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Abstract 

The purpose of this research is to investigate trainees' attitude towards their 

trainers' competence in the TVET colleges of Afar Region. To this end, a 

descriptive survey method were employed. To conduct this research four TVET 

colleges in the region were incorporated. From these TVETs 298 trainees, 23 

trainers and four college deans, totally 325 respondents were included as a 

sample. The trainers and trainees were selected by using stratified random 

sampling techniques. Deans were selected by using purposive sampling 

techniques. To collect the necessary data questionnaires, interview and focus 

group discussions were used. The collected data were analyzed by using 

percentage, mean and descriptive statements. Based on the analysis made in 

the research the major findings were: The provision of the training was severely 

affected due to competence deficiencies of trainers. Beside this, the absence of 

the necessary input and administrative support were hindered the quality of the 

over all training. The recommendation made by this research include: the TVET 

teacher training institutions recommend to ensure the would be TVET teachers 

acquired the core competencies before graduation, and assess the competence 

performance of their graduates in the actual world of work, it is advisable that 

the Afar Education, Health, and Agriculture Bureaus recruit TVET trainers by 

preparing criteria on the nine competence areas and establish COC examination 

agency at the regional level to ensure the required standard, and the four TVET 

colleges recommended facilitate in service training and establish students council 

that works in negotiating and resolving trainees complaints . 
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CHAPTER ONE 
1. Introduction 

1.1 Background of the Study 

Currently we are living in a highly competitive and dynamic world where quality is the priority 

issue of the contemporary society. TVETs are function in this dynamic environment and their 

trainees also need to cope with the competitive labor market. Regarding this, the Ethiopian 

National Technical and Vocational Education and Training strategy stipulat~d that TVET has to 

• respond to the competence needs of the labour market and create a competent, motivated and 

adaptable work force capable of driving economic growth and development (MOE 2008:7). To 

achieve this employment oriented training, requires qualified instructors and material resources. 

• 

In order to produce competent and capable work force the primary responsibility lies on trainers' 

efficiency and effectiveness. According to National TVET strategy, highly competent, qualified, 

motivated, flexible and creative TVET trainers or instructors are the backbone of any TVET 

system, capable of adjusting to changing technological environment and creating conducive 

learning environment for different target groups (MOE, 2008). In order to TVET trainers to have 

such qualities they should acquire the necessary competence in pre-service and in service 

training. Unless and other wise the instructors are well qualified and trained, the training of 

TVET encounter with deficiencies that may cause trainees out of the competition of the world of 

work. Such problem also raises trainees's dissatisfaction, complain and lose of confidence in 

their instructors teaching competence. . 

According to Schrembs, R. (2008:7) TVET instructors need to have personal competences, 

Pedagogical competences, professional competencies and leadership abilities in managing 

training session. Such competencies will help trainers to build up confidences and lead to a good 

training competence. Planning and running a lesson requires competences in the whole field of 

teaching techniques to transfer theoretical knowledge as well as practical Skills. 

• In line with this Bunning, F. (2006:81) stresses that the instructor must be a master of his trade 

and it is not enough to be a craftsman but a good craftsman which is always up-to-date and 

interested to have general knowledge through further training and up grading. 
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In general according to Gerds, P. (as cited in Bunning, F. 2006: 125) in many countries technical 

and vocational education is currently undergoing a transformation as a direct consequences of 

fundamental, political, economic and social developments. He further point out that the quality 

of vocational education crucially depends on the qualification and motivation of the teaching 

staff. On the other hand, mentions the general goals and purposes ofTVET have to: 

• Provide marketable and employable qualification everyone who is able and willing 
to works. 

• Facilitate the transition from school to workfor all men and Female 
• offer suitable continued professional development in upgrading and adjusting an 

individual's qualification in order to cope with changing and new demands of the 
labor markel, 

• Offer inputs on the development of a growing economy and to create new jobs by 
fostering the chance of self-employment and, 

• Provide the motivation for self-reliant and independent lifelong learning. (Peter 
Gerds as cited in Bunning, F. (2006:125) 

In other words the goals, contents and organizational forms of pre-service and in-service trainers 

training have to be oriented towards the five functions listed above. However, with this regard, 

some studies conducted by GTZ on Ethiopia TVET reveal that only 20% of trainers involved in 

the teacher training activities of TVET schools have the necessary qualifications in first degree 

and above. Additionally the existing trainers lacked necessary skill and knowledge to 

successfully implement the vocational training curriculum, On the other hand, another study 

GTZ (2002: 1 0) revealed that the supply of TVET trainers is far less than the institutional work 

force demand in skill competence and required number at various levels. From this finding we 

can easily understand that the current TVET lacks adequate and competent instructors to conduct 

their training programs effectively and to produce competent middle level work forces. (Mesfin, 

2003:78 as cited in Zelalem, 2008). 

Afar is one of the national regional states which is situated in the north east part of Ethiopia, with 

the area of about 94,817 square km. The altitude of the region range from 116 below sea level to 

1600 meter above sea level. Its average temperature is 36.5°c but in rainy season its temperature 

declines in to 25°c. At dry season the temperature rise toward 48°c. 

According to Central Statistical Agency (2007:7) census report, the population of the region was 

1.4 million of this male were 50.5% and females were 49.5%. The region has five zones and 32 
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worcdas with different sectors at each level. mong them TVET is one of the prominent 

institution that works in providing middle level skilled man power which meet the demands of 

the region. There are four TVET colleges namely; Adadale business, Lucy water, Semera Health 

cience and Gewane Agricultural TVET colleges. 

1.2 Statement of the Problem 

Con idering the need for innovation in TVET, the efforts of trainers has significant role. Trainers 

should be trained and equipped with personal competences, Pedagogical competencies and 

professional competencies in order to produce well qualified and competent middle level work 

force. To do this trainer should be kept up-to-date and up-graded in competence and 

professional development to cope with new methods and changes of the dynamic world. 

According to UNESCO (1999), the qualification requirements of 21 51 century TVET trainers 

must be reconsidered to include the optional balance between training acquired in the institution 

and work place. New and appropriate instrument of assessment, accreditation, and certification 

should be developed. 

Quality of technical and vocational education and training is affected due to various reasons. 

These may be connected with input and process factors. From these factors or those that are 

related with trainers competence are the crucial once. 

According to Huse'n T. (1994) poor trainers' quality will seriously impede innovation and 

improvement in technical and vocational education and training (TVET). Trainers are also 

expected to bridge the gaps between demands of the lobour market, employers, trainees and th Ir 

application in real world of work. 

The researcher is interested in examining and finding the gap between trainers' competence and 

trainees' attitude on their trainers teaching competence in the TVETs of Afar Region. The stud 

focuson examining frequent complaints raised in Four TVET of the region . 

The researcher as a Dean of Adadale Business TVET college encounters with so many 

complaints from trainees towards their trainers's competence. Based on this the researcher is 

highly inspired to dig out the root causes of trainees' complaints and to suggest constructive 

solution that may be alleviated by concerned stake holders . 
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Based on the analysis of ESDP III, TVET graduates are currently not meeting the expectation 

and demands of economic sectors. To solve this problem ESDP III has allocated a total of 3,000 

million birr to TVETs over a five year period in order to further increase enrolment rates, 

strengthening quality assurance, improve teaching methods, invest in physical infrastructure, 

equipment training materials, libraries and ICT facilities, building centers of excellence and 

testing centers curricula and training material improvements, and other investments. (MoE 

2006:7). 

• Afar is one of the nine national regional states of Ethiopia and share the above problems with 

maximum magnitude because of its location and poorly organized TVETs characterized by high 

shortage and limitations of TVET trainers. In addition, because of arid air condition well 

qualified and experienced trainers are not serving for longer time and TVET trainers are not 

annually tested with Center of Competence (COC) which is important for the quality and 

improvement of trainers' competence. This situation may have direct contribution for the 

frequent complain of the Afar region TVET trainees towards their trainers teaching competence 

and it necessitates the researcher to engage in so as to dig out the root causes of the trainees' 

complaints upon trainers' competence in Afar region TVETs. 

Accordingly this study attempts to answer the following research questions: 

I. What are the attitudes of trainees towards their trainers' competence? 

2. What are the trainers deficiency regarding competency as perceived by their trainees? 

3. What are the factors influencing trainers' teaching competence and trainees' learning 

achievement? 

1.3 Objective of the Study 
The general objective of the study is to examine trainees' attitude on trainers' competence, in 

Afar region TVET and to suggest possible solutions. More specifically the study addresses 

the following specific objectives: 

• J. To in identify trainees' attitude towards their trainers' competence and to suggest 

possible solutions in case there are unfavourable attitudes. 

• 

2. To identify trainers areas of deficiencies regarding competency and forward solutions for 

different stake holders. 
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3. To identify input and administrative factors that affect trainers' competence and trainees' 

achievement. 

1.4 Significance of the Study 

Since TVET is seen as poverty reduction strategy and solution for unemployment this study has 

the following significance: 

• Identifying competence gap of trainers's competence and help trainees to acquire 

marketable and competent skill. 

• To facilitate continuous and favorable supervisory and advisory support in trainers by 

TVET institution managing staff. 

• To clearly examine strength and weaknesses of TVET trainers with regard to their 

actual teaching practice in TVET institutions and to suggest possible solutions to 

these inistitutions their administration to ensure quality training and produce middle 

level work force that contribute for sustainable development of the region. 

• It serves as steping stone for further studies in the area. 

1.5. Delimitation of the Study 

Even if TVET institutions function through out the country, this study is confined to Afar 

Regional state. Due to limited number of TVET institutions the study is limited on the existing 

Four TVET colleges namely: Adadale Business TVET, Semera Nursing TVET, Gewane 

Agricultural TVET and Lucy Business TVET colleges. 

1.6. Limitations of the study 

Shortage of finance, and inavailability of Deans in their appropriate time to conduct interview 

were among the limitations that faced the researcher. Their magnitude however was not large 

• enough to affect the findings basically. Financial and time constraints are other limitations for 

the study. Because of limited number of TVET College in the Afar Regional state, the researcher 

forced to conduct his pilot test in Amhara Region Dessie W Ir sihin and Debrebirhan TVET 

Colleges. 
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1.7. Operational Definition of key terms 

• Competence: sum of inten'elated abilities, knowledge, behavioral pattem, skill and 

ability to combine these elements at any given time. 

• Attitude: refers to students feeling of TVET program or trainers particularly their likes 

and dislikes of attending TVET. 

• In-service training: is a continious trainers professional development endeavor for 

sustainable competency, and enhance the capacity of the teaching force . 

• Pre-service training: training taking place before engaging in world of work 

• Trainers: collective term for all teachers,ltrainers and principalswho provide and 

perform training activities in TVET schools. 

• Rainees: Aperson who is registered and par1icipate in technical and vocational education 

and training program on regular bases and attending the courses offered by a training 

inistitutions. 

• Skill: Aspect or part of competency that describes all methods and techniques that are 

related to activities . 

1.8 Organization of the Study 

The study was organized in to five chapters. The first chapter deals with the introduction part 

that is background of the study, statement of the problem, objective of the study, significance of 

the study, delimitation of the study, and limitations of the study. The second chapter deals with 

review of related literature. The third chapter focus on research design and methodology. Chapter 

four deals with presentation, analysis and interpretation of the data. Finaly chapter five focus on 

summary, conclusion and recommendations . 
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CHAPTER TWO 

2. Review of Related Literature 

2.1. Basic Concepts of Technical and Vocational Education 

Before proceeding to define the term vocational education and training it is preferable to define 

the term education and training independently. 

ccording to Harrison (2000:3) education is the general upbringing of people whereas, training 

is the teaching of practice. Attachment of the word ' vocational" to either training or education 

implies that the learning being undertaken will be of specific lise to chosen line of work or 

career and may usually involve work place experience. 

According to Benson (1987:324) there are three essential characteristics of vocational education. 

These are: 

i) The programs are intended to serve people who are seeking to enter the work force at 

some level, above that of unskilled labor. 

ii) The job for which people are being prepared do not normally require applicants to hold a 

university or a Bachelor degree, and 

iii) a portion of the training is offered in publicly administrative forms of instruction. 

Similarly Clark et al. (1955: 32) stated that vocational education implies to be a 'formal 

instruction at a higher school level" and as a functions of preparing trainees to work in a specific 

occupation. 

The definition of "vocational education ' provided by UNESCO is: 'Formal Education designed 

to prepare for skilled occupations in industry, agriculture and commerce, generally at second 

level" (www.ibe, UNESCO. Org. 12-01-11). 

In addition to these UNESCO/ILO (2001:7) also defines "Technical and vocational Education 

(TvET) as a term closely related to what of vocational education and training (VET) applying 

to: 

7 
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All forms and aspects of education (hat are technical and vocational in nature, 
provided either in educational institutions or under their authority, by public 
authorities, the private sector or through other forms of organized education, 
formal or non formal aiming to ensure that all member of the community have 
acces to the path way of life long learning. 

2.2. Objectives of TVET 

Education plays an important role in empowering people. It has been proven that enhancing 

skills through technical and vocational education and training (TVET) system has a direct impact 

• on povel1y reduction and promotion of economic growth, as it allows graduates better chances of 

supplying the skills in demand by the labor market and maximizing their income. 

• 

• 

• 

The primary objective of all technical and vocational education and training programmes is the 

acquisition of relevant knowledge, practical skills and attitudes for gainful employment in a 

particular trade or occupational area. The need to think training to employment (either self or 

paid employment) is at the base of all the best practices and strategies observed world-wide. In 

recent years, in view of the rapid technological advances taking place in the labour market, 

flexibility adaptability and life-long learning have become the second major objective. The third 

objective, which is particularly important for Africa is to use TVET as a vehicle for economic 

empowerment and social mobility and for the promotion good governance and regional 

integration (AU, 2007:27). 

Technical and vocational education is an instrument for economlC, social and political 

development. It brings change in various aspects of life, enables people to wisely use modem 

technologies and helps to solve their problems. It is also important to train workers who could 

\i ork in various modem establishments. ESCO (1999, P.65) confirm this ba ic idea by stating 

'Technical and Vocational Education is one of the most powerful instrument in enabling all 

members of the community to face new challenges and to find their roles as productive members 

of the society. It is an effective tool for achieving social cohesion integration and self esteem. 

Modem industrialization and recent development activities through out the \i orId also rely 

heavily on technical and ocational education and the kind of institution which suppl skilled 

personnel and competence of those who are trained in these institutions. 
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Economic development in any society and at any level of development highly demands skilled 

and competent personnel capital and people with managerial ability. For that matter, advanced 

countrie attribute their success to the availability and qualities of skilled man power for their 

economic development and better living standards (Venn, 1964:78). 

The purpose of technical and vocational education is a reflection of the definition of the two 

terms: Technical and vocation seen from such point of view, schools that are concerned with the 

pro ision of subjects that are of teclmical and vocational nature have the responsibility of 

training people who would be able to work in the occupation available. 

Different writers state the objectives of TVET from different perspectives. Accordingly the 

following objectives are summarized. Meeting the skilled manpower need by the society (Evans 

as cited in Mekonnin 1994:25). Providing increasing options to trainees so that they could gain 

any areas of their competence. TVET is a means of resolving the problems of unemployment of 

school leavers (Talenning, 1987). Productions of skilled labor in anticipation of demand (World 

Bank 1990: 17) and to train the work force for self employment and to raise the productivity of 

the informal sector (Atchoarena and Andre, 2002: 38). 

The purpose of TVET in Ethiopia is more or less similar to the purpose or objectives discussed 

above. The national TVET Strategy stated the primary objective of TVET as to create a 

competent, motivated, adaptable and innovative workforce in Ethiopia contributing to poverty 

reduction and social and economic development through facilitating demand driven high quality 

technical and vocational education and training, relevant to all sectors of the economy, at all 

level and to all people in need of skills development (MOE, 2008: 1 0). 

Specifically the strategy aims to:Create and further develop a comprehensive, integrated out 

come based and decentralized TVET system for Ethiopia, Create a coherent frame work for all 

actors and stakeholders in the TVET system. Establish and capacitate the necessary institutional 

set up to manage and implement TVET in Ethiopia and to ensure Quality Management System 

(QMS), Improve the quality of TVET (formal and non-formal) at all levels and make it 

responsive to the needs of the labor market, Facilitate the expansion of relevant TVET offers in 

Ethiopia, in particular to target groups that have been pre iously neglected and labor market 

segments that are key to national development, Strengthen the private training market and 
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encourage enterprises to participate in the TVET system, Empower women and rural people 

through skill development Ensure equal access of women, men and people with special needs 

to TVET trengthen the culture of self employment and support innovation in the Ethiopian 

economy, in particular in emerging regions, Develop sustainable financial system for TVET with 

efficient and cost effective delivery systems and management structures, and Build the necessary 

human capacities to effectively by manage and implement TVET. 

2.3. Global Development of TVET 

Various literatures revealed that (emergency of TVET) informal vocational education has a long 

back history as an endeavor made by ancient men to acquaint their children with the skills of 

different life activities that were required for existence. 

According to Gallineli (in Abramson et aI, 1979: 19) in Zelalem (2008:) historical development 

of vocational education refers back to the primitive society in which children learnt from their 

parents important skills that required for survival; such as hunting and gathering. Bands of 

primitive people children used to learn by imitating their parents until they could be able to 

perfonn the exact duplication of the activities. This way of conscious imitation continued as a 

method of teaching learning various types of crafts until the beginning of the fifteen century . 

In line with this, the father was responsible for his sons and the mother to her daughters in offer 

occupational instruction. Such awareness was based on what they had acquired from their 

parents and what they had learned by trial and error during the productive activities (Evans, 

1971: 10). 

In the beginning, there were no labor division and specialization. Simple weapons, tools and 

domestic objects were produced by people for their personal use. Later on as people learnt to 

control fire and melt metal to form tools specialization of different crafts started. As a result. 

some could be miners, others smiths, carpenters, mesons or weavers and so on (Bennett in 

Abramson et.al 1979: 12). 

As a result of specialization similar crafts were brought together on ground of common interest 

to form craft guilds of the middle age (Gallinelli in Abramson et ai, 1979: 19). According to 
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Hanson (1997: 24), "Guilds are associations established during the middle age In Europe to 

protect the interest of members of the same craft." 

Due to the social and economic development of society, the need to transmit the required skills 

emerged. As a result in the middle age era, the methods of training through planned experience 

namely traditional apprenticeship came into existence (Hanson's 1997: 24). As far as the 

emergency of apprenticeship is concerned, Finch and Crunkilton (1979:2) stated: 

Organized apprenticeship program were recorded as having been started for 

scribes in Egypt as early as 2000B. C. Apprenticeship program was initiated in 
ancient Palestine, Greece, and other countries as well that were aimed at training 
youngsters in craft or trade through close association which an artesian. 

The industrial revolution in the early l800s was the main reason for the decline of traditional 

apprenticeship (Abramson et al 1979: 19). Following this event, modem apprenticeship carne 

into existence, which paved a way for the development of the new type of formal schools. The 

increased demand of skilled workers who can work as operators of these new powerful 

machineries forced the owners and managers of industries to look for better training methods and 

alternative practice to attract youngsters to adapt the mechanized profession. Thus the practice of 

living with the master during apprenticeship carne to an end (Abramson et.al 1979: 19) . 

However, apprenticeship (both traditional and modem) did not continue for long as industries 

and commercial enterprises grew faster and the program become inadequate to produce skilled 

manpower. Therefore, the need to establish formal school forwarded proposal as to how 

technical and vocational education can be integrated within the formal school system. 

According to Bennett (1926) in Finch and Crunkilton (1992:2) there and other educational 

reforms had contributed for the introduction of TVET into formal education. In short 

"Rousseau's recognition of the fact that manual arts may be a means of mental training marked 

the beginning of a new era of education: (1979:3) . 

Strengthening this point, Zywiece, (1993:414) in zelalem (2008) stated Vo ational education i a 

relatively modem development. Until the 19th ctury, such education was provided only by 

apprenticeship, this situation was partly due to the fact that low status was associated with such 
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instruction as opposed to a cia al curriculum which was considered 'necessary for a 

gentleman". 

With the growing industrialization during the 19thcentury, however, several European countries 

notes Germany, began introducing vocational education in elementary schools (Zywiece, 1993: 

414). In Great Britain, Opposition against vocational education persisted until the 20lhcentury, 

although a few trade and teclmical schools were established by local authorities before World 

War II . 

By the late 19thcentury, public (common) vocational education schools consisted of manual 

training and practical arts established. As emphasized by Zywiece (1993:414), "these programs 

were gradually expanded until 1917 when federal aids were provided to public schools for trade 

and industrial agriculture, and home making courses. "Demands for trained paraprofessional in 

the relatively new fields of computer science, electronics and medical services led to an 

increased interest in short term posts secondary specialized training programs in these areas as an 

alternative to traditional college education (Zywiece, 1993: 415). Following the above gradual 

development of TVET, the sector new become the agenda for almost all countries for the 

obvious reason that economic development cannot be achieved without having well trained 

skilled workers . 

2.4. TVET in Africa 

TVET in Africa are delivered at various types of institutions and levels based on each country 

model and system. TVET schools, poly teclmiques, enterprises and other training centers run by 

private, public, non governmental organizations, non profit organizations and church bas d 

training centers offer services to wide ranges of trainees. 

Even though the formal TVET is on the increase, by and large, in Africa the informal sector 

provides the largest training opportunity for people to acquire vocational and teclmical schools . 

For example, in Ghana 90% of TVET skill trainings occur through traditional apprenticeship in 

the informal sector. The private sector TVET is dominantly focused on the skill d velopment in 

the business education and service sector training (like secretarial sciences dress making 
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accounting, markcting, purchasing) which may not require huge capital outlays to establish and 

run these institutions (AU commission 2007) in Ayele ( 2010: 15). 

In Africa mostly formal TVET are school based and are offered for trainees after their 

completion of either the primary school education (six up to eight years of education, for 

example in kenya Borkinafaso) or the after the general or basic education (9-12 years of 

education in countries like Algeria, Mali Ethiopia and Swaziland). orne countries, for instance 

Egypt also offer post-secondary TVET. The formal TVET sector is administered by government 

ministries including the Ministry of Education, Labor Agriculture, Health and other institution 

depending on the respective country's TVET system. Different countries have established 

national coordinating offices and supervising agents for the TVET, in the form of qualification 

authorities (in South Africa) National Council of TVET (in Ghana) National Training authorities 

(in Tanzania) ational TVET council and Commissions (in Ethiopia), supreme council of HRD 

(in Egypt) to oversee and regulate TVET (Abrahart 2003, AU 2007 in Ayele, 2009:147). 

In general, TVET delivery in Africa could be characterized by the following socio-economic 

environment and contextual situations: Weak national economies, high population growth and a 

growing labor force, Shrinking or stagnant wage employment opportunities especiall in lhe 

industrial sector, Huge number of poorly educated, unskilled and unemployed youth, 

Uncoordinated, unregulated and fragmented TVT delivery system, Low quality, Geographical, 

gender and economic inequities, Poor public perceptions, Weak monitoring and evaluation 

mechanisms, and Inadequate financing, poor management and ill-adapted organizational 

structures (AU, 2007: 6). 

At a continental level, there is an increased awareness on the critical role that TVET plays in the 

fight against poverty reduction and its contribution to national de elopment. TVET has become 

increasingly an integral part of many of the governments' strategic plans for poverty reduction 

and alleviation, and sustainable development. The African Union on its part, has de eloped a 

general framework and policies towards revitalizing TVET in Africa within this strategic policy 

framework, the main strategic issues that African governments need to address in their national 

TVET policies are discussed (AU, 2007 p.8-9). The strategy focused on addressing issues like, 

poor perception of TVET, Gender stereotyping instructor training linkage between vocational 
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and general ducation linkage between fom1al and non-formal TVET, linkage of TVET to the 

labor market, traditional skills, business management and entrepreneurial training and 

HmIDonization ofTVET programs and qualification (AU: 2007:8). 

The objectives of the strategic frame work include the following: Revitalize, modernize and 

harmonize TVET in Africa in order to transform it in to a main stream activity for African youth 

development, youth employment and human capacity building in Africa,Position TVET 

programmes and TVET institutions in Africa as vehicles for regional cooperation and integration 

as well as socio-economic development as it relates to improvements in infrastructure, 

technological progress energy, trade, tourism, agriculture and good governance, and Mobilize 

all stakeholders in a concerned effort to create synergies and share responsibilities for the 

renewal and harmonization of TVET policies, programmes and strategies in Africa (AU, 

2007: 19). 

2.5. Historical Development of TVET in Ethiopian 

The development of vocational education is related to the development of general education in 

Ethiopia. Prior to 20 th century, the education system was predominantly religious oriented that 

used to serve the manpower needs of the church and the state (Yekunoamlak 2000; Wanna 

1998; Mekonnin 2004). During that time there was no significant sign of vocational training 

(Yekunoamlak, 2000). evertheless, Emperor Theodros and Emperor Menlik II has contacted 

foreign countries and got some crafts men and artesian (Yekunoamlak, 2000). 

Modern type of education was introduced with establishment of Menlik II School in 1908; 

Though there was no intention to develop vocational education beginning that year only 

academic subjects were provided. This was happened, because the primm'y objective to open a 

school was to prepare Ethiopians for various clerical administrative purposes (Teklehaimanot, 

2002: 6). During the time of Emperor Haleselassie I, schools were fairly expanded. There were 

• about 30 schools in the country from 1925 to 1953. Addis Ababa Technical School was 

established in 1942. Addis Ababa Commercial school, Addis Ababa Trade School, Ambo 

Agricultural School Jimma Agricultural school and Bahir Dar Poly Technical institute were 

established in year 1943 to 1964 (Wanna, 1998 and Yekunoamlak, 2000). 
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With the objective of making the cUlTiculum job oriented and to produce middle level work 

force for the economy, the concept of comprehensive program was introduced in secondary 

school in the beginning of 1960's (Wanna, 1998:57). Home economics, Agriculture, productive 

technology, Automotive and business fields were offered in the comprehensive secondary 

chools parallel to academic subjects (Girma, 1996). 

round 1984, the decline of comprehensive secondary schools' curriculum was observed 

(Yekunoamalk, 2007). The schools lacked proper human and material resources. The quality of 

graduates was poor. The system was not able to absorb reasonable number of trainees. Thus as 

Wanna (1998 P.58) stated, " ... one can say that the program failed to achieve its mission that in 

reducing unemployment among high school completers." Then to alleviate the problem, attention 

was given to strengthen some selected comprehensive secondary schools and other technical 

Ivocational schools. Efforts were also made to improve the quality and to provide effective skills 

(Wanna, 1998:60). 

As a result the 10+3 technical Ivocational program was introduced. The technical schools rose to 

17 in number. There were about 20 fields of specialization (Masresha, 2004). evertheless. the 

problems were not solved as expected . 

The 1994 education and training policy has brought fundamental change in education sector in 

general and TVET in particular. umber of schools and enrollment has been considerably 

increased. In 1997, twenty-five skill development centers were established in four regions. 

Moreover, from 2002 onwards, many TVET institutions have been opened in the country to cater 

to those who completed grade 10. In consequence, the number of TVET institutions considerabl 

increased; currently there are 199 TVET institutions in Ethiopia and 4 in Afar region. Beside. 

attempts were made to provide training after grade eight and four that was supported by 

education and training policy.As a whole, in recent years, in this country efforts have been made 

• to widen fields of study, to improve its quality and to increase enrolment rate. In addition, the 

program aimed to produce capable skilled technicians of different level those who are not only 

seek employment but also can create jobs by themselves (MOE, 2002) cited in Lelisa (2006). 
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Train es participating in technical Ivocational education program of different levels (like 10+ 1, 

10+2 10+ 3) showed varied attitude to their study (Boser, Palmer, & Dougherty, 1998). These 

may be different reasons for having different perception in the field of study. Some reasons 

attributed to employment opportunity, job status, easiness of the subject matters, easy 

accessibility and availability of facilities and competencies of trainers. 

ome trainees perceive even if considerable efforts were made to improve access and quality of 

TV ETs a national study conducted show that the major problems of the Ethiopian TVET 

trainers's education and professional development show that the TVET trainers are generally 

characterized by: Lack of theoretical and technical Ipractical skills, No professional work 

experience in industry and business, Law level of self-esteem as a trainers and lack of 

commitment, Absence of self-initiative to change and innovation, Limited capabilities in linking 

TVET training to labor market demands, Limited opportunities for further training and 

development, Employment of untrained trainers without trainers education, and Weak link of 

their teaching and training with labor market (Aye Ie, 2010:20) 

The above critical problems have great impact on the quality of training provided by TVETS in 

the country in general and in Afar region TVETs in particular. Such problems are attributed in 

the negative attitude development of the TVET trainees towards their trainers teaching 

competence. 

2.6. Concepts of Attitude and its Measurement 

Attitude is predisposition or a tendency to respond positively or negatively towards a certain 

idea object, person, or situation. Attitude influences an individual's choice of action, and 

responses to changes, incentives, and rewards (together called stimuli). Four major components 

of attitude are (1). Affective: emotions or feeling (2) cognitive: belief or options held consciously 

(3) conetive: inclination for action (4) evaluation: positive or negative response to stimuli. 

http://www.en.wikipedia.orglwiki/attitude change. (20:01: 11) 

An attitude can be also defined as a hypothetical construct that represents an individual's degree 

of like or dislike for something. Attitudes are generally positive or negative views of a person, 

place, things or events-this is often referred to as the attitude object. People can also be 

conflicted or ambivalent towards an object, meaning that they simultaneously possess both 
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positive and n gative attitudes towards the item in question (http://www.en.wikipedia. 

rglwiki/attitudel (psychology) 20:01: 11). 

The affect is the emotional component of attitude that refers to beliefs theories expatiations and 

perceptions relative to the focal object. Behavioral is the action intentions that represents a set of 

behavioral values attached to attitude object or a set of behavior associated with liking or 

disliking the other object. In addition to the three mentioned attitude components, evaluation as 

the fourth component. choll explained evaluation as central component of attitudes. Evaluation 

consists of the imputation of some degree of goodness or badness to an attitude object. When we 

speak of a positive or negative attitude towards an object, we are referring to the evaluative 

component. Evaluations are functions of cognitive, affective and behavioral intentions of the 

object. it is most often the evaluation that stored in memory, often without the corresponding 

cognitions and affects that were responsible for its formation. Therefore, to change the attitude, it 

requires changing the overall components In another way of understanding, the term attitude 

refers to such characteristics of individual opinions, interest, values and beliefs. However there 

exist slight difference between the mentioned psychological constructs and attitude. (Alkan, 

1988). Scholl (2002) as cited in Lelisa (2006:4) 

Most of the time attitude and interests are interchangeably used. Both indicate competences for 

activities, which imply approval or disapproval, and lor positive or negative acceptance or 

rejection of ideas or objects. So, understanding the distinction between opinion, interest value 

and attitude may contribute to the study of trainees' attitudes towards TVET program especially 

on trainers's competence. 

Generally, an attitude, as evaluative judgment, is the labeling of an object and related aspects as 

desirable-undesirable, good-bad, correct-incorrect, favorable-un fa orable, etc. it is an appraisal 

of the object positively or negatively, an assessment with regard to the absence or presence of 

some features, characteristics, values or qualities in the object of attitude . 

Thus, the positive-negative, dimensions of attitudes towards certain object, therefore, can 

influence how an individual respond to that object. Furthelmore. such dimensions can influence 

an individual commitment interest and preference to a given stimuli. There fore, they either 

facilitate or hinder learning or training. Besides attitudes have influential power to extent parents 
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and trainees respond to the education system that the act may be positive or negative (UNESCO, 

1973). UNESCO explained that the negative attitudes of community, parents and trainees in 

some developing countries become fundamental barriers to the development of education. 

Many writers suggest that attitude scale is an appropriate instrument for measuring attitudes. The 

two popular attitudes scales are Thurstone and Likert. Thurstone scales involved defining and 

identifying the object, then making a pool of opinion statements; some positive. Some negative, 

and some neutral.The Likert method is appeared to be the most popular method of attitude scale 

• construction. Likert scales are easies to construct and score than Thurstone scale. Likert scale is 

preferred because it is possible to produce more homogeneous scales, allows the participant to 

indicate the degree of intensity of his/her feeling and permits a greater spread of scores or 

variables (Mehrens, and Lehmnan, 1991 ) (Ebel, 1979). Thus, for the study of trainees' attitude 

towards TVET program (trainers), likert scale is preferred. 

• 

• 

In likert scale, most survey use five point's scales ranging from stronglyagree, agree, undecided, 

disagree and strongly disagree. Based on this for the purpose of studying trainees attitude 

towards their trainers competence the researcher intended to use likert scale ranging from 

strongly agree, agree, undecided, disagree and strongly disagree and questionnaires are 

developed accordingly . 

2.7. Concepts ofTVET Trainers Competence 

2.7.1. Concepts of Competence 

Various ways of defining the term competence are found in the literature often focusing on its 

different aspects, some of these definitions are presented below. 

Competency is knowledge, skill, ability, or characteristics associated with high competence on a 

job, such as problem solving analytical thinking or leadership. Some definitions of competence 

include motives, beliefs and values (Mirabile 1997, p. 75 in Ayele 2010: p.78). 

Parry, (1996) in Ayele, (2010:78) define ' A competence is a cluster of related knowledge skills 

and attitudes that affects a major part of once job (a role or responsibility), that correlates with 

competence on the job, that can be measured against well-accepted standards, and that can be 

improved via training and development." 
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peneer and peneer, (1993 :9) also define a competence is an underlying characteristics of an 

individual that is causally related to criterion referenced effective and lor superior competence in 

a job or ituation. Underlying characteristics means that competence is a fairly deep and 

enduring part of a person's personality and can predict behavior in a wide variety of situations 

and job tasks. By causally related means that a competency actually causes or predicts behavior 

and competence. Criterion referenced means that the competency actually predicts who does 

something well or poorly, as measured on a specific criterion or standard . 

2.7.2. Importance of TVET Trainers Competence 

Trainers' competence is a sound determinant factor in endeavor to improve quality of education 

both in Technical vocational and General Education of all the different factors which influence 

the quality of education and its contribution to national development, the quality, competence 

and attitude (Character, ethics) of trainers is the most significant. It is one of his I her personal 

qualities, hislher educational qualification and professional competencies that the success of all 

educational endeavors ultimately depends. The quality of any educational program is directly 

related to the quality of instruction. In vocational education, the first measure of quality is the 

level of competence of trainers, its shops and laboratory (Barlow, 1965:128) . 

Some of competencies of vocational education trainers or trainers are the same with those of 

academic trainers, but objectives, occupational structure and operational patterns of vocational 

education need specialized abilities and understanding as well. Good vocational training requires 

instructors who have adequate technical skills, industrial experience, and pedagogical skills. The 

requirements are higher than the general education and they are costly to develop or attract 

(Barlow 1965: 128). 

The essentiality and importance of trainers' competence and qualification has also given a due 

attention in the new education and training policy of Ethiopia. It describes all trainers at all level 

will be required to have the necessary teaching qualification and competence in the media of 

instruction through pre-service and in-service training' (MOE, 1994: 21). 

The competence of trainers in all aspects helps the trainees to think critically creat and solve 

complex problems, master complex subject matter etc. 
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According to Clement (2006:2) trainers have to be both knowledgeable in content areas and 

extremely skillful in of teaching approaches to cater for the diverse learning needs of every 

trainee. A technical and vocational trainer has to play diversified roles and responsibilities such 

as subject sp cialization, an experienced practitioner, an effective communicator, curriculum and 

in tructional materials developer a manager, a councilor, an evaluator and motivator for 

entrepreneur hip . 

The quality of both academic instruction and vocational training depends largely on our securing 

• a fair number of well equipped and contented trainers. MOE (2006:31) further states highly 

skilled, qualified, motivated, flexible and creative TVET trainers and instructors are the 

backbone of any TVET system. 

• 

• 

• 

Without having the right quality and quantity trainers the best planned training program is likely 

to fail. According to F AO (1982:37) among the causes of failure or only partial success of 

training program is the low qualification level of instructors and other supportive workers. 

Parents, trainees, community principals or even experts in teaching have certain expectation 

from trainers regarding their competence performing activities according to these expectations 

will certainly improve the quality of teaching. However, sometimes trainers may fail to discharge 

their duties and responsi bilities as per the expectation of the various stakeholders that leads to the 

development of negative attitude towards trainers ' competence. This may be because of their 

own limitations or other forces beyond their control, which may influence the trainers to become 

poor performer. 

Because of the above problems and failure to perform as per the expectation of the trainees and 

other stakeholders made the researcher to investigate and dig out the causes for negative attitudes 

of trainees towards their trainers competence. 

2.8. Areas of Competence that Are Needed For Technical and Vocational 

Trainers/ Trainers 

UNESCO/ILO joint recommendation (2002:26) clearly states the competence areas of trainers as 

follows: 
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The professional preparation of all technical and vocational trainers should include the fo llowing 

elem nts in pres-service training and in-service upgrading programmes: 

a) Educational theory in general and particularly as it applies to technical and 
vocational education; 

b) Educational psychology and sociology relevant to the subjects /fields to be 
taught by the future trainers; 

c) Classroom management, special teaching methods appropriate to the subjects 
/fields of the future trainers and methods of evaluating/ assessing the trainees' 
.\lork; 

d) Training in the choice and use of contemporary teaching techniques and aids, 
including information/ communication technologies,· 

e) Training in how to create and produce appropriate teaching materials, 
including modular and computer-aided instructional materials, when-ever such 
materials are in short supply,· 

j) A period of supervised practice teaching before appointment to a post; 
g) An introduction to educational and occupational guidance methods as well as to 

educational administration; 

New trends like globalization and new approaches has introduced to vocational education which 

intended to improve its effectiveness and efficiency. Such new trends, included demand-driven 

training, learner centered training, competency based, out come based, team working and life 

long learning, approaches that expanding the range of competencies for trainers Itrainers 

(Ravashdeh 2003: 1). He also outlined major profiles that should be covered as follows: 

Technical practical skills within hislher field of specialization according to the needs of industry, 

Recent technical knowledge related to his/her field of specialization, Professional, pedagogical 

and instructional technique skills, Communication and social skills to enable hislher of efficient 

communication with trainees, fellow staff, parents and industry,Team working skills, ICT skills 

and Self development initiative skills. 

In addition to this Traditional vocational training is learning by doing and learning at the work 

place by copying examples. However, this model cannot suit vocational training with modern 

technologies and sophisticated methods of production that results in less physical but with 

greater mental capability. Modern techniques imply a higher degree of abstraction such as 

symbolic rep·resentation of complex systems. That is why more and more skills and 

competencies are desired by trainers (GTZ, 2003:3). In order to fulfill th new role and functions 

of the trainers /trainer, a different profile of competences is required for trainers /trainers. These 

competencies should cover the fo llowing main areas: 
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2.8.1. Academic /Subject Matter Knowledge 

ompetent TVET trainers should have to process mastery of the content of the subject they are 

teaching Itraining. Effective teaching requires individuals who are academically able; having 

command of the subject they are required to teach. Brameld (1972:35) elaborated that competent 

train rs have similar characteristics with that of the competent physician as: a well-rounded 

general education, a solid knowledge in the subject area, which is most necessary to all 

practitioners a thoughtful theory or philosophy of their profession that helps them understands 

• the contributions of their profession and an abundance of rich experience in effective practice. 

• 

hulman (1987:2) further added trainers should demonstrate knowledge and understanding of 

specific or factual knowledge of content area, concepts and theory of the subject area." 

The aim of teaching learning Itraining is not basically the acquisition of knowledge alone. It is 

the awaking of curiosity, the stimulation of creativity the development of proper interests 

attitudes and values and the building of essential skills such as independent learning (Aggrawal 

2004: 434). 

Trainers Itrainers capacity has a paramount importance in promoting quality education. The more 

trainers with solid knowledge in the subject area the more the quality of education and 

achievement in socio-economic area. That is why trainers Itrainers are required to possess high 

level of knowledge and skills. Perhaps, one of the core problems of the current educational 

system in Ethiopia is trainers inadequacy in subject knowledge. 

2.8.2. Pedagogical Knowledge and Skills 

The concept of pedagogical knowledge refers to trainers' interpretation and transformation of 

subject matter knowledge in the content of facilitating trainees learning Shulaman (1987:6) 

noted pedagogy comprises the concepts and skills to be taught, how to organize and pres nt th 

content as a meaningful sequence, and forms of presentation which is more appropriate to 

promote trainees understanding. 
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'I chnical and ocational training used to have the necessary knowledge and educational 

background which enables them among other things, understanding human behavior and 

logically has the individual learns and mllst also be competent in the matters to be taught. 

Pedagogical knowledge includes theories of learning, teaching methodology, media and 

didactics. The theories of learning explain how human beings learn teaching methods explain 

how a lesson is planned and properly delivered so that the trainees can learn well. The theories of 

media explain which media can support learning or acquisition of ski ll s and promoting teaching 

• process. In didactics what trainees have to learn and why they should learn (Edelman 2002:4). 

• 

• 

• 

According to Colen and Chan (1986: 44) teaching methods are the combinations of teaching 

I I earning plans, strategies used to organize classroom practice, shop training and aspects of 

organization MOE (1999: 61) describes teaching methods as an overall plan for the systematic 

presentation of knowledge based up on a selected approach. UNESCO (1973: 115) added 

teaching method is how technical materials, both theoretical and practical, being designed and 

presented in most effective and comparable fashion. 

To meet the diversified educational and training needs of their trainees' trainers Itrainers in 

technical! vocational area must be not only occupationally competent but expert in the use of 

distinctive teaching methods. Trainers must be skilled in 'how to teach' these potential workers . 

Trainers must understand how people learn in technical Ivocational environment. Trainers must 

know not only the general principles and methods of teaching but also the most effective 

methods of developing the skills that helps for the future employment (Barlow, 1965: 127-128). 

Each trainers in TVET should be familiar with the various methods of teaching Itraining. 

Trainers must know not only the differences and similarities in shops, laboratory, and classroom 

instruction but also the most appropriate teaching! training techniques for certain situation in 

each area. Trainers must know the merits and demerits of each training methods. They must be 

qualified to provide not only group instruction but also individual instruction (Barlow 1965: 129-

130, MOE 1999: 67-68). 

Trainers must have adequate pedagogical knowledge and how to apply it in the teaching-learning 

process. They need to know how to organize contents, ideas, models and relevant fonns of 
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methodology TVET trainer/teach s are not exception and should have sufficient pedagogical 

knO\: ledge to impart their know how. 

2.8.3. Competence in Practical ITechnical Training 

Teclillical competence refers to assimilation of cognitive capabilities and motor skills inherent to 

an occupation (Tippet and Antonio 2003: 14). According to GTZ (2002: 16) technical 

competence is the ability and willing to apply skills and knowledge acquired during the 

ocational training in such a way that technical tasks can be solved independently and 

competently, and the result can be assessed. Aggrawal (2004: 443) further described technical 

competence as specific aspects of teaching Itraining behavior that are considered to be 

particularly effectively in facilitating desired training in trainees. It comprises the following 

major elements: Demonstration of practical skills, Use of technology, resource and other work 

tools of the occupational areas Ability to identify appropriate technology, innovations and 

implementing in training, Ability of applying research information, Ability to applying 

appropriate assessment instruments and procedures, Use of technical language, symbols and 

texts Ability of knowing and applying safety rules and regulations, Ability of knowing and 

applying principles of maintenance of machines, tools, equipments and materials, and capability 

of organizing workshops, tools, equipments and materials for practical training 

As per the new educational and training policy, the implementation of vocational education 

program at the various levels can only be made possible by competent vocational trainers in 

practical skills in the shop. Perhaps, the greatest bottleneck of our current TVET trainers Itrainers 

is lack of adequate skill in their practical training. Yet, the curriculum stipulated 70% of the 

training is practical. Feedbacks from trainees, employers and officials unanimously indicated that 

the practical competence ofTVET graduates is far below the expected standard. 

Some recent survey like that of Mesfin (2003 :79) revealed considerable proportions of TVET 

graduates got their certificates through passing a paper-and-pencil type of examination rather 

than the competence of the skills necessary for the job. One of the fundamental reasons for such 

inefficiently of competence is the incapability of trainers linstructors to teach and instruct the 

behavior and skills that is demanded for the trade. 
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The objective of cstablishing technical and vocational schools, in general is not to produce a 

person who can tell principles and procedures of doing a certain technical jobs. Having 

knowledge about something and implementing it practically is quite different. Technical and 

vocational education and training is not a matter of learning through the use of scripts largely. It 

involve practical skills other than the mental exercise. 

Instructional /training program of technical and vocational education is based on the requirement 

and practice of an occupation. Trainers must be equipped by practical experiences and 

professional training to provide trainees with the occupational skills, knowledge, attitude and 

appreciations; they need to fulfill their aims (Barlow, 1965: 129). The young people in TVET 

schools must be trained efficiently how to operate machines, construct projects, and how to work 

safely in work environment, vocational trainers must be able shop organization and management, 

supervising shops, conducting occupational analysis and selection of equipments, tools and 

materials for training. In addition trainers must have sufficient knowledge in maintenance of 

machine equipment, hand tools, safety and shop hygiene. 

From these discussions, we conclude that practical-technical competency is the key competency 

and priority area in TVET. That is why the Ethiopian TVET straytegy also stipulated 70% 

practical training and 30% theoretical knowledge so as to make TVET more effective. However, 

the practical aspect was overlooked and observed in the opposite direction. TVET trainers should 

be given a deeper and adequate technical and employability skills to provide right kind of 

training. This problem is severely observed in Afar Region TVET specially in manipulating 

training machineries. 

2.8.4. Social competence 

Social competence refers to the ability of communicating clearly, making skillful use of variety 

of media and interact successfully with trainees, individually and collecti ely. It is the ability of 

the trainers to cooperate with other people through basic cooperation and communication skill. It 

entails positive trainee approach, understanding trainees training difficulties acknowledging the 

individual trainee, and being some one trainee can trust (MaIm and Horst 2006: 2) GTZ (2002: 

16) elaborates social competence as the ability and willingness to communicate with others in a 

constructive manner on different levels of the hierarchy and to deal with them as equals in a 
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team. TVET trainers have to be socially competent hence teaching itself is a communication 

between trainees and trainers. Specific social competencies expected from trainers are: 

Cooperat and work in teams in side and outside, Communicate efficiently with others, Manage 

and resolve conflicts Guide and orient trainees, and Know and apply principles of psychology. 

2.8.5. Planning Competence 

Planning is the bridge between identification of learner's needs and the learning activities. The 

modern technical and vocational education mainly depends upon the ex istence of well-planned 

programs and the competence of trainers to develop, design, and conducting training programs. 

Plruming for practical training comprises ranges of tasks working with particular equipment, 

tools, and machines and ensuring that everything is ready for the next use of training process. 

Planning units of instruction and lesson plan requires taking into consideration the 'trainees 

specific preconditions needs and interests. The result of teaching and learning are cruciall y 

depending on the trainers' ability to keep learners pre-conditions in their mind, such as levels of 

their education, gender, age working experiences, social circumstances, and so on. Every 

trainers is responsible in planning modules, learning units, and lessons in his (her domain of 

teaching (Gerds 2000:30). 

Arends (1997: 24) ascertained planning is important to develop a whole new conceptual 

framework of thinking and acquiring knowledge. He added efficient trainers prepare yearly, 

term, unit, weekly and daily planning of their respective subjects. At this level trainers identify 

required outcomes, appropriate training techniques, organizes the content and so on. 

2.8.6. Workshop/Classroom Management and Evaluation Competence 

Vocational trainees (trainees are more attracted towards shop and laboratory activities rather than 

lesson delivery in theory. They are not highly motivated towards classroom instructions. So, 

TVET trainers must be especially creative and imaginative in order to stimulate and maintain 

trainees interest in classroom instruction. Trainers must use every opportunity to relate th ir 

instruction and to apply the principles to trainees shop work. In technical and vocational 

education every instruction must be geared towards trainee's occupational goals. Trainers have 

to be competent in their clarity, use of teaching aids, questioning, mastery of the subject, traine s 
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participation, voice and expressIon, explaining, demonstrating, using blackboards, language 

competence and so on (Barlow; 1965: 133-134). 

Aggrawal (2004: 445-446) explained seven essential skills of competent trainers at this level as 

motivational skills, communication skills, questioning skills, group and independent instruction, 

de eloping trainees thinking, evaluation skills and classroom management skills. 

A competent technical Ivocational trainers knows how to manage his instruction session, shops, 

laboratories and his/her time. Clark (1994: 94) describes classroom management as the process 

of establishing and maintaining the internal environment of the group and the classroom 

conditions for the attainment of educational goals. It is a well-managed and disciplined class. 

Trainer is a manager since he control, plan, and pass necessary discussions in the daily activities 

pertinent to instruction, training process and to maintain order in the classroom. Besides, trainers 

supervise class group work, giving directions and coping with multiple issues. A trainers is a 

head of training workshop. So he needs skill in organization and administration. 

2.8.7. Developing Instructional Materials 

To meet training objectives a vocational instructor need a wide range of instructional materials to 

guide trainees in their practical work and study assignments. Text books are important 

instructional materials required per trainees in the training programs. Many TVET trainers 

Itrainers are required to develop their own instructional materials which involve writing, 

illustrating, editing and duplicating written instructional materials, training manuals, and 

constructing model mock-up and other aids. Trainers need to provide job instruction and 

operation units for skill training, lesson sheets or study guides for technical instructions (Barlow 

1965: 131). 

Technical and vocational training ideally suits the use of visual materials because skill 

development depends to a great extent on how successfully the trainees visualize, understands 

and practices the techniques, processes, and operations undertaken in the competence of world of 

work or specific job. So, films, slides, illustrations, charts mock-ups, and scale models are 

examples of the visual aid which vocational education trainers must know to use effectively. 
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Above all vocational trainers can be aided by computers to make their training more likely and 

attractive (UNE 0 1996b: 52-53 , Gerds; 2002:22). 

2.8.8. Establishing the Safety Concept 

De loping trainees attitudes towards safe practices and safety consciousness m job 

competence is an important facet of the vocational education program. Safety is the appropriate 

u e of tool and the operation of equipment and machine which is emphasized throughout the 

instructional program. It is taught by precept and example, by demonstration and practice, by 

close supervision, by lecture and visual aids, and by special techniques and successfully in 

business and industry to promote and maintain safty (Barlow, 1965: 134). 

2.8.9. Counseling Trainees 

Although a trainers is not a trained counselor, he/she performs the true activity of counselor. 

They should be sensitive to behaviors of their trainees and consult them. Above all, teaching in 

technical and vocational area involves more than good instruction. The nature and physical 

setting of vocational education fosters a close relationship between trainers and trainees. 

Consequently, the trainee is likely to share his job, educational , and personal problems with the 

trainers. Thus, the vocational trainers have opportunity and responsibilities for counseling . 

However this does not necessarily mean that vocational trainers are a substitute for professional 

guidance services. Vocational trainers often know his trainees intimately, their strength, and 

weaknesses, their aspiration and frustrations. So, he can advice them, provide them information 

inspiration that well help them achieve their vocational, objectives. Moreo er trainers 

counseling continues in connection with the trainee's job placement and follow up. The 

vocational trainer who has helped and guides a trainee into and through an occupational training 

helps them into employment upon completion of training. Finding the right job for the right 

graduates, placing them in the job, and maintaining contact with them and the employers to 

evaluate progress imperative and to provide additional assistance if ne ded are important parts of 

vocational trainers ' s follow-up responsibilities. Often these responsibilities are carried out after 

school hours (MOE, 1999: 4, UNESCO 2002b:5). 
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To summarize, TVET trainers in order to provide quality and relevant training in the sys~em they 

have expected to have the above mentioned nine competence areas. We can not improve the 

quality of TVET in any college without improving the various competences of trainers. The low 

competence and qualification level of trainers or instructors negatively affects trainees attitude to 

wards TVET program in general and trainers' competence in palticuiar. 

2.9. Physical Setting and Resources Necessary for TVET 

Training for high-quality skills requires appropriate training equipment and tools, adequate 

supply of training materials and practice by the learners. Other requirements include textbook 

and training manuals and qualified instructors with experience in enterprises. Well qualified 

instructors with industry based experience are hard to come by, since such categories of workers 

are also in high demand in the labor market (AU, 2007, 38). 

Technical education is expensive and quality comes at a price. There is no substitute for adequate 

funding when it comes to delivering quality vocational education and training. 

To provide good training trainers in TVET institutions desperately needs properly organized 

workshops and adequate training materials. No matter how far the objectives of any training 

program is attractive, its success is greatly depends upon the quantity, quality, and availability of 

the resources at its disposal, among the other factors. What matters is not only their availability 

but also their appropriate use for training purposes (UNCSCO, 1996:52). 

Modern technical and vocational institutions need modern equipment, tools, machines and other 

facilities similar to that found in industry and the world of work. They must be available in 

sufficient quantity to permit extensive use by the trainees during their period of instructions. 

In the process of integrating theory with practical activities the avai lability of organized 

workshops, suitability of its building, the extent to which its materials and equipment are kept up 

to date are highly important in technical and vocational institutions. Workshops hold central 

place in training activities with appropriate rooms and spaces. Day to day materials are needed 

for practical training and project works in the shops that consumes high dosage of materials. The 

better the materials, and equipments available in the shops, the better promising to meet the goals 

of technical and vocational training. 
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TVET is basically expensive and heavy investment establishment for developing countries like 

Ethiopia. Apparently, TVET institutions in Africa including Ethiopia suffered from inadequate 

budget and inadequate facilities. It is a major bottleneck and trainers are handicapped and unable 

to transmit new knowledge to their trainees. On the criticality of the problem Williams (1986: 

104) wrote the learning resource famine in Africa may be less news worthy than the food famine, 

but it may prove almost as destructive of Africa's future'" As a result the training remained more 

of a theory centered. "schools provide, more dosage of academic instraction, neglecting the 

practical skills required by the labor market" (Yekunooamlak, 2000: 19). 

TVET in Ethiopia envisaged comprising 70% practical skill training and 30% theoretical 

education undoubtly, such training program needs more amount of material inputs, equipments, 

machines and the like. 

However there is a great shortage of material inputs and the training is crippled. One of the EI­

UNESCO (2004: 14) recent study has found out "in Ethiopia 72% of trainees received their 

education in schools that need basic repairs or had to be totally rebuilt." The problem is tenser in 

TVET institutions Ischools. The study of Yekunoamlak 2000:72) also confirmed lack of facilities 

is one of the major problems that hindered implementation of vocational training program in 

government vocational schools . 

2.10. Supervision and Management 

In any institution the role of management is vital both in accelerating and retarding organizations 

development. If managers at all level are professional and committed, the conducive teaching 

learning atmosphere will be created for trainers and quality of training will be fostered. Sallis 

(1993: 35) mentioned how the role of management is profound in training undertakings. He 

wrote the devotion of senior staff of institutions is key in promoting training quality. They be 

back it and drive it. "Without their whole heart support for teaching force, conducting better 

training would be a difficult task. A number of initiatives on quality education and training had 

been failed due to the absence of whole heart support from the management team. 

The TVET managers should be able to handle and retain those who gained the profession so as 

to alleviate the scarcity of competent and qualified trainers. Educational managers should give 
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due attention to train rs incentives, salaries, working conditions, recognition, on job training, 

proper treatment, provision of training materials and the like. Hallack and Calloids (I995: 3) 

pointed out instructors are definitely key elements in the teaching learning process if not the only 

agent of transmission of knowledge and skills in the training institutions. In order to utilize these 

teaching personnel in institutions effectively, there should be a need for having appropriate 

leadership for carrying out effective managerial activities in the training institutions. 

0, it is clear that efficiency and commitment of management at different levels soundly affects 

trainers competence. MOE (2000:6) describes the criticality of this problem and how 

management hampered organizations goal achievement in the following words vocational and 

technical financing in Ethiopia has to date failed to meet its objectives, due to improper, 

management. 'This study of MOE further explained the TVET management is characterized by 

haphazard fashion, inefficient, lacks coordination and controlling mechanisms. It did not 

carryout even moderately the main managerial functions. Trainers often complained assignment 

of administrators was improper and did not depend on merit. 
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CHAPTER THREE 

3. Research Design and Methodology 

3.1 Research Method 

For the purpose of my study I used descriptive survey which is composed of both quantitative 

and qualitativ techniquies. Descriptive survey was used becouse it helps to examine the existing 

situations of TVETs and gather data at particular point and particular time. Further more, this 

method h Ips to describe the current phenomena, its nature, and real facts. Besides to this, it is 

economical and can be performed within short period of time. The method is best for conducting 

attiude survey from large number of respondents than employing other methods. 

3.2 Sources of Data 

The study was conducted on four TVET colleges of Afar region. For the purpose of my study I 

used both primary and secondary data sources. Primary data was obtained from Trainees, 

Trainers and Deans of Colleges. On the other hand, secondary sources like national TVET policy 

and strategy materials were used. 

3.3 Sample Population and Sampling Techniques . 

The populations of this study were Trainees, Trainers and Deans of the Four TVET colleges. 

Total population and sample size that were taken from each TVET college of Afar region is 

depicited in the following table. 

Table 3.1 Sample population 

Serial Name ofTVET Trainees Trainers No. of 

no. college Total Sample Total Sample Deans 

population size 30% population size 30% 

I Adadale TVET 189 57 16 5 I 

2 Lucy TVET 216 65 16 5 I 

3 Semera TVET 242 73 9 3 1 

4 Gewane TVET 343 103 34 10 I 

Total 990 298 75 23 .t 
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The above table 3.1 shows 30% of the trainees were considered for the study as a sample from 

each college.! took 30% becouse it is appropriate to select representative samples and it is 

manageable size for the researcher. The same percent was applied for trainers. Thus 298 trainees 

and 23 trainers were included in the sample. Four TVET Deans were purposively included in this 

re earch. Totally 325 respondents were incorporated in the study. 

The study used the 2010/2011 trainees populations who were attended two years of study in level 

3 and 4 because these trainees stayed for two years and have sufficient information about the 

four TVET trainers competence performance . 

To draw trainees' samples I used stratified random sampling technique to get a sample of 

representative from each college. The same technique was used to draw samples of trainers. The 

researcher used purposive sampling Technique for Deans of TVET Colleges because they 

provide the necessary information for this research. 

3.4. Data Gathering Tools 

For the purpose of the study I used primary and secondary sources. To collect primary data I 

used questionnaire for both trainees and trainers because it was appropriate to get data, 

information and attitudes from the large population. Based on this I were prepared two types of 

questionnaires consisted of open and closed ended questions. The first set of questionnaires was 

prepared for the trainees. The second set for Trainers. And also interview was prepar d for 

trainees and Deans. In additions, to this, the researcher used focus group discussion with trainees. 

The quantitative and qualitative techniques were employed to obtain the necessary data. These 

were questionnaire interview, focus group discussion and document analysis. Accordingly 

questionnaires were used to secure quantitative data, while interview and focus group discu ion 

were used to obtain qualitative data. In addition relevant TVET policy and strategy materials 

were reviewed to support the findings of the study . 

A. Questionnaire 

A questionnaire is an mquIry form of data gathering instrument which respondents an wer 

questions to statements in writing and is used to get factual information (Best and Cahn 

2005:300). Therefore in order to collect large amount of data from many respondents within a 
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short time in an arranged form questionnaire were prepered. Likert scale questionnaires were 

developed becou e it was the approriate instrument to gather data on attitude. questionnaire were 

constructed by incorporating statments which were consisted of nine competences, input and 

administrative factors.The questionnaires were first developed in english and then translated in 

amharic for the purpose of clarity and to be filled easily by TVET trainees and trainers. The 

questionnaires were pilot tested to check for their validity by similar TVET institutions found in 

mhara Region. 

B. Interview 

Interview gives the needed information orally and face to face. Moreover, interviewing is 

important to find out what is in some one else's mind (Best and Cahn 2005:255). Therefore to 

gather more detailed information from some trainees and college deans of the existing TVET 

semi-structured interview was employed. The interveiws were develped based on the tainers 

competence areas and issues related to TVET input and adminstration. 

C. Focus Group Discussion 

This data gathering instrument was employed to strengthen the information that was obtained by 

the questionnaire. Ten trainees from two TVET were randomly selected. So, they helped to give 

detailed information and, its out put of the session was a list of ideas and behavioral observations 

with recommendations. Five semi structured items were prepared for the participants to 

discussion. Focus group dicussion questions were developed by incorporating statments which 

were consisted of nine competences, input and administrative factors.The discussion was 

recorded using tape recorder. The participants were informed that the recorded data would be 

kept confidential. 

The recorded Amharic data were first categorized in line with the questionnaire and then 

translated in to English. In order to ensure correct translation of of recorded discussions the 

researcher repeatedly listen for the recorded voices of the participants of the discussion.Then the 

informetions were categorized according to their themes and then translated in to english to use 

in the analysis of the study. 
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3.5. Procedure of the Study 

After developing the data gathering instrument pilot testing was conducted to test the validity 

and reliability of the instruments in two TVETs of Amhara region namely Dessie wlro Sihin and 

Debrebirhan TVET colleges which are similar TVET institutions in providing training .This was 

to check whether or not the items included in the instruments enable the researcher to gather 

relevant infonnation. Thus, in the pilot study, 20 questionnaires were distributed to both TVET 

colleges which were not included in the sample of the study. The questionnaires after have been 

evaluated and checked through pilot test the final fonn was prepared based on the comments 

obtained and some ambiguous items were simplified and modified, irrelevant questions were 

omitted, and questionnaires for trainers and trainees were translated into Amharic for the purpose 

of understanding and to fill it out easily 

Further more, in this process, participants of pilot test were infonned about the objectives of the 

pilot study, and how to fill, evaluate and give feedback regarding the relevance of the questions 

items, length and layout, etc. 

Based on the suggestion forwarded the instrument was improved and necessary correction was 

made before it was administered to the respondents of the study . 

3.6 Methods of Data Analysis 

Data were collected through questionnaires then tallied, organized and tabulated according to the 

nature of issues raised in the instrument. Moreover, the collected data was analyzed through 

employing descriptive data analysis method by using percentage and mean score. 

Accordingly, all responses of the questionnaire, focus group discu sion and interviews \ ere 

grouped and analysed based on their similarity. The responses of rating scale (5 4 3, 2, and 1) 

were analyzed using percentage and mean to describe what portion of respondents rated on a 

given item related to trainers' competence . 

Finally, infonnation that was obtained through the open-ended question items (focus group 

discussions and interviews) were presented and analyzed qualitatively. 
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4. Presentation, Analysis and Interpretation of Data 

Thi chapter deals with the presentation, analysis and interpretation of the data collected from the 

respondents. It comprises two main parts: the characteristics of the respondents and analysis and 

interpretation of the data. The questionnaires were prepared for trainees and trainers of four 

TVET colleges and distributed to respondents on the spot. The total numbers of sample 

• respondents were 325, out of which 298 were trainees, 23 trainers, and 4 were Deans. All 

321 (100%) of questionnaires were filled and returned, and 4 Deans were interviewed. Then 

after the questionnaires in the table were made some sort of adjustment to fit for both trainees 

and trainers. Accordingly, the data were presented, analyzed and interpreted as follows: 

Table 4.1 Characteristics of Respondents 

Variable Trainees Trainers 
Number Percent Number Percent 

Sex Male 189 63.42 16 69.56 
Female 109 36.58 7 30.44 

Total 298 100.00 23 100.00 
Age 15-19 140 46.98 - -

• 20-24 135 45.30 6 26.09 
25-29 23 7.72 10 43.48 
30-34 - 7 30.43 

Total 298 100.00 23 100.00 
qualification First Degree - - 20 86.96 

MA - - 2 8.69 
Ph.D - - 1 4.35 

Total - - 23 100 
Training level Level 3 175 58.73 12 52.17 

Level 4 123 41.27 11 47.83 
Total 298 100.00 23 100 

Years of duration in the campus 
2 298 100 - -

• 3 - - - -
Total 298 100 - -
0-2 10 43.48 
3-5 8 34.78 
>5 5 21.74 
Total 23 100 
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Tablc I show that among sample trainee respondents males constitute a great majority which was 

189 (63.42%), while the remaining 109 (36.58%) were female. This indicates low females 

nrolment in the TVET training. When we look into trainers sex composition 16 (69.56) 

Were male and the rest 7 (30.44) constitute female. Here also one can understood that the 

number of female trainers were low in theAfar TVET Colleges. 

With regard to the age range of the trainees respondents, 140 (46.98%) were between age 15-19, 

whereas 135 (45.30%) were between 20-24. This shows most trainees were in the age of actual 

young productive citizens. Age range of the trainers constitute 6 (26.09%) were within the age 

range of20-24 andl0 (43.48%) within the age range of25-29, whereas the rest 7 (30.43%) were 

above 30. This also indicates trainers were young trainers. 

Concerning the qualification of trainers, 20 (86.96%) were BA degree holders, 2 (8.69%) were 

MA holders and 1 (4.35%) was PhD holder. From this data, one can infer that all trainers fulfill 

the minimum requirement of the TVET system. The 20 trainers of BA holders are qualified in 

different fields of study such as 3 in plant science, 3 in animal science, 2 in irregation, 2 in 

santaion 2 in IT, 3 in bulding construction, 3 in general michnicse and 2 in clinical nursing fields 

of study. One MA holder is qualifed in Agro-engineering and the other in Plant science fields.Th 

Ph.D holder is qualified in animal science field. 

Regarding the training level of trainees 175 (58.73%) were level three and 123 (41.27%) were 

level four. Among trainers 12 (52.17%) were level three trainers and 11 (47.83%) were level 

four trainers. When \'.:e look years of duration in the campus among trainees 298 (100%) were 

stayed two years in the TVET College and this helped to get extensive information about 

trainers' competence and internal situation of the TVET Colleges. When we see trainers duration 

in the campus 10 (43.48%) were served 2 years and 13 (56.52%) were stayed more than three 

years. This indicates that majority of the trainees respondents have sufficient information about 

• tihe TVET trainers competence and the trainers have much information about the system it self. 

• 

Generaly levelland level two trainings are short term trainings thar are completed withen thr e 

month up to one year and provided certificate. Level three is a training that lasts for two years 
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and provide certificate. Level four is atraining that lasts for three years.All levels are expected to 

take coe exam to upgrade for further study. 

Subject Matter Competence 

Subject matter mastery enables a trainers to be more specific in what he or she teaches, make, 

accurate judgment of the time needed to attain his or her objectives, structure his or her lesson 

into manageable and logical sequence, anticipate problems and events which require specific 

attention and relate school learning with life by capitalizing and receiving from contemporary 

scientific knowledge. Trainers have to be both knowledgeable in subject matter areas and skillful 

in a wide range of teaching approaches to cater for the diverse learning of every trainee 

(Clement, 2006:2). 

Table 4. 2: Subject matter competence of trainers as perceived by their trainees 

Competence area strogly agree undecided strongly 
agree disagree disagree 

fre % Fre % freque % fre % fre % 
que quen ncy que que 
ncy cy ncy ncy 

Trainers have enough subject 
matter competence 7 2.35 9 3.02 193 

64.77 54 18.12 35 11.74 
Trainers have general 
knowledge of the subject area 29 9.73 42 14.09 164 

55.03 56 18.79 8 2.68 
Trainers have competence to 8.39 43 14.43 182 
present the subject matter 25 
clearly 61.07 29 9.73 19 6.38 
Trainers have competence to 17 5.70 30 10.07 32 
present the subject matter by 
relating the external world of 
work 10.74 169 56.71 50 16.78 
Trainers have competence to 27 9.06 19 6.38 17 
make trainees love their field 
of study 

5.70 97 32.55 138 46.31 

*.'vfean ~ 2.50 negative altitude, mean 2.51-3.50 neutral altitude and mean 3.51-5.0 po itive 

attitude 
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Regarding subject matter mastery of TVET trainers' in the previous page; Table 4.2, shows that 

trainers have neutal or uncertain attitude in subject mater knowledge in which 193 (64.77%) of 

trainee respondents responded on it, simi larly the mean value showed (2.66). 164 (55.03%) of 

trainee respondents have neutral attitude on trainers competence in general knowledge similar 

result is showed by the mean value (3.10); 182 (61.07%) of the trainee respondents have neutral 

attitude on their trainers competence to presenting the subject matter in simple and clear way 

which is evidenced by the mean value (3.09). Where as 219 (73.49%) of the trainee respondents 

ha e negative attitude with trainers competence to present the subject matter by relating to the 

external world of work similarly the mean value showed 2.31; and 235 (78.86%) of trainee 

respondents have negative attitude on the trainers ability to make trainees appreciate and love 

their fields of study in the same way the mean value showed (1.99). 

From this one can conclude that neutral attitude of trainees lI1 trainers subject matter 

knowledge,general knowledge of the subject matter and presentation of the subject matter in a 

simple and clear way affected the quality of training.In addition to this trainees negative attitude 

towards trainers competence to present the subject matter by relating to the external world of 

work and trainers ability to make trainees appreciate and love their fields of study adversely 

affected the training process . 
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Pedagogical Knwoeldge and Skills 

Pedagogical knowledge of trainers is one of the most important competences that is required for 

eft! ctive efficient and sound teaching or training. Pedagogy includes the concepts and skills to 

be taught how to organize and present the content as a meaningful sequence, and forms of 

presentation which is more appropriate to promote trainees understanding.Shulaman (1987:6) 

Table 4. 3: Pedagogical Knowledge and Skills of Trainers as Perceived by Their Trainees 

No Competence area strogly agree Agree undecided strongly 

I 

2 

3 

4 

5 

6 

5 4 3 Disagree 2 disagree 1 

frequency % freq % frequ % Fre % Frequ % 
uen ency que ency 
cy ncy 

Trainers have competence 43 14.4 37 12.42 22 
to organ ize the training 51. 
session 7.38 153 34 43 14.43 
Trainers have competence 2 1 7.05 3 1 10.40 12 
(0 use act ive trainee 
centered teach ing method 

4.03 152 .01 82 27.52 
Trainers have competence 29 9.73 17 5.70 17 
(0 integrate theory and 63. 
practice 5.70 189 42 46 15.44 
Trainers have competence 24 8.05 22 7.38 33 
to organize and arrange 
workshops for effective 51. 
(raining 11.07 154 68 65 21.81 
Trainers have competence 33 11.07 76 25.50 70 
(0 use teaching aid to 
support the actual training 36. 

23.49 108 24 11 3.69 
Tra iners have competence 44 14.77 40 13.42 43 
to identify psychological 
need of the trainees and to 
(rain accord ing to their 27. 
need 14.43 82 52 89 29.87 

• Mean ~ 2. 50 negative altitude, mean 2. 51 -3.50 neutral altitude and mean 3.51 -5.0 

positive allitude 

As shown in Table 4.3, on item one trainees have negative attitude which is evidenced b 196 

(65 .77%) of the trainee respondents were rated that they disagreed on the trainers competence to 

organize training lesson sequentially but the mean value indicates (2.61); imilarl 23-l 

(78 .52%) of the trainee respondents disagreed on trainers competence to employ active trainee-
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centered approachthe same is true the mean showed (2.18), 235 (78.86%) of the trainee 

respondents disagreed on trainers competence to integrate theory and practice similarly the 

mean showed (2.31) and 219 (73.49%) of the trainee respondents disagreed on trainers 

competence to organize and arrange workshops for effective training similar result is showed by 

the mean (2.28). In addition to this 119 (39.93%) of the trainee respondents have neutral attitude 

on the trainer competence touse teaching aid to suppor the actual training similar result is 

showed by the mean 3.04; and 171 (57.38%) of the trainee respondents have neutral attitude on 

trainers competence to identify psychological needs of the trainees and train accordingly which 

means the need and interest of individuals is not considered in the actual teaching learning 

process similar result is showed by the mean (2.56). 

From this analysis one can infered that the ill-preparation of trainers in pedagogical knowledge 

during their pre-service and in-service training. In addition to this, TVET trainers training 

institutions were (de-emphasized) this most important area of competence. Because of the 

absence of this competence the effectiveness of the actual training is in doubt. This may cause 

trainees negative attitude in the training program. 

In relation to this competence area, in the interview made with the dean of Lucy TVET College 

the following response was given . 

Trainers frequently raised their complaints to my office because of the deficient 
competence of trainers pedagogical know ledge and skill. Even if some attempt 
was made to minimize the problem through supervisory support the problem is 
not get improved. 

From this response, one can understand that the pedagogical competence deficiently of trainers is 

one of the cuases for the complaint of trainees. 
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Techncial Competnece 

Technical competence is specific aspects of teaching/training behavior that are considered to be 
particularly effective in facilitating desired training in trainees and it is assimilation of cognit ive 
capabilities and motor skills inherent to an occupation.According to GTZ (2002: 16) technical 
competence is the ability and willing to apply skills and knowledge acquired during the 
ocational training in such a way that technical tasks can be solved independently and 

competently, and the result can be assessed. 

Table 4. 4: Technical Competence of Trainers as Perceived by Their Trainee 

I 

2 

3 

4 

5 

6 

Competence area strogly agree Agree ~ndecided strongly 
disagree disagree 

freq % frequ % Fre % freque % freque % 
uenc ency que ncy ncy 

y ncy 

Trainers have competence to 15 5.03 43 14.43 16 
clearly demonstrate and help 
trainees for technical 
practices lexercise 

5.37 182 61 .07 42 14.09 
Trainers have enough 22 7.38 40 13.42 45 
knowledge of technological 
equipments Imachineries and 
are competent to make 
trainees practice on them 

15.10 162 54.36 29 9.73 
Trainers have competence to 12 4.03 23 7.72 15 
train by integrating their 
creativity with modern 
technologies 5.03 115 38.59 133 44.63 
Trainers have competence to 20 6.71 32 10.74 22 
follow practical procedures 
and monitor trainees activity 
accordingly 

7.38 167 56.04 57 19.13 
Trainees have competence for 15 5.03 26 8.72 24 
maintenance of broken 
machineries and provide for 
training purpose 

8.05 163 54.70 70 23.49 
Trainers have competence to II 3.69 38 12.75 9 
apply 70% practical and 30% 
theoretical training according 
to TVET strategic guideline 

3.02 107 35.91 133 44.63 
-• Mean ~ 2.)0 negative altitude, mean 2.51-3.50 neutral alli/ude and mean 3.51-5.0 

positive allillide 
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As the prevlOU Table 4.4, indicates responses concerning the availability of technical 

competence of trainers. Most trainee respondents rated on the presence of trainers' deficiency in 

technical competence. Concerning this competence on item one 224 (75.17%) of the trainee 

respondents negative attitude on trainers competence to were rated clearly demonstrate and help 

trainees in technical practices similar result is showed by the mean value (2.35); 191(64.09%) 

have neutral attitude on trainers knowledge of technical equipment or machineries and making 

trainees practice with them similarly the mean value indicates (2.54); 248 (83.22%) of the 

trainee respondents have negative attitude on trainers competence to train by integrating their 

creativity with modern technologies, similar result is showed by the mean (1 .88); Similarly, 224 

(75.17%) of the trainee respondents have negative attitude on trainers competence to follow 

practical procedures and monitoring trainees activity accordingly the same is true the mean 

value showed (2.30);233 (78.18%) of the trainee respondents have unfavourable attitude on 

trainers competence in maintenance of broken machines and providing for training purpose 

similar result is showed by the mean score (2.17) and lastly 240 (80.54%) of the trainee 

respondents disagreed on trainers competence to apply 70% practical and 30% theoretical aspect 

of training in the same way the mean value indicates (1.95). 

Based on the data obtained above, one can possibly infer that all sub technical competences were 

not present in the actual training as rated by the trainees. Trainers were not actually well 

prepared in their pre-service and in-service training on competence to train the training by 

integrating their creativity with modem technology and on competence in maintenance of broken 

machineries and providing them for training purpose. Because of this, the most important aspects 

of the technical competence were not endowed in pre-service and in-service trainers education. 

In relation to this two participants of Lucy and Gewane TVET College focus group discussion 

have their say in the efficiency of technical competence on the parts of trainers as follow: 

The participant from Gewane TVET said: Except in one course we have never seen 

practical aspects o ftraining. We are currently trained theoretically. 

Similarly, Lucy TVET focus group discussion participant also states: 

We get exposure to practical training not in the college but during apprenticeship 
outside the college by external industrial workers. 
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An other participant of Lucy TVET fOCllS group discussion also mentioned the following: 

We were trained mostly theoretically and were not accessed to practical 
training. Within two years training duration we got only 10 days 
apprenticeship opportunity in practical aspect. However, still we are unable to 
get a practical skill that is expected to acquire in one training program. 

Beside to this interview made with Geware TVET Dean regarding trainers' competence 

mentioned the following: 

Trainers are not only lack practical competence but also they are incompetent in 
theoretical aspect to the extent that they unable to express themselves properly. 

From the above information one can conclude that, trainees were not fully accessed for practical 

aspects of training and they are ill-prepared for the future world of work they are supposed to 

engage in and they are not ready to fulfill the requirements of middle level work force. Trainers 

are also not adequately prepared in the pre service and in-service training to implement their core 

competence by applying 70% practical and 30% theoretical aspect of training. Such deficiencies 

are contributed for the frequent complaints of the trainees . Because, vocational trainees are more 

attracted towards shop and laboratory activities rather than lesson delivery in theory. They are 

not highly motivated towards class room instructions. So, TVET trainers must especially being 

creative and imaginative in orders to stimulate and maintain trainees interest in classroom 

training. This hinders trainees not to be competent in the free labor market which as a result leads 

to wastage of resources. 

44 



• 

• 

• 

• 

Social Competence 

Social competence is the ability and willingness to communicate with others in a constructive 

manner on different levels of the hierarchy and to deal with them as equals in a team. TVET 

trainers have to be socially competent hence teaching itself is a communication between trainees 

and trainers. Specific social competencies expected from trainers are: Cooperate and work in 

teams in side and outside, Communicate efficiently with others, Manage and resolve conflicts, 

Guide and orient trainees, and Know and apply principles of psychology. GTZ (2002: 16) 

Table 4.5: Social Competence of Trainers as Perceived by Their Trainees 

No 

I 

2 

3 

4 

5 

Competence area strogly agree undecided 
agree strongly 

disagree disagree 

fre % Fre 0/0 freq % frequ % fre % 
que que uen ency que 
ncy ncy cy ncy 

Trainers have competence to 31 10040 35 11.74 12 
clearly transmit the training 
for the trainees 

4.03 177 59.40 43 14.43 
Trainers have competence to 29 9.73 56 18.79 30 
approach and solve trainees 
problems 

10.07 145 48.66 38 12.75 
27 9.06 71 . 23.83 161 

Trainees have competence to 
cooperate and work with 
other teachers and bodies 54.03 25 8.39 14 4.70 

15 5.03 27 9.06 220 

Trainers have competence to 
immediately solve conflicts 
In collaboration with all 
concerned bodies 73.83 21 7.05 6 2.01 
Trainers relationship with 59 19.80 145 48.66 67 
trainees is positive and based 
on rules and regulations 

22.48 21 7.05 6 2.01 

• Mean ~ 2.50 negative attitude, mean 2.51-3.50 neutral attitude and mean 3.51-5.0 

positive attitude 

4S 

'----------- ------------

mean 

Score 

2.44 

2.64 

3.24 

2.99 

3.77 
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The previous Table 4.5, shows that 220 (73.82%) of the trainee respondents have negative 

attitude on trainers competence to clearly transmitting or communicating with trainees, it is 

evidenced by mean value (2.44). On the other hand 183 (61.41%) of trainee respondents have 

neutral attitude on trainers competence to approach and solve trainees problems individually and 

collectively similarly the mean value indicates (2.64); 161 (54.03%) of the trainee respondents 

rated on uncertain attitude on competence of trainers in cooperating and working with other 

colleagues and officials similar result is showed by the mean value (3.24); 220 (73.83%) of the 

trainee respondents also rated on uncertain attitude on trainers competence of the ability to solve 

conflicts and trainees complaints in collaboration with other bodies ,which is assured by mean 

value (2.99). On the other hand, 204 (68.46%) of the trainee respondents agreed on the trainers 

ability to create positive relationship with trainees similarly the mean value showed the same 

result (3.77) 

In general, social competence of trainers which an important area in transmitting knowledge, 

skills and attitude effectively through communication is fair. 
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Planning Competence 

Planning is the bridge between identification of learners needs and the learning activities. The 

modem teclmical and vocational education mainly depends up on the existence of well-planned 

programs and the competence of trainers to develop, design, and conducting training program. 

Planning for practical training comprises ranges of tasks working with particular equipment, 

tools, and machines and ensuring that everything is ready for the next use of training process 

(Gerds 2000:30) . 

Table 4.6: Planning Competence of Trainers as Perceived by Their Trainees 

N 
0 

1 

2 

3 

4 

5 

Competence area strogly agree undecided strongly 
agree disagree disagree 

Mean 
freq % Fre % Freq % freq % Fre % 
uen que uenc uenc que 
cy ncy y y ncy Score 

Trainers have competence 21 7.05 96 32.21 40 
to train based on planning 

13.42 106 35.57 35 11.74 2.87 
Trainers have competence 23 7.72 83 27.85 21 
to plan and organize 
training materials 
according to course 
requirement 

7.05 124 41.61 47 15.77 2.70 
Trainers have competence 13 4.36 31 10040 30 
to plan and train based on 
trainees need and interest 

10.07 177 59.40 47 15.77 2.28 
Trainers have competence 20 6.71 36 12.08 176 
to plan and fulfill training 
materials by closely 
working with college 
administration 

59.06 48 16.11 18 6.04 2.97 
Trainers have competence 44 14.77 37 12042 85 
to plan and implement the 
training by preparing 
annual, semester, 
monthly, weakly and 
daily training plan . 

28.52 101 33.89 31 10.40 2.87 
-• Wean ~ 2.)0 negative altitude, mean 2.51-3.50 neutral allitude and mean 3.51 -5.0 

positive allitude 
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In the previous page Table 4.6, indicated that 141 (47.31 %) of the trainee respondents rated on 

neutral attitude on trainers competence to train guided by training plan whjch is assured by mean 

value (2.87) ; and also 171 (57 .38%) of the trainee respondents disagreed on the presence of 

trainers competence to plan and organize training materials according to the course requirement 

however the mean value showed 2.70 which is neutral attitude; 224 (75.17%) of the trainee 

respondents rated on negative attitude on the presence of trainers competence to plan and train 

based on trainees need and interest, the same is true in mean value which is 2.28. On the other 

hand 176 (59.06%) of the trainee respondents rated on the neutral attitude of trainers competence 

to plan and fulfill training materials by closely working with the college administration the same 

is true the mean value indicates 2.97, while 132 (44.30%) of the trainee respondents disagreed on 

the trainers competence to plan and implement the training program by preparing annual, 

semester, monthly, weekly and daily training plan but the mean value showed that 2.87 which is 

neutral attitude .. 

From the above data most of trainee respondents have neutral attitude on the planning 

competences of the trainers in the actual training sessions. This indicates that the existence of 

weak planning competence of trainers which affect the quality of the training. 

Regarding this competence one of the deans interviewee from Gewane agricultural TVET 

responded that: 

in our college most of the trainers have no awereness about the importance of 
planning.Even if planning is vitat for all educational institutions, they belived that 
planning is left for general education, because of their misconception they are 
limited in preparing only cource outline. 
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Workshop Management 

A competent technical/vocational trainers knows how to manage his instruction session, shops, 
laboratories and his/her time. Classroom management is the process of establishing and 
maintaining the internal environment of the group and the classroom conditions for the 
attainment of educational goals. It is a well-managed and disciplined class. Trainer is a manager 

since he control, plan, and pass necessary discussions in the daily activities pertinent to 
instruction, training process and to maintain order in the classroom. Clark (1994: 94) 

Table 4.7: Workshop management of Trainers as perceived by Their Trainees 

Competence area strongly agree Agree Undecided Disagree Strongly Mean 
disagree 

Frequ % Frcqu % Frequ % Frequ % Fre % Score 
eney eney eney eney que 

ney 

Trainers have 26 8.72 33 11.07 18 6.04 178 59.73 43 14043 2040 
competence to 
effectively utilize 
training time 
allocated for the course 

Trainers have 23 7.72 25 8.39 83 27.85 105 35.23 62 20.81 2.47 

competence to 
effectively and 
efticiently organize 
and manage workshops 

Trainers have competence 32 10.7 34 11041 24 8.05 166 55.70 42 14.09 2.49 

to assign individual and 
group tasks and monitor 
accordingly 

Trainers have 80 26.8 175 58.72 12 4.03 18 6.04 13 4.36 3.98 
competence to control and 
maintain classroom 
discipline 

Trainers have 37 1204 84 28.19 48 16. 11 69 23 .15 60 20.13 2.90 
competence to 
continually assess and 
register trainers 
competence and 
giving on time feedback 

• Mean ~ 2.50 negative allitude, mean 2.51-3.50 neutral altitude and mean 3.51-5.0 

positive allilude 
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In the previous page table 4.7 shows that 221 (74.16%) of the trainee respondents disagreed on 

the presence of trainers competence to effectively utilize training time that was allocated for the 

course, in the same way the mean value showed 2.40; 167 (56.04%) of the trainee respondents 

rated on the abs nce of trainers competence to effectively and efficiently organize and manage 

the workshops which is negative attitude with mean value 2.47; 208 (69.80%) of the trainee 

respondents have negative attitude on trainers competence to assign individual and collective 

tasks and monitoring accord ingly similar result is showed by the mean value 2.49; 255(85.57) of 

the trainee respondents agreed on trainers competence to control and maintain classroom 

discipline which is assured by mean value 3.98.and finally 129 (43.29%) of the trainee 

respondents have neutral attitude on the presence of trainers competence to consciously assess 

and register trainees performance and giving feedback on time this is assured by mean value 

2.90. 

From this one can infer that except trainers' competence to control and maintain classroom 

discipline, in the other competence areas most respondents developed negative attitude on 

trainers' actual competence in workshop or classroom management.such deficiencies severly 

affected the vital part of technical and vocational training. 

In addition to this, focus group discussion made with Lucy water TVET college trainees, one of 

the respondents stated the following idea: 

One problem of our college is related to wastage of training time created by 
trainers frequent tardism Ilate coming of TVET trainers! We punctually arrive at 
the campus from 8:00-8:30 am. But, we never start the class on time. Due to this, 
we were forced to tell our compliant to one of the IT instructor to be punctual and 
cover the given training time according to the course requirement. Yet, he was 
unable to respond to our compliant positively. We are now in doubted to cover 1800 
hours that was allocated for the course Hardware and Networking Technology. 

Another trainee who was participate in the focus group discussion of Gewane Agricultural TVET 

College Mentioned the following: One of our course trainer within one period he covered three 

chapters at running over the course material without we grasped any content of the course .. 

From the above information one can conclude that trainers are not effective and efficient in 
workshop and classroom management especially on issues related to proper time management to 
cover the course requirements. Actually trainees were not in a position to acquire all the 
necessary theoretical and practical training aspects because of inefficient time utilization. 
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Material preparation Competence 

To meet training objectives a vocational instructor need a wide range of instructional materials to 

guide trainees in their practical work and study assignments. Text books are important 

instructional materials required per trainees in the training programs. Many TVET trainers 

Itrainers are required to develop their own instructional materials which involve writing, 

illustrating, editing and duplicating written instructional materials, training manuals, and 

constructing model mock-up and other aids . Trainers need to provide job instruction and 

operation units for skill training, lesson sheets or study guides for technical instructions (Barlow, 

1965: 131). 

Table 4.8: Material Preparation Competence of Trainers as Perceived byTheir Trainees 

Competence area strongly Agree Undecided Disagree Strongly 
agree disagree 

Frequ 0/0 Fre % Frequ % Frequ 0/0 Frequ % 
ency que ency ency ency 

ncy 

Trainers have competence to 6 2.01 26 8.72 22 7.38 157 52.68 87 29.19 
prepare and present the 
necessary training modules for 
trainers 

Trainers have competence to 19 6.38 19 6.38 20 6.71 179 60.07 61 20.47 
prepare and present teaching 
ids by using locally available 

materials 

Trainers have competence to 9 3.02 28 9.40 30 10.07 168 56.38 63 21.1-1 
use teaching aid to make the 
training easy and concrete 

Trainers have competence to 7 2.35 22 7.38 18 6.04 161 54.03 90 30.20 
prepare and present model 
materials to facilitate 
technological trainers 

Trainers create conducive 17 5.70 26 8.72 17 5.70 112 37.58 126 42.28 
environment to introduce 
trainees with computer and 
internet technology 

Mean 

Score 

2.02 

2.18 

2.17 

1.98 

1.98 

• Mean:5 2.50 negative attitude, mean 2.51-3.50 neutral attitude and mean 3.51-5.0 
positive attitude 
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In the previous page Table 4.8, depicted that most of the trainee respondents were dissatisfied on 

the trainers' competence of training materials preparation in the actual training. This is evidenced 

by 244 (81.88%) of the trainee respondents disagreed on the presence of trainers competence to 

prepare and present the necessary training modules for trainees similar result is showed by the 

meanvalue 2.02; 240 (80.54%) of the trainee respondents disagreed on the presence of trainers 

competence to prepare and present teaching aids by using locally available materials in the same 

way the mean depicts 2.18 and 231 (77.51 %) of the trainee respondents disagreed on the 

existence of trainers competence to employ teaching aid to make the training easy and concrete 

similar result is showed by the mean value 2.17. Similarly, 251 (84.23%) of the trainee 

respondents disagreed on the availability of the trainers competence to prepare and present 

model materials to facilitate technological transfer similarly the mean value indicates 1.98, and 

238 (79.87%) of the trainee respondents not satisfied on the presence of trainers ability to create 

conducive environment and introduce trainees with computer and internet technology. similar 

result is showed by the mean 1.98. 

From the above information one can understand that trainers were not engaged in preparation of 

training modules, manuals, teaching aids, in facilitating technological transfer and use of 

information technologies to enhance the effectiveness of the TVET training program. This 

adversely affects trainees training satisfaction, and leads trainees to raise complaints on the 

trainers' performance /competence/. The deficiency of this competence may be because of 

incomplete preparation of trainers in-pre-service and in-service training or due to absence of 

trainers commitment to demonstrate the competence in actual work place. 

In relation to this interview made with Semera health science TVET and Lucy water TVET 
college deans revealed the following: 

Our rVEr trainers instead of preparing local based modules they are commilled 
to directly copy curriculum materials from another region rVEr teachers and 
used it as their own capital 

In the same TVET colleges trainees those participated in the interview made mentioned the 
following: 

We have got nothing training which is supported by teaching aids and models, and 
what the astonished onei Is that we have no access to internet and computer 
technology. 
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Safety Competence 

Developing trainees ' attitudes towards safe practices and safety consciousness in job competence 

is an important facet of the vocational education program. Safety is the appropriate use of tools 

and the operation of equipments and machine which is emphasized throughout the program. 

(Barlow, 1965:534). 

Table 4. 9: Safety Competence of Trainers as Perceived by Their Trainees 

Competence area strongly Agree Undecided Disagree Strongly Mean 
agree disagree 

Fre 0/0 Freq % Fre 0/0 Freq 0/ 0 Fre 0/0 Score 
que uency que uency que 
ncy ncy ncy 

Trainers have competence 53 17.79 64 21.48 24 8.05 100 33.56 57 19. 13 2.85 

to make trainers know 
safety rules before using 
training equipments 

Trainers have competence 23 7.72 51 17.11 15 5.03 166 55.70 43 14.43 2.48 

to made strict and ongo ing 
monitoring while trainers 
make practice on training 
equipments 

Trainers have competence 29 9.73 64 21.48 16 5.37 150 50.34 39 13.09 2.64 

to clearly demonstrate how 
to use training equipments 

Trainers prepare and 30 10.07 91 30.54 39 13 .09 83 27.85 55 18.46 2.86 

provide for trainers 
utilization and safety rules 
of each training equipment 
in written form 

Trainer made the necessary 26 8.72 29 9.73 28 9.40 167 56.04 48 16. 11 2.39 

arraignment and preparation 
before trainers leave for 
apprentice ship 

• Mean ~ 2.50 negative attitude, mean 2.51-3.50 neutral attitude and mean 3.51-5.0 
positive allirude 
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In the previous page Table 4.9, shows that most of the trainee respondents have neutral attitude 

on trainers' safety competence in the actual training program. Item one shows that 177 (59.40%) 

of the trainee respondents agreed on the presence of trainers competence in making trainees to 

know safety rules before using training equipment, but the mean value 2.85 indicated that the 

availability of neutral attitude in this sub competence; . 209 (70.14%) of the trainee respondents 

disagreed on the presence of trainers competence to make continuous monitoring while trainees 

work on machines or equipment with mean value 2.48, 189 (63.42%) of the trainee respondents 

disagreed on the presence of trainers competence to clearly demonstrate how to manipulate 

training materials yet the mean value 2.64 showed that the presence of neutral attitude, 138 

(46.31 %) of the trainee respondents disagreed on the presence of trainers competence to prepare 

and provide safety rules about equipments Imachines in written form but the mean value 2.86 

indicated that the existence of neutral attitude and 215 (72.14%) of the trainee respondents 

disagreed on the presence of the competence in making necessary arrangement and preparation 

before trainees leave for apprenticeship in actual training program in the same way the mean 

value 2.39 asserted that the presence of trainees negative attitude in this sub competence 
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Counseling Comeptnece 

The vocational trainer who has helped and guides a trainee into and through an occupational 

training helps them into employment upon completion of training. Finding the right job for the 

right graduates, placing them in the job, and maintaining contact with them and the employers to 

evaluate progress imperative and to provide additional assistance if needed are important parts of 

vocational trainers'S follow-up responsibilities. Often these responsibilities are carried out after 

school hours (MOE, 1999: 4: UNESCO 2002b:5). 

Table 4.10: Counseling Competence of Trainers as Perceived byTheir Trainees 

Competence area strongly Agree Undecided Disagree Strongly Mean 
agree disagree 

Fre % Frequ 0/0 Fre 0/0 Frequ 0/0 Frequ % Score 
que ency que ency ency 
ncy ncy 

Trainers provide counseling 18 6.04 12 4.03 18 6.04 87 29.19 163 54.70 1.78 
services before trainees 
engaged In selections of 
fields of training 

Trainers provide the 13 4.36 34 11.41 13 4.36 109 36.58 129 43.29 1.97 

necessary guidance and 
counseling for trainees on 
issues related to teaching 
learning processes 

Trainers approach trainees 23 7.72 32 10.74 56 18.79 65 21.81 122 40.94 2.22 

with special need and help 
accordingly in their training 

Trainers allocate extra time 7 2.35 16 5.37 IS 5.03 170 57.05 90 30.20 1.93 

and give guidance and 
counseling service for 
trainers 

Trainers provide guidance 16 5.38 16 5.37 17 5.70 157 52.68 92 30.87 2.02 

and counseling for 
graduates on issues related 
to employment and job 
creation 

• Mean ~ 2.50 negative attitude, mean 2.51-3.50 neutral altitude and mean 3.51-5.0 
positive attitude 
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In the previous page Table 4.10, shows most of the trainee respondents have negative attitude on 

trainers counseling competence in the actual training program. This is assured by 250 (83.89%) 

of the trainee respondents disagreed on the trainers ability to provide counseling service before 

trainees engaged in career choice the same is true in the mean value 1.78; 238 (78.87%) of the 

trainee respondents disagreed on the presence of trainers ability to provide the necessary 

guidance and counseling service for trainees on issues related to teaching learning process 

similar result is showed by the mean value 1.97; 187 (62.76%) of the trainee respondents 

disagreed on the presence of trainers competence in approaching trainees with special need and 

help them accordingly in the same way the mean value showed 2.22; 260 (87.25%) of the same 

respondents disagreed on the presence of trainers ability to allocate extra time and give guidance 

and counseling service for trainees similar result is showed by the mean value 1.93 and 249 

(83.56%) of the same respondents disagreed on the presence of trainers competence to provide 

guidance and counseling service for graduates on issues related to employment and job creation 

which is assured by mean value 2.02. 

Regarding such competence in the focus group discussion of Lucy business and Gewane 

Agricultural TVET college two respondents mentioned the same thing. 

One respondent from Gewane TVET College responded as follows: 

During the initial registration we have never got counseling service regarding 
career choice. I joined plnat science field based on my friends' advice. 

One respondent from Lucy TVET College Concerning Guidance and counseling service 

responded the following: 

Now a time, I am a 2nd year trainee in Automotive Technology department. 
Last year, as I were joined this college, I registered in Irrigation field. But, by 
the college good will my career choice changed in to automotive field. 

From this one can inferred that, most of the trainee respondents have developed negative attitude 

regarding counceling competence of trainers as well as the co llege administrative body 
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Training inputs 

o matter how far the objectives of any training program is attractive, its success is greatly 

depends upon the quantity, quality, and availability of the resources at its disposal, among the 

other factors. What matters is not only their availability but also their appropriate use for training 

purposes (UNCSCO 1996:52). 

Table 4.11 Training Inputs as Perceived by Trainees 

No 

I 

2 

3 

4 

Competence area strongly Agree Undecided Disagree Strongly 
agree disagree 

Freq % Freq % Freq % Freq % Freq % 

uenc uenc uenc uenc uenc 
y y y y Y 

There are enough and 58 19.46 56 18.79 18 6.04 97 32.55 69 23.15 
\ ell furnished 
classrooms and 
workshops 

Each department 42 14.09 37 12.42 19 6.38 40 13.42 160 53.69 
have filled with 
enough and 
competent trainers 

The necessary 19 6.38 21 7.05 19 6.36 193 64.77 46 15.44 
training raw materials 
and training 
equipment were 
fulfilled in all 
workshops 

Trainers continuous 9 3.02 19 6.38 19 6.38 74 24.83 177 59.40 
take examinations of 
center of competence 
(COC) on regular 
basis 

• Mean ~ 2.50 negative attitude, mean 2.51-3.50 neutral allitude and mean 3.51-5.0 
positive attilude 
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In the pevious page Table 4.11; focus on issues related to training inputs. As rated by trainees 

most of the of respondents disagreed on the availability of the necessary training inputs. This is 

indicated by 166 (55.70%) of the trainee respondents have neutral attitude on the presence of 

enough and well furnished classrooms and workshops which is assured by the mean value 2.79; 

200 (67.11 %) of the trainee respondents have developed negative attitude on the availability of 

sufficient and competent trainers in each department which is evidenced by the mean value 2.20; 

239 (80.20%) of the trainee respondents disagreed on the availability of the necessary training 

raw-materials and equipments which is assured by the mean value 2.24 which is negative attitude 

and 251 (84.23%) of the the respondents strongly disagreed on the taking of COC exam on 

continuous basis this is evidenced by the mean value 1.69. 

From the above information one can conclude that within the current status of TVET institutions 

in Afar region are not equipped with the necessary training inputs and they are below the needed 

standard. The most important deficiency are the absence of COC, absence of well furnished 

workshops, absence of sufficient and competent trainers and training raw materials and 

equipments mentioned by trainee respondents in the TVET Colleges under study . 

58 



• 

• 
No 

I 

2 

• 
3 

4 

5 

• 6 

Administration Support 

The role of management is profound in training undertakings. He wrote the devotion of senior 

staff of institutions is key in promoting training quality. They be back it and drive it. "Without 

their whole heru1 support for teaching force, conducting better training would be a difficult task. 

A number of initiatives on quality education and training had been failed due to the absence of 

whole heart support from the management team, Sallis (1993: 35). 

Table 4.12: Administration Support as Rated by Trainees 

Competence area strongly Agree Undecided Disagree Strongly Mean 
agree disagree 

Fre % Fre °/0 Fre % Fre % Frequ °/. Score 
que que que que ency 
ncy ncy ncy ncy 

The college administration has 31 10.40 28 9.40 29 7.73 78 26 . 17 132 44.30 2.15 

made the necessary follow up 
and support for the success of 
overall training 

The college administration 39 13.09 59 19.80 48 16.11 117 39.26 35 11.74 2.83 

immediately solve when 
shortage of trainers is created 

The college administration 104 34.90 68 22.82 22 7.38 70 23.49 34 11.41 3.46 

provide the necessary 
motivations to enhance trainers 
work moral 

The college of administration 21 7.05 18 6.04 22 7.38 94 31.54 143 47.99 1.93 

assess the competence of trainers 
regularly in collaboration with 
department heads 

The college administration work 19 6.38 26 8.72 20 6.71 163 54.70 70 23,49 2.20 

hard to fulfill training need of 
trainees 

The college administration 36 12.08 79 26.51 31 10.40 57 19.13 95 31 .88 2.68 

receive and correct trainee 
complaints and other conflicts 
created in TVET college 

• Mean:S 2.50 negative attitude, mean 2.51-3.50 neutral attitude and mean 3.51-5.0 
positive attitude 
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In the previous page Table 4.12, shows, most of the trainee resondents have negative attitude on 

the presence of administrative support for the success of the training program. This is evidenced 

by 210 (70.47%) of the trainee respondents disagreed on the presence of administrative follow­

up and support which is assured by mean value 2.15; 152 (51.00%) of the trainee respondents 

have neutral attitude on administrative effort to solve shortage of trainers which is the mean 

value 2.83 Where as regarding item three 172 (57.72%) of trainee respondents agreed on the 

presence of administrative motivation to encourage trainers work moral but the the mean value 

2.68 showed that the presence of neutral attiude. 237 (79.53%) of the trainee respondents also 

disagreed on administrative effort to assess the competence of trainers regularly in collaboration 

with department heads,but the mean value 3.46 showed the neutral attitude of trainees on 

administrative effort· 233 (78.19%) of the trainee respondents disagreed on administerative effort 

to work hard to create conducive training environment for trainees which is showed by mean 

value 1.93 that is negative attitude, and 152 (51.01%) of the trainee respondents disagreed on 

the presence of administrative effort to receive and resolve trainees complaint and other conflicts 

which is showed negarive attitude by mean value 2.20 . 

Regarding this administrative motivations, interview made with the four TVET College Deans 

reveal the following: 

Concerning incentive for trainers Gewane agricultural TVET and semera Health 
science TVET Deans responded that they were provided: Housing service, 
household equipments, and money incentives to motivate trainers work morale. 
Whereas the Lucy Water and Adadale Business TVET College Deans mentioned 
that they were provided monetary incentives for those trainers who brought 
technological transfer and new innovations. 

On the other hand, a focus group discussion that was made with trainees reveal that one 

respondent from Lucy business TVET College stated the following: 

I stayed in this college about two years but I have never seen the college's 
Dean still physically. 

In relation to this, the four college deans in their interview mentioned the following: 

Even ifwe propose annual budget plan for the upper offiCials in the hierarchy, 
they unable to allocate sufficeint budget accordint to our reqest.so this may 
severly hindered the over all TVET training program. 
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We can realize from the above information is that the existing weak administrative support in the 

TVET under study is one contributing factor to trainers weak competence and causes for 

traine s complaints. 

Trainer's Subject Matter Competence 

Trainers should demonstrate knowledge and understanding of specific or factural knwoeldge of 

content area concepts and theory of the subject area. hulman (1987 :2) 

Table -t.13 Trainers' Subject Matter Competence a Rated by Trainer 

N Competence area strongly 
agree 

Agree Undecided 

o 

Fre 
que 
ncy 

I In pre service training I 7 
have got enough 
knowledge of the subject 
matter of field of 
specialization 

2 In pre service training I 6 

have got general 
knowledge of the subject 

% Frequ 
ency 

30.43 13 

26.09 14 

% Fre 
que 
ncy 

56.52 2 

60.87 0 

% 

8.70 

0.00 

Disagree 

Frcqu 
ency 

2 

% 

4.35 

8.70 

Strongly 
disagree 

Frequ 
ency 

o 

% 

o 

4.35 

3 In pre service training I 4 
have got enough 

17.39 II 47.83 4 17.39 3 13.04 I 4.35 

theoretical and practical 
knowledge of the subject 

4 In pre service training I 9 
have got the necessary 
skill to teach my filed 
clearly 

39.13 12 

5 In pre service training I 10 43.48 11 
have got the skill to make 
students love their field of 
special ization 

52.17 I -U5 4.35 o 0.00 

47.83 I 4.35 4.35 o 0.00 

Mean 

Score 

3.96 

3.61 

4.26 

4.30 

• Mean ~ 2.50 negative al/ilude, mean 2.51-3.50 nelllral al/ilude and mean 3.51-5.0 
positive al/ilude 
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Concerning trainers' acquisition of the subject matter competence, Table 4.13, shows that 

trainers were agreed on the acquisition of all subject matter competence in their pre-service and 

in-service training. Which means 20 (86.96%) of the trainer respondents agreed on the 

acquisition of academic subject matter competence the mean value 4.13 showed positive result , 

20(86.96%) of trainer respondents agreed on the acquisition of general knowledge of the subject 

matter which is the mean value also showed 3.96, 15 (65.22%) of the trainer respondents agreed 

on the acquisition of the ability to present f the subject matter in a simple and clear way which is 

evidenced by the mean value 3.61, 21 (91.30%)of trainer respondents also agreed on the 

acquisition of the competence to present the subject matter by relating to the external world of 

work which is assured by the mean value of 4.26 ,and 21 (91.30%) of trainer respondents 

agreed on the acquisition of the ability to make trainees appreciate and love their fields of study 

which is ascertained by the mean value 4.30. 

From the above table it is evident that even if trainers agreed on the acquisition of the subject 

matter related competencies, in their pre-service and in-service training, their actual competence 

performance is neutral in academic /subject matter competence, general knowledge of the subject 

matter and competence of presenting the subject matter in a simple and clear way as perceived 

by their trainees peceptions. They also lack competence in the actual perfomance to present 

• subject matter by relating to the external world of work, and ability to make trainees appreciate 

and love their fields of study. 

From this one conclude that either trainers lack commitment in the actual competence or they 

were not sufficiently equipped with the necessary subject matter competences in their pre-service 

and in-service training. 
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Trainer's Pedagogical Competance 

Pedagory comprises the concepts and ski lls to be taught, how to organize and present the content 

as a meanginful sequence, and forms of presentation which is more appropriate to promote 

traine s understnaidng. Shulman (1987 :6). 

Table 4.14 Pedagogical Knowledg and Skill of Trainers as Rated by Trainers 

Competence area strongly Agree Undecided Disagree Strongly 
agree di agree 

Fre % Frequ % Freq % Frequ % Frequ % 
que eney uene eney eney 
ney y 

In pre service training I have 12 52.17 9 39.13 1 4.35 I 4.35 0 0.00 

got the necessary competence 
to train in organized manner 

In pre service training I have 4 17.39 2 8.70 16 69.57 1 4.35 0 0.00 
got the skill how to apply 
student centered teaching 
methodologies 

In pre service train ing I have 3 13 .04 2 8.70 17 73.91 1 4.35 0 0.00 
got the necessary skill to 
integrate theoretical 
knowledge with practice 

In pre service training I have 2 8.70 3 13 .04 15 65 .22 3 13.04 0 0.00 
got the necessary skill on how 
to organize workshops for 
tra ining 

In pre service training I have 3 13 .04 6 26.09 13 56.52 I 4.35 0 0.00 
got the necessary skill to 
efTect ively use teaching aids in 
training 

In pre service training I have 2 0.70 4 17.39 15 65.22 1 4.35 I 4.35 
got the necessary competence 
to identify psychological need 
of trainers and address 
accordingly 

• Mean ~ 2.50 negative attitude, mean 2.51-3.50 neutral attitude and mean 3.51-5.0 
positive attitude 

63 

Mean 

Score 

3.48 

3.39 

3.30 

3.17 

3,48 

3.22 



• 

• 

When we come to the trainers acquisition of the competence in their pre-service and in-service 

training in Table 4.14, most respondents responded on the acquisition of competence in 

p dagogical knowledge. This is indicated by 21 (91.30%) of the trainer respondents agreed on 

the acquisition of the competence in organizing the training lesson sequentially but mean value 

4.39 showed neutral. Similarly, 16 (69.56%) of the trainer resentpondents rated on medim 

acquisition of the competence to use active student-centered teaching method mean value 

shoved 3.39, 17 (73.91 %) of the trainer respondents rated on medium level acquisition of the 

competence to integrate theory and practice which is assured by the mean value 3.30 that is 

neutral 15 (65.22%) of the trainer respondents responded on medium acquisition of the 

competence to organize and arrange workshops for effective training which is the mean value 

showed 3.17. In addition to this, 15 (65.22%) of the trainer respondents rated on medium 

acquisition of the competence to use teaching aid to support the actual training which is 

evidenced by the mean value 3.48 and 13 (56.52%) of the trainer respondents responded that the 

medium acquisition of the competence to identify psychological needs of the trainees, it is 

assured by the mean value 3.22. 

From this data one can inferred that trainars are indoubted in the acquisition of the above sub 

pedagogical competnencies in their pre-service and in-service training.This may adversely 

• affected the overall training and it contributed to trainees copliants on trainers competence. 
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Trainer's Technical Competance 

As per the new educational and training policy, the implementiaon of vocational education 
program at the levels can only be made possible by competent vociaitonai trainers in praticai 

skills in the shop. (MoE, 1994). 

Table 4.15 Technical Competence as Rated by Trainers 

Competence area strongly agree Agree Undecided Disagree Strongly 
disagree 

Frequ % Fre % Fre % Frequ % Frequ % 

ency que que ency eney 
ncy ncy 

In pre service training 1 have 7 30.43 9 39.13 5 21.74 I 4.35 I 4.35 
got enough practical skill in my 
filed of specialization 

In pre service training I have 7 30.43 4 17.39 6 26.09 4 17.39 2 8.70 
got enough skill on 
technological equipments 
related to my field 
specialization 

In pre service training I have I 4.35 7 30.43 4 17.39 8 34.78 
., 

13.04 ,) 

got the necessary competence 
to integrate technologies with 
personal creativity 

In pre service training 1 ha e 5 21.74 7 30.43 4 17.39 5 21.74 2 8.70 
got enough skills on 
procedures of utilizing 
technological equipments 
Imachines 

In pre service training I have 2 8.70 6 26.09 0 0.00 10 43.48 5 21.74 
got enough skill on the 
maintenance of training 
equipments/ machines 

In pre service training I have 
., 

13.04 2 8.70 15 65 .22 2 8.70 I 4.35 ,) 

got the necessary competence 
to apply 70% practical and 
30% theoretical training 

• Mean::S 2.50 negative attitude, mean 2.51-3.50 neutral attitude and mean 3.51-5.0 
positive attitude 

65 

Mean 

Score 

3.87x 

3.43 

2.78 

3.35 

2.57 

3.78 



• 

• 

In the previous page Table 4.15, when we see trainers acquisition of technical competence in 

their pre-service and in-service training 16(69.56%) of the trainer respondents agreed on the 

acquisition of the competence to clearly demonstrate and help trainees in technical practices the 

same is true in the mean value 3.87.and 12 (52.17%) of trainer respondents were agreed on the 

acquisition of the competence to follow practical procedures and monitoring trainees activities 

accordingly but the mean value 3.43 showed neutral acquisition of the competence, Where as II 

(47.83%) of the trainer respondents rated on the acquisition of medium competence in 

knowledge of technical equipments Imachines and making trainees practice with them, the same 

is true in the mean value 2.78 which is neutral.On the contrary, 11 (47.83%) of the trainers 

respondents disagreed on the acquisition of the competence to train by integrating their creativity 

with modern technologies but the mean value 3.35 showed uncertain acquisition of the 

competence, 15 (65.22%) of the trainer respondents disagreed on the acquisition of the 

competence in maintenance of broken machines and providing for training purpose yet the mean 

value 2.57 evidenced neutral acquisition. While 15 (65.22%) of the trainer respondents rated on 

the acquisition of medium level competence to apply 70% practical and 30% theoretical aspects 

of training in their pre-service and in-service training similarly the mean value showed 3.17. 

Based on the data obtained above, one can possibly infer that all sub technical competences were 

not present in the actual training as rated by the trainees. Trainers were not actually well 

prepared in their pre-service and in-service training on competence to train the training by 

integrating their creativity with modem technology and on competence in maintenance of broken 

machineries and providing them for training purpose. Because of this, the most important aspects 

of the technical competence were not endowed in pre-service and in-service trainers education. 
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Trainers Social Competence 

TVET trainers have to be socially competent hence teaching itself is a communiciton between 

trainees and trainers. (GTZ 2002: 16). 

Table 4.16 Social Competences as Rated by Trainers 

Competence area strongly Agree Undecided Disagree Strongly 

agree disagree 

Freque % Frequ % Frequ % Frequ % Frequ % 
ncy ency ency ency ency 

In pre service training I 8 34.78 II 47.83 3 13.04 0 0.00 1 4.35 

have got the necessary 
competence present and 
communicate tracings 
111 simple and clear 
ways 

In pre service training I 10 43.48 7 30.43 5 21.74 1 4.35 0 0.00 
have got competence, 
on how to solve 
trainees learning 
problems 

In pre service training I 9 39.13 8 34.78 4 17.39 2 8.70 0 0.00 

have got the skill how 
to work collaboratively 
with other colleagues 

In pre service training I 8 34.78 8 34.78 6 26.09 I 4.35 0 0.00 

have got the skill how 
to positively, solve 
conflicts 

In pre service training I 9 39.13 7 30.43 6 26.09 I 4.35 1 4.35 
have got the skill how 
to create positive 
relationship with 
trainees 

• Mean ~ 2.50 negative attitude, mean 2.51-3.50 neutral al/ilude and mean 3.51-5.0 
positive allitude 
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In th previous page Table 4.16 showed regarding trainers' acquisition of social competence in 

their pre-service and in-service training most of the trainer respondents rated on the acquisition 

of all social sub competencies. Similarly the mean value indicated the same result. They 

responded that in pre-service training we have got the necessary competence to present and 

communicat trainings in simple and clear ways as indicated by the mean value 4.09, and in pre­

ser ice training we have got the competence on how to solve trainee learning problems as 

shov d by the mean value 4.13, and in pre-service training we have got the skill how to work 

collaboratively with other collegues as showed by the mean value 4.04 

From the information obtained above, it is easy to understand that even if trainers agreed on the 

acquisition of social sub competencies in their pre-sen'ice and in-service training, they were not 

able to reflect such competencies in the actual training program. Absence of this competence 

may affect the effective and efficient transmission of knowledge, skill and attitudes as expected 

by trainees . 
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Trainers Planning Competence 

Planning is important to develop a whole new conceptual framework of thinking and acquiring 

knweoldge. Efficient trainers prepare yearly term, unit, weekly and daily planning of their 

respective subject. (Arends 1997:24). 

Table 4.17 Planning Competence as Rated by Trainers 

No Competence area trong1y Agree Undecided Disagree Strongly Mea 
agree disagree n 

Freq % Fr % Fr % Fr 0/0 Freq % Scor 
uenc eq eq eq uenc e 

y ue ue ue y 
nc nc nc 

y y y 

1 In pre service training I have 6 26.09 8 34.78 4 17.39 3 13.04 2 8.70 3.57 
got the skill to effectively 
plan training programs 

2 In pre service training I have 8 34.78 9 39.13 1 4.35 3 13.04 2 8.70 3.78 
got the skill to use the 

necessary training materials 

• for specific training 

3 In pre service training I have 7 30.43 4 17.39 8 34.78 3 13.04 1 4.35 3.57 
got skill how to match 

training programs with the 

! 
need and interest of trainees 

4 In pre service training I have 6 26.09 3 13 .04 7 30.43 3 13.04 4 17.39 3.17 I 

got the skill to prepare the I 
plan for training materials 

5 In pre service training I have 8 34.78 8 34.78 2 8.70 3 13.04 2 8.70 3.74 

got the skill on how to 
prepare and implement I 
annual, semester, monthly, 

weekly and daily lesson plan 

• Mean ~ 2.50 negative attitude, mean 2.51-3.50 neutral attitude and mean 3.51-5.0 
positive attitude 
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In the previous page Table 4.17 indicates, regarding trainers acquisition of planning 

competencies most trainers rated on the acquisition of the whole planning competencies in their 

pre-service and in-service training program. They responded that In pre-service training we have 

got the skill to effectively plan training programs as indicated by the mean value 3.57, in pre­

service training we have got the skill to use the necessary training material for specific training 

as indicated by the mean value 3.78 and in pre-service training we have got the skill how to 

match training programs with the need and interest of trainees as iindicated by the mean value 

3.57 . 

Even if trainers responded on the acquisition of the planning competencies in their training, their 

planning competence was not demonstrated in the actual training program. Because, trainers 

were not guided by planning, they were not plan and organize training materials as the course 

requirement and they were not match trainees need and interest and also they were not organize 

the training program by annual, semester, monthly, weekly and daily training plan in their actual 

work place as perceived by their trainees . 
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Workshop Management Competence 

competent tehncial /vocational trainers knows how to mange his instruction session, shops, 

laboratiroes and his/her time. (Clark 1994:94). 

Table 4.18 Workshop Management Competence as Rated by Trainers 

Competence area strongly agree Agree Undecided Disagree Strongly 

disagree 

Frequ % Frequ 0/0 Freq % Fre % Fre 0/0 

ency ency uenc que que 

y ncy ncy 

In pre service training I have got the 9 39.13 10 43.48 0 0.00 I 4.35 3 13.04 

skill to effectively implement time 
allocated for the training 

In pre service training [ have got the 7 30.43 9 39.13 2 8.70 2 8.70 3 13.04 

skill on how to organize and arrange 
workshops for training 

[n pre service training [ have got the 7 30.43 9 39.13 2 8.70 2 8.70 3 13.04 
skill on how to organize practical 
training exercises 

[n pre service training [ have got the 9 39.13 5 21.74 4 17.3 2 8.70 3 13.04 

skill on how to maintain class room! 9 

workshop discipline 

[n pre service training I have got the II 47.83 8 34.78 0 0.00 2 8.70 2 8.70 

skill on how to monitor, evaluate and 
register student performances 

• Mean ~ 2.50 negative attitude, mean 2.51-3.50 neutral attitude and mean 3.51-5.0 
positive attitude 

As Table 4.18 shows regarding the trainers' acquisition of workshop or classroom management 

competencies most trainer respondents agreed on the acquisition of these sub workshop 

management competencies while they were in their pre-service and in-service training 

program.These evidenced by the mean valve 3.91,3.65,3.65,3.65 and 4.04 respectively. 

Although they said that we acquired the competences in their training, they may inefficient and 

not committed to apply these acquired competences in the actual training program. 
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Traners Training Material Preapraion Competence 

Technical and vocational training ideally suits the use of visual materials because skill 

development depends to a great extent on how succesfuly the trainees visualize, understands and 

practices the tecnqiues, processes, and oepraitons undertake in the competence of world of work 

or specific job. (UNESCO, 1996b:52). 

Table 4.19 Training Material Preparation Competence as Rated by Trainers 

No Competence area 

1 In pre service training I 
have got enough skill to 
prepare training modules 
and manuals 

strongly 
agree 

Fre % 
que 
ncy 

1 4.35 

Agree 

Frequ % 
ency 

5 21.74 

Undecided Disagree 

Fre % Frequ % 
que ency 
ncy 

9 39.13 3 13.04 

Strongly 
disagree 

Frequ % 
ency 

5 21.74 

Mea 
n 

Score 

2.74 

2 In pre service training I 3 
have got the skill on how to 
prepare teaching aids from 
locally available materials 

13.0 10 

4 
43.48 4 17.39 5 21.74 I 4.35 3.39 

3 

4 

5 

In pre service training I 6 
have got the skill on how to 
use teaching aids for 
effective training 

In pre service training I 3 
have got the skill on 
strategies of technological 
transfer 

In pre serivice training I 8 
have got enough skill on 
how to use computer and 
internet techniques 

26.9 6 

13 .0 7 

4 

34.7 7 

8 

26.09 7 

30.43 7 

30.43 I 

30.46 3 13.04 1 4.35 3.57 

30.43 2 8.70 4 17.39 3.13 

4.35 3 13.04 4 17.39 3.52 

• Mean ~ 2.50 negative altitude, mean 2.51-3.50 neutral altitude and mean 3.51-5.0 
positive allitude 
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In the previous page Table 4.19, with regard to trainer 'S acquisition of training materials 

preparation competence in their pre-service and in-service training, most of the trainer 

respondents agreed on the acquisition of the whole training material preparation competence. 

But the mean value 2.74, 3.39, 3. ) 3 respectively indicate that the neutral acquisition of the 

material preparation sub competencies. However, as rated by the trainee respondents these all 

training materials preparation competence were not demonstrated in the actual training program 

by the trainers. 

Safety Comepetence 

Developing trainee's attitudes towards safe pratices and safety concisouness in job competence is 

an important facet of the vocational education program. (Barlow, 1965:134). 

Table 4.20 SafetyCompetence as Rated by Trainers. 

No Competence area strongly agree Agree Undecided Disagree Strongly disagree 

Fre 0/0 Fre 0/0 Frequ % Frcque 0/ 0 Frcque % 

que que eney ncy ney 
ncy ncy 

I In pre service training I have got 10 43.48 6 26.09 0 0.00 4 17.39 3 13 .0-l 

enough skill on safety rules of 
training equipments and 
machines 

2 in pre service training I have got 7 30.43 7 30.43 5 21.74 2 8.70 2 13.04 
enough skill on how to apply 
teaching through demonstration 

3 In pre service training I have got 7 30.43 6 26.09 3 13 .04 4 17.39 3 13.04 
enough skill on how to monitor 
and evaluate trainers 
performance 

4 In pre service training I have got 8 34.78 2 8.70 5 21.74 5 21.74 3 13.0-1 
enough knowledge on how to 
use and safety of each training 
equipment Imachine 

5 In pre service training I have got 6 26.09 6 26.09 4 17.39 4 17.39 3 13.0-l 

enough skill about how to 
manage apprenticeship 

• Mean ~ 2.50 negative altitude, mean 2.51-3.50 neutral attitude and mean 3.51-5.0 
positive altitude 
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In the previous page Table 4.20 concerning the trainers' acquisition of safety competence, most 
of the trainer respondents agreed on the acquisition of safety competencies when they were in 
their pr -service and in-service training program. However on item 3,4 and 5 the mean value 
3.43,3.33 and 3.35 respectively indicates neutral acquisition the sub competenciesOn the 
contrary as rated by trainees respondents except on item one, in other items of safety 
competencies they did not practically reflect the competencies in the actual training programs. 

From the above data one understand that trainers were not endowed the expected safety 
competencies in their pre-service and in-service training. This competence deficiency severly 
affected the quality of training in general and the safety of trainees in particular. 

Counseling Comeptnece 

Finding the right job for the right graduates, placing in the job, and maintaining contact withthem 
and the employers to evlaute progress imperative and to provide additional assistance if needed 
are important parts of vocational trainers's follow up responsiboilites. (UNSCO 2002b:65). 

Table 4.21 Counseling Competence as Rated by Trainers 

Competence area strongly 
agree 

Agree Undecided Disagree Strongly 
disagree 

Fre 
que 
ncy 

[n pre service training I have got 6 
enough knowledge on how to give 
guidance and counseling service on 
selection of field of training program 

In pre service training I have got 6 
enough knowledge on how to guide 
and counseling students on the 
teaching learning process 

% Fre 
que 
ncy 

26.0 5 
9 

26.0 10 
9 

% Freque 
ncy 

21.74 -l 

43.48 2 

% Fre 
que 
ncy 

17.39 6 

8.70 4 

% Fre 
que 
ncy 

26.09 2 

17.39 I 

% 

8.70 

4.35 

Mean 

Score 

3.30 

3.70 

In pre service training I have got 
enough knowledge about special 
need education 

4 17.3 7 30.43 2 8.70 5 21.74 5 21.74 3.00 
9 

In pre service training I have got 7 30.4 6 26.09 3 13 .04 4 19.39 3 13.04 3.-l3 
enough techniques on how to give 3 

guidance and counseling service 

In pre service training I have got 2 8.70 9 39.13 3 13 .0-l 6 26.09 3 13.04 3.0-l 
enough asslstmg on assisting 
graduates on issues related to 
employment 

• Mean ~ 2.50 negative altitude, mean 2.51-3.50 neutral altitude and mean 3.51-5.0 
positive attitude 
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In the previous page Table 4.21 shows concerning the trainers' acqulsltlOn of counseling 
competence most of the trainers responded that they were agreed on the acquisition of 
counseling competencies when they were in their pre-service and in-service training program, 
but the mean value 3.30 3.00, 3.43 and 3.04 respectively ascertained that neutral acquisition of 
the sub counceling competencies. Inaddition to these trainee respondents have negative attitude 
towards the trainers counceling competencies because trainers were not demonstrated these sub­
competencies particularly in the classroom and outside the compass in general. 

Training input 

No matter how far the objectives of any training program is attractive, its success is greatly 
depends upon the quantity, quality, and avialablity of the resources at its disposal, among the 
other factors. (UNCSCO, 1996:52). 

Table 4.22 Training Input as Rated by Trainers 

Competence area strongly Agree Undecided Disagree Strongly Mea 

agree disagree n 

Fre % Fre % Fre % Fre % Freque % Score 
que que que que ncy 
ncy ncy ney Jley 

There are enough 2 8.70 5 21.74 I 4.35 9 39. 13 6 26.09 2.48 
classrooms and workshops 
in the college 

All training departments 3 13.04 3 13.04 3 13.04 8 34.78 6 26.09 2.52 
have enough and competent 
teachers 

Training raw materials and I 4.35 3 13.04 2 8.70 II 47.83 6 26.09 2.22 
equipment needed for 
training are fulfilled in all 
workshops 

Teachers take continuous 0 0.00 I 4.35 I 4.35 9 39. 13 12 52. 17 1.61 
COC examination annually 

• Mean:::: 2.50 negative altitude, mean 2.51-3.50 neutral aUill/de and mean 3.51-5.0 

positive altitude 

The above table 4.22 focus on issues related to training inputs. As rated by trainers most of the 

respondents disagreed on the availability of the necessary training inputs. This is indicated by IS 

(65.22%) of the trainer respondents disagreed on the presence of nough and well furnished 

classrooms and workshops it is also evidencmean value 2.48 , 14 (60.87%) of the trainer 

respondents disagreed on the availability of sufficient and competent trainers in each department 
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which is also assured by mean value 2.52 that is neutral value, 17 (73.91%) of the trainer 

respondents disagreed on the availability of the necessary training raw-materials and equipments 

it is also assured by the mean value 2.22, and 21 (91.30%) of trainer respondents strongly 

disagreed on taking COC exam in continuous basis which is assured by mean calue 1.61. 

Hence, the information, one can conclude that TVET institutions in Afar region were not 

equipped with the necessary training inputs and they are not conductive for effective and 

efficient training. The most serious deficiencies are the absence of COC, absence of well 

! furnished workshops, absence of sufficient and competent trainers and training raw materials, 

and equipments. 
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Admisntrative Support 

Instructors are definitely key elements in the teaching learning rocess if not the only agent of 

transmission of knwoeldge and skills in the training institutions. In order to utilize these teaching 

personnel in institutions effectively, there should be a need for having approrpaite leadership for 

carrying out effective managerial activities in the training institutions. (Hallack and Calloids 

1995:3). 

Table 4.23 Administrative support as Rated by Trainers 

Competence area strongly Agree Undecided Disagree Strongly 
agree disagree 

Freq % Frcque % Fre % Fre % Fre % 
uenc ncy que que que 

y ncy ncy ncy 

The college administration has I 4.35 5 21.74 3 13 .04 6 26.09 8 34.78 

made the necessary follow up 
and support for overall success 
of training programs 

Thecollege administration give 2 8.70 5 21.71 3 13.04 4 17.39 9 39.13 

immediate solution 
when teachers shortage is 
created 

The college administration 2 8.70 6 26.09 5 13.04 4 17.39 8 34.78 

evaluate teachers performance in 
collaboration with department 
heads 

The college administration work I 4.35 4 17.39 2 21.74 5 21.74 8 34.78 

hard to facilitate conducive 
environment for trainees training 

The college administration solve 3 13 .04 8 34.78 4 8.70 5 21.74 5 21.74 

students complains immediately 

The college administration 1 4.35 5 21.7-1 17.39 7 30.43 6 26.09 

motivate teachers to 
enhance their performance 

• .\Jean ~ 2.50 negative attitude, mean 2.51-3.50 neutral attitude and mean 3.51-5.0 

positive attitude 
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2.43 

2.57 

2.37 

2.96 
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In the previous page table 4.23 shows that most of the trainer respondents disagreed on the 

presence of administrative support for the success of the training program. This is evidenced by 

14 (60.87%) of the trainer respondents disagreed on the presence of administrative follow-up and 

support, in the same way the mean value indicated 2.35, and 13 (56.52%) of the trainer 

respondents disagreed on administrative effort to solve. shortage of trainers which is also 

evidenced by the mean value 2.43. On the other hand,13 (56.52%) of the trainer respondents 

disagreed on the administrative effort to assess the competence of trainers regularly in 

collaboration with department heads which is the mean value 2.57, 11 (47.83%) of the trainer 

respondents disagreed on the administrative effort to work hard in creating conducive training 

environment for trainees and the mean value showed 2.37. similarly, 13 (56.52%) of the trainer 

respondents disagreed on the presence of administrative effort to receive and resolve trainees 

complaints and other conflicts while the mean value showed 2.96 that is neutal. Where as 12 

(52.17%) of the trainer respondents disagreed on the presence of administrative effort to provide 

the necessary motivation for trainers, the same is true as the mean value showed 2.43. 

From the above information one can inferred that the absence of appropriate administrative 

support in the TVET under study is one of the contributing factor for trainers weak competence 

and causes for trainees unfavourable attitude towards their trainers. 
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CHAPTER FIVE 

5. Summary, Conclusions and Recommendations 

5.1. Summary 

The principal aim of undertaking this study was to assess the trainees attitude towards their 

trainers competence in four TVET colleges of Afar regional state (namely-Adadale Business 

TVET college, Lucy Water TVET College semera Health Science TVET College and Gewane 

Agricultural TVET Colleges. To conduct this research descriptive survey was employed. For this 

study the following research questions were formulated: 

1. What are the attitudes of trainees' towards their trainers' competence? 

2. What are the trainers' deficiency regarding competency as perceived by their trainees? 

3. What are the factors influencing trainers' teaching competence and trainees' learning 

achievement? 

To address the raised research questions, the researcher reviewed relevant literature and prepared 

two sets of questionnaires (one for trainees and the other for trainers); two interview guides (one 

for college Deans and the other to trainees), and focus group discussion was prepared for trainees 

to collect data from sampled respondents of the four TVET colleges. 

Accordingly, based on the analyses made on chapter four the following findings were identified 

under each research questions: 

• Research question one refers to what are the attitudes of trainees' towards their trainers 

competence? 

1. Subject matter competence 

Most of the trainee respondents have uncertain attitude on their trainers' subject matter 

competence in that they rated neutral attitude on academic subject matter knowledge (mean 

value2.66), general knowledge of the subject matter (mean value 3.10) and presentation of the 

subject matter in a clear and simple way (mean 3.01). On the other hand, they have negative 

attitude on trainers ability to present the subject matter by relating to th external world of work 
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(m an 2.31) and trainers ability to make trainees appreciate and love their fields of study(mean 

1.99) . 

2. Teaching method /pedagogical competence 

Regarding this majority of trainee respondents have unfavourable attitude on their trainers 

pedagogical or teaching method competencies. They have negative attitude on the competence to 

use acti e student-centered teaching method (mean2 .18) , , the competence to integrate theory 

and practice (mean 2.31) the competence to organize and arrange workshop for effective 

training (mean 2.28). In addition to this, they have uncertain attitude on trainers competence to 

organize the training lesson sequentially, the competence to apply teaching aid to support actual 

training and the competence to identify psychological needs of the trainees and to train 

accordingly with the mean value 2.61, 3.04 and 2.56 respectively. 

3. Technical Competence 

Concernig this competence, majority of trainees have unfavourable attitude on the presence of 

trainers technical competence in the actual workplace. They have negative attitude on trainers 

competence to clearly demonstrate and help trainees in technical practices (mean 2.35), the 

competence to train by integrating their creativity with modern technologies (mean 1.88), the 

competence to follow practical procedures and monitoring trainees activity accordingly (mean 

2.30), the competence of maintenance of broken machineries and providing for training purpose 

(mean 2.17) and the competence to apply 70% practical and 30% theoretical training (mean 1.95) 

and the competence of knowing technical equipments or machines and making trainees to 

practice with them (mean 2.54). As described in chapter four from interview and focus group 

discussions with trainees and deans the same finding id gained. 

4. Social Competence 

Concerning social competence, most of the trainees have uncertain attitude on the social 

competence of their trainers. They have neutral attitude on trainers' competences to approach 

and solve trainees problem (mean 2.64), to cooperate and work with others (mean 3.24), and to 

solve conflicts and complaints (mean 2.99); on the other hand they have negative attitude .to 

clearly transmit or communicate the training (mean 2.44). 
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5. The planning competence 

Regarding planning competence, the majority of trainees have uncertain attitude on the trainers 

planning competence in the areas of the competence to train guided by training plan (mean 2.87), 

the competence to plan and organize training material according to the course requirement(mean 

2.70), the competence to plan and fulfil training materials (mean 2.97) ,and the competence to 

plan and implement the training by preparing annual, semester, monthly, weekly and daily 

training plan (mean 2.87). They have negative attitude on the competence to plan and train 

based on trainees needs and interest (mean (2.28) 

6. Workshop /classroom/ management competence 

Concerning workshop/classroom management competence of trainers, the majority of trainees 

have negative attitude on the presence of the following workshop/classroom management 

competencies: the competence to effectively utilize training time that is allocated for the course 

(mean2.40), the competence to effectively and efficiently organized and manage the 

workshops,(mean 2.47), the competence to assign individual and group tasks and monitoring 

accordingly ( mean 2.49). The same result obtained in trainees' focus group discussion, and 

interview made with trainees and deans. 

7. Training material preparation competence 

Regarding this competence as rated by the majority of trainees, they have negative attitude 

towards trainers in all training material preparation competencies. Which means trainees have 

unfavourable attitude on the trainers competence to prepare and present the necessary training 

modules for trainees (mean 2.02), to prepare and present teaching aids by using locally available 

materials (mean 2.18), the competence to employ teaching aid to make the training easy and 

concrete (mean 2.17), the competence to prepare and present model materials to facilitate 

technological transfer (mean 1.98), and the competence to create conducive environn1ent to 

introduce trainees with computer and internet technology (mean 1.98). The same findings are 

gained by interviews. 

8 Safety competence 

Concerning this competence most of the trainees have negative attitude on the presence of 

trainers competence in making continuous monitoring while trainees work on machineries 

(mean 2.48), and trainers ability in making necessary arrangement and preparation before 
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trainees leave for apparenticship (mean 2.39) on the rest safety sub competencies treainers have 

neutral attitude. 

9. Counseling competence 

Regarding counceling competence majority of trainees have negative perceptions on their 

trainers all counceling competencies, in that - trainees have negative attitude on the trainers 

ability to provide counseling services on trainees career choice ( mean 1.78) to provide 

guidance and counseling services (mean 1.97), in approaching trainees with special need 

education( mean 2.22), to allocate extra time and give guidance and counseling (mean 1.93),and 

in assisting graduates in guidance and counceling service in relation to employment and job 

creation (mean 2.02). The same result is obtained in focus group discussion. 

• Research question two was concerned with what are the trainers' deficiency regarding 

competency as perceived by their trainees? 

Based on the statistical data revealead in the first research question, as perceived by their 

trainees, the four TVET trainers are strongly deficient in pedagogical competence, technical 

competence, workshop management competence, training material preparation competence, 

safety competence and counseling competence. And trainees have uncertain perception in 

subject matter competence, social and planning competence of trainers. 

• Research question three concerned with what are the factors influencing trainers 

teaching competence and trainees learning achievement? 

The major hindering factors for trainers competence and trainees learning achievement are 

absence of the necessary training inputs and administrative support in the actual training or work 

place as rated by both trainers and trainees. 

This was evidenced by both rating on disagree that the presence of enough and well furnished 

classrooms and workshops, the presence of sufficient and competent trainers the presence of the 

necessary training raw materials and training equipments and the presence of continuous coe 
exam. 

In addition to this, both trainees and trainers are strongly disagreed on the presence of 

administrative follow-up and support for the success of the overall training, the presence of 
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immediate administrative solution to solve trainers shortage, the presence of administrative effort 

to assess trainers competence, the presence of administrative encouragement to receive and 

resolve trainees compliant and other conflicts. 

5.2. Conclusions 

Based on the above findings the study has been concluded that: 

• The professional preparations of TVET trainers undergo in pre-service and in-services 

training did not equip them properly in core competencies that are needed for technical 

and vocational training programs. Such as-in subject matter, technical, pedagogical 

workshop management and social competence. 

• The competence difficiency of trainers in the actual training sessions have contributed 

trainees to develop negative attitude on their trainers training efficiency and effectiveness 

and insisted trainees to frequently raise complaints on trainer' s performance competence. 

• In the existing four Technical and Vocational Education and Training colleges of Afar 

Region, Trainers are not in a position to produce quality and competent middle level 

work force or graduates that can fit the demands of the labor market in the actual world 

of work. 

• The in-sufficeint access of training input, absence of committed and competent 

administrative personnels and absence of adequate and well qualified trainers adversely 

affected the proper functioning of the TVET institutions that unable to achieve their 

intended objectives. 

5.3. Recommendations 

The competence deficiencies of TVET trainers are associated with trainers pre-service and in 

service training programs. The trainee's negative attitude and complaints are linked with 

dissatisfaction of trainers'performance competence. And also lack of input and administrative 

support may affect trainers' performance competence and trainees' achievement.So, to alleviate 
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trainees' dissatisfaction and trainers' competence deficiency, the following recommendations 

were suggested: 

1. It is advisable that TVET trainers training college prepare the would be TVET 

trainers by focusing on the nine core competencies with strong emphasis on 

subject matter, pedagogical and technical competencies to meet the 

requirements of 70% practical and 30% theoretical aspect of the training. 

2. It is recommendable that TVET trainers' education institutions surveyor 

assess the competence performance of their graduate on the actual world of 

work and in the real training place so as to make the necessary adjustments 

and corection on the competence deficiencies of their graduates, in their future 

training program. 

3. It is advisable that the four TVET colleges in the Region facilitate in-service 

professional development programs for their trainers to enhance their 

competence. 

4. It is advisable that the Afar Regional education Bureau, Afar Regional Health 

Bureau and Afar Regional Agigrcultura Bureau recruits TVET trainers by 

preparing criterias on the nine competence areas and establish COC exam 

agency at regional level to ensure the required competence standards. 

5. It is recommendable that the Afar Regional Education Bureau, Afar Regional 

Health Bureau and Afar Regional Agriculture Bureau allocate the necessary 

budget to fulfill the needed training inputs such as materials, human and 

physical setting or intiating the involvement of Governmental and non 

Governmental organizations. 

6. It is advisable that the Afar Regional Education Bureau, Afar Regional Health 

Bureau and Afar Regional Agriculture Bureau assign the qualified and 

committed TVET administrative personnels so as to create conducive 

environment for the success of the training program. 

7. Inorder to create smooth and conducive invironment in relation to trainees, 

trainers and administrative body all TVETs recommended establishing 

trainees' council that works in negotiating and solving trainees complaints. 
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Addis Ababa University 

School of Graduate Studies 

College of Education 

Department of Business Education 

Questionnaire to be filled by TVET trainees 

APPENDIX A 

• The purpose of this questionnaire is to assess trainees' attitude towards TVET trainers/ 
performance competence. Your truthful response is of great importance for the success of this 
study and I assure you that your information is used only for the purpose of study and its 
confidentiality. 

No need of writing your name. Respond by putting 'X' mark in the box. I would like to thank 
you for your full cooperation in advance. 

Part one 

General information 

1. Sex Male c=J Female c=:J 

2. Training level Level 1 c=J Level 2 c=:J 
Level 3 c=J Level 4 c=:J 

c=J c=:J e=] 
3. Years of duration 1 year 2 year 3 year 

4. Age 15-19 e=] 20-24 c=J 
25-29 e=] above 30e=] 
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Part Two 

Instruction: The following statements are designed to measure the competence competence 
level of TVET trainerss. After you read thoroughly respond by putting ' X ' mark in the box 
provided in front provided of each statement. Rating will be: 

5: Strongly agree 4: Agree 3: Underdid 

2: Disagree 1: Strongly disagree 

No Competence area 5 4 3 2 1 
1 Subject matter competence 
1.1 Trainers have enough subject matter competence 
1.2 Trainers have general knowledge of the subject area 
1.3 Trainers have competence to present the subject matter clearly 

1.4 Trainers have competence to present the subject matter by 
relating the external world of work 

1.5 Trainers have competence to make trainees love their field of 
study 

2 Teaching competence 
2.1 Trainers have competence to organize the training session 
2.2 Trainers have competence to use active trainee centered 

teaching method 
2.3 Trainers have competence to integrate theory and practice 
2.4 Trainers have competence to organize and arrange workshops 

for effective training 
2.5 Trainers have competence to use teaching aid to support the 

actual training 
2.6 Trainers have competence to identify psychological need of the 

trainees and to train according to their need 
.., 

Technical competence j 

3.1 Trainers have competence to clearly demonstrate and help 
trainees for technical practices lexercise 

3.2 Trainers have enough knowledge of technological equipments 
Imachineries and are competent to make trainees practice on 
them 

3.3 Trainers have competence to train by integrating their creativity 
with modern technologjes 

3.4 Trainers have competence to follow practical procedures and 
monitor trainees activity accordingly 

3.5 Trainees have competence for maintenance of broken 
machineries and provide for training purpose 

3.6 Trainers have competence to apply 70% practical and 30% 
theoretical training according to TVET strategic guideline 

4 Social competence 
4.1 Trainers have competence to clearly transmit the training for 

the trainers 
4.2 Trainers have competence to approach and solve trainees 
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• problems 

4.3 Trainees have competence to cooperate and work with other 
trainerss and bodies 

4.4 Trainers have competence to immediately solve conflicts in 
collaboration with all concerned bodies 

4.5 Trainers relationship with trainees is positive and based on 
rules and regulations 

5 Training planning competence 
5.1 Trainers have competence to train based on planning 
5.2 Trainers have competence to plan and organize training 

materials according to course requirement 
5.3 Trainers have competence to plan and train based on trainees 

need and interest • 5.4 Trainers have competence to plan and fulfill training materials 
by closely working with college administration 

5.6 Trainers have competence to plan and implement the training 
annually semester, monthly, weakly and daily training plan. 

6 Workshop Iclassrooml management competence 
6.1 Trainers have competence to effectively utilize training time 

allocated for the course 
6.2 Trainers have competence to effectively and efficiently 

organize and manage workshops 
6.3 Trainers have competence to assign individual and group tasks 

and monitor accordingly 
6.4 Trainers have competence to control and maintain classroom 

discipline 
6.5 Trainers have competence to continuously assess and register 

trainees competence and giving on time feedback 
7 Teaching materials preparation competence 
7.1 Trainers have competence to prepare and present the necessary 

training modules for trainees 
7.2 Trainers have competence to prepare and present teaching aids 

by using locally available materials 
7.3 Trainers have competence to use teaching aid to make the 

training easy and concrete 
7.4 Trainers have competence to prepare and present model 

materials to facilitate technological transfer 
7.5 Trainers create conducive environment to introduce trainees 

with computer and internet technology 
8 Safety competence 
8.1 Trainers have competence to make trainees know safety rules 

• before using training equipments 
8.2 Trainers have competence to made strict and ongoing 

monitoring while trainees make practice on training equipments 
8.3 Trainers have competence to clearly demonstrate how to use 

training equipments 
8.4 Trainers prepare and provide for trainees utilization and safety 
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• rules of each traininK equipment in written form 
8.5 Trainers made the necessary arraignment and preparation 

before trainees leave for apprentice ship 
9 Counseling competence 
9.1 Trainers provide counseling services before trainees engaged in 

selections of fields of training 
9.2 Trainers provide the necessary guidance and counseling for 

trainees on issues related to teaching-learning processes 
9.3 Trainers approach trainees with special need and help 

accordingly in their training 
9.4 Trainers allocate extra time and give guidance and counseling 

service for trainers 
9.5 Trainers provide guidance and counseling for graduates on 

• issues related to employment and job creation 

Part Three 

Issues related to training inputs and college administration 

No Issues 5 4 3 2 I 
I Issues related to training inputs 
1.1 There are enough and well furnished classrooms and workshops 
\,2 Each department have filled with enough and competent trainers 
\.3 The necessary training raw materials and training equipment were 

fulfilled in all workshops 
1.4 Trainers take continuous in service and refreshes courses through 

administrative and personal effort 
\.5 Trainers continuous take examinations of center of competence 

(COC) on regular basis 
2 Issues related to college administration support 
2.1 The college administration has made the necessary follow up and 

support for the success of overall training 
2.2 The college administration immediately solve when shortage of 

trainers is created 
2.3 The college administration provide the necessary motivations to 

enhance trainers work moral 
2.4 The college adm in istration assess the competence of trainerss 

regularly in collaboration with department heads 
2.5 The college administration work hard to fulfill training need of 

trainees 
2.6 The college administration receive and correct trainee complaints and 

other conflicts created in TVET college 
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Addis Ababa University 

School of Graduate Studies 

College of Education 

Department of Business Education 

APPENDIXB 

Questionnaire to be filled by TVET Trainers 

The purpose of this questionnaire is to assess overall competence that TVET trainerss got 
through pre service and in service training. Your truthful responses are crucial for the success of 
the study. Your information is used only for the purpose of the study and I assured you its 
confidentiality. 

No need of writing your name. Respond by putting 'X' in boxes. I would like to thank you in 
advance for your cooperation in filling this questionnaire. 

Part one 

General Information 

1. Sex 

2. Age 

Male 

20-24 D 
30-34 D 

D Female D 
25-29 D 

above 35 years D 
3. Qualification DiplomaD DegreeLJ MA D Docterate LJ 

4. Level: Level 

Level 3 

5. Years duration 

D 
D 

Level2 LJ 

Level 4 D 

3-5 D above 5 years D 
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Part Two 

Instruction: The following statements are designed to measure overall competence you gain in 
pre service training. Read thoroughly and put 'X' in the boxes provided in front of the each 
statements. The rating will be 

5: Strongly agree 

2: disagree 

4: agree 

1: strongly disagree 

No Competence area 
1 Subject matter comQetence 
1.1 In pre-service training I have got enough knowledge of the 

subject matter of field of specialization 
1.2 In pre-service training I have got general knowledge of the 

subject 
1.3 In pre-service training I have got enough theoretical and 

practical knowledge of the subject 
1.4 In pre-service training I have got the necessary skill to teach 

my field clearly 
1.5 In pre-service training I have got the skill to make trainees love 

their field of specialization 
2 Teaching method competence 
2.1 In pre-service training I have got the necessary competence to 

train in organized manner 
2.2 In pre-service training I have got the skill how to apply trainee-

centered teaching methodologies 
2.3 In pre-service training I have got the necessary skill to integrate 

theoretical knowledge with practice 
2.4 In pre-service training I have got the necessary skill on how to 

organize workshops for training 

2.5 In pre-service training I have got the necessary skill to 
effectively use teaching aids in training 

2.6 In pre-service training I have got the necessary competence to 
identify psychological need of trainees and address accordingly 

3 Technical competence 
3.1 In pre-service training I have got enough practical skill in my 

field of specialization 
3.2 In pre-service training I have got enough skill on technological 

equipments related to my field specialization 
3.3 In pre-service training I have got the necessary competence to 

integrate technologies withpersonal creativity 
3.4 In pre-service training I have got enough skills on procedures 

of utilizing technological equipments /machines 
3.5 In pre-service training I have got enough skill on the 

maintenance of training equipments/ machines 
3.6 In pre-service training I have got the necessary competence to 

apply 70% practical and 30% theoretical training 

2 

3: undecided 

5 4 3 2 1 



• 4 Social competence 
4.1 In pre-service training I have got the necessary competence 

present and communicate trainings in simple and clear ways 
4.2 In pre-service training I have got competence on how to solve 

trainees learnin~problems 
4.3 In pre-service training I have got the skill how to work 

collaboratively with other collegues 
4.4 In pre-service training I have got the skill how to positively, 

solve conflicts 
4.5 In pre-service training I have got the ski II how to create 

positive relationshi£ with trainees 
5 Planning competence 
5.1 In pre-service training I have got the skill to effectively plan 

• training programs 
5.2 In pre-service training I have got the skill to use the necessary 

training material for specific training 
5.3 In pre-service training I have got skill how to match training 

programs with the need and interest of trainees 
5.4 In pre-service training I have got the skill to prepare the plan 

for training materials 
5.5 In pre-service training I have got the skill on how to prepare 

and implement annual, semester, monthly, weekly and daily 
lesson plan 

6 Workshop Iclassroom management competence 
6.1 In pre-service training I have got the skill to effectively 

implement time allocated for the training 
6.2 In pre-service training I have got the skill on how to organize 

and arrange workshops for training 
• 6.3 In pre-service training I have got the skill on how to organize 

practical training exercises 
6.4 In pre-service training I have got the skill on how to maintain 

classroom! workshop discipline 
6.5 In pre-service training I have got the skill on how to monitor. 

evaluate and register trainee competences 
7 Teaching materials preparation competence 
7.1 In pre-service training I have got enough skill to prepare 

training modules and manuals 
7.2 In pre-service training I have got the skill on how to prepare 

teaching aids from locally available materials 
7.3 In pre-service training I have got the skill on how to use 

teaching aids for effective training 
7.4 In pre-service training I have got the skill on strategies of 

technological transfer 
7.5 In pre-service training I have got enough skill on how to use 

computer and internet technologies 
8 Safety competence 
8.1 In pre-service training I have got enough skill on safety rules of 

3 



• training equipments and machines 
8.2 In pre-service training I have got enough skill on how to apply 

teaching through demonstration 
8.3 In pre-service training I have got enough skill on how to 

monitor and evaluate trainees competence 
8.4 In pre-service training I have got enough knowledge on how to 

use and safety of each training equipment Imachine 
8.5 In pre-service training I have got enough skill about how to 

mange apprenticeship 
9 Counseling Competence 
9.1 In pre-service training I have got enough knowledge on how to 

give guidance and counseling service on selection of field of 
training program. 

• 9.2 In pre-service training I have got enough knowledge on how to 
guide and counseling trainees on the teaching learning process 

9.3 In pre-service training I have got enough knowledge about 
special need education 

9.4 In pre-service training I have got enough techniques on how to 
give guidance and counseling service 

9.5 In pre-service training I have got enough knowledge on 
assisting graduates on issues related to employment 

Part Three 

Issues related to training inputs and administrative support 

No Issues 5 4 3 2 1 
1 Issue related to training input 
1.1 There are enough classrooms and workshops in the college 
1.2 All training departments have enough and competent trainerss 
1.3 Training raw materials and equipment needed for training are 

fulfilled in all workshops 
1.4 In-service and refresher courses are given through personal 

initiative and administrative support to improve trainerss 
competence 

1.5 Trainers take continuous COC examination annually 
2 Issues related to challenge administration 
2.1 The college administration has made the necessary follow-up 

and support for overall success of training programs 
2.2 The college administration give immediate solution when 

trainerss shortage is created 
2.3 The college administration evaluate trainerss competence in 

collaboration with department heads 
2.4 The college administration work hard to facilitate conducive 

envirorunent for trainees training. 
2.5 The college administration solve trainees complaints 

immediately 
2.6 The college administration motivate trainerss to enhance their 

competence 

4 
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APPENDEX C 

Frequency, Percentage and Mean score for Trainees Attitude Towards their Trainers Competence 

No Competence area strogly agree undecided 
agree 

strongly mea samp 
disagree disagree n Ie 

score size 

• frequ % freq % freq % freq % freq % 
ency uenc uen uenc uenc 

I y cy y y 

I 1 Trainers have enough subject matter 7 2.35 9 3.02 193 

I competence 64.77 54 18.12 35 11.74 2.66 298 
2 Trainers have general knowledge of 29 9.73 42 14.09 164 

the subject area 
55.03 56 18.79 8 2.68 3.10 299 

3 Trainers have competence to present 25 8.39 43 14.43 182 
the subject matter clearly 

61.07 29 9.73 19 6.38 3.09 298 
.t Trainers have competence to present 17 5.70 30 10.07 32 

the subject matter by relating the 
external world of work 10.74 169 56.71 50 16.78 2.31 298 

5 Trainers have competence to make 27 9.06 19 6.38 17 
trainees love their field of study 

5.70 97 32.55 138 46.31 1.99 298 
6 Trainers have competence to 43 14.4 37 12.42 22 

organize the training session 

• 7.38 153 51.34 43 14.43 2.61 298 
7 Trainers have competence to use 21 7.05 31 10.40 12 

active trainee centered teaching 
method 4.03 152 51.01 82 27.52 2.18 298 

8 Trainers have competence to 29 9.73 17 5.70 17 
integrate theory and practice 

5.70 189 63.42 46 15.44 2.31 298 
9 Trainers have competence to 24 8.05 22 7.38 33 

organize and arrange workshops for 
effective training 11.07 154 51.68 65 21.81 2.28 298 

10 Trainers have competence to use 33 11.0 76 25.50 70 
teaching aid to support the actual 7 
training 23.49 108 36.24 11 3.69 3.04 298 

II Trainers ha e competence to identify 44 14 .7 40 13.42 .t3 
psychological need of the trainees 7 
and to train according to their need 

14.43 82 27.52 89 29.87 2.56 298 

12 ~ Trainers have competence to clearly 15 5.03 43 14.43 16 
demonstrate and help trainees for 
technical practices lexercise 5.37 182 61.07 42 14.09 2.35 298 

13 Trainers have enough knowledge of 22 7.38 40 13.42 .t5 
technological equipments 
Imachineries and are competent to 
make trainees practice on them 

15.10 162 54.36 29 9.73 2.54 298 
14 Trainers have competence to train by 12 4.03 23 7.72 IS 

integrating their creativity with 
modem technologies 5.03 115 38.59 133 44.63 1.88 298 

1 
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15 Trainers have competence to follow 20 6.71 32 10.74 22 
practical procedures and monitor 
trainees activity accordingly 

7.38 167 56.04 57 19.13 2.30 298 
16 Trainees have competence for 15 5.03 26 8.72 24 

maintenance of broken machineries 
and provide for training purpose 

8.05 163 54.70 70 23.49 2.17 298 
17 Trainers have competence to apply II 3.69 38 12.75 9 

70% practical and 30% theoretical 
training according to TVET strategic 
guideline 3.02 107 35.91 133 44.63 1.95 298 

18 Trainers have competence to clearly 31 10.4 35 11.74 12 

• transmit the training for the trainers 0 
4.03 177 59.40 43 14.43 2.44 298 

19 Trainers have competence to 29 9.73 56 18.79 30 
approach and solve trainees problems 

10.07 145 48.66 38 12.75 2.64 298 
20 27 9.06 71 23.83 161 

Trainees have competence to 
cooperate and work with other 
teachers and bodies 54.03 25 8.39 14 4.70 3.24 298 

21 Trainers have competence to 15 5.03 27 9.06 220 
immediately solve conflicts in 
collaboration with all concerned 
bodies 73.83 21 7.05 6 2.01 2.99 289 

22 Trainers relationship with trainees is 59 19.8 145 48.66 67 
positive and based on rules and 0 
regulations 22.48 21 7.05 6 2.01 3.77 298 

23 Trainers have competence to train 21 7.05 96 32.21 40 
based on planning 

13.42 106 35.57 35 11.74 2.87 298 
1!t Trainers have competence to plan 23 7.72 83 27.85 21 

and organize training materials 
according to course requirement 7.05 124 41.61 47 15.77 2.70 298 

25 Trainers have competence to plan 13 4.36 31 10.40 30 
and train based on trainees need and 
interest 10.07 177 59.40 47 15.77 2.28 298 

26 Trainers have competence to plan 20 6.71 36 12.08 176 
and fulfill training materials by 
closely working with college 
administration 

59.06 48 16.11 18 6.04 2.97 298 
27 Trainers have competence to plan 44 IV 37 12.42 85 

and implement the training annually 7 
semester, monthly, weakly and daily 
training plan. 

28.52 101 33.89 31 10.40 2.87 298 
28 Trainers have competence to 26 8.72 33 11.07 18 

effectively utilize 
.. 

time trallllllg 
allocated for the course 6.04 178 59.73 43 14.43 2.40 298 

29 - Trainers have competence to 23 7.72 25 8.39 83 
effectively and efficiently organize 
and manage workshops 27.85 105 35.23 62 20.81 2.47 298 

30 Trainers have competence to assign 32 10.7 34 11.41 24 
individual and group tasks and .t 
monitor accordingly 8.05 166 55.70 42 14.09 2.49 298 

2 
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31 Trainers have competence to control 80 26.8 175 58.72 12 
and maintain classroom discipline 5 

4.03 18 6.04 13 4.36 3.98 298 
32 Trainers have competence to 37 12.4 84 28.19 48 

continuously assess and register 2 
trainees competence and giving on 
time feedback 

16.11 69 23.15 60 20.13 2.90 298 

I 33 Trainers have competence to prepare 6 2.01 26 8.72 22 
and present the necessary training 
modules for trainees 7.38 157 52.68 87 29.19 2.02 298 

34 Trainers have competence to prepare 19 6.38 19 6.38 20 
and present teaching aids by using 
locally available materials 6.71 179 60.07 61 20.47 2.18 298 

35 Trainers ha e competence to use 9 3.02 28 9.40 30 

--
teaching aid to make the training 
easy and concrete 10.07 168 56.38 63 21.14 2.17 298 

36 Trainers have competence to prepare 7 2.35 22 7.38 18 
and prescnt model materials to 
racilitate tcchnological transfer 6.04 161 54.03 90 30.20 1.98 298 

37 Trainers create conducive 17 5.70 26 8.72 17 
environment to introduce trainees 
with computer and internet 
technology 5.70 112 37.58 126 42.28 1.98 298 

39 Trainers have competence to make 53 17.7 64 21.48 24 
trainees know safety rules before 9 
using training equipments 8.05 100 33.56 57 19.13 2.85 298 

40 Trainers have competence to made 23 7.72 51 17.11 15 
strict and ongoing monitoring while 
trainees make practice on training 
equipments 

5.03 166 55.70 43 14.43 2.48 298 
41 Trainers have competence to clearly 29 9.73 64 21.48 16 

demonstrate how to use training 
equipments 5.37 150 50.34 39 13.09 2.64 298 

~ Trainers prepare and provide for 30 10.0 91 30.54 39 
trainees utilization and safety rules of 7 
each training equipment in written 
form 

13.09 83 27.85 55 18.46 2.86 298 
43 Trainers made the necessary 26 8.72 29 9.73 28 

arraignment and preparation before 
trainees leave for apprentice ship 

9.40 167 56.04 48 16.11 2.39 298 
44 Trainers provide counseling services 18 6.04 12 4.03 18 

before trainees engaged in selections 
of fields of training 6.04 87 29.19 163 54.70 1.78 298 

45 Trainers provide the necessary 13 4.36 34 11.41 13 
guidance and counseling for trainees 
on issues related to teaching-learning 
processes 

4.36 109 36.58 129 43.29 1.97 298 
46 Trainers approach trainees with 23 7.72 32 10.74 56 

special need and help accordingly in 

• their training 18.79 65 21.81 122 40.94 2.22 298 
47 Trainers allocate extra time and give 7 2.35 16 5.37 15 

guidance and counseling service for 
trainers 5.03 170 57.05 90 30.20 1.93 298 
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48 Trainers provide guidance and 16 5.37 16 5.37 17 I counseling for graduates on issues 

I related to employment and job 
creation 

5.70 157 52.68 92 30.87 2.02 298 
I 49 There are enough and well furnished 58 19.4 56 18.79 18 

classrooms and workshops 6 
6.04 97 32.55 69 23.15 2.79 298 

I 50 Each department have filled with 42 14.0 37 12.42 19 
enough and competent trainers 9 

6.38 40 13.42 160 53.69 2.20 298 
I 51 The necessary training raw materials 19 6.38 21 7.05 19 

and training equipment were fulfilled 
in all workshops 6.38 193 64.77 46 15.44 I 2.24 298 

I 52 Trainers continuous take 9 3.02 19 6.38 19 

I · 
examinations of center of 
competence (COC) on regular basis 6.38 74 24.83 177 59.40 1.69 298 

I 53 The college administration has made 31 10.4 28 9.40 29 
the necessary follow up and support 0 
for the success of overall training 

9.73 78 26.17 132 44.30 2.15 298 
54 The college administration 39 13.0 59 19.80 48 

immediately solve when shortage of 9 
trainers is created 16.11 117 39.26 35 11.74 2.83 298 

55 The college administration provide 104 34.9 68 22.82 22 
the necessary motivations to enhance 0 
trainers work moral 7.38 70 23.49 34 11.41 3.46 298 

56 The college administration assess the 21 7.05 18 6.04 22 
competence of trainerss regularly in 
collaboration with department heads 

7.38 94 31.54 143 47.99 1.93 298 
57 The college administration work hard 19 6.38 26 8.72 20 

to fulfill training need of trainees 
6.71 163 54.70 70 23.49 2.20 298 

58 The college administration receive 36 12.0 79 26.51 31 
j and correct trainee complaints and 8 

I 
other conflicts created in TVET 
college 10.40 57 19.13 95 31.88 2.68 298 
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APPENDIX D 

Frequency Percentage And Mean Score For Trainers Competence Acquisition 

No Competence area strogly agree undecided 
agree strongly mea samp 

~ 
disagree disagree n Ie 

score size 
frequ % freq % freq % freq % freq % 
ency uenc uen uenc uenc 

y cy y Y 
I In pre-service training I have got 7 30.4 13 56.52 2 

enough knowledge of the subject 3 
matter of field of specialization 8.70 1 4.35 0 0 4.13 23 

2 In pre-service training I have got 6 26.0 14 60.87 0 
general knowledge of the subject 9 0.00 2 8.70 1 4.35 3.96 23 

3 In pre-service training I have got 4 17.3 II 47.83 4 
enough 9 
theoretical and practical knowledge 
of the subject 17.39 3 13.04 1 4.35 3.61 23 

4 In pre-service training I have got the 9 39.1 12 52.17 I 
necessary skill to teach my field 3 
clearly 4.35 1 4.35 0 0.00 4.26 23 

5 In pre-service training I have got the 10 43.4 II 47.83 I 
skill to make students love their field 8 
of specialization 4.35 1 4.35 0 0.00 4.30 23 

6 In pre-service training I have got the 12 52.1 9 39.13 I 
necessary competence to train in 7 
organized manner 4.35 1 4.35 0 0.00 4.39 23 

7 In pre-service training I have got the 4 17.3 2 8.70 16 
skill how to apply student-centered 9 
teaching methodologies 69.57 1 4.35 0 0.00 3.39 23 

8 In pre-service training I have got the 3 13.0 2 8.70 17 
necessary skill to integrate 4 
theoretical knowledge with practice 

73.91 1 4.35 0 0.00 3.30 23 
~ In pre-service training I have got the 2 8.70 3 13.04 15 

necessary skill on how to organize 
workshops for training 

65.22 3 13.04 0 0.00 3.17 23 
10' In pre-service training I have got the 3 13 .0 6 26.09 13 

necessary skill to effectively use 4 
teaching aids in training 56.52 1 4.35 0 0.00 3.48 23 

II In pre-service training I have got the 2 8.70 4 17.39 15 

• necessary competence to identify 
psychological need of trainees and , 
address accordingly 

, 

65.22 1 4.35 1 4.35 3.22 23 
12 In pre-service training I have got 7 30.4 9 39. 13 5 

enough practical skill in my field of 3 
specialization 21.74 1 4.35 1 4.35 3.87 23 
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13 

14 

15 

16 

~ 
17 

18 

19 

20 

21 

22 

23 

24 

2S 

In pre-service training 1 have got 7 
enough skill on technological 
equipments related to my field 
specialization 

In pre-service training I have got the 1 
necessary competence to integrate 
technologies with personal creativity 

In pre-service training I have got 5 
enough skills on procedures of 
utilizing technological equipments 
Imachines 

In pre-service training I have got 2 
enough skill on the maintenance of 
training equipmentsl machines 
In pre-service training I have got the 3 
necessary competence to apply 70% 
practical and 30% theoretical training 

In pre-service training I have got the 8 
necessary competence present and 
communicate trainings in simple and 
clear ways 

In pre-service training I have got 10 
competence on how to solve trainees 
learning problems 
In pre-service training I have got the 9 
skill how to work collaboratively 
with other collegues 
In pre-service training I have got the 8 
skill how to positively, solve 
conflicts 
In pre-service training I have got the 9 
skill how to create positive 
relationship with trainees 
In pre-service training I have got the 6 
skill to effectively plan training 
programs 

In pre-service training I have got the 8 
skill to use the necessary training 
material for specific training 
In pre-service training I have got 7 
skill how to match training programs 
with the need and interest of trainec:!s 

26 In pre-service training I have got the 6 
skill to prepare the plan for training 
materials 

~ In pre-service training I have got the 8 
skill on how to prepare and 
implement annual, semester, 
monthly, weekly and daily lesson 
plan 

28 In pre-service training 1 have got the 9 
skill to effectively impleent time 
allocated for the training 

30.4 4 
3 

4.35 7 

21.7 7 
4 

8.70 6 

13.0 2 
4 

34.7 II 
8 

43.4 7 
8 

39.1 8 
3 

34.7 8 
8 

39.1 7 
3 

26.0 8 
9 

34.7 9 
8 

30.4 4 
3 

26.0 3 
9 

34.7 8 
8 

39.1 10 
3 

2 

17.39 6 

26.09 
30.43 4 

17.39 
30.43 4 

17.39 
26.09 o 

0.00 
8.70 15 

65.22 
47.83 3 

13.04 
30.43 5 

21.74 
34.78 4 

17.39 
34.78 6 

26.09 
30.43 6 

26.09 
34.78 4 

17.39 
39.13 

4.35 
17.39 8 

34.78 
13.04 7 

30.43 
34.78 2 

8.70 
43.48 o 

0.00 

4 17.39 2 8.70 3.43 23 

8 34.78 3 13.04 2.78 23 

5 21.74 2 8.70 3.35 23 

10 43.48 5 21.74 2.57 23 

2 8.70 1 4.35 3.17 23 

o 0.00 1 4.35 4.09 23 

1 4.35 o 0.00 4.13 23 

2 8.70 o 0.00 4.04 23 

1 4.35 o 0.00 4.00 23 

1 4.35 1 4.35 4.09 24 

3 13.04 2 8.70 3.57 23 

3 13.04 2 8.70 3.78 23 

3 13.04 1 4.35 3.57 23 

3 13.04 4 17.39 3.17 23 

3 13.04 2 8.70 3.74 23 

1 4.35 3 13.04 3.91 23 
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29 

30 

31 

32 

33 

• 
34 

35 

36 

37 

38 

39 

" 40 

41 

42 

43 

44 

45 

In pre-service training I have got the 7 
skill on how to organize and arrange 
workshops for training 
In pre-service training I have got the 7 
skill on how to organize practical 
training exercises 
In pre-service training I have got the 9 
skill on how to maintain classroom! 
workshop discipline 

In pre-service training I have got the II 
skill on how to monitor, evaluate and 
register student performances 

In pre-service training I have got I 
enough skill to prepare training 
modules and manuals 
In pre-service training I have got the 3 
skill on how to prepare teaching aids 
from locally available materials 

In pre-service training I have got the 6 
skill on how to use teaching aids for 
effective training 
In pre-service training I have got the 3 
skill on strategies of technological 
transfer 

In pre-service training I have got 8 
enough skill on how to use computer 
and internet technologies 

In pre-service training I have got 10 
enough skill on safety rules of 
training equipments and machines 

In pre-service training I have got 7 
enough skill on how to apply 
teaching through demonstration 

In pre-service training I have got 7 
enough skill on how to monitor and 
evaIuate trainees performance 

In pre-service training I have got 8 
enough knowledge on how to use 
and safety of each training 
equipment Imachine 

In pre-service training I have got 6 
enough skill about how to mange 
apprenticeship 

In pre-service training I have got 6 
enough knowledge on how to give 
guidance and counseling service on 
selection of field of training program. 

In pre-service training I have got 6 
enough knowledge on how to guide 
and counseling students on the 
teaching learning process 

In pre-service training I have got 4 
enough knowledge about special 
need education 

30.4 9 
3 

30.4 9 
3 

39.1 5 
3 

47.8 8 
3 

4.35 5 

13.0 10 
4 

26.0 6 
9 

13.0 7 
4 

34.7 7 
8 

43.4 6 
8 

30.4 7 
3 

30.4 6 
3 

34.7 2 
8 

26.0 6 
9 

26.0 5 
9 

26.0 10 
9 

17.3 7 
9 

3 

39.13 2 

39.13 2 

21.74 4 

34.78 o 

21.74 9 

43.48 4 

26.09 7 

30.43 7 

30.43 

26.0.9 o 

30.43 5 

26.09 3 

8.70 5 

26.09 4 

21.74 4 

43A8 2 

30.43 2 

8.70 2 8.70 3 13.04 3.65 23 

8.70 2 8.70 3 13.04 3.65 23 

17.39 2 8.70 3 13.04 3.65 23 

0.00 2 8.70 2 8.70 4.04 23 

39.13 3 13.04 5 21.74 2.74 23 

17.39 5 21.74 1 4.35 3.39 23 

30.43 3 13.04 1 4.35 3.57 23 

30.43 2 8.70 4 17.39 3.13 23 

4.35 3 13.04 4 17.39 3.52 23 

0.00 4 17.39 3 13.04 3.70 23 

21.74 2 8.70 2 8.70 3.65 23 

13.04 4 17.39 3 13.04 3.43 23 

21.74 5 21.74 3 13.04 3.30 23 

17.39 4 17.39 3 13.04 3.35 23 

17.39 6 26.09 2 8.70 3.30 23 

8.70 4 17.39 1 4.35 3.70 23 

8.70 5 21.74 5 21.74 3.00 23 
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46 [n pre-service training [ have got 7 30.4 6 26.09 3 
enough techniques on how to give 3 
guidance and counseling service 13.04 4 17.39 3 13.04 3.43 23 

47 [n pre-service training I have got 2 8.70 9 39. [3 3 
enough knowledge on assisting 
graduates on issues related to 
emplo ment 

13.04 6 26.09 3 13.04 3.04 23 
48 There are enough classrooms and 2 8.70 5 21.74 I 

workshops in the collcge 
4.35 9 39.13 6 26.09 2.48 23 

49 All training departments have 3 13 .0 3 13 .04 3 
enough and competent teachers 4 

13.04 8 34.78 6 26.09 2.52 23 

.50 Training raw materials and 1 4.35 3 13 .04 2 
equipment needed for training are 
fulfilled in all workshops 8.70 11 47.83 6 26.09 2.22 23 

52 Teacher take continuous COC 0 0.00 [ 4.35 [ 

examination annually 
4.35 9 39.13 12 52.17 1.61 23 

53 The college administration has made 1 4.35 5 21.74 3 
the necessary follow-up and support 
for overall success of training 
programs 

13.04 6 26.09 8 34.78 2.35 23 
54 The college administration give 2 8.70 5 21.74 3 

immediate solution when teachers 
shortage is created 13.04 4 17.39 9 39.13 2.43 23 

55 The college administration evaluate 2 8.70 6 26.09 3 
teachers performance In 

collaboration with department heads 

13.04 4 17.39 8 34.78 2.57 23 
S6 The college administration work hard 1 4.35 4 17.39 5 

~ 
to facilitate conducive environment 
for trainees training. 21.74 5 21.74 8 34.78 2.35 23 

57 The college administration solve 3 13.0 8 34.78 2 
students complaints immediately 4 8.70 5 21.74 5 21.74 2.96 23 

58 The college administration motivate 1 4.35 5 21.74 4 
teachers to enhance their 
performance 17.39 7 30.43 6 26.09 2.48 23 
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46 

47 

48 

49 

50 

" 
52 

53 

54 

55 

56 

57 

58 

In pre-service training I have got 7 
enough techniques on how to give 
guidance and counseling service 
In pre-service training I have got 2 
enough knowledge on assisting 
graduates on issues related to 
employment 

There are enough classrooms and 2 
workshops in the college 

All training departments have 3 
enough and competent teachers 

Training raw materials and I 
equipment needed for training are 
fulfilled in all workshops 
Teacher take continuous COC 0 
examination annually 

The college administration has made I 
the necessary follow-up and support 
for overall success of training 
programs 

The college administration give 2 
immediate solution when teachers 
shortage is created 
The college administration evaluate 2 
teachers performance in 
collaboration with department heads 

The college administration work hard I 
to facilitate conducive environment 
for trainees training. 
The college administration solve 3 
students complaints immediately 
The college administration motivate I 
teachers to enhance their 
performance 

30.4 6 
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8.70 9 

8.70 5 

13 .0 3 
4 

4.35 3 

0.00 I 

4.35 5 

8.70 5 

8.70 6 

4.35 4 

13.0 8 
4 
4.35 5 

4 

26.09 

39.13 

21.74 

13 .04 

13.04 

4.35 

21.74 

21.74 

26.09 

17.39 

34.78 

21.74 

3 

13.04 4 17.39 3 13.04 3.43 23 
3 

13.04 6 26.09 3 13.04 3.04 23 

4.35 9 39.13 6 26.09 2.48 23 
3 

13.04 8 34.78 6 26.09 2.52 23 
2 

8.70 11 47.83 6 26.09 2.22 23 

4.35 9 39.13 12 52.17 1.61 23 
3 

13.04 6 26.09 8 34.78 2.35 23 
3 

13.04 4 17.39 9 39.13 2.43 23 
3 

13.04 4 17.39 8 34.78 2.57 23 
5 

21.74 5 21.74 8 34.78 2.35 23 
2 

8.70 5 21.74 5 21.74 2.96 23 
4 

17.39 7 30.43 6 26.09 2.48 23 
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Addis Ababa University 

School of Graduate Studies 

College of Education 

Department of Business Education 

Interview with TVET Trainees 

APPENDIXE 

1. Have you got guidance and counseling service before you choose your fields of 

study? 

2. Are there enough and competent trainerss in all departments? 

3. Are trainerss train you by relating the training to actual life outside the college 

and made you love your field? 

4. Is your college internal arrangement up to the standard? 

5. When you encountered with certain complaints for whom do you address your 

complain? What response do you get? 

6. In order to solve problems in your college what do you suggest as possible 

solutions? 
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Addis Ababa University 

School of Graduate Studies 

College of Education 

Department of Business Education 

Interview for TVET College Deans 

1. Are there enough classrooms and workshops in the TVET college? 

APPENDIXG 

2. Are there enough training raw materials and equipments in each department? If yes what? 

What shortage exists? 

3. Are there enough and competent trainerss in all departments? 

4. Is there any effort made to improve trainerss competence through in service and on job 

trainings? If yes explain the area or attempt made so far? 

5. Do trainerss of the college take COC continuously? If yes how frequently? 

6. What are efforts made by the management to enhance overall training program? 

7. On what speed and scope the college management solve and correct trainees complaints? 

8. What motivation mechanisms the college administration use to enhance trainers 

competence? 

9. How frequently the college management assess trainerss competence? 

10. What do you suggest possible solutions to solve existing problems of TVET college? 
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2.2 

2.3 

2.4 

2.5 
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2 = n t\ fl 0l'J 0l'J 9" 

f' 00-I 11.4>')' 

f'oo-I flAm'l n'f'onlth-t 

4= ~\flt1lJt1lJ 1\ v· 
1 = OfTlr ~\t\flt1lJ0Tf9" 

Ooltm'}h·O·} oo-f O'e hm""'} h<>J~;fltv· 

OilAm'1 (J):"'} rrlt?,O / hm.4>l't~ h(J)'''''r h<>J~;f1t v' 

OilAm'1ru (J):"'} O<l! f'1 ~tt: Vt'\l1'1 r'f'<>JllC ilAm'1 h <>J~;flt v· 

oo'f~:} O<>JA~'I 01't-'r 1t000il,f'°YJC rOtJ.Yfl:Y·fl~ hUfl"'r h<>J~;fflV' 

oAlT)c;o:y· ilb'\m'1m"} h'}~.m~,r ~l~C'], flOtJoAm'} rOtJ.fil1··fl~'} 
hUIt"'r ~,<>J~;fllrr 

f'OtJfl-tOtJC flb'\ T /"90 

rOtJofl1'~CD- '} flAm'1 O:".r.9" 'f'h 'f'A h.,.'1 ~f. f'0tJ;P ll1 11.4>')' 
h<>J~;fflV-

OflAm'1~ m;P'} ht'\;rbJ f'lf~' f'OtJil'f'OtJC flb'\,y·:y· hU/l<>'r h<>J~S;fflV-

OilAm'1ro m:"'} f"}~t. VI'\l1'} 'r9"UC'r h'f'<>JllC ')'9u UC'r ;JC 
O'f""'1;e: onb'\h· f'OtJil" ' OtJC hUfl"')' n '?1;f1t V· 

OilAm'1~ m;P,} f'ooOtJtf'1 f'mChi'i"'i h~It,,:,;·,} ltilAmC; 9":P 
rOtJ~l'? hUll"'}'} n<>J~;fItV· 

OilAm'1~· m:"'} ilAm'la>"} O'r9°UC'}' ooCJt OO''1tf hil.r. '?b.: 
f'OtJoAm'} hU/l<>'r h <>J~;fo V· 

OilAm'1~· m:"'} flo Ob'\fT)c;o:y· fl~ A(l£) ronOy hUfl"'r h,?~;fflV' 
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5 4 3 2 1 

I 
I 
I 

I 

I 
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• 

3 r1;h'l.h 11.4>'''' 

3.1 OilAm'lr .. a)~'} Of'ltlm'}h·O'} uo·f O'e rtf~ ·r,,}CJt.lJ? r·/;h'l.h hVtl"·} 
~l "}~~ftl v· 

3.2 OilAme;~ m~'} huo'f~, ;JC r·t·t-Juo~ r·L·hc.°tl°~. out}tf91:r· 
nm:J>'/>9" h(J)o<l>·}e; hV(}o'} ~\ "}~ftl V-

3.3 nilAme;~ m~'} 'l;h~(}oJt91:r·'} ht.mt· ;JC rotH'l:e:,} hvtl",.,. 
n"}~;rtlV' 

3.4 OilAme;r .. O)·p,} iltl flAm'l UO''1tf91:r· r~\UJt.c {h.J.'}· (Procedure) 
• OLP' hVtl"'}· ~l "}~;rtl V· 

3.5 OflAm'lf.. m~'} iltl O'JflAm<r= out}tf 911' £f'7'l o·r. har<l>+ 
~\ "}~~;rtl U' 

3.6 OilAme;r .. m~'} ruo·f ilAm'l 70% O'r"}CJC h'H'.U·9" 30% W}~t. 
Vt}·O O'JflAm'} rO'J.fil:r'f1~,} hvti"'''' ~\"}~fflv-

4 rO'Juo&-<e hUti",.,. 11.4>')' 

4.1 flilAm'lf.· m~·'} ilAm'l,} ,,}AiJ'l <I>"A Otf~ ou'}7j; rO'JiI'r"f1~ 'O:J>'} 
n"}~ftl V-

4.2 OilAm'l~· m~+ rflAfTJ'1':r"} :r'''}C f1uo~:t',} rO'J.YillN~'} 
r uo,,}CJfl.Y hV(}o'''' n "}~ftl V-

4.3 Oilt\m'l~ m~r} ht\ti":y. ;JC ·r4>t.C(l'l 'rflO'J9"f, {'uoilt.,} hVtl,+ 
~l"}~ftlv· 

4.4 flilt\m'l{, .. m~'} ntluo,,}CJCJf,:y.'} fl"O'Jce Otf~ uo'}7J; {'uo~:t',.,. 
hVtl<>')· bQ,'O~f1 U' 

4.5 flilAm'l~ m:"'''' hflAfTJ~1' ;JC ilflO'J.C;·l~ "}'f'i.~,} ,r70.m,'} "}'}'\f1 
n"}~fflV' 

5 r,}9"Uc,)' 6"" ~ 11"1~:" 

5.1 OilAm'l~ m~'} iltl flAme; h"" ~ 1/"}:e:+ ,r70.m·'} ],ar'p'} 
a;},'O~tI U' 

5.2 flilt\m'lr .. m'p'", h'}j.'.rttCfl· V-'b:t' {'ilt\m'l uo''1tY91":f·'} ~lm:p'f>9" 
·n:p,,,, n"1;~;rtlV-

5.3 Oilt\m'lV .. m""'} ilAm'lm"} hflt\fTJ'1':-''' 1nCJtlS ~"1".). ;JC ~lfTJ£f'(F 
r°'1./>J; hUti",} n"1~;rflV' 
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• 

5.4 nilt\m'J~· Ol.p:,. Vilt\m'J oo''1tY?J1' h:" ~ 1'"l~"} hul'l°'} 
n"l~~(\u' 

5.5 nilAmC;V., ol:"'} ilt\mC;(J}o'} ot}oo'} i no,Dtl.iI''''C i nOlo-'} h'}-'t U'?" 
nl'\?"'}""'J not'l;t-'f h4,tf:t'r VDtlcp ~ hUt'r,} ~l "l~~l'I U' 

6 Vh~A IVcnCh7il nooo-C 

6.1 nilt\mC;V .. ol""} M,'}~ pCiI V'",oof.n 1'It}.},} m,"llln· Voom'p9U 

hUt'l"·} n'1~~t'I U' 

6.2 nilt\mC;V~ ol:"'} ill'Iooo1tf h~t\C; OlChi'iT1' h~L)t~:')· hutto.} 
• n"l~~l'IU' 

6.3 nilt\mC;V~ ol:"'} ilt'I ilAm'J t\9u?,,~ ~,~l~~'} hul'l°'} h"l~~t'I U' 

6.4 nilt\mC;V .. OJ:"'} ilt'I htf:t\'1 mChi'i7 iI~ ilCt},} hmlln"" hut'lo,} 
n"l~~l'I U' 

6.5 nilt\m'1V .. ol""'} ilt'lI'IAfT)i1'1' V"'"lIlC aNn,'} ?"tJ'J i h,},}t\'J hffll 
hUt'lo'} n"l~~t'lU' 

7 V'}?"UC'} uoC~ oolttf?J'f 1I"l1:')' 

7.1 OilAm'J~ m.p,} ill'I ilt\m'1 quJ>;l'I":';''1 Dtl'}CPt'r1' nIl7~~'} hUt'lo,} 
n"l~~l'IU-

7.2 nilt\m'J~ m""'} hnt"illfl. nDtl.77· '1't. h:P?J1' noomcp?" V'}?"UC'} 
ooC~ uolttY ~,1I7='i~'} hUt'lo,} h"l~~t'lU' 

7.3 nilt\m'J~: m""'} ilt\m'1aF} "It\()'1 ·"'mll6}.l> l'ID1~l"l ilt'I ')'9uUC"" 
ooC~ UO<'Jtf?J1' ~,m:Pcp?" '1'}tHl, h"l~~l'IU' 

7.4 nilt\mC;~ m""'} ilt'I '(;h<:' l'I0J>; 1i"l"lC net! hUl'I°'} h "l~;fl'l U' 

7.5 nilt\m'J~ m"""" ill'I p?"T~''''C'J n:}''''C'b'} hm:P'p?" U''b;t- hUt'lo,} 
~,"l~;rl'lU' 

8 V'1'1:Pcf: 1l:P'} 

• 8.1 nilt\mC;a>· ol""'} ill'I DtlI'lt\m'1 oo"ftY?J1' hm:Pl't,e r'1"} .4>'1: f:}(l1' 
hUt'r,} mll61i1.t'I U' 

8.2 nilt\m'J~ OJ""'} ill'I I'ICf' DtlltV'} V~iI·,..DtlC 1190 o't! hut'l°'} 
h.';1lt.ht'l U' 
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• 

8.3 Oflt\me;~> m;P,} fill /'It\fTlt;'"'>:-': {"/'UJIlC fit- h'},}t\ hUtto'} 
6Il, -n Gli}. II U· 

8.4 Oflt\mc.-r,. O);pr} flII'h.f''}.'n~· {'flt\me; uO"ft.f' n7t\UJII"·)-·c.- '1'~'} 
'hD>"f>'} 6Il,1lGli}.II U· 

8.5 Oflt\me;r.. m;P'} fill ·}-n·OC flt\me;e; {'ao·y t\erer~ nt.'W9u U·'b;r 
'h0)-4>'} n "?~;fll U-

9 roYJoYJhC 1l:J>-r 

9. 1 Oflt\mc.-r.. m;P'} fI II an-y ~\aot--l l' r9u hC n?t\ UJII .. ·.,.. MlfTl1' 'hm"f>'} 

• ~\ UJ1;fll U-

9.2 Oflt\me;r.· m;P'} flII·,·o'?t?Ji· r·}eruc·} n'f>1l0t\ erhC n7A"?tto'} 
n/'ltTJ1' "?"}'Jct ~\~'O&'~\II U· 

9.3 Oflt\me;ru m;P,} fill t\ ~ '}eruc'} q:I'\1<>'} O't 'hOJ-'f>'} n"?~;rll U-

9.4 Oflt\me;r.. m;P'} flfI " -O'<Jteri- erhC n/'ltTJ1' flt\,} Oct 'hOJ-4>'} 
m -0 Gli}.11 U· 

9.5 Oflt\me;~· m;P'} fill ~Ul flt\me; r9u hce; 'h7'J n7t\UJtto-} 'hOJ-4>'r 
"~ll&.~lll U· 

• 

• 
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• 

-r,eft i'ltl llt\mCJ "}ll'i-f'fCJ rr}~ucr} hll-r~.s.'.C O-roollh-r 5 4 3 2 1 

1 rilt\mCJ ,,}l1hr} O-roollh-r 

1.1 "U· '} rr;h'lIl'P,}O-)' Pt\~ (I),ll'P O<l!CJ r-r~Il' rontrytf 

• n~Il"'ft) (l)Cn{'l'TT "II, 

1.2 f1Pt\~ flhr}~'}~ r ')'9°UC-)' h~t\ f1<l! ~lOt\IT)~ onrut-'} ~lfl' 

1.3 flilt\mCJ r"'i.fllt.t\?· f1cf! rilt\mCJ ooUftff1J'fCJ '?11'i1' 
f1(1)Chi"i7 (I)·il'P -rt1J.t\-rCf't\ 

1.4 f1Pt\~ Ot-fl -r~" 7i~1·t) f1t\I"a httt\ .s.'.';Jli! I\oorut- '} roo· f 
0lJ i'i i'i f il t\ m CJ .e o IT) b'\ 

1.5 onrut- '} -rh;t-;t-.e ~-) . f fl(l)· r 'O.4>1· 0lJ l.;J?61iJ. t. 'I'CJ (COC) 

.e(l)fl~fl· 

2 rr}rucr} hfl-r~.s.'.C O-roollhi' 

2.1 r-)' ruc-)' 0.1: ~lfl-r~.s.'.C fl~,m.4>I"a.e flt\m CJ OOUfl-J-)· 'I'?O.(l)·'} 
.s.'.' ;J~CJ h-), -)·t\ f.s.'.C;Jt\ 

2.2 rpt\p; hfl-r~.s.'.C roorut-,} h'Pl.1· c'l.f?IT)'Pr t.1T)'} 
00 li! -) . fib .e o IT) b'\ 

2.3 rpt\}1: ~lfl -r~.s.'.C hrflb'\mCJ h~t\ UI"a&,f1J'f ;JC f1onlf'} 

ronrut-T} r rut- "t. (lOr f1r(l)~.p f1n~t\ T?~rr· .e?oo?OlJt\ 

2.4 rpt\~ ~lfl-r~.s.'.C rOb'\fTl~T uv. fCf flb'\mt) r-rUJ. "It) r ·f·oo;ff 
h '}~.lf '} 'I'''}.y . .eOt-b'\ 

2.5 rpt\~ ~lfl 'I'~.s.'.C r-rOlJtf1J':f"} ~\o,'f:;t- / ~6,;t- / f1""}f)O· 
'I"I>'f1fl" on~ ,). rib .eOfTlb'\ 

2 .6 rpt\~ "fl'I'~Y.C oorut-'} 00' fCf 11.4> ;t-:f(l)·'} f1-) . .:>,). 

h '}~.(l)m· flOlJ.s.'.' l. "} rOlJ~ .4><l!f .s.'.';Jli! .eOfTlt\ 
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• 

On-'til nOll ~ 'tncilt 

r.e:Ul crlJP ~cruc~ ~/ft~ 

r P'~-~cruc~ 11t\~ 

rrt l1~il ~cruc~ n~A 

n(J.Jt\tl)~ i-IPIt?J'f rtnt qol'\ :PfI oom.e:,. 

APPENDIXJ 

1. r~')·ONr~·n')·'} P{)t\mCJ a,.e ~,). hoo?" lffJ'f V· n~1' npt\,~ P9"nC ~ ;>~ 

'f'O~:J: -:r'1.t\? 

2. n9n1·Ofl'T'~·n1· p')'9"UC')' n~t\ (J).{)~ O<f!CJ -n~1' )'I'\rm- ~\lPt\tl)7f'f 

'f'DJ..t\ rep t\? 

~\lJ.1t\tl)7f'f {)t\mCJa>·'} h'}~')·a>~.1·CJ hni-J'lO.(J)· rm'l~ V·1b;r ;>C n'I9"Y.(D· 

)'Ofl~~ep'f1.t\ ? 

3. Ppt\,~ a>.{)tl)Cf? ~\Y..l~~1' PrDJ..I'\ ~a>.? (roo01Jt n~t\ a>Cn(l7 P{)t\mCJ ool\t)'?J'f 

o.'f'-oo'lU~1· a>Jlrf') 

4. O{)t\mCJ th.Y.')· I'\.e 'f'1C':'j' 0.)' ;>moo, :"t,;r'fV"} flO1J'} ;rOO1JI'\':'j·V· h'}}?,')·{) 

hP't'&';r .e1?ft\? ____ ___________ _ 
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On-'til nOll ~ ~Jicot 
f~Ul 'rlJP T'rUCT T /ltT 

f P'l-T'rUCT ""t\,~ 
f(ll1'1il T'rUCT h~A 

APPENDIXL 

2. npt\~ (J)'{}1' fft· r,'J·?"uc,'J· n~ft .. :r nee r{}b\m'1 oot'\l.fPJ:r'1 "?1Ul,y·:r 

rl'UJ.b\T'Pb\? hTUJ.ft· ?"'} ?"'} '1r(J)'? fb\rl'~ft· r).{}? 

3. npt\~ (J)'{}1' r,'J·9"uc,'J· n~ft· nt ~lUJb\fT)~:r ~lft· rUlJot\m'} -n~~r(J)-{} 9"'} 

J?uo{}t'\b\ ? 

4. ft~lOb\fT)~ uo9"ut-'} r P' t- 'O~ ~r(J)·'} ftUlJ7i7ib\ rl'h~ ~ J? r P' t- t'\J? {}b\m'1 

ftuom{}m,'J·r,rY.l?, 1'l,Y.:r ~ft·? I-]ft· 9"'}: 9"'} h'}y'I1'~' n.?ft~·:-

5. ~Ob\fT)~ oo9"ut-'} nr?.tL(J)· rcae /r'n~,'J· OTfl:J?6li)./ 6..1''1 J?(J){}~ft·'}? h{}I-] U·'} 

9"'} ftJb\ uo9"tJt-'} ft?,,'} fut\ lIb (J){}~.'Pt\? 

6. "~m~t'\J? (}b\m'1 00t'\I-],'J· UlJ'1~uo·}.p rUlJ.fY.C..?r(J)· TmUlJl. 1'lrf.:r ?,,'}: ?"'} 

'1r(J)'? n11C11C n.?b\~b\'}? 
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7. r ". <J: OD~ All". ~Y. C lJ.1 tVfJ 'i':r r 01J. f cl> C O~ ')~'} ;p t, ;:r CD :r t'l ao li: ;:r'}' 

rtPJ.fY..C'1CD· 'l'L')' 9"') fUt\ '/lJ)- (Oao01J&f nli:t\ h'l'L')' i OOD~Ut-') 

r01Jflt\m') 11.9>.'J- -: rflt\m'l aot\tfflJ-:''' nt'l°'1O:J.I\.'J-):: 

8. rnflt'lffJ'i':t·') r;:.vt- ')';J.'J. t'l01Jt\Y..'1 nfl"'~y"~ r01J.fY..C.?r(J}· r01J~.9><t'.f 

'l'L'Y'T ~'): ~') 'lrCD-? 

9. rnflAffJ'i'T r;:.vt- ~,&.(JfJ~ o r'l.l b CD' Onli:A "r'l~;:rTV' ")·h;:ri·I\I\:r·V·? 

hn.'J'Tt.-fl 01. 1\ ~'} aoi'ii'iA ;:rr? 
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