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ABSTRACT

The purpose of this study was to assess the challenges of TVET Colleges in Benshangul
Gummuz Regional state. The study has been conducted in two governmental and two
non-governmental TVET Colleges. The trainees, trainers, College management bodies,
and Regional TVET experts were the main sources of data for the study. Stratified
random sampling approach was employed in selecting the trainers and trainees.
Questionnaires, interviews, observation check list, focus group discussion, and
document analysis were the instruments used for the collection of data. The data
obtained through questionnaires were analyzed using statistical instruments like
percentage and weight mean values. The data are analyzed and interpreted
guantitatively as well as qualitatively. The results obtained from the study suggest that
the TVET Colleges in the region are not supplied with qualified and skilled trainers and
lack machines, equipment, workshops, libraries, classrooms, books, and other facilities.
Furthermore, findings reveal that lack of adequate facilities, shortage of skilled
manpower, lack of awareness regarding TVET strategy, lack of adequate budget, and
lack of commitment of concerned bodies are challenges of TVET colleges in the region.
Besides, Colleges are not well organized and have not enough resources to implement
current TVET curriculum. Lack of skilled trainers, lack of facilities and machinery and
weak internal organization are major challenges of trainees in the college while,
unsuccessful Center of Competency (COC) exam, competing with others and lack of
employers are expected challenges for trainees. There is no professional guidance and
counseling in the colleges and trainees cannot decide their opportunity and will have
job. Lack of cooperative training and COC assessments is not employed and these have
an effect on quality training. Finally, Based on the findings and conclusions, the
following points were recommended to address the existing challenges in the Region
under study: Staff development in the Colleges; internally organized TVET systems in
the region and TVET ingtitution; and raise social awareness about the importance of
TVET in the region for all societies should seriously be considered. Necessary facilities
should also be fulfilled. In addition, tracery studies should be carried out before
providing training, and trainees have to be encouraged in self-employment. Besides
strengthening the labor market information system; establishing and enhancing
technology transfer department; enhancing supervisory and professional support;
offering opportunities for further education for trainers; and establishing professional
guidance and counseling services are issues to be addressed.

Vi



CHAPTER ONE

1. INTRODUCTION

This chapter deals with the problem under studyitndpproach. It comprises background
of the study, objectives of the study, significaréehe study, delimitation of the study,
and definition of terms.

1.1 Background of the Study

Education has the power to transform lives. It Heves peoples’ freedom of choice and
action, empowering them to participate in sociall awolitical lives of their society, and
equipping them with the skill they need to devellogir livelihood (UNESCO, 2010:135).
Thus, people need to have the chance for beingsexbto education in general and
practical skill of training in particular. This eapure would help them to insure their
existence and contribute in building their courgrgconomy. To assert this UNESCO in
African Union (2007:17) states the following:-

Since education is considered the key to effectiegelopment
strategies, technical and vocational education draining (TVET)
must be the master key that can alleviate povengmote peace,
conserve the environment, improve the qualityfefflr all and help
achieve sustainable development.

In the Ethiopian context, this practice of techhi@ad vocational education and training

has significant role. The overall objective of tational TVET Strategy is:

to create a competent, motivated, adaptable andvative workforce

in Ethiopia contributing to poverty reduction anocgal and economic

development through facilitating demand-driven, hhigguality

technical and vocational education and trainingeseant to all sectors

of the economy, at all levels and to all pe@@I®E, 2008: 12).
TVET is an integral part of the Education for AERA) initiative and through its
orientation towards the world of work and the asgign of skills play an essential role in
promoting a country’s economic growth and contiitigito poverty reductiorensuring the
social and economical inclusion of marginalized oamities. Bunning & Zhao, (2006:19)

state that training and education are increasimgfiggrated into production and work-
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processes to achieve a balance between implicereqred learning and systematically
contextualized training processes. Regarding WYilgynuamlak (2000:13) mentioned that
the primary function of vocational education isassist individuals in building desirable
and effective work habits and gain the requiredwdedge and skills of occupation to
either enter and/or make progress in it. SimilaMgsresha (2004:16) substantiates this
idea by saying that society would equally benefanf the service of technical and
vocational education in human resource developmeatt is responsible for the growth of
Gross National Product (GDP).

Besides, quality technical and vocational educa#ind training (TVET) help develop the
individual’'s knowledge of science and technologyaifbroad occupational area requiring
technical and professional competencies and spesifcupational skills (UNESCO and
ILO, 2002: 2). As economic, social and technologichange gathers pace, people
everywhere need to develop their knowledge andsskih a continuous basis so that they
can live and work meaningfully in the knowledge isbc Education and training
contribute to an individual's personal developmeinicrease her/his productivity and
incomes at work, and facilitate everybody’s pap@tion in economic and social life. It
follows that education and training can also hefividuals to escape poverty by providing

them with the skills and knowledge to raise theitpoit and generate income

The other issue pertaining to TVET is quality. Aetvery centre of quality technical and
vocational education and training lies an effectiteraction between trainers and trainees.
In fact, an overall improvement in vocational skifbor employability and citizenship can
only be realized if there is an improvement in thmlity, effectiveness and relevance of
training. Many, both in the developed and develgpoountries, are increasing the
emphasis they place on improving the capacity dfreal and vocational education and
training (TVET) systems, in recognition of the imfamt role TVET plays in equipping
individuals with relevant skills and knowledge fitve job market. TVET can also better
enable individuals to participate in social, ecoimnand technological innovation
processes. Therefore, embedding TVET into regiandl national innovation structures is
of paramount importance to the economic performaand social development of
countries. Having a pool of skilled and knowleddegieople within the TVET industry is

2



as important to the TVET industry as it is to thdustries TVET serves (Bunning & Zhao,
2006:17).

The development of TVET differs from country to otny. For instance, TVET in different
countries in Africa has various stages. On the wh®VET has three objectives. The
primary objective of all technical and vocationaueation and training program is the
acquisition of relevant knowledge, practical skdlsd attitudes for gainful employment in a
particular trade or occupational area. The neduhikdraining to employment is at the base
of all the best practices and strategies obsenattwide. In recent years, in view of the
rapid technological advances taking place in thedanarket, flexibility, adaptability, and
life-long learning have become the second majoeahje. The third objective, which is
particularly important for Africa, is to use TVEE a vehicle for economic empowerment
and social mobility and for the promotion of goodvgrnance and regional integration
(African Union, 2007: 24). | think in addition tbése objectives TVET can have also make

trainees self-employing and productive sectionsoaiety.

Meanwhile governments in sub- Saharan Africa fammes of the toughest challenges in
reforming TVET. Finance is part of the problem igion across the region. They suffer
from a familiar combination of under investmenteiquipment, low pay for instructor and
problems recruiting qualified staff, and higher papital cost four times that of secondary
schools due to small class size than general dda@atNESCO, 2010:87). Survey reports,
for example, Meselu (2007:3) has studied the TVElaton in Ethiopia and concluded
that TVET face various challenges. According to Beme of the problems are the
dynamics and changing demand of skilled labor, apemativeness of enterprises and the
society to implement TVET programs and expensiveinéshe program by its nature, lack
of career guidance and counseling and the like.chialenge mentioned above gets worse

in the study region-Benshangul Gummuz Regiona¢ stat

The delivery of quality TVET is dependent on thempetence of the teacher. The
competence is measured in terms of theoretical ledye, technical and pedagogical skills
as well as keeping abreast with new technologiethenworkplace. UNESCO (1990:33)

stated that Technical and Vocational teacher’'s neemsaintain up-to-date knowledge of



their subject content and possess the necessdis/tekieach successfully. Since replacing
equipment which becomes obsolete in the contextapfd technological advances is
difficult, technical and vocational teachers arepiepared to meet the needs of their
students. Moreover, the new requirements of inglsand commercial enterprises are
some of the problems of training TVET teachers.obloee in Simon(2002:2) states that

the relative success or failure of programs of tiooal training depends largely upon the
ability to attract and to hold eager, happy, antk dbachers. It is highly desirable that
teachers meet fully and if possible exceed thedstals set forth in the state plan for

vocational training.

The development of effective programs of TVET aisquires a great deal of attention to
the facilities needed for good instruction. Tramidor high-quality skills requires
appropriate training equipment and tools, adequafgply of training materials, and
practice by the learners. Other requirements ircluelevant textbooks and training
manuals and qualified instructors with experiencenterprises (African Union, 2007:38).
The over all condition of facilities and materialsTVET should have solved the problems
of power, spare-parts, consumable materials, nreantee, proper manuals, storage and

organization; proper allocation of machines andemals (Birhanu et al, 1992:53).

Successful TVET System typically provided a stréing between the world of work and
the world of school, requiring active engagemenphbyate sector. The curriculum and the
approach to train/teach also matter (UNESCO, 2Q10ie current curriculum is not

properly implemented in the region.

In Benshangul Gummuz Regional State there are @owantal and non-governmental
TVET Colleges. Among the governmental Colleges, th® Governmental TVET

Colleges, namely Asossa and Manbuk, were estallish2002 (1994 E.C). The Colleges
provide training in industrial, and business sexct@n the other hand, most of the non-
governmental colleges in the region were estaldishecording to the country’s Education

and Training policy to provide training in busingasd health areas.



In Benshangul Gummuz region, until the year 2000(Q293 E.C), there was no
Governmental and non-governmental technical schblén the two TVET institutions
were established in two zones and started workm@Q02 (1994 E.C). Therefore, a
considerable change in TVET development is obsemeBenshangul Gummuz Region
through the establishment of these TVET institwiomhus, this study focuses on two
Governmental TVET Colleges and two non-governmefdET Colleges. This study,
therefore, tries to examine the basic challengekegxisting TVET Colleges in aspects of
the provision of qualified teachers and necessgujpenent to successfully carry out the
training programs way of achieving their goals. ®twrer, this study will be assessed the
Colleges furnished with the necessary materials tants based on the current TVET

curricula.This study also evaluates the current practich®hiational TVET strategy.

1.2 Statement of the Problem

Technical and Vocational Education and Traininggpams in developing countries, like
Ethiopia face lots of challenges. In Africa, thealijty of training is low, with undue
emphasis on theory and certification rather thanskills acquisition and proficiency
testing. Inadequate instructor training, obsoletaining equipment, and lack of
instructional materials are some of the factors doanbine to reduce the effectiveness of
training in meeting the required knowledge andlskibjectives. Appropriate workshop
equipment, adequate supply of training materialsgd g@ractice by learners are the
requirements for high quality skills training (Adean Union, 2007:23).

In Ethiopia, the major challenges facing the TVEDgram are well documented in the
TVET strategy. Some of the major challenges includew quality and theory-driven
teaching due to resource constraints, lack of eskilTVET teachers, under-funding,

resource shortage, lack of adequate place of watk@nning costs (MOE, 2008: 11).

The other major problem in all developing countigshe relevance of content of TVET.
Updating and revising of curricula mostly takescplaafter a major crisis in the labor
market or problems of graduates’ unemployment. &here no systematic evaluation,

graduate tracer systems, and effective two-wayalyels between industry and TVET



(Abdule, 2009:23). Because of this, the materiads ndt take into account the local
situation. It is necessary to relate such issud¢hl thie situation in Ethiopia, particularly

with the reality in Benshangul Gummuz State.

In addition, challenges in the TVET institution® dack of updated training materials and
tools; lack of skilled manpower; not fully practig according to the current TVET
strategy. Moreover, due to other challenges thegdan the training environment, use of
too old items of equipment that have been useddoades, lack of adequate facilities, less
awareness of TVET in the region. These are somtheffactors that are combined to
reduce the effectiveness of training in meeting tequired knowledge and skills

objectives.

In light of the above discussions, the major puepos this study is to investigate the
challenges of Technical and Vocational Educatiod dmaining (TVET) Colleges in
Benshangul Gummuz Regional State. Therefore, the foeus of this study was to answer

the following basic questions:

1. What are the challenges of Technical and Vocatidédlication and Training
(TVET) Colleges by ways of achieving their goals?

2. How are the internal organizations and resourcalabiity to implement the
current TVET curricula?

3. What are the current practices of these TVET celewith respect to national
TVET strategy?



1.3 Objectives of the Study

1.3.1 General Objective
The general objective of this study was to asskeschallenges of TVET Colleges in
BSGRS towards the training delivered and to reconthpossible solutions.
1.3.2 Specific Objectives
The specific objectives of the research were tHeviang:
1. To identify and examine, the basic Challenges efekisting TVET Colleges in the
implementation of their TVET programs.
2. To examine and understand the internal organizati@hresource available in the
Colleges to achieve their goals.
3. To examine, the current practice of the TVET cagis-a-vis the national TVET

strategy.
1.4 Significance of the Study

As TVET is essential for the fulfillment of indivihls needs as well as for the national
growth, assessing the challenges of the TVET Ceflieg BGRS becomes unavoidable and
necessary. In light of this observation, the regearbelieves that the study would have the

following significances:

- It may help planners, regional TVET experts, Ca@leganagements and policy makers
to be aware of the challenges and there by lookdtrtions based on the findings.

— It may encourage other interested bodies to belvedan strengthening the finding of
challenging and the implementation of TVET to picatcondition.

— It may help the concerned institutions involvinglamproving the implementation of
TVET.

— It may give chance for experience sharing of ingtihs from each other.

— It may initiate other interested researchers toyoaut more detail studies in the area.



1.5 Delimitation of the Study

According to MoE, (2009:55), all in all, there dré TVET institutions in BGRS, of which
ten institutes are college level while the rest previding in distance mode. Of these
colleges, five of them are non-government sponsa@ed are private. Where as the
remaining are sponsored by government. The fornsgditutes provide training on business
and health sectors and the latter give traininghdastrial, health, agriculture, and business
sectors. The results would be more complete andppgimnsive if it were possible to

include all of the TVET institutions in the study.

Hence, taking constraints such as proximity, fin@nenatters, and the researcher’s
engagement in a tight work duty into account, tinelys was delimited to two governmental
and two- non-governmental TVET Colleges. Therefom®, governmental colleges namely
Asossa and Manbuk and two non-governmental spaltifidt/A and Cenaf, which are
producing trainees in the industrial and businessoss were selected. Regarding the focus

of the study it was limited to the challenges ofHVMColleges in TVET training.

1.6 Definition of Key Terms

The following technical terms are used in this pasedefined hereunder

Technical and vocational education and trainings education and training to acquire the
practical skills, know-how and understanding neassdor employment in a particular
occupation, trade or group of occupations or trgd&ESCO in African Union, 2007:19).
Quality training is defined as a measure of the training receinadeeting the knowledge
and skills objectives, is at the heart of effectiecational training (African Union,
2007:36)

Training means any technical and vocational education eaiding provided through
formal or non-formal program leading to a certifecar a college diploma and it also
include competence earned trough work experiendeatiested by the test of professional
competence (Federal Negaritgazeta, 2004:2552).

Trainee means a person who participates in technical amchtional education and
training program provided by a training institutiaith a view to acquiring or upgrading
his technical and vocational skills (Federal Negareta, 2004:2552).



CHAPTER TWO

2. REVIEW OF THE RELATED LITERATURE

This chapter presents review related literaturé hiedps to enrich the study. Under this the
topics of historical development of vocational eahion, concept of TVET policy, the
purpose and objectives of TVET, challenge of TVHE system of TVET training, human
resource of TVET, material resource in TVET, guiciam TVET, information source of
TVET, and the current practice TVET in BGRS werscdssed.

2.1 Historical Development of Technical and Vocatigal Education.

The history of vocational education is as old a&shistory of human being. It started where
people learned essential skills through a trial amdr method and advanced when they
started to acquire education in its informal foi@&enerally, it started when man began to
live together and stated to produce for his baseds (food, clothing, and shelter).
Historically, work was the true site of vocatiortahining. In this regard, the primitive
society used the digging sticks, stones, bonesfiemdo cleat the vegetation and hunting
and gathering their food. During this period thegass of learning was simple imitation of
skill, and knowledge passed from father to son faosh mother to daughter continuously
and verbally. Such awareness was based on whah#dwegpcquired from their parents and
what they had learned by trial and error duringgtagluctive activities (Evans, 1971:10)

Traditional skills training existed until the 1400s the developed world. But it is still
continuing to exist in most part of the developimgrld, especially in Africa, where it is
used as a major provider of vocational skill tragiTechnical training in the modern sense
developed during the industrial revolution periodthe 18 century, in order to produce
the skilled human power required for the newly lelsthed factories at that period, in
which TVET was seen as an opportunity for the pedgdving the peasantry life (Delors in
Aleka, 2008:10).

In the mid of the 19 century, mass production was developed and indafidraftsmen

became obsolete and the production of goods shifted the small shops in to huge
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factories. It was the huge production system tloatefd the big factories to establish
vocational school, in or near their own plants, fioee aim of training their own future

workers before they actually assume their produdtiaties (Ibid).

In the twentieth century, technical schools werpagxied and post-school training were
arranged to have a strong link with industries sTeriod was the period when there was a
great pressure to expand TVET to satisfy the ndedsthe labor market and when
industrialized countries understood that the qigalifmanpower had move decisive
importance than any other production factors (Mdré94:86).

The 2£' century, is the era of information and communaatiechnology on one hand of
knowledge and skill on the other hand where compame other recent technologies do
not only provide a myriad of new products for tharkets but also the way the work is

carried out.

Nowadays, the dynamism of technology and the wwrtte globalization put TVET on the
top of the development agenda of the countriesrderoto produce well- trained and
gualified manpower in the shortest possible pebdime to cope with the changing
situation and to complete in the world market (AgR008:12).

The introduction of TVET the Ethiopian educatiorstgyn dated back to more than 50
years. However, the development of the sub-sectdhé past was slow and not up to
desired level and quality owing to failure to gipmper place and emphasis where there

was no policy support.

After the expulsion of the Italians, the Ethiopigavernment paid some attention to the
establishment of vocational and technical school&thiopia as a part of its education
system. Wanna in Aleka, (2008:22) identified thperiods with regard to the TVET
development in Ethiopia. During the first era (1340960'’s) Ethiopia was rebuilding its
educational institutions and very few schools sérstidents from all over the country.
However, graduates from high schools that couldainttertiary level of education lacked
skilled to be employed among secondary school giadu From 1962 the government

converted the existing high school in to compressigh schools.
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The second era (1960's-1980’s) was mainly charae@rby the attempts made to
vocational high school education. The mission waseducing unemployment among

young high school completer. However, becausea) ¢td materials and human resource,
shortage of qualified teachers and limited budd¢je¢, quality of graduate was not as
expected and the problem of unemployment among Bigiool completers did not

improve much. It was during the third era (1980284) that the government decided to
strengthen a number of selected compressive asaweither vocational technical schools
in order to give effective skill training.

The new education and training policy give speatténtion to TVET by providing broad
and multi level foundations. The new organizatidntexhnical and vocational training
based itself on analyses of the training needshef dountry’s economic and social
development (MOE, 2003:3).

Hence, due attention is given to the organizatiod emanagement of the sub sector,
curriculum and educational materials developmesdgchier training, the expansion and
building the capacity of institutions, provide gtalssurance and accreditation provision
and supply of education facilities, technology, ieéds and materials as well as involving
the private sector.

Middle TVET program comprises three certificatedisv certificate | (10 +1), certificate
level 11 (10 +2), and diploma level (10 +3) andgbeavere timely based. However, the current
National TVET Qualification Framework (NTQF, 2016)1comprises five levels; level I,
level Il, level Ill, level IV, and level V and thesare outcome based. Level | and Level Il
training program is non formal training programeggare a person to perform in a range of
varied activities or knowledge application whererthis a clearly defined range of contexts
in which the choice of actions required is usualbar and there is limited complexity in the

range of options to be applied under the supenvisidevel IV or level lll.

Level Il and level IV training programs are formahining programs, a performance of
leadership and guidance are involved when orgamiautivities of self and others as well

as contributing to technical solutions of a nontiroel or contingency nature under
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supervision of level V. Level V TVET program traig, trainees’ perform the self-
directed application of knowledge and skills, wahbstantial depth in some areas where
judgment is required in planning and selecting appate equipment, services and

techniques for self and others (Ibid).
Generally, Ethiopian TVET system is more descriimeNTQF, (2010:2):

The TVET system is to be wage and self employmientex!, demand-driven and
outcome-based, and thus appropriate to addressdiwelopment needs of the
Ethiopian economy. It reflects an important paradighange during recent years
that puts quality and relevance of TVET as itstfpgority. An outcome-based
TVET system creates ways for the fair recognitiothe wide range of formal, non-
formal and informal training and learning existing Ethiopia, hence opening
access to qualifications for previously neglectathét groups. This will increase
their chances of an occupational career and cregéons for further education

and training.

Therefore, since vocational education is the medhahsafeguards both human and
natural resources, planners and TVET experts shbird how well people can be trained

to perform useful work.

2.2 Policy in TVET

Policy refers to a set of relatively stable goals, andaghof a strategy to reach these goals
over a considerable period of time. For nationdicpes for TVET the key goal will be
improved productivity of the workforce. In addiiocertain groups are typically identified
for special policy attention on equity ground, sy the unemployed, the poorest, the
disabled, as well as women and girls and underdestlenic groups. In particular regional
equity is generally a driving force in politics. Wever, equity driven aspects of TVET
policies also need to be directed at labor marlenahd, for unless TVET leads to

improved earnings for the learners, there is natg@ain either. The wide range of target
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groups for TVET in any society means that natigraicies cannot be confined to TVET
for youth still in school (Lauglo 2006:12).

TVET systems may differ from country to country andhin countries. TVET may be

delivered at different levels for different targgbups and age cohorts in different types of
institutions, including public and private techrdieamd vocational education and training
institutions, by NGOS, in enterprises, and appoestiip training centers through formal,

informal and non formal learning arrangements.

TVET policies would previously focus on the meclsams in place to prepare individuals
for the world of work. However, whereas this idl «i priority, the quality of TVET is
increasingly associated with having a broader séogleding personal and general skills
which can contribute to lifelong learning, partiaipn and community building, through
entrepreneurial skills as well as a broad set dfssiegarding sustainable development.
These broad skill sets tend to have a bearing dndividual’s employability, active civic
participation, and health, and to community buitdiand economic development at the
regional and local level (UNESCO, 2010:5).

High rate of population growth and declining ecomogrowth that causes large number of
unemployment and under employment in rural andrudvaas of the developing countries
including Ethiopia are the major challenges thadhargent responses. To attempt these
problems the countries should formulate and implargeowth oriented policies that focus
on available abundant resource such as human cesamd land. Hence, education and
training policy should be designed in order to addrthe mentioned socio economic
problems.

Finally, to implement policies and strategies, diegaml manpower at all levels is a must.
Policies with good intentions fail due to lack afadjfied people to implement them. This is
mainly true in countries like Ethiopia especially Benshangul Gummuz Region State

where more serious problems exigtis must be given serious considerations.
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2.3 The Purpose and Obijectives of TVET

The primary purpose of any technical and vocati@thication and training system is to
develop sufficient people with the right skillsrteeet labor market demandsd to produce
competent, adaptable and responsible citizens wdo a@ontribute to changing and
transforming the livelihood of the countries’ pogtibn. King and Palmer, (2010:6) state
that it helps to promote and support developmegbuantry, facilitate transition from
school to work for millions of school leavers, dogter equality of opportunity and social
cohesion. It also has a key role to play in addangssurrent problems such as the fight
against poverty, the food crisis, and deterioratibthe environment.

Smith in Aleka, (2008:14) writes that technical aratational education serves different
purposes. It is used to:
» Provide skill and experience considered valuablstbgents;
» Facilities the mastery of both non vocational aratational skills needed by
students;
* Provide hands on learning opportunities;

» Serve as an alternative for potential school drgpou

TVET is to deliberate interventions to bring abtaatrning which would make people more
productive in designated areas of economic activiywever, TVET will also have other
purposes which are not unique to TVET, and whisloe alpply to other forms of education:
to prepare people for independent economic actitatgmpower people to play a full part
as citizens in a democratic society which mears phrpose is to do with access, choice,
and equity of opportunity; and to enable every per® develop their natural talents and
capabilities to the fullest extent (Mansfield anddfel, 1996:3)

Developing countries including Ethiopia also needmprove productivity through their
economies in order to be competitive in the eraragfid economic and technological
change. Improved productivity requires not onlyitapnvestment but also a skilled labor

force. Besides the level of the country’s skilledrikers and technicians competency is a
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key determinant factor of labor force productivitfVET undeniably is successful in terms
of workers productivity (Middleton in Aleka, 2008l

The primary objective of all technical and vocasibreducation and training (TVET)
programs is the acquisition of relevant knowledgactical skills and attitudes for gainful
employment in a particular trade or occupationaaarSkills acquisition is vital for an
economy to compete and grow, particularly in an efaeconomic integration and
technological change. TVET is a direct means ofviging workers with skills more

relevant to the evolving needs of employers andett@nomy. TVET can contribute not
only to expansion of job opportunities but alsdhe reduction of poverty through income
generation for vulnerable individuals and families.

Regarding the objectives of technical and vocati@ducation and training, Louks in
Aleka, (2008:20) states the following objectives:
* To train skilled workers and middle level manpovier industry, commerce or
services.
* To encourage positive attitude to wards manual work
* To reduce excess demand for higher education.

» To facilitate the schooling of low achievers.

The primary objectives of the TVET program in Ehiis to provide various skill training
for the present and future labor force in ordeladiapt to the requirements of the labor
market.

Apparently, the 1994 education and training pobcylined the following major objectives
of the middle level TVET program:
* To create middle level technical work force in wais occupation;
» To provide adequate skills and knowledge that lsypidbblem solving capacity;
* Enable trainees to utilize resource wisely and eowocally for the benefit of
individuals and thee society;
* Enable to take business risks by establishing thim business relevant to their
skill trade (MOE, in Aleka, 2008:2)
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Nowadays, the major objective of TVET is not simdly bring about economic
development but also to enhance the overall sdellopment. Then, TVET helps to fight

against poverty and integrate young people in¢ontbrld of work.
2.4 Challenges in TVET Programming

Quality and relevance of training programs; qugnéihd quality of TVET teacher and
instructors; management of the TVET system and TWiSTitutions; and need for rapid
expansion of TVET system are the existing challenge TVET. In addition, a major
challenge is to continue to flourish in a globabeemy in which individuals are expected
to have well-developed technical skills, that alloigh levels of flexibility and adaptability

and an ability to work across a range of jobs.

2.4.1 International Challenges of TVET

Survey reports in Canadian international develogragancy (CIDA) state six challenges
identified through international experience in TVEfd these are presented hereunder:
1. The crucial importance of the economic and sodiaontext : Economies thaare
growing, providing more and better employment ofyoaties are improving access to and
adoption of new technologies and have availablenional capital are, of course, the ideal
environments for increased investment in TVET. phavision of education and training is

fundamental but on its own is insufficient.

TVET is most effective as one component of solidneenic, labor market and social
policies such as trade, private sector developmerdl and urban regeneration, and labor
market reforms. Yet, realistically, it is often theorer economies that have the most
pressing need for training programs for young peopl

2. Limited access for disadvantaged groups A particular challenge for developing
country governments will be the development of loergn strategies to increase the
participation of disadvantaged groups in TVET. &oeess of women to TVET is a major
concern, but other groups are also excluded. Adocesthnic minority groups can be
limited when programs are delivered in officialmainstream languages only. Actual and
opportunity costs may be too high for students ftomincome families. Access for
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students from rural areas may be difficult becanaay vocational institutions and
programs are located in major cities, and studesne to deal with the financial and social
implications of living away from their families. €ATVET system may be designed to
cater to young people, leaving older workers wittkelchance for training.

3. The stigma of vocational education In some regions, public perception of TVET as
second class education will continue to limit emeht rates. Reform and strengthening of
TVET will help to change public perception and E&mse demand. There are many steps
that developing country governments can take, dinlyiinstitutional capacity building, the
establishment of effective accreditation systemgrovement of teacher training,
curriculum reform, and improved labor market aniglys

4. The issue of high costs and sustainabiliyfhe costs of TVET programming can be
high and financial sustainability of programs mayi question. Budget allocations for
TVET, particularly for maintenance, up-grading a€ifities and equipment and on-going
professional development of staff are often muchlkemthan is required.

5. Poor quality of primary and lower secondary eduation:-Low enrolment and/or poor
quality in primary and lower secondary educatioh ave a direct impact on skills and
knowledge acquisition within TVET programs. If aelment in literacy, mathematics and
science are low at the primary and lower seconasl, students will not have the basic
academic skills they need to succeed in TVET progra

6. Weak TVET governance - The governance and management of TVET may@&ot b
strong in many developing countries. There canwela range of TVET authorities and
institutions in one country, including state, nangrnmental and private providers, all
with differing interests, administrative structuyrasd approaches to TVET and

communication and coordination among them may b#antive

AU, (2007:52) states that the challenges of glaadilbn for TVET in Africa is the tension

it has created between developing skills for pgveradication and skills for global
economic competitiveness. Although the primary cibje of technical and vocational
training in Africa is to help alleviate poverty thugh the acquisition of employable skills, a
strategic approach to skills development on theaesdrcannot ignore the effects of

globalization.
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In a globalized world economy, driven by the casmformation exchange, financial
flows, and the movement of people, labor, goodd,samnvices across national boundaries,

each country will have to adopt.

2.4.2 Major Challenges of TVET in Ethiopia

In Ethiopia the major challenges facing the TVE®gram have been well documented in
the TVET strategy. As stipulated in the TVET Stggte(2008), with some little
modifications, the major ones are the following:

» Demand by far exceeds the current supply and tigatiajority of the population is
not reached by TVET offers at the moment.

* Low quality and theory-driven due to resource caists and lack of skilled TVET
teachers.

» Lack of cooperation of the employers as they weoé consulted during the
planning process.

* Most urban public TVET programmes are under-funaéde rural public TVET
programmes suffered from poor facilities and shgw$aof training materials.

» The lack of adequate and appropriate quantitaive qualitative information on
labour market needs and other areas has creategp aingthe generation of
information that could have been used for improypnactice and policy.

» Lack of adequate place of work and running costdfae major challenges
2.5 The System of TVET Training

Vocational and technical skills can be acquiredrdividuals in many ways. Public pre
employment training is only one way to enter skilleb. In modern sector, skills are
obtained from initial and in service trainings @éd by public and private organizations;
and wage employment are used as a means of prgvaliis to many informal sector

entrepreneurs. Training by private and voluntagaaoizations is a second alternative.
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Generally, in most countries especially, in EtheopVET can be located in one or more of
the following three distinct institutional settingee:

1. School based training

2. cooperative training and In company training

3. On the job training

2.5.1 School Based Training

School based training is an educational approach TFET trainees that provide
opportunities to achieve employment- related coempegées in the workplace, actually it
provides students with knowledge and skills thdp leem connect school experiences to
real-life work activities. It is often undertaken conjunction with classroom or related
learning, and may take the form of work placementerk experience, workplace
mentoring, and instruction in general workplace petancies and broad instruction in all

aspects of industry.

The strategies of school based training is thaihdividual might use will depend on the
learning style of that individual, the nature oétbkills or understandings that are being
developed, and the context in which the trainintpkeng place. Some of the strategies that
might be used by members of a work based trainegmt include action learning,
mentoring, seminars, focus groups, problem-basauhiig, reflection, critical and/or

strategic questioning, and many others.

2.5.2 Cooperative Training and in Company Training

The TVET system anticipates that the public andate sectors will join in a partnership to
deliver a co-operative and in-company training \Wwhiakes place in the training institution
and at the place of work because bringing enterpiiisto the training process promises to
improve the relevance of the training offered taketineeds. Cooperative and in company

training model is found in many developed countaesr the world.

Cooperative training system refers to mode of ingrdelivery of technical and vocational
education and training that combines training iterrise and institution based on a

training plan collaboratively designed and impletedrby industries and respective TVET
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institutions. Under this system, the industries/panmies and the TVET institutions share
the responsibility of providing the trainee withetlbest possible job qualifications, the
former essentially through practical training ahd tatter by securing an adequate level of
specific, general and occupation-related basic etemzy. The word “cooperative” refers
to the two parties providing training: the concéptstem” means that the two parties do
not operate independently of one another, but ratberdinate their efforts. The guiding
principle is that as all parties involved, namellge industry, the trainees and TVET
institutions will gain immediate and long-lastingnefit; they will choose it (MOE,
2010:3).

Any enterprise which can provide a working placérénees, machines for training, tools,
consumables materials and which can also assigairény coordinator/ supervisor can be
a cooperative training partner. As far as occupali@ctivities of the enterprises, in one
way or another, if the activity of enterprise hammilarity with occupational training, any

enterprise, large or small can take part in Codper&raining.

Before starting Cooperative Training program, gmises and TVET institutions should
negotiate and agree on types of occupations in déraad jointly develop a training plan
right from the occupational standard or from a icutum derived there from. A training
plan shows topics of the curriculum to be taugtihezi in enterprises or in TVET

institutions. Cooperative training cannot be susftdsvithout a training plan.

MOE-echbp (2010:15) states that in-company traiméng training approach through which
active workers already in the enterprises couldnta@m, or upgrade their competencies
while working. It is also a method by which compesienterprises cope up with new and
changing technologies. It is also the most costetiffe way to improve the skills of their
employees. This is because:

» training can be scheduled at the companies conveaie

» training is more focused, consistent and relevatiteir needs

» traveling and accommodation costs are reduceden eiminated
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Therefore, in Ethiopia three years since coopegatraining is conceived as a major
training modality in our TVET system, and thousamufs trainees and numbers of
enterprises and TVET institutions have already bearicipated and benefited from it.
This experience shows that, being aware of the flienthere from, more and more

stakeholders are likely to participate in this parship in the future.

2.5.3 On the Job Training

In service training is the mode of training thaintended to serve an organizations need for
staff development. The degree of difference ohtreg from on going production process
will vary within and among organizations. As suahpne end, there is informal on the job
learning in which new employee learns their jolotlgh guidance from supervisors and
more experienced workers. At the other end highsgtitutionalizes company based
training department conduct full time instructioasd offer courses at training center
(Laugol 1993:47).

Most employees obtain skill acquisitions at the kvpface during employment through
informal on he job training or through formal treag programs sponsored by employers

and employee offered in the firm or at externahiray institution.

Firms engage in training due to several reason®.eSy them are as follows:
* To prepare experienced staff for promotion
* To build workers moral and identification with tbheganization.

* To promote a cooperate culture for better prodigtilaugol 1993:49).

In sum, there is no exclusively preferred moderahing, hence using the combination of
modes of trainings as situation and resource peranithave a better result.

2.6 Resources in TVET
2.6.1 Human Resource of TVET

TVET system managers, professionals and policydaesiwill also have to be trained and

their skills upgraded to enable them confidentlivelithe new strategy with its various
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implementation structures, such as qualificatiorsmework, accreditation standards,

assessment guidelines, quality assurance and aetdity frameworks.

UNESCO, (1990:21), states that TVET requires a madequate infrastructure and
facilities and more specialized teachers than deeseral education. Thus, teacher/trainer is
the most important single factor manner on the céiffeness of any part of TVET.
Therefore, the selective recruitment, and retenpiosufficient number of capable teachers

in this area of training should be recognized asiorportant administrative function.

The delivery of quality TVET is dependent on thenpetence of the teacher; competence
measured in terms of theoretical knowledge, te@irand pedagogical skills, individual
work experience as well as being abreast with rhirtologies in the workplace (African
Union, 2007:9). Without qualified teachers, tramiprograms could not be effective. The
teachers are being trained in trainer's methodolmggnhance their skills in preparing,
managing and delivering training and to make leaynachievable on the part of the
trainees. The intention is to make the TVET teashmpable of developing curricula,
assessment tools and Teaching, Training Learninghh (TTLM) and to make them able
to manage the training activities in the workshopaccordance with the requirements of
the standards. In this way, TVET teachers who alew to teach in the sector shall be

able to comply with requirements, the occupati@ma methodological (MOE, 2010:6).

Thus, the quality of vocational and technical ediocadepends upon teachers. The teacher
should see himself as a member of a professiortt devoted to the search of excellence.
The work experience in industries or comparableedggpce in particular discipline the
vocational teacher brings is also very importantpérformance of teachers. UNESCO
(1990:50) asserts that now, more than ever before,essential to insure vocational and
technical education teachers possess appropriat®-date knowledge, and skills to meet
the training needs of all trainees. This would hétp meet all current and future
requirements in the world of work. UNESCO furtheyins out that the teaching staff
should possess appropriate academic and pedagagiedifications and coupled with

industrial experience.
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As stated earlier, good technical and vocationaication and training requires teachers
who have technical skills, industrial experienc@s] pedagogical skills. But in developing
countries, there is a general shortage both ofalslitqualified teaching staff and of
teachers with relevant industrial or commercial exignce. It is assumed that most
teachers of vocational and technical education temding could almost any time find
other employment (in a non-teaching position) asatéary greater than what they are
receiving as teachers. So, in order for the TVEEChers to stay in the teaching profession,
they must be satisfied. But developing countrieBictv suffer from a chronic shortage of
adequately trained manpower, fail to attract sidfit number of talented and qualified
people for their educational establishments becatik®v financial incentives in education

compared with those in the manufacturing and sesviedustry (Ibid).

A common strategy to overcome the problem of gigaliteachers is to train teachers in
both technical and pedagogical skill. But many d¢oes have been unable to establish
effective teacher training institutions and progsarvhere it is difficult to attract and
retain technical teachers, it is even more diffitalfind and hold highly qualified teacher
trainers. UNESCO, (1990:51) the solution of thebpems states that, in addition to their
special subject field, all technical and vocatioadlucation and training teachers need to
keep up-to-date in and be aware of the applicgtolitnew technologies to teaching. This
puts technical and vocational teacher trainersemging pressure to innovate the initial
teacher training courses so as to provide adeguatained technical and vocational
teaching personnel and to update and constantlyadpgtheir knowledge and skills.
Developing countries have stressed the need fardt staff training programs, featuring
flexibility in the teacher’s application of the ngwacquired skill to their specific teaching
institutions. The need to assess their in-serva@ihg schemes and consider their impact
on the work of individual teachers is clear. The&cagnized the importance of links
between educational institutions and industry aochroerce in order to provide present
and future technical teachers with practical ex@ere in industry and commerce, thereby
ensuring that they acquire the appropriate knowdeatgl skill for their teaching.

In Ethiopian TVET system highly competent and matidd teachers/instructors is a

prerequisite for developing a comprehensive, irasgt, outcome-based and decentralized
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TVET system. Without such a pool of TVET teachestfiuctors, the implementation of
the National TVET strategy may not be achievablee Establishment of such human
resources can take various paths, such as theopaveht of a new group of TVET
teachers, the upgrading of current TVET teacherthéorequired standards, the use of
expatriate staff until local staff is able to takeer, or a combination of these and other

measures.

Therefore, from the above statements we can urahelsthat human resource is an
important factor to determine how well and how dipi TVET program may be

implemented to attain the required goal.

2.6.2 Material Resources in TVET
Besides teachers, machines and facilities areealsential to good training. If workshops
have non-functioning equipment and no supplies) thening could be reduced to lectures

and the practical skills component of the curriculo a large extend will disappear.

The MOE-ecbp (2010:3&4) describes the selectiore@fiipment for training purpose
should takes time and care. Equipping a trainiraiif@ is a questionable approach if it
means that when trainees enter the work place findythemselves unprepared for the
standard equipment in use. Equipment for trainimagugd normally be similar to that being
used in local industry unless orders have alreasBnbmade for a major industry-wide

switch to new equipment or approaches.

Vocational education costs too much and usuallgmghortage of budget occur. Such as
maintenance, spare parts, and consumable matearals supplies are most heavily

operating costs (Simon, 2002:20). As the resudt vibcational manager must give attention
to a good maintenance program for all equipmenteMhstaff is willing and able to

maintain equipment and particularly if they candlve students, then this is an excellent
approach. The manager in this case should ensateatlschedule for comprehensive
maintenance is established and that staff are gedviime, resources and recognition for

the work involved and for benefits they have preddo the institution.
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A further responsibility of a vocational manageMET is to regularly review the level of

utilization of existing and often expensive equipimé\n accurate annual inventory should
be prepared. Besides, equipment which is not ussdstill have a market value and it may
be possible to trade it for other equipment, omesell it to raise needed funds. Here too,
enthusiastic and well informed staff can be keyrgas of the vocational manager if the

opportunity is provided.

Therefore, practice materials for workshops aremsa to good training and there should
be effective maintenance of facilities and equipin&hese factors contribute substantially

to high recurrent costs typical of good quality &benal programs.

2.7 Guidance and Counseling Service in TVET

Guidance and counseling service involves relevapeets of all educational system in
general and that of TVET in particular. So it isexstial to facilitate its development in

order to make it play significant role in the systeGuidance and counseling service
enables individual trainees to identify, know amgpreciate their potential and inclination

towards growth, career development and self-adatatin. Guidance and counseling helps
trainees in planning their education and developivegr skills so that they may be more
employable in the future. Assuring the employapilif trainees begins with effective

guidance and counseling of potential trainees énctioice of training programs in relation
to their aptitude and academic background (Africemon 2007:10). Regarding this, MoE-

ecbp (2010:8) stated that:

Guidance and Counseling is an integral part of #ffective functioning
TVET institutions in their attempts to educate arain their students to
become efficient and effective technicians. It $iegvery student to
understand himself, to make the most of his capielsiland interests, to
make effective adjustments with the environmenttl@dnstitution and to
develop ability and inclination to solve his prafle independently. A
primary task of guidance and counseling is tha¢mfiancing learning, not

only learning of skills and knowledge related dthgto the world in which
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the student lives but also learning related to‘imser world” — that is an

increased understanding of self.

In order to provide adequate guidance and courgsélinctions, the special vocational
guidance and counseling centers personnel muspr®g@iately trained. Furthermore, all
TVET staff must be aware of the availability of gance and counseling in the program
area which they train/teach. Vocational guidana# @unseling is completely independent
of and not linked to teaching and administratiohjl@vocational guidance is provided by
staff that is qualified in psychology. Students meeling is carried out by all teachers
(UNESCO, 1990:44).

Generally, the guidance and counseling servicerprog designed to support individuals
of any age during their life time and aims to helginees become more confident, more
motivated, and more effective learners. Studertsilbow to identify and assess their own
competencies, characteristics, and aspirationsy Explore a broad range of options
related to learning, work, and community involvemémrough a variety of school and
experiential learning opportunities. Students dewdéarning and employability skills and
strategies that they can apply in their seconday post secondary studies and in the
workplace. They identify and develop essentiallskihd work habits that are required for
success in the workplace, as well as skills neéoledffective communication, teamwork,

and leadership.

To sum, Vocational guidance and counseling serpicgram, as one major input to the
TVET training, plays significant role in productialissemination of information to aware
and facilitate the participation of all clients ®VET in general and helps trainees in
particular to decide their choice at entry and gui the process of training; supports in
creating job or employment after graduation. Thaef due attention should be given to
the activity of guidance and counseling in thenirag institution as well as outside the

institution, so that its contribution to the qual#nd relevance of training is essential.
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2.8 TVET and Employment Opportunity

Man has to work if he is to be associated withdbeety. By means of his work he is able
to provide for his needs and comfort. It is throwglcational education that he can prepare
himself for his job. An individual unable to penforservice of one kind or another is likely
to become a liability for the society. Thereforegosshould think how well people can be

trained to perform useful work.

TVET provide people with the skills that they wike in the future. Starting from this idea
it is often argued that such provision should edtenthe people who will be employed in

the future, often some years ahead. It is furthgued that the labour force should be
provided with a pattern of occupational skills whitorresponds to the pattern of jobs that

will exist in the future.

In the modern sector, training as a solution tompleyment has not established viable for
two main reasons. First, in the absence of job dppities, the acquisition of labour
market skills does not lead to enhanced employmetational education and training,
alone, does not produce jobs. Second, even wheex@anding modern sector does offer
employment opportunities, most entry-level jobsndd require significant formal training
before employment. It was also said that barrierptoductive self-employment and
development of small enterprises in some countise®w population density and the
consequent lack of concentrated rural markets,nstcaint that is intensified where rural
transportation system are weak. In addition, lackozess to credit and raw materials often
limits the development (Simon, 2002:23).

The ultimate aim of vocational training is employmtheTVET programs therefore have to
be linked to the job market. In this way, the seet@mnomic relevance of TVET can be
enhanced. UNESCO and ILO, 2002:2) indicated that:

Education and training can help individual to esegmoverty. Knowledge and
skills are the engine of economic growth and sodie¥elopment of every

country; there for providing knowledge and skillhthe individual to raise
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their out put and generate income. It assures tigtasnability of individuals

as well as countrywide prosperity.

2.9 Information Sources of TVET

To improve the quality, relevance, and efficiendytrainings being provided as
well as to identify new need of training, requir@sproper and efficient system
collecting timely data that can help to make tlaning program more flexible and
responsive to the dynamic labor market demand.

Hence, the main ways and means of obtaining infoomaand data is labor market
information system (LMI). It includes all quantita and qualitative facts related to labor
markets. Summary statistics are included, as arenodmphics; employment;

unemployment, and vacancy rates; industry datajpattonal statistics; summary reports

on outcomes; and forecasts of future trends (MQEQZ).

Labor market assessment may be conducted by distrgpa survey instrument to potential
employers, either the entire population or a resmegive sample; and/or convening a
focus group to collect information. Local labor ketrassessments have to be carried out
by the TVET institutions, while regional labor matkare assessed by regional TVET

agencies following the economic corridors of thgisa(lbid).

Middleton, et al. (1996:152) state that, in indiadtas well as developing countries
conducting periodical survey annually or quarteslymportant to obtain information and
identify structural change in the economy, movenaénelative wage and employment by
skill qualification. The data collected can be udedanalyze labor market and their
performance to evaluate macro- economic policiesnig information from household

survey is periodically analyzed with respondentlifjoation to estimate various level of

schooling and field of study. Data collected on thge of training can also be used to
estimate rate of return to training program. Furtie@e, managers of training institutions
can establish their own mechanisms and source @& dancerning skill demand and
success of training n fulfilling those demands lynfing proper relationship with

enterprise. For the improvement of training quadihd efficiency, permanent exchange of

28



market information on the demand and supply haarpaunt importance; likewise, regular
tracery studies of graduates of training prograarslze used to know the balance of skills
and demand on the market, to evaluate trainingramg and to make training decisions.
Frequent survey of employers can offer pertinefarmation on expected changes in skill
needs, assessment of pre employment training, @mgtraints to the productive use of skill

labor.

Generally, creating an efficient mechanism and rseai collecting timely data from
relevant sources and proper utilization of the ddi@ined are crucial to adjust the training
program to skill market demand, decide on the typekscale of training to be provided, to

evaluate the trainings being offered, and to contraming program and economic plan.

Hence, investing labor market information systera miority issue that need due attention
by the government, employers, and training institutto improve the quality, access,

relevance, effectiveness, and efficiency of edocat general and TVET in particular.
2.10 The Current Practice of TVET in Benshangul Gurmuz Regional State

Benshangul Gummuz is one of the regional stat&shiopia with an area of 50,380 square
kilometers It is located in the western part of the counliyyborders are Amhara region on
the north and north east, Oromia region on the @adtsouth east, Gambela on the south
and the Sudan on the west. The region is dividéal tiree administrative zones namely,
Asossa, kemashi, and Metekel Zones, nineteen weremlad one city administrative
(Benshangul Gummuz GTP, 2003:5).

According to CSA of 2007, the population of BenglidnGummuz is 670,847 out of

which 340,378 are men and 330,469 women; urbarbitdrds number 97,965 or 14.6% of
the population. The region has an estimated den$iy3.6 people per square kilometer.
The ethnic groups include the Berta (25.9%), Gumr(2z11%), Amhara (21.25%),

Oromo (13.32%), Shinasha (7.59%) and Mao (1.9%).

Like the other regions of Ethiopia Benshangul Gumsieconomy is based on agriculture.

92.5% of the population in the region depends aicalgural economy and some of living

29



in bordering area of the region working culturalldyonining. The main agricultural
products in the region are maize, sorghum, oil serd cereals. Over 60% of this Region
is covered with forest, including bamboo, eucalgpaind rubber trees, incense and gum
forests as well as indigenous species. It has lalge amount of unexploited mineral
resources such as lime stone and gold. These maguege public and private

investments to take part (Benshangul Gummuz GT@3:20-8).

Education opportunities were extremely limited lbefthe establishment of the regional

government. Especially the indigenous populatios n@t in a position to get schooling.

Coming back to the TVET issues, before 1994 E.Cetheas no technical and vocational
education and training school/center in the regidihe establishment of the two
governmental TVET training centers and followingmber of other nongovernmental
training centers produce middle level man poweth&region. Against the background of
high unemployment, poor performance of the econamy rapid population growth the
training centers are seen as a possibility to tskiled manpower and equip people with

marketable skills to enable them to either find zagployment or to get self- employed.

In the region there are two TVET colleges, one agpral training College and one
nursing College which are sponsored by the regigmernment. Number of private
sponsored, health and business colleges is algtal@eain the region. Manbuk TVET
College, and Pawi Nursing College are found in eddéht Woredas, but the other
governmental and private training institutions (t&ning institutions including distance

mode) are found in Asossa.
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CHAPTER THREE

3. RESEARCH METHOD

3.1 The Research Design

The main objectives of this study were to find the challenges of TVET Colleges in
Benshangul Gummuz Region towards the training dedi in the colleges. To realize this
descriptive survey method type of research was a&yspl This method was selected
because it is helpful to show situations as thegrenly exist. That means the study
determines and describes the way things are (G#30:275). Moreover, it is economical
and easy to describe the current situations qadingty as well as qualitatively. Therefore,
the first step of the study was to collect data #weamines the challenges towards the
training area. Then, the data was discussed aedpneted. Based on the results of the

study, conclusion and recommendations were provided
3.2 Research Population

The researcher collected data from primary sousisesell as from secondary sources. The
primary data were collected from participants ofEllVColleges. The participants were
trainees, trainers, college management, and BwEaWET experts. The sample included
College Deans/principals, vice Deans/principals] dapartment heads who in this study
are referred to as College management. The traiapdstrainers were selected using
stratified random sampling technique as highlightgdGay (2000:126,138). All college
management members and TVET experts were takeraréisipants. The numbers of
population and the samples taken from the traimeesiagement bodies and trainees in the

colleges are shown in the table below.
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Table 1: Sampling of Management Bodies, Trainers ahTrainees

Population Sample
Trainees
College Trai | Train | Managem industri | Busin Train “S%Zi% Total
nees| ers | entBodies ers .
es ess bodies
Govel | Manbuk | 285 16 11 62 38 10 11
nment 257
al Asossa 313 43 12 53 47 24 12
Privat M. A 16C 13 4 - 50 8 4
112
e Cenaf 120 8 4 -- 40 6 4
Total 87¢ 80 31 10C 19C 48 31 36¢

Furthermore, secondary sources such as differenundents, colleges’ statistical records,

magazines and WebPages were used.

3.4 Instruments of Data Collection

To get first hand information from the subjectstioé study, different instruments were
prepared and implemented based on the reviewtliterao collect the required data. These
were questionnaires, observation (cheek list), Sogtoup discussion, document analysis,
and interviews. The purpose of the questionnairas % investigate the challenges of
TVET Colleges. Questionnaires are useful for thbectbon of appropriate data and to
secure data from many respondents at a time (G&#®{):283). To obtain quality and proper
data, four sets of questionnaires were administévetthe trainees, trainers, management
bodies, and TVET experts. The questionnaires wenstoucted with close ended and open
ended items which were prepared originally in Estgland later translated into Amharic.
This was done for communication purposes for tesndlost of the close ended questions
were constructed in Likert scale. To get their ®sfigns, comments, and expressions

freely, open ended questions were also be used.

The second instrument used to collect data wasviete and this was administered to
selected college management and TVET experts. &@bearcher used the technique of

structured interview because it is more econonaadl safe for generalization (Gay, 2000).
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Observation is the other instrument used to chekatrailability of equipment, machines
and training facilities in the college. A checktlisas prepared and the availability of
resources and machines were ticked. Focus grogpssimns and document analysis are
important instruments to get sufficient and reladata. In this context, capturing past and
present information about the colleges is veryiaait Participants in the focus group

discussion were some selected management memizetsarers of the colleges.

3.4Procedures of Data Collection

The Questionnaires were piloted to maintain reliigoand to evaluate the appropriateness
before they were administered. Pilot test was adthta@ired one TVET College, among 20
respondents other than the subject for the stublg. purpose of the try out was to check
whether the investigator and the respondents weypepy communicating through the
instrument and add some value to the reliabilitg &alidity of the questionnaires on the
base of the feedback obtained. After getting la#l torrected items, the questionnaires
were distributed and followed up for collection exting to the time line. To increase the
guality of the responses, the return time was nsadet through continuous follow up. The
researcher made the purpose of the study simplecksails to all respondents of the
guestionnaires in order to avoid confusion. Besithese, explanations were provided as

required by the respondents.

Observations and focus group discussion were caoig according to the time schedule.
In all the colleges’ machines, training equipméatilities such as water services, electric
services, workshops, class rooms etc and orgaomnadtstructures were observed by the

researcher himself. Documents which are indicatesecondary sources were analyzed.

3.5Data Analysis

To make the collected data ready for analysis, dhestionnaires were checked for
completeness. The data were also classified aheldtaarefully. The assembled data were
arranged and organized in tables. Computing frecqgpercentages and weighted means
were employed to summarize and present the datallyi by using descriptive survey
method the organized data were interpreted andyzethl quantitatively as well as

qualitatively.
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CHAPTER FOUR

4. DATA PRESENTATION AND ANALYSIS

This chapter deals with the description of the darpppulation, analysis and interpretation
of the data gathered from sample management bddemsns and department heads),
trainers and trainees in Benshangul Gummuz RegMBTTColleges. The data obtained
through questionnaires, interviews, and observatabreck list were analyzed and
interpreted. Out of 369 questionnaires distributedheir categories of respondents, 335

(90.7%) were properly filled in and returned.

4.1 Characteristics of Respondents
The following description of the characteristics tafget population gives some basic
information about the sample population involvedha study.

Table 2: Respondent Personal Profile

ltems Government respondents Private respondents Total
Manageme | Trainers | Manageme| trainers
nt Bodies nt bodies
No % No % No % No % No %
Sex
« Male 17 | 944 |30 | 909 |6 100 | 6 85.7 | 59 | 92.18
e Female 1 55 3 9.1 -- - 1 142 | 5 7.81
e Total 18 | 100 |33 |100 |6 100 |7 100 | 64 | 100
Age
e 20-24 2 111 |6 18.2 | 3 50 5 714 |16 | 25
e 2529 11 | 611 |27 |818 |2 333 |2 285 |42 | 65.6
e« Above 30 5 27.7 | - - 1 16.6 | -- -- 6 9.3
Total 18 | 100 |33 |100 |6 100 |7 100 | 64 | 100
Qualification
e Diploma 4 222 |13 | 393 |2 33.3 | -- -- 19 | 29.6
« BA/BSC/BED |14 | 77.7 |20 | 60.6 |4 66.6 | 7 100 |45 | 70.3
« MA/MSC - - - - - -- - -- - -
Total 18 | 100 |33 |100 |6 100 |7 100 | 64 | 100
Field of study
» Business area 7 388 |11 333 |3 50 5 71.4 | 26 | 40.6
« Industrial area 8 444 | 12 | 36.3 | -- -- -- - 20 | 31.25
« Information Technology| 3 166 | 2 6.1 1 16.6 | 2 28,5 |8 12.5
» Other fields| -- -- 8 242 | 2 33.3 | -- -- 10 | 15.6
Total 18 | 100 |33 |100 |6 100 | 7 100 | 64 | 100
Service Years
e 04 8 444 | 14 | 422 |3 50 7 100 [ 32 |50
e 59 3 166 | 15 | 455 |2 33.3 | -- -- 20 |31.25
e 10-14 2 111 | 4 12.2 | -- - - -- 6 9.33
e Above 14 5 27.7 | - - 1 16.6 | -- -- 6 9.33
Totall 18 | 100 |33 | 100 |6 100 |7 100 | 64 | 100
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As shown in the table 2, out of 64 respondents 32.ivere males and 7.81% females.
Particularly there is only one female as a memldemanagement bodies (department
head). The possible reason behind this may be dbetg’'s perception that vocational
occupations are regarded as males’ professionshanel was no special motivation on the

process of hiring females in the College.

From the total of the respondents 65.6% fall in @gEes between 25 to 29. This indicates
that less experienced trainers and managementdadeeinvolved at the college in the

region.

Regarding the qualification, from the total of thespondents 70.3% are first degree
holders. According to the new education and trgrpolicy, the minimum qualification
requirement for deans and department heads of T&Ethis level ought to be second
degree (M.A/MSE).

From document analysis (according to EducationateBu Statistics) held at the two
governmental Colleges, seven trainers who haveé fiegree have started summer and
distance program of MA/MSE to upgrade their quedifion and three diploma holder
trainers have joined regular program to upgradé tipgalification in first degree. This

implies that better in fulfilling the standard $et the level concerning trains qualification.

However, the number of trainers given opportuniteedurther training is very small.

With regard to work experience of the trainers arahagement bodies, 50% of the sample
populations have below five years service. This slagw that most TVET trainers lack
practical skills and experience. It should be ndtede that the work experience of the

TVET trainers is very important in the performarmnddrainers.

Relating to the field of studies 40.6% is qualifimdbusiness areas. As indicated in the
TVET strategy, hard skill training programs (indy$tare encouraged and should produce
self employing and trained people. But 31.5% of tbi&al respondents are qualified in
industrial area and the observation made in théeGe$ especially in industrial area of
Governmental TVET Colleges confirms that traineeyevnewly hired in the College i.e.

within two years. This shows that there had beborl&urnover in the Colleges and the less
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number of experienced trainers in the industry ase@a challenge for giving proper

training.

4.2 Presentation, Analysis and Interpretation of tle Data

4.2.1 Facilities, Equipment, and machines Availabty in the Colleges

Besides trainers, machines, equipments, and fasilisuch as electric service, water

service, cafeteria, standard workshop, library iserand classrooms are also essential to
good training. The table below reveals the Collegesdard and identifies the challenges

that hinder the process of training.

Table 3: facilities, equipment, and machines availality in the colleges

Choice
N Items Reseonden Agree Undecided Disagree total
0 S No, % No, % No, % No, %
1| Facilities, Manageme
equipments, and nt bodies 7 1292 4| 16.6) 13| 542 24 100
machines in the Trainers | 13| 325 | | 27 675 40 100
college are
satisfactory Trainees | | - | 76/ 281 194 718 270 1p0
Total 20| 59| 80| 239 234 70/0 334 100
2| The training cente Managem L
equipped with nt bodies 4 | 166/ 4| 16.6] 16| 66.6 24 1Q0
modern facilities, Trainers 8| 20| 3| 75/ 29 725 4p 100
equipment, . y v
computers in relation Trainees 60| 22.2 54 20 156 57.7 20 100
to the current TVET j
l Total 72| 215 61] 183 201 602 334 100
policy
3 There_ are no idl Managem _ _ 8 | 333 16| 6648 24 100
machines and there {s nt bodies
regular maintenance| iginers | 7 | 17.5 33 825 40 1Q0
program in the
college. Total 7| 109 8 125 49 7655 64 100
4| Rawmaterialsfo | Managem | 7 | oq5| | __| 17| 708 24 10p
training are provided| nt bodies
at the right time. Trainers 15| 375 -- -- 25 6255 40 100
Total 22 | 344/ -- -- 42| 65.6 64 100
5| The a_vr_:ulablllty ol Manag(_em 4 | 166! - 20| 833 24 100
electricity, water, nt bodies
cafeteria, workshop, | ryginers | 8| 20| --| | 32/ 80 49 100
and library are
enough in the Total 12| 187 | --| 52| 812 64 100
college.
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As it is revealed in the table above, 70.0% ofrdspondents indicated that the availability
of equipments, machines, facilities in the collegesre not satisfactory. In terms of
equipping the workshop with modern and adequatditias and equipment (such as
machine, computer etc) still 66.6% of managemedidsy 72.5% of trainers, and 57.7% of
trainees answered disagreed that they are fulfalecbrding to the current education and
training policy. Besides these, majority of thep@sdents (76.5%) pointed out that the
broken machines and tools were not maintained Isecaaf there was no regular
maintenance program in the colleges and 65.6%spioredents revealed that raw materials

for training were not provided at the right time.

Accordingly, from the observation check list fromthh Governmental and private Colleges
and item five of the above table respondents, 8308%anagement bodies and 47.5% of
trainers responded disagree that the availabifiglectric service, water service, cafeteria,

standard workshop, library service and classroam®$iat enough in the colleges.

Consequently, when interview was carried out whth tegional TVET experts and college
deans, all of them agreed with what is said ab®eemention some challenges faced both
Government and Private TVET Colleges they forwartteglr views. For example, one
respondent from deans has stated that “differemhiaries, accessories, computers, cars
etc are not fulfilled even at a minimal figure”. dther respondent from the TVET experts
has pointed out the following:

To begin with there is material constraint in théHT to satisfy the strategy set

at a national level and different resource requiesits are not fulfilled at the

rate it is to be
Finally, TVET experts and deans pointed out that rttain reason for the challenge was
budget constraint, poor management, and lack ofilfigommitted, experienced, and

dedicated TVET leaders and experts.

One can infer from the above discussion that tteelahility of facilities (electric service,
water service, cafeteria, standard workshop, bservice and classrooms), equipment,

heavy and simple machines for industrial trainingaawere not sufficient for training in
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the Colleges. On the contrary to bring about gualiganized training workshops, modern

machines, equipment, material supply and othemitrgifacilities should be considered.

4.2.2 Basic Challenges of the Colleges in Achievittweir Goal

MoE (2008:21) highlights that the goal of the TVEjstem is to create a competent and
adaptable workforce to be the backbone of econamicsocial development and to enable
an increasing number of citizens to find gainfulpbmyment and self-employment in the

different economic sectors of the country. Therefdine ultimate goal of TVET Colleges is

to equip individuals with relevant skills and knewbe that enable trainees to be
competitive in the labor market or to create thelns. Technical and vocational education
offers a specific training in particular vocatiofts ensuring the trainees transition from

school to the world of work.

This section discusses the challenges of TVET @e#iein achieving their goals and the

data obtained is summarized in the tables below.

Table 4a: Basic challenges of the college in achiey its goal

Respondents
Management Trainers
No ltems bodies
Mean Rank| Mean Rank
1 | Shortage of skilled 3.943 5 3.100 5
manpower
2 tﬁggg’tf adequate 2540 | 5 | 2729 3
3 | Lack ol adequate 3378 | 1 | 3478 1
Lack of awareness
4 | regarding TVET 3.162 3 | 260 4
strategy
5 | Poor management 3 4 3.100 2

As indicated in table 4a, lack of adequate faetitishortage of skilled manpower, and lack
of awareness regarding TVET strategy respectivadyewhe first three challenges in the
colleges to achieve their goals. Among the thregdaf adequate facilities was the most

serious challenge.
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In line with this view, from the observation chelcit lack of adequate facilities such as
electricity, water service, organized workshoprdiy service, well ventilated classrooms
were the prominent problems that affect the trgnlmeing provided. This situation

indicates that lack of adequate facilities is tlasib challenge that hinders the colleges to

achieve their goals.

Table 4b: Basic challenges of the colleges in achieg their goals

Respondents
. Management .
No ltems Choice bodies Trainers
No % No %
1 Shortage of competent man power, lack of  Agree 21 87.5 27| 67.5
adequate budget, and lack of commitmen % -
: . ndecided | ---
concerned bodies are major challenges o
the college. Disagree 3 125 13 32
2 Shortage of competent manpower, lack of  Agree 3 125 - | --
awareness regarding the objective, and - ]
shortage of materials are not challenges to Undecided 3 125 5| 1253
achieve the objectives of the colleges. Disagree 18 75 351 875

The issue of basic challenges was also presentadht@gement bodies and trainers as
shown in the above table. The results indicate® 705 management bodies and 67.5% of
trainers revealed that shortage of competent maepdack of adequate budget, and lack
of commitment of concerned bodies (TVET expertsingrs, deans, etc) are major

challenges of the colleges.

Respondents were asked to agree or disagree wisdtbdage of competent manpower,
lack of awareness, and shortage of materials wase lzhallenges or not. Consequently,
75% of management bodies and 87.5% of trainersrtegpahat these are the basic

challenges to achieve their goals.

The data in the above tables show that the basilteclyes faced by the TVET colleges in
BGRS to provide quality training were shortage ainpetent manpower, lack of awareness

regarding the objective of TVET and shortage ofamats.
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On the other hand, the same questions were askeditmal TVET expert in interviews.
The interviewees have mentioned the following statets, which can strengthen the above

points. One of the interviewees has put the chgéieras follows:

It is clear that in order for TVET to develop irethegion all actors should be
aware. For example, it is possible to create awassnon the current national
TVET policies and strategies to higher officialsdao the society at grass
root level. Opening departments without doing felesstudy that fit with the
resource available in the region creates a hugebpem to alleviate the real
life problems. Not making students at the elemgnéad secondary schools
aware so that they can join TVET according to tlosin interest.”

Another interviewee expressed the following:

..... There was no definite and clear structure &®ré was no TVET
agency or commission organized in the region. Bessicompetent and
skillful manpower/trainers were not available argte is also shortage of

machineries even the available ones were outdated.

4.2.3 The Internal Organization and resources Avaible in the Colleges

TVET institutions should be well organized intetgpalvith human and non-human
resources to provide outcome based training. Theskides facilities, instructional
materials, curriculum, certified and qualified trais and compliant with workplace
requirements. It is the occupational area that gnuees quality training and is therefore
well known by the community and industry. In addliti TVET institutions shall serve as
centers of technology capability, accumulation &nadhsfer. They shall closely cooperate
with the private sector in undertaking problem-gajwesearch program (MOE, 2008:21).
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This section deals with the resources availablehm Colleges, the colleges’ internal

organization and activities of technology transfepartment in the Colleges.

Table 5: Internal organization and resource availake

Respondents

Management
bodies
No % No % No %

ltems Trainers Trainees

Have technolog
transformation department:

* Yes 7 29.16 |5 12.5
« No 17 |70.8 35 | 875
Total 24 | 100 40 | 100
Is the college well organize
internally:
* Yes 3 12.5 5 12.5
« No 15 | 625 27 | 67.5
« lcantdetermined |6 |25 8 20
Total 24 | 100 40 | 100

The college is welorganizec
and has enough resource to
implement current TVET

curriculum.
* Agree 4 16.66 |17 42.5 108 | 40
+ Undecided 7 29.16 | -- -- 72 26.66
+ Disagree 13 |54.16 |23 57.5 90 33.33

Total 24 | 100 40 | 100 270 | 100

The intent in item 1 in the above table was to idigmvhether or not the TVET Colleges in
BGRS have technology transfer department. The trestdined from different categories
of respondent indicates the following: 70.8% of age@ment bodies and 87.5% of trainers
asserted that there was no technology transfer roe@at in the colleges. In my
observation | have realizes that only one govertateNVET college assigned three
trainers as a committee for leading technology sfiem and started on working by

borrowing documents from other colleges outsi@eRkgion.

TVET strategy (2008:15%tates thatTVET institutions are mainly expected to replicate
new and selected technologies and transfer the sarttee relevant industry in order to
increase the competitiveness of the sector acaoprtininternational standards. It's also
needed that these technologies focus on creatpecity building and greatly contribute to
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the economic development of the country in proposalleviate regional problems. Their
benefit will be significant since the trainees wbass through this process are endowed
with outstanding and international workforce ethitis contrast to the above statement
there is no technology transfer department in tbkkeGe and this makes the aim of meeting
the objectives of TVET doubtful.

The second item in the same table was intendegamiae the internal organization of the
college. Consequently, the result implied that % d& the trainers agreed that the Colleges
were not internally organized to be convenient fooviding quality training. On the

contrary, 75% of management bodies answered thiedeohre internally organized. The
reason may be that TVET Colleges in the region westblished recently and may
organizing gradually. But all agreed that intermaanization of colleges is still a

challenge as facilities, machines, human resouraed, equipment the training system

requires are not available.

Regarding the third item 54.2% of management bodig$% of trainers, and 33.3% of
trainees asserted thidie Colleges are not well organized and do not lenaugh resources to

implement the current TVET curriculum.

Finally, from the above discussion and observationg can infer that there is little or no
technology transfer. Colleges are not well orgathiréernally according to the new TVET
policy. They do not have enough resources to imptenthe curriculum and this could
have constrained TVET training in the region. Capusatly, this could affect 80% practice
and 20% theory in provision of training accordigtihe curriculum contents. This is the

challenge to bring about quality and effectivertinag system.

4.2.4 The Current Practice of TVET Strategy in theColleges

MOE (2008:1) states that TVET has to respond to dbmpetence needs of the labor
market and create a competent, motivated and daapteorkforce capable of driving
economic growth and development. The main thrustthef strategy is that TVET
development relies on an outcome-based system adidaded and trusting cooperation

among stakeholders.
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TVET Colleges are responsible to produce a numbgaimees as per the ratio of 1:3:24 to
meet the manpower demand of the country. If there person is trained in level V
program, there must be three professionals in |8Velnd IV programs. Through short
term (in formal training system) training twentydfotrainees should be trained in level |

and level Il programs.

Table 6: Current practice TVET strategy in the colleges

Choice
N Items Responden Agree Undecided Disagree total

° ts No, % No, % No, % No, %
7 29.2 4 16.6 13 54.2 24 100

1 | Cooperative trainini | Manager

to be given for ent bodies

trainees_on 93:Ch Trainers 6 15 5 12.5 29 725 40 100

occupational fitle. Total | 13| 20.3] 9| 141 43 656 64 100
2 | Trainees ar Managem

measured by the entbodies] | T | © 25 | 18| /5| 24 10(

center of competenceé ..

T 8 20 --- --- 32 80 40 100

(COC) after rainers

completion college | 1415 | g | 125 6| 93| 50 781 64 1Q0

training.

3 | Training is given ir Manager
the college from leve] ent bodies
ltoSwiththeratio | Trainers | 4| 10| 5| 1285 31 77/5 40 100

— | - 6 25 18| 75| 24| 10(

of 1:3:24. Total | 4 | 62| 11| 172 49 768 64 140
4 | To implement nev Managem

curriculum ont bodies| 19 | 792| —| -~ | 5| 208 24 100

cooperative training

with stake holders are Trainers | 24| 60| --- 14 40 40 100

the current activities

of the college. Total 43| 67.2| | - | 21 328 64 100
5 | Trainees’ interestt | Managem

participate at level 1 | ent bodies 181 75 = 61 25| 24 10€

and level 2training | rginers | 31| 778 -1 | 9| 225 4pb 1do

program is very low.

Total 49 | 76.5 --- 15 234 64 100

The purpose of item 1 in the above table was toskmdhether cooperative training at
industries/stakeholders should be given for traanee each occupational title or not.
Accordingly, as the result obtained from responslémtlicates the total of the respondent

57.8% disagreed and particularly 72.5% of traindisagreed saying that there was
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cooperative training between institution and indaststakeholders. On the other side the
total sample 67.2% agreed that there were actvitemplement new curriculum of which
cooperative training with stakeholders are theentractivities of the college. The possible
reasons may be lack of access of industries inethien and less awareness of stakeholders

to cooperate with training institutions.

However, the implementation apprenticeship trainsygtem has faced a number of
problems, mainly due to the lack of cooperationtleé employers as they were not
consulted during the planning process. An intemmsinid cooperative training system based
on profound cooperation between TVET institutiomsl @mployers and a joint training
delivery still needs to be developed in order wease the quality of TVET and hence the
employability of graduates (MOE, 2008:11).

Therefore, industries/stakeholders who can progideorking place to trainees, machines
for training, tools, consumables materials and Wwitian also assign a training coordinator/
supervisor can be a cooperative training parth@enTawareness creation and getting
access to well organized enterprises in the regiensome of the challenges of TVET

Colleges.

In the second item, 80% of the trainers and 75%®imanagement bodies asserted that no
trainees are measured by the center of competer@€)(@fter completion of college training.
Since there were no official center of competenog assessor experts in the region, TVET

graduates are awarded only institutional completientificate.

A qualification is a formal certification issued ltye center of competence in recognition
that a person has achieved competencies relevaidetdified individual, professional,
industry or community needs. Then to get natiomealificate graduates as well as trainers
can obtain a formal qualification through the assemt application outside of the region.
This leads TVET Colleges to expend extra cost, Wwhi another challenge for the

Colleges.
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Respondents were asked to testify whether or mopdlicy is implemented in the colleges.

65.6% of the respondents stated that training ismplemented in the college from level 5
to 1 with the ratio of 1:3:24. Besides, 50% of thanagement bodies and 62.5% of the

trainers d agreed that trainees’ interest to ppete at level 1 and level 2 training program

is very low. Based on the open ended questiondréanees, respondents showed that

trainees are attending only level 3 and level 4gg@ms. However, there was no sample

trainees program attending level 1 and level 2.

Generally, through focused group discussions, déamgarded some challenges in the

region which go with the above statement. Thes#eriges are summarized below:

Lack of COC and accreditation center in the region.

Lack of an awareness community mobilization adssitby influential political
authorities.

lack of training provisions in level 1 and leveb2cause trainees give priority to
the soft skills than hard skills

Lack of an awareness and know how about outconsedbdVET training
program.

Lack of awareness about cooperative training armbmpany training
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4.2.5 Trainees Interest, Orientation and their Chdknges in the Colleges
Table 7 below indicates the interests of traineeselecting their training program; whether
they have orientation about COC or not and to kttmevexpected challenges of trainees in

the college.

Table 7: Trainees interest, orientation and challeges

Respondents
No Iltems Trainees
No %
1 You are assigned in the training centre in your
own selection.
» Strongly agree
. Agre eg yad 108 |40
9 102|377
» Disagree 60 222
2 You have received enough orientation to COC
exam to award national certificate.
» Strongly agree
. A reeg yad 90 33.33
9 150 | 55.55
» Disagree 30 11.11
3 | Which one is the major challenge for you in the
college?
« Lack of skilled trainer 132 | 48.8
e Lack of facilities and machinery
* Weak internal organization 138 51.1
o all
4 After completion training, what you expect from -
following
* Unsuccessful of COC exam 102 37.7
» Competent with others
« Lack employer
e all 168 62.2
5 In the college teachetrainers are fully skilled i
their trade.
* Agree 168 | 62.2
* Undecided 66 24.4
» Disagree 36 13.3
6 Cooperative training to be given for trainees oohe
occupational title.
* Agree 90 33.3
e Undecided - -
« Disagree 180 66.6
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Regarding the first item 40% and 37.7% repliedreghp agree and agree in that they were
assigned in the training centre by their own seactBut 22.2% of the trainees were
assigned in their fields of training without theiterest. Even though, the policy states that
training occupation is lead by labor market demaadording to trainees’ interest, some
occupational training programs have excess numbdramees. On the other hand, as
observed by the researcher, in some occupation®dwechnology, general metal

fabrication so on) no trainees or a small numberaohees were involved.

The result of the second item shows that 55.5%hefrespondents agreed that they had
enough orientation. They also noted that theiriaation will be approved through COC
assessments. Blick of COC and accreditation center in the regieacribedn table 6 is one

of the bottlenecks to practice the current TVE atstgy.

The third item in table 7 was to find out the cbafles trainees faced in the College.
Accordingly, 51.1% the trainees witnessed the melpailenges in the College were lack of
skilled trainer, lack of facilities and machineand weak internal organization. 48.8% of
the respondents reported that lack of facilitied arachinery is the major challenges in the
college. Besides this, 62.2% answered that aftempteting the current training programs
they expect challenges, which include being unssgfoéin COC exam, competing with

others, and lacking employers.

Generally, one can understand from the above dsmusnarket demand training program
should be underlined. Lack of COC and accreditatenter in the region is the major
problem, even though trainees have understandiexg Whll be certified after completing
the training program. Lack of skilled trainer, laok facilities and machinery, and weak
internal organizatiomre challenges in the TVET Colledeear of failure inCOC exam which

they sit for by themselves in other regions, stdfpetition with others, and lack of employer are

expected challenges for TVET graduates.
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4.2.6 Human Resource

Quiality vocational training requires adequate nunael skilled manpower in general and
gualified trainers/teachers in particular. Hente, items included in table 8 are the major

area where skilled trainer is needed to promotditgugeaining.

Table 8: Human resource in the colleges

Choice
'(\)l Item Resp:;)nden Agree Undecided Disagree total
No, % No % No, % No %
1| Inthe college Managem | 14 | 795 .| .| 5| 208 24 100
teachers/trainers nt bodies
are fully skilled in .
their trade. Trainers 18 45 --- 22 55 40 100
Total 37 | 57.8 -- -- 27 422 64 100
2 Quallflcathn yol Manag(_em 18 75 | | 6 o5 od 100
have now is nt bodies
sufficient to teach | Trainers 30| 75| -4 -—--—-| 10 25| 40 1Q0
in level 3 and level )
A TVET Program |  Totl 48 | 75 | | | 16| 25| 64 10D
3 | Teachers fac Managem
. - === === z
problems in nt bodies 20 | 833 4 166 24 10D
manipulating or Trainers | 29| 728 -4 - 11| 275 40 100
utilizing machines
available. Total 49 76.5 -— -—— 15 23.4 64 100
4 | Supervisiol carried | Managem
out by TVET nt bodies 8 33.3| 4 16.6 12 30 24 100
experts at the Trainers | 11| 27.8 - | 29| 725 40 100
region was
supportive. Total 19 | 29.6| 4 6.2 41 64.1 64 100
5 | Upgrading Managem | o | gggl .| | 8| 333 24 100
program for the nt bodies
Teachers/trainers | Trainers 17 | 4285 -{ - 21 525 40 100
are encouraging. Total 33 | 51.5| —| -——-| 29| 453 64 100
6 | Teachers gtimely | Managem | 5 | 4y 61 | | 14| 583 24 10D
response to their nt bodies
qultlestlons in the Trainers 9 | 229 11 275 20 50 40 1p0
college.
9 Total 19 29.6| 11 17.2 34 53.1 64 100
7 | Teachers satisfit | Managem
with the job in the | nt bodies | *# | °83| —| -— | 10| 416/ 24 10D
in the college Trainers | 24| 60| -4 --| 16| 40| 4b 100
Total 38 59.4| --- 26 40.6 64 100
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As indicated in the above table regarding skilltieé trainers, 55% of the respondents
disagreed that they are fully skilled in their #adBesides this, regarding the qualification
they have, 75 percent of the total respondentseddteat the qualification they have now is
sufficient to teach level 3 and level 4 TVET pragsa The reason may be that they have
been certified from universities through theordtiacaowledge rather than practical skills.
When trainers are also asked whether they facdgimshin operating or utilizing machines
available in the TVET College, 76.5% of the totabpondents suggested that they are
facing problems. These may indicate that the slaliguired by the teachers are not

sufficient to the TVET College program.

In relation to the above issue, from the obserwvataheck list and the researcher’s
knowledge no trainers’ are certified by the certércompetency (COC) except some
diploma holder trainers in the region. As mosti# teachers are fresh to their jobs, they
have difficulty in the training process. Deans amgional officials were asked to comment
on the skills of the trainers. They pointed out tleguitable skill for each trainer by giving
skill gap training; and the availability of competeskilled man power in TVET in the

region is better to none.”

At last, one can deduce that as TVET program islected mostly through practical work,
having trainers with such qualification and skilsuld be a challenge in the training
program in the region.

With respect to the supervision, 64.1% percenthef total respondents disagreed that it
was supportive. As mentioned earlier, there coeldlifficulty in the skills of the teachers.
And when there is no supportive supervision agtitlite problem could be more serious.
There is no supportive supervision because thene igchnical person who is assigned to
follow and assist the College in the region. Sin@002:43) points out that many teachers
of TVET have little or no direct supervision. Cogsently, these people are often
confronted with the challenge of working alone.

Regarding the upgrading of teachers 52.5% sampléraniiers disagreed that it was

encouraging for the teachers. But as table twacatds TVET teachers/trainers as well as
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management bodies in the region have got less ehafcupgrading. As there are
teachers/trainers and TVET leaders whose qualificais level 5 TVET program and
assigned deans in the College, majority of themdagree holders. To run the TVET
program effectively upgrading of teachers/trainemsl TVET leaders into MA/MSC is a

serious issue.

With regard to obtaining appropriate and on timsgpomses 53.1 % of the total respondents
disagreed that the teachers get timely and ap@aiepresponse to their requests. When they
were asked to put basic problems of the Collegefddowing observations related to this

issue were made by the teachers:

» There is discrimination in payment of professioalddwance among teachers. That
is, some teachers hired at teacher training Colheye house allowance. However,
those teachers working in TVET Colleges do not Hauese allowance.

* There exists a problem of getting transfer from Go#lege to another in the region
or outside the region.

» Their request of insurance and clinic service ladren answered.

On the other side, when satisfaction of trainers wssessed 59.7% of the respondents
agreed that they are satisfied with the job in TMET College. This might be because
most of them have low working experience and thame more graduates from TVET
College who could have less opportunity for emplewin The salary rate has also some
contribution in the satisfaction of teachers beeaitiss not practiced for similar teachers
teaching in high schools. However, the problemsediearlier in this section were
supported by many teachers. Since these problemlsl edfect the satisfaction of the
teachers/trainers, the data may need further igagin. On the other side, the

dissatisfaction of the small number of teachersings could affect the training activities.
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4.2.7 Job opportunities for TVET Graduates

This section is concerned with job opportunitylod TVET College graduates. Data on job
opportunity is presented in table below with thenadf obtaining information about
employment of the TVET graduates.

Table 9: Feasibilities of job opportunity for TVET graduates

Choice
N Items Resr:onde Agree Undecided Disagree total
0 nis No, % No % No % No, %
The opportunity o | Managem | o | 5451 19| 416 10 41.6 24 1do
getting relevant job | nt bodies
1 | after graduation is Trainers | 9 | 225| 22| 55 9| 225 40/ 10D
high Trainees | 96 | 355 | 174| 64.4 270 10D
Total 107 | 32.1| 206| 61.6 19 5.6 334 100
Guidance counselin | Managem |y, | go5| | __ | 10 | 416| 24 | 100
service in the nt bodies
5 College. Trainer: 24 60 | --- 16 40 40 100
Trainees | 138 | 51.1 36 13.3 96 35.5 270 100
Total 176 | 52.5 36 10.7} 122 36.5 334 100
The trades given ai | Managem |, | 156l 7 | 595 13| s42 24 100
demand driven nt bodies
3 Trainers | 8 | 20 | 6 | 15| 26| 65| 40| 100
Total 12 18.7 13| 20.3 39| 60.9 64 1Q0
There is assistan Managem
for the graduated ntbodies | % | 08| —| — | 20| 833 241 100
4 | students to have job| Trainers | 8 20 | - | — | 30| 325| 40| 100
Total 12 18.7| --- 50| 77.2 64 100
| will advice my
friends to join the
5 | TVET College Trainees | 220 | 814 | --- --- | 50 | 185| 270| 100
program for the
future
6 | After graduatior
your aspiration and | - ioooc | 138 | 511 102| 37.7| 30| 111 | 270 | 100
expectation is /was tp
be self employed

As displayed in the above table, of the total reslemts 61.6% were undecided on
statement regarding the high opportunity of gettietgvant job after graduation. This

result indicates that not enough information wasvijgled in the College as well as in the
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region. Besides, there was no tracery study dutireg process of training and after

graduation of the trainees.

The second item in the same table was intendechdav kvhether there was professional
guidance and counseling service in the TVET Colleganot. Consequently, the result
implied that from the total sample respondents @R&greed that there is no professional
guidance and counseling services in the Collegee@@n the observation check list, the
two governmental TVET colleges had a representagividance and counselor selected
from trainers and gets short term training. On adliger side at the two samples private

TVET Colleges in the region there is no represergathey get advices by trainers only.

Changing trainees’ attitude towards TVET policyakling TVET graduates to be self
employed; understanding trainees’ ability and athare necessary. Therefore, the

existence of guidance and counseling service ilegelis a serious issue.

Accordingly, of the total respondents 60.9% disadrthat the trades given in the Colleges
are demand driven. The Deans interviewed made d¢legtr “TVET Colleges opened

training occupations and manage trainees deperatintpeir interests rather than market
demand”. Besides, 83.3% of the respondents ofidweagement bodies and 32.5% of the

trainers indicated that there is no assistancéhiograduate students to obtain jobs.

As a consequence when the sample trainees werd agdlether they would advise their
friends to join the TVET College program for theuke or not, 81.4% said that they would.
Because of shortage of middle trained human povesrds in the region employed all
graduates from TVET College. The reason mighthla¢ trainees consider TVET as source

of employment.

To understand trainees’ aspirations for the futurmre than 51.1% of the trainees’
aspiration and expectation has been to be self@mgl On the contrary according to the
researcher’s observation check list trainees joisefil skills training streams such as
business and information technology rather thaw B&ills and all trainees joined level 3
and level 4 TVET programs. But the policy encousasfeort term training level 1 and level
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2 programs and the trainees in the region ignoie tiiccording to the respondents the

main reason for this was their interest in gettwagge employment than self employment.

Therefore, it can be said that the same tradesgivall the Colleges and some training
occupations (hard skill training) are not seledigdrainees. It could be an implication that
needs assessment was not carried out. This meatrthéehabor market and the economy at
large were not sufficiently considered. In otherag it is very doubtful that the selected
fields of training correspond to the actual andifatneeds of performing government’s five
year growth and transformation plan of the regidhis could be one of the current

challenges of TVET Colleges in the region.
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CHAPTER 5

5. SUMMARY, CONCLUSION AND RECOMMENDATION

5.1 Summary

The main purpose of the study was to look in to ¢hallenges of TVET Colleges in
BGRS. In order to achieve the purpose of this stbdgic questions were raised regarding

the challenges of TVET Colleges in the region.

Under the review related literature, historical elepment of vocational education, concept
of TVET policy, the purpose and objectives of TVERallenge of TVET, the system of
TVET training, human resource of TVET, materialowse in TVET, guidance in TVET,
information source of TVET, and the current praetitVET in BGRS were the major
topics that have been reviewed from relevant booksnals, proceedings, thesis, and other

documents to provide firm theoretical ground toshely and in support of the findings.

Descriptive method was chosen and used for itsogpiateness to the research topics.
Sample of population were TVET trainees, Trainbtanagement bodies, found in the four
TVET Colleges in the region. Moreover, regional TVExperts were also included.
Stratified simple random sampling method was engdoyor trainees and trainers.

Frequency, percentage, and weight mean were usadiastrument of data analysis.
Accordingly, the data were tabulated and preseintethe tables, analyzed and interpreted.

Regarding the profile of the respondents, 50% eiffrtthave below five years services. This
indicates insufficient experience in the field thggye training. Moreover, in the industrial
area trainers were newly hired in the colleges. fEsailt indicates that labor turnover and

less experienced number of trainers in the industeg were the challenges.

70.0% of the respondents indicated that faciliteegjipment, and machinery availability in
the college was not satisfactory. Moreover, 83.3nanagement bodies and 47.5% of
trainers reported that the availability of electservice, water service, cafeteria, standard

workshop, library service, and classrooms wereematugh in the colleges. The interview
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data indicates that budget constraints, poor managg and lack of highly committed,

experienced, and dedicated TVET leaders and expertsthe main challenges.

Besides, the other challenges of the college whioder it from achieving its goal were
lack of adequate facilities, shortage of skillednp@awver, and lack of awareness about
TVET strategy and these were ranked from one teethespectively. Likewise 87.5% of
the management bodies and 67.5% of the trainetsdsthat shortage of competent
manpower, lack of adequate budget, and lack of doment of concerned bodies were the
major challenges of the colleges in the region.

With regard to internal organization and resouieslable, 70.8% of management bodies
87.5% of trainers asserted that there was no téapyndransfer. In addition to this, 54.2%
of the management bodies, 57.5% of the trainerd,33% of the trainees asserted that
the colleges were not well organized and did neelenough resources to implement the
current TVET curriculum.

About the current practice of the TVET strategythe colleges, 57.8% of the respondents
agreed that there was no cooperation for trainimgctions between institutions and
industries/stakeholders. 80% of the trainers artd 85the management bodies stated that
no trainees were measured by Center of Compete@®LC]) after completion college
training program. According to the Federal TVETagtgy, training should be given from
level 1 to level 5 with the ratio of 24:3:1. Howey85.6% of the total respondents reported

that this was not implemented in the colleges.

On the challenges trainees face during training after graduation, 51.1% of trainees
indicated that the major challenges in the collegese lack of skilled trainers, lack of
facilities and machinery and weak internal orgatmra 62.2% of trainees also revealed
their expected challenges were being unsuccessf@QC exam, high competition with
others, and lack of employer.

Concerning human resources in the colleges, 55#teotfotal respondents stated that many

of the trainers were not fully skilled on theirdes. Besides, 52.5% of the trainers asserted
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confirmed that upgrading of teachers was not eraged. However, 60% of trainers were
satisfied with their job in the TVET colleges.

With respect to supervision, 62% of the total resfemts disagreed that supervision was

supportive in the region.

For feasibilities of job opportunity for TVET graaies, 61.6% of the total respondents

were uncertain about the opportunity of gettingvaht job after graduation.

On the practice of guidance and counseling sericthe colleges, 50.8% of the total
respondents agreed that there was no professiomddrge and counseling service in the
colleges. In addition, 83.1% of the managementdwdind 42.3% of the trainers indicated

that no assistance was given for the graduateswrtirey obtain jobs.
The major findings of the study could thereforeshenmarized as follows:

* There have been labor turnover and less experidgra@e@rs in the industrial area.

» The availability of workshops, libraries, classraotooks, equipments, machines,
and other facilities (such as electricity, watervee etc) in the colleges are not
satisfactory.

 Lack of adequate facilities, shortage of skilled np@awer, lack of awareness
regarding TVET strategy, lack of adequate budgetl Eck of commitment of
concerned bodies are challenges of TVET collegdisemegion.

* There is no technology transfer department in tikeges.

» Colleges are not well organized and have not enaegburces to implement
current TVET curriculum.

» There is no functional cooperative training witak&holders.

* No trainees and trainers are measured by COC assetssto evaluate their skills.

» The training system given in the colleges from lévéo level 1 with the ratio of
1:3:24 not implemented.
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» Lack of skilled trainers, lack of facilities and amnery and weak internal
organization are major challenges in the collegdexinsuccessful COC exam,
competent with others and lack of employers areeetqal challenges.

» Trainers in the college were not fully skilled ¢wir trades.

* The supervision activities in the colleges were sugportive.

* Trainers and management bodies had less changgiading programs.

» Most trainers are satisfied on their jobs in thibege.

» Trainees’ are uncertain about the opportunity dfigg relevant job.

* There is no professional guidance and counselinigarcolleges.
5.2 Conclusion

Based on the findings of the study the followingdasions were reached:

5.2.1 The availability of experienced and skilled teaclteainers is a key element for the
provisions of quality training. Contrary to its ioppance, the study revealed that all
the colleges lack qualified teachers/trainers vathctical skill and they were not
assessed by Center of Competency and, hence wereertibied. Besides, it was
identified that some teachers/trainers had leskimgrexperience and there was
labor turnover in the Colleges. Less effort was enbg the department of TVET
under the Regional Education Bureau to narrow ¢fais and there was no COC
center in the region. It is obvious that less techinskill and experience affect the
quality of training greatly.

5.2.2 To provide technical and vocational training, thal€yes should be furnished with
necessary equipment, machines, and other trainatgrrals. However, the study has
shown that the Colleges are still lacking with samechines, equipment, and tools.
The TVET training being provided in the region Iscaconstrained by in adequate
facilities such as library, vehicles, clinics, ntaimance room, and water service.
These affect the balance of theory and practicéhé provision of the training
process to be implemented as intended in the aluric Therefore, these are the

challenges of providing quality training.
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5.2.3 As has been found out in the study, there weremabeu of challenges which can
affect Colleges to achieve their goal. The massoas include absence of quality
management and lack of continuous monitoring onrélevance of TVET programs,
as well as on support and guidance to TVET ingtihst to achieve defined quality
standards.

5.2.4 Guidance and counseling service is pertinent ipihgltrainees to know career goals
and understand the world of work. It helps thendéeide their field of training,
further training, initial job choice, and job chadContrary to its importance, the
study revealed that guidance and counseling sewasenot given special emphasis
in the TVET system. Hence the service being pravigepoor. Consequently, this
can adversely affect the training process staftimg orientation up to employment.

5.2.5 The TVET strategy underscores the importance dinelogy transfer through the
replication of new and selected technologies. Stagk should be managed by
departments set up for this purpose. However,ititerfg of the study indicates that
there was no technology transfer because there weregechnology transfer
departments in the colleges.

5.2.6 To enhance the quality of training and implementatf TVET strategy, the current
practices of the Colleges should be providing tr@nin collaboration with
enterprises/industries; certifying trainees andné&s at COC center and giving
training from level 5 to level 1 with the ratio ©13:24. In the contrary, as revealed in
the study cooperative training is not implementdteatively. In all training
programs only level 3 and level 4 are given inrdgion. Even though some trainers
attempted to take assessment from other regiorey there not successful.
Therefore, with respect to the national TVET sggtehe current practices of these
TVET colleges in the region seem to be doubtful.

5.2.7 As found out by the study, trainers and managerberies had less chance of
upgrading themselves. In addition, supervisionvdds were not supportive to the
colleges. These are the challenges that hindeegsdl from implementing effective
training system. The result also shows that thexeewao professional and dedicated
TVET experts; there was no allocated budget forraghgg programs and well

organized of TVET in the region.
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5.2.8

5.2.9

To implement current TVET curriculums, there neews be well internal
organization and enough resources. The resulteobthhdy shows, colleges are not
well organized internally and do not have enougsoueces. Budget constraints,
poor managements and lack of skilled manpower aneesof the main reasons.
Hence, these made the quality of training poor.

The implementation of the current TVET program htted challenges in
achieving its pre-set objectives. This is due toklaf appropriate information
provision to stakeholders. Therefore, disseminatirfigrmation to stakeholders is
vital because this will help to increase their aammss and develop the capacity of

institutions. This can also empower training staffgarious ways.

5.3 Recommendation

Based on the findings and conclusion reached, tilwing recommendations are

forwarded:

5.3.1

5.3.2

5.3.3

The Regional Education Bureau (REB) has respoitsilbd organize TVET system
in the region as Agency/ Commission with facilitessd human resources. Colleges
should be internally well organized as they havéempimal to implement TVET
strategy. And they should work with the MOE toseasocial awareness about the
importance of TVET in the region.

It is necessary that the TVET Colleges should endbé trainees that TVET is
designed not only to be employed but also to bieeseployed. And it is necessary
to create partnerships with enterprises.

It is necessary to establish professional guidamckecounseling services. Guidance
and counseling service is of utmost importancealbclients of the education and
training system and need to be significantly sttieaged. It should take into account
the need of industries, the individuals, and thmilfaof the trainees. It is extremely
useful for each training requirement. It is helpfol only for training institutions but

also for the society at large through creating anwess.

5.3.4 Trainers’ competencies and their performance shbal@énhanced through training

and support because better trained and motivatedets are more likely to feel
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committed to their profession. So, the need to pobarainers’ level of competency

SO as to obtain better performance:

» Testing competencies and subsequent certificatienngportant features of TVET
that result in enhancing competency and qualityT9ET. To accomplish this
mission, Center of Competencies (COC) should kebéshed in the region as core
institution for testing proficiency. This is maintyhe responsibility of REB in
collaboration with MOE.

» Provision of skill gap training has to be arranggdREB. Continuous revision and
updating of knowledge and skill are essential.

* Trainers themselves should make efforts to impritner own competencies and
abilities. Self-development through using availal#arning resources could be
helpful and appropriate for continuous and effextievelopment. Modern learning
resource such as internet, computer based multaneaind cluster sharing

experiences are good means.

5.3.5 Trainers and TVET institutions are expected to areptheir graduates in job
components and employability skills like self calgince, being creative, facing job
challenges, access to finance and how to deal pgtiple in the work place to be
successful entrepreneurs. To achieve this goalsesuike entrepreneur and civics
and ethical education should be strengthened.

5.3.6 Fulfilling basic facilities such as libraries wildequate reference books, workshops
with adequate machines and equipment in the Cdallegevery important. This
requires careful investigation of the institutiomdentification of the priority area
and preparation of projects. Therefore, REB inatmikation with Colleges should
conduct project preparation. Then, governmentsyapgi employers, NGO’s and
communities at large should participate in the enmntation of the project.

5.3.7 Accordingly, TVET Colleges should conduct this witte help of technical support
from REB TVET experts. Thus, some of the major sui@efocus during assessment
include the following:
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» Market demand survey must be carried out focusimgemployers and would be
trainees.
» Tracery studies need be made on graduates

» Potentials of enterprises/industries to run codpardraining should be studied.

Finally, REB and regional government should givierstion to allocate sufficient budget
for these activities.

5.3.8 Labor market information system and data baséeirtstitution are critical factors.
These could be carried out by establishing net wsyktem with employers,
enterprises, other relevant stake holders, andréifit hierarchical level of the TVET
system in the region. This helps to facilitate tiyneadequate and reliable
information exchange.

5.3.9 It is the responsibility of TVET Colleges to esiahl and enhance technology

transfer department. This effort will have the doling advantages for the colleges:

* Trainers and trainees could increase their undeistg and creativity of new
technologies.

* The society will get easy and cost effective tedébgy and become successful
economically.

» Budget constraints could be reduced by marketiagtducts.

5.3.10Steps should be taken by REB and TVET expertsntoamgce supervisory and
professional support. It will be helpful if regidn&xperts conduct periodic
monitoring and evaluation in all institution.

5.3.11REB in collaborate with MOE should arrange anceofpportunities for further
education for trainers and management bodies, x@amele in second degree
programs and short term trainings in relevantfel

5.3.12TVET colleges must devise mechanisms to redu@néial constraints. This could
be achieved by generate their own income from uarjgossible sources. Some of
the means could be selling of products producettdigees, providing consultancy

61



service, adapting and transferring new technologgeeshe user, and rendering
maintenance service in their workshops.

5.3.13TVET Colleges can enhance employability of thenmadwates by promoting
attachments with employers. To prepare their grieduan a more effective way
TVET Colleges need to conduct tracery studies wipicdvide them with valuable
information regarding graduates. Based on the feddbtrainers can improve their
preparation of graduates.

5.3.14Finally, further in depth study focusing on the ldrages of TVET Colleges in
Benshangul Gummuz Regional State should be caotied
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Appendix A
ADDISABABA UNIVERSITY
SCHOOL OF GRADUATE STUDIES
DEPARTMENT OF BUSINESSEDUCATION
QUESTIONNAIRE: To be filled byTrainersand Management bodiesin the TVET Colleges.
The purpose of this questionnaire is to gather fitata study leading to an M.A. degree in Managemen
of Vocational Education. It is administered to sywour views about the Challenges and Prospects of

TVET Colleges in Benshangul Gummuz Region.

Since the success of this study depends on yowirgeresponses, you are kindly requested to beshone

towards all items provided in this questionnairee Tnformation you supply will remain confidential.

You are not required to write your name. Thank yoadvance for your cooperation.

Sincerely,



Part One

Please read the following and fill in the box byngs' X’ mark or by writing a short answer when
required.

1. Name of training College
2.Sex a) Male [ ] b) Femgd ]

3. Age a)20-24yeard | b) 25-29yeal 1 c¢) 30-34yeard 1  d) 35-39¢l__|

e) 40 years and above _

4. Qualification: a) 12+1 and belo[~_—| diploma: c) First degree ]
d) M\A/IM.Sc.[ ] e) other

5. Your current position:

6. Field of study

7. Subject you teach .

8. Years of service a) 0[] 5{ lc)10-14 ] d)15-{ ]

e) 20 years and abovlﬁ:|

9. How do you think that your TVET College is imtat organized and resource available to implement?
a) Very well organized [ Not satisfactory ]
10. Does your training college have technologydfarmation department?

a) Yes 1 b) NC__]

11. Is your training college well organized intdlyaa) Yes b) No c) | can’t determine

Part Two

Please read each statement carefully and put ‘dvibthe number of your response for each statement.
The numbers indicate:

1=agree, 2=undecided, 3=disagree

No, of Items Choices

123

No, | Items Choices
11213

1 The availability of workshop, libraries, class ragrfurniture, text and referen
books and machines in the college are satisfactory.

2 The training centrequippe! with modern and adwate facilities and equipme
(such as machines, computers etc) in relationg@tirent TVET policy.




3 All machines available in the college are working\eely (no idle machine) ar
there is regular maintenance program for the brokachines and tools.

4 Cooperative training and in company training systerbe given for trainees «
each occupational title.

5 As the current policy trainir is given in the college from level 1 to level 5 witie:
ratio of 1:3:24.

6 Raw materials for tining are provided at the right tin

7 Trainees’ interest to participate at level 1 ane@le training program is very lo

8 The educational gualification you have now is sigint to teach in the level 3 a
level 4 TVET program.

9 The TVET College you belong to has enough skilled teagtrainers

10 | Some teachers get timely and appropriate resportbeit Questions

11 | Teachers face problems in manipulating or utilizimg machines availab

12 | The supervision carried the TVET experts was supportive to the trair
program.

13 | The upgrading program conducted for the TVET teexheencouragin

14 | | am satisfied wittmy job in the College

15 | Shortage of competent man power, lack of adequatgdi and lek of commitmen
of concerned bodies are major challenges of tHegml

16 | The students’ interest towards vocational traingngncouragin

17 | Traineesaremeasurd by the center of competency (CoC) after completiotegel
training.

18 | Most of the TVET graduated students get relevant eympémnt

19 | The trades given in the TVET College are demanedi

20 | There is assistance for the graduated studentviojbb

21 | The availability of electricity service, water sies, cafeeria workshops, and cla
rooms are enough in the college.

22 | There is no professional guidance and counselingcsgein the colleg

23 | The work relationship in the training process be&meainers and trainees; train
and management; and colleges and employers angstro

24 | Shortage of competent man power, lack of awareregarding the objective, ai
shortage of materials are not challenges for aettle® objective of the college.

25 | Implementing new curriculum, cooperative trng with stack holders are tl
current activities of the college.

26 | Your college is well organized internally and hasegh resource to impleme

current TVET curriculum.




Part Three

Please read the following and write a short answ#re space provided.

1. Among the training fields being provided in yaatlege or institution concerning business, indakt
technology, information technology, constructiochieology, and their sub fields list down the fields
priority order assuming 1 is the most marketabléhéleast marketable in order.

1.

2.

3.

4.

2. What are the basic challenges of the collegelmeving its goal?

a)
b)
c)
d)
3. What is the potential prospects/prediction oEVCollege in the region in terms of organizatién o

TVET agency, stake holders, college management etc?
a)
b)
c)
d)

Thank you again for your cooperation.
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DEPARTMENT OF BUSINESS EDUCATION

Interview Questionswith Regional TVET Experts Some Selected Deans.

1. What are the challenges of TVET in the region toece their goals?

2. How are the resources available to implementtineent TVET curriculum?

3. What is the current practice of these TVET ag@kewith respect to national TVET strategy?

4. What are the potential prospects of the TVETegals in the region?

5. To what degree the TVET colleges in the regiavetbeen fulfilled by the necessary machines, tools
equipments and a competent manpower?

6. What do suggest the possible solutions to tbleabenges?

Appendix D
ADDISABABA UNIVERSITY

SCHOOL OF GRADUATE STUDIES



DEPARTMENT OF BUSINESSEDUCATION
Observation checklist

The purpose of this checklist is to gather factsuatihe relevance of curriculum; staffing equipment

facilities; services and the training process letough observation at the site.

Name of TVET institution e

1
2. Year of establishment as technical- vocational atiog------- e EEE
3. The training day consists in the College------——- hours/week.
4. Staff population

A). Academic Staff

5. Trainer/Trainee ratio--------- e
6. The major requirements of admission to TVET College

7. Tuition fee per student in birr

8. Income generating by means of production in thdegelcover---------- % of the total budget.

9. The fields of training in the TVET College. mmmmmm e

10. Facilities and Services in the TVET College

Facilities AdequatelyModerately | Not Remark
Available Available Available

e Water
» Electricity Supply
* Class Room




» Work shops

» Libraries

* Administration Offices
» Department Office

» Teachers’ Staff Room
» Store

» Meeting Hall

» Toilet for boys

» Toilet for girls

» Toilet for Staff

* Guidance & career
council
* Maintains Service

Yes No Remark

12. The College has separate and attractive congpou ~ =eem meeee ceeen
13. The class Rooms are ventilated and furnished ~ ceee e oeee
14. The Workshops are well organized accortbrthe needs of occupation ~ -----  ---------
15. There is adequate ventilation and enoughesfomractical work - S
16. Appropriate number of trainees are assigmeedlipop in terms of shop

facilitesand Work e el e
17. The machines; tools and equipments are &laila sufficient quantity

andqualty e s

18.The machines, tools and equipments are relevahetoew policy
training program e e s

19.The machines and equipments are relevant to temoof the modules ~ ----- === -—---
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wifi+w2f2.. ... +wsfFi
Key: mean = weighted mean = Fl+f2unatf5

WhereHf............... +fs = observed frequencies

Wi+Wo+ e, ws = Weights given
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