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Abstract 

The Ethiopian TV ~ T system, in line with many modern TVET systems worldwide is 
organized as an outcome-based system. To this end identified competences needed in the 
labor mark t will become the final benchmark of training and learning, and that all 
in titutions rules and regulations of the TV T system defined so that they support trainees to 
become competent. However the intended goal could not be attained without the fulfillment 
of required resources (human and physical). Therefore, it has become indispensable to 
conduct a research under the title 'Practices and Challenges of Outcome-based Training in 

lected Technical and Vocational Education and Training Institutions: the Case of 
Institutions in Arsi Zone'. Athlet Kenenisa Bekele TVET College and Asella TVET Institute 
were selected for the study based on stratified sampling technique. The subjects of the study 
were two Deans/Directors, two training process owners, 44 trainers and 178 trainees, and 
they were s lected based on purposive quota and random sampling techniques as 
appropriate. The purpose of this study was to assess the implementation of OBT in public 
TVET in titutions. For the execution of this study, descriptive survey method was employed. 
In this endeavor data were collected through questionnaires, interview, observation, and 
document analysis. Questionnaires were distributed to simple randomly selected trainees 
from each considered departments and trainers. Interviews were conducted with deans 
directors and training process owners. For data analysis statistical tools such as percentage 
mean value and chi-square were used. The study revealed that the competence and fitness of 
the trainers were low; the adequacies of workshop /Iaboratory including training materials 
and equipment for OBT were inadequate. Accordingly, there was no adequate training up to 
the predefined performances stated in EOS. Moreover, there was lack of on-job training on 
difficult unit of competences within Occupational Standard. Real work place/situation, the 
major important unit of OBT to provide practical training was missing. Finally, in light of the 
major findings of this study and conclusions made, recommendations are forwarded in order 
to improve OBT. 
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CHAPTER ONE 

1 Introduction 

1.1 Background of the Study 

Education aim at creating teaching and learning environment that would bring about desired 

changes in learners, whether to be more knowledgeable, better skilled or to influence their 

attitudes and values positively. The essence of teaching and learning is to plan teaching 

events (contents strategies etc) and to ascertain to what extent learners have acquired the 

intended com pet nces ( PT Malan, 2000). 

Outcome-based education is an institutional process that moves education from focusing on 

what academics believe graduates need to know (teacher-focused) to what students need to 

know and be able to do in varying and complex situations ( student and/or workplace 

focused). Therefore, competence based education is focused on outcomes (competences) that 

are linked to workforce needs, as defined by employers and the profession. 

Spady (1994) defines Outcome-based education as a .. . comprehensive approach to 

organizing and operating an education system that is focused on and defined by the 

successful demonstrations of learning sought from each student. Outcomes are . . . clear 

learning results that we want students to demonstrate at the end of significant learning 

experIences '" and ... are actions and performances that embody and reflect learner 

competence in using content, information ideas, and tools successfully. 

Furthermore, Spady (1994) explained the roots of outcome-based education' concedes that 

the world is filled with examples of outcome -based models, and even that outcome -based 

systems go back at least 500 years to the craft guilds of the middle ages. The concept of 

outcomes -based models and systems is therefore not new . 

Britain has adopted a competence-based approach, called ational Vocational Qualifications 

VQs). There was, until 1993 no direct link required between academic attainment and 
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work-based competence. There is no clear and cost-effective system for accrediting 

competcnc at work, and the system purports to achieve both portability between different 

types of occupation and to provide useful detailed analysis of the skills required for a 

particular job-objective which are mutually incompatible (Lorriman, 1996) . 

Comp tence is a wide concept which embodies the ability to transfer skills and knowledge to 

new situations within the occupational area. It encompasses organization and planning of 

work, innovation and coping with non-routine activities. It includes those qualities of 

personal effectiveness that are required in the workplace to deal with co-workers, managers 

and customers (Fletcher, 1994). Along these lines, competencies (outcomes) are behaviors 

that encompass the knowledge, skills and attributes required for successful performance. In 

addition to intelligence and aptitude, the underlying characteristics of a person such as 

traits habits motives, social roles and self-image, as well as the environment around them, 

enable a person to deliver superior performance in a given job, role, or situation. 

Arguelles and Gonczi (2000) examined the implementation of competence-based education 

and training in a number of countries. They provided case studies of the application of 

competence-based education and training to VET systems in countries including Mexico 

Australia, Costa Rica, France and New Zealand. According to Miller (2001) these case 

studies provided insight into the implementation of competence-based education the various 

cultural and educational systems and showed the importance of having the various 

stakeholders (particularly government, industrial bodies, the education profession and 

enterprises) working together with a common purpose. 

A judgment of 'competence' denotes that individuals are able to produce the desired 

outcomes within the requirements of their work role . This may mean that the individual is 

able to complete the same activity using a range of equipment or materials, or that they can 

complcte a number of activities within a working context, or within a range of contexts 

(Fletcher, 1994). Unlike traditional, curriculum-based (input) standards which are link d to a 

specific training or learning program (and also linked to predefined forms of a sessment) 

new competence-based standards are completely ind pendent of both training and asse sment 

2 
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processes. Ther fore, criterion-referenced assessment is the preferred mode of assessment in 

outcome-based ducation. 

The ·thiopian MoE has committed itself to find ways to equip young people with marketable 

skills through BT with the overarching obj ctive of increased wealth creation and 

i.ncreased social and political stability. ince 2006/07, employment and vocational training 

admini tration in ~thiopia has promoted OBT for vocational training. To this end the 

Ethiopian TVET system In line with many modern TV T systems worldwide, has been 

reorganized into an outcome based system. This means that identified competencies needed 

in the labor market will become the final benchmark of training and learning (MoE, 2008b). 

Thus as it is mentioned above outcome based education is an education system which clearly 

defines the goals and the abilities in learning process for students to achieve. The underlying 

idea is that vocational education should enable students to acquire the competences needed in 

their future profession, and in society as a whole. Additionally, while working as 

professionals, they should continue to develop their competences so that they are able to 

react to and anticipate future developments in their work. 

As a result, training providers (TVET institutions) may meet many problems on their road to 

create competent trainees. This may be because of their limited understandings on outcomes 

and predefined standards on what trainees can do. Nevertheless, this can be accomplished by 

using actual training equipment/machine/materials, real work-place samples and competent 

trainers and by providing solutions so that the trainee can use to accomplish their actual job 

requirements. Thus, it is the time to conduct a research on the innovation that whether OBT 

delivery system is up to the ideal features of the OBT approach to exit or not. 

3 
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1.2 Statement of the Problem 

Outcome-Bascd Training (OBT) is training that is provided to acquire the competences 

identified in the skill standard for a given occupation. In OBT, the focus is on the 

achievement of competences not the time spent on training. 

According to the Ethiopian national technical and vocational education and training strategy 

(Mo 2008b) in the outcome-based TVET system the goal of TVET providers is to create 

the necessary skills knowledge and attitudes of trainees, so that they are able to perform 

according to occupational standards. 

As Mulder (2004) noted, translating competence-oriented goals into actual learning activities 

is crucial in the implementation of competence-based education. If the implementation gets 

stuck at the preparation phase and/or does not get carried into the execution phase, true 

innovation will fail. The lack of understanding on the requirements of OBT delivery system 

by training provider institutions may lead to less performance. 

In the implementation of this training approach this student researcher as a staff member of 

the Regional TVET Agency, observed some complaints from training provider institutions 

not having an in-depth understanding about outcome-based training approach and lack of 

proper orientation that enables them to properly accomplish their mission. This shows that 

there are some problems which face the TVET institutions to implement effectively outcome­

based training. Moreover, taking the experiences of the student researcher into consideration, 

it can be said that the training approach is highly affected by the shortage of qualified 

personnel lack of appropriate training equipment/machines to a given occupation standard 

and insufficient raw materials for training. Therefore the need of supporti e and positive 

environment is influential for the execution of OBT. The lack of this situation finally creates 

a difficulty on trainers in terms of delivering the TVET outcome-based curriculum. To this 

end, it was very essential to examine whether the existing OBT practices maintain standard 

or not. 

4 
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1.3 Objectives of the Study 

1.3.1 General Objective 

The general obj ctive of this study was to examine the practices and challenges of OBT in 

TV T institution . To this end, the specific objectives on the study were targeted towards 

providing olutions to the basic research questions raised. 

1.3.2 Specific Objectives 

~ To identify the degree to which the human and physical resources and facilities 

deployed are up-to the requirement of the OBT program; 

~ To assess the practices of OBT in the Zone; 

> To find out the challenges that have encountered in OBT delivery system; 

> To assess the views of professionals and trainees on the subject of OBT. 

1.4 Research Questions 

In order to meet the objective of the study, the following basic research questions were 

addressed as a guide for treating the problem: 

1. To what extent are the human and physical resources requirements for the OBT fulfilled? 

_ 2. How do professionals and trainees view OBT in the Zone? 

... 

3. How are the competences of training fields currently assessed in the TVET institution? 

4. What are the factors affecting OBT delivery system? 

5 
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1.5 Significance of the Study 

The tudent researcher feels that the study results are believed to have the following 

ignificance: 

• The study would help to examine the current state of OBT implementation in Oromia 

Regional State. 

• The study could enable all concerned parties to give valuable information on the 

actual status of OBT implementation in the region . 

• It would pave the way for other researchers who want to conduct an in-depth study on 

implementation of OBT in training institutions. 

• It would suggest ways and means of improving OBT implementation in technical and 

vocational education institutions for stakeholders. 

1.6 Delimitation of the Study 

In order to accomplish the study successfully in terms of magnitude, area to be covered, and 

resources required to conduct the research delimitation is mandatory. 

The study was delimited to Athlete Kenenisa Bekele TVET College and Asella TV T 

institute in Arsi Zone, Oromiya Region. The rationale why the student researcher selected 

the TVET institutions is that, these institutions are in a position of providing education and 

training in several different fields of study. Moreover, the relative availability of human and 

non-human resources was also taken into account. The student researcher chose the training 

institutions for the following major reasons: These institutions were the largest institutions as 

a group in the Zone. The student researcher, therefore, believed that th institutions have 

sufficient information' about the practice and challenges of training provi ion. econdly, the 

total number of trainees and diversity of training fields are higher than in others. 

6 
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1.7 Limitations of the Study 

OBT is relativel new trend in Ethiopia, and thus absence of adequate literature in the area 

made the student researcher feel that sufficient evidence was not presented to supplement the 

study in Ethiopian context. Financial and time constraints were also among the major 

limitations of the study. Anyways, the researcher made all possible effort to over come the 

problems. 

1.8 Operational Definition of terms 

Assessment: Process of collecting evidence and making judgments on whether competence 

has been achieved. (MoE 2008c). 

Attitudes: Part of competence that describe the appropriate way of behaving at a workplace 

in relation to a certain occupation at a certain level (MoE, 2006a). 

Competence: Sum of interrelated abilities position and application of knowledge behavioral 

patterns and skills, and ability to combine these elements at any given time (MoE, 

2006a). 

Competence tandard: An industry-determined specification of performance which sets out 
the skills, knowledge and attitudes required to operate effectively in employment 
(In WEnt, 2005). 

Competence-based assessment: The gathering and judging of evidence in order to decide 

whether a person has achieved a standard of competence (In WEnt, 2005). 

Knowledge: Part of competence that describe all background information (theory) pertaining 

to the activities such as technology theory (MoE, 2006a). 

7 
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Occupation: Broad term denoting a group of inter-related activities or any distinct type of 

manual or non-manual work which can provide a means of livelihood, whether 

undertaken in employment or in self-employment. (MoE, 2006a). 

Occupational standards: Definition of range of competences that should be achieved 

through TV T in order to enable a person to perform in a given occupation basis 

against which an individual's performance is assessed through occupational testing 

(MoE, 2006 a) . 

Occupational testing: System to assess the competence of people as a precondition for 

being awarded a recognized TVET qualification (MoE, 2006a). 

Performance criteria: The part of a competence standard specifying the required level of 

performance in terms of a set of outcomes which need to be achieved in order to be 

deemed competent (In WEnt, 2005). 

Qualification: A defined set of competences identified by the industry which meets whole 

work roles. In TVET context, it is expressed by meeting the required competences of 

the occupational standard (MoE, 2008c). 

Skills: Aspect Ipart of competence that describes all methods and techniques that are related 

to activities (MoE, 2006a). 

Technical and Vocational Education and Training: The study of technologies and related 

sciences, the acquisition of practical skills and knowledge related to occupations in 

various sectors economic and social life (UNESCO, 1984). 

Unit of Competence: It is a coherent and explicit grouping of performance specifications 

within an occupational profile which involves the application of knowledge, skills 

and any other ability required in the workplace. (Mo ,2009f). 

8 
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1.9 Organization of the Study 

The study consists of five chapters. The first chapter includes introduction of the tudy: 

tatement of the problem significance of the study, delimitation of the study, limitation 

of the study definition of operational terms. The second chapter deals with review of 

related literature. The third chapter contains research design and methodology. The 

fourth chapter comes with data presentation, anaJ"ysis and interpretation. The collected 

and analyzed data through the application of different instruments is discussed in this 

part. The summary of findings, conclusions and recommendations of the study are 

presented in the fifth chapter. Lastly bibliography and appendices are made part of the 

thesis. 

9 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

2.1 The Nature and Purpose of Outcome-Based Training 

This chapter provides hints facts and ideas for research of the study reviewing the literatures 

related to Technical and Vocational Education and Training approach based on one of the 

focus areas of "Outcome-Based Training' . According to the information (Wikipedia the free 

Encyclopedia) Outcome-Based Education is a recurring education reform model. It is a 

student-centered learning philosophy that focuses on empirically measuring student 

p rformance which is called outcomes. This means outcome-based education is a model of 

education that rejects the traditional focus on what the school provides to students in favor of 

making students demonstrate that they "know and are able to do" whatever the required 

outcomes are. 

Where as competence-based training is an approach to vocational education and training that 

places emphasis on what a person can do in the workplace as a result of completing a 

program of training or based on workplace experience and learning. Moreover the training 

focuses on the skills required to competently complete tasks necessary to fulfill any 

employment role. Gasko (2004) elaborates competence-based programs are also u ed to 

increase employees' current job performance, prepare them for changing job requirements or 

introduce new tools or technology in the work place. Under this training approach, each 

learner is assessed to find the gap between the skills they need and the skills they already 

have. 

With the above understanding of training approaches the emphasis of this study is on 

'Outcome-Based education" which is outcome-based training programs conduct d in TVET 

institutions. 

10 
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2.1.1 Concepts of Outcome-Based Training 

ompetence - based education implies creating opportunities for students and workers, close 

to their world of experience in a meaningful learning environment (preferably professional 

practice) where the learner can develop integrated performance-oriented capabilities for 

handling the core problems in practice. 

The underlying philosophy of an outcomes-based approach to education and learning which, 

in simple terms, means focusing clearly and organizing everything in an educational system 

around what is essential for all learners to be able to do successfully at the end of their 

learning experiences. This means starting with a clear picture of what is important for 

learners to be able to do, then organizing curriculum, instruction, and assessment to make 

sure this learning ultimately happens (Spady 1994). 

From the above points mentioned competent performance is described in terms of the 

competence to be performed and a set of standards applied to that performance that covers 

both routine and non-routine skills. It allows the development of a continuum of competence 

statements from basic to complex. The most important element of a competence-based 

s stem of training is the final decision-making process that is, whether the competence can 

be inferred from the performance evidence collected. 

According to Botha (2002), the concept of outcomes-based education began with a 

commonsense idea, namely that the quality of education should be judged by focusing on 

learner outcomes or results. This means that outcomes-based education is primarily 

concerned with focusing on what learners actually learn, and how well they learn it and not 

on what learners are supposed to learn. This concept represents a shift from the traditional 

paradigm (i.e. where when learners are supposed to learn is most important) to the outcomes­

based education paradigm (i.e. where whether learners learn something well rather than 

when they learn it, is most important). 

Based on this, the criteria for an outcomes-based education training program are: 

1. Content directly related to work 

11 
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2. Focus on doing 

3. E aluation based on industry work standards 

o developing outcomes-based education is a process. Follow the process and end up with 

I arners who can perform. 

A training program which does not reflect accurately the content of the job is soon revised or 

abolished. Training programs, as well as other personnel activities must realistically fit the 

jobs to hich they apply (Cliffs 1965). 

A a result the term outcome-based education suggests a training system' OBT is primarily 

an assessment system. The concept of competence focuses on learning outcomes, on exit 

requirements ' on performance standards, on what is expected of an employee in the 

workplace, rather than on the learning process itself and on entrance requirements. 

According to MoE (2008b) competences is a broad concept comprising the possession and 

application of a set of skills, knowledge and attitudes which are necessary to successfully 

compete for jobs in the labor market; to be a productive and adaptable entrepreneur, 

employee or self-employed and thus to contribute to personal empowerment in economic 

and social development. 

In addition to the abo e MoE (2008e), stated that: Competence involves successful work 

performance. As such it is usually seen to comprise four dimensions, namely: 

I. Task kills - this involves undertaking a specific workplace task[sJ. 

2. Task management skills - this involves managing a number of different tasks to complete 

a whole work activity. 

3. Contingency management skills - this involves responding to problems and irr gularities 

when undertaking a ork activity. This may involve dealing with : 

.:. breakdowns 

.:. changes in routine 

.:. unexpected or atypical results or outcomes 

12 
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.:. difficult or dissatisfied clients 

4. Job/role environment skills - this involves dealing with the responsibilities and 

e pectations of the work environment when undertaking a work activity. This may 

involve: 

.:. working with others 

.:. interacting with clients and suppliers 

.:. complying with standards operating procedures 

.:. observing enterprise policy and procedures. 

With this understanding the past training approach was instruction-based with fixed time (1-

3 ear-courses) the focus was on instruction and tests basically reflect to which extent a 

learner has absorbed the instruction. Outcome learning as underlying principle in 

competence-based education, the concept is fundamentally different, in that the focus is on 

predetermined performance standards i.e. on the content (what?) and on the proficiency 

(how well?). In the concept of outcome learning the emphasis is on the expected outcome, 

which should be reached by most of the learners. In the concept of outcome learning the time 

it takes a learner to reach the required performance standard is variable. 

Subsequently individualized instruction, variable time per skill, and outcome learning are the 

basis of outcome-based training programs. Throughout assessment a word likely to hear 

often is competence. Therefore, being competent according to MoE (2008c) is: 

a) having the skills knowledge and attitudes to do the job (e.g. preparing a 

salad, troubleshooting an engine, repairing an air conditioning unit) 

b) understanding why the job should be done in a certain way (e.g. preparing a 

salad to complement a seafood dish, troubleshooting an engine to run a car) 

c) being able to do different tasks at the same tim (e.g. preparing salad while 

watching another dish cook) 

d) dealing with everyday problems as they arise (e.g. what to do when 

materials are not in stock or managing an upset client) 

13 
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e) understanding workplace policies and procedures (e.g. reporting to the right 

person, filling out paperwork) 

f) working with others in the workplace (e.g. cooperating and communicating 

well with co-workers supervisors mangers and customers) 

Gasko (2004) likewis stated 'Competence is often defined as a combination of awareness, 

kills knowledg and attitude that enables an individual to perform a job to the standards 

requir d for successful job performance. In other words, competence deals with "what is 

expect d in the workplace" with the emphasis on performing an actual job'. 

Moreover a competence-based program needs to focus on building the knowledge and skills 

needed in a particular job. Since these "competences" are derived from actual job 

requirements. Thus the role of training providers is critical to the creation and 

implementation of the program. 

With the above understanding of competence-based training Gasko (2004), 

recommended that training providers need to follow the basic concepts so that the 

maximum benefit IS obtained from the training activities. These would be: 

1. All outcome-based trammg efforts should be designed so that trainees are 
active participants during the training process - if training is not properly 
designed or delivered correctly the trainees observe the process but don't gain 
the full benefit that total involvement brings. 

2. Trainee s interest is stimulated and training is more successful when outcome­
based training is clearly understood and results of the training can be easily 
defined. This can be accomplished by using actual equipment r al work-place 
samples and by providing solutions that the trainee can use to accomplish the 
actual job requirements. 

3. Well-designed and delivered outcome-based training exercises are useless 
unless the trainees are allowed and encouraged to put their training to use 
while performing the actual jobs. 

4. Finally, the most important success factor with outcome-based training is 
that the learning environment must be supportive and positive. Trainee that 
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feel comfortable and not threatened will freely express their ideas and ask for 
help when they need it. 

2.1.2 Characteristics of Outcome-Based Training 

The new TVET system facilitate the emergence of modem teaching and learning 

methodologies which are leamer-centered and geared towards empowering trainees to 

a ume responsibility for their own learning. The only benchmark stipulated by the TVET 

s stem will be the outcome, i.e. the desired competences defined in the occupational 

standards (MoE, 2008b). 

Moreover, the strategy noted that ' the national TVET system, in line with many modem 

TVET systems worldwide, will be re-organized into outcome-based system, This means that 

identified competences needed in the labor market will become the final benchmark of 

teaching, training and learning, and that all institutions, rules and regulations of the TVET 

system will be (re-)defined so that they support citizens to become competent. 

SPT Malan (2000) likewise stated that the following are the main features of the outcome­
based education approach: 

• II is needs-driven. Curricula are designed in terms of the knowledge, skills and 
attitudes expected from graduates and aim to equip students for lifelong learning. 

• It is outcomes-driven. It runs from taking cognizance of training needs to setting an 
aim (purpose) for the program, learning outcomes and finally assessing the learning 
outcomes in terms of the set learning objectives. 

• It has a deSign-down approach. Linked to needs and the purpose of the program 
learning content is only selected after the desired outcomes have been specified. 
Content becomes a vehicle to achieve the desired learning outcomes. 

• The focus shifts from teaching 10 learning. It is a student-centered learning approach 
here lecturers act as facilitators. tudy guides help the learners to org~ni0heir 

learning activities, and group work, continuous a sessm nt and self-asses&nt are 
major features. 

From the above points mentioned the followings are the aspects of OB 

1) Focus is on outcomes, 
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2) The curriculum design process which tarts from the exit level outcome downwards, 

3) The re ponsibility of the institution and trainerl teacher is to supply appropriate learning 
xp riences for the success of all trainees. 

Van Merrienboer Van der Klink and Hendriks (2002) cited in Biemans etal (2004) carried 

out a stud to determine whether it is possible to harmonise the concept of competence. After 

a literature study and expert consultation, they also concluded that many conceptions of 

competence exist both in theory and in educational practice. Competence as a concept turned 

out to be (too) elastic. This raised the following question: what are the commonalties with 

re pect to the concept of competence in various sectors and contexts? They derived six 

common characteristics of competences, as defined by relevant authors in the field: 

• competences are context-bound' 
• they are indivisible (knowledge skills and attitudes are integrated); 
• they are subject to change; 
• they are connected to activities and tasks; 
• competences require learning and development processes; and 
• They are interrelated. Therefore, in their opinion, the concept of competence is valid, 

although the relationships with other concepts such as key qualifications and 
expertise can be quite strong. 

Guthrie (2009) defines competence-based training as 'Training which develops the skills 

knowledge and attitudes required to achieve competency standards.' Variously in policy and 

in descriptive documents competence-based training is described as: 

a) based on competence standards 

b) outcomes and not input or process focused 

c) industry involved/led 

d) flexibly delivered, involving self-paced approaches where appropriate 

e) performance oriented 

f) assessed using criterion referenced rather than norm-referenced approaches, and it 

allows for the recognition of prior learning. 

In addition to the above, Botha (2002) stated that outcomes-based education is a learner­

centered approach where the emphasis is not on what the teacher wants to achieve, but rather 
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on what the learner should know under tand, demonstrate (do) and become. Teachers and 

learner focus on certain predetermined re ults or outcomes to be achieved by the end of each 

I arning process. These outcomes are determined by re levant real-life needs, and ensure an 

int gration of knowledg , competence, and orientations needed by learners to become 

thinking competent and responsible future citizens. 

A a result of the above statements it is possible to infer the followings as the main features 

ofOBT: 

I) Learning outcomes (competences) are specified in measurable terms and published. 

2) Th se outcomes are determined before the learning process begins, through the 

analysis of the occupation or the occupational area. 

3) The mastery of these outcomes (competences) is the criterion of success of the 

learning process and a learner has to perform up to a pre-defined standard. 

Therefore, 

a) OBT is outcome-oriented. It is what trainees can do and how well they can do it that 

matters. 

b) OBT materials clearly state what is expected of trainees in terms of performance, in 

given conditions, and to what standards. 

c) OBT is material-dependent as opposed to instructor dependent. 

d) Outcome-based assessment during and after training measures the performance of the 

trainee against a specified standard in a valid and reliable fashion. During OBT 

trainees are provided with regular and immediate feedback. 

In summation OBT is: 

• A performance-oriented training system based on clearly defined tasks which 

comprise the job to be learned' and 

• A systematic evaluation of competence as to how well the job is done. 
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2.2 Fixing Institutions' for Outcome-Based TVET 

Previously, TVET deliver did not consider the competence requirements of the labor market 

a it should be in occupational standards thus, it fai led to appropriately address the ever­

changing demands of the labor market. Building an outcome-based TVET system is therefore 

the centerpieces of the TVET reform that strives for enhanced quality and relevance of 

TVET. Therefore effective, efficient and dedicate TVET providers capable of developing 

and delivering flexible, d mand-driven, TVET programs are the central features of the new 

TVET s stem. Capacitating such providers is therefore a core task of the TV T authorities. 

To manage this successfully, the state TVET authorities should plan, coordinate, support and 

supervise the TV T provision in their respective Regions, secure funding for the public 

TVET institutions in the regions (MoE, 2008b). 

In this connection the new Ethiopian TVET strategy stipulates that, with the introduction of 

occupational standards new outcome based curricula need accordingly be developed by the 

respective regions. Each TVET provider may and should develop its own curricula based on 

the specific needs of its target groups and in compliance with the respective occupational 

standard. Regional TVET authorities shall see to it and assist that the new curricula have 

been employed in TV T institutes. 

Therefore TVET institutions are encouraged and empowered to develop close working 

relationships with employers and large medium small and micro sized companies in their 

catchment s areas. Facilities need improve to ensure that TVET provision meets the national 

OSs and TTLM are need to be sufficiently available. 

2.3 The Need of Outcome-Based Training 

Global experience has hown that the mere expansion of TVET does not olve the problems 

of unemployment and low productivity of the economy. TVET has to respond to the 

competence needs of labor market and create a competent, motivated and adaptable 

workforce capable of driving economic growth and development Mo ', 2008b). his means 

that TVET de elopment relies on an outcome-based system. 

18 



• 

• 

• 

• 

• 

In recruiting and selecting staff, no doubt you have some form of job and person 

specification from which to develop a profile of the sort of person you are looking for. For 

some employers, experience i a k y issue ' for others qualifications are high on the priority 

list. Many job descriptions and most of .. . vocational qualifications, as well as the education 

and training system have not been based on specification or achievement of precise 

standards. As a result, industry has been disappointed in both the quality and actual 

performance of its recruited employees. However if standards were based upon expectations 

of performance set by industry, and linked to qualifications which could only be achieved 

through actual demonstration of the required performance, then quality of recruitment, 

election and actual workplace activity should improve (Fletcher 1994). 

In this connection an effort has been made by Ethiopian Federal MoE to design and 

implement new TVET reform strategy in 2006. And due emphasis was given to outcome­

based training system. This measure recognized the fact that while the country was in dire 

need of craftsperson and technician traditional training programs lacked relevance to the 

work place reality. All efforts and resources were directed towards the massive quantitative 

expansion of the public TVET supply. As a consequence, the programs, by-and-large, do not 

address actual competence needs in the economy, with most programs of low quality and 

theory-driven due to resource constraints and lack of skilled TVET teachers. A systematic 

integration of TVET with the world of work has not yet been achieved. Most curricula used 

in formal TVET were not developed based on occupational standards. Thus the relevancy of 

outcome-based training system has no doubt in the context of the country. 

2.4 Outcome-Based Training Assessment 

2.4.1 The need of assessment 

The ultimate purpose of assessment is to validate learning outcomcs - be it for diagnostic 

formative or summative purposes. The role of assessment in outcome-ba ed ducation i part 

and parcel of the aims of assessment in all its root models. Outcome-based education 

however highlights continuous and criterion-referenced assessment (Malan, 2000). Due to 
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thi rea on in outcome-based training and especially with training packages, the focus on 

outcomes rather than inputs has been reinforced and assessment has become a major issue for 

practitioner (1lellwig 2006). 

According to Mo (2008b) Output quality of TVET delivery will be measured through a 

proce S of learner s achieved competence. This is done through occupational assessment, 

which is bas d on the occupational standards. A candidate who has proven through 

occupational a s ssment (which may be one assessment or a series of assessments), that s/he 

is competent ill be awarded a National Occupational Certificate, which is the official proof 

of a person s comp tence in a TVET relevant occupational area. Occupational assessment, 

and hence certification, is open to everybody who has developed the required competence 

through any means of formal and non-formal TVET or informal learning. As a result, the 

outcome-based system is a major tool to accord equal importance to all forms of TVET 

deliver. 

Moreover the question 'Why apply for assessment?' was discussed In the document 

Information for Candidates (MoE, 2008d), as follows: 

Assessment offers people a simple and cost effective way to gain national recognition for 

their competencies. By having their skills assessed, individuals are able to -

• identify work strengths and weaknesses 

• establish training needs 

• plan career pathways 

• gain nationally recognized qualification 

• skills are identified and officially documented 

Employers may also find this service useful as it provides a straightforward way of 

identifying the competence of their employee/worker. As a worker, you are taking part in 

training or skills recognition that will lead to a nationally recognized qualification. However 

to gain the qualification, you have to show that you have certain skills knowledge and 

attitudes. In other words, you have to be assessed. 
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Candidate for comp tence-based awards must present evidence of competence to the 

assessors. E idence of performance at work can only be assessed by immediate observation. 

Other evidence relies on simulation. In both cases, in order to guarantee future performance, 

the underlying knowledge must be tested, often by oral questioning. Much evidence will be 

documentary consisting of records performance that are authenticated as having been 

produc d by the candidate. The process of assessing competences is demanding and requires 

some guarantee that the assessors themselves have the necessary competence (Gasskov, 

2000). 

As PT Malan (2000) noted that Uncertainty about the desired learning outcomes and 

failure to assess outcomes properly could end in a situation where learners only attained 

pseudo-knowledge, pseudo-skills, pseudo-attitudes and pseudo-values. On completion of 

their studies these learners are awarded a certificate inherently implying that they have 

attained certain competences whereas in fact they have not' . 

With this understanding, occupational assessment and subsequent certification is the main 

feature of the outcome-based TVET system to verify individual occupational competences. 

For all defined occupational qualifications at all levels Occupational assessment and 

certification will be offered. Occupational qualification certificates will be awarded upon 

passing the occupational assessments (MoE, 2008b). 

2.4.2 Criterion-referenced assessment 

It can be argued that the most important element of a competence-based system of training is 

the final decision-making process. That, is the decision as to whether or not competence can 

be inferred from the performance evidence that has been collected. The decision to recognize 

a performance as sati factory and infer com pet nce is the basis for the uccess of the system. 

If these decisions are wrong, the system will almost cel1ainly collapse. It follows therefor 

that the standards specified when describing the competence must be validly assessed. In 

other words it is necessary to decide what constitutes valid a sessment (Thomson 1991). 
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As SPT Malan (2000) illustrates that 'Criterion-referenced instruction and assessment are 

ell known and form an integral part of all types of performance-based assessment. Mpepo 

(1998) describes criterion-referenced instruction as a form of mastery learning. It is based on 

attaining sp cified objectives and on testing for competence in terms of the criterion stated in 

the objective. This form of instruction compares a learning outcome or mastery of 

competence with a predetermined external standard. Achieving the set standard signifies 

'success' and failing to achieve the standard implies 'not yet up to standard', which is 

followed by remedial intervention.' Thus the decision to recognize a performance as 

satisfactory and to infer competence is the basis for the success of the system. Competence is 

based on matching the necessary level of knowledge with an appropriate performance. 

0, how are competences assessed? Assessment is done by comparing student's performance 

to predetermined outcomes, not by comparing students with each other. Therefore a wide 

range of assessment techniques and methods must be applied. That's why the primary 

evidence of skill acquisition in competence-based training is in the actual demonstrated 

performance of skills to specified criteria. On the other hand, if assessment of competence is 

to be realistic competent performance in a range of equipment, materials and contexts must 

be assessed. This is where the range statement serves to 'set the scene' for assessment. 

Traditional testing and exams alone are rarely adapted. This is because the skill "coping with 

an exam/test situation' gives the results a considerable bias. The modes of assessment for the 

same standard need not always be the same provided they produce valid evidence that the 

same standards have been achieved (Fletcher, 1994). 

As per the above statements, one question often asked is "If competence-based standards 

focus on performance, what about the knowledge that people need to do their job 

competently?" A basic concept underlying the development of competence-based standards 

is that application of knowledge is an integrated part of competent performance. This means 

tv 0 things: 

• 

• 

It is application of knowledge and not knowledge itself that is important to competent 
performance 

Application of knowledge can be assessed through assessment of competence 
performance (Fletcher 1994) 
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The question, what are competency standards?' Has discussed in the document Information 

for Candidate (MoE, 2008d), as follows: 

ompetence tandards are statement that describe what your industry accepts as effective 

p rformance in the workplace. This includes the skills, knowledge and attitudes you need to 

do a job. These standards are stated into unit of competence. These units of competence 

match particular activities that people carry out at work, like operating a bulldozer, 

proce sing insurance claims or assembling table furniture. Your job is made up of these units 

of competence. ach unit of competency is broken down into smaller parts called elements 

and performance criteria. Units of competence are what the accredited assessor will use to 

judge whether or not you are competent. Accordingly, assessment of competency takes into 

accounts the participant's knowledge, skills, and attitudes. Assessment of individuals entails 

gath ring evidence and making decisions about the outcomes of learning or competence. 

Assessm nt focuses on all aspects of the competence-task skill, management of skills 

transfer skills employability skills, and etc- and requires actual performance of the 

competency as the primary source of evidence; that is; the individual has to demonstrate the 

required knowledge skills and attitude necessary for the job. Methods of assessment include 

practical demonstrations, role-play, and oral and written questioning, work place simulation, 

case studies, direct and indirect observation, log and supervisor's reports. Thus, a wide range 

of assessment instruments are applied in the appropriate setting, ensuring that all 

competencies are assessed. 

In this connection, Hellwig (2006) likewise stated that, 'Competence-based assessment 

requires not only continuous on-demand assessment, but also the assessment of practical 

skills in the workplace. Difficulties with competence-based assessment are expressed mainly 

concerning the required amount of time and effort. Owing to time constraints competency­

based assessment can sometimes be reduced to a checklist approach, where competencies are 

ticked off without valid, reliable and objective evidence. But if the learner fails in a real 

workplace situation, although he/she has been formally declared as competent, the credibility 

of both the institution and the teachers is being put at risk. Thus, the other extreme can easily 

occur namely, that comp tencies are over-assessed to make ure the learner i com pet nt.' 
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According to Mo '" (2008b) the statement of OBT assessment read as follows: Occupational 

a sessm nt and c rtification will be accessible to all candidates who feel competent that they 

meet the requirements of the respective occupational standard, irrespective of how and where 

they were trained or learned. Hence, occupational assessment will be the major tool to 

integrate differ nt TVET delivery modes and recognize prior learning, significantly 

increasing as ess to the TVET system and its qualifications for a greater section of the 

society. For those who successfully, pass occupational assessment, a National Occupational 

Qualification Certificate will be issued by the state TVET authorities upon delegation and on 

behalf of the F deral TVET Agency. 

2.5 Major Factors Affecting Outcome-Based Training 

Implementation 

Quality training programs cannot be delivered without sound technical support. Major 

technical support functions include: 

a) development of skill standards and national qualifications; 

b) curriculum and teaching materials development; 

c) assessment (testing) of skills and certification' 

d) instructor/teacher development; 

e) vocational guidance; and 

f) research and development on vocational education and training 

A national vocational training system missing any of theses important functions will lack 

consistency and quality (Gasskov 2000). 

According to Hellwig (2006) general difficulties in the implementation of outcome-based 

learning processes are expressed in various respects . The main challenge from the 

perspective of most teachers is the understanding and translation of training packages into 

deli erable teaching and learning resources. This requires both technical expertise in the 

occupational field and also didactic knowledge, since training packages are often perceived 

as "wordy documents' . The successful implementation of training packages seems to r ly 
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hail on the quality of these resources . Another difficulty in the realization of training 

packages is the decision about which elements of competence could be combined in order to 

d liv r and assess more holistically. A more holistic approach is generally perceived to be 

necessary because it gives the learner a broader understanding of processes and interrelations 

of tasks. A.dditionally, generic or employability skills as demanded by employers should be 

included as well. 

Furthermore Battistini (\995) discussed that outcome-based education must involve 

administrators educators parents and students; ultimately it is the classroom teacher who is 

the key to the success of the program. The most basic premise of outcome-based education 

states that all students are capable of learning and can achieve high levels of competence 

when teachers delineate their expectations. When this is done, students feel they are 

participants in classroom decisions and tend to be more supportive of all aspects of the class. 

Thus one of the main objectives of OBT is met as students and staff both takes responsibility 

for successful learning outcomes. 

In this connection, Botha (2002) stated that, ' Learners will have to take greater responsibility 

for their learning. Teachers will have to take full responsibility for careful planning and 

management of their learners learning environment. Parents will have to be more involved 

in motivating and facilitating their children to learn' . 

To manage this successfully, in the meantime, considering the weak state of development of 

TVET institutions in Ethiopia, the TVET system will ensure that all necessary support is 

given to TVET providers to develop appropriate curricula and develop capacities for high 

quality TVET delivery. This may be facilitated through developing curriculum development 

guides, model curricula or the like to serve as orientation and assistance to TVET providers 

(MoE 2008b). Therefore, TVET provision will have to strike a balance between quality and 

sustainability of the existing TVET in order to make the training program more effective and 

the training environment more conducive. 

Moreover, MoE (2008b) stated that, another important measure was to conceptualize and 

start implementing a new quality management system within the TVET sector. Inline with 
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international be t practices it was decided to move towards an occupational standard-based 

TV ~ T syst m to replace the current curriculum-centered approach and to establish an 

occupational as essment system open to graduates and candidates from all formal , non­

formal or informal TV T schemes. The system of occupational standards together with 

standard-based a sessment and certification has to be considered the centerpiece of TVET 

reform towards relevance demand-orientation and accessibility. It requires further 

conceptualization and accelerated implementation. 

Besides the above other researchers also say the following about factors affecting 

competence-based training implementation, In addition to the endorsed components of 

Training Packages there may be a range of materials such trainer instructions, guides for 

learners and multimedia toolboxes to support their implementation and use. The learning and 

assessment strategies, the how' of training, are developed by providers and their teachers 

and trainers based on learner needs, abilities and circumstances. These, too take time to 

develop, implement and refine (and are not without resource and financial cost at provider 

level as well) (Guthrie, 2009). 

With regard to teaching materials, Middleton (1993) noted that, inadequate supply of 

equipment, lack of workshops; out-dated equipment will make effective teaching impossible. 

Boldly, in an OBT system, appropriate teaching materials are essential as per to each unit of 

competence to enable trainee in achieving predetermined standard. 

This shows that OBT requires the allocation of adequate and quality resources learners and 

teachers responsibility regarding to training in addition to the introduction of the system of 

occupational standards, assessment and certification. From the above points mentioned, if 

one of them is diluted it is a sensor of factor that affects OBT implementation. To this end, 

considering all necessary efforts of OBT will scale up to better performance within training 

providers. 
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2.6 The Role of Trainers in the Execution of Outcome-Based 

Training 

2.6.1 The Role of Trainers in Outcome-Based Training approach 

Highly competent, qualified, motivated flexible and creative TVET teachers and instructors 

are the backbone of any TVET system, capable of adjusting to changing technological 

environments and creating conducive learning environments for different target groups. To 

thi end, the government of Ethiopia is in the process of fundamentally overhauling the 

system and provision of TVET teacher/instructor trainings. The aim of this process is to 

create a corps of TVET teacherslinstructors capable of preparing trainees to successfully pass 

occupational assessment. Systematic training, education and further training will be provided 

for teachers and instructors in the TVET system at all levels in the formal programs (MoE, 

2008b). 

Claassen (1998) cited in SPT Malan (2000), stated that: outcome-based education is a 

transformational perspective on the curriculum. It offers a dialogue between learner and the 

curriculum where the learner interacts with sources of knowledge, reconstructs knowledge 

and takes responsibility for his or her own learning outcomes. In the same way the teacher 

becomes a facilitator in the teaching and learning situation instead of acting as a source of 

information transferring content to learners. Therefore, training packages do not prescribe 

how an individual should be trained. Trainers develop learning and assessment strategies -

the 'how' - to support an individual learners' needs, abilities and circumstances (Guthrie, 

2009). 

With the above analysis and understanding of trainer s/teacher s role, researchers pointed out 

that the extent to which the role of teachers' changes can easily be overlooked when 

competence-based education is implemented. The teacher is supposed to switch from the role 

of an expert transferring knowledge to a coaching role, guiding students' learning processes. 

Students are supposed to take responsibility [or their own learning whereas the teacher used 
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to be in charge. This requires a totally different attitude from both parties, perhaps even a 

paradigm shift. (Bieman et aI , 2004). 

To this end, Justification and clarification of outcome-based approach to training trainers 

playa critical role in the successful implementation of outcome-based approaches . In OBT, 

trainers are viewed a one although essential , resource to be used. This may represent a shift 

in p rspective for this group of stakeholders. It is important to gain their support of an 

outcome-based approach. This can be facilitated through information on the principles 

driving OBT and clarification of the trainers' role. Guidance material should assist states in 

disseminating information concerning OBT and support the implementation of staff 

developm nt programs. As trainer members have gained experience in the implementation of 

outcome-based training, they can provide valuable insights into this process. Therefore the 

instructor still plays a critical role in demonstrating skills but is assisted by other resources 

(media ... ) and strategies (peer instruction . .. ) direct close supervision providing immediate 

coaching and feedback would be a primary instructional strategy of OBT programs. 

Thomson (1991) likewise, stated that, a consideration of the roles of workplace trainers gives 

an example of how the increasing complexity of skills, standards and conditions operates in 

practice. As well as processing a thorough knowledge of the subject for which he or she is 

providing training, a competent trainer possesses a mix of skills such as; 

• the ability to deal with the training requirements of a range of individuals; 

• the ability to solve problems; 

• a thorough knowledge of the training process. 

Because different training functions require different mixes of these skills there are important 

ramifications for setting standards and assessing the attainment of standards. 

2.6.2 Con traint Facing the Trainer ' in Outcome-Sa ed Training 

The application of competence-based training to the delivery and assessments of training in 

VET were analyzed. The study focuses on the perceptions of trainers and teachers revealed 

that teaching has changed with competence-based training, mainly in the following aspects. 
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First the d livery has become more industry-focused, since the competence standards 

compri e workplace requirements and therefore are more practical. Teachers state that the 

amount of theory has been reduced to a greater and lesser extent depending on the industry 

but generally the focus is now set on practice. Practitioners state that they experience tension 

between being under pressure of time to assess large numbers of learners individually and 

g nerating a highly skilled workforce. Employers rely on employees who are not only 

declar d competent, but are able to do all required tasks successfully. According to experts in 

the area of professional development, this dilemma can only be solved by preparing 

practitioners explicitly for competence-based assessment (Hellwig, 2006). 

In this connection Mitchell et al (2006) note that, many VET practitioners' still need skills in 

implementing Training Packages as well as being able to support workplace learning and 

take ad antage of new learning technologies. The new demand driven and outcomes oriented 

VET system requires a 'new' professional who is better able to meet the expectations of 

industry clients and individual learners. As to Lorriman (1996), many graduates go on to 

industry and a high proportion, after some years of industrial experience, and then become 

instructors. 

In line to this, the introduction of the new competence-based TVET systems will have 

considerable resources implications on educational institutions. One of the most important of 

these is the ability for teaching staff to deliver the new curricula aligned to industry set 

occupational standards and the senior staff to veri fy and manage them. Therefore, there must 

be an adequate trained TVET teachers and instructors to effectively deliver proper 

competence-based training and assessments. A primary element of an effective training 

system is a competent teaching and training personnel. TVET teachers/trainers need to be 

both technically and pedagogically competent. 

In order to get an appropriate TVET teachers, emphasis will be placed upon developing 

systematic further education and training schemes to continuously upgrad the competences 

of exi ting TVET teachers/instructors and to facilitate life-long learning and qualification. 

Further training will address the entire range of necessary competences, including practical 
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skills occupational theory and technology, as well as pedagogical , didactical and 

methodological competences (MoE, 2008b). 

2.6.3 Explicit Problems and Challenges of Trainers in Outcome­

Based Training 

The quality of TVET teacher/ instructors in Ethiopia has suffered as result of the low 

reputation of their profession. Most TVET teachers/instructors have relatively low formal 

qualitications, severely affecting TVET delivery at higher qualification levels .Furthermore, 

technical teachers, more often than not, have been unmotivated. They did not choose to 

become technical teachers, but were placed in technical teacher colleges because there were 

no other options available to them. Finally, existing TVET teacherslinstructors are (mostly) 

inappropriately practically skilled i.e. not competent to provide TVET in accordance with the 

occupational standards. This is a result of a training system that long emphasized theoretical 

knowledge (though often not aligned with modem techno logy requirements) , disregarding 

the importance of practical skills and appreciation of the world of work (MoE, 2008b). 

Therefore, teachers need updated education and are usually open to new ideas and will 

implement them if they feel significant support from administration and other staff members 

(Battistini, 1995). 

As Fletcher (1994) noted that: experience with a wide range of trainers indicates that the key 

difficulty they experience in the design of competence-based training is the switch in 

thinking required to think in outcome terms. Any trainer experienced in the design of training 

programs automatically thinks in terms of training objectives and content. Competence­

based training still has objectives and still has a clear content. The essential difference is that 

explicit, outcome-based standards are used as the basis of design. Once trainers have grasped 

the concepts involved, the actual task of design is far less daunting. As with all competence­

based activities, the design starts with standards. The trainer should review the standards 

relevant to the work role of the target audience and ask the fo llowing questions: 

1. What do trainees actually have to do? 

2. What underpinning knowledge and skill do they need? 

3. What training activities would best suit 
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3.1 The target audience? 

3.2 The contribution of training to achievement of standards? 

3.3 The constraints of time, cost, location? 

Training packages allow for more flexible delivery and self paced learning. Most teachers 

appr ciate the flexibility they have in the design of learning processes and in applying 

differ nt methods according to their learners. According to thc practitioners, self-paced 

learning is now being frequently used in most learning processes. However, the amount of 

self-paced learning varies depending on the institution, the equipment, facilities and the 

availability of learning material that allows for self-pacing (Hellwig, 2006). As a result of 

these variations trainers face a challenge in providing OBT. 

Moreover trainers should be assisted in making decisions about whether a person is 

competent. Trainers see difficulty in competence-based assessment that a learner is deemed 

either 'competent' or 'not yet competent', and that there is no distinction between the 

performances of the learners. Competence-based assessment provides information only on 

whether a person is able to do certain tasks, but it does not make transparent how well the 

performance is undertaken. Teachers' experience is that, without such distinction, learners 

are often not motivated to do more than what is necessary, since they do not get credit for it 

(Hellwig 2006). 

2.7 Conditions for Effective Execution of Outcome-Based Training 

Fully committing to outcome-based education requires change in nearly every aspect of an 

existing educational program. Before implementing an outcome-based education system, 

educators must weigh objections as well as commendations of outcome-based education and 

determine in advance how to address challenges (McNeir, 1993). Competence-based 

education is built on the philosophy that "almost all learners can learn equally well if they 

recei e the kind of instructions they need." Learning outcomcs are derived from standards 

which are defined by industry which is used to guidc the developmcnt of curriculum 

materials and instructional design based on the needs of the workplace or institution. This 
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facilitates th competence-based training and assessment throughout the TVET system, as the 

approach seeks to systematically identify and develop essential worker competences, or the 

knowledge skills and attitude required for a particular job. 

Building training ystems requires time and sustained support. Indeed, World Bank 

e periences shows that a decline or more is necessary to establish effective training 

organizations. But the effort must be forthcoming if the skills required to support economic 

growth in the modern sector are to be available (Middleton, 1993). Because of the point 

mentioned above machines tools equipment, material used: the description of each of these 

it ms and arrangements of workshops are often important for an adequate picture of the 

competence-based training. 

However concerning application, the competence-based approach has been implemented 

broadly and the views on it are quite positive. The majority of practitioners claim 

competence-based training to be working for them and they appreciate the flexibility they 

have. In spite of this the degree of successful implementation of competence-based training 

depends on the one hand on the facilities and equipment at the institution, and on the other 

on the learning materials that are provided (Hellwig, 2006). 

According to Killen (1996) cited in Botha (2002), one of the attractions of the OBT 

approach is that it provides administrators with some level of control over the outcomes of 

education and, at the same time provides teachers with a large degree of freedom to select 

content and methods through which they will have their learners achieve those outcomes. In 

order to implement OBT meaningfully a balance needs to be achieved between these two 

aspects. 

The immediate way forwarded for OBT curriculum to continue with implementation shift 

the attention from outcomes to learner-centered education, focusing on knowledge of 

learners methods of teaching and classroom management, plus the training of teacher to 

implement the new curriculum (Botha, 2002). 
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Furthermore Botha (2002) noted that, to make outcome-based education successful, schools 

needs to be sub tantially reorganized. Consequently the role of the parent in education will 

also have to be adju ted. Th ucces ful implementation of outcome-based education 

depends on informed and motivated communities. For this reason teachers, parents and 

educational managers should be familiarized with all facets of this approach . 

As tre hly and Bernd (1992) cited in McNeir (1993) likewise noted that a unified and 

sustained vision by school leaders over time is necessary for genuine growth to occur. Just as 

educators must allow time for careful planning and implementation, they must cultivate the 

patience and commitment to allow their efforts to evolve into lasting change ' . 

According to MoE (2008b), in the outcome-based TVET system, the goal of TVET 

pro id rs is to create the necessary skills knowledge and attitudes of trainees, so that they 

are able to perform according to occupational standards, and hence receive certification. Thus 

TVET providers have to develop curricula that are based on the National Occupational 

standards and are appropriate to the relevant learning process. Though, Modular TVET 

organization is fairly new concept in the Ethiopian TVET environment. TVET providers 

need new skills to develop modularized curricula, and management skills for TVET 

institution managers to re-organize their training plans accordingly. The TVET executive 

bodies will therefore render necessary support to TVET institutes by developing curriculum 

guides further training technical teachers and capacity building in the organization of 

modular training. 

However, the TVET strategy (MoE 2008b), is acknowledged, that many of the existing 

TVET pro iders are not yet in a position to develop high quality curricula and TVET 

programs on their own. Substantial capacity building and support (provided by the TVET 

system) will be necessary to enable TVET providers to transform the occupational standards 

into appropriate modular and outcome-based curricula. The same applies to the development 

of ncw training, teaching and learning materials. To capacitate TVET providers and to ensure 

that TVET programmers, curricula as well as training, teaching and learning materials are of 

high standards respective manuals will be provided and the development of model curricula 

and of related teaching training and learning materials be upported. 
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As a reform, outcome-ba ed education promised to improve the quality of education (i .e. to 

guarant e sllcces [or all ; to develop ownership by means of decentralized curriculum 

de elopment; to empower learners in a learner-centered ethos; and to make schools more 

accountable and responsible in trying to ensure success and effectiveness) (Botha, 2002). 

Therefore in order to make an OBT program effective and the training environment more 

conducive the necessary conditions need to be fulfilled as per requirements of trainings to 

maintain the learning outcomes. 

2.8 Manageability of Competence-Based Training 

In de eloping com pet nce-based education, it is essential that structural attention is paid to 

competence development of teachers and school managers . "Practice what you preach" 

should be the leading principle. According to Mulder (2004) competence-based management 

implies an open culture and co-operation. If these conditions are not met, competence-based 

management will be a failure. Management itself has to "walk the talk"; otherwise people at 

lower levels in schools will perceive it as an ordinary management tool instead of 

appreciating it as a supporting strategy to develop both the school organisation and the 

individual. 

To manage this successfully, TVET systems must pave ways for manageability of OBT 

approach. In this regard TVET programs will be organized in a modular fashion to meet the 

requirements as defined in the occupational standards. In this way, each module or 

combination of modules describes an employable set of competences. Successful completion 

of each training module shall be dependent on assessment and certification in conjunction 

with the assessment specifications stipulated in the occupational standards. The 

modularization of TV T is a central mechanism of making TVET delivery flexible and 

providing for flexible entry and exit points (Mo 2008b). 

In the arne way, Biemans et al (2004), not d that, 'designing comp tence-based curricula 

learning processes and assessment procedures can only be done fruitfully, when competence 

is operational as unambiguously as possible ' . Therefore, it is necessary to under tand the 
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underlying I arning processes. On the other hand, it is important to avoid competence jargon 

while actually designing and implementing competence-based education and to choose a 

mor practical approach (Mulder, 2004). 

To this end Gasskov (2002) endorsed that, delegation of management power can be 

accompanied by the delegation of technical functions such as curriculum development and 

sometime testing of graduates. As long as the national skill standards are well established 

and trainees knowledge and skills are rigorously assessed , curricula can be developed by 

schools themselves provided that instructors are qualified. In some countries, the 

development of curricula by college instructors has become a tradition. 

A ke component of OBT approach is expanded opportunity and instructional support. 

Students are given more time if needed to master material , and they are offered second 

chances or given a grade of Incomplete until they succeed . Teachers use "coaching" as well 

as grouping and team teaching to provide additional assistance (McNeir \993). 

With the acquisition of broader management responsibilities at institutional level, public 

TVET institutions will be required to form a management board comprising all relevant local 

stakeholders including representatives of the local business community. The management 

boards will be responsible for school supervision and will approve plans, budgets and reports 

of the same. Strengthening cost-effective modes of TVET delivery is another important 

means of improving efficiency in the TVET system. Accordingly, cooperative TVET 

schemes will be promoted and TVET institutions will be encouraged to develop flexible and 

better solutions for cost-effective TVET delivery (MoE 2008b). 

Moreover the TVET strategy (MoE 2008b), stated that, apart from building the competence 

of TV T teachers/instructors, sufficient resources and efforts will be invested into human 

resource development activities among TV T administrative and management staff. This 

includes those stakeholders involved as council and board members at different levels in the 

governance of TVET too. Tailor-made training and/or awareness creation programs will be 

drawn up. 
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2.9 Experiences of Other Countries on Competence-Based Training 

2.9.1 Occupational Standards and Support Materials in Australia 

Australia has introduced a TV T system based on occupational standards. Standards are 

defined in so-called training packages. Training packages are sets of nationally endorsed 

standards and qualifications for recognizing and assessing people' s skills. 

In order to assist training providers, training package support materials are developed. 

Training package Support Materials are resources to help learners trainers, assessors and 

employers implement training and assessment based on the competency standards, 

assessment guidelines and qualifications from a Training Package. Support materials are 

optional approaches and are not mandated. The materials may include assessor s resources, 

learner and/or trainer resources, professional development materials, promotional material 

and Training Package guides designed to inform Registered Training Organizations (RTOs) 

and employers in the use of Training Packages. Implementation guides are progressively 

being developed for each Training Package. Training Packages specify the combination of 

competency standards required to achieve a particular qualification. Learners who complete 

some, but not all standards for a qualification are awarded a statement of attainment. When 

they are assessed as competent the remaining standards, they get the qualification (MoE, 

2006a). 

2.9.2 Some Trends in Africa 

South Africa, Zambia and Tanzania among others, have introduced competence-based 

training. Implementation is complex and must include the development of standards based on 

job analysis, the preparation of new modular curricula and the design of assessment methods 

and new performance tests. The value of competence-based training is that it focuses on the 

skills needed for performance in a job and it places pressure on instructors and center 

management to deliver these skills. It can lead to a reduction in training duration as well as 
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great r fie ibility (Johanson and Adams, 2004). One of the lessons of implementation from 

Tanzania is th need to involve employers in the process and to publicize the concepts widely 

so that the are understood by enterprises, parents, and trainees. 

Zambia has established regulatory authority named Technical Education, Vocational and 

Entrepreneurship Training Authority (T ~ VETA). TEVET A was established through 

legislation of parliament as an autonomous organization governed by an independent Board, 

and the organization is responsible for providing regulation, SUppOlt and facilitation services 

to all training providers. A significant factor of success for TEVET A has been the autonomy 

of the Board to preside over the affairs of the authority with reduced government 

interference. The Authority is not involved directly in training delivery and does not "own' 

training institutions. In this way, the Authority can act as an independent regulatory and 

apply the same judgments to all training providers without reference to the status or nature of 

the owner. 

TEVET A has learnt that it is important to create partnerships between public and non-public 

training institutions. It has also been found beneficial to create structures for periodic 

dialogue and exchange of experiences between different training providers. Direct support to 

technical and vocational training institutions helps to build their internal capacities and 

capabilities to manage and improve their training delivery systems. 

From the above on going discussions of practices, there are a number of lessons of OBT 

implementation from Zambia, among which are the following: 

• The need of an independent regulatory authority organization for providing 

regulation support and facilitation services to all training providers (public and non­

public) and apply the same judgments to all training providers without reference to 

the status or nature of the owner to maintain the quality of training . 

• The significance of creating partnerships between public and non-public training 

institutions to create structures for periodic dialogue and exchange of experiences on 

outcome-based training delivery system. 
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CHAPTER THREE 

Research Design and Methodology 

3.1 Research Method 

The main objective of this study was to exam me the practices and problems of OBT 

implementation. Therefore, descriptive s':lrvey method was employed. The reason why the 

student researcher selected the descriptive survey method is that, according to Best and Kahn 

(1998), descriptive survey research helps to describe and interpret the actual events that exist 

now and existed in the past and that have influences on the present, and also thereby it tries 

to make the necessary recommendations for adjustment. Moreover the method Was 

particularly important for the study since it was intended to make detailed description and 

analysis of the strategies and practices that can influence OBT in TVET programs. 

3.2 Data Sources 

The data for the study were obtained from primary and secondary sources. In order to get 

first hand information, primary data were collected from respondents: Trainees, Trainers, 

Deans, and from the Training Process Owners. Regarding the secondary information sources, 

the a ailable, accurate and relevant l,iteratures were consulted to obtain n cessary information 

about the problems under study, and legal documents were reviewed. Moreover, to acquire 

full information various reports and documents in TVET institutions were reviewed to obtain 

pertinent data. 

3.3 Sample size and Sampling Techniques 

In Arsi Zone there were six TV T institutions. Out of these training institutions two of them 

(33.3%) were electcd for the study using stratified sampling t chnique. This includes: 

Athlet Kencnisa Bekele TVET College and Asella TVET institute. In these institutions there 
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were 25 occupational areas of training. Among th 10 (40%) tr am ( 'unting, 

Purchasing Hotel Management Secretarial Science & Offic Administration, Information 

Communication Technology, Automotive, Electricity/Electronics, Metal Manufacturing, 

onstruction, and Textile & Garment) were included on the basis of p~rposive sampling. 

Purposi e sampling technique was employed to incorporate Deans/Directors and Training 

Proces wners. Th total number oftraincrs in these institutions was 160. Of these 50 [14 -
from Asella TV T institute and 36 from Athlete Kenenisa Bekele TVET College] were 

included on the basis of quota sampling to set proportionate to size. The other groups of .,.-

r spondents were trainees of the 2007-2009 academic years. The total numbers of trainees in 

the 10 streams were 993. Of these 200(20.2%) were taken as sample population. According 

to Leedey and Ellis (1989) to secure proportional representatives of the sampled institutions, 

proportional stratified sampling is appropriate. Because the population strata appeared in 

different proportions (see Table I). To pick up the number of respondents under each 

stratum, random sampling was used . 
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Table I: Description 0/ Population o/Trainees and Trainers by Field 0/ 
Training 

eo-. Sampled eo-. Sampled 
Name of 

0 
trainees(20.2 

0 
J,. "J J,. "J trainers(31 

No TVET Field of training 
Go> Go> 

% from each 
Go> J,. 

.t:J Go> .t:J Go> % from 
Institutio 8 .S field of 8 .S each field of = co: = co: 
ns ~.:: training) ~.:: training) 

Automotive 113 23 
I Athletes Electric/E lectroni 148 30 

Kenenisa cs 101 31 
B kele Metal 99 20 
TV T Manufacturing 
College Fabrication 

Construction 99 20 
Textile & 49 10 
Garment 

Asella Accounting 140 28 
2 TVET Purchasing 95 19 

Institution Hotel 60 12 60 19 
Mana~ement 

Administrative 70 14 
Office Secretarial 
technology 
Information 120 24 
Technology 

Total 2 10 993 200 161 50 

3.4 Data Collection Instruments and Procedures 

3.4.1 Instruments for Data Collection 

To secure reliable and adequate information, selection of appropriate data collection 

instrument is essential. Therefore the student researcher employed four complementary 

techniques of data collection. Questionnaire, interview, observation and document analysis 

were used to acquire relevant data for the study. Questionnaires were used b cause of their 

appropriateness to gather relevant information, opinions, and attitudes from large number of 
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respond nt with in a short period of time. More over it gives freedom for respondents to 

give their r sponse with out any ~ ar about their respon 'es. 

/ 

Depending on the types of questionnaire items close-ended and rating scales were used in 

the qu stionnaires. The student researcher used the questionnaire to collect information from 

train rs and trainees. Besides this, structured interview was employed to acquire qualitative 

data on arious components of the training program to complement and obtain relevant data 

hich were not handled by the questionnaire. Thus, interviewees included in this study were 

Deans Directors, Training Process Owners and experts from the regional TVET Agency. 

Observation technique was complementary means used during the research to collect data on 

facilities, training process, and workshop condition in general. A check list was developed 

and observation results were recorded on the stated places. 

Different documents of published and unpublished were reviewed to obtain background 

information on Competence-Based Training in order to increase the reliability of the 

information. Available reports were analyzed. 

3.4.2 Procedures of Data Collection 

The study incorporates different stages. At the initial stage of the study, a review of literature 

was made to develop theoretical background and instrument of data collection. In this regard, 

books journals and documents were reviewed to collect pertinent information. Both closed­

ended and open-ended types of questionnaires were prepared in Amharic for trainees and 

English languages for trainers. By this, the student researcher assumed to over come the 

possible misunderstanding and misinterpretations because of language on the parts of the 

respondents. Pilot test was used to check the appropriateness of the instruments. After 

improving the questionnaire on the basis of the feed back from the pilot test, it was 

administered to the respondents on face-to-face with the necessary explanations on how to 

complete it. Interviews and observations were also took place, concurrently. 
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3.5 Pilot Test 

A pilot test was conducted before the distribution of the questionnaire to the sample 

population of the study. Because pilot testing deemed very essential to make necessary 

correction and to evaluate whether the questionnaires were appropriate to generate adequate 

information and to make the necessary modification. Thus, the draft instruments were tried 

out in small scale study to test and improve the instruments at Adama TVET College (not 

included in sampled institutions). It is located in Oromia Region East Shoa Zone. 

The test was conducted by using 15 trainees and 5 trainers. The piloting helped the student 

researcher to identify ambiguities, misunderstandings and spelling errors. To this end, some 

modifications were made. Three questions that were found not to bring any reliable 

information t'o the study were rejected. Moreover item rearrangement was done. Finally, 

impro ed questionnaires were administered. 

3.6 Methods of Data Analysis 

The data analysis process involved content analysis of documents; responses to both c1ose­

and open-ended questions and interviews. The raw data collected from the field was 

organized and systematically framed with tables according to the similarities of issues that 

were raised in the questionnaire. The data analysis and interpretation was carried out by 

using statistical measurements namely: percentage, weighted mean and chi-square. Finally, 

based on the data analysis interpretations were made to reach to certain conclusions. As a 

final point, on the basis of the conclusions made, possible solutions were recommended. 

42 



• 

• 

CHAPTER FOUR 

Presentation, Analysis and Interpretation of data 

This chapter deals with the Presentation, Interpretation and Analysis of data collected from 

thc sampl TV ET institutions trainers, trainees deans/directors, and training team process 

o ners. The data obtained through questionnaires, interviews observations and document 

analysis were analyzed and interpreted in view of the basic questions in chapter one. In this 

regard, out of a total population a sample of respondents were involved in filling out the 

questionnaires. These were 200 trainees and 50 trainers from the sampled TVET institutions. 

Accordingly, out of the 200 and 50 questionnaires distributed to trainees and trainers 

respectively, in the institutions, 178 (89%) and 44 (88%) were filled in and returned from 

trainees and trainers, respectively. A total of 28(22 trainees and 6 trainers) questionnaires 

were not returned. Based on the responses obtained from each group of the respondents, the 

analysis and interpretation on the data are presented in the subsequent sections. 

4.1 Background Interpretation of Respondents 

This section is concerned with the description of the background characteristics of the target 

population. The main sources of information were the trainees and trainers in the sampled 

institutions (see Table 2). 
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Table 2: Respondents by Sex, Age and Trainers' Qualification 

Responses 
No. Item Alternatives Trainees Trainers 

No 0/0 No 0/0 

Male 125 70.2 39 88.6 
1 ex Female 53 29.8 5 11.4 

Total 178 100 44 100 
20 and below 115 64.6 

2 Age 21-25 59 33.1 17 38.6 
26-30 4 2.3 7 15.9 
31-35 - - 1 2.3 
36-40 - - 9 20.5 
41 and above - - 10 22.7 
Total 178 100 44 100 
Diploma - - 18 40.9 

3 Qualification First Degree - - 26 59.1 
MAIMSC - - - -
Ph.D - - - -
other - - - -
Total - - 44 100 

Table 2 presents the description of trainees and trainers by sex age, and trainers ' 

qualification . As can be observed on item 1 of Table 2, 125(70.2%) of trainees are male and 

53(29.8%) are female. Regarding trainers, 39(88.6) are male and 5(11.4%) are female . This 

indicates that the majority of respondents were male. However the data from both groups 

represents the views of both male and female trainees and trainers. 

As can be seen on item 2 of the same Table, 115(64.6%) trainees are aged 20 and below. 

Those with ages range from 21-25 years were 59(33 .1 %) of trainees' and 4(2.3%) of them 

were above 26 years of age. Thus most of trainee respondents seem to be within the 

appropriate age for TVET training. Concerning the age compositions of the trainers, about 

20(45.5%) of the trainers were above 31 years of age. Whereas 17(38.6%) and 7(15.9%) 

were in the ages of 21-25 and 26-30, respectively. Hence, this shows that th majority of the 

trainers seem to be relatively young. 
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Item 3 of Table 2 show that 18(40.9%) of the trainers respondents were Diploma holders. 

On the oth r hand 26(59 .1%) were First Degree holders. Although the majority of trainers 

have First Degree, the TVET strategy (2008) suggests that all trainers at thi s level ought to 

ha a minimum of First Degree. 

In connection to thi s the interview conducted with the collegelinstitute deans, directors and 

training process owners also indicated that the degree of competence and fitness of the 

trainers in th training institutions was low. 

4.2 Analysis and Interpretation of the Data 

This section of the chapter treats the presentation analysis, and interpretation o f the data 
which are pertinent to the study. 

4.2.1 Orientations Related to Outcome-Based Training 

Table 3: Respondent Trainees and Trainers Views Regarding OBT 

Respondents 

0 Items Trainees Trainers 
N % N % 

I Did you get any orientations l information on 
outcome-based training? 

AI Yes 101 56.7 38 86.4 

B/No 77 43 .3 6 13.6 

Total 178 100 44 100 

2 If your response to question I is "Yes", the 
contributions of orientations/information to 
understand the basic concept of outcome-ba ed 
learning/training were: 

AI High 52 51.5 3 7.9 

BI Moderate 44 43 .6 28 73.7 

C/ Low 5 4.9 7 18.4 

Total 101 100 38 100 

3 Do trainees know about the unit of competences 
before you started occupational training? 
AI Yes 86 48.3 29 65.9 

BI 0 74 41.6 15 34. 1 

CI Uncertain 18 10.1 - -

Total 178 100 44 100 

45 



• 

According to Tabl 3 item 1 respondents were asked to rate whether the trainees and 

trainer get orientations/information about OBT. Consequently, quite a large number of 

trainees, 101(56.7%) and 38(86.4%) of trainers reported that they got 

orientationslinrormation about OBT. In contrast, 77(43.3%) of trainees and 6(13.6%) of 

trainer didn t get. 

Moreover those respondents who have taken orientations/information about OBT were also 

asked to indicate the extent of contribution to their understanding the basic concepts of 

outcome-based training/learning. To this end, as shown on item 2 of the same Table, 

96(95.1 %) of trainee respondents reported that the contribution is high and moderate, 

similarly 31(81.6%) of trainer respondents reported in the same way. However, there were 

trainees 5 (4.9%) and trainers 7 (18.4%) who reported orientations/information given to them 

ha e low contribution to understand the basic concepts of OBT. Besides many trainees in 

their responses to open-ended questions forwarded that adequate orientations/information 

was not given on OBT. This indicates that orientations/information they were given was 

moderate to them. However, there is more to be made in giving orientations/information for 

better insight of OBT. 

Item 3 of Table 3, indicates that the majority of the trainees, 92(51.7%) responded that they 

didn't know about unit of competences of occupational training before they started the 

training. Regarding to trainers 29(65.9%) replied that trainees know the unit of competences 

of occupational training before actual training started. As it can be seen, there is a difference 

between the two respondents in their responses. However, the trainees' response ought to be 

considered, because trainee's interest is stimulated and training is more successful when 

outcome- based training facets is clearly understood and results of the training can be easily 

defined Gasko (2004). 

In general as illustrated in Table 3 both respondents' responses can be said that there was 

inadequate orientations/information on OBT especially on competences of occupational 

training in the sampled institution. In relation to the TVET strategy (MoE, 2008b), awareness 

creation programs ha e to be drawn up. 
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Table 4: Respondents ' Understanding o/OBT 

Respondents 
No Items Trainees Trainers 

1 

2 

N % N 
How do you understand outcome-based learning? 

AI Learning is modular, where an emphasis is on what 56 22 
th learner should be able to do. 

BI It is an asses ment oriented against predefined 77 30.2 
performance at the end of each training modules 

I Learners have to take greater responsibility for their 110 43 .1 
learning 

DI The teacher becomes a facilitator in the training 
situation instead of acting as a source of information - -

I I don t have awareness on outcome- based learning 12 4.7 

*Total *255 100 

In what ways do you think outcome-based learning differs 
from the traditional learning? 

AI Trainees compete with the predefined performance not 
with each other 28 15.4 

BI The focus is on the achievement of competences, not the 
time spent on training 20 1 1 

CI A performance-oriented training system based on clearly - -
defined tasks which comprise the job to be learned 

0 1 A and B 134 73 .6 

*Total *182 100 

ote: Total * exceeds the number 0/ respondents, because they were allowed to give 
more than one answer in each case. 
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20 

19 

29 

14 

-

*82 

19 

28 

30 

-

*77 

% 

24.4 

23.2 

35.4 

17.1 

-

100 

24.7 

36.4 

38.9 

-
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As the data presented in Table 4, item 1, conveyed 'how well respondents understand OBT'. 

Consequently, of the trainees, 110(43.1 %), 77(30.2%) and 56(22%) reported that in their 

ord r of perception. Thus outcome-based learning is learning where learners have to take 

greater responsibility for their learning, an assessment oriented against predefined 

performances at the end of each training modules and learning is modular, where an 

emphasis is on what the learner should be able to do are the features of OBT, respectively. 

Others, trainee respondents 12(4.7%) reported that they don't have awareness on OBT. In 

general, trainees information on any program and responsibilities, enhance their learning. 

Therefore, it is indispensable to confirm by TVET providers that all trainees have the 

necessary information of the training. 

In connection to this, Botha (2002) once, stated that, 'Learners will have to take greater 

responsibility for their learning' and teachers will have to take full responsibility for careful 

planning and management of their learners' learning environment. As a result, individuals 

learn more effectively if they are clear about the objectives and outcomes they are expected 

to achieve. 

Trainers were also asked to highlight their perception on OBT. As indicated in the same table 

item 1 trainers 29(35.4%), 20(24.4%) and 19(23 .2%) reported in their order of perception 

about OBT show that learners have to take greater responsibility for their learning, learning 

is modular, where an emphasis is on what the learner should be able to do and it is an 

assessment oriented against predefined performances at the end of each training modules, 

respectively. However, few trainers, 14(17.1%) reported that the trainer/teacher becomes a 

facilitator in the training situation instead of acting as a source of information. This shows 

that the majority of trainers are not clear with the duly role of trainers in an OBT. In 

connection to this, Guthrie (2009) stated that training packages do not prescribe how an 

individual should be trained. Trainers develop learning and assessment strategies - the 'how' 

- to support an individual learners' needs, abilities and circumstances. 

Similar to the above analysis and understanding of trainer's/teacher's role, Biemans ct al 

(2004) stated that the extent to which the role of teachers' changes can easily be overlooked 

when competence-based education is implemented. The teacher is supposed to switch from 
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th role of an expert, transferring knowledge to a coaching role guiding students' learning 

processes. tudents are supposed to take responsibility for their own learning, whereas the 

teacher is used to be in charg . 

Item 2 of Table 4 wa designed to know the perception of respondents about the differences 

of BT and traditional training. Consequently, the majority of trainees 134(73 .6%) 

responded by indicating that outcome-based learning differs from traditional learning in that 

trainees compet with the predefined performance not with each other and the focus is on the 

achie ement of competences , not the time spent on training. 

As to trainer respondents 30(38.9%) pointed out that a performance-oriented training system 

is based on clearly defined tasks which comprise the job to be learned is one of the major 

difference of OBT in addition to trainees' responses. 

According to MoE (2008b), the new TVET system facilitates the emergence of modern 

teaching and learning methodologies, which are leamer-centered and geared towards 

empowering trainees to assume responsibility for their own learning. The only benchmark 

stipulated by the TVET system will be the outcome, i.e. the desired competences defined in 

the occupational standards. In supporting this, Botha (2002) stated that outcomes-based 

education is a learner-centered approach where the emphasis is not on what the teacher 

wants to achieve but rather on what the learner should know, understand, demonstrate (do) 

and become. Teachers and learners focus on certain predetermined results or outcomes to be 

achieved by the end of each learning process. Therefore it is evident from the ongoing 

discussion trainees and trainers need further information on the issue to realize OBT 

approach. 
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4.2.2 Issues Related to Availability of Resources 

Table 5: Respondent Trainers' Views about the Extent of Availability of 
Physical Resources 

Frequency Alternatives Statistics 
Very High Average Low Very 

Cii -
S2 high low .... X 0 

Items (5) (4) (3) (2) (I) f-< 

Adequacy of 
orkshop/ 0 6 20 15 3 44 2.66 0.63 

laboratory (0.0%) (13.6%) (45.5%) (34.1 %) (6.8%) 
(100%) 

Match of 
training 44 
materials and 1 5 20 14 4 2.66 0.77 
equipment to (2.3%) (11.4%) (45.4%) (3\.8%) (9.1 %) (100%) 
the unit of 
competences 
of the 
occupational 
standard 

-
Note: X = Mean, S2 = variance, S.O= standard deviation 

As one can see and understand from Table 5, item 1, attempts to identify the adequacy of 

workshop/laboratory for an OBT. Accordingly, trainers 20(~5 . 5%) regarding to adequacy of 

workshop/laboratory for training reported that it was average. Others respondents 18(40.9%) 

reported that adequacy of workshop/laboratory was low or very low. The responses were 

supported by de criptive test made in Likert scale data in Table 5, item 1 which indicted that 

the mean is (2 .66) which implies that the mean is less than the ideal mean (3), showing that 

the adequacy of workshop/laboratory is inadequate. 

As regards to matching of training materials and equipment to the unit of competence, Table 

5 item 2, indicates that trainers 20(45.4%) reported that the extent of matching training 

material and equipment to the unit of competence was average. On the oth r hand, 
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18(40.9%) of respondents responses were low or very low. In this regard , descriptive test 

made on fi e Likert scale data to Table 5, item 2 revealed that the mean is (2 .66) which is 

less than the expected m an (3) implying that there was a mismatch of training material and 

equipment with the unit of comp tence of occupational training. 

With regard to training materials Middleton (1993) noted that, 'nadequate supply of 

equipment lack of workshops; and out-dated equipment will make effective training 

impossible. Boldly, in an OBT system, appropriate teaching materials are essential as per 

ach unit of comp tence to enable trainees in achieving predetermined standard. Likewise, 

Hell ig (2006) suggested that the degree of successful implementation of competence-based 

training depends on the one hand on the facilities and equipment at the institution, and on the 

other the learning materials that are provided. 

During the observation the student researcher as well observed that there is insufficiency of 

training materials and equipment (see photos in appendix F1-F5). Moreover, some trainers in 

their responses to the open-ended questions have stated that they hardly get the required 

materials as per unit of competence of occupational standard for practical training. The 

standard de iations of items in Table 5 are less than 1, which implies that the data observed 

seems close to the ideal mean. 

In general, as illustrated in Table 5, there was inadequacy of workshop/ laboratory and 

mismatch of the provided training materials and equipment to the unit of competences of the 

occupational standard. Therefore this finding shows that there was a lack of supportive and 

positi e environment for the execution of OBT. 
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Table 6: Training Materials and Equipment as Viewed by Trainers 

Frequency Alternatives Stati sti cs 
Not -

Alw Mos Some Rarel at Total X 
0 Items ays tly times y all 0 

(5) (4) (3) (2) (1 ) 
1 The management of 

college/Institute have the 
necessary knowledge in .......... ~ .......... .......... 
fulfilling material and '$. '$. '$. .......... .......... a:: '$. '$. lr) - lr) lr) 

equipment for outcome-based lr).,f 
lr) 0 3.45 \0 

0 0 0 

N i-
~::: -training O\~ -c O\~ O\ ~ ~ '-'" -

2 Training material resource 
.......... .......... .......... 

position are adequately staffed '$. '$. '$. .......... .......... 

~ '$. '$. 
~ 0\ 0\ 0 2.93 r-- lr) lr) oo~ 

00 
~::: -- ::::~ r-::::'- M~ lr) '-'" ....... '-'" ~ '-'" -

3 Purchased materials are 
appropriate for training ~ 

.......... .......... ......... .......... '$. '$. ......... '$. '$. ~ r- N lr) 0 0 3.36 lr) ....... r- oo 0 lr) 

~::: 0 
~~ N~ 00::::'- O\~ Ni- ~ '-'" ....... 

4 There is a continuous follow-
~ 

.......... .......... ......... up of purchasing process on ......... '$. '$. ......... 
'$. '$. 0 ~ 

the side of concerned bodies 
0\ N lr) 0 0 2.98 00 M 

00 0 00 Mo' - ~::: 0 
N -~ - -~ ~~ - '-'" 00 '-'" ~ '-'" ....... 

5 There is a timeliness of 
purchasing and distribution 
process of training materials ~ ......... ......... ......... ......... ......... a:: '$. ~ ~ '$. ~ 0 0 

0 lr) \0 r- ~ 0 3.14 00 oo 
o~ olr) M ....... ~::: ....... 

M~ N~ - lr)::::'-\0 '-'" ....... '-'" ~ '-'" ....... 

Note: Chi-s uare critical value at d 4 (al ha, 0.05) = 9.488 q if p 

The items in Table 6 were designed to know the degree of fulfillment of training materials 

and equipment. As it was indicated in the table, items 1,2,3,4 and 5 were stated positively 

and the mean score was 3.45 2.93 3.36, 2.98 and 3.14, respectively. Item 1, 3 and 5 have a 

mean score, which is greater than the expected mean score (3) . Therefore, one could 

conclude the management of sampled institutions has the necessary knowledge in fulfilling 

training materials and equipment for OBT, Moreover, there is a timeliness of purchasing and 

distribution process of training materials and purchased materials are appropriate for training. 

In this regard, the chi-square calculated value in all items observed is greater than the critical 

value. This shows that there were statistically significant differences . 
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As shown in items 2 and 4 of Table 6,28(63.6%) and 25(56.8%) of the trainers reported that 

the training material resource position are poorly staffed and there was no continuous follow­

up of purchasing process respectively. The mean scores in the same table of item 2 and 4 

were 2.93 and 2.98 respectively. These mean scores are less than the expected mean (3). This 

finding confirmed that the training material resource position was not sufficiently 

prearranged and there was no continuous follow-up of purchasing process on the side of the 

concerned bodies. To see the statistical difference, chi-square was calculated . The result 

show d for a degree of freedom 4 at (alpha 0.05) level of significance differences critical 

value is less than the calculated chi-square. Therefore, there was a statistical significant 

differ nce. 

In the interview made with the college/institute deans, directors and training process owners 

also indicated that the materials tools and equipment and other facilities essential in the 

delivery of OBT were not set according to resource requirements of unit of competences of 

occupational standards to support occupational learning process which facilitates in 

achieving the desired learning outcomes. Therefore, this finding entails that OBT was not 

practiced according to its requirements of training materials. 
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Table 7: Emphasis of Administrative Personnel on Outcome-based Training as 
Viewed by Trainers 

Frequenc " Alternatives Statistics 
Very High Average Low (2) Very Total -

Items high (4) (3) low X S2 S.D 
(5) (1) 

1. How do you rate 
the upport and 44 
encouragement 1 11 26 6 0 3.16 0.45 0.67 
offered by the (2.3 (25%) (59.1 %) (J 3.6%) (0.0%) (100%) 
institution officials %) 
in facilitating and 
implementing an 
outcome-based 
training process? 

2. In an outcome-
based·training 3 7 25 9 0 44 3.09 0.63 0.79 
delivery system (6.8 (15.9 (56.8%) (20.5%) (0.0%) 
the knowledge and %) %) (100%) 
training of the 
administrati e 
personnel is : 

As depicted in item 1 of Table 7, the respondents 38(86.4%) asserted that the support and 

encouragement offered by the institutions officials in facilitating and implementing an OBT 

was rated average and above average with a mean value of (3.16), implying, that greater than 

the expected mean (3). Additionally the standard deviation (0.67) was closer to zero, which 

shows the respondents perception is close to the expected mean (3) implying average. 

Regarding item 2 of Table 7, trainers 35(79.5%) reported that the knowledge and training of 

administrative personnel about OBT delivery system was average and abo e a erage. Th 

remaining 9(20.5 %) of the respondents replied that the knowledge and training of 

administrative personnel is low. 
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In this connection descriptive test was made on five Likert scale data on item 2, for the 

respondents, revealed that the mean (3.09) seem to be greater than the ideal mean (3). 

However this implies that the respondents ' rating is average. Therefore, this finding shows 

that the administrative personnel need to have adequate knowledge about OBT delivery 

system in order to improve the efficiency of OBT practices . 

Table 8: Responses a/Trainers in Designing Outcome-Based Training 

Respondents 
No Items Trainees Trainers 

N % N % 

1 According to your observation, trainersl 
teachers have given more emphasis to: 

AI Competitive learning 79 35 - -
BI Individualistic learning 48 21.2 - -
CI Group learning 99 43.8 - -

*Total *226 100 
2 To what extent do you design outcome-

based training delivery system to ensure 
that all trainees actively work/perform 
individually? 

NHigh - - 13 29.5 
81 Moderate - - 26 59.1 
C/ Low - - 5 11.4 

Total 44 100 
Note: Total * exceeds the number o/respondents. because they were allowed to give more than one answer in 

each case. 

Item 1 in Table 8 was designed to know the extent of emphasis given by trainers on the 

approaches of training which enables each trainee to perform the job individually. As it is 

indicated in the table, most trainees 99(43.8%) and 79(35%) reported that an emphasis was 

given to group and competitive learning respectively, where an emphasis given to 

individualistic learning was reported by few of trainees 48(21 .2%). Therefore, this finding 

indicates that less attention has been given to individualistic learning. 
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With regard to item 2 of Table 8, quite a significant number of trainers 31(70.5%) reported 

that level of designing OBT in enabling all trainees to work/perform individually is moderate 

and low. This finding demonstrates that mastery of competences seems difficult for the 

majority of trainees where mastery of competences is the criterion of success of the learning 

process and a learner has to perform up to a pre-defined standard because competence is 

matching of the necessary level of knowledge with an appropriate performance. Therefore, 

in designing OBT, trainers ought to address individualistic. In this regard MoE (2008c) stated 

that individualized instruction, variable time per skill , and outcome learning are the basis of 

OBT programs. 

Table 9: Trainees' and Trainers' Views on adequacy of training up to the 
Predefined Performances of Occupation 

Respondents 
0 Items Trainees Trainers 

No % No 
I How sufficient do you think are the existing equipmentlmachine 

that would help the trainees to acquire skills according to 
outcome-based training? 

AI very sufficient 10 5.6 -
BI Sufficient 52 29.2 -
CI Insufficient 116 65.2 -

Total 178 100 
2 In your opinion, is the training according to your expectation? 

AI Yes 62 34.8 -
B/ No 116 65.2 -

Total 178 100 
3 If your answer is "No", why? 

Alit is more theory 84 32.7 -
BI materials are not modularized 39 15.2 -
CI Shortage of facilities 88 34.2 -
o I Low interest of trainer for practical training 46 17.9 -

*Total *257 100 
4 Do you think the trainees get adequate training up to the 

predefined performances to their occupation? 
AI Yes 14 
BI Partially - - 26 
Cf No - - 3 
Of I do not know - - I 

Total - - 44 
Note: Total * exceeds the number a/respondents. because they were allowed to gIve more than one an wer In 

each case. 
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According to Table 9, item 1, a question wa presented to trainee respondents in order to 

indicate sufficiency of equipment/machines which helps them to acquire skills according to 

module training. on equently quite a large number of trainees, 116(65.2%) reported that 

equipment/machine are insufficient. In supporting this trainer respondents reported in the 

same wa (se Table 5). Therefore, this shows that there was lack of equipment/machines for 

an OBT in the sampled institutions under the study . 

As one could see from Table 9 item 2 there was an intention to know whether the training is 

according to traine s' expectation or not. Consequently, majority of trainees, 116(65.2%) 

reported that it as not according to their expectation. 

To be acquainted with the details, the student researcher asked a question, in the same table 

item 3, why it is not according to their expectation. According to the weight of their 

responses 88(34.2%), 84(32.74%) and 46(17.9%) trainees reported that the reasons were: 

shortage of facilities the training was theoretical and the low interest of trainers for practical 

training respectively. 

Item 4 of Table 9, was designed on purpose to know the status of delivered training. As it 

was indicated in the table, 30(68.2%) trainers reported that trainees were not getting adequate 

training up to the predefined performances as it is stated in EO . 

In general from Table 9 one could conclude that learners only attained pseudo- knowledge 

pseudo-skills, and pseudo-attitudes of the job. However, the responsibility of the institution 

and trainers/teachers is to supply appropriate learning experiences for the success of all 

trainees. 

In this connection Fletcher (1994) stated that if standards were based upon expectation of 

performance, sct by industry and linked to qualifications which could only be achieved 

through actual demonstration of the required performance, then probl ms of training uch as 

theory base training resource constraints and lack of skilled TVET teachers has to be solved. 
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Table 10: Responses of Trainees and Trainers concerning monitoring 

and assessment of outcome-based training 

Respondents 
No Items Trainees Trainers 

N % N 
1 How do trainers monitor learning 

outcome tasks? 

AI Visiting while working on the 96 41.9 37 
task 

BI by regular progress reports 39 17 14 
CI by final products of work! task 94 41.1 19 

Total *229 100 *70 

2 Which part of outcome-based training 
needs to be assessed? 

AI The process of work 10 5.6 12 
BI The product of work 37 20.8 8 
CI A and B 131 73.6 31 

Total 178 100 *51 
3 The training time provided for practical 

seSSIOn IS 

AI highly sufficient 11 6.2 -
BI Moderately sufficient 55 309 -
CI Insufficient 112 62.9 -

Total 178 100 
4 Methods commonly used to assess 

trainee ' s mastery of learning outcomes 
AI Observation - - 24 
BI wri tten tests - - 30 
CI actual demonstration of - - 30 

performance 
Total *84 

Note: Total * exceeds the number o/respondents. because they were allowed to give 
more than one answer in each case. 

% 

52.9 

20 
27 .1 

100 

23 .5 
15 .7 
60.8 
100 

-
-
-

28.6 
35.7 
35.7 

100 

The items in Table 10 were intended to know how an OBT is assessed by trainers. As can 

be seen from item 1 of Table 10, trainees, 96(41.9%), 94(41.1%) and 39(17%) reported 

that trainees ' monitoring of learning outcomes was done by visiting while working on the 

task, by final products of work/task and by regular progress reports respectively. In the 

58 



• 

same now, trainers 37(52.9%) 19(27.1 %) and 14(20%) reported that confirming 

traine s' response in the same order. This implies that learning outcomes monitoring was 

dominantly performed by visiting trainees while they are doing and evaluating final 

product of the work. 

On the other hand, as illustrated in the same Table of item 2, respondents were also asked 

to pecify which part of OBT needs to be assessed . Accordingly quite a large number of 

train es 131 (73.6%) and trainers 31 (60.8%) reported that the part of OBT to be assessed 

are the process of work and the product of work. The others were reported on either of 

the two. This finding shows that considering the process of work and the product of work 

in assessment means confirming mastery of competences which is the criterion of success 

for the learners to compare their performance to a predefined standard of the job. 

Item 3 of Table 10 reveals that the majority of trainees 112(62.9%) reported that the time 

provided for practical training is insufficient. In addition to this, trainees have discussed 

in the response of open-ended questions that they were not given adequate time for 

practical training. This finding implies that there was a shortage of time on the mastery of 

competences. 

Hem 4 of Table 10 exhibited the methods used by trainers to assess trainee' s mastery of 

learning- outcomes. Accordingly, the same number of trainers, 30(35.7%) reported that 

they use written tests and actual demonstration of performances. On the other hand, 

24(28.6%) reported that assessing is through observation. 

According to MoE (2008b), assessment of individuals entails gathering evidence and 

making decisions about the outcomes of learning or competence. Assessment focuses on 

all aspects of the competence-task skill, management ski lls, transfer skills employability 

skills and etc- and requires actual performance of the comp tence as the primary source 

of evidence; that is; the individual has to demonstrate the r quired knowledge, skills and 

attitude necessary for the job. Methods of assessment include practical d monstrations, 

role-play and oral and written questioning, work place simulation case tudi ,direct 
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and indirect observation, log and supervisor's reports. Thus, a wide range of assessment 

instruments are applied in the appropriate setting, ensuring that all competences are 

assessed. 

Table 11: Feelings toward the Implementation of an Outcome-based Training 
as Viewed by Trainers 

Respondents 
Items Trainers 

No % X2 
What i your feeling toward the implementation 
/practice/ of an outcome-based training? 

AI Very difficult 0 0.0 34.36 
B/ Difficult 18 40.9 
C/ Not difficult 23 52.3 
0 / difficult to measure 3 6.8 

Total 44 100 
NOIe: Chi-s uare critical value at d 3 (al ha. 0.05) = 7. 815 q if p 

Concerning feelings of trainers on the implementation of an OBT, as shown in Table 11 , 

23(52.3%) of them reported that they don t feel that it is not difficult to implement OBT. But, 

not negligible part of respondents, 21(47.7%) reported that it is difficult. According to the 

responses secured for the open-ended questions forwarded to the respondents of trainers 

show that, skill gap of trainer's makes implementation of OBT difficult. Moreover, lack of 

immediate response from the institution on providing training materials makes OBT practices 

difficult. This finding shows that these trainers were not clear with OBT delivery system. The 

chi-square calculated value (34.36) is greater than the critical value. Therefore, there is a 

statistical significant difference in the responses given by trainers. 

In this connection, the interview made with the college/institute deans, directors and training 

process owners confirmed that trainers do have a feeling of difficulty in implementing OBT. 

Moreover, they are suspicious of it from its resource implication and difficulties with 

competence-based assessment. They expressed mainly concerning th required amount of 
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tim . Thus, they are uncertain about its effective implementation. In general as shown in 

Tabl 11 and the responses obtained from interview questions on the practices of OBT is not 

at it satisfying level. 
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Table 12: Methods/ Strategies those Trainers Employ to Deliver an Outcome-based Training 
as Ob erved by Trainees 

Frequency Alternatives 
N Items Respondent Alway Mostly Sometimes Rarely Not at all -
0 s (5) (4) (3) (2) (I) Total X 

I Lecture / Train es 83 37 45 9 4 178 4.04 
E. planation (46.6%) (20.8%) (25.3%) (5.1%) (2.2%) (100%) 

Trainers 12 II 18 2 1 44 3.7 
(27.3%) (25%) (40.9%) (4.5%) (2.3%) (100%) 

Demonstration Trainees 32 31 60 20 35(19.7) 178 3.03 
(18%) (17.4%) (33.7%) (11 .2%) (100%) 

2 Trainers 9 21 12 I I 44 3.82 
(20.4%) (47.7%) (27.3%) (2.3%) (2.3%) (100%) 

3 Question and Trainees 26 27 62 19 44 178 2.84 
Answer (14.6%) (15.2%) (34.8%) (10.7%) (24.7%) (100%) 

Trainers II 13 16 4 0 44 3.7 
(25%) (29.5%) (36.4%) (9.1%) (0.0%) (100%) 

4 Group project Trainees 15 36 84 22 21 178 3.01 
(8.4%) (20.2%) (47.2%) (12.4%) (11.8%) (100%) 

Trainers 7 18 16 3 0 44 3.66 
(15.9%) (40.9%) (36.4%) (6.8%) (0.0%) (100%) 

5 Individual project Trainees 8 16 60 43 51 178 2.37 
(4.5%) (9%) (33.7) 24.2%) (28.6%) (100%) 

7 12 18 6 1 44 3.41 
Trainers (15 .9%) (27.3%) (40.9%) (13.6%) (2.3%) (100%) 

6 Hands on practice Trainees 35 47 42 0 26 178 2.89 
(19.7%) (26.4%) (23.6%) (0.0%) (14.6%) (100%) 

Trainers 18 12 7 6 1 44 3.91 
(40.9%) (27.3%) (15.9%) (13.6%) (2.3%) (100%) 
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As hown in Table 12, respondents were asked to indicate training methods used by trainers. 

In re ponding this question in item 1, 120(67.4%) and in item 6, 82(46.1 %) trainees reported 

that the trainer are using most of the time lecture and hands on practice, respectively. In this 

regard, d criptive test made using five points Likert type scale which revealed that the 

mean of lectur as a method of instruction was (4.04) which is greater than the ideal mean 

(3) thereby implying that th respondents rating was high. Thus one could conclude that 

lecture method was used highly. On the contrary, the mean of hands on practice is (2.89) less 

than the ideal mean (3) which shows rating of respondents was low. Therefore, this implies 

that a hand on practice way of training is less used. 

On the other hand in item of 3 and 5 in the same table trainees 63(35.4%) and 94(52.8%) 

were reported that the trainers are using rarely question and answer and individual project as 

methods of training, respectively. In this connection descriptive test made on five Liker scale 

revealed that the mean (2.84) for question and answer and for individual project (2.37) which 

is less than the expected mean (3). Therefore, the conclusion of this finding could be that 

individual project as training method was hardly used. 

The response of trainers, presented in Table 12, in item 4 and 6 the same number of trainers 

30(68.2%) reported that they are using most of the time demonstration and hands on practice, 

respectively as methods of training. In relation to this, the mean observed on five Likert scale 

data in Table 12 for these items were (3.82 and 3.91) which are greater than the ideal mean 

(3) showing that the rating is high. Thus one could deduce that trainers are usmg 

demonstration and hands on practice as a way of training in OBT delivery system. 

On the other hand, in Table 12, of item 1 and 5 trainers 3(6.8%) and 7(15.9) were reported 

that they w re using rarely lecture method and individual project method as method of 

training, respectively. In this regard, descriptive test made on five points Likert typ scale 

mean of item 1 and 5 were (3.7) and (3.4), respectively which were greater than expected 

mean (3). However, in order to have effective OBT program one has to use training Iteaching 

methods that focus on doing not on theory. In connection to this Hellwig (2006) stated that 

in the application of competence-based training, first and foremost the delivery has to be 
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more indu try-focused since the competence standards comprise workplace requirements 

and therefore are more practical. 

In general 1 able 12 exhibited the responses of respondents regarding to the trend of training 

methods in giving OBT. Accordingly, calculated average mean of lecture method was (3.87) 

which is in the range of (3 .5-4.5). Where as demonstration (3.43), hands on practice (3.4), 

indi idual project (2.89) and group project (3.34) question and answer (3 .27) which were in 

the range of (2.5-3.5). Therefore, this implies that lecture method was used at high rate while 

demonstration hands on practice and individual project were used moderately as a ways of 

training method. Mor over group project and question and answer were used at moderate 

level. Thus there is more to be made for better use of demonstration, hands on practice and 

individual project as methods of training in OBT. 

According to the responses secured for the open-ended questions forwarded to the 

respondents of trainers the lack of training materials, inadequate workshop, and inadequate 

training machines makes effective practices of OBT difficult. Thus, it seems that trainers 

were normally enforced to continue with lecture method as training method in OBT 

programs. imilarly trainees reported in the same way due to the shortage of training 

materials, inadequate training machines and large numbers of trainees in class/workshop 

trainers were given theory base training. 
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Table 13: Factors Affecting the Implementation o/Outcome-based Learning as Viewed by Trainees 

Frequency Alternatives Statistics 
Strongly Agree Undecided Disagree Strongly Total -

Items agree (5) (4) (3) (2) Dis. ( I) X 2 S.D 
0 

1 Tendenc to the traditional lecture method in the 64 68 12 22 12 178 3.84 1.5 1.22 
course of training (36%) (38.2%) (6.7%) (12.4%) (6.7%) (100%) 

2 Number of trainees in class 40 29 38 47 24 178 3.08 1.86 1.36 
(22.5%) (16.3%) (21.3%) (26.4%) (13.5%) (100%) 

3 Lack of a clear picture and objectives about 40 45 33 29 31 178 3.19 1.97 1.4 
outcome-based training prior to actual training (22.5%) (25.3%) (18.5%) (\6.3%) (17.4%) (100%) 

4 The physical set up and less equipped class/ 58 43 17 23 37 178 3.35 2.38 1.54 
workshop/ laboratory (32.6%) (24.2%) (9.5%) (12.9%) (20.8%) (100%) 

5 Knowledge on the relationship between 38 47 28 37 28 178 3. 17 1.93 1.39 
outcome-based training and assessment (21.4%) (26.4%) (15.7%) (20.8%) (15 .7%) (100%) 

6 Readiness of [nstitutional officials to facilitate 46 35 34 27 36 178 3.16 2.17 1.47 
the training and motivate the trainees (25.8%) (19.7%) (19.1%) (15.2%) (20.2%) (100%) 

7 Organization and efficiency of the library 73 28 13 29 35 178 3.42 2.57 1.6 
(41 %) ([5.7%) (7.3%) (16.3%) (19.7%) (100%) 
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Knowing the factors influencing performance of OBT is important for the concerned 

body and to address thc problem of OBT. There could be several factors that impede 

performanc of OBT. Thus, trainees were asked to indicate factors that they believe as a 

factor that affect performance of OBT. 

As it i illustrated in Table 13 , itcm 1, 4 and 7 trainees 132(74.2%), 101(56.7%) and 

101 (56 .7%), respectively indicated that the tendency to the traditional lecture methods in 

the course of training the physical sctup and equipped of class/workshop/laboratory and 

the organizational efficiency of library in their weight of response are the major 

influencing factors that hamper OBT performance. 

In this connection descriptive test made on five Likert scale data Table 13 in item 1 4 

and 7 reveals that the mean were 3.84 3.35 and 3.42, respectively. This implies that the 

means are greater than the expected mean (3) showing that the respondents rating were 

almost high. 

In general , as shown in Table 13, trainee respondents identified that the tendency to the 

traditional lecture methods in the course of training, the physical setup and equipped of 

class/workshopllaboratory and the organizational efficiency of library were found to be 

the major influencing factors that hamper OBT performance. 
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Table 14: Factors Affecting the Implementation o/Outcome-based Learning as Viewed by Trainers 

F req uency A I ternati ves Statistics 
Undeci Strongly -

N Strongly Agree ded Disagree Dis. Total X S2 S.D 
0 [tern Ag. (5) (4) (3) (2) (I) 

1 Tendenc to the traditional lecture method 9 17 7 6 5 44 3.43 1.61 1.27 
(20.5%) (9.6%) (15 .9%) (3.4%) (2.8%) (100%) 

2 Lack of on-job training for trainers' on 18 17 0 7 2 44 3.95 1.45 1.2 
difficult unit competence incorporated in (40.9%) (38 .6%) (0.0%) (15 .9%) (4.5%) (100%) 
occupational tandard and upgrading trainer' s 
educational status 

3 Lack of well-developed instructional 16 19 I 7 I 44 3.95 1.23 1.1 I 
materia1s(Module curriculum, Training (36.4%) (43 .2%) (2.3%) (15.9%) (2.3%) (100%) 
Teaching and Learning Material , .. . ) 

4 Number of trainees 13 15 6 9 I 44 3.68 1.35 1.16 
(29 .5%) (34%) (13.6%) (20.5%) (2.3%) (100%) 

5 Loose responsibility of trainees in the course 7 17 7 12 I 44 3.39 1.24 1.1 I 
of training ( 15.9%) (38.6%) (15.9%) (27.3%) (2.3%) (100%) 

6 Readiness of Institutional officials to facilitate II 20 3 10 0 44 3.73 1.15 1.07 
the training and motivate the trainers (25%) (45.5%) (6.8%) (22.7%) (0.0%) (100%) 

7 The purchasing and supply system of training II 24 4 5 0 44 3.93 0.79 0.89 
materials (25%) (54.5%) (9.1%) (11.4%) (0.0%) (100%) 

8 Organization and efficiency of the library 9 23 3 7 2 44 3.68 1.22 1.1 
(20.5%) (52.3%) (6.8%) (J5.9%) (4.5%) (100%) 
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Trainers were also asked to indicate factors that affect OBT practices. The response secured 

from th m presented in Table 14. As it is depicted in Table 14, item 2 3 and 7 with the same 

number of trainer respondents 35(79.5%) indicated that lack of on-job training on difficult 

unit of competences in Occupational Standard (OS) and upgrading trainer s educational 

status, lack of well de eloped instructional materials (Modular Curriculum TTLM, ... etc) 

and the purcha ing in addition to the supply system of training materials are the major factors 

affecting the practices of OBT. 

The responses were checked using a descriptive test on five Likert scale data. To this end the 

m an for the item 2 3 and 7 were 3.95 3.95 and 3.93, respectively, which implies that the 

mean of the respondents were greater than the expected mean (3). Therefore, this shows that 

they are the major factors in affecting practices of OBT. 

The responses to the interview questions with the college/institute deans, directors and 

training process owners assumed that the major factors that would affect OBT delivery 

system are as follows: lack of competent and qualified trainers, less equipped workshops and 

laboratories lack of appropriate training machines, equipment, instructional materials and 

other facilities as well as absence of on-the-job training for trainers. Furthermore, they 

converse the major problems encountered so far in practicing OBT. Accordingly they 

reported that on the one hand the skill gap of trainers to give the training as it is designed 

and intended is the source of the problem and on the other hand, the scarce of training 

materials tools and equipment. Moreover, lack of real work place/situation for practice is the 

common problem of the training these days in the sampled institutions. 
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CHAPTER FIVE 

Summary, Conclusions and Recommendations 

This chapter deals with the summary of the major findings, conclusions and the 

recommendations forwarded based on the findings . 

5.1 Summary 

The major purpose of this study was to identify the practices and challenges of OBT in 

TVET institutions, in Arsi Zone of Oromiya Regional state. All the study endeavors were to 

achieve the major and specific objectives of the study. To this effect, attempts have been 

made to get answers to the following basic research questions. 

I. 10 what extent are the human and physical resources requirements for the ~BT fulfilled? 

2. How do professionals and trainees view OBT? 

3. How are competences of training fields currently assessed in TVET institutions? 

4. What are the major factors affecting OBT delivery system? 

To achieve this purpose, descriptive survey method was employed and the study was 

conducted in two public TVET institutions using purposive sampling technique. To select 

the respondents from the institutions' proportional stratified sampling was employed for 

trainees and trainers from the training institutions. 

The subjects of the study were 178 trainees, 44 trainers 2 deans and 2 training process 

owners. Information was obtained from sample respondents through questionnaires 

interview, and observations. The data obtained were analyzed using statistical tools such as 

percentage, mean difference and chi-square test as appropriates. In addition, the data 

obtained through interview and observations were presented in complementing the data 

obtained by means of questionnaire. Based on the data collected and analysis made th 

following major findings were obtain d. 
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1. With r gard to the human and physical resources 

1.1 The e tent of human resource fulfillment for the OBT Programs 

1.1.1 The study r vealed that 18(40.9%) of the trainers respondents were 

Diploma holders. On the other hand, 26(59.1 %) werc First Degree holders. 

This shows that the human resource is not up to the TVET strategy (2008) 

which suggests that all trainers at this level ought to have a minimum of 

First Degree. Therefore, the degree of competence and fitness of the trainers 

in the training institutions were low. 

1.2 The extent of physical resource fulfillment for the OBT Programs 

1.2.1 As revealed by the study the extent of workshop !laboratory fulfillment for 

OBT was inadequate. Moreover, there was a mismatch of training material 

and equipment with the unit competence of occupational training. Besides, 

some trainers reported that they hardly get the required materials as per the 

unit of competence of occupational standard for practical training. 

Furthermore, real work place/situation, the major important unit of OBT to 

provide trainees practical training is missing. 

2. Regarding views of professionals and trainees towards OBT: 

2.1 The study pointed out that, although the majority of respondents were given 

orientations/information on OBT, its contribution to understand the basic 

concepts of outcome-based learning/training were average. Therefore, it was 

found that the respondents were not plainly aware of the training approach. 
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2.2 The finding also showed that the majority of the trainee respondents didn't 

know about the unit competences of occupational training before they started 

their training. 

2.3 

2.4 

The study disclosed that the administrative personnels knowledge and 

training on OBT delivery system was moderate . 

As the study revealed that the provided training was inadequate which means 

it is not up to the predefined performances stated in EOS. This finding 

conveys that the desired learning outcomes and failure to assess outcomes 

properly could end in a situation where learners only attained pseudo­

knowledge pseudo-skills, pseudo-attitudes and pseudo-values. On completion 

of their studies these learners are awarded a certificate inherently implying 

that they have attained certain competences whereas in fact they have not. 

This goes with what SPT Malan (2000) got in his research. 

2.5 In addition, the study exhibited trainers view that they have a feeling of 

difficulty in implementing OBT. Moreover, some of them were suspicious of 

its practices from its resource implication and that too much time was used for 

assessment so that, they were uncertain for its effective implementation. 

3. In relating to assessment of competences in TVET institutions 

3.1 The study has showed that, the time provided for practical training was 

insufficient which has an impact on the realization of competences and 

assessment. As a result , individual trainee could not demonstrate the required 

knowledge, skills and attitude necessary for th job. Therefore, this shows that 

trainers don ' t give a considerable amount of time for trainees in practical 

training. 
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4. Concerning the factors affecting Outcome-Based Training delivery ystem 

4.1 Thc tudy revealed that, lack of on-job training on difficult unit of competcnces 

in OS and upgrading trainer s educational status lack of wcll developed 

in tructional materials (Modular urriculum, TTLM etc) and thc purchasing in 

addition to supply system of training materials as the major factors that entail 

challenges on OBT practices in TV T institutions. 

4.2 The study also identified that the tendency of using lecture as training method, 

the physical setup and inadequate set of class Iworkshopl laboratory and the 

organizational efficiency of library are the other factors affecting OBT. 
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5.2 Conclusions 

Based on the major findings of the study, the following conclusions may be drawn: OBT 

implementation is largely dependent on the availability of the proper physical and human 

r sources. As the study revealed OBT delivery system was not implemented as intended in the 

ample selected institutions. Because the study was found that the respondents were not plainly 

aware of the training approach the degree of competence and fitness of the trainers in the 

training institutions were low the extent of workshop Ilaboratory fulfillment for OBT was 
, 

inadequate and there was a mismatch of training material and equipment with the unit 

competence of occupational training. Therefore, there is a variation between the ideal features of 

the OBT approach to exist and what is actually being practiced in the institutions. 

From the above discussions, the currently provided training was inadequate which means it is not 

up to the predefined performances as stated in EOS. Therefore, this finding conveys that the 

desired learning outcomes and failure to assess outcomes properly could end in a situation where 

learners only attained pseudo- knowledge, pseudo-ski lis, pseudo-attitudes and pseudo-values. On 

completion of their studies these learners are awarded a certificate inherently implying that they 

have attained certain competences whereas in fact they have not. This goes with what SPT Malan 

(2000) got in his research. 

The absence of favorable training environment may endorse traditional way of training (Trainer 

centered). In addition to this, the absence of on-the-job training on difficult unit of competences 

seems to aggravate a problem in the implementation ofOBT. 

Therefore, due to the above mentioned shortcomings the objective of OBT implementation 

program could not be attained. Because, lack of appropriate training is due to lack of equipped 

training material , incompetent trainers and the low level perception of the training approach. 

These are the determinant problems that need to be reso lved to increase the performance of OBT 

delivery system. 
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5.3 Recommendations 

Re ealing the challenges does not provide a solution in itself. Hence, in light of the findings 

of this study and conclusions made the following major recommendations are forwarded in 

order to attain the objectives ofOBT. 

1. Th succes ful implementation of outcome-based education depends on informed and 

motivated communities. Therefore, it is recommendable that adequate awareness ought 

to be created by all at all levels of vocational education bodies. The regional state TV T 

Agency including training institutions should device a mechanism of regular awareness 

creation through possible ways and means such as: 

1.1 Panel discussions , seminars and workshop trainings; 

1.2 Televisions and radio; and 

1.3 News paper, brochures, flyers and the like to familiarize the stakeholders with 

all facets of this training approach. 

2. Substantial capacity building and support is necessary to enable TV T providers to the 

de elopment of OBT [or the existing TVET providers, because they are not yet quite in a 

position to practice OBT approach unless otherwise they are capacitated. Therefore it is 

advisable to fulfill the necessary physical and human resources on the bases of resource 

requirements for that specific occupational training ahead of training starting time. If 

failed to do so it is better to delay the starting time. 

3. In order to make an outcome-based training program effective and th training 

environment more conducive the necessary conditions need to be fulfilled as per 

requirements to maintain the learning outcomes. Therefore, it is r commended that: 

3.1 The Regional state government need to plan, and budget a considerable 

amount to administer the training system successfully. 
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3.2 The respective training institutions should try to influence local 

administrators and mobilize the community as much as they could to fulfill 

the physical resources to minimize the problems. 

4. orne ofth existing TVET trainers do have skill-gaps to give an OBT in accordance with 

the EO . Therefore, after TV T institutions identified the skill-gaps of their trainers, it is 

recommendable if on-the-job training be provided on the difficult unit of competences 

including appropriate training methodology in collaboration with Regional TVET 

Agency and Mo and upgrading educational qualification of those trainers up to the 

profile of trainer as stated by MoE. 

5. trengthening cost-effective modes ofTVET delivery is an important means of improving 

efficiency in the TV ET system. Accordingly, it is recommended that promoting 

cooperative training schemes with the nearby and compatible industries and enterprises is 

an option to provide an OBT. Consequently, it minimizes the current problems of TVET 

providers. 

6. A key component of OBT approach is expanded opportunity and training support. 

Trainees need more time and training support to master material. Therefore it is 

recommendable to give sufficient time and continuous training support for individual 

trainee to perform the predefined standard of the job. 
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ADDIS ABABA UNIVERSITY 
SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION 
DEPARTMENT OF BUSINESS EDUCATION 

Questionnaire to be filled by Trainers of the Sampled TVET Institutions 

Appendix A 

The purpose of this questionnaire is to investigate the status of outcome-based training 
program implementation in Selected TVET Institutions in Arsi Zone. 

In addition, it also intends to examine the strength accomplished and thereby to forward 
possible solutions for the problems encountered in the course of an outcome- based training 
program implementation; if any. 

Accordingly, the researcher wishes to bring your attention that the success of this 
study will highly depend up on your frank, sincere and timely responses. So; I kindly 
request your contribution in filling in the questionnaire honestly . 

With best regards 

N.B. 
Please note that there is no need for writing your name 

Thank you in advance for your cooperation! 



A. Background Information 

Instruction I: The possible items in the profile of trainers are listed below. Please, 
select the appropriate answer from the alternatives given and encircle it or fill in the 
blank space where necessary. 

1. Sex: a) male b) Female 

2. Age: a) 20-25 b) 26-30 c) 31 -35 d) 36-40 e) 41 and above 

3. Qualification : a) Diploma b) First Degree c) MA d) Other, 
(Please specify __________ _ 

4. Field of specialization ____________________ _ 

5. TeachingfTraining load per week ____ _ 

6. TVET- program Title you train~------------------

B. Main Information 

Instruction I: Items related to your understanding and experiences on outcome-based 
learning are provided below. (Please, circle the response that best corresponds to 
your position and write your suggestions, ideas and recommendations on the space 
provided). 

1. Did you get any orientations / information how to deliver outcome-based training in 
TVET program? 

AI Yes S/ No 

2. If your response to question 1 is "Yes", to what extent the amount of training / 
orientation helped you in delivering outcome-based training effectively in the training 
program? 

AI High S/ Moderate C/ Low 

3. To what extent is your workshop/laboratory equipped with necessary training materials 
as to per outcome based training program? 

AI Very high S/ High C/ Average 0/ Low E/ Very low 

4. To what extent is training materials and equipment match to the unit competences of 
the occupational standard? 
AI Very high S/ High C/ Average 0/ Low E/ Very low 
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5. If your response to question 4 is 'low' or 'very low' what alternatives have you been 
using? 

N to use wisely what is available 
8/ to leave some of the tasks 
C/ to report to concerning bodies and wait 
0/ all 
E/ Other, (Please specify) __________ _ 

6. Do you prepare the set of training modules which derived from occupational 
standards? 

NYes 8f No 

7. If your response to question 6 is "No" What problems hinder you from 
preparing the instructional material for training purposes? (You can give more 
than one answer). 
N Lack of tra ining in preparation 
8/ Lack of time and equipment 
C/ Lack of financial and material support . 
0/ Incompetence for the manipulation of instructional material 
E/ Other, (please specify) ___________________ _ 

8. How do you understand outcome-based training? (You can give more than 
one answer). 

N Learning is modular, where an emphasis is on what the learner should be able 
to do up to predefined performance. 

8/ It is an assessment oriented against the predefined performance at the end of 
each training modules 

C/ The teacher becomes a facilitator in the training situation instead of acting as a 
source of information transforming content to learners. 

0/ Learners have to take greater responsibility for their learning 
E Other, (please specify) ___________________ _ 

9. In what ways do you think outcome-based training differs from the traditional training? 
(You can give more than one answer). 

N Trainees compete with the predefined performance not with each other 
8/ The focus is on the achievement of competencies , not the time spent on training 
C/ A performance-oriented training system based on clearly defined tasks which 
comprise the job to be learned 
0/ Other, (please specify) __________________ _ 
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10. Do your trainees/students know the concept of outcome-based training before you 
started the occupational training? 

AI Yes 8/ No 

11. lf your response to question 10 is "Yes" which point was clear to the students 
/trainees? (You can give more than one answer). 
AI what the learning outcomes are and how to achieve 
8/ How learning outcomes are assessed 
C/ How individuals progress of training is checked 
0 / Other, (please specify) ________________ _ 

12. How do you rate the support and encouragement offered by the institution officials 
(Deans, Directors , Administrators) in facilitating and implementing an outcome­
based tra ining process? 
AI Very high 8/ High C/ Average D/low E/ Very low 

13. ln an outcome-based training delivery system the knowledge and training of the 
administrative personnel is : 
AI Very high 8/ High C/ Average D/low E/ Very low 

14. To what extent do you design outcome-based training delivery system to ensure that 
all trainees actively work/perform individually? 
.AI High 8/ Moderate C/ Low 

15. Do you th ink the trainees get adequate training up to the predefined performances to 
their occupation? 
AI Yes 8/ No C/ Partially 0/1 do not know 

16. What is your feeling toward the implementation /practice/ of an outcome-based 
train ing? 
A/ Very difficult 8/ Difficult C/ Not difficult 0/ difficult to measure 

17. If your response to question "16" is "A or 8" why? Please, give your reasons. 

18. How do you monitor the progress of your trainee's work while you are delivering 
outcome-based training system? (You can give more than one answer). 

AI Visiting each trainee/group of trainees while they are working , to check on 
progress and help where necessary 

8/ Asking trainees to provide regular progress reports 
C/ Asking students to provide final products of their work/ task 
0/ Other, (please specify) __________________ _ 
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19 In your experience of using outcome-based training delivery system, which part of 
the individual trainee task is assessed? (You can give more than one answer). 

AI The process of individual work 
B/ The product of individual work 
C/ A and B 
0/ Other, (please specify) __________________ _ 

20. Methods commonly used to assess trainee's mastery of learning outcomes? (You 
can give more than one answer). 

AI Observation B/ written tests C/ actual demonstration of performance 
0/ Other, (please specify) _ _______ ________ __ _ 

Instruction II: Different instructional methods/strategies that trainers employ to 
deliver an outcome-based training are listed below. Please, show how often you use in 
your training by putting (v" ) in one of the boxes in the response scale. 

No Instructional Methods/strategies How often used 

1 
2 
3 
4 
5 
6 

No 
1 

2 

3 
4 

5 

Always Mostly Sometimes Rarely Not at 
all 

Lecture / Explanation 
Demonstration 
Question and Answer 
Group project 
Individual project 
Hands on practice 

Instruction III: Fulfilling material and equipment for outcome-based education 
competence requirements. Kindly check your position on the scale as the 
statement first impress you. Please, indicate your agreement or disagreement by 
putting (v" ) in the box according to the following response scale: SA (Strongly 
Agree), A (Agree), U (Undecided), D (Disagree), and SD (Strongly Disagree). 

Items SA A U 0 SO 
The management of college/Institute have the 
necessary knowledge in fulfilling material and 
equipment for outcome-based training 
Training material resource position are adequately 
staffed 
Purchased materials are appropriate for training 
There is a continuous follow-up of purchasing process 
on the side of concerned bodies 
There is a timeliness of purchasing and distribution 
p_rocess of training materials 
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No 
1 
2 

3 

4 
5 
6 

7 
8 

Instruction V: Factors that may slow down the effective implementation of 
outcome-based training are given below. Please, indicate your agreement or 
disagreement by putting (./ ) in the box according to the following response scale: 
SA (Strongly Agree), A (Agree), U (Undecided), 0 (Disagree), and SO (Strongly 
Disagree). 

Factors that affect the effectiveness of training_ SA A U D SD 
Tendency to the traditional lecture method 
Lack of on-job training for trainers' on difficult unit 
competences incorporated in occupational standard and 
upgrading trainer's educational status 
Lack of well-developed instructional materials(Module 
curriculum, TrainingTeaching and Learning Material, ... ) 
Number of trainees 
Loose responsibility of trainees in the course of training 
Readiness of Institutional officials to facilitate the training and 
motivate the trainers 
The purchasing and supply system of training materials 
Organization and efficiency of the library 
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ADDIS ABABA UNIVERSITY 
SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION 
DEPARTMENT OF BUSINESS EDUCATION 

Questionnaire to be filled by Trainees of the Sampled TVET Institutions 

Appendix B 

The purpose of this questionnaire is to investigate the status of outcome-based training 
program implementation in Some Selected TVET Institutions in Arsi Zone. 

In addition, it also intends to appreciate the strength accomplished and thereby to forward 
possible solutions for the problems encountered in the course of an outcome- based 
training program implementation; if any. 

Accordingly, the researcher wishes to bring your attention that the success of this study 
will highly depend up on your frank, sincere and timely responses. So; I kindly request 
your contribution in filling in the questionnaire honestly. 

With best regards 

N.B. 
Please note that there is no need for writing your name 

Thank you in advance for your cooperation! 
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A. Background Information 

Instruction I: Some profiles of trainees are listed below. Please, select the 
appropriate answer from the alternatives given and encircle it or fill in the blank 
space where necessary. 

1. Sex: a) Male b) Female 

2. Age ___ _ 

3. Area of studyrrraining _______________ _ 

A. Main Information 

Instruction I: Items related to your understanding and experiences on outcome­
based training are provided below. Please, circle the response that best 
corresponds to your position. 

1. Did you get any orientationslinformation on outcome-based training? 
AI Yes BI No 

2. If your response to question 1 is "Yes", the contributions of orientationslinformation 
to understand the basic concept of outcome-based learning was: 

AI High BI Moderate CI Low 

3. How do you understand outcome-based learning? (You can give more than one 
answer) . 

AI Learning is modular, where an emphasis is on what the learner should be able 
to do. 

Bllt is an assessment oriented against predefined performance at the end of each 
tra ining modules 

CI Learners have to take greater responsibility for their learning 
011 don't have awareness on outcome-based learning 
EI If any other, specify _________________ _ 

4. In what ways do you think outcome-based learning differs from the traditional 
learning? 
AI Trainees compete with the predefined performance not with each other 
BI The focus is on the achievement of competencies , not the time spent on 

training 
CI A and B 
01 If any other, specify _________________ _ 
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5. Were you informed about the unit competences of your training by the trainers 
before you started occupational training? 

AI Yes B/ No C/ Uncertain 

6. If your response to question 5 is "Yes" which point was made clear to your 
training? 
(You can give more than one answer) 

A/ what the learning outcomes are 
B/ How learning outcomes are assessed 
C/ How individuals progress of training is checked 
0/ If any other, specify _________________ _ 

7. To what extent your trainer's intend to ensure that all trainees actively work 
individually according to outcome-based training activities? 

AI High B/ Moderate C/ Low 

8. How sufficient do you think are the existing equipment/machines that would help 
the trainees to acquire skills according to module training? 

AI very sufficient B/ Sufficient C/lnsufficient O/No 
equipment/machines 

9. According to your observation here in the college/institute, your trainer/teacher 
have given more emphasis to: 

AI Competitive learning B/lndividualistic learning C/ Group learning 
0/ If any other, specify _________________ _ 

1 O. ln your opinion, is the training according to your expectation? 
AI Yes B/ No 

11 . If your answer for question "10" is "No", why? 
Alit is more theory B/ materials are not modularized 

C/ Shortage of facilities 0 / Low interest of trainer for practical 
training 

EI Other reasons, please 
specify ______________________ _ 

12. According to your observation, an emphasis given to your outcome-based training 
by the administrators is: 
AI Very high B/ High C/ Average 0/ Low 
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13. According to your experience, how do your trainers monitor learning outcome 
tasks? (You can give more than one answer) 

Ai Visiting me while I am working on the task 
8/ by regular progress reports 
C/ by final products of my work/ task 
0/ If any other, specify _________________ _ 

14. According to your understanding which part of outcome-based training needs to 
be assessed? 
Ai The process of work 8/ The product of work C/ A and 8 
0/ If any other, specify ________________ _ 

15. ln your opinion, the training time provided for practical session is: 
Ai highly sufficient 8/ Sufficient C/ Insufficient 

16. ln your training institute/college what ~re the major problems that hamper effective 
implementation of outcome-based training? 

17. What do you suggest to improve in facilitating outcome-based training in your 
training Institute/College? 

.. 
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Instruction II: Different instructional methods/ strategies that your trainers 
employ to deliver an outcome-based training are listed below. Please, show how 
often your trainers/teachers use in your training by putting (./) in one of the 
boxes in the response scale 

How often used 
Instructional Always Mostly Sometimes Rarely Not at 
Methods/strategies all 
Lecture! EXQlanation 
Demonstration 
Question and Answer 
Group project 
Individual project 
Hands on practice 

Instruction III. Factors that may slow down the implementation of outcome­
based learning are given below. Please, indicate your agreement or 
disagreement by putting (./ ) in the box according to the following response 
scale: SA (Strongly Agree), A (Agree), U (Undecided), 0 (Disagree), and SO 
(Strongly Disagree). 

Factors that affect the effectiveness of training SA A U D 
Tendency to the traditional lecture method in the course of 
training 
Number of trainees in class 
Lack of a clear picture and objectives about outcome-based 
training prior to actual training 
The physical set up and equipped of class! workshop! 
laboratory 
Knowledge on the relationship between outcome-based 
training and assessment 
Readiness of Institutional officials to facilitate the training and 
motivate the trainees 
Organization and efficiency of the library 
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Appendix C 

flt,V ODm.e.7f> 'PC; '}'ltry OilCo, "'} OJ.fl;p 0 1'7.1'''' fuu'},?fl:" f-th~.hC; no·f O1U'Am~ 
-ttf-try:" OJ.fl;p OJ.ill.:"'} rIDOl:" f f.l1 flAmC; (Outcome-based training) TC'16-SJU 
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OOD(\fT rOD~:"rh. Ult(l·:f·'} (\oom~9l' ~OJ. 
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1. X;1 -

2. ()S?:ULJ. U. 17-20 1\ . 21 -24 rh . 25 'hlJ Olt.e 

3. ilu' ') (1on{J Am') It.e f 1\ l·wJ.l7i m. (TO. ,£I -------------------------------------- --------

"(,' 
~£:~----------- ----- - - - ---------

tutU 07':;' rel\.:t onm.e~'f o).m':'· ') 000£::" t}~£:1 {)AmlJ (Outcome-based 
training) iloflJ1' ""'l°nc: 'h '}~.U·9" on£:.~:'· ,7C r..,. f fH· lJ:fo).:: :"nnA '1m. 
,eAho).'}1 'lim. '} 9"C 6 '?, ~~A nO·om .. ;: I\n~:" p:r9Jl· "'·1ll..m. '} onA{) Orm'~ 
on A {)In.. 

1. m~tl.U OY{JAm41 ""4'9"/ttfb~: I\{)AmlJ hon'?ll:"u(li O~:,· {)I\ OVIb:"'} on{J£::" 
f ~£:1 {)AmlJ (Outcome-based training) TC:'?b-9" Ocf! ,?'}tJeb il "I "1..,. 'IA/7j A? 

U. il ,?:~;F I\U' 1\. }" It 1'ftJ·9" 

2. 1\1' f-t "1" onA{)U/7i "u" hlf'l aJ.{Ib:'·'} on{J£::" f ~£:1 {)AmlJ,} (Outcome­
based training) l\ on1'}H'01I\OYm:" fl\m. il{)""CPI1~ 9"'} .eUA '1m.? 

U. h~""~ '1m. 1\. ont}hl\~ '10). rh . 1f:"""~ '10>. 

3. m.m.:'·'} onO£::''' f~£:1 {)AmlJ,} (Outcome-based training) P""£:~1im.l7io). 
09"'} onAn '1m.? (hh,}.e- Olt.e ooA{) oo{)m:t .e;FilA) 
u. {)AmlJm, O'l°~A {J,lf,} :"h·£:..,:9" P{JAflJ]. Ponflb-:''' ::;'/\°7 nu/\":''' 'hlJ 
1f,}llfb It.e 

onlf',·'} 
1\. OP{)AmlJ 'l0~t'\ , on(,r;),£: 7j 0 (TO. f OJ, P on{)b-:" .(1:J>:,. 9"HlJ UDm{J S?: .e 1\0:" 
onlf'J.,) 

rll . OAflJ:~ I\{)AmlJo). h~""~ UIt~'1:" .et"H' onlf',·'} 
00 . OVIb:"'} ono£::" f~£:1 {)AmlJ (Outcome-based training) It.e 9"'}9" ,?'}tleb 

PI\ :~9" 

4. OJ.n)":''' '} ono£::" f ~£:1 {)AmCj' (Outcome-based training) h..,.t'\9" f!. {)AmtJ 
09"'} .e1\.fA 'rll\u/7i ;1'{)llI\U/7i? (hh,}.e- Oil.e ooA{) oo{)m:t .e;FilA) 

u. (JAflJ7/'"f' pU?m~.~-;·:'· 'hC{) (1C{) ".elf'} (1(TO·,e ~£:~OJ, (Occupational 
standard) h"" cf>rmmOJ. {)t,. .f:C7.:'· (Predefined performance) .'JC '10). 
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IL rflAm'J01. ,l·h·l1· rOIJ'.f01. r
} 'O.P1' O1Jfl{.tl.Wr ~.e. h'}~ flAm'J01. 

NT?, (JJ fl Y.. 01. 
'1.11, h .e. y"1\ cr 

rl,. "u" h'J "1\" uoAfl 'J:f01. 

5 . flAm'J hUD~UlJCU/7i 0&..1' (Jht'lAf1):~U/7i fll\ }',uPtCf! '(J.P1' (Unit Competence) 
"'1A}(AUAf"ti A ? 

U. h91'} 1\. hA 1'11\8A:~9') rh. ~\C'?m;;: h.e.Y..I\U·cr 

6. 1\1'.fck "5" uoAfluFli "u" htr~ r',"ll\8Auf"li h"?h-f'1\·1· r1''101, ~01. r'I'11\801.? 
(hh1~ (J~,e. uoAfl OUflmT .e.;F~A) 

u. rrflAm'J01. 1Clt--ce OVn.1' (Leaming outcomes) cr'} cr'} h ,}Y..tr~ 
1\. rrflAm'J01. 1Clt--ce OVn.1' (Learning outcomes) h'}f.,1' h,}y"f1?,ouH'} 
(h. h.f'}.~ '},~, t'lA f1):~ (JflAm'J 01. uot'll1' uoflt--'I:'}'J )',I\out'lt---f::,} (Jh~11' 
tTCf .fl}.e. ~C1' 

/Progress chart! (Jr'1.lt01. I\t'lA f1)]. h '} Y.. (IrJ.1I\iJ 

7. (Jh'}",/;r: crAh:t- O1,m1''} out'll1' ()Y..l1 flAm'J~.e. hf1P.,}~, t'lAf1)~ 
(JflAm'J 01. out'll1' h rt'lt-- fll\uotr'/· r }"t'lA f1):~u/7i t'lA f1)~l-'} rouh:t-",A (). ~;:I" 
u. h~"'~ ~01. 1\. out}hl\;;: ~01. (h. 11~·t'~ 1101.. 

8. (JflAm'J q0}f.I\. out'll1' t'lAf1)]. ron'fol.. '} nUl\o1' /Skills/ h'}~,{.r.l,r(J1' 

r f1'l.ffll-l\. rflAm'J oul}tf91l-/tTCfocrl- (Jh'}"'/:(: hcr~1' .fl\·(JT Y..l~? 
U . (J f1) cr (J cf:! 1\ . (J cf:! (h . (J cf:! h .e. y"1\ cr 

9. (Jh '}",;:r: crAh:t- (J,1.U tTCft'lAm~ -f'<I'cr/I1l\,~ ht'lA nl~":j'/hfl",tTCft91l- (JflAm'J 
ht'lf1)1' ~.e. 1'h·l1' r('"l.f y"C'1-1' (Jcr'} ~.e. ~01.? (hh1 ~ Ol\,e. ouA{) OU{)mT 
.e.;FI\A) 

u. 01,~ ~t--ce (Competitive) flAm'J ~.e. 1\. a}~ce (Individual) flAm'J ~.e. 

rh. (J'~'Jce (Group) flAm'J I\.e. 

10. (J)', ,}-f'/:(: }"fl-f'I}t'l'(J (Juot'lm l' ~.e. .f 1\01.. O1,mT'} out'll l' f Y..l1 flAm'J 
I\flAm'Jol.. (J~(JlU/7i '1cr,l· ~01,? 

U. h91'} 1\. h.e.Y..l\r 

11. 1\1' fel: "10" uoAflU/O "1\" htr~ I\cr'}? (hh1~ (JI\,e. ouA{) OU{)mT .e.;FI\A) 

U. (J}',.(JII~01, flAm'Jol.. t91t fll\tr~ 

1\. rflAm'J tTCf-f;t.ffl"":j· (JflAm'J qO~:l\. out'll l' hl\uotr,} 
rh. rflAm'J tf-.('l.t\.,t91·,1· h1'l1' uacrc 
ou. 1\"''1()t--ce flAm'J rht'lAm""" ~~11' 11~rf';;: uotl',} 
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{)Am'i' 
(Outcome-based training) rr''I.t'lm·-l· .. l·h·l,l·'i' h-l·-l·A 
u. ollJr h~·"i1 '1m~ l\. h~1'i1 '1m. rho ou'lhl\i1 '1m. OU. 1'~"'i1 '/0)' 

13. )",t'lA 1lJ:~U/7i r{)Am'i' aV1L-l·UFli~.e h-l· -l'A r°'l. J~ f..C1·,1·'i' f'"'1.1 OU"lOD';'· 
or'} H.e.. '1m.? (hh,}.(' O~.e ooAlI OU{)mT .e~~A) 

U. O"""lllC {)t- ~.e hfl\tJ· Ooo-)·frf-l· 
l\ . 0f'1JLm, f{)t-f .. '} m,m-l' f..l~ frt'l.ft).e t7'C-l' Ooumf~ 

r/l. f{)t-f .. '} ("ro(,f.l,ll)~ oVlL-l' OOYf'-l' 

14. oVlL-l''} ("rot'll-l' .r f..l1 {)Am'i" (Outcome-based training) rll'i' (Assessment) 
On'}·I'/1: "I'}tl(l. f'("I.t")~f..m. r'} ~.e '1m.? 

U. O{)t-f' .. 'If..-l· l\. O{)t-f' .. oVlL-l' rho "U" h'i' "l\" 

15. On ,}1'/1: n{)..,·t)t'l·o l\"""lllt-ce ()Am'i' IPractical trainingl f'"'I.t'l'PU/7i "I:.L 
U. ollJr O<t '1m. l\. O<t "0). rho O<t 

16.001Jt'lAmt1 1'4'ru/7i O).{)'P 0).m1·'} out'll-l· f f..l1 {)Am'i' (Outcome-based 
training) 01'I)'l\ tJ·~;l' h'}P,.e·I'10C ff..l',·-l' CP'lt1 "f"lr:l· r'}~''} 'i'~m, 
oOl\u(li ;l'{)lll\U/7i? 

17. m,m1''} ("rot'll-l· f f..l1 {)Am'i' (Outcome-based training) O'PtJ· tJ·~;l' 
h '}"t1'10C r'} oof..lDJ nl\O-l· -l·~l\U/-l·.rl\ 7i? 
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m.m·}· ' } rmf'll.'} .f' ~t.1 flAm'J (Outcome-based training) t\uoflm '}' i',f'lA"liuJ'1i 
~h"l.m <,", no·llra). "'If'lAm;;: tlJ!..?J':f'· hlf.u O;J' ':f'· r'·IIC'lft.lJJ A :: .eU r

} (v'" ) 9"Ah-l' O(mm"'~ 
i',f'lA"l ~~uJ'1i rOYf'lAm'1 lfJ!..m. ' } 09U

'} ~t.~ h '}~(I'I.m·'·no·O·}· _"1'1\0 O"",,·(mm(IJ. m'}mt.1f 
m fl~r )',fl<I'~1'/bl'" . 

r i', m :J->.,' 9u 11' ~;J' 
-,. ~JOYf'lAm'1 tlJ!..?':f· l1'A 1.11. Oi'l'f)II'1 m. i', '}W}.e.. m.fl ' } 1,IL (.I.\,C (l 
.,~ (Always) (Mostly) (Sometimes) (Rarely) )',.em"'(fo.~ 

(Not at aU) 
1 1t\'1 

2 IPC'Y' 'ry'lr'}' 

3 rr ,f'tj: 'J rmAfl 

4 ",.,·T Tr.'~h·l· 

5 '?A Tr.'~h --}· 

6 "' '?Ill: P'lr 

m.m --}·'} rmf'lt..} . .f ~t.1 flAm'J (Outcome-based training) W"l,t.t\ 1m. ~t.~ h '}~ .e"'10C 
~h,}.f --}· t\.tn· r OlI.1··t\· r~r-l' hlf.u O;J' ':f·· "'·HC11t.CPt\ : .eU'} (v'" ) 9u Ah,} Ouom"'~ 
rfl~SfU'1-l'u'}J'Ii'} ~t.~ <#>1'1\0 O","'unmm. IP'}mt.~ff m.fl1' )',fl">~1'/61.b 

1 O)'d) tt '101. OflAm'J 'I.~.,: m.fl1' '1; r-t 'i' 1t\'1,} runm"'~ 
i', l' oy mi. ,f' 

3 flAm'J h(m~u".,. Ot.-l· m.m'}·'} unf'lt.,l· .f'~t.1 flAme; 
(Outcome-based training) ~~l"l,} O'?Ab ilt\unt.~'l· 

4 r9>chifT OJ.e~ ~(lt.,y·t i',IPt.C 'J ""10.'1,l· Il~:fm. 
rflAme; rFo'lt,e9>':f'·/oy'W;,':f'· i',t\(m"'l~-l' 

5 m.m.-l·'} (mf'lt. ,}. 1l~t.1 flAm'J (Outcome-based training) 
he; OJ.m-l·"} rmf'lt.,}· 1l~t.1 9u H'J (Assessment) (mtlhA 
.f't\ m. '} 'If 9U .f.: 'J )" t\ 01, OJ:" 

6 r"'lf'lAm'1 """'9u (}~t.9)·f· m.m·}·'} rmf'lt.'} ~~t.1 flAme; 
",.o'Ilt.(/~'1'l· 11' ~;J"} roym,;f:,!.} h'J f'lA nr·'r:f·'} t\flAme; 01. 
"'I 'I:}> :}>,}.~.e 'H"':q'. i',t\(m(f'} 
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ADDIS ABABA UNIVERSITY 
SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION 
DEPARTMENT OF BUSINESS EDUCATION 

Appendix D 

• Interview guides to be made with Deans and Directors of sample TVET 
College/l nstitute 

1. Have you ever had any training on outcome-based training delivery 
system? 

2. To what extent trainers are competent /qualified/ to provide an outcome­
based training? 

3. Do you think that the materials, tools and equipment and other facilities 
essential in the delivery of outcome-based training are ready according to 
resource requirements of unit competences of occupational standards to 
support occupational learning processes and thus helping to achieve the 
desired learning outcomes? 

4. How do you see the practices of outcome-based training in your 
co Ileg eli nstitute? 

5. Do you think your college/lnstitute have allocated adequate budget for 
purchase of materials, equipment and resources necessary for conducting 
practical training? 

6. What are the feelings of trainers regarding to an outcome-based training 
programs? 

7. How do you evaluate support of TVET Agency, Zone TVET office made to 
your college/institute in implementing outcome-based training? 

8. What problems do you encounter so far in practicing outcome-based 
training? 

9. Would you suggest how it could be set on in order to improve the future 
practice of outcome-based training at your College/lnstitute? 

10. What are the major factors that you think would affect outcome-based 
training delivery system in your college/institute in the future? 
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Appendix E 
ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 
COLLEGE OF EDUCATION 

DEPARTMENT OF BUSINESS EDUCATION 

Observation Checklist for Outcome-Based learning at Classroom, 
Workshop, and Laboratory 

I. General 
1. Training course (being observed) ____________ _ 

2. No. of trainees in the class/workshop: Male __ Female Total 

3. Seats / training arrangement. ____________ _ 

II. Details in classroom / workshop/laboratory instruction: Tick Y (Yes), if 
the appropriate activity is observed or demonstrated or tick N (No) if it is 
not observed 

Items Y N 
I. classroom / workshop/laboratory 

Is classroom / workshop/laboratory suitable in terms of seating , 
heating, lighting, availability of training resources , etc? 

II. The Instructional process 

Does the instructor: 
- Make sure that trainees know what is expected of them by 
way of preparation? 

- Arrange classroom / workshop/laboratory as per training 
requirement? 

- Encourage all trainees in individual and group work in Outcome-
based training? 

- Intervene in the trainees work appropriately to encourage the 
progress, to take corrective measures task performance 

E-l 
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Appendix F 

Auto mecha.oics - A 

F-l 



.1 
I 
I 
I 

.1 
I 
I 
I 

.1 
I 
I 
I 

I 
I 
I 

I 
r 
I 
I 

Auto mechanics - B 
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Information Technology (IT) 
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Hotel Management 
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