve ly. 

The results of iteI11s "c" and "d" indicate that the e ffecti veness of organi zat ion and 

management practices on the training programs of the centers and the appropriateness of 

organ izational structure of CSTCs was relatively mediull1. 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 al pha leve l 0.05. This shows that there was no stati sticall y signifi cant 

difference between the two respondent groups about the responses of each item. Thi s 

imp li es that there was agreement between the responses o f the two groups. 

Concerning to the issue of management practices abo ut ski ll s training programs, 

questions were al so set and presented to the sam ple respondents grouped in to two 

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

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

Respondent Ratin!! Scale 
Items Coordinators. [xilcrts & Trainees cv 

Trainers (N=32) (N=90 X S I) 

I 2 3 4 5 M I 2 3 4 5 M 
I. Abilityof resources Mgt 2 10 13 6 I 2.8 1 16 4 21 23 26 3·n 3.27 1.33 26.98' 

in th e Cl:llter 

2. Praclicl.! of Nc..:ds 8 13 11 3.09 9 " 34 22 13 .120 3.17 1.07 10.69 111 

assessment on prill 
3. Identification of large! 3 14 15 3.J8 9 11 32 23 15 l27 3.J0 1.07 12.56* 

oroups 

.t . Encouragemell t of 2 8 12 9 1 2.97 1 ; 14 17 22 22 .u.! 3. 17 1.32 12.26* 
trainces 

5. Coordina tion bin lrainl:cs. 1 4 14 10 3 3.3 1 16 26 30 18 .1..'8 3.J6 1.22 18.06' 
trainers and coordinators 

6. Ad mission criteria & time 5 6 9 9 3 2.97 " 6 22 31 19 JAJ 3.J1 1.27 5.81 
schedule convenience .. -Slglllllcance difference p<O.O) alpha level (2-laded),OR Ihe calcllialed vallle(cv) IS grealer Ihan Ihe 

crilicalltable value. 711e critical/lable value is ±9.49, and df=4 
X (Towl mean value per ilem) 

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 of2.50-3.49. In thi s stud y, 

the range of thi s fi gure (2.50-3 .49) represented the rating scale of med ium as prev iously 

stated in the part of methods of data anal ys is. Therefore, the mean va lue of the 

respondents' responses for each item was medium. Thi s indicates that the practica l leve ls 

of resources management, needs assessment, target group 's identificati on. a ll-round 

encouragement of trainees, wo rk coordination in the center and the convenience o f 

admi ss ion criteria & training ti me schedule was relati ve ly med ium. 
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The chi-square test was also employed for the purpose of identifying the significance 

di fference between the two groups of respondents on their responses to each item as 

stated on Table 13. Accordingly, the calculated values of X2 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 stat istically significance difference between the two 

groups for the responses of the questions stated in items I, 2, 3, 4 and 5. On the other 

hand, the calcu lated value of X2 of item 6 is 5.81 , which is less than the criti cal value 

(±9.48). This reveals that there was no stati stically 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 acti vities in 

the tra ining 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 fo llowing tab le (Table 14). 

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

Items Respondents (In I Resl>Ollses for Ratin2 Sca le 
group) N=22 t 2 3 4 5 T i\lcan 

a. Clearness of authority, Coorclinalo rs f 2 12 4 4 22 2.45 
duties & & E.\ perb 0/0 9. 1 54.5 18.2 18.2 100 
responsi bi I ities 

b. Administrati ve Coord i nators f 4 It 2 5 22 2.36 
Structure effecti veness & Experts % 18.2 50.0 9.t 22.7 100 

c. Adm in istrati ve Coordinators f 9 9 4 22 2.77 
procedures & Experts % 40.9 40.9 18.2 100 

d. Role& Responsibility Coordinators f I 10 7 4 22 2.64 
execution & Experts 

% 4.5 45.5 31.8 18.2 100 
e. Authority delegation Coordinators f 2 8 5 6 I 22 2.82 

system & Experts % 9. 1 36.4 22.7 27.3 4.5 100 
f. Applica ti on & utilization Coordinators f I 14 4 3 22 2.4 1 

orMIS' & Experts % 4.5 63.6 18.2 13.6 100 
g. Documentation system Coordinators f 5 13 2 2 22 3.05 

& Experts % 22.7 59. t 9.t 9.t 100 
h. Rlship in managerial Coordi nators f I 8 5 8 22 2.91 

hi erarchy & Experts % 4.5 36.4 22.7 36.4 100 
i. Availabi lity of Coordinators f I 8 7 5 I 22 2.86 

sliPPol1ive guidelines & Ex pens % 4.5 36.4 31.8 22.7 4.5 100 
Grand ~ I ('a n \'alu(, 2.82 
Sfa ndanl Ueviation 

f((reqllency/ T(Total/reqlfency and percentage). *A4IS(Managemenllnjormallon System) 
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The majoriti es of the respondents (63.6%), (S4 .S%) and almost half (SO%) of them 

responded for the three questi ons stated on Table 14 in items "f', "a" & " b" respecti ve ly 

was low. Similarly, the mean values of the responses o f coordinators & experts for items 

"a", " b" & "P' were 2.4S, 2.36 and 2.4 1 respecti vely. This indicates that the clearness o f 

authori ty. duti es & responsibilities of the participants on the training programs; the 

nex ibi I ity and effecti veness of ad ministrati ve structure of eSTes; and the ap pl ication and 

utili zation 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 quest ions stated on items "c, d, e, g, h and i" were 2.77, 2.64, 2. 82, 3.0 1, 2.9 1 

and 2.86 respecti ve ly. These mean va lues are found under the category of 2.S0-3.49 

which was previously represented as medium in thi s study. Th is shows that the 

administrative procedures; the execut ion of responsibilities; the delegati on system of 

authority; the documentation system; the relati onship in manageri al hierarc hy; and the 

avai labili ty of supporti ve guidelines in the training centers (eSTes) was relati vely 

medium. The responses of the questi onnaire respondents (coordinato rs & experts) for the 

above stated questions in Table-14 relatively agreed with the information obtained fro m 

observations to the sample CSTCs. When the researcher observed the traini ng centers, he 

got such points: administrati ve procedures, documentation systems (recording, reporting, 

and others) and availability of different guideline documents were found relative ly 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 tab le (Table IS) contains the issues of po li cy support, follow-up 

and others and d iscussed 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 

Respondent Rat ing Scale x-
Items Coordi nators. Experts & Trainees cv 

Trai ners (N =32) (N- 90) X SD 

I 2 3 4 5 M I 2 3 4 5 M 
i. Markel & work place 

availability & accessibility 5 3 14 9 I 2.94 10 6 13 35 26 3.68 ., .-18 1.26 17.63*"· " 
for nradualcs 

ii. Level or all -round 6 7 II 8 2.66 22 10 23 26 9 2.89 2.8] 1.27 6.28 
supports for graduates in 
work areas 

iii.'rlle practice oflrainccs 5 8 8 II 2.78 II 27 24 28 2.77 2.77 104 0.52 
loIiOW-UT) alter 'radualion 

Grand lUcan 2.90 
Grand S landanl l)cviatioll 1.14 

Significance difference if p<O. 05 (2-tailed), OR the calculated value(cv) is greater than the critical/table 
value. The critical/table value is ±9.49far dr=4 (Items "i & ii ") and ±7.SI for dl" 3 (item "i') 
X(Tolal mean per ilem) 

As can be illustrated l1'om Table 15 of item " i", the mean va lues of the first group 

(coordinators, experts and trainers) and trainees were 2.94 and 3.68 respecti ve ly. Thi s 

indicates that the avai lab ility 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 

ca lculated value 17.63 is greater than the critical value ±9.49) with the df of 4. This 

reveals that the ava ilability leve ls of markets & work places for graduates varied anong 

the responses. 

From the same table of item " ii", the mean va lues 2.66 and 2 .89 represented the rating 

responses of (coordinators, experts & trainers) and trainees respectively. Thi s shows that 

the leve l 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 statist ically significance difference between the two groups at (0=0.05), where the 

ca lculated value (cv) 6.28 is less than the critical/table value ±9.49 within the dfof 4 (o r, 

the p-value 0.179>0.05). This implies that the responses of the two groups were almost 

s imi lar to the second question of Table 15 . 

The questi on about the practice of trainees follow-up after they graduated fro m CSTCs in 

skill training and started the ir business was presented to the sample respondents. In this 

regard , as indicated from Table 15 of item "i ii", the mean va lues of the first group 

68 

p 
va lue 

.00 1' . 

. 179 

.915 



(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 grad uat ion 

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

significance di ffere nce between groups at .05, where the p-va lue 0.915 is above 0.05 (or 

the computed value 0.52 is less than the criti cal va lue ± 7.81 within 3 degree of freedom). 

Thi s revea ls that the practice of fo llow-up to the trainees was better and similariti es have 

seen in Woredas. 

4.2.3 The Current Institutional Capaci~v ofCSTCS to offer NFST Programs 

The ava ilabili ty and sufficiency of different resou rces and other things wh ich have great 

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

the institutional capacity of eSTes. Thus, the current institutiona l capacity of eSTes to 

offer NFST programs was also one of the basic aspects that should be assessed in the 

study. In this regard , data were co ll ected tlu'ough questi onnaires, interviews, observations 

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

summarized in the following table (Table 16). 

Table 16: Respondents' Response on Rating of Institut iona l Capac ity of the Train ing Centers 

Coord ina tors, Ex perts Tra inees X' 
Items & Tra in ers (N~32) (N~90) X SD cv 

I 2 J , , M I 2 J , , M 
a) facil ili.:s availabilitv 5 10 12 .1 2 2.59 .1 8 D 22 .1 , 2.02 2. 17 1.12 8.37 
b) Coord inators Mgt. ability , 6 , 10 .1 3.06 12 21 15 .10 12 3 10 3.09 1.25 2.14 
c) Training MaICrials& Eqp. , " 6 10 .1 2.97 26 :12 18 10 , 2.27 2.45 1.19 9.83 
d) Uudgd allocation II 5 10 .1 3 2.44 34 19 19 7 I 2. 13 2.2 1 1.1 3 5.43 
c) Manpower assiollmcnt , 7 12 , 2.34 19 2.1 31 10 7 2.59 2.47 1.1 4 3.23 
t) Raw materials , 7 10 , 2 2.94 34 19 .1 1 " 2.10 2.32 1.09 19.39 
g) M\)dcrn training machines , 10 4 6 .1 2.50 46 21 19 , 1.79 1.98 1.09 18.61 
h) Qual ilicd & , 7 1.1 .1 2.3 1 , 7 .17 25 12 3.27 3.02 1. 16 17.09 

experienced trainers 
i ) Qualified & suflicient , II 10 7 2 2.88 " 23 25 21 7 2.82 2.84 I 15 2.4 1 

slarr 
j) Centers· capacities 4 12 8 " 2 2.69 17 33 20 IS 5 2.53 2.57 I. 13 0.72 

Grand Mean 2.24 

Grand SO 1.14 

- -Slgllificallce d(ljerence if p .... o.n) (2- tailed}. OR the ca/clliated value(ev) IS greater Ihan file crill callable \'GIlle. 7he 
crifical 'table va/lie is 1 9.-19. alld dJ='= -I 

X ( Tala/ Meall per ilem) 

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

situati ons of the trai ning centers, both respondent groups have similar op inions on the 
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items like "a, c, d, e, f and g" which represents to the availability of facilit ies; training 

materials & equipment; leve ls 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 sa id 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 eLal 

(1995:9). That is, without convenient site, facilities , other human and non-human 

resources, it might be difficult to provide well thoughtful sk ill training programs in 

eSTes. 

As can be seen from the same table, the mean values of the items like "b, h, i & j " 

expressed for the management abi li ty 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 rai sing 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 & j" were medium in order to evaluate 

the capacity of the training centers. To sum up, the grand mean value of all items (i tems 

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 stati stical 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 stat istical sign ificance 

differences between the respondent groups on items "c, f, g & h" at alpha level 0.05, 

where their p-values (0 .043 , 0.00 I, 0.00 I, 0.002) are below 0.05 (or the calculated values 

of such items are greater than the cri tical/table value ±9.49) as it can be observed from 

Table 16. This signi fi cance difference reveals that the leve l of problems of eSTes in 

terms of the availabilities of training material s & 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 cri ti cal/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 train ing centers with regard to facilities available, coordinators 

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

In addition to the above institutional facto rs ment ioned in Table 16, questions were 

presented to the respondent groups concerning to the presence of tra ini ng manuals in the 

centers and the time schedule of the training programs. The next table (Table 17) shows 

the summari zed data obtained from the sample respondents. 

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

Respondent Groups 
Items Coordinators Trainers Trainees Tota l X2 

& Experts 
(N=22) (1\'= 10) (N=90) 

f % f % f % f % cv 
a) Are there training Yes 6 27.3 I 10 28 31.1 35 28.7 1.987 

manuals for dlt No 16 72.7 9 90 62 68.9 87 71.3 

sk ills? 
b)J s trai ning duration Yes 17 77.3 5 50 32 35.6 54 44 .1 

enough to acquire No 5 22.7 5 50 58 64.4 68 55.7 12 .62* 
the inlended skill? 
Total of items 'a&b' 22 100 10 100 90 100 122 100 

j' val. 

.370 

.002* 

c) How many rounds Once I 4.5 I 4.5 Not compui l!d in 

(t imes) Ihe training T wice 3 13.6 3 13.6 X2 due 10 one 

programs could be 3 times 2 9. I 2 9.1 group 

given in a year? I, depends 16 72.7 16 72.7 
Total 22 100 22 100 

"' - -Significance difference if V-n.n) (} -ladedJ,GI? Ihe calelflated value(ev) IS greater 'hal/ fh e cnllcaltable value. 'he 
crilica/llable value is ±5.99, (Ind dj~2 

As illustrated from Table 17 of item "a", all respondent groups were asked the quest ion 

that "Are there train ing manuals for different sk ill types in the centers?" For this 

question, most of the respondents of coordinators & expel1s (72.7%), of trainers (90%) 

and of trainees (68.9) said "No". And, ou) 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 statist ically significance differences among 

respondent groups at (0"=.05) where the p-value . 0.37 is above 0.05 (or the 
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calculated/com puted value 1. 987 is less than the c ri tica l/table value ±5.99). Th is means 

the responses of the three groups of respondent agreed with each other fo r the question 

stated in item "a" of Table 17. This implies that the problem of di stributions and 

ava ilab iliti es of tra ining manua ls ofdiffe rent skill types was similar from cen ter to center 

(i.e. most of them lack training manuals and thi s might affect the quality of the training). 

Thi s a lso con firm ed with the data obtained from di rect observations in CSTCs. When the 

researcher made observations in the training centers, most of the skill s train ing programs 

have undertaken wi thout any tra ining manual s. They depended on onl y by the e fforts and 

abi lities of the trainers. 

As stated from th e Table 17 in item " b", the majoriti es of coordinators & ex perts (77.3%) 

and more than ha lf of the trainers (50%) reported that the time given for the training 

program was enough in order to acquire the intended ski ll s. Where as, most of the 

trainees (64.4%) responded negat ively fo r the same question. And, from the tota l 

respondents, majorities (55 .7%) have negati ve responses similar to the trainees' response 

to the question of item "b" in Tab le 17 . For thi s, the chi -square test also indicates that 

there is stat isti ca ll y significance d iffe rences among respondent groups at (cr=.05), where 

the p-value 0.002 is less than 0.05 (or the computcd/ca lculatcd value 12 .62 is greater than 

the critica l/ table va lue ±5.99) with regard to their responses to item "b" in Table 18. This 

revea ls that the response of tra inees is directl y d iffe rent with that of the two respondent 

groups (coo rdinators & ex perts and trainers) so that the length of time given for skill 

training programs provided in CSTCs did not consider the natu re of skill types and 

trainees' needs. 

Another questi on was also presented only to the direct responsible respondent bodies 

(coordinators & ex perts). As depicted fro m Table 17 in item "c", the question was "How 

many rounds/times the skill tra in ing programs could be g iven in a year?" Accordi ngly, 

more than 72.7% of respondents were reported that the sk ill training program ' s 

round/time given depends on the situations of internal and ex ternal factors of the training 

centers. From thi s, one can conclude that the im plementation of annual training plan of 

CSTCs might be fluctuated because of different facto rs. 
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4.2.4 The Major Problems Encollntered the Programs of NFST 

The maj or problems that currentl y encountered the NFST programs offered in CSTCs are 

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

the major prob lems that have stro ng influences on the implementation of the programs in 

CSTCs. Thus, data we re co ll ected through questionnaires and interv iews from all groups 

of respondents. All groups of respondents were asked similar questi ons to li st out major 

problems that influence the programs of CSTCs. Open-ended questi ons were presented to 

quest ionnaire respondents. Sim ilarly, semi-structured interview questions were also 

presented to the in terviewees concerning to the problems ofNFST centers. Accordi ngly, 

the major problems of CSTC that affect the provision of NFST programs in CSTCs were 

ment ioned by the respondents. Hence, thei r responses were summari zed and presented on 

Table 18 as follow. 

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

No Types of Problems Number of Respondents 
N N, N, N, N, T % 

I Lack of adequate and convenient physical facilities 128 4 10 5 76 95 14.1 
2 Lack of training materia ls and equipment 128 5 6 7 71 89 13.2 
3 Ina(kquate budget allocation to the center 128 3 II 5 53 72 10.7 
4 Shortage or manpower in the ce1l\er 128 4 10 6 42 62 9.2 
5 Lack arraw materia ls for the training programs 128 2 9 2 53 66 9.8 
6 Absence of modern training machines in the cenlers 128 5 12 10 67 94 13.9 
7 I.ack of qualified. experienced and commi ucd sIan' in the center 128 4 9 4 37 54 8.0 
8 Lack oflllarkcl & work place av(\ ilability for graduates 128 I 4 4 16 25 3.7 
9 Low level of supports for graduates in work areas 128 2 6 7 32 47 7.0 

10 Lack or com11lunity & trainees awar~l1ess on eSTes 128 2 4 I 12 19 2.8 
II Lack of continual tallow-up on trainees aHa graduation 128 0 9 4 38 51 7.6 

Sub Total 1408 32 90 55 497 674 100 
12 I.ad ofNGOs supports to the train ing centers 38 4 15 9 - 28 65. 1 
13 Lack or Go,,', altl.:l1t ioll and appropriate support to eSTes 38 2 6 7 - 15 34.9 

Sub Tota l 76 6 21 16 43 100 
14 Absence of coordination on programs of CSTCs 28 5 15 - - 20 29.4 
15 Inconvenient Org. structure oreSTes and repeatedly 28 3 10 - - 13 19.1 

chungim!. and starr turnover 
16 Lack of d earncss 011 authority. duties & responsibilitics of 28 3 14 - - 17 25 .0 

concerned bod ies in the programs oreSTes 
17 Inlkx ibilit), & ineffectiveness admini strati ve structu re of 28 3 15 - - 18 26.5 

the training CC/llcrs 
Sub Tota l 11 2 14 54 68 100 

Note: I. N= Toral "'umber a/Sample respolldems who asked qllestions SUi/ed on the types alld levels a/problems, 
2. N

" 
N2 , Nj and N~ are represented the /lumber of Interviewees, Coordinators & I~"pens, haillers alld 

Trainees respecfive~)'. who {is/ed down (llTd /'a/ed (high & velY lIigll) /he level 0/ problems. 
3. T "" Tolal (The sum ofN I . Nl . Nj & N~) 
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As it can be observed from Table 18, all of the items stated were the problems o f e STes 

responded by the sample respondents. Based on their responses, ranks have been given to 

each item per the total number o f respondents who gave their responses for each question 

in order to ident ify the problem leve ls of the training centers. 

Accord ing to the respondents ' responses, items number I , 12 & 14 are the first( I ") 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 adeq uate and convenient 

facilities , lack o f supports by non-governmental organizations and an absence of 

coordination on the programs of eSTes were first three major factors that affect the skill 

training programs provided in e STes. 

As illustrated from the same table of item numbers (6, 13 & 17), an absence o f modern 

training machines in the centers, the lack of government attention and appropri ate support 

to eSTes, and the presence of inflex ible & ineffective administrati ve structure of the 

center were the second(2nd
) three major problems of eSTes 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 tra ining materials and equipment 

in the centers, and the lac k of clearness on the authority, duties & responsibilities of 

concerned bodies in the programs of eSTes were the third (3 Td
) major problems 

encountered the program s of eSTes respo nded 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 inadeq uacy of budget allocation to the centers, and the inconvenience 

of the organizational structure of e STes and its repeatedl y 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 (4th) 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 ski ll training programs not provided in the centers 

regularly. 

As indicated from Table 18 of items (5,4,7,11,9,8, and 10), questi ons like on the issues of 

raw materials, manpower, tra inees follow-up and supports, marketability and community 
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awareness were presented forl28 respondents. Accord ingly, 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 materia ls; shortage of manpower in the centers; lack of staff personnel (qua li fied , 

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 eSTes were the major factors 

(internal & external) that affect the programs of eSTes which const itute the ranks from 

Slh to Il lh respecti ve ly. 

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 standardi zed physical 

facilities in the training centers are very important in order to ac hieve 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. 
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.1 Summary 

Based on the interpretation and analysis of the co ll ected data, the summary of findings, 

conc lusions and the recommendations were presented in thi s part. The study was 

designed to assess the organi zat ion and management of non- forma l skill s training (NFST) 

programs provided in eSTes in SGAZ of ANRS. It was also intended to ide ntify the 

problems by ensuring the following spec ific objecti ves . 

• To assess the current status ofNFST programs in SGAZ. 

• To examine the organizational systems of eSTes to offer NFST programs in the Zone 

• To examine the extent of management practices ofNFST programs. 

• To assess the institutional capacity of eSTes to offer NFST programs. 

• To identify the major problems encountered the programs ofNFST in SGAZ. 

To achieve such objecti ves, the following basic questions were rai sed in the study. 

I. What is the current status of NFST programs offered in eSTes ofSGAZ? 

2. To what extent the NFST programs are organized and managed in the Zone? 

3. What is the Insti tutional capacity (human, material, financial and other resources) 

of eSTes to offer the programs? 

4. What are the major problems encountered the programs of N FST? 

For th is purpose, the descriptive survey method was used because acc urate 

information can be obtained from small groups of samples which represent the large 

populat ion size. Five Woreda eSTes that have been func ti ona l in the year 2009 were 

se lected through simple random sampling technique in the Zone. Similarly. 

respondent groups who served as a source of information were drawn as samples 

through di ffe rent sampl ing techniques. Hence, 128 respondents (90 trainees, 10 

trainers, 10 eSTes coord inators and deputies, 12 experts and 6 heads from Zone & 

Woreda MSE IPOs) were included in the stud y as a sample. 
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The instruments of questionnaires which include both closed and open-ended quest ions, 

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 stati stics (percentages & means) and inferential statistical tools 

(ch i-square test & independent sample !-lest) were employed to observe the differences 

and similarities between the responses of the respondent groups. Consequent ly, the major 

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

5. LI Major Findings 

5.1.1.1 The Currellt 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 CSTes 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 insti tutes. The new 

structure of CSTCs must contain not less than thirteen (13) permanent staff members, 

but thi s 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 thi s, 

coordinators & experts have rai sed 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 2 1. 9% have said negati vely. The data has shown that onl y 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 exi sted training was not enough to perform thei r tasks properly. 
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b) About 65.6% of the respondents answered that unemployed youth/ad ul ts are the main 

benefic iaries of the programs. S imi larl y, the previous occupati ons of most trainees 

(84.5%) enro lled in ski ll training were jobless, street youth and da ily laborer. As the 

reported by 58.2% respondents which was confirmed with the qualitat ive data, 

trainees were selected through the recommendations of kebeles and other assoc iations 

by consideri ng their persona l requests. Concern ing to the criteria/bases in se lecting 

the types of training skill s, it was basically concentrated on the needs of target groups, 

materials avai labi lity and market access ibi lity as the data ind icated. In the recruitment 

of tra iners, 78.1 % of the respondents reported that trainers were selected and recru ited 

by Woreda MSEIPOs through an nouncement on notice-board and employed as 

temporary (contract) onl y for training time. 

c) The data obtained through observation indicated that the type of ski ll s which are 

currently given in the centers we re ta iloring, food preparation, cotton threading, modern 

weaving, modern shoe-making and modern bread baking. However, severa l skill s types 

we re given previously in the centers in different Woredas as the information obtained 

from the avai lable documents. Inline with thi s, the most type of addi ti onal training 

provided in the centers was cntrcprcneurship and business management courses as 

reported by 63 .9% of the respondents. The majorities (66.4%) respondents approved 

that the presence of sociall y neglected/undermined skill s in their localities such as black 

smith , weav ing, pottery and tannery. As the data indicated, 82.8% of the respondents 

responded positi vely 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 trai nees and the training centers was 

med ium. And also the mean va lue (3.55) of the responses showed that the awa reness of 

trainees towards the skill s provided in CSTCs was above medium . As shown on the 

responses· mean (3.64), the contribution of CSTCs to the local community was 

relatively hi gh . The interviewed informat ion a lso agreed with thi s response by saying 

that "although the contribut ion of the training cen ters in benefi ti ng the loca l 

communi ties in general and the indi vidua ls in particu lar is high, their capac ities 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 ind icated, the partic ipat ion of the local 

commun ity and different levels of government bodies as we ll as NGOs in supporting 

and util izing the programs of eSTes was medi um. Specifica ll y, the values o f response 

means (2.05 & 1.80) of the groups also revealed that the support of NGOs for the 

centers and the invo lvement of tra inees in the centers were low. The in terview and 

observation data also showed that the support of NGOs was very low wi th the 

exception of a few training centers obtained some financia l supports from a few NGOs 

one a ti me. 

5.1.1.2 rile Organization and Management of NFsr Programs 

a) The findi ng revealed that 58 .2% of respondents responded Woreda MS EIPOs are the 

most partic ipants involved in NFST program planning, while only 3.3% said to the 

management committee. The interviewees also approved that the ro le of management 

committee consisted different sectors was non-functional in the programs of eSTes so 

that program planning was most ly perfo rmed by Woreda MSEIPOs with coordinators. 

Most of the respondents (79.S%) approved that moni tori ng and eva luat ion was appli ed 

on programs. As far as the responsible body ofNFST programs is concerned, 9S.S% of 

the group replied that eSTes are directl y reported to and managed by Woreda 

MS EIPOs. The data al so ind icated that 68.2% of respondents responded negatively 

about the clearness of dut ies and responsibil ities of concerned bodies to manage 

eSTes. Simi larly, 73.3% of respondents approved that there was no clear 

organizational structure for eSTes, wh ile 22.7% of them replied positive ly. The data 

a lso ind icate that there was no sign ificance d ifference between the groups at (p<O.OS) 

concerning to the direct responsible body, vagueness of duti es & responsibili ties and 

organizational structure of eSTes. Moreover, concerning to the management 

comm ittee, interviewees ' responses ind icated that previous ly there was a committee 

composed of some sectors and associations at Woreda level to manage the programs of 

eSTes. However, thi s committee was not functional and become changed immediately 

to another committee which composed of only Woreda MSEIPOs and eSTes by 

exc luding other sectors. The mean value (2 .0S) of the responses indicated that the 

coord ination of management committee to perform the programs of eSTes was low. In 
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thi s respect , the interviewees also replied that " it is better to say that there is no 

management committee on the programs of eSTes so that no coordination" . Rega rding 

the effect iveness of organization & management practices and the appropriateness of 

organi zati onal structure of eSTes, the mean results (2 .82 & 2.83) indicated that the 

appl ication levels of theses two issues was relative ly medium . 

b) Acco rding to the mean results shown, the practica l leve ls of resources management , 

needs assessment, target group identificat ion, a ll-round encouragement of trainees, 

work coord ination in the center and the convenience of admiss ion criteria & tra ining 

time sched ule was relative ly medi um. The find ings also ind icated that the clearness of 

duties & responsibili ties of the participants on the programs, fl ex ibil ity & effecti veness 

of admini strati ve structure of eSTes, and app li cat ion & utili zati on of MIS in the 

centers was low. On the programs of eSTes, the practical levels of such issues: the 

administrat ive & accounting procedures, execution of roles & responsibi lities, authority 

de legation system, documentation system, managerial hi erarchy relationshi p 

accessibility, and availabi lity of supportive guide lines were relative ly med ium as 

ind icated !I'om the mean values. Significance differe nces have seen on the responses o f 

reso urces management, needs assessment, target group 's identification , encouragement 

of trainees and wo rk coordi nat ion between groups at 0.05 (with 2-tailed di rect ion) . 

c) The total mean (3.48) of the groups indicated that the availability & accessibility of 

markets and work places fo r graduates was medium, and there was significance 

difference between groups. The total mean val ue (2.83) represented the rating responses 

of the two groups on the level of all -round supports for graduates tra ined in eSTes, so 

that the supports were relatively medium. The fi nding al so indicated that the total mean 

value (2.77) of the respondents approved the practice of fo llow-up to graduates was 

relative ly medium. And, no significance differences between responses on the issues of 

supports and fo llow-up practices to graduates. 

5.1.1.3 The Current Institutional Capacity ofCSTCS to offer NFST Programs 

a) The data collected through d ifferent instruments revealed that the institutional 

capacity of the training centers concerning to the internal situations such as ava ilability 

of facilities, training materials & equipment, budget al location, manpower ass ignment, 
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raw materi a ls and modern tra ining machines were found in low leve l. (i.e The lack of 

these factors in the centers was very high. The finding also indicated that the mean 

va lues of the responses regarding on the abi lities coordinators, trainers' qua lificati ons 

& experiences, staff avail ability 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 a II 

the above fac tors, the internal situations of the institutional capac ity of the training 

centers was low. There were signifi cance di fferences between groups on the responses 

o f facilities, trai ning equi pment, raw materials, modern machines and tra iners' 

qua lificati on; whereas no significance di fferences on coord inators abi lity, budget 

allocation and manpower ass ignment. 

b) Regarding to training manua ls, 71.3% approved that important training manuals for 

different sk ill types were not avai lable in the centers, which was confi rmed with the 

data obta ined from d irect observations. Thus, most ski ll trainings have undertaken 

without manua ls, and they depended on onl y by the efforts and abilities of the trainers. 

In time durati on, 55 .7% o f the respondents reported that the time given for the training 

program was not enough to acquire the intended sk ill s. As far as the training round in a 

year is concerned, 72 .7% of respondents replied that it was de pended on the situat ions. 

5.1.1.4 Til e Major Problems Ellcolllltered til e Programs of NFS T ill CSTCs 

Regarding the problems o f eSTes, the programs of NFST affected by the fo llowing 

major facto rs which were pointed out by the responden ts. 

- Lack of adequate and conveni ent phys ica l fac ilities (eg. latrine, dormi to ries, ca feteria, 

workshops and the like) in the centers 

- Lack of supports from non-governmental organi zations (NGOs) 

- An absence of coordination on the programs of eSTes 

- Lack of training materials and equipment, raw materi als and modern tra ining machines 

- Inflex ible & ine ffecti ve admini strati ve structure of the center 

- Lack of clearness on the duti es & responsibilities of concerned bodies in the programs 

of N FST provided in eSTeS. 

- The inadequacy o f budget allocati on to the trai ning centers, 

- Shortage qua lifi ed and experi enced manpower in the centers 
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5.2 Conclusion 

The main focus of thi s 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. 

T hi s 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 agric ultural and other business earnings to acq uire an income. Currently, the 

principles of both local deve lopmental activities and NFET programs emphasi zes at the 

local levels (grass-roots) participation. In all phases of the program, target bene fi ciari es· 

involvement is considered to be the most important to the program success. Hence, 

through proper organ izati on and management, NFST program is believed to se rve as a 

too l of progress, self~improvemen t and social transformation . 

Helping adults/young people to learn well, coordinators and traini ng experts must require 

adequate sk ill s and knowledge in the field of adult and non-formal education and their 

educat ional backgrounds have great impl icati ons on programs success. Working interests 

and on-job training acqui sitions of the staff are important points for the effecti veness of 

ski ll s training programs. Some of the reasons that might decrease working interest which 

need serious attent ion include poor management, lack of clear organizati ona l structure , 

poor resources in the training centers, repeatedly turnover and insumcient human power 

assignment to the center. However, the eSTCs offering NFST programs found in the 

study area were poorly structured, organized, managed and facilitated (i n human and non­

human resources) as the study results shown. This implies that the organizati on and 

management of NFST programs provided in the eSTes of SGAZ with regard to 

management functio ns (i.e planning, organi zing, directing and controll ing), provision of 

relevant and appropriate skill s training as we ll as resource a llocat ion and utili zati on tends 

to be inadequate. As a resu lt, the training centers played a limited actua l rol es to meet the 

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

I . To ac hieve the objectives of eSTes in o ffering NFST programs properly_ the trainers, 

coord inators and training experts of MSE IPOs should have mini mum educatio nal 

qualifications as the standard and the requirement o f the training centers. And, these 

people should received add itional on-the-job training related to adult and non- fo rmal 

educati on and training programs because the nature and characteri sti cs to train 

unemployed yo uth/adul ts and managing NFST programs need spec ial train ing. 

2. The Woreda MSEIPOs should give better emphas is about the quality of skill training 

programs in order to enhance the performance of eSTes and to increase their status. 

The centers need to be equipped and fulfilled with at least the bas ic phys ical fac ilities 

(land, training workshops, multi -purpose ha ll , to il et, and the like) . Moreover, since the 

land o f e STes is the main resource for their future expansion and income generating 

acti vity, the necessary lega l protect ions should be made eSTes to retain land 

ownershipness as standard . 

3. It is essential to enable NFST programs training centers (i.e eSTes) in all aspects fo r 

increas ing the e ffectiveness of their programs. They must be furni shed with appropriate 

resources (human, financial and materials) in qua lity and quantity. And strong 

emphasis shoul d be give n from the part MSEIP agents at all leve ls (Regional , Zonal, 

Woreda and even Kebele) fo r the train ing centers by considering the role played them 

for the development of individuals and communities for the country in general and the 

region in pal1icul ar. 

4. For e ffecti ve organi zation and management functi ons of the skill s training programs, 

the appropriate structure of e STes should be designed and the duties & responsibilit ies 

of the program participants should be clearl y stated. Thus, the ANRS MSEIP A in 

collaboration with its respective Zonal and Woreda MSEIP Branches/Offi ces has to 

prioriti ze and look for a more feasible organi zational structure o f e STes by including 

the appropriate job titles with clear duties & responsi bilities at a ll 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 facto rs for effect iveness and successes of the programs. 

Thus, it should be considered and applied to strengthen the training programs more . 

There shou ld be a need of seri ous attention in order to create awareness about the 

contributions of handicraft skill s provided in CSTCs for the li vel ihood improvements of 

individuals and community deve lopment in general. On of the ways of awareness 

creation could be th rough exhibition preparation to sho w 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 changi ng their livelihoods, creating all-round supporting 

conditions for se lf-employment opportunities is necessary. In thi s case, there must be a 

strong linkage among MSEIP Agencies/Offices, municipalities, business cooperati ves, 

credit & saving associations, and other governmental and non-governmental 

organizati ons to organize CSTC graduates in cooperatives, to facilitate credit serv ices, 

to provide working and marketing places and other supports. 

7. In overcoming the existing multi-dimensional prob lems of the programs of CSTCs, 

many e ffort s 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 material s 

and equipment, budget allocation, inflexible and ineffective administrative structure, 

absence of program coordination, lack of clearness on the duti es & responsibilities of 

concerned bodies of the programs, sh0l1age 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 quest ionnaire to be fill ed by the skill s training programs Coordinators & Deputies of 
CSTCs and Training Experts in Micro and Small Enterprises and Industri es Promot ion 
(MSE IP) Offices at Zone and Woreda levels. 

This quest ionnaire 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 co llect rel evant and appropriate data 
concern ing on the above title at CSTCs and to provide some poss ible 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, I 
cord ia ll y request yo ur high coll aboration in filling it honestly and responsibly. 

Note: Dear participant please read carefull y the instructions below before starting to fi ll 
the questionnaire. 

I. I strongl y ensure that yo ur responses will be used for academic purpose, nothing else. 
So, the responses will be kept privately and confidentiall y. 

2. Writing yo ur name is not necessary 
3. Please read each question orderl y, 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 I: Pe.-sonal Information of the Respondents 
I. Woreda Sex Age ___ _ 

2. Mari tal status 
A. Married 

3. Educational Level 
A. Grade 8 and Below 
B. Grade 9-10112 

B. Unmarri ed 

C. Grade 10112 Complete 

C. Divorced/Widowed 

D. TTl or TVET Graduate 
E. Diploma 
F. BA/BSc or MA/MSc 

4. Fie ld ofspeciali zation (Subject Area) _ _______________ _ 
5. Current Position (Work Responsibility) ____________ . __ _ 
6. Work Experience (Service years): In total _____ , in current position ___ _ 

Part II: Issues Related to Training Program 
I. How much is yo ur working interest in the area related with the training programs of CSTC? 

A. Very hi gh B. High C. Medium D. Low E. Very low 



2. If your response to Qn No I is "C, 0, or E", what are the main reasons? _______ _ 

3. Do you agree on teaching/training of skill s of adults/youth require a special training? 
A. yes B. No 

4. Have you ever taken any on-the-job training related to yo ur current position? 
A. Yes B. No 

5. If your response to Qn No 4 is "Yes", how do you evaluate the training in order to perform yo ur 
task effectively? A. Enough B. Not enough 

6. On which target groups or beneficiaries the sk ills trai ning programs in CSTCs focus on? (I[ you 
select lI10re than one answer, make ordered) 

A. School drop-outs D. Fanners 
B. Family heads E. Unemployed adults/youth 
C. Women (house ladies) 
F. I f an yother, please specify -,--------,-----.,-----,-------c-

7. What makes you to concentrate on those target groups that you have selected on Qn No 6? (I[ 
you select more than one answer, make ordered) 
A. Trainees ' requests C. Top hierarchy decisions 
B. Woreda deve lopment strategy D. If any other _______ _ 

8. How the trainees are se lected? 
A. By their own request/vo lunteer 
B. By the request of Kebele or Cooperatives 
C. If any other, please specify _ -,-___ --::==_---.,._.,---_ -,--,-______ --:-:----:-

9. What are the bases for se lecting the types of skills and other training programs provided 111 

CSTC? (I[you select more than one answer, ordered them) 
A. Targd gruups and cummlll1ity lieeds B. Availability ufraw materials and equipment 
C. Availability of trainers D. High accessibi lity of market 
E. If any other, please specify _ ____________________ _ 

10. Decisions regarding to trainers recruitments are made by 
A. Coordinators of CSTC B. Management committee 
C. Woreda MSEIP Office D. Zone MSEIP Office 
E. Ifany other ___ ______________________ _ 

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

12. From the type of ski ll s which are given in CSTC, mention the most beneficial to trainees and 
the local coml11unity from top to least. 

I.-----~ 4. _ _ ___ ~ 
2. _ ____ _ 5. ____ _ 
3._______ 6. ______ _ 

13. In addition to sk ill s 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. Entrepreneurshi p and business management 
F. If any other, please specify _ _______________ ______ _ 

14. I-low many times do CSTC give the skills training programs in a year? 
A. Once B. Twice C. Three times D. Four times E. It depends on the situations 
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15. Do yo u think that the duration of training program is sufficient to acquire the intended skill s? 
A. Yes B. No 

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

17. If yo ur 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 skill s at CSTC? 
A. Yes B. No 

19. If yo ur response to Qn No 18 is "No", what are the main reasons? ____ ______ _ 

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

Activ ities Rating Levels 
VL L M H VH 

21. The attitude communities towards trainees and the training centers (eSTeS 
22 . The a\vareness of trainees towards the sk ill training programs in eSTes 
23. The overall contribution of ski l ls training programs of CSTC to facilitate and 

improve community development in oeneral , and individual 's life in particular 
VL-Very Low L - Low M - Medlum H-Hlgh VH-Very High 

Part III: Involvement of stakeholders (Communities, Trainees, Trainers, Government, NGOs, 
and others) in the area related to sk ill s training programs in CSTCs. Give yo ur response 
by marking one "X" in each box .. 

Participation Areas Level of Pa rticipation 
VL L M H VH 

I. The participation of loca l communi ty in the trainino. proorams ofCSTC 
2. The involvement of NGOs to support the training proorams in CSTC 
3. The support of the government (Regional , Zonal , and Woreda levels) for 

sk ill train in n pronrall1s in CSTC 
4. Trainees' involvement in the planning of ski lls training programs 

- - -VL-Very Low L- Low M-Medtum H- Htgh VB-Very Htgh 

Part IV: Organization and Management Issues 
I. Who are the participants in the planning skills training programs in CSTC? (I[ you select more 

than one answer, ordered them) 
A. Coordinators of CSTC 
B. Trainees 

D. Management committee 
E. Woreda MSEIP office 

C. Trainers F.lfanyother ______ ~ ___ _ 
2. Is monitoring and evaluation conducted in the training programs ofCSTC? 

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 a month D. at the end of the program 
4. By whom the activity of monitoring and evaluation of the training programs is conducted at 

CSTC? U[you select more than one answer, ordered them} 
A. CSTC Coordinators D. Trainers 
B. Committee members E. Trainees 
C. Woreda MSEIP office F. Ifany other __ _ 
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5 Is there cont inuous assessment conducted on the training programs? 
A. Yes B. No 

6. If your response to Qn . No. 5 is "Yes" how do you eval uate 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 hi gh 

8. In cu rrent practice, what is the body that has overall management responsibi lity of CSTC and to 
whom the center directly reported? 

A. Woreda Council C. Woreda Committee 
B. Woreda MS EIP office D.Other_--,--_ _ _ 

9. Who are the member bodies (offices) of the management committee at woreda level? 
I. 4. ____ _ 
2. 5. ____ _ 
3.___ ___ _ 6. _ _ _ ___ _ 

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

11. How often the woreda management committee meets in dealing about the issues ofCSTC? 
A. Weekly D. Per six months 
B. Monthly E. Per a year 
C. Per three months F. Other.-::---::-=-_--,--

12. Are the duties and responsibi lities of woreda MSEIP office and CSTC, other 
concerned bodi es of ski ll training programs clearl y stated? 

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

A. Yes B. No 
14. The following po ints in the table indicate organizat ional 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 Ralin2 Levels 
VL L M I H 

Organizations and Management Functions 
Coord ination ofworeda management committee to perform CSTC programs? 

Re lati onshi p alllong the regional, zona l and worcda levels concerned bodies and 
CSTC for ski lls training programs? 
Overa ll effecti veness of the organization and management of sk i lis 
trainino, programs in CSTC? 
Appropriateness of organ izational struct ure of CSTC to perform its tasks 

Level of transparency and accountability on the act ivities ofCSTC programs 

Resources management abili ty in the center 

Activity of needs assessment before trai ning 

Existence of ta rget groups identification 

Leve l of trainees encouragement 

Level of coordinat ion between trainees, trainers and coordi nators of CSTSs 

VH 
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Activities VL L M H 
Level offlexibi li ty in admiss ion cr iteria and training lime sched ules 

Administrative Contents and Procedures 
Presence of clearly defined authori ties, dut ies and responsibili ties of tasks 

Effect iveness, effic iency and flexible adm in istrati ve structure 

Existe nce of clear administrative and accou nting procedures 

The execli tion arra les and responsibi lities 

Leve l of clea r authority de legation practices 

Establi shment and application of management information sys tem 

Documentat ion practices (recording, report ing. ctc) in the center 

Level of rei a li OilS hips and accessib il ity in the managerial hierarchy 

Presence of supportive gu ideli nes, rules, regu lations. etc 

VL=Very Low L= Low M=MedlUm H=Hlgh VH=Very HIgh 

Part V: The following are issues related to interna l 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 Ra ting levels 
VL L I M I H I Vii 

Institutional Capacity 
Availab ili ty adequate faci lit ies in the center 
Coordinator' ability to manaoe and oroanize the prourams of eSTes 
A va ilability of trainin o materials and eq uipment 
Level of bud oct allocations to the center 
Man power assignment as the st ructure to the tra in in o center 
Availab il ity of raw mater ials 
Presence oflllodern trai nill o lII ill:h il1l!s 
Presence of qualified and experienced trai ners 
Presence of sufficient, competent, committed and qualified staff 
Cenler's capacity to generate internal income and fund raisin o 

Policy SUllpo rts and other iss ues 
Ex istence of markets for trainees' prod ucts 
The all -round support of CSTC graduates in work areas 
Leve l of trai nees foll ow-up after the completion of training 

Open -ended questions to support the responses of closed-ended ones 

A. Explain shortly about the situat ions of skill train ing programs prov ided 1tl CSTCs 

based on the fo ll owing areas . 

I . Orga ni zati ons and Management Functions ______ _____ _ _ __ _ 

2. Institutional Capacity ______________________ _ 
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3. Policy supports and other issues __________________ _ 

B. General opinions of respondents about the problems and recommended so lutions of 
skill train ing programs 
I. What are the major organizational and management problems in encountering the 

success of the skill s train ing programs in CSTC? _ __________ _ 

2. What do you recommend (strategies and solutions) in tackling the problems that 
yo u have identified on the above Qn No I? ____________ _ _ 

3. Any suggesti ons and com ments if you have, ______________ _ 
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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 skill s training programs Trainers in CSTCs. 

This questionnaire is des igned for the study entitled "The Organization and 
Management of Non-formal Skills Training I>rograms in South Gonder 
Administr'ative Zone" 
The main purpose of thi s questionnaire is to collect rel evant and ap propri ate data 
concerning on the above title at CSTCs and to provide some possibl e 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 stud y. Hence, I 
cordia ll y request your high collaboration in filling it honestly and responsibly. 

Note:- Dear parti cipant, please read carefull y the instructions below before starting to fi ll 
the questionnaire. 

I . I strongl y ensure that yo ur responses wi ll be used for academic purpose, nothing else. 
So, the responses will be kept pri vately and confidentiall y. 

2. Writing your name is not necessary 
3. Please read each question orderly, and then indicate yo ur 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 briefas poss ible in responding the open-ended questions. 

Thank You in Advance for your heartfelt collaboration 

Part I: Personal Information of the Respondents 
I. Woreda Sex Age ___ _ 

2. Marital status 
A. Married B. Unmarried C. Divorced/Widowed 

3. What is your current educational leve l? 
A. Grade 4 and Below D. TVET Graduate 
B. Grade 5-1 0 E.Other ______ _ 
C. Grade 10112 Complete 

4. If yo u are TVET graduated, yo ur field ofspecialization (subject area) ___ _ 
5. Previous occupation _____________________ _ 
6. Work Experience (Service years) in CSTC as a trainer ________ _ 

Part II: Issues Related to Training Program 
I. How much you are interested to work in CSTC? 

A. Very high B. Hi gh C. Medium D. Low E. Very low 



2, I r your response to Qn No I is " D or E", what are the main reasons? _________ _ 

3, Do you agree on teaching/training of skill s 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 experi ence and skills which you have now enough to train youth/ad ults 
in CSTC? A. Yes B, No 

6, How do yo u 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 skill s training programs in CSTCs focus on? (lj'you 
select more than one answer, rank them). 

A, School drop-outs 
B. F am i I y heads 
C. Women (house ladies) 

9, How the trainees are se lected? 
A, By their own request/vo lunteer 
B, By the request of Kebeles or Cooperatives 

D, Farmers 
E, Unemployed adults/youth 
F,Other _ _____ _ 

C. Ifany other, please specify __________________ _ 
10, What are the bases for selecting the types of skill s and other training programs to provide in the 

CSTC? (lj'you select More than one answer, give ranks to them) 
A, Target groups and community needs 
B. Availability of raw material s and equipment 
C. Availability of trainers 
D, High accessibility of market 
E, If any other, please specify __________________ _ 

II . Deci sions regarding to trainers recruitments are made by--,_---,-_-,-
A , Coordinators ofCSTC 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 currentl y given in CSTC, mention the most beneficial to 
trainees and the local community from top to least. 

I. 4, ____ _ 
2, _____ _ 5, ______ _ 
o 
~ , ------- 6. _____ _ 
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14. In addition to skill s training, what trai ning programs are prov ided in CSTC? (If yo II select more 
than one answer, give ranks to them) 

A. Basic hea lth education 
B. Famil y planning 
C. Resources management 
D. Basic agricu lture education 
E. Entrepreneurship and business management 

F. I f any other, please speci fyc:---,---,----- --- -,.,,--c--- - --,--- ,------,---.,-----,-,,-
15. Do you think that the duration of training program is suffi cient to acqui re the intendecl skil ls? 

A. Yes B. No 
16. In yo ur locality, are there socially neglected/undermined arti sans or handicraft skill s? 

A. Yes B. No 
17. If your response to Qn No 16 is "Yes", please mention the main neglected types of skill s. 

18 . [n yo ur local area, do communiti es willi ng to be trained in handicraft skill s at CSTC? 
A. Yes B. No 

19. If yo ur response to Qn No 18 is "No", what are the main reasons? ___ _ _ _____ _ 

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

Activities Rat ing Levels 
VL L M H VH 

2 1. The atlitude cOlllmunit ies towards trainees and the train ing centers (eSTeS 
22. The awareness of lrainees towards the ski lilrainillg proorams in eSTes 
?' _J. The overa ll cont ri but ion of sk il ls tra ini ng programs of CSTC to facili tate and 

improve community deve lopment in oeneral , and individual ' s li fe in pat1icu lar 
VL-Very Low L= Low M=MedlUm H=H.gh VH=Very H.gh 

Part III: Involvement of stakeholders (Communit ies, Government, NGOs, Trainees. Trainers. and others). 
Give your response by IJ/arkinf,? one "X " in each box ID indicate their level ofpol'liciparion. 

Participation Areas Level of Pa rticination 
VL L M H VH 

I. The participation or local community in the train ino. programs of CSTC 
2. The involvement of NGOs to support the tra in ing proorams in CSTC 
3. The support of the government (Regiona l, Zonal, and Woreda leve ls) for sk ill 

trainino, pronrams in CSTC 

4. Trainees' in volvement ill the planning of skill s training programs 

VL-Very L ow L- Low M=Med.um H=H.gh VH=Very H.gh 

Part IV: Organization and Management practices in the Training Centers 
I. Who are the participants in the planning skill s training programs in CSTC? (If you select more 

than one answer. give ranks/or them) 
A. Coordinators of CSTC B. Trainees C. Trainers D. Management committee 
E. Woreda MSEIP office F. lf any other ___________ _ 

2. Is monitoring and evaluation conducted on the programs of CSTCs? A. Yes B. No 
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3. If your response to Qn No 2 is " Yes", how often it is conducted? 
A. Monthly B. Weekl y C. Twice a month D. At the end of the program 

4. By whom the acti vity of monitoring and evaluation of the training program IS 

conducted on CSTCs? (lj"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. [f any other _____ _____ _ 

Functions RatinQ levels 
VL L M 

5. Lcvcl of idcntifving the sl)cc ilic target erOUDS to be hcloed mOSI in skill trainin2 

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 amon o 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 
skill s training programs. Put only one "X" for each option. 

VH ~Very HiQh H ~HiQh M ~Medium L ~Low VL ~Verv Low 

H 

Factors Rating levels 
VL L M H 

Institutional CaDacity 
Avai lability of adequate faci lities in the center 
C oordinator ' ability to mana.ge and oroan ize the training programs in the center 

A vai lab ili ty of training materials & equipment 
Level of budget allocation to the center by the government 
Man power ass ignment in the structure 
Avai labi lity of raw materials for training 
Presence of modern training mach ines 
Presence of qualified and experi enced trainers 
Presence of suffi cient, competent, committed and qualified staff 
Centers' capacity to generate internal income and fund raising acti vities 

Policy SUDDorts and Other Issues 
Accessibi lity of markets for trainees' products 
Leve l or 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 
I. According to your observation , what are the main problems of community skill s 

tra ining center (CSTC) to provide the skill s training programs? _ _ ______ _ 

2. What solutions do you suggest in order to improve the non-formal skill s training 
programs in CSTC for the future? ___ _ _ ______________ _ 
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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. 

Thi s 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 vi tal to determine the success and completeness of the stud y. Hence, I 
cordially request your high collaboration in filling it honestly and responsibly . 

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

I. I strongly ensure that your responses will be used for academic purpose, nothing else. 
So, the responses wi ll be kept privately and confidentiall y. 

2. Writ ing your name is not necessary 
3. Please read each question orderl y, 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 question 

Thank You in Advance for your heartfelt collaboration 

Part I: Personal Information of the Respondents 
I. 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 9-10112 
B. Grade 1-4 E. Grade 10112 complete 
C. Grade 5-8 

Part II: Issues Related to Training Program 
I. What is you r previous occupat ion before the training? 

A. Fanner B. Daily laborer C. Jobless 
D. Artisan E. House Lady F. Other _____ -----,_-----,.,-:c 

2. How did yo u get the chance of the training (the way you were selected)? 
A. By thei r own request/vo lunteer 
B. By the recommendation of Kebeles/Cooperati ves 
C. I f any other, please specify _____________ _ 



3. What is the skill type you are attendi ng now? ____________ _ 
4. Do you se lect the type of skill by your se lf? 

A.Yes B.No 
5. Before the train ing program is commenced, were you consulted and participated about 

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

6. Why do yo u select the skill that yo u are attending now? (If you select more than one 
answer, put 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. I f any other,_-c----,_---,-,-______ _ 

7. The way yo u are attending the training program 
A. board ing at the center B. commuter (not boarding) 

8. If your response to Qn No 7 is " B", ex plain the main reasons ________ _ _ 

9. From the type of ski ll s which are currently given in CSTC, mention the most beneficial 
to trainees and the local community from top to least. 

1.------ 4. _ _ ___ _ 
2. _____ _ 5. ____ _ 
, 
~. ------- 6. _---,-,---,--:---::--=-= 

10. In addition to ski ll s train ing, what tra ining programs are provided in CSTC? (If you 
select more than one answer, put them orderly/i-om high to low) 

A. Basic hea lth education 
B. Fam il y planning 
C. Resources management 
D. Basic agriculture education 
E. Entrepreneurship and busi ness management 
F. If any other, please specify _ _____ _ 
G. There is no additional training in the center 

II. Do yo u think that the duration of training program is sufficient to acquire the intended 
skill s? 
A. Yes B. No 

12. In your locality, are there sociall y neglected/undermined artisans or handicra ft skill s? 
A. Yes B. No 

13. If yo ur response to Qn No 12 is " Yes", please mention the main neglected types of 
ski ll s. __________________________ _ 

14. In your loca l area, do communities willing to be trained in handicraft skill s at CSTC? 
A. Yes B. No 

IS. I f your response to Qn No 14 is "No", what are the main reasons? ______ _ 

16. Are there training manuals for different skill types in the cen ter? 
A. Yes B. No. 
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VL=Very Low L= Low M=Medium h H=HigJ h VH=Very HigJ 

Activities Ratin~ Levels 
VL L M 

17. The attitude com muniti es towards trainees and the trainin o centers (eSTe S) 
18. The awareness of trainees towards the ski ll trainin o DrDgramS in eSTes 
19. The overa ll cont ribution of skill s training programs of CSTC to facilitate and 

improve commun ity development in general , and individual 's life in particular 

Part Ill: The following questions are designed to assess trainees ' invo lvement in 
relation to organization and management practices of the training programs 
in CSTC. Please put yo ur response by marking "X", on the space provided 
in the table. 

Participation Areas Yes No I do not 

Planning and Decision making 
Have you di scuss abou t the problems of cO lllmunity with coordinators? 

Were you asked about the sk ill that you want to train? 

Were you informed about the training duration? 

Are you interested morc about the skill in attending now? 

Program Implementation 

Is Ihere a trainees ' committee in the center? 

Do you ha ve 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 Eva luation 

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

Do trainers and coordinators encourage the trainees to give comments on lessons 
continuously? 
Do you think the train ing relevant for your future life and the community at all? 

Do you fee l that CSTC is important to the community? 

Part IV: Organization and Management Practices in the Training Centers 
I. As a program beneficiary, in which activity or activities did yo u partici pate? (I/YOII 

seleci more Ihan one answer, pullhem 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 

kn ow 

E. [didn ' t participate F. Ifany other, _______ _ 
2. Who are the pat:ticipants in the planning of skills training programs in CSTC? (If you 

seiecll110re Ihan one answer, pili Ihem in ordelj. 
A. Coordinators of CSTC D. Management committee 
B. Trainees E. Woreda MSEIP office 
C. Trainers F. If any othel' ________ _ 

3. Is monitoring and evaluation conducted in the training programs ofCSTC? 
A. Yes B. No 

3 
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4, If yo ur response to Qn No 3 is " Yes", ho w often is it conducted~ 
A. Month ly B, Weekly C. Twice a ll10nth 
0, at the end of the prograll1 

5, By wholl1 the activity of ll1onitoring and evaluati on of the training programs is conducted at 
CSTC? cr{you select more than one answer, give ranks/or them} 
A. CSTC Coordinators B. Comm ittee members 
C. Woreda Micro & Sma ll Enterprises and Industries Promotion office 
D. Trainers E. Trainees F. [fany other _______ _ 

VL V ~ ery L ow ~ L L ow M M d' ~ C JUIll H H' h VH V ~ lIgl ~ ery H'I Igll 
FUlictions Rating leve ls 

VL L M H VH 
6.Lcvcl ofidclHilYing the specifi c target groups 10 be helped mOSI in skilllrain ing 

7. Practices of needs assessment before the train ing 
8. Situation of resources manaoemcnl in the center 
9. Situat ion of trainees cllcoura.uc l11cnt 

10. Prac tices of coordination among trainees, trainers and coordi nators 
I I. Situation of admission crite ria and trainin o schedule 

Part IV: The following factors can affect the success of the training programs which arc providing in CSTC. By 
k" I " X" ji I I d" I I I mar In° OIl IY one or eac 1 optIOn , please m ]Cate t le ratm o eve s, 

Factors Rating Levels 
VL L M I H I VH 

Institutional Capacity 

Ava il ab ility ofadequale faci lities in the cen ler 
Coord inator' ability to manage and organize the training programs in the center 
Availabi lity of training materials and equipment 
Level ofbudoel a llocation to the cenler by Ihe °overn menl 
Man power ass ionment in the structure 
Ava ilab ili ty ofmw material s fo r trainin o 

Presence of modern training machines 
Presence of qualified and experienced trainers 
Presence of suFncienl, com petent , com millcd and quali fi ed slaff 

Policy and Other Related Problems 

Accessibility of markets fo r trainees ' products 
Level of all-round su pports in di ffere nl aspecls 10 graduales in work areas 

The pract ice of trainees follow-up after graduation 

Part V: Genera l Opi nions of the Respondents 

According to your observation, what are the main problell1s communi ty skills training center 
(CSTC) to provide the skill s training programs? _______________ _ 

What so lutions do yo u suggest in order to improve the non-formal skill s training programs in 
CSTC for the future? _ ____________________ ___ _ 
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8. n"'lohl\· 01.11'1' I'v·n·)-,> ·j·nt.-)· 1,J'.C'l' '> I,m:}""?" "' ''II1C 

9. u-oA"1'1'1··') O"'!. 711 l'uoCP,')''> l'u~nl.;J·;t")· "'''II1C 
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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 Leaming 

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

The purpose of this interview is to gather relevant and appropriate data concerning on the organization and 
management aspects of non-formal sk ills training (N FST) program s from the I-leads of Zonal and Woreda 
Micro and Small Enterprises and Industries Promotion Offices in South Gonder Zone. The information 
co ll ected frolll you will be used on ly fo r academ ic research purpose . Hence, you are requested to provide 
va luable information honestly and frankly. 

Thank You in Adva nce for your heartfelt collaboration ! 

Interview Date _________ Time _____ _ Place ____ _ 

Background Information of the Interviewee 
Sex Age Educational Level _______ _ 
Fie ld ofStudy _______ _ 
Tota l Serv ice years , and service years in current position _____ _ 
Questions on skill training programs of CSTCs 

I. What is the current condition of sk ill s tra ining programs of eSTes in the Zone/Woreda? 

2. How do you expla in the ro le ofgovernmcnt, NGOs and communities current ly in slipporting eSTes in 

the Zone/woreda? 

3. What was the mai n objective for the transfer of eSTes from REB to MS EJP Age ncy in the Region? 

4. How do you explain the new organizationa l and structural arrangement concerning eSTCs in the 

Region? 

5. How do you ex press the interest of tile ta rget groups to participate in the sk ills training programs at 

eSTes" 

6. How do YOLI se lect trainees and trainers for cOlllmunity skills training centers? 

7. How do you eva luate the contribut ions of eSTes fo r the deve lopment of Micro and Small Enterpri ses 

(MSEs) to the creation of job opportun iti es and income generation? 

8. How do you eva luate the institutional capac ity of eSTes to offer skills training programs? 

9. How the Reginal/Zona l/Woreda concerned bodies do conduct the activity of monitoring and eva luati on 

about sk ill s training programs? 

10. What are the major reasons/problems that weakened the capacity of eSTes to provide sk ill s training 

programs in the ZOlle/Woreda? 

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

12. What do you recommend to improve the curre nt condi tions of skills training programs in eSTes? 

13. I f you have any comment, ______________________ _ 



Appendix-F 
Addis Ababa University 

School of graduate Studies 
Department of Curriculum and Teachers professional Development Stud ies 

Program: Adult Education and Lifelong Leaming 

Observation Check li sts and Guidelines in observing the capacity of community ski ll s training ce nters. 

The purpose of observing the eSTes is to know their capac iti es in terms offacilities, training material s and 
eq uipment , manpower, guideline documents, etc. 

Observation Date __________ Time _______ _ 
Name of Woreda Center Name ___________ _ 

I. Does the training center have adequate and qua lified man power? ______________ _ 

? F T I bT d .. ae ] Itles ava l a I Ity an [ qua Ity 111 t l C center 
Ava ilability If Available 

No Facility Type Current Condit ion Re lllark 
A\'ailablr Not Quanti Very Good O ulof 

Ava ilable I)" Good Service 

1 Tra ining roOIllS 

2 Workshops 
3 Hand tools/mac hineries 
4 Multipurpose ha ll 
5 Store 
6 Dormi tory 
7 Office 
8 Latrine 
9 Demon stration area 
10 Any other: 

I T f 3. Aval abl ltyo Tra llllll O Tools and Equi pment 
Condition Rrmark 

No Tools and Equiplllrnt 0 1 Vrry Good Out of 
Good Servire 

4. List of availab le manuals and guidelines documents 
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hlJlK!t; .. ), flt· n'}'1C YOltrtll..t\;J:':w, Y(l;l' (!1m'} ""p,e!tA / 

3 . hlW 0;1'+ (l g: n 2 t;: £t.'t'; (\,/·a~(H· iI'fbhl\')' h'/'<I'oltrtll. 1'(1;1' r'l4-'l' (ll\.e +C~ ,('I\:rm. 11(\' 

.eu +C£j: n;l' fI'I'j..p'}£I ~\)fl"'C;: ,/·t<1'H- l'~d,~.tJ·l,t a,'7£C V'C;, h'}~,II"'J Q.P.I."1 I'0'IC\. I'ml1), 

ylJ·n h;Pcn<;~, 



V"'Il'h~MCD. V"'l'ltr n;l-

1-/4> VHC", h 9" /n~~ "'/l'C / 
1 nl'1h'h,"h~1 HC", 

I'\}, '} (,J:!)' ht. mCh i'iT 630 
h ·nt.~· ·nt. .). ht. 720 
/\T(.~Il ·)· 0.9" 1,500 
/\ ·n/\·i1.l 1 ,000 

2 nl."lCTCnn.1"1 HC", 
I' :~ C Id'll~:" 5,000 
r ·,·/\.r V. 91'0.'1 (1 :F 11"'~')' 240 

3 nm: ;l-m:.J>~ I.M~·} HC", 
f\ 7i (I'Cf Ilt. 200 
/\1l ;J ~' 200 
I'lcf> .p, Il l_ 550 
/\ve (.\"',1- 2 ,540 

4 h /,Il" ' 'l J! t.'f IlM'f 1.200 
Ifl'l>~~ H ·O)· /~~ "'/l' c / 13,780 l1,u'I.. 

.,.j</? V"l1q~'(i). q.eH· vn~' 1l4+ /n~~ "'floc / 
1 Di splay Room 15X22 - 330 
2 Manaocmcnt Office 35X 10 - 350 
3 Library IOXI2 ~ 120 
4 Design Room IOX8 - 80 
5 M etal Workshop 40X 18 - 720 
6 Leather Workshop 25X22 - 550 
7 Power HOll se 5X8 - 40 
8 Gourd Houses 2(3X2) - 12 
9 Wood Work shop 35X 18 - 630 

10 Garment Workshop 25X I6 - 416 
11 Can - teen 25XI8 - 450 
12 Parkin o lot 4(3.5X8) ~ 11 2 
13 Green area 5X I 5 - 75 
14 Reserve for fu ture expansion 27X I8 - 486 
15 General store IO X I6 - 160 
16 I nternel road 140X25 - 3500 

m»~~ Ht /~~ "'/l'C / 8031 ~ ."'1.. 



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 Admini strative Zones is South Gonder that the 

area of this study focused. The capital City of the Zone is Oebre 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 sunounded 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 li ving in rural areas. The Zone 

consists 10 woreda, 5 Ci ty 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 invo lving 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 200911 0 (2002 E.C) is expected about 584,726. However, the primary 

and secondary level students who are invo lving 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 hospi tal , 88(73% coverage) health centers, and 298(93.6% coverage) hea lth 

posts. 
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