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ABSTRACT 

The purpose of this study was to assess the challenges of TVET Colleges in Benshangul Gummuz Regional state. The study has been conducted in two governmental and two non-governmental TVET Colleges. The trainees, trainers, College management bodies, and Regional TVET experts were the main sources of data for the study. Stratified random sampling approach was employed in selecting the trainers and trainees. Questionnaires, interviews, observation check list, foc us group discussion, and document analysis were the instruments used for the collection of data. The data obtained through questionnaires were analyzed lIsing statistical instruments like· percenlClge and weighl mean values. The data are analyzed and interpreled quantitatively as well as qualitatively. The results obtained}i'om the study suggest that the TVET Colleges in the region are not supplied with qualified and skilled trainers and lack machines, equipment, workshops, libraries, classrooms, books, and other facilities. Furthermore, jindings reveal that lack of adequate facilities, shortage of skilled manpower, lack of awareness regarding TVET strategy, lack of adequate budget, and lack of commitment of concerned bodies are challenges of TVET colleges in the region. Besides, Colleges are not well organized and have not enough resources to implement 
current TVET curriculum. Lack of skilled trainers, lack of facilit ies and machinelY and weak internal organization are major challenges of trainees in the college while, unsuccessjid Center of Competency (CaC) exam, competing with others and lack of employers are expected challenges for trainees. There is no profess ional guidance and counseling in the colleges and trainees cannot decide their opportunity and will have job. Lack of cooperative training and cac assessments is not employed and these have an effect on quality training. Finally, Based on the jindings and conclusions, the 

following points were recommended to address the existing challenges in the Region' under stildy: Staff development in the Colleges; internally organized TVET systems in 
the region and TVET institution; and raise social awareness about the importance of TVET in the region for all societies should seriously be considered Necessmy fac ilities 
should also be jii/filled In addition, tracery studies should be carried out before providing training, and trainees have to be encouraged in selfemployment. Besides strengthening the labor market information system; establishing and enhancing 
technology tramier department; enhancing supervisOly and professional support; offering opportunities for jilrther education for trainers; and establishing professional 
guidance and counseling services are issues to be addressed 

Vi 
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CHAPTER ONE 

1. INTRODUCTION 

T his chapter deals with the problem under study and its approach. It comprises background 

of the study, objectives of the study, significance of the study, delimitation of the study, 

and definition of terms . 

1.1 Background of the Study 

Education has the power to transform li ves. It broadens peo ples' freedo m of choice and 

action , empowering them to participate in soc ial and political lives of their soc iety, and 

equipping them wi th the sk ill they need to develop their livelihood (UNESCO, 20 I 0: 135). 

T hus, people need to have the chance for being exposed to educat ion in general and 

practical skill of training in particular. This exposure would help them to insure their 

existence and contribute in building their country ' s economy. To assert this UNESCO in 

Afri can Union (2007: 17) states the following:-

Since education is considered the key to effective development 
strategies, technical and \'ocational education and training (rVET) 
must be the master key th(l{ can alleviate poverty, promote peace, 
conserve the environment, improve the quality o/life lor all and help 
achieve sllstainable development. 

In the Ethiopiai~ context, this practice of technical and vocational education and training 

has significant role . The overall objective of the National TVET Strategy is: 
"" 

to create a competent, motivated, adaptable and innovative workforce 
in Ethiopia contributing to poverty reduction and social and economic 
development through /acilitating demand-driven, high quality 
technical and vocational education and training, relevant to all sectors 
o/the economy, at all levels and to all people(MO E, 2008: 12). 

TVET is an integral part of the Educati on for All (EFA) initiative and through its 

orientat ion towards the world of wo rk and the acquisition of skill s play an essential role in 

promoting a country's economic growth and contributing to pove11y reduction ; ensuring the 

social and economical inclusion of marginali zed communities . Burming & Zhao, (2006: 19) 

state that training and education are increasingly integrated into production and work-



) 

processes to achieve a balance between implicit experienced learning and systematically 
contextualized training processes. Regarding this, Yikunuamlak (2000:13) mentioned that 
the primary function of vocational education is to assist individuals in building desirable 
and effective work habits and gain the required knowledge and ski ll s of occupation to 
either enter and/or make progress in it. Similarly, Masresha (2004: 16) substantiates this 
idea by saying that society would equally benefit from the service of technical and 
vocational education in human resource development and it is responsible for the growth of 
Gross National Product (GDP). 

Besides, quality technical and vocational education and training (TVET) help develop the 
individual 's knowledge of science and technology in a broad occupational area requiring 
technical and professional competencies and specific occupational skill s (UNESCO and 
ILO, 2002: 2). As economic, social and technological change gathers pace, people 
everywhere need to develop their knowledge and skill s, on a continuous basis so that they 
can live and work meaningfully in the knowledge society. Education and training 
contribute to an individual 's personal development; increase her/his productivity and 
incomes at work , and faci litate everybody' s participation in economic and social li fe. It 
fo llows that education and training can also help individuals to escape poverty by providing 

c. them with the skills and knowledge to rai se their output and generate income 

c 

The other issue pertaining to TVET is quality. At the very centre of quality teclmical and 
vocational education and training lies an effective interaction between trainers and trainees. 
In fac t, an overall improvement in vocat ional skills for employability and citizenship can 
only be realized if there is an improvement in the quality, effectiveness and relevance of 
training. Many, both in the developed and developing countries, are increasing the 
emphasis they place on improving the capacity of technical and vocational education and 
training (TVET) systems, in recognition of the important role TVET plays in equipping 
individuals with relevant skills and knowledge for the job market. TVET can al so better 
enable individuals to participate in social, economic and technological innovation 
processes. Therefore , embedding TVET into regional and national innovation structures is 
of paramount importance to the economic performance and social development of 
countries. Having a pool of ski lled and knowledgeable people within the TVET industry is 
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as impor.tant to the TVET industry as it is to the industries TVET serves (Bunning & Zhao, 

2006: 17). 

The development ofTVET differs from country to country. For instance, TVET in different 

countries in Africa has various stages. On the whole, TVET has three objectives. The 

primary object ive of all technical and vocational education and training progr'lm is the 

acquisition of relevant knowledge, practical sk ills and attitudes for ga inful employment in a 

part icular trade or occupational area. The need to link training to 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 labor market, fl ex ibility, adaptabi lity, and 

li fe -long learning have become the second major objective. The third objective, which is 

particularl y important for Africa, is to use TVET as a vehicle for economic empowerment 

and social mobility and for the promotion of good governance and regional integration 

(African Union, 2007 : 24). I think in addi tio n to these objectives TVET can have also make 

trainees self-employing and productive sec tions of soc iety. 

Meanwhile governments in sub- Saharan Africa face some of the toughest challenges in 

reforming TVET. Finance is part of the problem institution across the region. They suffer 

from a fam iliar combination of under investment in equipment, low pay for instructor and 

problems recruiting qualified staff, and higher per capital cost fo ur times that of secondary 

schools due to small class size than general education(UNESCO, 20 I 0:87). Survey reports, 

fo r example, Meselu (2007:3) has studied the TVET situation in Ethiopia and concluded 

that TVET face vari ous challenges . According to her some of the problems are the 

dynamics and changing demand of sk illed labor, uncooperativeness of enterprises and the 

society to implement TVET programs and expensiveness of the program by its nature, lack 

of career guidance and counseling and the like. The challenge mentioned above gets worse 

in the study region-Benshangul Gummuz Regional state. 

The delivery of quality TVET is dependent on the competence of the teacher. The 

competence is measured in terms of theoretical knowledge, technical and pedagogical skills 

as well as keeping abreast with new technologies in the workplace . UNESCO (1990:33) 

stated that Technical and Vocat ional teacher' s need to maintain up-to-date knowledge of 
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their subject content and possess the necessary skill s to teach successfully. Since replacing 

equipment which becomes obsolete in the context of rapid technological advances is 

difficult, technical and vocational teachers are ill-prepared to meet the needs of their 

students. Moreover, the new requirements of industrial and commercial enterprises are 

some of the problems of training TVET teachers. Theodore in Simon (2002:2) states that 

the relative success or failure of programs of vocational training depends largely upon the 

abi lity to attract and to hold eager, happy, and able teachers. It is highly desirable that 

teachers meet fully and if possible exceed the standards set forth in the state plan for 

vocational trai ning. 

The development of effective programs of TVET also requi res a great deal of attention to 

the facilities needed for good instruction. Training for high-quality skills requires 

appropriate training equipment and tools, adequate supply of train ing materials, and 

practice by the learners. Other requirements include relevant textbooks and trai ning 

manuals and qualified instructors with experience in enterprises (African Union, 2007 :38). 

The over all condition of facilities and materials at TVET should have solved the problems 

of power, spare-parts, consumable materials, maintenance, proper manuals, storage and 

organization; proper allocation of machines and materials (Birhanu et ai, 1992 :53). 

Successful TVET System typically provided a strong link between the world of work and 

the world of school, requiring active engagement by private sector. The curriculum and the 

approach to train/teach also malter (UNESCO, 20 10:7). The CUtTent curriculum is not 

properly implemented in the region. 

In Benshangul Gummuz Regional State there are Goverru11ental and non-governmental 

TVET Colleges. Among the goverill11ental Colleges, the two Governmental TVET 

Colleges, namely Asossa and Manbuk, were established in 2002 (1994 E.C). The Colleges 

provide training in industrial, and business sectors. On the other hand, most of the non­

governmental colleges in the region were establi shed; according to the country's Education 

and Training policy to provide training in business, and health areas. 

4 
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In Benshangul Gummuz region, until the year 2000/01 (1993 E.C), there was no 

Governmental and non-governmental technical school. Then the two TVET institutions 

were established in two zones and started working in 2002 (1994 E.C). Therefore, a 

considerable change in TVET development is observed in Benshangul Gummuz Region 

through the establishment of these TVET institutions. Thus, this study focuses on two 

Governmental TVET Colleges and two non-governmental TVET Colleges. This study, 

. therefore, tries to examine the basic challenges of the existing TVET Colleges in aspects of 

the provision of qualified teachers and necessary equipment to successfu lly carry out the 

tra ining programs way of achieving their goals. Moreover, this study will be assessed the 

Colleges furnished with the necessary materials and tools based on the current TVET 

curricula. This study also evaluates the current practice of the national TVET strategy. 

1.2 Statement of the Problem 

Technical and Vocational Education and Training programs in developing countries, like 

Eth iopia face lots of challenges. In Africa, the quality of training is low, wi th undue 

emphasis on theory and certification rather than on skills acquisition and proficiency 

testing. Inadequate instructor training, obsolete training equipment, and lack of 

instructional materials are some of the factors that combine to reduce the effectiveness of 

training in meeting the required knowledge and sk ills objectives. Appropriate workshop 

equipment, adequate supply of training material s, and practice by learners are the 

requirements for high quality skills training (African Union, 2007:23). 

In Ethiopia, the major challenges facing the TVET program are well documented in the 

TVET strategy. Some of the major challenges include: Low quality and theory-driven 

teaching due to resource constraints, lack of sk illed TVET teachers, under-funding, 

resource shortage, lack of adequate place of work and running costs (MOE, 2008: 11). 

The other major problem in all developing countries is the relevance of content of TVET. 

Updating and revising of curricula mostly takes place after a major crisis in the labor 

market or problems of graduates' unemployment. There are no systematic evaluation, 

() graduate tracer systems, and effective two-way linkages between industry and TVET 
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(Abdule, 2009 :23). Because of thi s, the materials do not take into account the local 
situation. It is necessary to relate such issues with the situation in Ethiopia, particularly 
with the reality in Benshangul Gummuz State. 

In addition, challenges in the TVET institutions are lack of updated training materials and 
tools; lack of skilled manpower; not fu lly practicing according to the current TVET 
strategy. Moreover, due to other challenges they faced in the training environment, use of 
too old items of equipment that have been used for decades, lack of adequate facilities, less 
awareness of TVET in the region. These are some of the factors that are combined to 
reduce the effectiveness of training in meeting the required knowledge and skills 
objectives. 

[n light of the above discussions, the major purpose of thi s study is to investigate the 
c· challenges of Technical and Vocational Education and Training (TVET) Colleges ' in 

Benshangul Gummuz Regional State. Therefore, the main focus of thi s study was to answer 
the following basic questions: 

c 

c 

I. What are the challenges of Technical and Vocational Education and Training 
(TVET) Colleges by ways of achieving their goals? 

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

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

6 
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1.3 Objectives of the Study 

1.3.1 General Objective 

The general objective of thi s study was to assess the challenges of TVET Colleges in 
BSGRS towards the training delivered and to recommend possible so lutions. 
1.3.2 Specific Objectives 

The specific objectives of the research were the following: 

I. To identify and examine, the basic Challenges of the existing TVET Colleges in the 
implementation of their TVET programs. 

2. To examine and understand the internal organization and resource available in the 
Colleges to achieve their goa ls. 

3. To examine, the current practice of the TVET colleges' vis-it-vis the national TVET 
strategy. 

1.4 Significance of the Study 

As TVET is essential for the fu lfil lment of individuals needs as well as for the national 
growth, assessing the challenges of the TVET Colleges in BGRS becomes unavoidable and 
necessary. In light uf this observation, the researcher believes that the study would have the 
following significances: 

- It may help planners, regional TVET experts, Col lege managements and policy makers 
to be aware of the challenges and there by look for so lutions based on the fil;dings. 

- It may encourage other interested bodies to be involved in strengthening the finding of 
challenging and the implementation of TVET to practical condition. 

- It may help the concerned institutions involving and improving the implementation of 
TVET. 

- It may give chance for experience sharing of institutions from each other. 
- It may initiate other interested researchers to carry out more detail studies in the area: 

'. 7 
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1.5 Delimitation of the Study 

According to MoE, (2009:55), all in all, there are 14 TVET institutions in BGRS, of which 
ten insti tutes are college level whi le the rest are providing in distance mode. Of these 
colleges, fi ve of them are non-government sponsored and are private. Where as the 
remaining are sponsored by government. The former institutes provide training on business 
and health sectors and the latter give training on industrial, health, agriculture, and business 
sectors. The results would be more complete and comprehensive if it were possible to 
include all of the TVET institut ions in the study. 

Hence, tak ing constraints such as proximity, fi nancial matters, and the researcher' s 
engagement in a ti ght work duty into account, the study was del imited to two governmental 
and twoc non-governmental TVET Colleges. Therefo re, two govenunental colleges namely 
Asossa and Manbuk and two non-governmental specifically MA and Cenaf, which are 
produc ing trainees in the industri al and business sectors were selected. Regard ing the focus 
of the study it was limited to the challenges ofTV ET Colleges in TVET training. 

1-6 Definition of Key Terms 

The fo llowing technical terms are used in this paper as defined hereunder:-
T~chnical and vocational education and training is education and training to acquire the 
practical skills, know-how and understanding necessary for employment in a particular 
occupation, trade or group of occupations or trades (UNESCO in African Union, 2007: 19). 
Q ualiiy training is defined as a measure of the training received in meeting the knowledge 
and skills obj ectives, is at the heart of effecti ve vocational training (African Union, 
2007 :36) 

Training means any technical and vocational education and training provided through 
fo rmal or non-formal program leading to a cert ifi cate or a college diploma and it also 
inc lude competence earned trough work experience and attested by the test of professional 
competence (Federal Negaritgazeta, 2004:25 52). 

Trainee means a person who participates in technical and vocational education and 
training program provided by a training institution with a view to acquiring or upgrading 
hi s teclmical and vocational skills (Federal Negari tgazeta, 2004:2552). 

8 



CHAPTER TWO 

2. REVIEW OF THE RELATED LITERATURE 

This chapter presents review related literature that helps to enrich the study. Under this the 
topics of hi storical development of vocational education, concept of TVET policy, the 
purpose and objectives of TVET, challenge ofTVET, the system of TVET training, human 
resource of TVET, materi al resource in TVET, guidance in TVET, information source of 
TVET, and the current practice TVET in BGRS were discussed. 

2.1 Historical Development of Technical and Vocational Education . 

The history of vocational education is as old as the hi story of human be ing. It started where 
Co people learned essential skills through a tri al and error method and advanced when they 

started to acquire education in its in fo rmal form. Generall y, it started when man began to 
live together and stated to produce for his basic needs (food, clothing, and shelter). 
Historically, work was the true site of vocational training. In thi s regard, the primitive 
society used the digging sticks, stones, bones, and fire to cleat the vegetation and hunting 

c 
and gathering their food. During this period the process of learning was simple imitation of 
skill, and knowledge passed from father to son and from mother to daughter continuously 
and verball y. 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, 197 1:1 0) 

Traditional skills training existed until the 1400s in the developed world. But it is still 
continuing to exist in most part of the developing world, especiall y in Africa, where it is 
used as a major provider of vocational skill training. Technical training in the modern sense 
developed during the industrial revo lution period in the 18'h century, in order to produce 
the skilled human power required fo r the newly establi shed factories at that period, in 
which TVET was seen as an opportunity for the people leaving the peasantry life (Delors in 
Aleka, 2008: 1 0). 

In the mid of the 19'" century, mass production was developed and individual craftsmen 
became obsolete and the production of goods shifted from the small shops in to huge 

9 
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factories. It was the huge production system that forced the big factories to establish 
vocational school, in or near their own plants, for the aim of training their own future 
workers before they actually assume their production duties (Ibid). 

In the twentieth century, technical schools were expanded and post-school training were 
arranged to have a strong link with industries. This period was the period when there was a 
great pressure to expand TVET to satisfy the needs for the labor market and when 
industrialized countries understood that the qualifi ed manpower had move decisive 
importance than any other production factors (Maris; 1994:86). 

The 2151 century, is the era of in fo rmation and communication technology on one hand of 
knowledge and sk ill on the other hand where computer and other recent teclmologies do 
not onl y provide a myriad of new products for the markets but also the way the wo rk is 
can-ied out. 

Nowadays, the dynamism of tec1mology and the world wide globalizat ion put TVET on the 
top of the development agenda of the countries in order to produce well - trai ned and 
qualified manpower in the shortest possible period of time to cope with the changing 
situation and to complete in the world market (Aleka, 2008 : 12). 

The introduction of TVET the Ethiopian education system dated back to more than '50 
years. However, the development of the sub-sector in the past was slow and not up to 
desired level and quality owing to fa ilure to give proper place and emphasis where there 
was no policy support. 

:) After the expulsion of the Italians, the Ethiopian govenm1ent paid some attention to the 
establislm1ent of vocational and technical schools in Ethiopia as a part of its education 
system. Wanna in Aleka, (2008:22) identified three periods with regard to the TVET 
development in Ethiopia. During the first era (1940 's-1960' s) Ethiopia was rebuilding its 
educational institutions and very few schools served students from all over the country. 
However, graduates from high schools that could not join tertiary level of education lacked 

o skilled to be employed among secondary school graduates. From 1962 the government 
converted the ex isting high school in to compressive high schools. 

10 
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The second era (1960's-1980's) was mainly characterized by the attempts made to 
vocational high school education. The mission was of reducing unemployment among 
young high school completer. However, because of lack of materials and human resource, 
shortage of qualified teachers and limited budget, the quality of graduate was not as 
expected and the problem of unemployment among high school completers did not 
improve much. It was during the third era (l980's-1994) that the government decided to 
strengthen a number of selected compressive as well as other vocational technical schools 
in order to give effective ski ll training. 

The new education and training policy give spec ial attention to TVET by providing broad 
and multi level foundations. The new organization of technical and vocational training 
based itself on analyses of the training needs of the country's economic and social 
development (MOE, 2003:3). 

Hence, due attention is given to the organization and management of the sub sector, 
curriculum and educational materials development, teacher training, the expansion and 
building the capacity of institutions, provide quality assurance and accreditation provision 
and supply of education facilities, technology, vehicles and materials as well as involving 
the private sector. 

Middle TVET program comprises three certificate levels: certi ficate [ (10 + 1), certificate 
level II (10 +2), and diploma level (10 +3) and these were timely based. However, the current 
National TVET Qualification Framework (NTQF, 2010 :1 6) comprises five levels; level I, 
level II, level III, level IV, and level V and these are outcome based. Level I and Level II 
training program is non formal training programs, prepare a person to perform in a range of 
varied activities or knowledge application where there is a clearly defined range of contexts 
in which the choice of actions required is usually clear and there is limited complexity in the 
range of options to be app lied under the supervision of level IV or level III. 

Level III and level IV training programs are forma l training programs, a perfonnance of 
leadership and guidance are involved when organizing activities of self and others as well 

; as contributing to technical solutions of a non-routine or contingency nature under 
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supervIsIOn of level V. Level V TVET program training, trainees' perform the self­
directed application of knowledge and ski lls, with substantial depth in some areas where 
judgment is required in planning and selecting appropriate equipment, services and 
techniques for self and others (Ibid). 

Generally, Ethiopian TVET system is more described in NTQF, (2010:2): 

The rVET system is to be wage and self employment-oriented, demand-driven and 
outcome-based, and thus appropriate to address the development needs of the 
Ethiopian economy. It reflects an important paradigm change during recent years 
that puts quality and relevance of TVET as its jirst priority. An outcome-based 
TVETsystem creates ways for the fa ir recognition of the wide range offormal, non­
formal and informal training and learning existing in Ethiopia, hence opening 
access to qualifications for previously neglected target groups. This will increase 
their chances of an occupational career and create options for further education 
and training. 

Therefore, since vocational education is the medium that safeguards both human and 
natural resources, planners and TVET expens should think how well people can be trained 
to perform useful work. 

2.2 Policy in TVET 

Policy refers to a set of relatively stable goals, and choice of a strategy to reach these goals 
over a considerable period of time. For national policies for TVET the key goal will be 
improved productivity of the workforce. In addition, certain groups are typically identified 
for special policy attention on equity ground, such as, the unemployed, the poorest, the 
disabled, as well as women :and girls and underserved ethnic groups. In particular regional 
equity is generally a driving force in politics. However, equity driven aspects of TVET 
policies also need to be directed at labor market demand, for unless TVET leads to 

. improved earnings for the learners, there is no equity gain either. The wide range of target 
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groups for TVET in any society means that national policies cannot be confined to TVET 
for youth still in school (Lauglo 2006: 12). 

TVET systems may differ from country to country and within countries. TVET may be 
delivered at different levels for different target groups and age cohorts in different types of 
institutions, including public and private technical and vocational education and training 
institutions, by NGOS, in enterprises, and apprenticeship training centers through formal, 
informal and non formal learning arrangements. 

TVET policies would previously focus on the mechanisms in place to prepare individuals 
for the world of work. However, whereas this is still a priority, the quality of TVET is 
increasingly associated with having a broader scope including personal and general skill s 
which can contribute to lifelong learning, participation and community building, through 
entrepreneurial skills as well as a broad set of skills regarding sustainable development. 
These broad skill sets tend to have a bearing on an individual's employab ility, active civic 
participation, and health, and to community building and economic development at the 
regional and local level (UNESCO, 2010:5). 

High rate of population growth and declining economic growth that causes large number of 
unemployment and under employment in rural and urban areas of the developing countries 
including Ethiopia are the major challenges that need urgent responses. To attempt these 
problems the countries should fommlate and implement growth oriented policies that focus 
on available abundant resource such as human resource and land. Hence, education and 
training policy 'should be designed in order to address the mentioned socio economic 
problems. 

Finally, to implement policies and strategies, qualified manpower at all levels is a must. 
Policies with good intentions fa il due to lack of qualified people to implement them. This is 
mainly true in countries like Ethiopia especially in Benshangul Gummuz Region State 
where more serious problems exist. This must be given serious considerations. 
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2.3 The Purpose and Objectives of TVET 

The primary purpose of any technical and vocational education and training system is to 
develop sufficient people with the ri ght skills to meet labor market demands and to produce 
compete!!t, adaptable and responsible citizens who can contribute to changing and 
transforming the livelihood of the countries' population. King and Palmer, (20 10:6) state 
that it helps to promote and support development a country, facilitate transition from 
school to work for millions of school leavers, and foster equality of opportunity and social 
cohesion. It also has a key role to play in addressing current problems such as the fight 
against poverty, the food crisis, and deteriorat ion of the environment. 

Smith in Aleka, (2008: 14) writes that technical and vocational education serves different 
purposes. It is used to: 

• Provide skill and experience considered valuable by students; 

• Faci lities the mastery of both non vocational and vocational skills needed by 
students; 

• Provide hands on learning opportunities; 

• Serve as an alternative fo r potential school dropout; 

TVET is to deli berate interventions to bring about leaming which would make people more 
productive in designated areas of economic activity. However, TVET wi ll al so have other 
purposes which are not unique to TVET, and which also apply to other forms of education: 
to prepare people for independent economic activity; to empower people to playa full part 
as citizens in a democratic soc iety which means this purpose is to do with access, choice, 

() and equity of opportunity; and to enable every person to develop their natural talents and 
capabilities to the fullest extent (Mansfield and Mitchel , 1996:3) 

c 

Developing countries including Ethiopia also need to improve productivity through their 
economies in order to be competitive in the era of rapid economic and technological 
change. Improved productivity requires not only capital investment but also a sk illed labor 
force. Besides the level of the country's ski lled workers and technicians competency is a 
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key detem1inant factor of labor force productivity. TVET undeniably is successful in terms 
of workers productivity (Middleton in Aleka, 2008:14). 

The primary objective of all technical and vocational education and training (TVET) 
programs is the acquisition of relevant knowledge, practical skills and attitudes for gainful 
employment in a particular trade or occupational area. Skill s acquisition is vital for an 
economy to compete and grow, particularly in an era of economic integration and 
technological change. TVET is a direct means of providing workers with ski lls more 
relevant to the evolving needs of employers and the economy. TVET can contribute not 
only to expansion of job opportunities but also to the reduction of poverty through income 
generation for vulnerable individuals and families. 

Regarding the objectives of technical and vocational education and tra ining, Louks 111 

Aleka, (2008 :20) states the fo llowing objectives: 

• To train skilled workers and middle level manpower for industry, commerce or 
serv ices. 

• To encourage positive attitude to wards manual work. 

• To reduce excess demand for higher education. 

• To fac ilitate the schooli ng of low ach ievers. 

The primary objectives of the TVET program in Ethiopia is to provide various skill training 
for the present and future labor force in order to adapt to the requirements of the labor 
market. 

Apparently, the 1994 education and training policy outlined the following major objectives 
of the middle level TVET program: 

• To create middle level technical work force in various occupation; 

• To provide adequate skill s and knowledge that bui lds problem solving capacity; 
• Enable trainees to uti lize resource wisely and economically for the benefit of 

individuals and thee society ; 

• Enable to take business risks by establishing their own business relevant to their 
skill trade (MOE, in Aleka, 2008:2) 
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Nowadays, the major objective of TVET is not simply to bring about economic 

development but also to enhance the overall social development. Then, TVET helps to fight 

against poverty and integrate young people in to the world of work. 

2.4 Challenges in TVET Programming 

Quality and relevance of training programs; quanti ty and quali ty of TVET teacher and 

instructors; management of the TVET system and TVET insti tutions; and need for rapid 

expansion of TVET system are the existing challenges of TVET. In addition, a major 

challenge is to continue to flourish in a global economy in which individuals are expected 

to have well-developed technical sk ill s, that allow high levels of flexibi lity and adaptabi li ty 

and an ability to work across a range of jobs. 

2.4.1 International C hallenges of TVET 

Survey reports in Canadian internat ional development agency (CIDA) state six challenges 

identified tlu·ough international experi ence in TVET and these are presented hereunder: 

1. T he crucial importance of the economic and social context :Economies that are 
" 

growing, providing more and better employment opportunities are improving access to and 

o adoption of new techno logies and have availab le financial capital are, of course, the ideal 

environments for increased investment in TVET. The provision of education and training is 

fundamental but on its own is insuffic ient. 

o 

c 

TVET is most effective as one component of solid economic, labor market and social 

policies such as trade, pri vate sector development, rural and urban regeneration, and labo.r 

market reforms. Yet, reali stically, it is often the poorer economies that have the most 

pressing need for training programs for young people. 

2. Limited access for disadvantaged groups: - A particular challenge for deve loping 

country governments will be the development of long-term strategies to increase the 

participation of di sadvantaged groups in TVET. The access of women to TVET is a major 

concern, but other groups are also excluded. Access for ethnic minority groups can be 

limited when programs are delivered in official or mainstream languages only. Actual and 

opportunity costs may be too high for students from low-income fam ilies. Access for 
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students from rural areas may be difficult because many vocational institutions and 
programs are located in major cities, and students have to deal with the financial and social 
implications of living away from their families. The TVET system may be designed to 
cater to young people, leaving older workers with little chance for training. 
3. The stigma of vocational education: - In some regions, public perception ofTVET as 
second class education will continue to limit enrolment rates. Reform and strengthening of 
TVET will help to change public perception and increase demand. There are many steps 
that developing country governments can take, including institutional capacity building, the 
establishment of effective accreditation systems, improvement of teacher training, 
curriculum reform, and improved labor market analysis. 
4. The issue of high costs and sustainability:-The costs ofTVET programming can be 
high and financial sustainability of programs may be in question. Budget allocations for 
TVET, particularly for maintenan~e, up-grading of facilit ies and equipment and on-going 
professional development of staff are oftcn much smaller than is required. 
5. Poor quality of primary and lower secondary cducation:-Low enrolment and/or poor 
quality in primary and lower secondary education will have a direct impact on skills and 
knowledge acquisition within TVET programs. If ach ievement in literacy, mathematics and 
sc ience arc low at the primary and lower secondary level, students will not have the basic 
academic skills they need to succeed in TVET programs. 
6. Weak TVET governance: - The governance and management ofTVET may not be 
strong in many developing countries. There can be a wide range of TVET authorities and 
inst itutions in one country, including state, non-governmental and private providers, all 
with differing interests, administrative structures, and approaches to TVET and 
communication and coordination among them may be ineffective. 

AU, (2007:52) states that the challenges of globalization for TVET in Africa is the tension 
it has created between developing skills for poverty eradication and skills for global 
economic competitiveness. Although the primary objective of technical and vocational 
training in Africa is to help alleviate poverty through the acquisition of employable skills, a 
strategic approach to ski lls development on the content cannot ignore the effects of 
globalization. 
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In a globalized world economy, driven by the case of information exchange, financial 

flows, and the movement of people, labor, goods, and services across national boundaries, 

each country will have to adopt. 

2.4.2 Major Challenges ofTVET in Ethiopia 

In Ethiopia the major challenges fac ing the TVET program have been we ll documented in 

the TVET strategy. As stipulated in the TVET Strategy (2008), with some little 

modifications, the major ones are the following: 

• Demand by far exceeds the current supply and that the majority of the population is 

not reached by TVET offers at the moment. 

• Low quality and theory-drive"n due to resource constraints and lack of skilled TVET 

teachers. 

• Lack of cooperat ion of the employers as they were not consulted during the 

planning process. 

• Most urban public TVET programmes are under-funded while rural public TVET 

programmes suffered from poor facilities and shortages of training materials. 

• The lack of adequate and appropriate quantitative and qualitative information on 

labour market needs and other areas has created a gap in the generation of 

information that could have been used for improving practice and policy. 

• Lack of adequate place of work and running costs are the majo r challenges 

2.5 The System of TVET Training 

Vocational and technical skills can be acquired by individuals in many ways. Public pre 

employment training is only one way to enter skilled job. In modern sector, skills are 

obtained from initial and in service trainings offered by public and private organizations; 

and wage employment are used a& "a means of providing ski lls to many inform"al sector 

entrepreneurs. Training by private and vo luntary organizations is a second alternative. 
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Generally, in most countries especially, in Ethiopia TVET can be located in one or more of 

the following three distinct institutional settings are: 

1. School based training 

2. cooperative training and In company training 

3. On the job training 

2.5.1 School Based Training 

School based training is an educational approach for TVET trainees that provide 

opportunities to achieve employment- related competencies in the workp lace, actually it 

provides students with knowledge and skills that help them connect school experiences to 

real-life work activities . It is often undertaken in conjunction with classroom or related 

learning, and may take the form of work placements, work experience, workplace 

mentoring, and instruction in general workplace competencies and broad instruction in all 

aspects of industry. 

The strategies of school based training is that an individual might use wi ll depend on the 

learning style of that individual, the nature of the skill s or understand ings that are being 

developed, and the context in which the training is taking place . Some of the strategies that 

o might be used by members of a work based training team include action learning, 

mentoring, seminars, focus groups, problem-based training, reflection, critical and/or 

strategic questioning, and many others. 

<) 

2.5.2 Cooperative Training and in Company Training 

The TVET system anticipates that the public and private sectors will join in a partnership to 

deli ver a co-operative and in-company training which takes place in the training institution 

and at the place of work because bringing enterprises into the training process promises to 

improve the relevance of the training offered to market needs. Cooperative and in company 

training model is fou nd in many developed countries over the world. 

Cooperative training system refers to mode of training delivery of technical and vocational 

education and training that combines training in enterprise and institution based on a 

Q training plan co llaboratively designed and implemented by industries and respective TVET 
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institutions. Under thi s system, the industries/companies and the TVET institutions share 

the responsibility of providing the trainee with the best possible job qualifications, the 

former essentially through practical training and the latter by securing an adequate level of 

specific, general and occupation-related basic competency. The word "cooperative" refers 

to the two parties providing training: the concept "system" means that the two parties do 

not operate independently of one another, but rather coord inate their efforts . The guiding 

principle is that as a ll parties involved, namely: the industry, the trainees and TVET 

institutions will gain immediate and long-lasting benefit; they will choose it (MOE, 

2010:3). 

Any enterprise which can provide a working place to trainees, machines for training, tools, 

consumables materials and which can al so assign a training coordinator/ supervisor can be 

a cooperative training partner. As far as occupat ional activities of the enterpri ses, in one 

way or another, if the activity of enterprise have similarity with occupational training, any 

enterpri se, large or small can take part in Cooperative training. 

Before starting Cooperative Training program, enterprises and TVET institutions should 

negotiate and agree on types of occupations in demand and jointly develop a training plan 

c right from the occupational standard or from a curriculum derived there from. A training 

plan shows topics of the curriculum to be taught either in enterprises or in TVET 

institutions. Cooperative training cannot be successful without a training plan. 

o 

MOE-ecbp (20 10: 15) states that in-company train ing is a training approach thro ugh which 

active workers already in the enterprises could maintain, or upgrade their competencies 

while working. It is also a method by which companies/enterprises cope up with new and 

changing technologies. It is also the most cost-effective way to improve the skills of their 

employees. This is because: 

• training can be scheduled at the companies convenience 

• training is more focused, consistent and relevant to their needs 

• traveling and accommodation costs are reduced or even eliminated 
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Therefore, in Ethiopia three years since cooperative training IS conceived as a major 

training modality in our TVET system, and thousands of trainees and numbers' of 

enterprises and TVET institutions have already been participated and benefited from it. 

This experience shows that, being aware of the benefits there from, more and more 

stakeholders are likely to partic ipate in this partnership in the future. 

2.5.3 On the Job Training 

In service training is the mode of training that is intended to serve an organizations need for 

sta ff development. The degree of difference of training from on go ing production process 

wi ll vary within and among organizations. As such, at one end, there is informal on the job 

learning in which new employee learns their job through guidance from supervisors and 

more experienced workers. At the other end high ly institutionalizes company based 

training department conduct full time instructions and offer courses at training ceriter 

(Laugol 1993:47). 

Most employees obtain skill acq uisitions at the work place during employment through 

informal on he job training or through formal training programs sponsored by employers 

and employee offered in the firm or at external train ing insti tution. 

Firms engage in training due to several reasons. Some of them are as follows: 

• . To prepare experienced stafffor promotion 

• To build workers moral and identification with the organization. 

• To promote a cooperate culture for better productivity (Laugol 1993:49). 

In sum, there is no exclusive ly preferred mode of training, hence using the combination of 

modes of trainings as situation and resource permit can have a better result. 

2.6 Resources in TVET 

2.6.1 Human Resource of TVET 

TVET system managers, professionals and policy deciders wi ll al so have to be trained and 

their skills upgraded to enable them confidently drive the new strategy with its various 
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implementation structures, such as qualifications framework, accreditation standards, 
assessment guidelines, quality assurance and accountability frameworks. 

UNESCO, (1990:21), states that TVET requires a more adequate infrastructure and 
faci lities and more speciali zed teachers than does general education. Thus, teacher/trainer is 
the most important single factor manner on the effectiveness of any part of TVET. 
Therefore, the selective recruitment, and retention of sufficient number of capable teachers 
in this area of training should be recognized as one important administrative function. 

The delivery of quality TVET is dependent on the competence of the teacher; competence 
measured in terms of theoretical knowledge, technical and pedagogical skill s, individual 
work experience as well as being abreast with new technologies in the workplace (African 
Union, 2007:9). Without qualified teachers, training programs could not be effective. The 
teachers are being trained in trainer's methodology to enhance their skills in preparing, 
managing and deli vering training and to make learning achievable on the part of the 
trainees . The intention is to make the TVET teachers capable of deve loping curricula, 
assessment tools and Teaching, Training Learning Material (TTLM) and to make them able 
to manage the training activities in the workshop in accordance with the requirements of 

c the standards. In this way, TVET teachers who are willing to teach in the sector shall be 
able to comply with requirements, the occupational and methodological (MOE, 2010:6). 

c 

Thus, the quality of vocational and technical education depends upon teachers. The teacher 
should see himself as a member of a professional body devoted to the search of excellence. 
The work experience in industries or comparable experience in particular discipl ine the 
vocational teacher brings is also very important in performance of teachers. UNESCO 
(1990:50) asserts that now, more than ever before, it is essential to insure vocational and 
technical education teachers possess appropriate, up-to-date knowledge, and skills to meet 
the training needs of all trainees. This would help to meet all current and future 
requirements in the world of work. UNESCO further points out that the teaching staff 
should possess appropriate academic and pedagogical qualifications and coupled with 
industrial experience. 
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As stated earlier, good technical and vocational education and training requires teachers 

who have technical skills, industrial experiences, and pedagogical skills. But in developing 

countries, there is a general shortage both of suitably qualified teaching staff and of 

teachers with relevant industrial or commercial experience. It is assumed that most 

teachers of vocational and technical education and training could almost any time find 

other employment (in a non-teaching position) at a salary greater than what they are 

receiving as teachers. So, in order for the TVET teachers to stay in the teaching profession, 

they must be satisfied. But de,·eloping countries, which suffer from a chronic shortage of 

adequately trained manpower, fai l to attract sufficient number of ta lented and qualified 

people fo r their educational establishments because of low financial incentives in education 

compared with those in the manufacturing and serv ices industry (Ibid) . 

A common strategy to overcome the problem of qualified teachers is to train teachers in 

both technical and pedagogica l ski ll. But many countries have been unable to establish 

effective teacher training institutions and programs. Where it is difficul t to attract and 

retain technical teachers, it is even more difficult to find and hold highly qualified teacher 

trainers . UNESCO, (1 990 :51) the solution of the problems states that, in addition to their 

special subject field, all technical and vocational education and training teachers need to 

keep up-to-date in and be aware of the applicabi lity of new technologies to teaching. This 

puts technical and vocational teacher trainers increasing pressure to irUlovate the initial 

teacher training courses so as to provide adequately trained technical and vocational 

teaching personnel and to update and constantly upgrade their knowledge and skill s. 

Developing countries have stressed the need for their own staff training programs, featuring 

flexib ility in the teacher's application of the newly acquired skill to their specific teaching 

institutions. The need to assess their in-service training schemes and consider their impact 

on the work of individual teachers is clear. They recognized the importance of links 

between educational institutions and industry and commerce in order to provide present 

and future technical teachers with practical experience in industry and commerce, thereby 

ensuring that they acquire the appropriate knowledge and skill for their teaching. 

In Ethiopian TVET system highly competent and motivated teachers/instructors IS a 

prerequisite for developing a comprehensive, integrated, outcome-based and decentrali t.ed 
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TVET system. Without such a. pool of TVET teachers/instructors, the implementation of 
the National TVET strategy may not be achievable. The establishment of such human 
resources can take various paths, such as the development of a new group of TVET 
teachers, the upgrading of current TVET teachers to the required standards, the use of 
expatriate staff until local staff is able to take over, or a combination of these and other 
measures. 

Therefore, from the above statements we can understand that human resource is an 
important factor to determine how well and how rapidly TVET program may be 
implemented to attain the required goal. 

2.6.2 Material Resources in TVET 

Besides teachers, machines and facilities are also essential to good training. If workshops 
have non-functioning equipment and no supplies, then training could be reduced to lectures 
and the practical skills component of the curriculum to a large extend will disappear. 

The MOE-ecbp (2010 :3 &4) describes the selection of equipment for training purpose 
should takes time and care. Equipping a training faci lity is a questionable approach if it 
means that when trainees enter the work place they find themselves unprepared for the 
standard equipment in use. Equipment for training should normally be similar to that being 
used in local industry unless orders have already been made for a major industry-wide 
switch to new equipment or approaches. 

Vocational education costs too much and usually when shortage of budget occur. Such as 
maintenance, spare parts, and consumable materials and supplies are most heavily 
operating costs (Simon, 2002:20). As the result, the vocational manager must give attention 
to a good maintenance program for all equipment. Where staff is willing and able to 
maintain equipment and particularly if they can involve students, then thi s is an excellent 
approach. The manager in this case should ensure that a schedule for comprehensive 
maintenance is establi shed and that staff are provided time, resources and recognition for 
the work involved and for benefits they have provided to the institution. 
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A further responsibility of a vocational manager in TVET is to regularly review the level of 
utilization of existing and often expensive equipment. An accurate annual inventory should 
be prepared. Besides, equipment which is not used may still have a market value and it may 
be possible to trade it for other equipment, or even sell it to raise needed funds. Here too, 
enthusiastic and well informed staff can be key partners of the vocational manager if the 
opportunity is provided. 

Therefore, practice materials fo r workshops are essential to good training and there should 
be effective maintenance of fac ilities and equipment. These factors contribute substantially 
to high recurrent costs typical of good quality vocat ional programs. 

2.7 Guidance and Counseling Service in TVET 

c Guidance and counseling ser.· ice involves relevant aspects of all educational system in 
general and that of TVET in part icular. So it is essential to fac ilitate its development in 
order to make it play significant role in the system. Guidance and counseling service 
enables individual trainees to identify, know and appreciate their potential and inclination 
towards growth, career development and se lf-actualization. Guidance and counseling helps 
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trainees in planning their education and devcloping their skills so that they may be more 
employable . in the future. Assuring the employability of trainees begins with effective 
guidance and counseling of potential trainees in the choice of training programs in relation 
to their aptitude and academic background (African Union 2007: 10). Regarding this, MoE­
ecbp (20 10:8) stated that: 

Guidance and Counseling is an integral part o/ the effective jill1ctioning 
rVEr institutions in their attempts to educate and train their students to 
become ej]icient and effective technicians. It helps evelY student to 
understand himself, to make the 1I10st 0/ his capabilities and interests, to 
make effective adjustments with the environment and the ins(itution and (0 
develop ability and inclination to solve his problems independently. A 
primwy (ask 0/ guidance and counseling is that 0/ enhancing learning, not 
only leaming 0/ skills and knowledge related directly to the lVorid in which 
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the student lives but also learning related to his "inner world" - that is an 
increased understanding of self 

In order to provide adequate guidance and counseling functions, the special vocational 
guidance and counseling centers personnel must be appropriately trained. Furthermore, all 
TVET staff must be aware of the availability of guidance and counseling in the program 
area which they train/teach. Vocational guidance and cOlmseling is completely inJependent 
of and not linked to teaching and administration, while vocational guidance is provided by 
staff that is qualified in psychology. Students counseling is calTied out by all teachers 
(UNESCO, 1990:44). 

Generally, the guidance and counseling service programs designed to support individuals 
of any age during their li fe time and aims to help trainees become more confident, more 
motivated, and more effective learners. Students learn how to identify and assess their own 
competencies, characteristics, and aspirations. They explore a broad range of options 
related to learning, work, and community involvement through a variety of school and 
experiential learning opportunities. Students develop learn ing and employability skills and 
strategies that they can apply in their secondary and post secondary studies and in the 

c workplace. They identify and develop essential ski lls and work habits that are required for 
success in the workplace, as well as skills needed for effective communication, teamwork, 
and leadership. 

To sum, Vocational guidance and counseling service program, as one major input to the 
TVET training, plays significant role in production dissemination of in fo rmation to aware 
and fac ilitate the participation of all clients of TVET in general and helps trainees in 
particular to decide their choice at entry and gu ide in the process of training; supports in 
creating job or employment after graduation. Therefore, due attention should be given to 
the activity of guidance and counseling in the training institution as we ll as outside the 
institution, so that its contribution to the quality and relevance of training is essential. 
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2.8 TVET and Employment Opportunity 

Man has to work if he is to be associated with the society. By means of his work he is able 
to provide for his needs and comfort. It is through vocational education that he can prepare 
himself fo r his job. An individual unable to perform service of one kind or another is likely 
to become a liability for the society . Therefore, one should think how well people can'be 
trained to perform useful work. 

TVET provide people with the ski ll s that they wi ll use in the future. Starting from this idea 
it is often argued that such provision should extend to the people who will be employed in 
the future, often some years ahead. It is further argued that the labour force should be 
provided with a pattern of occupational skill s which corresponds to the pattern of jobs that 
will ex ist in the future . 

In the modern sector, training as a so lution to unemployment has not established viable for 
two main reasons. First, in the absence of job opportunities, the acquisition of labour 
market skills does not lead to enhanced employment: vocational education and training, 
alone, does not produce jobs. Second, even where an expanding modern sector does offer 
employment opportunities, most entry-level jobs do not require significant formal training 
before employment. It was also said that barrier to productive self-emp loyment and 
development of small enterprises in some countries is low population density and the 
consequent lack of concentrated rural markets, a constraint that is intensified where rural 
transportation system are weak. In addition, lack of access to credit and raw materials often 
limits the development (Simon, 2002:23). 

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

Education and training can help individual to escape poverty. Knowledge and 
skills are the engine of economic growth and social development of every 
counlly; there for providing knowledge and skills help the individual to raise 
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their out put and generate income. It assures the sustainability of individuals 
as well as countrywide pro;perity. 

2.9 Information Sources ofTVET 

To improve the qual ity, relevance, and efficiency of trainings being provided as 
well as to identify new need of training, requires a proper and efficient system 
collecting timely data that can help to make the training program more flexible and 
responsive to the dynamic labor market demand. 

Hence, the main ways and means of obtaining information and data is labor market 
information system (LMI). It includes all quantitative and qual itative facts related to labor 
markets. Summary stati stics are included, as are demographics; employment; 
unemployment, and vacancy rates; industry data; occupational statistics; summary reports 
on outcomes; and forecasts of fu ture trends (MOE, 20 I 0:4). 

Labor market assessment may be conducted by distributing a survey instrument to potential 
employers, either the entire population or a representative sample; and/or convening a 
focus group to co ll ect information. Local labor markct assessments have to be carried out 
by the TVET institutions , while regional labor market are assessed by regional TVET 
agencies following the economic conidors of the region(Ibid) . 

Middleton, et al. (1996: 152) state that, in industrial as well as developing countries 
conducting periodical survey annually or quarterly is important to obtain information and 
identi fy structural change in the economy, movement of relative wage and employment by 
skill qualification. The data collected can be used to analyze labor market and their 
performance to evaluate macro- economic policies. Earning information from household 
survey is periodically analyzed with respondent qualification to estimate various level of 
schooling and fi eld of study. Data collected on the type of training can also be used to 
estimate rate of return to training program. Furthermore, managers of training institutions 
can establi sh their own mechanisms and source of data concerning skill demand and 
success of training n fulfilling those demands by forming proper relationship with 
enterpris·e. For the improvement of training quality and efficiency, pennanent exchange of 
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market infonnation on the demand and supply has paramount importance; likewist:, regular 
tracery studies of graduates of training programs can be used to know the balance of skills 
and demand on the market, to evaluate training programs and to make training decisions. 
Frequent survey of employers can offer pertinent information on expected changes in skill 
needs, assessment of pre employment training, and constraints to the productive use of skill 
labor. 

Generally, creating an efficient mechanism and means of collecting timely data from 
relevant sources and proper utili zation of the data obtained are crucial to adjust the training 
program to skill market demand, decide on the types and scale of training to be provided, to 
evaluate the trainings being offered, and to connect training program and economic plan. 

Hence, investing labor market information system is a priority issue that need due attention 
by the government, employers, and training institution to improve the quality, access, 
relevance, effectiveness, and efficiency of education in general and TVET in particular. 

2.10 The Current Practice of TVET in Benshangul GUIIlIllUZ Regional State 

Benshangul Gummuz is one of the regional states in Ethiopia with an area of 50,380 square 
kilometers. It is located in the \\'estern part of the country. Its borders are Amhara region on 
the north and north east, Oromia region on the east and south east, Gambela on the south 
and the Sudan on the west. The region is divided into three administrative zones namely, 
Asossa, kemashi, and Metekel Zones, nineteen woredas, and one city administrative 
(Benshangul Gummuz GTP, 2003:5). 

According to CSA of 2007, the population of Benshangul Gummuz is 670,847 out · of 
which 340,378 are men and 330,469 women; urban inhabitants number 97,965 or 14.6% of 
the population. The region has an estimated density of 13.6 people per square kilometer. 
The ethnic groups include the Berta (25 .9%), Gummuz (2 1.11 %), Amhara (2 1.25%), 
Oromo (13.32%), Shinasha (7.59%) and Mao (1.9%). 

Like the other regions of Ethiopia Benshangul Gummuz's economy is based on agriculture. 
92.5% of the population in the region depends on agricultural economy and some of living 
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m bordering area of the region working cultural gold mining. The mam agricultural 
products in the region are maize, sorghum, oil seed, and cereals. Over 60% of this Region 
is covered with forest, including bamboo, eucalyptus and rubber trees, incense and gum 
forests as well as indigenous species. It has also large amount of unexploited mineral 
resources such as lime stone and gold. These may encourage public and private 
investments to take part (Benshangul Gummuz GTP, 2003 : 5-8). 

Education opportunities were extremely limited before the establishment of the regional 
government. Especially the indigenous population was not in a position to get schooling. 

Coming back to the TVET issues, before 1994 E.C there was no technical and vocational 
education and training school/center in the region. The establishment of the two 
governmental TVET training centers and fo llowing number of other nongovernmental 
training centers produce midd le level man power in the region. Against the background of 
high unemployment, poor performance of the economy and rapid population growth the 
training centers are seen as a possibility to train skilled manpower and equip people with 
marketable skills to enable them to either find wage employment or to get self- employed. 

In the region there are two TVET colleges, one agricultural training College and one 
nursing College which are sponsored by the regional government. Number of private 
sponsored, health and business colleges is also available in the region. Manbuk TVET 
College, and Pawi Nursing College are found in different Woredas, but the other 
governmental and private training insti tutions (1 2 training institutions including distance 
mode) are found in Asossa. 
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CHAPTER THREE 

3. RESEARCH METHOD 

3.1 The Research Design 

The main objectives of thi s study were to find out the chal lenges of TVET Colleges in 

Benshangul Gummuz Region towards the training delivered in the colleges. To reali ze thi s 

descriptive survey method type of research was employed. This method was selected 

because it is helpful to show situations as they currently ex ist. That means the study 

determines and describes the \\ay things are (Gay, 2000:275). Moreover, it is economical 

and easy to describe the current situations quantitatively as well as qualitatively. Therefore, 

the first step of the study was to collect data that examines the challenges towards the 

training 'area. Then, the data was discussed and interpreted. Based on the results of the 

study, conclusion and recommendations were provided. 

3.2 Research Population 

The researcher collected data from primary sources as well as from secondary sources. The 

primary data were collected from participants of TVET Colleges. The participants were 

trainees, trainers, college management, and Bureau of TVET experts. The sample included 

College Deans/principals, vice Deans/principals, and department heads who in this study 

are referred to as College management. The trainees and trainers were selected using 

stratified random sampling technique as highlighted by Gay (2000: 126, 138). All college 

management members and TVET experts were taken as participants. The numbers of 

population and the samples taken from the trainers, management bodies and trainees in the 

colleges are shown in the table below. 
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Table 1: Sampling of Management Bodies, Trainers and Trainees 
Population Sample 

College Trainees Manag Total Trai Train Managem Train 
nees ent Bodies Industr i Busin ement ers ers es ess bodies 

Gover Manbuk 285 16 II 62 38 10 I I 
nment 257 
a l 

Asossa 313 43 12 53 47 24 12 

Privat M.A 160 13 4 -- 50 8 4 
112 e Cenaf 120 8 4 -- 40 6 4 

Total 878 80 31 100 190 48 31 369 

Furthermore, secondary sources such as different documents, colleges' statistical records, 
magazines and WebPages were used. 

3.4 Instruments of Data Collection 

To get first hand infoffi1ation from the subj ects of the study, different instruments were 
prepared and implemented based on the review literature to collect the required data. These 
were questionnaires, observation (cheek list), focus group discussion, document analysis, 
and interviews. The purpose of the questionnaires was to investigate the challenges of 
TVET Colleges. Questionnaires are useful for the collection of appropriate data and to 
secure data from many respondents at a time (Gay, 2000:283). To obtain quality and proper 
data, four sets of questionnaires were administered to the trainees, trainers, management 
bodies, and TVET experts. The questionnaires were constructed with close ended and open 
ended items which were prepared originally in English and later translated into Amharic. 
This was done for communication purposes for trainees. Most of the close ended questions 
were constructed in Likert scale. To get their suggestions, comments, and expressions 
freely, open ended questions were also be used. 

The second instrument used to collect data was interview and this was administered to 
selected college management and TVET experts. The researcher used the technique of 
structured interview because it is more economical and safe for generalization (Gay, 2000). 

32 



I. 

Observation is the other instrument used to chek the availability of equipment, machines 
and training facilities in the college. A check list was prepared and the availability of 
resources and machines were ticked. Focus group discussions and document analysis are 
important instruments to get sufficient and reliable data. In this context, capturing past and 
present information about the colleges is very critical. Participants in the focus group 
discussion were some selected management members and trainers of the colleges. 

3.4 Procedures of Data Collection 

The Questionnaires were piloted to maintain reliability and to evaluate the appropriateness 
before they were administered. Pilot test was administered one TVET College, among 20 
respondents other than the subject for the study. The purpose of the tryout was to check 
whether the investigator and the respondents were properly communicating through the 
instrument and add some value to the reliability and validity of the questionnaires on the 
base of the feedback obtained. After getting all the corrected items, the questiormaires 
were distributed and followed up for collection according to the time line. To increase the 
quality of the responses, the rerum time was made short through continuous follow up. The 
researcher made the purpose of the study simple and clears to all respondents of the 
questiolUlaires in order to avoid confusion. Besides these, explanations were provided as 
required by the respondents. 

Observations and focus group discussion were carried out according to the time schedule. 
In all the colleges' machines, training equipment, facilities such as water services, electric 
services, workshops, class rooms etc and organizational structures were observed by the 
researcher himself. Documents which are indicated as secondary sources were analyzed. 

3.5 Data Analysis 

To make the collected data ready for analysis, the questionnaires were checked for 
completeness. The data were also classified and tallied carefully. The assembled data were 
arranged and organized in tables. Computing frequency, percentages and weighted means 
were employed to summarize and present the data. Finally, by llsing descriptive survey 
method the organized data were interpreted and analyzed quantitatively as well as 
qualitative ly. 

L · · . 

. ' , . . 
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CHAPTER FOUR 

4. DATA PRESENTATION AND ANALYSIS 
This chapter deals with the description of the sample population, analysis and interpretation of the data gathered from sample management bodies (deans and department heads), trainers and trainees in Benshangul Gummuz Region TVET Colleges. The data obtained through questionnaires, interviews, and observation check li s t were analyzed and interpreted. Out of 369 quest ionnaires d istributed to their categories of respondents, 335 (90.7%) were properly fill ed in and returned. 

4.1 Characteristics of Respondents 
The fo llowing description of the characteristics of target population gives some basic information about the sample popul ation involved in the study . 
T bl 2 R . a e : espon d ent p ersona I P fil ro Ie 

Items Goyern ment respondents Private respondents Total Ma nageme Trai ners Managcme train ers nt Bodies nl bodies 
No % No % No % No % No % Sex 

• Male 17 944 30 90.9 6 100 6 85.7 59 92.18 • Female I 5.5 3 9. 1 -- -- I 14.2 5 7.81 • Total 18 100 33 100 6 100 7 100 64 100 Age 

• 20-24 2 I 1.1 6 18.2 3 50 5 71.4 16 25 • 25-29 II 61.1 27 81.8 2 33.3 2 28.5 42 65.6 • Above 30 5 27.7 - - I 16.6 -- -- 6 9.3 TOlal 18 100 33 100 6 100 7 100 64 100 Qualification 
• Diploma 4 22.2 13 39.3 2 33.3 -- -- 19 29.6 • BN BSC/BED 14 77.7 20 60.6 4 66.6 7 100 45 70.3 • MNMSC - - - - - -- -- -- - -Total 18 100 33 100 6 100 7 100 64 100 Field of study 

$ Business area 7 38 .8 II 33.3 3 50 5 714 26 40.6 • Industrial area 8 44.4 12 36.3 -- -- -- -- 20 31.25 - Information Technology 3 16.6 2 6.1 I 16.6 2 28.5 8 12.5 • Other fi elds -- -- 8 24.2 2 33.3 -- -- 10 15.6 Total 18 100 33 100 6 100 7 100 64 100 Service Years 
• 0-4 8 444 14 42.2 3 50 7 100 32 50 • 5-9 3 16.6 15 45.5 2 33.3 -- -- 20 3 1.25 • 10-14 2 11. 1 4 12.2 -- -- -- -- 6 9.33 • Above 14 5 27.7 - - I 16.6 -- -- 6 9.33 Total 18 100 33 100 6 100 7 100 64 100 
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As shown in the table 2, out of 64 respondents 92.18% were males and 7.81% females. 
Particularly there is only one female as a member of management bodies (department 
head). The possible reason behind this may be the society's perception that vocational 
occupations are regarded as males' professions and there was no special motivation on the 
process of hiring females in the College. 

From the total of the respondents 65.6% fall in age ranges between 25 to 29. This indicates 
that less . experienced trainers and management bodies are involved at the college in the 
regIon. 

Regarding the qualification, from the total of the respondents 70.3% are first degree 
holders. According to the new education and training pol icy, the minimum qualification 
requirement for deans and department heads of TVET at thi s level ought to be second 
degree (M.NMSE). 

From document analysis (according to Educational Bureau Statistics) held at the two 
governmental Colleges, seven trainers who have first degree have started summer and 
distance program of MAIMSE to upgrade their qualification and three diploma holder 
trainers have joined regular program to upgrade their qualification in first degree. This 
implies that better in fu lfilling the standard set for the level concerning trains qualification. 
However, the number of trainers given opportunities for further training is very smal l. 

With regard to work experience of the trainers and management bodies, 50% of the sample 
populations have below fi ve years service. This may show that most TVET trainers lack 
practical skills and experience. It should be noted here that the work experience of the 
TVET trainers is very important in the performance of trainers . 

Relating to the field of studies 40.6% is qualified in business areas. As indicated in the 
TVET strategy, hard ski ll training programs (industry) are encouraged and should produce 
self employing and trained people. But 31.5% of the total respondents are qualified ' in 
industrial area and the observation made in the Colleges especially in industrial area of 
Governmental TVET Colleges confirms that trainers were newly hired in the College i.e. 
within two years. This shows that there had been labor turnover in the Colleges and the less 
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number of experienced trainers m the industry a rea IS a challenge for giviT!g proper 
training. 

4.2 Presentation, Analysis and Interpretation of the Data 

4.2.1 Facilities, Equipment, and machines Availability in the Colleges 
Besides trainers, machines, equipments, and facilities such as electric servIce, water 
service, cafeteria, standard workshop, library service and classrooms are also essential to 
good training. The table below reveals the Colleges' standard and identifies the challenges 
that hinder the process of training. 

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

Choice N 
Items Responden 

Agree Undecided Disagree total 0 ts 
No, % No, % No, % No, % 

I Facilities, Managerne 
7 29.2 4 16.6 13 54.2 24 100 equ ipments, and nt bodies 

machines in the 
Train ers 13 32.5 27 67.5 40 100 -- --college are 

sat isfactory Train ees -- -- 76 28 .1 194 71.8 270 100 

Total 20 5.9 80 23.9 234 70.0 334 100 
-The training center 2 Manageme 

4 16.6 4 16.6 16 66.6 24 100 equipped with nt bodies 
modern facilities, Trainers 8 20 " 7.5 29 72.5 40 100 J 
equipment, 

Trainees 60 22.2 54 20 156 57.7 270 100 computers in relation 
to the current TVET 
policy Total 72 21.5 61 18.3 201 60.2 334 100 

3 There·are no idle Manageme 
8 33.3 16 66.6 24 100 machines and there is nt bodies 

-- --
regu lar maintenance 

Trainers 7 17.5 33 82.5 40 100 program in the 
college. Tota l 7 10.9 8 12.5 49 76.5 64 100 

4 Raw materials for Manageme 
7 29.2 17 70.8 24 100 train ing are provided nt bodies --- ----

at the right time. Trainers 15 37.5 ---- -- 25 62.5 40 100 
Total 22 34.4 -- -- 42 65.6 64 100 

5 The availability of Manageme 
4 16.6 20 83.3 24 100 electricity, ·.water, nt bodies --- ---

cafeteria, workshop, 
Trainers 8 20 --- --- 32 80 40 100 and library are 

enough in the 
Tota l 12 18.7 --- --- 52 81.2 64 100 colle~e. 
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the Colleges. On the contrary to bring about quality organized training workshops, modern 
machines, equipment, material supply and other training faciliti es should be considered. 

4.2.2 Basic Challenges of the Colleges in Achieving their Goal 
MoE (2008 :2 1) highlights that the goal of the TVET system is to create a competent and 
adaptable workforce to be the backbone of economic and social development and to enable 
an increasing number of citizens to find gainful employment and self-employment in the 
di fferent economic sectors of the country. Therefore, the ultimate goal of TVET Colleges is 
to equip individual s with relevant sk ills and knowledge that enable trainees to be 
competiti ve in the labor market or to create their jobs. Technical and vocational education 
offers a spec ific training in particular vocations fo r ensuri ng the trainees transit ion from 
school to the world of work. 

This section discusses the challenges of TVET Colleges in achieving their goals and the 
data obtained is summarized in the tables below. 

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

Respondents 

No Items 
Management Trainers 

bodies 

Mean Rank Mean Rank 

I Shortage of skilled 
3.243 2 3.1 00 2 manpower 

2 Lack of adequate 
2.540 5 2 .725 

, 
budget .) 

3 Lack of adequate 
3.378 1 3.475 I fac ilities 

Lack of awareness 
4 regarding TVET 3.162 

, 
2.60 4 .) 

strategy 

5 Poor management 3 4 3.100 2 

As indicated in table 4a, lack of adequate facilities, shortage of skilled manpower, and lack 
of awareness regarding TVET strategy respectively were the first three challenges in the 

e co lleges ·to achieve their goals. Among the three lacks of adequate faciliti es was the most 
serious challenge. 
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the economic development of the country in propose to alleviate regional problems. Their 
benefit will be significant since the trainees who pass through this process are endowed 
with outstanding and international workforce ethics. In contrast to the above statement 
there is no technology transfer department in the College and this makes the aim of meeting 
the objectives of TVET doubtful. 

The second item in the same table was intended to examine the internal organization of the 
college. Consequently, the result implied that 67.5% of the trainers agreed that the Colleges 
were not internally organized to be convenient for providing quality training. On the 
contrary, 75% of management bodies answered the College are internally organized. The 
reason may be that TVET Colleges in the region were established recently and may 
organizing gradually. But all agreed that internal organization of colleges is still a 
challenge as facilities, machines, human resources, and equipment the training system 
requires are not available. 

Regarding the third item 54.2% of management bodies, 57.5% of trainers, and 33.3% of 
trainees asserted that the Colleges are not well organi zed and do not have enough resources to 
implement the current TVET curricululll. 

Finally, from the above discussion and observations, one can infer that there is little or no 
technology transfer. Colleges are not well organized internally according to the new TVET 
policy. They do not have enough resources to implement the curriculum and this could 
have constrained TVET training in the region. Consequently, this could affect 80% practice 
and 20% theory in provision of training according to the curriculum contents. This is the 
challenge to bring about quality and effective training system. 

4.2.4 The Current Practice of TVET Strategy in the Colleges 

MOE (2008: 1) states that TVET has to respond to the competence needs of the labor 
market and create a competent, motivated and adaptable workforce capable of driving 
economic growth and development. The main thrust of the strategy is that TVET 
development relies on an outcome-based system and dedicated and trusting cooperation 
among stakeholders. 
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TVET Colleges are responsible to produce a number of trainees as per the ratio of 1:3:24 to 

meet the manpower demand of the country. If there one person is trained in level V 

program, there must be three professionals in level III and IV programs. Through short 

term (in formal training system) training twenty-four trainees should be trained in level I 

and level II programs. 

Table 6: Curren t practice TVET strategy in the colleges 

N Res ponden 
Choice 

total 
It ems ts A ree Undecided Dis3QrCe 

0 
No, % No, % No, % No, % 

I Cooperative training I'v1anagem 
7 29.2 4 16.6 13 54.2 24 100 to be given for ent bod ies 

trainees on each Trainers 6 15 5 12 .5 29 72.5 40 100 
occupational titl e. Total 13 20.3 9 14. 1 42 65.6 64 100 

2 Trainees are Managem 
6 25 18 75 24 100 measured by the ent bodies --- ---

center of competence Tra iners 8 20 --- --- 32 80 40 100 
(COC) after 
completion coll ege Total 8 12.5 6 9.3 50 78.1 64 100 
trainin g. 

3 Training is given in 1vtanagem 
6 25 18 75 24 100 

th e college from leve l ent bod ies --- ---

I to 5 with the ratio Tra iners 4 10 5 12.5 31 77.5 40 100 
of 1:3:24. 

Tota l 4 6.2 I I 17.2 49 76.3 64 100 
4 To implement new Managem 

ell rri c uJum ent bod ies 
19 79.2 --- --- 5 20.8 24 100 

cooperative training 
with stake holders are Trainers 24 60 --- --- 16 40 40 100 
the current act ivities 
of the college. Total 43 67.2 --- --- 2 1 32.8 64 100 

5 Trainees' interest to Managem 
18 75 6 25 24 100 participate at level I ent bodies 

--- ---
and level 2 training Trainers 3 I 77.5 --- --- 9 22.5 40 100 
program is very low. 

Total 49 76.5 --- --- 15 23.4 64 100 

The purpose of item I in the above table was to know whether cooperative training at 

industries/stakeholders should be given for trainees on each occupational titl e or not. 

Accordingly, as the result obtained from respondents indicates the tota l of the respondent 

57.8% disagreed and particularly 72.5% of trainers disagreed saying that there was 
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cooperative training between institution and industries/stakeholders. On the other side the 

total sample 67.2% agreed that there were activities to implement new curriculum of which 

cooperative training with stakeholders are the current activities of the college. The possible 

reasons may be lack of access of industries in the region and less awareness of stakeholders 

to cooperate with training institutions. 

However, the implementation apprenticeship training system has faced a number of 

problems, mainly due to the lack of cooperation of the employers as they were not 

consulted during the planning process. An internship and cooperative training system based 

on profound cooperation between TVET inst itutions and employers and a joint training 

delivery still needs to be developed in order to increase the quality of TVET and hence the 

employability of graduates (MOE, 2008: 11). 

Therefor.e, industri es/stakeholders who can provide a working place to trainees, machines 

for training, tools, consumables materials and which can also assign a training coordinator/ 

supervisor can be a cooperative training partner. Then awareness creation and getting 

access to well organized enterprises in the region are some of the challenges of TVET 

Colleges. 

In the second item, 80% of the trainers and 75% of the management bodies asserted that no 

trainees are measured by the center of competen ce (COC) after completi on of co llege training. 

Since there were no official center of competency and assessor experts in the region, TVET 

graduates are a~~arded only institutional completion certificate. 

A qualification is a formal certification issued by the center of competence in recognition 

that a person has achieved competencies relevant to identified individual, profess ional, 

industry or community needs. Then to get national certificate graduates as well as trainers 

can obtain a formal qualification through the assessment application outside of the region. 

This leads TVET Colleges to expend extra cost, which is another challenge for the 

Colleges. 
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Respondents were asked to testify whether or not the policy is implemented in the colleges. 
65 .6% of the respondents stated that training is not implemented in the college from level 5 
to 1 with the ratio of 1:3 :24. Besides, 50% of the management bodies and 62.5% of the 
trai ners d agreed that trainees' interest to participate at levelland level 2 training program 
is very low. Based on the open ended questions for trainees, respondents showed that 
trainees are attending only level 3 and level 4 programs. However, there was no sample 
trainees program attending levell and level 2. 

Generally, through focused group di scussions, deans forwarded some challenges In the 
region which go with the above statement. These challenges are summari zed below: 

• 
• 

• 

• 

• 

Lack of COC and accreditation center in the region. 

Lack of an awareness community mobili zation activities by influential pol itical 
authorities. 

lack of training provisions in level I and level 2 because trainees give priority to 
the soft skills than hard skills 

Lack of an awareness and know how about outcome based TVET training 
program. 

Lack of awareness about cooperative training and in-company training 
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4.2.5 Trllinees Interest, Orientation and their Challenges in the Colleges 
Table 7 below indicates the interests of trainees in selecting their training program; whether 
they have orientation about cae or not and to know the expected challenges of trainees in 
the co llege. 

Table 7: Trainees interest, orientation and challenges 

Responuents 
No Items Trainees 

No % 
I You are assigned in the training centre in your 

own selection. 

• Strongly agree 
108 40 • Agree 
102 37.7 • Disagree 
60 22.2 

2 You have received enough orientation to cae 
exam to award national certificate. 

• Strongly agree 
90 33.33 • Agree 
150 55.55 • Disagree 
30 11.11 

3 I Which one is the major challenge for you in the 
college? 

• Lack of skilled trainer 132 48.8 
Lack of facilities and machinery --- --• 

--- --• Weak internal organization 
138 5 1.1 • all 

4 After completion training, what you expect from the 
fo llowing 

• Unsuccessful ofCaC exam 102 37.7 
• Competent with others ---
• Lack employer ---
• all 168 62.2 

5 In the college teachers/trainers are full y ski lled 111 
their trade . 

• Agree 168 62.2 
• Undecided 66 24.4 
• Disagree 36 13 .3 

6 Cooperative training to be given for trainees on each 
occupational title. 

• Agree 90 33.3 
• Undecided -- --
• Disagree 180 66.6 

46 



c 

c 

o 

o 

o 

c 

Regarding the first item 40% and 37.7% replied strongly agree and agree in that they were 
assigned in the training centre by their own selection. But 22.2% of the trainees were 
assigned in their fields of training without their inte rest. Even though, the policy states that 
training occupation is lead by labor market demand according to trainees' interest, some 
occupational training programs have excess number of trainees. On the other hand,' as 
observed by the researcher, in some occupations (wood technology, general metal 
fabrication so on) no trainees or a small number of trainees were involved. 

The result of the second item shows that 55 .5% of the respondents agreed that they had 
enough ori entation. They also noted that their qual ification will be approved through COC 
assessments. But lack of COC and accreditation center in the region described in table 6 is one 
of the bottlenecks to prac ti ce the current TVET strategy. 

The third item in table 7 was to find out the challenges trainees faced in the College. 
Accordingly, 51.1 % the trainees witnessed the major challenges in the College were lack of 
skilled trainer, lack of faciliti es and machinery, and weak internal organization. 48.8%' of 
the respondents reported that lack of faci lities and machinery is the major challenges in the 
co llege. Besides this, 62.2% answered that after completing the current training programs 
they expect challenges, which include being unsuccessfu l in COC exam, competing with 
others, and lacking employers . 

Generally, one can understand from the above di scussion market demand training program 
should be underlined. Lack of COC and accreditation center in the region is the major 
problem, even though trainees have understanding they will be certified after completing 
the training program. Lack of skilled trainer, lack of facilities and machinery, and weak 
internal organization are challenges in the TVET College. Fear of failure in COC exam which 
they sit for by themselves in other regions, stiff competi tion with others, and lack of employer are 
expected challenges for TVET graduates. 
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4.2.6 Human Resource 

Quality vocationa l training requires adequate number and skilled manpower in general and 
qualified trainers/teachers in pa rticular. Hence, the items included in table 8 are the major 
area where skilled trainer is needed to prom ote quality training. 

Table 8' Human resource in the colleoes , 

N Responden Choice 
total Item Auree Undecided Disa2ree 0 ts 

No, % No % No, % No % I I n the co liege Manageme 
19 79.2 5 20.8 24 100. teachers!tra i ners nt bod ies --- ---

are fully skilled in 
T rainers 18 45 --- --- 22 55 40 100 their Irade. 

Total 37 57.8 -- -- 27 42.2 64 100 
2 Qualifi cation you Manageme 18 75 6 25 24 100 have now is nt bodies --- ----

suffi cient to teach Trainers 30 75 --- ---- 10 25 40 100 in level 3 and leve l 
4 TV ET Program Total 48 75 --- ---- 16 25 64 100 

3. Teachers face Manageme 20 83.3 4 16.6 24 100 prob lems in nt bodies --- ----

manipulating or Trainers 29 72.5 --- ---- II 27 .5 40 100 utili zin g machin es 
Total 49 76.5 15 23.4 64 100 avail abl e. --- - ---

4 Supervis ion carrieu Manageme 
8 " , 4 16.6 12 30 24 100 out by TVET III bod ies .. )J.J 

experts at the 
T ra iners II 27.5 --- --- 29 72.5 40 100 region was 

support ive. Total 19 29.6 4 6.2 41 64. 1 64 100 
5 Upgrading Manageme 

16 66.6 8 33 .3 24 100 program for the nt bodi es --- ---
Teachers!tra i ners Trainers 17 42.5 --- --- 21 52.5 40 100 are encouraging. 

Total 33 51.5 -- - ---- 29 45.3 64 100 
6 Teachers get time ly Mallageme 

10 41.6 14 58.3 24 100 response to their nt bod ies --- ---

questions in the Trainers 9 22.5 II 27.5 20 50 40 100 coll ege. 
Tota l 19 29.6 II 17.2 34 53 .1 64 100 

7 Teachers satisfied Manageme 
14 58.3 10 41.6 24 100 with the j ob in the nt bodies --- ---

in the co llege Trainers 24 60 --- --- 16 40 40 100 
Total 38 59.4 --- ---- 26 40.6 64 100 
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As indicated in the above table regarding ski ll of the trainers, 55% of the respondents 
disagreed that they are fully skilled in their trades. Besides this, regarding the qualification 
they have, 75 percent of the total respondents agreed that the qualification they have now is 
sufficient to teach level 3 and level 4 TVET programs. The reason may be that they have 
been certified from universities through theoretical knowledge rather than practical skills. 
When trainers are also asked whether they face problems in operating or utilizing machines 
avai lable in the TVET College, 76.5% of the total respondents suggested that they are 
facing problems. These may indicate that the skill s acquired by the teachers are not 
sufficient to the TVET College program. 

In relation to the above issue, from the observation check li st and the researcher's 
knowledge no trainers' are certified by the center of competency (COC) except some 
diploma holder trainers in the region. As most of the teachers are fresh to their jobs, they 
have difficulty in the training process. Deans and regional offic ials were asked to comment 
on the skills of the trainers. They pointed out that "equitable ski ll for each trainer by giving 
skill gap training; and the availability of competent skilled man power in TVET in the 
region is better to none." 

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

With respect to the supervision, 64.1 % percent of the total respondents di sagreed that it 
was supportive. As mentioned earlier, there could be difficulty in the skill s of the teachers. 
And when there is no supportive supervision activity the problem could be more serious. 
There is no supportive supervision because there is no teclmical person who is assigned to 
follow and assist the College in the region. Simon,(2002:43) points out that many teachers 
of TVET have little or no direct supervision. Consequently, these people are often 
confronted with the challenge of working alone. 

Regarding the upgrading of teachers 52 .5% sample of trainers disagreed that it was 
I, encouraging for the teachers. But as table two indicates TVET teachers/trainers as well as 
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management bodies in the region have got less chance of upgrading. As there are 

teachers/trainers and TVET leaders whose qualification is level 5 TVET program and 

assigned deans in the College, majority of them are degree holders. To run the TVET 

I'rogram effectively upgrading of teachers/trainers and TVET leaders into MAIMSC is a 

~rious issue. 

Ytth regard to obtaining appropriate and on time responses 53 .1 % of the total respondents 

?filigreed that the teachers get time ly and appropriate response to their requests. When they 

~~ asked to put basic problems of the College, the following observations related to this 

",,:5\!were made by the teachers: 

].7 

, 

, 

,. There is discrimination in payment of professional allowance among teachers. That 

is, some teachers hired at teacher training College have house allowance. However, 

those teachers working in TVET Colleges do not have house allowance. 

\here ex ists a problem of getting transfer from one College to another in the region 

o ou tside the region. -Jkir request of insurance and clinic service has not been answered. 

;thr s ide, when satisfaction of trainers was assessed 59.7% of the respondents 

fl tPC ..,f;lt they are satisfied with the job in the TVET College. This might be becaUse 

o 0 tp (ee .., eJU have low working experience and there are more graduates from TVET 

Iil~ f tJ' ost 0 ~JJo cQuld have less opportunity for employment. The salary rate has also som e 

J"fl 011 eSe . of! ill the satisfaction of teachers because it is not practiced for similar teachers 

C jlt(iOVtl .fl JJigh s chools. However, the problems rai sed earlier in thi s section were 

cP ... jjlg J Jl1any teachers. Since these problems could affect the sati sfaction of the 

@.c J
• d 0'" t e 

(te 
($ the data may need further investigation. On the other side, the 

stlP
pO 

(s/tr
iljlle 

; the small number of teachers/trainers could affect the training activities . 

c\"le . Jl 0 
te@. . f@.c tlO iilOS d iS5 
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4.2.7 Job opportunities for TVET Graduates 

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

Table 9: Feasibilitics of job opportunity for TVET graduates 

N Responde Choice 
total Items 

IllS 
A rce Undecided Disagree 0 

No, % No % No % No, % The opportuni ty of Manageme 
5 20 .8 10 41.6 10 4 1.6 24 100 getting re levant job nt bodies 

I after graduati on is Trainers 9 22.5 22 55 9 22.5 40 100 high Trainees 96 35.5 174 64.4 270 100 
Total 107 32. 1 206 61.6 19 5.6 334 100 

Guidance counseling Manageme 
14 58.3 --- --- 10 4 1.6 24 100 service in the nt bod ies 

2 
Co ll ege. Trainers 24 60 --- --- 16 40 40 100 

Trainees 138 51.1 36 13.3 96 35.5 270 100 
Total 176 52.5 36 10.7 122 36.5 334 100 

The trades given are Manageme 
4 16.6 7 29.2 13 54.2 24 100 demand driven nt bod ies , 

~ 
Trainers 8 20 6 IS 26 65 40 100 

Total 12 18.7 13 20.3 39 60.9 64 lOa 
There is assistance iVlanageme 

4 16.6 20 83.3 24 lOa for the graduated nt bod ies --- ---
4 students to have job Trainers 8 20 --- --- 3D 32.5 40 100 

Total 12 18.7 --- --- 50 77.2 64 lOa 
[ wi ll advice my 
fri ends to join the 

5 TVET College Trainees 220 81A --- --- 50 18.5 270 lOa 
program for the 
fu ture 

6 After graduation 
your aspiration and 

Trainees 138 51.1 102 37.7 30 11.1 270 100 expectation is Iwas to 
be sel f en1jJlo.l'ed 

As displayed in the above table, of the total respondents 61.6% were undecided on 
statement regarding the high opportunity of getting re levant j ob after graduation. This 
result indicates that not enough information was provided in the College as well as in the 
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reglOn. Besides, there was no tracery study during the process of training and after 
graduation of the trainees. 

The second item in the same table was intended to know whether there was professional 
guidance and counseling service in the TVET College or not. Consequently, the result 
implied that from the total sample respondents 52.5% agreed that there is no professional 
guidance and counseling services in the College. Based on the observation check list, the 
two governmental TVET colleges had a representative guidance and counselor selected 
from trainers and gets short term training. On the other side at the two samples private 
TVET Colleges in the region there is no representative; they get advices by trainers only. 

Changing trainees' attitude towards TVET pol icy; enabling TVET ·graduates to be self 
employed; understanding trainees' ability and others are necessary. Therefore, the 
existence of guidance and counseling service in college is a serious issue. 

Accord ingly, of the total respondents 60.9% disagreed that the trades given in the Colleges 
are demand driven. The Deans interviewed made clear that "TVET Colleges opened 
training occupations and manage trainees depending on their interests rather than market 
demand". Besides, 83.3% uf the respondents of the management bodies and 32.5% of the 
trainers indicated that there is no assistance for the graduate students to obtain jobs. 

As a consequence when the sample trainees were asked whether they would advise their 
friends to join the TVET College program for the future or not, 81.4% said that they would. 
Because of shortage of middle trained human power trends in the region employed all 
graduates from TVET College. The reason might be that trainees consider TVET as source 
of employment. 

To understand trainees' aspirations for the future, more than 51. 1 % of the trainees' 
aspiration and expectation has been to be self employed. On the contrary according to the 
researcher's observation check list trainees joined soft skills training streams such as 
business and information technology rather than hard skills and all trainees joined level 3 
and level 4 TVET programs. But the policy encourages short term training level I and level 
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2 programs and the trainees in the region ignore this. According to the respondents the 
main reason for this was their interest in getting wage employment than self employment. 

Therefore, it can be said that the same trades given in all the Colleges and some training 
occupations (hard skill training) are not selected by trainees. It could be an implication that 
needs assessment was not carried out. This means that the labor market and the economy at 
large were not sufficientl y considered. In other words, it is very doubtful that the selected 
fi elds of training correspond to the actual and future needs of performing government' s fi ve 
year growth and transformation plan of the region. This could be one of the current 
challenges ofTVET Colleges in the region. 
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CHAPTERS 

5. SUMMARY, CONCLUSION AND RECOMMENDATION 

5.1 Summary 

The main purpose of the study was to look in to the challenges of TVET Colleges in 

BGRS. In order to achieve the purpose of this study, basic questions were raised regarding 

the challenges ofTVET Colleges in the region. 

Under the review related literature, historical development of vocational education, concept 

of TVET policy, the purpose and objectives of TVET, challenge of TVET, the system of 

TVET training, human resource of TVET, material resource in TVET, guidance in TVET, 

information source of TVET, and the current practice TVET in BGRS were the major 

topics that have been reviewed from relevant books, journals, proceedings, thesis, and other 

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

Descriptive method was chosen and used for its appropriateness to the research topics. 

Sample of population were TVET trainees, Trainers, Management bodies, found in the four 

TVET Colleges in the region . Moreover, regional TVET experts were al so included. 

Stratified simple random sampling method was employed for trainees and trainers. 

Frequency, percentage, and weight mean were used as an instrument of data analysis. 

Accordingly, the data were tabulated and presented in nine tables, analyzed and interpreted. 

Regarding the profile of the respondents, 50% of them have below five years services. This 

indicates insufficient experience in the field they give training. Moreover, in the industrial 

area trainers were newly hired in the colleges. The result indicates that labor turnover and 

less experienced number of trainers in the industry area were the challenges. 

70.0% of the respondents indicated that fac ilities, equipment, and machinery availability in 

the college was not satisfactory. Moreover, 83.3% of management bodies and 47.5% of 

trainers reported that the availability of electric service, water service, cafeteria, standard 

workshop, library service, and classrooms were not enough in the colleges. The interview 
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data indicates that budget constraints, poor management, and lack of highly committed, 

experienced, and dedicated TVET leaders and experts were the main challenges. 

Besides, the other challenges of the college which hinder it from achieving its goal were 

lack of adequate facilities, shortage of skilled manpower, and lack of awareness about 

TVET strategy and these were ranked from one to three respectively. Likewise 87.5% of 

the management bodies and 67.5% of the trainers stated that shortage of competent 

manpower, lack of adequate budget, and lack of commitment of concerned bodies were the 

major challenges of the colleges in the region. 

With regard to internal organization and resources available, 70.8% of management bodies 

87.5% of trainers asserted that there was no technology transfer. In addition to thi s, 54.2% 

of the management bodies , 57.5% of the trainers, and 33.3% of the trainees asserted that 

the colleges were not well organized and did not have enough resources to implement the 

Clm-ent TVET curriculum. 

About the current practice of the TVET strategy in the colleges, 57.8% of the respondents 

agreed that there was no cooperation for training funct ions between institutions and 

industries/stakeholders. 80% of the trainers and 75% of the management bodies stated that 

no trainees were measured by Center of Competency (COC) after completion college 

training program. According to the Federal TVET strategy, training should be given from 

level 1 to level 5 with the ratio of24:3:1. However, 65.6% of the total respondents reported 

that this was not implemented in the colleges. 

On the challenges trainees face during training and after graduation, 51.1% of trainees 

indicated that the major challenges in the colleges were lack of skilled trainers, lack of 

facilities and machinery and weak internal organization. 62 .2% of trainees also revealed 

their expected challenges were be ing unsuccessful in COC exam, high competition with 

others, and lack of employer. 

Concerning human resources in the colleges, 55% of the total respondents stated that many 

" of the trainers were not fully sk illed on their trades. Besides, 52.5% of the trainers asserted 
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confirmed that upgrading of teachers was not encouraged. However, 60% of trainers were 

satisfied with their job in the TVET colleges. 

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

supportive in the region. 

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

were uncertain about the opportunity of getting relevant job after graduation. 

On the practice of guidance and counseling service in the colleges, 50.8% of the total 

respondents agreed that there was no professional guidance and counseling service in the 

colleges .. In addition, 83.1 % of the management bodies and 42.3% of the trainers indicated 

that no assistance was given for the graduates on how they obtain jobs. 

The major findings of the study could therefore be summarized as follows: 

• There have been labor turnover and less experienced trainers in the industrial area. 

• The availability of workshops, libraries, classrooms books, equipments, machines, 

and other facilities (such as electricity, water service etc) in the colleges are not 

satisfactory. 

• Lack of adequate facilities, shortage of ski lled manpower, lack of awareness 

regarding TVET strategy, lack of adequate budget, and lack of commitment of 

concerned bodies are challenges ofTVET colleges in the region. 

• There is no technology transfer department in the colleges. 

• Colleges are not well organized and have not enough resources to implement 

current TVET curriculum. 

• There is no functional cooperative training with stakeholders. 

• No trainees and trainers are measured by coe assessments to evaluate their skills. 

• The training system given in the colleges from levelS to level 1 with the ratio of 

1:3 :24 not implemented. 
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• Lack of skilled trainers, lack of faci lities and machinery and weak internal 
organization are major challenges in the college while, unsuccessful cac exam, 
competent with others and lack of employers are expected challenges. 

• Trainers in the college were not fu lly skilled on their trades. 
• The supervision activities in the colleges were nor supportive. 
• Trainers and management bodies had less chance in upgrading programs. 
• Most trainers are sati sfi ed on their jobs in the college. 

• Trainees ' are uncertain about the opportunity of getting relevant job. 
• There is no professional guidance and counseling in the colleges. 

5.2 Conclusion 

o Based on the findings of the study the fo llowing conclusions were reached: 

o 

o 

5.2. 1 The availability of exper ienced and skill ed teachers/trainers is a key element for the 
provisions of quality training. Contrary to its importance, the study revealed that all 
the co lleges lack qualified teachers/trainers with practical skill and they were not 
assessed by Center of Competency and, hence were not certi fied. Besides, it was 
identified that some teachers/trainers had less work ing experience and there was 
labor turnover in the Colleges. Less effo rt was made by the department of TVET 
under the Regional Education Bureau to narrow this gap and there was no cac 
center in the region. It is obvious that less teclmical skill and experience affect the 
quality of training greatly. 

5.2.2 To provide technical and vocational training, the Colleges should be furnished with 
necessary equipment, machines, and other training materials. However, the study has 
shown that the Colleges are still lacking with some machines, equipment, and tools . 
The TVET training being provided in the region is also constrained by in adequate 
fac ilities such as library, vehicles, clinics, maintenance room, and water service. 
These affect the balance of theory and practice in the provision of the training 
process to be implemented as intended in the curriculum. Therefore, these are the 
challenges of providing quality training. 
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5.2.3 As has been found out in the study, there were a number of challenges which can 

affect Colleges to achieve their goal. The main reasons include absence of quality 

management and lack of continuous monitoring on the relevance of TVET programs, 

as well as on support and guidance to TVET institutions to achieve defined quality 

standards. 

5.2.4 Guidance and counseling service is pertinent in helping trainees to know career goals 

and understand the world of work. It helps them to decide their field of training, 

further training, initial job choice, and job change. Contrary to its importance, the 

study revealed that guidance and counseling service was not given special emphasis 

in the TVET system. Hence the service being provided is poor. Consequently, this 

can adversely affect the training process starting from orientation up to employment. 

5.2.5 The TVET strategy underscores the importance of technology transfer through the 

replication of new and selected technologies. Such task should be managed by 

departments set up for this purpose. However, the finding of the study indicates that 

there was no teclmology transfer because there were no technology transfer 

depal1ments in the colleges. 

5.2.6 To enhance the quality of training and implementation of TVET strategy, the current 

practices of the Colleges should be providing training in collaboration with 

enterprises/industries; certifying trainees and trainers at COC center and giving 

training from level 5 to level 1 with the ratio of I :3:24. In the contrary, as revealed in 

the study cooperative training is not implemented effectively. In all training 

programs only level 3 and level 4 are given in the region. Even though some trainers 

attempted to take assessment from other regions, they were not successful. 

Therefore, with respect to the national TVET strategy, the current practices of these 

TVET colleges in the region seem to be doubtful. 

5.2.7 As found out by the study, trainers and management bodies had less chance of 

upgrading themselves. In addition, supervision activities were not supportive to the 

colleges. These are the challenges that hinder colleges from implementing effective 

training system. The result also shows that there were no professional and dedicated 

TVET experts; there was no allocated budget for upgrading programs and well 

organized ofTVET in the region. 
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5.2.8 To implement current TVET curriculums, there needs to be well internal 

organization and enough resources. The result of the study shows, colleges are not 

well organized internally and do not have enough resources. Budget constraints, 

poor managements and lack of skilled manpower are some of the main reasons. 

Hence, these made the quality of training poor. 

o 5.2.9 The implementation of the current TVET program had faced challenges in 

o 

c 

achieving its pre-set objectives. This is due to lack of appropriate information 

provision to stakeholders. Therefore, disseminating information to stakeholders is 

vital because thi s will help to increase their awareness and develop the capaci ty of 

institutions. This can also empower training staffs in various ways. 

5.3 Recommendation 

Based on the findings and conclusion reached, the fo llowing recommendations are 

forwarded: 

5.3.1 The Regional Education Bureau (REB) has responsibil ity to organize TVET system 

in the region as Agency/ Commission with fac il ities and human resources. Colleges 

should be internally well organized as they have potential to implement TVET 

strategy. And they should work with the MOE to raise social awareness about the 

importance ofTVET in the region. 

5.3 .2 It is !Jecessary that the TVET Colleges should enable the trainees that TVET is 

designed not only to be employed but also to be self-employed. And it is necessary 

to. create partnerships with enterprises. 

c 5.3 .3 It is necessary to establish professional guidance and counseling services. Guidance 

o 

and counseling service is of utmost importance for all clients of the education and 

training system and need to be significantly strengthened. It should take into account 

the need of industries, the individuals, and the fami ly of the trainees. It is extremely 

useful for each training requirement. It is helpful not only for training institutions but 

also for the society at large through creating awareness. 

5.3.4 Trainers' competencies and their performance should be enl13nced through training 

and support because better trained and motivated trainers are more likely to feel 
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committed to their profession. So, the need to enhance trainers' level of competency 
so as to obtain better performance: 

• Testing competencies and subsequent certification are important features of TVET 
that result in enhancing competency and quality of TVET. To accomplish this 
mission, Center of Competencies (COC) should be established in the region as core 
institution for testing proficiency. This is mainly the responsibility of REB in 
collaboration with MOE. 

• Provision of skill gap training has to be arranged by REB. Continuous revision and 
updating of knowledge and skill are essential. 

• Trainers themselves should make efforts to improve their own competencies and 
abi lities. Self-development through using avai lable learning resources could be 
helpful and appropriate for continuous and effective development. Modern learning 
resource such as internet, computer based multimedia, and cluster sharing 
experiences are good means. 

5.3 .5 Trainers and TVET institutions are expected to prepare their graduates in job 
components and employabi lity ski ll s like self confidence, being creative, facing job 
challenges, access to finance and how to deal with people in the work place to be 
successful entrepreneurs. To achieve this goal courses like entrepreneur and civics 
and ethical education should be strengthened. 

5.3 .6 Fulfilling basic facilities such as libraries with adequate reference books, workshops 
with adequate machines and equipment in the Colleges is very important. This 
requires careful investigation of the institutions, identification of the priority area 
and preparation of projects. Therefore, REB in collaboration with Colleges should 
conduct project preparation. Then, governments, private employers, NGO's and 
communities at large should participate in the implementation of the project. 

5.3 .7 Accordingly, TVET Colleges should conduct this with the help of technical support 
from REB TVET experts. Thus, some of the major areas in focus during assessment 
include the following: 
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• Market demand survey must be carried out focusing on employers and would be 
trainees. 

• Tracery studies need be made on graduates 

• Potentials of enterprises/industries to run cooperative training should be studied. 

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

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

5.3.9 It is the responsibility of TVET Colleges to establish and enhance teclmology 
transfer department. This effort will have the fo llowing advantages for the co lleges: 

• Trainers and trainees could increase their understanding and creativity of new 
technologies. 

• The society wi ll get easy and cost effective technology and become successful 
economically. 

• Budget constraints could be reduced by marketing the products. 

S.3.l0 Steps should be "taken by REB and TVET experts to enhance supervIsory and 
professional support. It will be helpful if regional experts conduct periodic 
monitoring and evaluation In all institution. 

S.3 .ll REB in collaborate with MOE should arrange and offer opportunities for further 
education for trainers and management bodies, fo r example in second degree 
programs and short term trainings in relevant fields . 

5.3. 12 TVET colleges must devise mechanisms to reduce financ ial constraints. This could 
be achieved by generate their own income from various possible sources. Some of 
the means could be selling of products produced by trainees, providing consultancy 
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service, adapting and transferring new technologies to the user, and rendering 
maintenance service in their workshops. 

5.3.13 TVET Colleges can enhance employability of their graduates by promoting 
attachments with employers. To prepare their graduates in a more effective way 
TVET Colleges need to conduct tracery studies which provide them with valuable 
information regarding graduates. Based on the feedbacks trainers can improve their 
preparation of graduates. 

5.3.14Finally, further in depth study focusing on the challenges of TVET Colleges In 

Benshangul Gummuz Regional State should be carried out. 
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Appendix A 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 
DEPARTMENT OF BUSINESS EDUCATION 

QUESTIONNAIRE: To be filled by Trainers and Management bodies in the TVET Colleges. 

The purpose of this questionnaire is to gather data for a study leading to an M.A. degree in Management 
of Vocational Education. It is administered to survey your views about the Challenges and Prospects of 
TVET Colleges in Benshangul Gummuz Region. 

Since the success of this study depends on your genuine responses, you are kindly requested to be honest 
towards all items provided in this questiOimaire. The information you supply will remain confidential. 

You are not required to write your name. Thank you in advance for your cooperation. 

Sincerely, 



Part One 

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

i. Name of training College _____ _ 

2. Sex a) Male c=J b) Female c=J 
o 3. Age a) 20-24years c=J b) 25-29years c=J c) 30-34years c=J d) 35-39years c=J 

e) 40 years and above 

(, 

4. Qualification: a) 12+1 and below c=J b) diploma c=J c) First degree c=J 
d) M.NM.Sc. c=J e) other __ _ 

5. Your current position: ______ _ 

6. Field of study ____ _ 

7. SUbject you teach ___ _ 

8. Years of service a) 0-4 c=J b) 5-9 CJ:) 10-14 c=Jd) 15-19 c=J 
e) 20 years and above c=J 

9. How do you think that your TVET College is internal organized and resource available to implement? 
a) Very weir organized c:=J-Iot satisfactory 
10. Does your training college have technology transformation department? 

a) Yes c=J b) No c=J 

Ii. Is your training college we ll organized internally? a) Yes b) No c) I can 't determine 

Part Two 

Please read each statement carefully and put 'X' below the number of your response for each statement. 
The numbers indicate: 

G 1= agree, 2=undecided, 3= disagree 

No, of Items Choices 

123 

No, Items 
Choices 

1 2 3 
1 The ava il ability of workshop, libraries, class rooms, furniture, text and reference 

books and machines in the college are satisfactory. 
2 The training centre equ ipped with modern and adequate facilities and equipment 

(such as machines, computers etc) in relation to the current TVET policy. 



c· 

3 All machines available in the college are working actively (no idle mach ine) and 
there is regular maintenance program for the broken machines and tools. 

4 Cooperative training and in company training system to be given for trainees on 
each occupational title. 

S As the current policy training is given in the college from level I to level 5 with the ratio o f 1:3 :24. 
6 Raw materials for training are provided at the right time. 

o 7 Trainees' interest to participate at level I and level 2 tra ining program is very low. 

8 The educational qualification you have now is sufficient to teach in the level 3 and 
level 4 TvET program. 

9 The TvET College you belong to has enough sk ill ed teachers/trainers. 

10 Some teachers get timely and appropriate response to their Questions. 

11 Teachers face problems in manipulating o r utili zing the machines available. 

12 The supervision carried by the TvET experts was supporti ve to the traini ng o 
program. 

13 The upgrading program conducted for the TvET teachers is encouraging. 
14 I am satis fied with my j ob in the College. 

15 Shortage of competent man power, lack of adequate bud get and lack of comm itment 
of concerned bodies are maj or cha llenges of the coll ege. 

16 The students' interest towards vocational training is encouraging. 
17 Tra inees are measured by the center of competency (CoC) after completion college l' training. 

18 Most of the TvET graduated students get relevant employment. 

19 The trades given in the TvET Co llege are demand driven. 

20 There is assistance for the graduated students to have job. 

21 The availability of electricity service, water service, cafeteria workshops, and class 
rooms are enough in the college. 

o 22 There is no profess ional gu idance and counsel ing service in the coll ege. 

23 The work relat ionship in the training process between trainers and tra inees; trainers 
and management; and colleges and employers are strong. 

24 Shortage of competent man power, lack of awareness regarding the objective, and 
sholtage of materia ls are not challenges for ach ieve the objective of the college. 

25 Implementing new curriculum, cooperative trainin g with stack holders are the 
current activ ities of the college. 

o 26 Your co llege is well organized internally and has enough resource to implement 
current TvET curricu lum. 



Part Three , 

Please read the following and write a short answer in the space provided. 
1. Among the training fields being provided in your college or institution concerning business, industrial 

o technology, information technology, construction technology, and their sub fields list down the fields in 
priority order assuming I is the most marketable to the least marketable in order. 

o 

(' 

1. ______________ _ 

2. ________________ _ 
, 
~ .-----------------------------------------4. ________________ ___ 

2. What are the bas ic challenges of the co llege in achiev ing its goal? 
a) ________________________________________________ ___ 
b) ________________________________ ___ 

c) _________________ _ 
d) ______________________________ _ 

3. What is the potential prospects/prediction ofTVET College in the region in terms of organization of 
TVET agency, stake holder~, college management etc? 
a) ________________________ ___ 
b), __________________________ ___ 
c) __________________________________________________________________ __ 

d) _____ ' -______________________________________ _ 

o Thank you again for your cooperation. 
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Appendix C 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

DEPARTMENT OF BUSINESS EDUCATION 

Interview Questions with Regional TVET Experts Some Selected Deans. 

1. What are the challenges ofTVET in the region to achieve their goals? 

2. How are the resources available to implement the current TVET curriculum? 

3. What is the current practice of these TVET colleges with respect to national TVET strategy? 

4. What are the potential prospects of the TVET colleges in the region? 

5. To wilat degree the TVET colleges in the region have been fulfilled by the necessary machines, tools, 
equipm;nis and a compeient manpower? 

6. What do suggest the possible solutions to these challenges? 

.-..... 
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Appendix D 

Observation checklist 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

DEPARTMENT OF BUSINESS EDUCATION 

The purpose of this checklist is to gather facts about the relevance of curriculum; staffing equipment; 
facil ities; services and the training process etc through observation at the site. 

1. Name of TVET institution ---------------------------------------------------------------- -
2. Year of establislunent as technical- vocational education----------------------------------------
3. The training day consists in the College-----------------hours/week. 
4. Staff population 

A). Academic Staff 

Male----------------- F emale----------Total-------------------

B). Administration Staff 

Male---------------- F emal e---------- To tal----- -------------

5. T rainer/T rainee rati 0------------------------------------------------------------------
6. The major requirements of admission to TVET College 

7. Tuition fee per student in birr---------------------------------------------------------------
8. Income generating by means of production in the College cover----------% of the total budget. 
9. The fields of training in the TVET College. ----------------------------------------------------------------



10. Facilities and Services in the TVET College 

Facilities Adequately Moderately Not Remark 
Available Available Available 

• Water 

• Electricity Supply 
• Class Room 
• Work shops 
• Libraries 

• Administration Offices 
• Department Office 
• Teachers' Staff Room 
• Store 

• Meeting Hall 

• Toilet for boys 

• Toilet for girls 
• Toilet for Staff 

• Guidance & career 
council 

• Maintains Service 

Yes No Remark 

12. The College has separate and attractive compound 

13. The class Rooms are ventilated and furnished 

14. The Workshops are well organized according to the needs of occupation 

15. There is adequate ventilation and enough space for practical work 

16. Appr9priate number of trainees are assigned per shop in tenns of shop 

facilities and Work 

17. The machines; tools and equipments are available in sufficient quantity 

and quality 

18 . The machines, tools and equipments are relevant to the new policy 
training program 

19. The machines and equipments are relevant to the content of the modules 



Appendix E 

Key : mean = weighted mean = "'1 • f'l' 1 -5 J T .f i:.., 1iI 1 ." I .~T't 

Where: fl + f2 ............... +f5 = observed frequencies 

WI + W2 + ................ W5 = Weights given 
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