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Abstract 

The pwpose o/Ihis silidy lI'as 10 analyse inslilulionoljclclors IhCII a//eCilhe 'Ilittlill' oj gOl'emlllem 

Technical and Vocalional Edllcalion and Training(7FET) Colleges 0/ A 11'0.1'.1'11 and Arbo ,\/illch ill 

SOlllh NCilion and Nalionalilies Peoples Region(.S'NI\ 'P) , II descripli l'e sUl','e), IIlelhod II'US elliployed 

ill Ihe sallipled TI ET colleges, A sample 0/ one hllnrlred eighly nine silidenls, pm)' one leachers, 

1\1'0 deans, /1 " 0 adlllinislralOrs, /11'0 ,finance heads ojlhe colleges lind 0111' ilegional Edllcalion 

Bureou rVEr slIh-seclor oJ/ieial were involved (IS respondents, Sflldenls und leacher;; wert' 

seleCied IIsing silliple ['([ndom salliplillg lechni(jlle, II 'here as, Ihe deans, lIdlllinislralOrs./inlillce 

hellr!., and TV/:'T sllh-seclor o/ficial 'I'ere seleCled IIsing p"rposi,'e sUllipling Qlleslionnaires II-;Ih 

close-ended and open-ended ques rions and inlerviel l' Il'ere lIsed ({s insrrt(lJlenfS qj'dala gathering 

The da/{[ gOlhered Ihrollgh close-ended (jueslions II 'ere Ihen ","tl;-zed qllllmilUlively IIs ill)!, 

percenlage , ji'e(jllency COIIl7IS, chi-squares, T-Iesls and ANOJlA , The dow gmhered Ihrough open­

ended qllesl ions and imervielV 'I'ere analyzed and ililerpreled qlloliflllively. The IIIlIjor/indings 0/ 

Ihe silldy Irere : Ihe I'VET cllrricllilim re/orlll process oriemalion for Ihe lruiners WlIS found {() be 

insll//iciem: Ihe colleges did nol lIIake signi}iCllnl el(i.m 10 rewin '!II{[lijied 1Ilid experienced 

l["(finers; .finallcial reSOllrce a/locmion ill Ihe colleges 'UIS found 10 be "elT lO ll ': and Ihe 

lI1anogelllenl slulT 0/ Ihe colleges lI'ere nol cOIIII,elem 10 Irork posililll7s, The major 

recolllillendalions lIIade based on Ihe findings lI'ere , Th" TI 'ET curricululI1 re/orlll should be 

clearly knOll'n 10 Ihe illiplemeniers: Ihe colleges and olher concel'lled hod, ' hm'e 10 ' I'ork close!.\ ' 10 

relOill cOlllpelem a",llIlIJlil'a/ed Iminers: Ihe regional governll1enl hli.l 10 a/locole I'lItjiciem budgel 

alld also Ihe colleges have 10 diversifj' illcome generllling schellies and Ihe regional educalion 

bllreal! has 10 assign an appropriale pro/esionals allhe righl place, 

V I 



CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

1.1 BACKGROUN D OF THE ST UDY 

Techn ica l and Vocat io nal Educat ion and Trainin g (TVET) is an aspec ts of the ed ucationa l 

process in vo lv ing, in add itio n to gene ra l educati on. the study of techno logies and related 

sc iences. and the acq ui siti on of practical skill s. att itudes , understanding and knoll ledge 

rc lat ing to occupations in vari ous secto rs of econom ic and soc ia l Ii fe. The earl iest and most 

wide ly accepted goa l of vocational education was to prov ide a mechani sm for meeting the 

needs of the local comm unity for skil led work ers (Evans. 1978: p-9). 

Quality of ed ucation is greatl y affected when its system encounte rs inadequate educational 

materials and faci li ties, ineffic ient management and administration. poorl y trained teachers 

and poor working cond itions and less rel evant curriculum and evaluation. Supporting thi s. 

(Mbize la , 2004 ) notcd that prov isio n of educatio n wit h inadequate material. financ ial and 

human resou rces and with no efficient and adeq uate system of management, and support ing 

serv ices resulted in poor qua lity. 

Improving quality o f educat ion is important and it is an essenti al means by whi ch any 

nation can achi eve optimum development. Acco rdin g to Kate Ashcroft ' Quality Assurance' 

process has a purpose to rank exce ll ence and to foster improvement level of educational 

quality in assessing th e input. and thro ughput so as to achieve good o utput (Ashcroft. 

2003 :10) . Quality is not a new subj ect in educat ion and tra ini ng . Institutions. teachers . 

admi ni strators . pol ic\' makers and learncrs have a l\\'3\ 'S bcen concerned with qua lity . 

Indeed the qua lity o f an ed ucation or training prov ider eventua ll y depcnds 011 th e 

performance of th e learners. Even \vithout a iormali zed "quali ty" approac h s uch as TQM 

or ISO 9000 (Van dcn 13e rghc i 997) . schvvls and training prov iders ha\ e neeckd methods. 

norms, procedures and standards to ensure the quality of their provision. It is equally true 

that, traditionally ; qua lity has often been interpreted fairly narrowly, focus ing o n particular 

fea tures of the ed ucation and tra ining services deli vered. A nu mbe r of options for 

estab li shi ng vocational education pcrformance standards are currently under conside ration. 

Indicators or labo r marKet pe rforman ce 01' v\lealional graduates- lile tradilional st andards b\ 

wh ich th e elTcctivellL'ss or V0C£-:I lional educ<llion and cmplo) ment Irainlng 1111\ e been 



measured-include job placement. earn ings. and duration of employment and 

unempl oyment. None of the out come measures c urren tl y in use appears to be suilie ient lor 

judging th e qua li ty of voca ti onal program s "hen used si ng ly. Il o,,·c \·e r. somc combin<ltio'n 

of labor market o ut comes. lea rner outcomes. and access outcomes scem to hold promi sc lor 

de \ 'e loping measurab le standa rds of performance. Thc manageme nt of na tiona l \'oca ti onal 

training systems aim s at producti vit y. responsiveness. Oex ibili ty. e ffi c iency. contin uous 

improvement in the quality of tra ining and inc reased access to tra ining. 

Genera ll y. enhanced train ing quality may be achi eved through the introducti on of natio nal 

competency-based sk ill s standards, examinati on and assessment requirements. and 

cu rri cula : c reation of standi ng industry bod ies that parti c ipa te in the deve lopment and 

ma intenance of skill standards and examinati on req uirements: estab li shments of qua lity 

re lated ta rgets and other performance agreement~ between providers and gove rnment 

authoriti es: and promoti on of best practices and benchmarki ng for quality deli very. 

It was be li evcd that the prev ious education system and techni cal and vocati onal program in 

Ethiopia were entangled with complex chroni c problems that needed urgent remedy, to 

mention a few, limited access, inequitable distr ibution, low qua li ty, lack of rel evance. 

ineffici ency( TGE, 1994 : 2 ). Likewise, the tec hnica l and vocat iona l education as part of 

education sys tem faces most of the problems. Accordin gly, the qua lity of training was 

highl y affected by weak institutional se t up. poor management. under qualifi ed tra iners. 

insuffic ient fund ing. inadeq uate equipment and fac iliti es. Further mo re th e curriculum was 

irre levant. theo ry focused . Icss practi ca l and less work re lated. 

In Southern Na ti o n. Nati ona lit ies and Peoples ' Region (SNN PR ). techni cal and vocational 

education and tra ining colleges have been great" aflected hy pro bl ems linked " 'ith quality 

of traini ng de li very fo r their s tudents at large. Amo ng the government co lleges of the 

region, Awassa and A rba- Mi nch TVET co ll eges which are located at 273 kilometers and 

505 kilometers awa y from Addi s Ababa respecti ve ly we re se lected for thi s stud y. The issuc 

of qual ity is hi ghl y re lated to the provis io n of adeq uate financial resource . students back 

gro und. teachers s kill ach ieve ment. rel evant curric ulum and management potelllial to bring 

rapid and bette r tra ini ng system s arc COll1lllon. I\ gai nsl Ihi s bac kgro und all re levan t ]Jo lic) 
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statements and strategy papers, including the Na tional Educati on and Training Policy. the 

Capaci ty Building Strategy and the National TVET Strategy. ca ll for a new conccpt of 

training through e ffic ient and cffec ti ve use of cx isting resources need to be c:\ plorcd. The 

strategy is aimed at describing a feasib le path for Eth iopia to achie ve a competent and 

sustainable TV[T system able to provide a relevant and qual it)" training to the Ethiopian 

youth and other target groups. 

1.2 STATEMENTOFTH E PROBLEM 

The focal point of thi s study was institutional factors that affcct train ing quality of 

government TVET colleges at Awassa and Arba Minch in SNN P Region. Even though 

government TVET co lleges of the region have contri buted their sharc. the required skill 

competency of graduates is not as to the standards of the national and the internati onal 

level of qua lit> bench marks. Edllcation and human resource development is a long term 

investment which requires stabi lity and cont inuity over a period oft imc. 

Improving Technical and Vocational Education and Tra ining (TV ET) quality helps to 

achieve a wide range of economic and social deve lopment goa ls. Qualit\, Techn ical and 

Voca tiona l I"dllcation and Training (TVET) is recognized to be a key for enhancing 

econom ic compe ti ti vcness and lor cont ributing to social inclusion. decen t employment anci 

income and povert y reduc tion. I\n insuffici ent sup pl y o f tec hnica l skill s can also he a 

bottleneck to pri\·ate sec tor de ve lopment and econom ic gro\\1h . The Ethiopian education 

system is entangled with problems of access, quality, equity, relevance and efficiency 

(MOE_ 1994) As per the st~temen t of the poli cy. qua lity problem is regarded as one of the 

major probl ems of our educa tion system in general and TVET system in part icu lar. The 

probl ems oj" TVET in Ethiopia are mai nl y related to inappropr iate students' se lec tion. 

under qual ificat ion of teachers/twille rs. fi nanc ia l constraints. curricu luill problem and 

weak management capacity could be mentioned . Th us. thi s study attempted to iden tify the 

poss ibl e solutions for ex isting challenges of training quality on the TVET de li very. 

Based on the problelll identified th is study attempted to answer the following basic research 

questions: 

I. Ho\\ oftcn do teachers get up-t o-date traini ng in tlte TV loT Colleges') 

2. To ",hat ex tent is the financia l reS0 l1rc,- all llcated adequate for the TVET col leges? 
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3. To what ex tent students' selecti on is based on their interest and choice? 

4. How is the competency o f management team in the co ll eges? 

1.3 OBJECTIVES OF THE STUDY 

The princ ipal objective of thi s stud y was. there fore. to identify the major instituti onal 

fac tors that affect training quality and to suggest poss ible so lutions in the govcrnment 

TVEr co ll eges of Awassa and Arba -Minch in SNN PR. Based on the genera l objecti ve. the 

study was directed to achieve the fo llowing specific objecti ves: 

I . To establi sh quality concept in the co ll eges that helps to improve training system and 

2. To support policy and program initi ati ves to ensure accessible and quality rVET In 

the reg ion. 

1.4 SIGNIFICANCE OF THE ST UDY 

T his research stud y in techn ica l and vocational ed ucat ion and tra ining co ll eges was 

be li eve(o have the following signifi cance: 

I . It would help policy makers, education bureau experts and TVET offic ial s to recogni ze 

and obtain solutions to the exi sting constraint s, which impede T VET qualit y in the 

co lleges; 

2. It would help TVET trainers to identi fy major pro blems and to wo rk more towards 

a ll ev iating the problems o f quality in TVET and it co uld encourage TVET tra inees to play 

their part in quality training program . 

1.5 DELIMITATION OF THE STUDY 

This study was delimited to in ternal (institu ti ona l) factors affecting the quality o f training 

co ll eges at Awassa and Arba M inch TV ETs in SNNP Region The rati onale behind the 

scope of studying on the two co ll eges " 'as to ma ke the study nh.JrC manageable . 

1.6 OPERATIONAL DEFINITIONS OF KEY TERMS 

Stakeholders- all ro le-players in the TVET system, including TVET prov iders and 

instituti ons. teachers and instructors. employers. trainees. parents, po li cy-makers, NGOs 

and other ins ti tutions in vo lved in train ing. etc. 

Tecllll ical alld Vocatiollal Educatioll alld Trailliflg (TI ET) ·- re fers to th,)sc aspects o rthe 

edu cati onal process in vo lving, in addit io n to general edu cation. the s tudy o f technolog ies 
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and related sciences, and the acquisition of practical skill s, att itudes, understanding and 

knowledge relating to occupations in various sectors of economic and soc ial li fe . 

Vocational edllcatiol1- refers to a trade focuses on practical skill s. 

I. 7 ORGANIZATION OF THE STUDY 

The research report was organized in fi ve chapters . The first chapter contained the 

background of the study and its approach, the second chapter deals with research design 

and methodology, the third chapter presents a review of re lated literature, the fourth chapter 

dea ls wi th data ana lysis and presentation of the major findings of the study and the final 

chapter con tained summary, conclusions and recommendat ions of the study. At the end , 

papers containing relevant information used in thi s study were arU1exed in the appendices. 

5 



CHAPTER TWO 

THE RESEARCH DESIGN AND METHODOLOGY 

2.1 METHODSOFTHESTUDY 

This stud y employed a descripti ve su rvey method to reveal the current training qual ity 

problems of TV ETs in Sl\fN PR, part icul arl y in Awassa and Arba-Minch TVET co lleges. 

The method was selected because it is a planned method of data collection whi ch helps to 

gather the necessary informati on on the issue under study. As Seyoum and Ayale\\ ( 1989: 

16) sta ted. the desc ripti ve method is conce rned with depi cting the ex isting sit uat ion. 

Moreover. it dea ls with the relationshi ps between variab les. the testing of hypo thesis. and 

the deve lopment of generalizations. princi ples. or theories that have un iversal va li dit y. In 

the same line of argument. Best and Kahn (2003: 11 4) have argued that a desc riptiw stud ) 

is concerned with conditions or relationships that ex ist, opinions that are held. process that 

are goi ng on, effects that are ev ident, or trends that are deve loping. 

2.2 SOURCE OF DATA 

An extensive li terature that could serve as a conceptual framework was re\'iewed to 

identi fy the points to be included in the study and to develop instruments and strategies of 

da ta co ll ection. The sources of data in thi s research study were primary and secondary 

sources. The prImary sources were incl uded TVET -trainees. trainers. deans. 

admini strators, finance heads and offi cial from Regional Education Bureau TV!: T sub­

sector. The secondary sources were included TVET proclamation. policy documents and 

strategies. 

2.3 DATA GATHERING INSTRUMENTS 

The main data gathering instrument was questi onnaire. The reason why questionnaire was 

employed is that it had been ex pected to secure rel evant information on opinions and 

attitudes in a structured framework from large respondents. Essentia ll y two sets of 

questionnaires were prepared and di spatched to the two groups of respondents. i. e. one type 

of quest ionnaire fo r students/trainees and another for teachers/trainers. After the 

questionnai re was prepared pil ot testing of the quest ions were made at AlVassa TVET 

College. Then im portant corrections were made on the question items to increase the 

instruments va lidity. I nterview was another instrument in ga thering information. it was 
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I 

emplo ved to get th e necessary information from regiona l educa ti on bureau. TVET sub­

sec to r offic ia l. T VET dea ns. ad mini strators and fi nance heads. 

2.4 SAMPLE AND SAMPLING TECH NIQ UES 

While gatherin g re levant and detail ed information. the student researcher uti li zed th e 

followin g sampling techniques . These included : stra tifi ed and simple random 

sampling fo r stud ents, rand om sampling for teachers and purpos ive samp ling fo r 

deans. admini strators. finance heads of the co ll eges and regi onal educati on bureau 

TV ET-sub sec tor. A stratifi ed sample was employed by independentl y se lec tin g a 

se parate simple random sample from each popu lati on stratum because thi s method is 

superior to rand om sampling as it reduces sampling error. ensure that parti cu lar 

groups within a popu lation are adequately represented in the sample and improve 

effi c iency by gaining grea ter contro l on the composi ti on o rthe samp le. A populati on 

was d ivided into different groups based on their program leve ls (10+2 and 10+3) 

construction, industrial and business fie lds of study in the colleges. The strata of 

10+2 and 10+3 were taken for further sampling through simple random sampling 

upon each stratum. Then the researcher conducted a lottery technique in order to 

g ive equal opportunities among the students. A lso teachers were sampled using 

simple random sampling techniques in giving equal chances for all the teacher 

popu lati on of the res pecti ve co lleges. Purposive samp li ng was carri ed out in order to 

obtain ri ch info rmati on from pre-determined population and as a res ul t in depth data 

we re secured for the stud y. The researcher took 30% of the sample from the study 

populati on and sample da ta which were summari zed and presented in the Tables. I. 

2 and 3. 

Table I. Distribution of students Itrainccs population 

TV ET 10+2 10+3 

College Total 

M F M r 

Awassa 180 94 41 102 417 

--
Arba-Minch 102 48 :')4 9 2 13 
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Table 2. Distribution of teachc,'s/traincrs popula tion 

TV ET Co ll eges Male Femal e Total 

Awassa 64 13 77 

Arba·Minch 57 3 60 

Table 3. Total Samples for the study 

No Respondents Male Female Tota l 

I Students/trainees - - 189 

2 T eachers/trainers - - 4 1 

3 Deans orthe co lleges I I 2 

4 Administrators 2 - 2 

5 Finance heads I I 2 

6 REB-TVET sub-sector I - I 

2.5 METHODS OF DATA ANALYSIS AND INTERPRETATION 

Once the data had been co ll ected from target sources (samples) . data we re sUlllmari zed based 

on the responses o f each group using the stati stical methods and finall y they were interpreted. 

Acco rdingly, the fol lowing proced ures and stati stica l tool s were employed fo r quantitati ve 

and an interpretati on for qual itati ve parts of the data. The data co ll ected through the 

administration of data gathering tools were class ified in to different categori es or headings . 

Percentage, frequency counts, chi-square, T-test and ANO VA were employed to analyze 

various characteri stics of the sample population. Also stati stica l too ls helped in determining 

the relati ve standing of characteri sti cs such as: age, sex , work experi ence, academic 

quali ficati on and fi eld of speciali zat ion. It a lso used for other questi ons with ordinal and 

nominal character. To facil itate manipulation of the quantitati ve data, the class ified data were 

tabu lated and recorded in quant ified terms using SPSS. Percentage and freq uency count s were 

used to descri be characte ri sti cs of respondents. A Chi -square test was employed it is a test lo r 
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categorical data, it is non-parametric, is used to identify whether observed values differ 

sign ificantly from expected values. A t-test was used to check whether the difference between 

means of samples was stati stica lly s ignificant. ANOYA was employed whether the mean of 

one group differ sign ifi cantl y from expected values .Accordingly, Best and KalUl (2003 : 394) 

had stated that in education, 5% (a= 0.05) level of significance is often used as a standard for 

rejection . Narration of some qualitative data was al so done. 
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CHAPTERR THREE 

REVIEW OF RELATED LITERATURE 

rhi s c hapt ~ r foc uses on rev ie \l 'ing va ri o us literatures and resea rch findings . \I 'hi ch arc 

ass um ed to have re levance to the stud y. One objec ti ve of makin g a re \'ie \l ' o f the related 

lite ra ture is to get the current knowledge in th e fi e ld o r the topi c tha t th e researcher plans to 

stud y, 

3.1 NATU RE OF T ECHNICAL AND VOCATIONAL EDUCATION AN I) 

TRAINING (TVET) 

Reform in TVET 

The g lobal economy represent s new chall enges to Educat ion a ll over the wo rld, 

Government s and education systems are expected to deliver "qua li ty education" and 

"competenc ies for life" to a ll youth, Several o f the broad ca tego ri es concerning recelll 

reform in technical and vocati onal educat ion tha t a re specificall y melllio ned in th e national 

policies o f countri es are improvement of educat iona l standards and th e range of educa ti onal 

programs prov ided. improvement of the genera l quality of education and impro vement o f 

th e methods fo r prov iding educatio n: imp rovement o f the faciliti es fo r and quality o f 

tec hn ica l and vocational education lead ing to an increase in the number o f graduates and 

persOlUle l w ith technical skill s. updating curri cula, provision of equipment and materi a ls. 

tra ining teache rs and updating resources; provi sion of education for pa rti cular groups. 

improvement of educat ion in rural areas, increasing the participatio n 0 1' girl s and wo men 

and increasing the emphasis o n continuing ed ucatio n and youth guidance; impro vement of 

particul ar a reas of technical and vocational education like computcr education and sc ience 

and techno logy education ; im provements in curri cula. upgradin g of fac iliti es and buildings . 

development o f educational media facilities , estab lishment of department s and laborato ries 

fo r areas o f new and emerg ing technologies. improvement in teaching Ilearning methods. 

increas ing the leve l o f staff deve lo pment and in-service trainin g and restructurin g the 

educati o n system: in vol v ing industry and the private sec to r in th e planning for technica l 

and voca ti o na l educat io n, teaching and course development: developmcnt o f procedures of 

publ ic izcs thc educat ion system' s ac hie vement s and progress. The Nati o nal Tra inin g 

Agency wo rks in co nsultati o n with industry ex perts. employers. tra in ing providers and 

profess io na l bod ies to dcve lop natio nal occupati o nal s tandards, I\'hi ch clea rl y dc li ne the 
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competencies, which are requ ired [or e[fective workplace per[ormance. The agency's 

qualified staff can also be contracted to develop company-specific standards fo r e tllpl oyers 

who are in terested in rai s ing ski ll leve ls in specific areas. 

Developing national vocationa l qualifications 

A new standardized qua li ficatio n for technical and vocati ona l educati on and training is 

presellll y be ing deve loped and introdu ced as part of th e TVET rcform . Based on the 

competency standards set by industry ex perts. the qualification \\ 'ill be offered for TVET 

courses at different le ve ls. The new qua li fica ti on framework wi ll al low peo pl e at any stage 

in their life to havc access to train ing. which is at the right level for them. 

Accrediting TVET providers 

This service is targeted at TVET providers and employe rs who are committed to 

developing and maintaining qual ity standards for thei r centers and programs/quali fications. 

Accred itation not only enhances the cred ibility and image of an organ ization/employer but 

a lso assures trainees that they are getting valuc for the ir investment in training. 

Qua lity enhancement and auditing support for TVET providers 

Quality Assurance provides guidance and support to training providers in the wides pread 

use of best practices and standards as it perta ins to TVET. Assistance is offered in such 

areas as Quality Management Systems, Staff and Phys ical Resources. Deli very and 

Assessme nt. Labor Market Signa ling in format ion on labor market demand and suppl y is 

c riti cal to human resource plann ing as wel l as assess ing trai ning needs. One of the most 

c rucia l factors for the success ful implementat ion of the new vision for technical and 

vocational education and training (TVET) is support from industry and commerce . 'fhi s 

support is imperative in li gh t of the present mismatch between TV ET bei ng provided and 

the needs of the labor market. Education reform encompasses Technical and Voca ti onal 

Ed ucat ion and Tra ining (T VET), which responds to the needs and qualification 

req uirements of the Ethiopian labor market. TVET is geared towards enhancing the 

competit iveness of all economic sectors through a dynam ic, demand-dri ven and qua lit ), 

assured system of sk ill s deve lopment. Thi s will resu lt in li fe- long learning and equal access 

opportuniti es for a ll targe t gro ups and envisages the formation of ci ti zens ab le to cont ri bute 

to the soc ial and economic deve lop ment of the country. In Ethi opia, throughout the late 

1960s wides pread exp ress ions of di ssati sfaction we re expressed by students , parents and 

teachers a like and ca ll s fo r basic changes and reforms were heard. In response to these 
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demands. a National Commiss ion for Ed ucation to study and recommend feasible so lutions 

to th e prob lems was establi shed in 1969(Teshome 1979: 183). 'fhe hi stori c ' Education 

Sec tor Review' ESR \Vas launched in May 197 1. But it \\'as conce rned on quant ity. I n the 

yea rs between 1974 and 198 I the Ethiopian Educa ti onal system grew at a rate 

unpreceden ted in its history. 

The educational budget had decreased as a percentage of the tota l government budget. 

which ind icates that resources we re being di verted away from ed uca ti on. The quantitati ve 

ex pans ion was be ing achi eved at the ex pense of quali ty. In vie\\' of the dec line in quality of 

forma l educati on despi te its rapid expansion since the very sta rt of the revo luti on of such 

con tent and q ua lity as to prepare the yo uth from the po int of view of the obj ective needs 

and ideo logica l o ri enta ti on of the country. The need for refo rm was thus obvious. 

Accordin gly the Min istry of Education responded by launching a project known as the 

'Evaluati ve Research on the General Education System of Ethiopia ' (ERGESE). The 

purpose of the study was to investi gate the qua lity o f education system and to make 

recommendations. The future stages of T VET re form in Ethiop ia require a paradi gm shift 

from supp ly-driven system to demand and outcome-driven system. 

3. 2 SUPPLY AND DEMAND RELATED ISSUES OF TVET TRAINEES 

Nowadays. everyone agrees on the vital importance o f vocat iona l tra ini ng lo r count ri es 

with rapid ly changing econom ic and socia l cond itions. On the one hand , competent people 

are wanted everywhere. at a ll levels, in a ll trades and occupations. For both these purposes 

to be effecti vel y achi eved, it is essenti al that training shoul d be constantl y and cl osely 

coord inated with employment poli cy. The most seri ous employment prob lems a ri se when 

there is a serious d iscrepancy between suppl y a nd demand for tra ined wo rke rs. It is true 

that dema nd adapts to supply as employe rs change their hiri ng requ ireme nts in loose or in 

tight labor marke ts. Adeq uate fo recasti ng of the need for workers requires knowledge not 

onl y of the dema nd fo r wo rkers of a particul ar type but a lso of the supply of such workers. 

Knowledge of the supp ly side of this equation is even more inadequate than knowledge o f 

the demand side. Another prob lem in determ ini ng th e supp ly of people prepared to enter an 

occupati on is the ma tte r of quality. Most training programs produce some graduates \\'ho 

are not qua lifi ed. Jf tra ined wo rkers are in short suppl y. " person who o th erw ise would be 
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conside red ineligible may be employed immediately . Converse ly. \\hen the labor markc t is 

ti ght. onl y the most qua lified or those \\ho have fi 'iends or relati ves in influenti al posit ions 

ma\" be employed. 

SUPPLY AND DEMAN D fACTORS 

Stakeholders in planning 

A VET s),stem should aim to meet the current , emerging or anticipated needs for education 

and ski ll s tra ini ng within an increasingly compl ex and volat il e local, nationa l and global 

environ ment to the sati sfaction of the stakeholders. Pl ann ing fo r tra ining deli ve ry is 

effective when it is assured that the risks of a mi smatch between supply and demand arc 

minimized. These mi smatches may be quant ita ti ve (an undersupp ly or oversuppl y of a 

pa rti cu lar kind of enro lled studentslt rai ned graduates) or qua litat ive (the deli ver) of 

inadeq uate tra ining content that does not meet the job requ iremellis or personal needs 01' 

the stakeholders). In add ress ing the issue of who should determine enro lments and which 

programs to deli ver, it is useful to consider the inte rests of the various stakeholders. 

The interests of students 

Many students make a substantial time commitment , and may for go income, to undertake 

training with the aim of improving their future employment or income prospects in the 

labor market. Both , the oversuppl y or undersupply of training courses or inadequate 

train ing CO lllent can diminish their future employment or income prospects. Jobs that arc 

low paid and precarious and. as a result. students ma)' be unwilling to undertake training 

even if courses are offered free of charge. Second. some occupations are commonly morc 

prest igious than others and the number of young people wi lling to enro ll in related courses 

is fa r and away grea ter than the number of graduates that the labor market can abso rb . 

The intcl'ests of industries and communities 

Employers are clea rl y interested in having a regular supply of suitably trained gradua tes 

tha t meets their industri es ' curren t and future requ irements for skills: an undersupply of 

training can lead to skill s shortages and eventuall y to reduced prod ucti vity, and so forth. On 

the other hand . an oversupply of certa in sk ill s could conceivab ly di stort the labor markets. 

CO lll lll un ities Illay have an in terest in the de livery ofTVET to the ex tent 10 the extent that it 

Illeets loca l developillent needs by enhancing local elll ploYlllent prospects. The deill and lor 

educat ion and skil ls Illay refl ect shori -terlll Ouctuations of econoillic ac ti vit ies . while rapid 

technological change Illay create press ing needs fo r new skill s or Illake current skill s 
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obsolete or redundant. Assessing future qualitative and quantitati ve requirements for 

occupational skills is often problematic. 

Government concerns and powers 

Governments have an interest in the delivery of training as it may fulfill their broader 

economic and social policy objectives, the supply of training could reasonably be expected 

to meet the broader needs of the economy and address unemployment. They may also be 

concerned about the use of public resources allocated to public TVET insti tutions, to 

industrious and to those students who receive training subsidies or other means of public 

training SUppOlt. 

A national training policy may express the strategic purpose of the plarming of training by, 

ensuring a sufficient flow of new entrants to the labor market to address skills needs 

resulting from structural change and an ageing workforce; overcoming skills gaps and 

upgrad ing the skills of the ex isting workforce in order to boost productivity and support 

industry restructuring; providing for future skills needs in the identified key areas of 

economic and employment growth, such as, for instance, advanced manufacturing, design 

or enviromnental technologies; identifying and providing the skills needed for developing 

emerging industries and for innovation and knowledge creation; and meeting the skill s 

needs of vulnerable groups, including young people, the unemployed and underemployed, 

people with a disability, displaced workers, indigenous people and those li vi ng in 

communities that have been hard hit by structural change. 

Government interventions that are intended to influence training supply and demand often 

determine the national TVET priorities regarding, target groups, such as disadvantaged 

people, workers without skills certificates, and so on, which are entitled to priority services; 

industries in special need of the training services that the government decided to assist ; 

training programs or trades that will have acquired considerable national importance; 

occupational skill s in the sectors; strategic priority setting process by means of developing 

relationships across the various stakeholders (industry and community organizations, and 

government departments) ; establishing dialogue with VET providers on local training demand, 

taking account of their knowledge of local conditions and linking the ambitions of individual 

providers to government priorities; and negotiating training deli very targets and fund ing plans 
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with indi vidua l providers and outl ining frameworks to ve rify that delivery targets have been 

met. The ana lys is of labor market information is a pre- requi site for re-o ri enting TVET to focu s 

on labo r mark et demand. Substanti a l re le"ant labor market info rm at ion and forecas tin g is 

already ava il ab le in Et hiopia. in partic ul ar through the Ministry of labor and Social Affairs. 

th e National Sta ti s ti cs Office. ReM ESEDAs and o thers (TVET strategy drati-August. 2006 

Addi s Ababa) . 

3.3 THE CONCEPT OF QUALITY 

Quality in TVET 

One concept of ' qua lity ' has evo lved from management theo ry and seeks to offer a 

customer-dri ven approach to meeting market requ irements. However, the app li cat ion of 

th is concept to vocati ona l education and tra ining has been problematic given both 

diffi culti es in defi ning the te rm and lack of consensus where de fi nitions are o ffered . The 

concept of qualit y is c lose ly re lated to the exce ll ence of a service and in the case of 

Technical and Vocational Educat ion and Train ing (TVET), it re lates to the rel evance of 

curricu lum, the efficiency and effecti veness of course de li ve ry. student management, the 

provision of required equipment and resources, the qua lity of lecturers o r trainers and the 

training environm ent. 

--
Training qua lity assurance, therefore, plays a key role in promoting quality of trainees 

prod uced in the rVET system. The provision of tra ini ng in the country must meet labor 

market demands. As training providers face increased competit ion and globali zation 

impacts on the labor market. with mul ti nationa l firm s increas ing ly seeking employees 

internationall y, ex ternall y verified asserti ons of qua lity are more and more important. The 

role of regulatory bodies such as Technical Education . Voca tional and Entrepreneurship 

Tra ining Authori ty (TEVETA) is ensuring quali ty in TVE1. Eve ryone is in favor of quality 

bu t when it comes to dec iding what quality is, let a lone hOIl it is best achieved , there is far 

less agreement (S tone, 1997: I ). There ex ists a variety of overlapping understand ing of 

qual ity. Harvey (1995) in Warn and Tranter (200 1:19 1) pinpo inted fi ve big approac hes to 

defini ng qua lity in ed uca ti on. These are qua lity as excepti onal. per fect ion . fi tness for 

purpose. value lor money. and transformati on. Stone (1997) made a good e ffort to subside 

the severa l differing outlooks that we have about qua lit y so that we would be in ad va ntage 
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to make our choice about atta ining it. I-Ie reflec ted on two broad approaches centering on 
customers and standards . 

Custo mer cen tered definitions 

Throughout industry, commerce and public se rvices customer cente red ddin it ions arc 
commonl y adopted and increas ingly used. Such defin iti ons mean that customer perception 
is the input to understanding quality (STONE. 1997). 

Sta ndards centered definitions 

Definitions of quality that are included in thi s category compri se definit ions such as fitness 
for purpose and consistently meeting specification; the ability to sati sfy stated or impl ied 
needs, conformance to requirements. Instances of thi s method in education contain the 
specification output competencies achievement targets (Stone, 1997), The concept of 
quality is that every thing can be improved. Acco rd ing to the old management philosophy 
"If it isn ' t broken, don ' t fi x it". Qua lity is based on the concept that every process is 
perfect. Acco rdin g to the new management philosophy, ' If it isn 't broke, improve it. 
because if you don't, someone else will ', Thi s is the concept of contin uous impro'·c menl. 

3.4 INTERNAL FACTORS AFFECTING Q UALITY IN TVET 
3.4,1 RELEVANCE OF CURRICULUM 

A curri culum is an action plan of what is to be provided in school as ed ucation Itraining . 
TVET curri culum must be re levant in terms of the needs of trai nees, employers and society. 
Hence, there should be strong participation of relevant stakeho lders at differen t hierarchal 
levels in planning, implementation and evaluation, To thi s end Gi llie (1973:47) stated that 
some aspects of curriculum planning in occupational educati on takes place at different 
hi erarchal leve ls, 

The importance of philosophy in determining cnrricuhllll trends and deci~, ion s has been 
ex pressed by L.Thomas Hopkins: Philosophy has entered in to every important decision 
that has ever been made about curri culum and teaching in the past and will conti nue to be 
the basis of every important decision in the future, Curri cula for quality TVET programs 
are deve loped 011 the ba, is of a careful anal ysi, of the occu pati o n in different employment 
areas by systematica ll y study ing what a succcss ful worker does and needs to knoll' in the 
practice of his/hcl job (Coc, 1973; Wenri ch, 1958) , Th" design 01 qual it)' 'I VET curricula 
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il1\'o lves modulari zat ion that emphasizes the spec ification of pal1icular knowledge and 

ski ll. and the ir app li cat ion to the standards of performance required in the wo rkp lace. King 

(1994:625) reiterated the curri cula developed bv the spec ification of learning objectives i'n 

a modular structure. makes learnin g eas ier in any TVET program. 

Vocati onal curricula are organized to provide learning ex periences for those lI 'ho wo uld 

prepa re themse lves for employment in a particular field of endeavor. In th e de"e lopment of 

curri cul a it is necessa ry to consider soc ial and technologica l change and the effects these 

have upon occupations and prepa rati on for entry to them. A TVET course involves a 

number o f featu res . the major of wh ich are the curriculum re flectin g the deta il ed lea rning 

conten t o f a course and the way a course is de li vered and student progress assessed. 

Learn ing content may be structured into modules and research activi ti es. 

3.4.2 TEACHERS ITRAINERS QUALIFICATION 

To deli vc r high qualit y educa ti on, schools mu st attract, develo p. and retain effect ive 

teachers. Working conditi ons play an important ro le in a school's ab ility to do so. The 

working conditions of teachers are great ly affected by both the lea rning environmenl in the 

school and teacher morale (The Carneg ie Foundat ion for the advancement of Teachi ng. 

1990 c ited in Coul ibaly, 1999:43). As stated earli er. unsatisfactory working cond itions may 

acco unt for part of the reasons for attriti on among teachers. In add ition to factors such as 

class s ize, a number of other factors come in to play in terms of working hours, including 

teaching time, and the number of hours devoted to extra-instructional activities such as 

preparat ion time. eval uating student, and staff meetings (Cool han . 2003:65). Desp ite the 

fact tha t satisfactory working conditions is meant to encourage teachers to work harder. 

sc hools often neglect to provide for the simplest of agreeable workin g condition from both 

a human and an effi c iency point of vie ll' ( Harri , . 1989: 16- 1 7) Accard i ng to some au thors. 

po li c ies th a t add ress teachers' economic needs and conce rns positi ve ly affec t the qualit y 

and quan tity of a teach ing force (Dove. 1986. Thompson. 1990 cited by Tesfaye. 1999:2 1). 

It is accepted. fo r example, that teacher sa l3r) sca les have an intimatc connect ion wi th 

teachers' r<:l cnti un pa tle rns. When sa lar" levcl s (iJop in rl'i ation 10 the Ic\'ds. which pertain 

for simila rit ). qualified personnel thi s givcs ri se to teacher d issatisfaction. which. if 

unresolved . can cause long-du rat ion difli cuhics and lack of morale «(,oo lahan. 2003:8 1). 
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Technical and vocationa l teachers Itrainers are the key elements in implementing training 

program s. The quality of any TVET program depends large ly on the professional 

competence. personal qual ity and attitudes of teachers (UNESCO. 200 I : 16). Supporting 

thi s LJNESCO ( 1973: II) states that tec/Ulical and vocat ional teachers are' ... responsible not 

only fo r imparti ng knowledge and skills , but a lso and most important is fo r preparing 

wo rkers and techni c ians capable o f contributing to a society w hi ch uses technology to serve 

the case of huma nity'. In thi s rega rd , it is poss ible to say that rVET teac hers are the linking 

device between industry, the real world and the ed ucat ion system. In order to play thi s role. 

the techni cal and vocati onal teache rs must possess knowledge of th eir fi e ld and havc had 

some ex peri e nce in the real wor ld of wo rk for which they are preparing the st udent s. They 

also must have knowledge and skill s in pedagogical and practical teaching (UNESCO. 

1973:23 ). Hi ghl y ski ll ed , qualifi ed , moti vated. nex ible and crea ti \ 'c rVEr teachers and 

instructors are the backbonc of any rVEr system. capable of adjust ing to changing 

technologica l env ironm ents for different target groups. To thi s end. th e Government of 

Ethiopia is in the process of fundamentally overhau ling the system and provision ofTVET 

teacher !i nstructor training and further tra ining. The ai m of thi s process is to create a corps 

of preparing trai necs from d ifferent target gro ups and with different groups learning 

requi remcnt s to develo p relevan t occupational compete ncies as defincd in the occupational 

standards and needed to pass occupational testi ng. lernest Boye r( 1983)has reco mmended 

that the wo rking condit ions of teachers shoul d be improved by reduci ng class load. 

increasing preparati on time. decreasing iso lation , improvi ng inte ll ec tual opportuni ties. 

decreas ing rout ine tasks. improving salaries, creati ng a carecr path. and recognizi ng and 

rewarding teachers' good work and ideas . Pa lnsky( 1986) recommended that teac hers 

should be given more vo ice in the schoo l deci sion making structure and encouragemcnt. 

With many teachers leaving the profession (or indica ting an interest in doing so) eve ry year 

(Grant , 1988) and with the majority o f teac hing vacancies tleld by recent graduatcs 

(Darling-H ammond . 1988). th e re tention of effective teachers has bccome prob lemat ic. 

Relevan t pri o r work place expe rie nce is necessa ry if a teacher is to have th e spec ia li st 

hno\\'Jedge a nd sk ill s required to deliver quali ty \'l:T that " 'ill prepare stude nts for thc 

"orkplace. In addi ti on to a pre requ isite Icvel of spec iali ,t Knowlcdge and skill s. teaching 
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staff will a lso need to have adequate teach ing ski ll s (a teacher certificate) if they are to be 

effecti ve as teachers. 

Prior teaching and workp lace experi ence and trade/professional and teaching qualifi cati ons 

may be recognized throu gh graded teaching positions, for example assoc iate teache r. 

teacher. senior teacher and principal teacher. The qualit y of teaching is, in the fir st instance. 

determined by the context in wh ich teachers operate. The ro les of teachers have altered 

greatl y in recent years as the changes to cUlTiculum structure, deli very and assessment 

modes, work -based tra in ing. industry liai son. the commercialization of training. the growth 

of a di verse student group and project-based work have taken pl ace. At the same time. 

teachers may be impelled to inco rporate equity principles into their app roaches to ensure 

equal learning opportunities for all c li ent groups. These new activiti es have all had an 

impact on the definition of qua li ty teac hing and the skill s and knowledge requ ired . 

The external world of wo rk has also given VET teachers a new range of chall enges, since 

they no w need to prepare students for a technological society, for periods of 

unemployment, lifelong lea rning and career changes rather than for one spec ific job. 

Business management practices impinge on teachers' roles, as g lobal izat ion. information 

exchange; innovation and competi ti on need to be add ressed in most wo rk contex ts. 

Professional development and monitoring 

IJrofessional deve lopment is used to introduce the latest teaching techniques. preferably 

through practice-based research. The process of moderating teaching and assessment tools 

and learnin g o utcomes. and regu lar course meetings. as \Ve il as membership of professional 

associat ions all ass ist in teacher networking and deve lopment. Some juri sdi cti ons undertake 

the systematic monitoring of instructional perform ance - in essence the monitoring of 

in puts to student leaming- wi thin T VET in::. tiluli ons. \I hich includes the internal and 

ex ternal mon itoring of teaching delivery. An impol1ant aspect of teaching is the ex tent to 

which the teaching conforms to the course curricu lum . Compliance with the curri culum 

may. in some cases . be an intemal maller for a TVET prov ider. and should bc assessed as 

part of it s il1ternal QMS. COlllplian c~ is al so r~Ic \' a nt ttll a q ual ity audit. whic h should be 

undertaken periodi ca ll y b) th e TVET qualit y a ss uranc~ hod y. The Illonitoring of teach ing 

deli l'e ry eva luates the abil it y o f teachers to tral b ioflll c urricululll into klH}\\ ledge and 
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competences acquired by their students . The benefits of such mo ni toring include feedback 

to teachers on the ir performance and the qua lity assurance of teachers ' pedagogical skill s. 

ivlonitoring may be internal to the TVET instit ution (for example part of a teacher's 

performance review) or external (fo r example carri ed out by inspectors from an ex ternal 

monitoring agency). An assessment of teaching quality can essentiall y onl y be made by 

those who ex perience it, either as learners or observers. Therefore, the views of learners 

can and should be taken into account. 

In some country systems, it is usual for managers to evaluate lessons as part of the staff 

appraisa l system . Teaching observa tion forms part of the evidence fo r an individual 

teacher's performance appraisa l. The data from these observations can be accumulated into 

a picture of the overall quality of teaching in the institution. Thi s assumes that a suffi cient 

proportion of staIr is observed each year. which is a time-consuming ac ti vity for managers. 

The effective deli very of education and tra ining requires that a TVET institution not on ly 

has adeq uate teaching spaces such as classrooms, workshops and laboratories but also 

adequate learning technologies and a range of equipment. Various trad itional and newer 

teaching aids are availab le that enhance teacher-centered learn ing. 

3.4.3 FINANCIAL RESOURCE ALLOCATION 

One of the major factors that determine the qua lity of TVET rrogram implementat ion is 

ava ilabil ity of suffic ient fin anc ial resource. This means technical and voca ti onal education 

and traini ng programs are expensive to run as compared to general education. According to 

UNESCO ( 1998:27) thc cost of one TV ET Schoo l is equi"a lent to two or th ree schools 

offering general secondary educat ion. Financing is a powerful too l to shape the social and 

economic im pact of the TVET system has a sign ificant impact on its qual it y. efficiency and 

relevance. When public financing i, the so le source of support to VET, institutions may 

face fluctuat ions in budget allocations. This can cause shortage of resources. which may 

lead to low qua li ty program s with limited returns on investment. 

In co untries where the lj ualit\ oj' vocati onal proglHI1l' is poor in public rund~u institutions. 

these programs shoul d be remo\ ed and available resources re allocated (I-Ierschbach. 

1993). As budg~ t all ocat ions from government sources for ed ucation get tigh ter. the 
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sq ueeze on a\ 'ailab ility of funds for Vocat ional Education and Training (VET) is apparent 

in so far as VET is so far VET is dependen t on public I'u nds: Costs on VET as compared 

\\ 'ith general education are al so 2 to 3 times higher as classes arc small \\ 'ith instructor 

trainee ratios of 1:7 sometimes. Thi s increases the unit teac hing costs. Ex penditure on 

equ ipment. infrast nlcture. consumabl es e.g. raw materi als and spare parts is also much 

higher. The challenge before policy makers is to introduce new and different ways of 

financing as well as to ensure that the resources, which are ava ilabl e for VET. are Llsed 

more effect ive ly in order to ensure qualit y- training deli very. 

In most countries the budget for TVET from publi c sources is relative ly small. ranging 

from I to 12 % of the current expenditure on ed ucation (UNESCO, 1993). When public 

train ing instituti ons are ex panded and do not get adeq uate fi nances corresponciingly the 

qual ity of traini ng nlil ) bcc,lll1e poor. In Egypt governmenl enroll; more than half 01 ' upper 

secondary students in vocat ional schools to di vert them from hi gher education . Open 

unemployment among graduates exceeds 35%. In Bangladesh, Cameroon less than half of 

pub li c trainees find wage employment in their trade, Public training has to respond to the 

demand in the labor market onl y then can it become cost effecti ve with good quality 

training leading to high placement rates (World Bank. 1991). In Germany more Ihan two 

thirds of the 16-19 years olds rece ive training within the dual train ing sys tem (Greinert. 

1992). This system is ca ll ed dua l because there are two places of training-the vocat ional 

schools and the companies. The dual system sets high standards of training wh ich leads to 

hi gh producti vity and competiti ve-ness or the labor force. Thi s is why the wo rkers anci 

employees trained in the system arc hi ghly apprec iated by the German society 

(Timmerman n. 1993). Tra in ing in the dual system is succcss ful when there is a constructi ve 

co ll aborati on between soc ial partners and adequate poten tia l for placemen t. Training is al so 

less likely to be ob,olc t ~ as close li nks \\i th employels arc maintained (Hersc hbach. 1993). 

Among the developing coun tri es. Jordan has successfull y adopted the dual traini ng system 

conducted by the Vocati onal Training Corporat ion. If vocat ional training systems are very 

large and program actj \ it i~s cannot be aocquatd) ~ Ll pp()J ted. il 111 (1 ) h~ hetter 10 reduce the 

programmes and consolida te the existing resou rces and reall ocate them appr~)prial e l y. The 

importa nt thing is c fl ect i\ e management of the insti tution through a proper balance 
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between capital and recurrent expend itures. A ll trai ni ng components shou ld be 

s trengthened and em phas is shou ld be on qua lity training. The manage ment shoul d wo rk 

close ly " 'ith the emplovers. Strateg ies for financing VET ha\ c to take into accou nt the 

pattern of econom ic de\T lopmenl. There is no optimal combinati on or li nanci ng. In most 

coun tries the re is a need to di versify tra ining and new " 'ays of financing may lead to nc,,' 

ways o r trai nin g. Attempts to diversify fi nanc ing will ensure stability in the long te rm as it 

" 'ill red uce e xcess ive dependence on a sing le so urce. If there is financial stab ility, it wil l 

lead to be tter qua lity VET programs (I-Ierschbach, 1993) . 

T he Techn ical Vocat ional Education and Training (TVET) system in Ethiopia is currentl y 

undergo ing a major refo rm process. One chall enge of the system reform is to de \'e lop a 

financing mechani sm fo r T VET in Ethiopia that will fac ilita te the generat ion of add itional 

resources needed to implement the s trengthening o f the T VlOT system and its capac ity 

increase (MOE, 2003) . Publi c-Pri vate part nerships, or socia l part nerships. are c ri t ica l to the 

deve lopment of high qualit y vocational education and training because they allow fo r 

regular communication between employers and V lOT prov iders. Th is genera ti on of better 

networks fo r communication is a tangible outcome of soc ial partnershi p ac ti v iti es. 

COlllmunicati on is critical in VET practi ce on many levels. This comm uni cati on enables 

VET prov ide rs to learn what skill s are in demand and to tra in for jobs that change 

regu la rl y. The communication also a llows employe rs to have inpu t into the curri culum of 

VEl and o ften gives them a recruiting tool to attract skill ed wo rkers. In systems such as 

those in A ustralia, New Zea land , o r South Korea by deve loping a national qua li fi cations 

framewo rk and accou nta bility system they have encouraged th e deve lopment of 

communicati on. Therefore, communica ti on is both a criti ca l part of good socia l 

partnerships and an outcome of consis tent engagcment be tween th e publi c ancl pri vate 

sectors (G rubb ancl Lazerson, 2004) . In a markct ,'wnOI11 ), publi c pri\'ate pa rtnerships a re 

the glue tha t links education and employe rs. The terlll is real ly used as shorthand fo r a 

range of pu blic polic ies, fund ing sys tems, and curri c ulul11 li'ameworks tha t ha ve as a shared 

goal to ti ghten the leve l of comillunication among educators and employe rs. The policy 

framc" 'o rk that g(l\ 'c rn, these partnerships i, \ 'a l ied . a lthough thcre arc archetvpica l 

systems. Ge rmany's "dua l system" is one model of pu bli c pri \ate engagement. 
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The German system is based on a law from 1969 that mandates a particular governance 

structure for vocational education and training. At the heart of thc German system is a 

de legati on of responsibility for curriculum and assessment to a coa liti on of labor 

representati ves. businesses. and educators. Thc business assoc iations playa paI1iculari y 

complex role. managing the system by monitoring the qual ity of training provided by 

firm s in the dual system (Brand. 1998: Gill and Dar. 2000; Rauner. 1998). The German 

model has proven difficult 10 replicate internat iona ll y. Some Countries. such as Thailand 

or Korea. have managed to put into place a small number of dual system places (G ill and 

Dar. 2000) . However. even the former Eastern Germany has had challenges in extending 

the dual system. Culpepper' s book (2003) is a de lailed examination of the reasons Ihat the 

dual system can and can ' t be expanded within Europe. 

There are sevaal lessons, most importantly that unless companies see participation in their 

best in terests they wi ll not participate in and ultimately pay for Irai ning and hiring of 

vocational education graduates. The reality is that as labor markets are liberal ized, and Ihe 

cost of do ing business in Germany itse lf has increased relative to olher manufacturing 

intensive countri es like China, the dual system has become less important as a criti cal part 

of Ihe VET structure . The need to lower labor costs and maintain flexi bility in the hi ring 

and ass ignment of labor among nations means that finn s are less in terested in pa rti cipati ng 

in a dual sys tem (Culpepper. 2003). 

A second model for private invo lvement in vocational education and trai ning is Japan, 

which main tains a model complctely different from that used by Gcrmany. but one Ihat is 

relevant in the US and other nations with strong social networks (Kariya & Rosenbaum. 

2003; Rosenbaum, 2002) . Histori ca ll y, labor for Japan's manufacturing system has come 

fi'om high sciwol s. which haw a network of re lationships with hiring managers that allow 

them to place their most accomplished students preferentiall y. This syslcm is based on a 

local re lationship. and depends on high school staff correctl y analyzing the ski ll s of 

potenti al graduates and their fit wilh the academ ic and vocati onal nceds of employers. The 

Japanese sYSlL"1ll i, similar In ~n extenl 10 "hal happcil!> in I.I S \Ocat illnal schoo ls. but on ly 

in those Ihal ale \"Cry high quality. In bOlh cases. the hi gh quality \'oealional schools are 

buih or stro ng relationshi ps bctween educato rs and employers. 
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A third mode l focuses on is encouraging I1rm leve l tra ining through go\,ernment policy. 

Th is is usua ll y cal led a " I-Iuman Resource Deve lopmen t" or "Workforce DCI-elopmc l1l" 

system. Countri es that have thi s kind of program include South Korca. Ma laysia. and 

Singapore. They evo lved in East As ia largely as gove rnment s in the 1960s- 1980s tricd to 

s trengthen economic growth through spending on both in iti a l and furthcr vocati ona l 

tra ining.(Ashton, Green . .l ames , and Sung. 1999; The World Bank, 1993). The co re of thi s 

HRD strategy is taxation po li cies that a llow the government to co ll ect reve nuc from I1 rms 

(usually set a t some percentage of the I1nn 's labor costs) and then a ll ows I1nns to use these 

resources to train within their own compa nies. 

The questi on of I1nancing tcch ni ca l and vocati ona l education and trai ning (TVET) is 

usua ll y among the most c ruc ial and at the same time most content ious issues d iscusscd in 

the framewo rk of TVET refo rms. Under lying reasons may vary , however. In countri es 

where tra ining is main ly provided and I1nanced by government, budget constra il1ls fo rce 

the authorit ies to diversify funding sources. General ly, high quality TVET is ex pensive, 

usually significantl y mo re expensive than general education . A nd costs tend to increase. 

Globa li zati on and the emerg ing knowledge society create new chall enges for trainin g. 

TV ET needs to react fl exib ly to ever changing demands in the labor market. fo r instance 

wit h the development of ncw training cou rses. new training technologies and II ith creatin g 

poss ibilities fo r life- long learning. To mect th ese chall enges. gove rnm ents necd pa rtners in 

tra ining. both in the de li ve ry as well as in I1nanc ing. 

Govern mel1ls al one can no longer run and I1n ance comprehensive TVET systems. To 

respond to these cha llenges. an array o f method to di versify the I1nancial sources of 

trai ning have been introd uced world-wide. a imed in one way or the other at cost-shari ng 

with those who bene fit from training, i.e. , empl oyers, tra inees and their famili es . or the 

society at large . TVET is generally substan ti a ll y more ex pensive than ge neral education. 

Main ly caused by: lower s tud ent to teacher/trai ner rat io in TVET compared to general 

educa ti on: high capiwl cost for training lIorksho ps and equipment: higher COSI of training 

material. in pa rlicui<u if technical l1 e lds are concern<:Li: more dil crsili ed system of curri cul a 

and standa rds whi ch increases admini strati ve cost incurred in the I'V ET system. 
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The Government of Ethiopia is current ly developi ng a new financing strategy for 
tech nical and vocational educat ion and trai ning (TV ["I" ) as part of the ongoi ng fundam ental 
rdorm of the Eth iopian TVET system. The aim is to secure a susta inable linance base and 
del 'elop operati onal mechanisms to support thi s ambitious reform.To enr ich this process. 
the Ethio-Gennan Engineering Capacity Building Program (ECBP) organized an 
International Symposium on Implementation Issues of Di versifi ed Financing Strategies for 
TV ET on November 20-2 1, 2006 in Addis Ababa. Ethi op ia. The purpose of the symposium 
was to add an international perspective to TV ET financing options at a time when Ethiopia 
faces the major challenge of fine-tun ing and putting its TVET financing strategy into 
practice. In thi s spirit, the symposium was designed as an 0ppoJ1uni ty to benchmark the 
planned fi nancing strategies against internat iona l best practice. to exchange lessons learnt 
with pract itioners from other countries, and to ass ist Ethiopian dec ision-makers. 
implemcnters and sta keholders both at federal and regional levels in widcning their 
understanding of the relevant issues. challenges and opportun ities when developing and 
implementing sustainable mechanisms of financing r VET. 

T HE ETHIOPIAN APPROACH TO FI NANCI NG TVET 
In the past, the significant increase in TVET enrolmcnt in Ethiopia was managed by a 
combination of government fu nding, intensive short-term teacher train ing and building of 
TVET centresT he rationale was st ill that of a supply-driven system. The future stages of 
the TVET reform require a paradigm shift towards a demand- and outcome··dri ven sys tem. 
Thi s holds not only fo r the trai ning it self, but for the management of the TVET system and 
it s institut ions as wel l. The deciding factor for success is not input or suppl y, but 
performance. In countries li ke Ethiopia. where the consumers do not yet suniciently va lue 
quality, it is diffi cult to convince private sec tor employers to invest in trai ning skillcd 
workers to improve the qua lity of their products. It is the role of the gOl'ernment to 
sensit ize both consumers and producers about the benclit> of quality - quali ty of products 
and services as we ll as of education and training. Pub lic and pri vate TVET providers need 
to ex plore ways to build paJ1nershi ps. 

3.4. 4 STU DENTS r fRAINEES Mi\I'\Ata: I\1EI'\T 
Another important principle that characteri zes the qua lit y of any TVET program is the 

principle on the students' career and occupallon pincements. III qual itl' TVI:T programs. 
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the select ion and placement of students in to diverse education and training areas requ ire a 

c luster of services that inc lude vocati onal guidance and counseling which help students to 

acquire appropriate posit ions for the ir careers. either academ ical ly or in the \\'orld of work . 

Edu cati on doctrine dec lares that the schools must be responsive to the fu ll range o f student 

in terests. apt itudes. and abi lities. but often in practice a ll but th e gifted and retarded are 

herded through the gene ral academic curriculum , In a great man y school systems onl y 

those student s who appear to have no hope a t a ll of gelling in to co ll ege or who are 

independentl y determ ined to stud y vocat ional subj ects are guided to the vocationa l schoo l. 

which is li kely to be leve led ' of lower quali ty," partly because of the students it receives 

and partly because of a perverted definiti on of quality, 

Students shou ld be supported by a number of formal and inform al structures and processes 

that ass ist in the ir progress. in vol ving: teachers and peers and the ir effec tive re lationships 

with student s: TYET institu ti on's units: study suppo rt., we lfare. library sta ff: di sability 

support , and so on; the Illoderation of assessment items by teachers and the va lidation of 

assessment processes and too ls with industry represent atives ; equa l opportunity and ant i­

di sc rimination regulations; appeals and gri evances procedures. 

Ano ther step that needs to be taken to assure the qua lity of courses is to ensure that student 

se lecti on processes admit su itab le students. who. once admitted. receive adeq uate 

monito ring and guidance. A pub licly fund ed VET institution is required to attrac t, select 

and enroll its trainees in accordance with an enro lment policy determi ned by the 

government. The greater the autonolllY gra nt ed to the institution. the more likely it is that 

the YET instituti on will set it s own enro lment condi tions. 

Attracting potential students 

Autonomous lY E ] institut ions can anract student enrollment in a num ber of ways. A 

common approach IS to use the media, by ad vel1i sing in community and national 

news papers, on loca l radio and (for particu larl y well -resourced inst itutions) throu gh 

telev ision commerc ial s. Prov iders may also organ ize special events or attend cO lllmunit)' 

wn ues, such as shopping cenlers and caleer lorums. A Illo re , dect ive approac h to 

allracting s tudents is thro ugh cal'eers co unse lors. who are we ll placed In ad vise students in 

the ir fina l ycar(s) of schooling on their future options for training and/or em ployment. 
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The selecti on of stud ents may also be linked to specific course req uirements. These will be 

developed by the VET institu tion ' s department s w ith reference to indi vidua l courses or 

leve ls of study. Other tra in ing providers may conduct entry tests in order to rank 

prospec ti ve stud ent s. and a ll ow se lecti on to be undertaken on the basis of ranking indica ted 

by such tests. These tests at least have the benefit o f consistency. tha t is. a ll s tudents are 

ranked acco rding to the same criteri a. Vocat ional guidance and vocational ed ucati on have 

had a strong in terre lationship since the beginning of the twentieth century. That 

re lationship has been based on the assumption that "ocati ona l guidance coul d help people 

make " 'ise occupat ional choices and that voca tiona l education could hel p them prepare fo r 

what they had chosen. The primary contribution of Ginzberg and Super was the 

introducti on of the notati on of occupati onal choi ce as a process. This was a dec isive 

improvement over the earli er not ion among vocational guidance personnel th at 

occupationa l choice was basica ll y the matching of an indi vidual possess ing a set of 

observed characteri sti cs of tra it s w ith a particular occupation in which these tra its seemed 

important. In developing countri es like Eth iopia. appropria te vocational guidance se rvice 

will minimi ze the wastage of scarce resources which is in vested on trainees due to th eir 

wrong o r unwise cho ice of vocatio n (Seyo um and Tirusew. 198 1: i). 

The Ethiopi an TVET system. however. lac k up- to-date occupational information and the 

gu ida nce o f tra ine rs themse lves do not have cutTent know ledge of educat ion and 

employment opti on. Therefo re, TVET opportuni ties should be bett er promoted and TVET 

programs should be ensured of first cho ice for more indiv iduals based on sk il l demand of 

the market (MOE, 2005:2 1). Increased attelll ion will be gi ven to vocat ional guidance to 

enab le future trainees, in part icu lar yo uth, to choose the ri ght career and make full use of 

th e initial and life- long oppo rtunit ies prov ided by the TVET sys tem. Vocational guidance 

has 10 start at school k,·cI. The 1 VET A uthoriti~, will uel clop a concept for the 

introduc ti on o f appropriate voca ti onal guidance structures with in th e system. including a 

system of aptit ude testing to support personal ca reer cho ices. 

3.4.5 COMPETENCY OF T HE TVET MANAGEMENT 

L'on c~ rning managc ment or I V[ r ins ti tuti ons UNESCO anJ 11 .0 (200~ . .J 7) SWtc that 

<l cJmin ist rators of techni ca l and vocat ional educa ti on program, silould be equ ipped wi th 

teaching ex perience in a licld o r techni cal and, ocat iona l eJuc<lt ion and knowledge or 
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admi nistrative techniques and rrocedures. Management acti vities a llll at changing or 

marinati ng a system's status in order to ach ieve ce rtain goals. Management is. therefore. 

goal-ori ented. Routine manageme nt ac ti vities regarding programm ing and planning. 

budgeting and financing. starring. and moni tor ing the performance of unit s and 

indi \·idua ls. Consequently. effecti ve management req uires policics on planning. human 

resources. reso urce allocat ion. wages and other matters. ln the coun tri es where 

management sys tems have not yct matured management dec isions can be based on broad 

cri teria incorporating uni versal assumpti ons and va lues. A maj or impetus in the adoption 

of quali tv management systems (QMSs) in VET has been the ri se in the need I'or 

accountability. especial ly with rega rd to publicly fund ed operati ons. As the consum pti on 

of education and training services grows. QM Ss are now regarded as a useful way of 

reassuring cli en ts and government abo ut the benefi cial outcomes ofa VET provider. 

The QMSs use va ri ous ind icators and focus on improving different aspects of educat ional 

and training instit ut ions. Some aim to improve customer sati sfact ion with educat ion and 

training. whereas others concentrate on impro ving service producti vity and red ucing costs 

by, for example. focusing on strategic planning, leadership. cont rol. customer I'ocus. ri sk 

management and results or future plans. For TVET to provide the required services and li ve 

up to its core business. it must muster internal capacity. It is necessary to bu ild its 

competencies along varies requirements of its responsibilities in di rec ti on setting. standard 

se lling and Systl'IllS development and in support ing -I VET provis illn . Ins titutional capaci ty 

building also invo lves the installati on of the TVET qual ity management sys tem at all levels 

of the organization. Depend ing on its size and complex ity, an autonomous VET insti tu ti on 

wi ll have several categories of employees. Larger instituti ons are li ke ly to have a \\ider 

range of stan: refl ecting their greater degree of diversit y. 

Managerial Staff 

The manager ial staff of public VET insti tutions will need to have pri or management 

experi ence and sometimes management qual ifi cations. A qua lifica ti on in Educati on 

Management. which has recentl y bcen launched in some uni ve rsities and pOI\1echnics. 

cou ld be of pan icular \"l lue . Management ~xpcr i c:ncc and qWllilic:l1inn , ale recognized 

through a hierarch\' of graded pos itions. fo r example: the VET inst itution's ch ief cxec ut i,~: 

SCll lor manager: leaching (kparl lll cnt (lr;Jining SdlOt )! ) Ill (:lllclgl'f (dircCl(H-Ilh.~ild). C<:llllpliS 
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manage r: line managers in the course development departmen t or other serv ice 

depart ments. and so on. Managerial skill s may assume greater importance in senior 

management pos itions. whereas trade- related " 'ork experience and teaching experience are 

arguabl y more important at the leve l of teaching depa rt me nt (traini ng school) managers. 

Other' Staff 

In general. non-teaching spec iali st stafr (IT. li brary, pub lic relations, techn ical support. and 

so fo rth) will be appointed fo r parti cular speciali st skill s that are not necessaril y specific to 

VET. For example, the public relations staff of a VET instituti on is more likely to be 

sk illed in the fi eld of public relati ons than in aspects of VET, although an understanding 01' 

the latter could be a useful att ribute. Student support staff (vocational guidance. co unse ling. 

rec reat ion and health. and so fort h) is likely to have work ex peri ence and ski ll s in 

commun icating with and providing useful services for prospecti ve, current and gradua te 

students. Administrati ve (finance, human resources, student reco rds, cleri cal, and so on) 

and maintenance staff (in charge of site. bui ldings. equ ipment) are li kel y to have the 

generic skill s required ror the adm inistra tion and maintenance of any organization that is 

characteri zed by the size and complex ity of a VET institution. However, their skill s may 

not necessarily relate to VET. In many jurisdictions, the selection and recruitment of staff 

for pos itions in public VET institutions are based on matching the attributes of aspiring 

appo intees with a job (or pos it ion) descripti on fo r the vacancy. 

The management of national TVL I systems ai ms at producti vity, responsiveness. 

nexib ili ty, effi ciency, and continuous improvement in the qual ity of train ing and increased 

acccss to training. There is a grO\·\ ing need for a good research and development base to 

gu ide the implementation of reforms and make possible the best use of resources in the 

TVET sector. A strong research effort will benefit the TVET sector by prov iding a better 

information base, critical analysis of various issues that \\ ill improve effectiveness of the 

training deli very, cost effecti veness and better understand ing of workers reforms. This is 

how the improvements initiated will positi ve ly innuence on the deve lop l1l en t of a high 

profi le TVET sector. Research based p l~ n n ing brings confidence to the pol icy makers to set 

th~ n ~1I direction rllr til ,' T\, I T s)s teills and justify th, managel1lent stance on allucming 

resources and illlensif) ing thei r effort s in alignment II ith th~ identi fied directions and 

pro\ 1..'11 pracllces 
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3.5 MONITORING TVET INPUTS, OUTPUTS AND OUTCOMES 

Monitol'ing Through Inputs 

It is usual in some VET systems to rega rd the educa ti on and training process as a 

produ cti on model with inputs and outputs. These are measured and qua ntified so as to 

create performance indicators in much the same way as a producti on plant might do . 

Al though such measures have the ir uses. they need to be considered in the contex t of 

human behavio r. The controls available within an education and training process do not 

a lways lend themselves to such precise measurement. In puts are factors that have an impact 

on the VET deli very process : funding, staffing, enrolments, qua lity of teaching, teaching 

and lea rning equipment and material s. accommodation. support and infrastructure 

(catering, transpo rt). and so on. For monito ring purposes. some of these inputs are not 

easil y quantifiable and are usua ll y measured as costs. 

Output Monit oring 

A V[T course 's outputs are the knowledge. skil ls and competenci cs acq uired by its 

success ful graduates. These outputs are somewhat intangible . variable and. therefore, 

diffi cult to measure. For reasons of simplicity, vari ous prox ies are used as measures of 

these outputs. Statist ical information co ll ected through outpu t monito ring includes :the 

numher of student enrolments; the number of student contact hours (SC l-l s) of curr iculum 

deli ve red ; the number of drop-outs : the number of course com pieters (or s tudent retention 

rate): the number of success ful graduations (or s tudent grad ua ti on ratc) 

Outcome Monitoring 

Outcomes are the impact that training has had on the employabilit y of students and thei r 

capa bilit y to continue education and train ing. the ir sa lar\ leve ls ac hi eved (im proved) . 

employe r sati sfacti on with the quality and productivity of graduates. and the rele \ 'ance of 

their tra ining. Outcome monitoring of a VET course is commonl y implemented through: 

graduate satisfaction survc) s. graduate destination su n e) s. and , Ul'\ cy,. of employer 

satisfaction. 

3.5.1 QUALITY AND PERFORM ANCE MONITORING 

S: st~m s ar~ nt'cessan in urder to ensu re that "[,I insl itut i(l l1 s a rc held accou nta ble to thei r 

\'arious s takeholders (governmen ts. st udent s. indust ry. enlerprises and the professions) ror 

their inpllts (publ ic fu nding. tuition fees. and so forth). aetllal pcrfi>l'lll an Ce (the " "y 
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institutions conduct th cir business) and for their delivered outputs and outcomes 

(kno\\'ledgc and skil ls of graduates. their employability. and so forth) . Accou nta bility 

systcms generally invoh'c qual it )' and performance moni torin g systcms. 

Quality Monitoring 

Quality monitoring focuses on the quality of courses de li vered by VET institu ti ons and the 

quality o f outputs and outcomes that result from these courses. Such monitoring in vo lves 

the qualit y assura nce of VET qual ifi cati ons and courses by course ap proval and prov ider 

accred itation processes as we ll as by provider qual ity audits . Qua lity assessment generally 

cove rs both: inputs to learni ng (for example the quality of the curri culum. s tudents. staff 

and teaching de li very); and outputs and outcomes of learning (fo r example the knowl edge 

and ski ll s acqu ired. enhanced employabili ty. the capacity of grad uates to engage in further 

learnin g and employe r sati sfac tion with graduates). ln man y juri sd ict ions. qua lity 

monitoring by course approl 'a l and provider accreditatio n processes is the responsibilit y of 

a dedicated ex ternal qualit y assurance agency. 

Performance Monito rin g 

Monitoring performance in vo lves revi ewing the achievement o r non-achievement of an 

institution' s objectives, whi ch are deri ved from the key focus areas of the strategic plan and 

the departmental action plans that emcrgc from these areas. Key perfurmance indi cato rs 

(KPls) form the benchmark for inst itutional accountability, linking govern ment po li cy 

objectives wi th instituti onal outputs and budget processes. On a day-to-day bas is .. the VET 

instit ut ion' s chief executi ve is fina ll y accountable for the o perat ions of the institution and 

the implemellla tion of re levant pol icies and practices determined by the governing counc il. 

A ll staff is to be info rmed of their responsibil ities within an operational fram ework . so that 

there is a whole-o f-orga ni zation approach to acco untabilit y. Training programs and a good 

communications s trategy help staff to understand thei r responsibi liti es. In recen t years. 

commun ications and polic \' il\\ar,:ncss hal'c imp roved than ks to th~ use of Intra net s)stems 

in VET inst itutions. 

Performance monitoring system s genera lly focus on the major input and ou tput streams for 

each VET inst itution . including' student enrolillen ts. hours o f curri cu lulll J c lil'ered. dro p­

out rates. compl etio ns. grad uatio ns. and so OIl. w ith re fe rence to perfo rm ance meas ures. 

sLich as quality'. t i melillc~s and cost: lillancl' - go\crll l1lcnt Illllciillg. other rC\(' llllC5. 
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expenditure. surpluses/defi ci ts. cash nows, rcserves. and so forth : capital assets - capital 

,·alue. net equitv. deprec iation . expansion. d isposa l. and so forth: ac hie"ement of 

specifica lly targeted governmelll objecti,'es. such as. l'or instance. a ri se in the participa ti oli 

of women in trade and technical training programmes. External and internal monito ring 

mechani sms are commonly implemented through: a regula r course re,'ie\\' bY starf and 

students; staff observation and apprai sal: graduate and emplover surveys: departmeillal 

se l f-assessment and action plans for improvement: ex ternal inspec ti on and reporting. 

3.6 POSSIBLE STRATEGIES TO IMPROVE TVET Q UA LITY 

3.6.1 COUNTRIES EXPERIENCES 

The policy chal lenges facing most couillries at the begi nning of the 2 1" century-including 

developing countries-are ones that has to do with quality, rather than quant ity. Higher quality 

translates in to greater earnings [or indi viduals over their lifetime (Gasskov. 2006).The 

experi ences of autonomous publi c VET institutions in Australia. Ncw Zealand. German y. the 

Un ited Kingdom. and Sweden suggest that thei r administrators di rect their allenti on to 

managing their institutional balance sheets and operational effici ency, assuring the qualit y of 

education and training, and maintaini ng transparent accountability to their stakeholders. In 

these countri es , VET institutions have deve loped as large-scale ma rket operators in the 

national education and training industry. They ca ter to thousands of full-time and part-time 

students of all ages and employ large numbers of staff. Their financial turnover is signifi cant 

and they generate large amounts in revenue. They operate as public companies and serve the 

interests of their governments, studellls, industry and the comm unity, 

AUSTRALIA 

Quality has been a staled considerati on in the Australian VET system since the advent of the 

Australian National Training Authority (ANTA ). the National Training Framework and the 

implementat ion of the national training reform agenda. Australia 's National Strategy 1'0 1' 

Voca ti onal Education and Traini ng 1998- 2003 (A bridge to the future) identifies a range of 

system level indicators in the form of seven key performance measures (KPMs) thm rclate to 

quality of ou tputs and outcomes. The national VET system has in place th ree key qualil" 

assurance mechani sms to support the key performance measures, The increasing globalization 

of the VET training market has al so moti vated somc Austra lian training providers to Opl for 
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certifi cation with the International Standards Organization. an approach to the managcment of 

quality. 

THE UN ITED KINGDOM 

National Vocational Qua lifications standards have bccn introduced in thc United Ki ngdom 

in an attempt to estab li sh a nationally applicable system 01' "oca ti onal qualifi cati on 

standa rds. These qualifi ca tions are based on the at ional Occ upational Standard s. wh ich 

are sta tements of performance standards that describe what competent opcrators in a 

pa rti cular occupation are expected to be ab le to do. Standa rds Selling Bodies have 

developed the standards III co llaboration with employe r-led National Training 

Organizations. However, these qualifications have not proven uni versa ll y popular among 

employees and employers. The purposes of the regulato ry autho riti es' monitoring acti vities 

are. in pal1. to ensure the qual ity of programs and qualifications. 

According to Sey fri ed , six aspects of vocational educati on in the United Ki ngdom have 

proven to be the main issues of contention at the system level: the relcvance or the training 

provided, confidence in the standards of training, the credibility of the qualificat ions, the 

competence of the teachers, fl ex ibility and cost effcct iveness, the question of ' who 

benefits and who pays?'. The quality issue has become problematic not onl y because 

trad iti onal key industri es have declined and the general recogn ition that human resources 

are under skill ed but also because of the necessity of a new culture of lifelong lea rning 

being accepted (Seyfried, Kohlmeyer and Futh-Riedesser 1999). 

GERMANY 

The centra l goa l of the federal government 's VET policy is to provide learners with long­

term employment opportunities through initi al and continuing educati on and trai ning. It is 

regarded as essential from both the economic and socia l po li cy point of vicw that adcq uate 

numbers of training places are provided and also that vocational training institutions have 

appropria te ll1ateri al and human resources. Consequentl y, the provision of training places 

and the quality of resources within vocat ional training institutes are ill1portant indicators of 

quality in the Gerll1an VET systell1 (federal Ministry of E,ducation and Research 2002) . 

Vocational training is based on a 'dual systell1'. which is sill1ilar to modern 

apprenticeships ill the Uni ted Kingdoll1. In ini tial vocational training. thc training is 

prov ided by cO l11 pan ies (three or fOllr days pcr week) . and, additional ly, the trainees attend 
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a course at a vocational college (one or two days pCI' week) . A vocational training lal\' 

provides the framework fo r traini ng. but the actual implementation is the responsibil ity of 

training orga ni zati ons. profess ional bod ies and trade corporati ons. Companies offe ring 

tra ineeships are subject to regulat ion. Cont inu ing vocational training is based on a 

combination of publicl y funded and privately fu nded (employer or employee) training 

prov ision (G utschow 200 I). 

NEW ZEALAND 

The New Zealand Qualifi cati ons Authority was estab lished to O\'ersee the development of a 

National Quali fica tions Framework . Industry Train ing Organ izat ions were formed to assist 

in the development of ind ustry-specific standards and qualifications (New Zealand 

Quali fi cations Authori ty 2001 ). The qua li fi cations authority has recentl y developed and 

implemented a quality assurance system which is admi nistered by the Quality Assurance 

Service. The authori ty focuses on the registration of traini ng providers; registration of unit 

and achievement standards on the Nat ional Qualifica tions Framework ; accreditation of 

schools. institu tions and other establ ishments to offer approved courses and/or award 

credits fo r registered national standards; and accred itat ion of Ind ustry Trai ning 

Organizat ions to register workplace assessors. 

The Quality Assurance Service uses systematic qual ity aud its to ve rify that quality systems 

are effecti ve. Providers are required to carry out self-assessment prior to audit. The 

standards against whi ch providers and training organizations are audi ted have been 

developed through consultation with the stakeholders (New Zealand Quali fica tions 

Authori ty 200 1). The focus of quality ind icators in the New Zealand training environment 

is currentl y undergoing a shift in emphasis from monitori ng quality on the basis of inputs to 

moni toring quali ty on the basis of outputs. 

SWEDEN 

The quality debate in Sweden concerns itse lf not onl y with the qualit y of vocational 

train ing but also with its broader social impl icat ions. and with such general object ives as 

creati vity. The in vo lvement of part icipants and other stakeholde rs is considered crucia l. as 

is the use of different ki nds of evaluations. both qua litati ve and quantitati ve approaches. 

and the wish for use ful results fo r developers. planners and decision-makers (Seyfri ed. 

Ko hlmeyer and Futh-Riedesser 1999). Vocational trai ning and general education are not 
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clearl y di stin gui shed . and. indeed. it is an objecti ve of the Swedi sh ed ucati on system ' to 

narrow the gap between vocati onal and general education as much as possibk' 

(Abra hamsson 1999). The Swedi sh Ministry of Ed uca tio n and Science recogni zes that high 

qua lity VET will only be achi eved if there is close cooperati on between school and 

working li fe . Vocational programs at the upper secondary level a re considered to be ini ti al 

vocational tra ining and a ll other fo rm s of training, from labor market through to 

profess iona l degrees at uni versity are regarded as continuing vocati onal training. As the 

education system in Sweden is much decent ral ized. it is difficu lt to ge neralize about quali ty 

management. Pr ivate educati on institutes are guided by an an nual survey of tra ini ng needs 

conducted by an assoc ia ti on of small enterpri ses . whi ch operates as a de facto quality 

assessment mechani sm. If it is apparent that an institute is attracting decli ning numbers of 

students, the association assumes tha t it is the quali ty o f that institute 's offerin gs that IS 

lacking. 

THE NETHERLANDS 

The Netherl ands' approach to quality is characte ri zed by stron g ex ternall y imposed quality 

control s, and top-down strategies. As we ll as se lf-a ssess ing their internal quality programs, 

schoo ls are eva luated by ex terna l v isiti ng comm ittees every fi ve to six years. and the 

atte mpt to find the ri ght ba lance between these internal and ex terna l quali ty assurance 

mechanisms is ongo in g. Furthermore. ' reconnai ssance ' studi es. for whi ch approximate ly 

300 eva luat ive questi ons have been designed. a re conducted when the need becomes 

apparent in spec ifi c industria l/economic/d iscip li nary sectors (N ielsen and Visser 1997). 

SOUTH AFRICA 

South A frica's Nationa l Q ua lifi cations Framework is moti va ted by a balanced, twofold 

commi tment to meet the needs of individual lea rners (and es pecial ly, to redress hi storica l 

inequiti es in the educati on system) and to contribute to the country's economic and soc ial 

needs. The in tenti on of a nat iona l framework such as thi s is to enable nation-wide 

recogn iti on and pOl1ab ility of qualifications. It is underp inned by a strong commitment to 

the principles of lifelong learni ng. The quality ind icators fo r the Nati onal Quali fi cations 

Framewo rk are intended to cncompass the foll owing obj ectives: integration (theory and 

practi ce and Knowledge. va lues and atti tudes sho uld be integrated in a ll quali fi cat ions and 

s tandards). lea rnin g olltcomes (expec ted standards of atta inment should be clearl y stated. 

and prog rams des igned to ensllre ach ieveme nt ). access. mobi lity and progress ion (learnin g 
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should lead to continued lea rning and to employment opportun iti es). rcdress (there shoul d 

be incrcased access for those who were previously de nied opportunit ies) personal and 

nati onal dcvclopment (learners should be empowered and cnabled both for their O\\'n and 

their country's development needs). Implicit in the South Afri can Quali fi cations 

Authority' s implementation of the quali ty system is the understanding that qua lity 

assurance. qua lity management and accred itation are not things or products; rather. qualit y 

is a process (So ut h Afri can Qualifi cations Authorit y 200 1 b). The va rious countri es 

experi ences show the diffe rent approaches that help to facilitate for the improvement or 

quality in TVET system. 

3.7 ETHIOPIAN SITUATION 

The Ethi opian Govern ment has decided to reform the Ethiopian TV ET sector by designing 

and implementi ng an Eth iopian TV ET - System based on international best practi ces. The 

new Ethiop ian TVET-System is an outcome based system, meaning that it uses the needs of 

the labour market and occupational req uirements from the world of work as the benchmark 

or standard for TVET deli very. The requirements from the world of work are anal yzed and 

specifi ed-taking into accoun t international benchmarking. Developing vocat ional and 

technical ski ll s costs much more than general education. and inadequate budgets lead to 

inadequate outcomes. If skill s are not developed. however, prod uctil'it y will 11 0t increase. 

and the benefi ts to society and individuals will not materiali ze. Meeting the recurrent costs 

of paying well -qualifi ed managers and instructors and providing up-to-date teaching 

materi als and maintenance are essential to achieving good train ing outcomes. The econom ic 

policy and strategy of Ethiopia requ ires techn ical and professional skills in broad and 

specific occupational fi elds. It is with thi s intenti on that the Governm ent of Eth iopia has put 

in place a comprehensive capacity bui ldi ng development program aimed at strengthening its 

human resource potent ial th rough TVET. To meet thi s demand. public and non-public 

TVET insti tutions have increased in number. the training areas have been di versified. 

enrolment has increased, and the tra inees are prepared to perform fu nctions valued and 

needed by the Agricultu ral Development Led Industrializati on Strategy of the coun try. 

However. at present most TVET grad uates do not meet the expec tations of the sen ice and 

product ion sec tors. Th is is due to three reasons: TV ET concentrates on insti tutio n-based 

training. \\'hich li1l'0 rs theoreti cal instruction. Init ial tra in ing is sti ll input-oriented and 
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foll ows curricu lar requ irements instead of workplace and labor market req uirements. Further 

train ing and continuous upgrading fo r the ex isting "wkforcc are only partially in place. A 

meaningful structure for steady adaptation to " 'orkforce demand and life-long learning is 

still missing, ongoing formal and in formal non-public and private company-based trai ni ng is 

closer to people and to the wo rl d of work. All these diffe rent training approaches are not ye t 

part of the over-all traini ng system th us exeludi ng large majority of trainees, job seekers 

(creators) and working people. Thus their skill s. knowledge and experi ence are not 

sufficiently acknowledged. developed and utili zed. Based on the government economi c and 

soci al development strategy program new train ing programs have been ident ifi ed. and 

occupat ional standards were prepared for 50 priority trades. 

The TVET institutions were provided with the necessary eq uipment. mac hi nery, fu rniture 

and computers to make the traini ng practical and of be ller quality. Training modules were 

also produced and di stributed to the institutions. Moreover. 69 ex patriate teachers were 

recruited and ass igned in the di fferent TVET institutions to improve the qual ity of train ing. 

The TVET qualification framework document was prepared to put in place a trade-testing 

center with the corresponding procedure and 5 other implementation guidelines were also 

developed and 5 centers of competencies deve lopment plans are prepared. The Federal 

TVEr Authority is responsib le for overall coordinating and stee ri ng of the ent ire rVET­

System and related issues in Ethiopia, and ("or driv ing the envisaged r VET re("o rm process. 

Within the process of decentralization Regional TVET-A uthorit ies take over vanous 

func tions and responsib ilities. The institutional set-up is similar to that of the Federal 

TVET-A uthori ty. 
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CHAPTER FOUR 

DATA ANALYSIS AND PRESENTATION 

Thi s part of the thes is dea ls with analysis, in terpretation and presentation of the da ta 

secured from the sampled groups. The data co llected through questi onnaires and interview 

were analyzed and interpreted. As a result, the basic questions rose in chapter one was 

given pertinent resolution .A total of 237 copi es of the questi onnai res were di stributed to 

189 trainees, 41 trainers, I TV ET sub-sector offi cial. 2 co llege deans. 2 co llege 

administrato rs and 2 college finance heads understudy. Out of the questionnaires 

di stributed to respondents 189( 100%), 41 (100%), I (100% ).2( 100%). 2( I 00%) and 2( I 00%) 

\\ ere filled , replied and returned from trainees, trainers. TVET offi cial, TVET co llege 

deans. administrators and finance heads respecti vely. The responses to the close-ended 

questions on the questionnaires were tabulated; responses to the open ended questions were 

summarized and interview reports were interpreted . Based on the responses obtained from 

the sample respondents, the ana lysis and interpretation of the data were presented 

respecti ve with each table. 

4.1 Respondents Characteristics 

Table 4: Background Information of Trainers /Tcachers Respondents 

! Teachers 
I N It em Awassa A rba- Illinch 

0 No 'Yo No % 

t Qua l i fi cal ion: 
a. Dipl oma(10+3) I 4.35 - -
b. Diploma( 12+2) 4 t 7.8 5 27.8 
c. Diploma( 12+3) 2 8.70 I 5.6 
d. B.A/B. Ed/B.Se 15 65 .2 12 66.6 
e. M.NM.Sc I 4.35 - -

Total 23 100 18 100 
2 Service years: 

a. 1-5 4 17.4 6 33.3 
b. 6- 10 I 4.4 2 I I. I 
c. 11 - 15 5 2 1.8 3 16.7 
d . 16-20 4 17.4 2 11 .1 
e. 2 1-25 7 30.0 5 27 .8 
f. Above 25 2 9.0 - -

Tota l 23 100 18 100 

Background information of teachers/trainers shows in Table 4. item 2 revealed that the 

responden ts qua lifi cation in the two co lleges were in first degree level and above at Awassa. 
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Thi s implies that one of the qua lity indicators (qua lifi cati on of teachers) was in a good 

condi ti on. Item 2 of the same Table ex hibi ted that majority of the teachers were greater tha.n 

II yea rs in their serv ices in the tlVO colleges .Thi s indica tes tha t one oC an important pre­

condi ti ons Cor the co lleges in using expe rienced workers for quality TVET delivery was 

ac hieved. Moreove r. the literature supports that prio r teaching and wo rkplace experience and 

trade/profess ional and teac hing qualifications may be recognized through graded teachi ng 

pos it ions. for example assoc iate teacher, teacher, senior teacher and principa l teacher. 

Table 5: Background Information of Trainees Respondents 

Students/train ees respond ents 
No It ems Awass~1 Arba minch 

No % No % 

Age: 
t a. 17-20 76 60.8 38 59.4 

b. 21 -25 39 3 1.2 25 39.1 
c. 26-30 9 7. 2 - -
d. 3 1 and above I 0.8 I 1.6 

Toral 125 100 64 100 
Field of srudy: 

2 a. industrial 55 44 38 59.4 
b. construction 26 20.8 6 9.4 
c. business 44 35.2 20 J 1.3 

Toral 125 100 64 100 
Tra ini ng program/leve l : 

3 a. 10+2 81 64.8 34 53. 1 
b. 10+3 44 35.2 30 46.9 

Tora l 125 100 64 100 

The information in Table 5 of item 1 describes clearl y that from sampled groups th e data 

revealed th a t m ajority of the respondents at Awassa 76(60.8 %) IVas in the age of be low 20 

and at Arba Minch 38(59.4%) was also below 20. A small group of stude nt pop ul ati on in 

the two co ll eges had had only I (0 .8%) above 3 1 years old . Hence, thi s data d ictatcs 

traini ng prov iders to recons ider and make close a ttent ion in creating the concept of quality 

in the minds of tra inees as they we re too young to rea lize qua lity in traini ng. Regarding the 

infor mat ion achieved from item 2 s tates tha t the respondents fi e ld of stud y at Awassa were 

55 (44 %) industria l and at Arba Minch 38(59.4%) were seen as the lion share of trainees. 

The above funda mental catego ry of the major fie lds a lso in turn accommodated many 

specia li zations and the aggregate sum of departments were required ex tra investment to 

secure quali ty deli very. The litera ture stat ed tha t the cost of Technica l and Vocational 
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Education and Training is expensive and thi s rea lity becomes more in the case of industrial 

and construction fi elds, Information shown on the item 3 indi cated that SI (64,S %) and 

3-1(:i3,1 %) of the responde nts were 10+2 programs in the two co lleges and thel' hold abo,"e 

an ave rage of students, Th is implies that the co ll eges were not ab le lO possess more 10-3 

students as they require to be paid earmarked allowances, 

Tabl e 6: Background Information of EB-TVET Sub-Sector Official 
---,--

ItCIlI S Res ponses 

Age: 
40-44 years I 

2 l"idd of study: Major -Chem istry 
Minor -Mathematics 

Qua li fica tion : MSc, 

r /ork experience(s): In TVET- 9 years 
--

[n olher- I I years 
- -,---

~ 
I 
'---

13ackground in /"onnation of the respondent in Table 6 of item I shows an adul t age range, 

II could be suggested thai all individual might able to react sociall y with people in depth 

guided through life experiences, It is an age gro up on which people naturally mature to 

take responsibi lity, The qualification of the respo ndent. di sclosed thai the indi vidual 

educati onal background was not from educational planning and management or related 

field s to manage TVET sub-sector properl y_ Concerni ng management of TVET UNESCO 

and I LO (2002) stated that administrators of technical and vocational education programs 

should be equipped with administrative background, Wo rk experiences of the respondent 

in item 4 revealed that the respondent had suffic ient service years though it \\ 'as a 

mismatch between what the respondent possesses and what his current dUly sho\\'s, 
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Tab le 7: Background Information of Respondents 

It ems Respondents 

Finance ~ Awass. TV ET Arba Minc h TV ET 
Dctln Ad ministr Finan ce Dea n Adminis 

a(or hea d {rato r head 
N % N % N % N , ., j\; " N 
0 0 0 0 <' 0 

M£ 

35·39 I 100 

40·44 I 100 I 100 
-1 5 and above I 100 I 100 I 

Qualification 

Diploma I 100 I IOU I 

( 12+2) 

BN R Sdll .E I 100 I 100 I 100 

d 

Service vear 

6· 10 I 100 

J 1- 15 
I 100 I 

2 1 ·25 

Above 25 
I IUO 

I 100 I IOU 
Field of slud~ 

Malilenwlics 
I 100 

Ed Adm I IOU 

Geography I 
IOU 

English I IUU 

Accounting 
I 100 I 

Ages of the respondents were presented 111 Table 7 of Item I that almost the two deans 

were in the age of 40 and above. Here, it cou ld be deduced that their ages' information 

revealed that they had se rved more and thi s has direct linkage with work ex periences of an 

individual. The data in item 2 shows the age of the administrator at Awassa hacl more than 

35 years old and at Arba Minch more than 4S years old . f'rom thi s it cou ld be said that al l 

the res pondents had sufficient maturity in work and thi s cou ld match wi th thei r work 

ex periences. As the age of the fi nance heads res pondents in item 2 showed that both 

respondents we re under the adu lt category. In thi s regard , it could be said that the 

respondents were matured as they stayed for a long years of work if other preconditions 

were fulfi ll ed to the position. As the data depicted that the two college cleans were 

qua lifi ed for fi st degree in different special izations. It could be summari zed that they had 

achi eved minimum leve l of req uirement in order to leaclthe ir duties ancl respons ibilities. In 
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item 2 the qualificat ions of administrators at AWHssa was beller than that of Arba Minch 

.This also confirmed that more admi nist rati ve duti es and responsibili ties were managed 

beller. In the same item the qualificati ons of fina nce heads \I'ere sho\l 'n and in two co ll eges 

it \I'3S fo und to be dip loma. This implies that the level ",as suffi cient in order to manage 

the owr all financial acti viti es of the co lleges. 

Descripti ons of the respondents' service years in it em 3 stated that the deans of the two 

co lleges had suffi cient se rvice yea rs. It eo ul d not be generalized that the sCI'\' iee years of 

the respondents could guarantee an effi cient management duty and responsibility in the 

l VET de li ve ry. Rather the service years have to be linked with qualification on TVET and 

manageme nt areas. As to the service years of the responden ts in item 3 described clea rl y 

and administrator of Awassa was served less than that of Arba Minch. Thi s implies that 

unl ike Awassa the administrator of Arba Minch (had been long served) ga ined better 

awareness regarding the technical work related activities of TV ET co llege but th is would 

not warranty effecti ve manageri al capacity. As far as, the respondents' fi eld of study in 

item 4 was concerned dean of Awassa had no TV ET backgrou nds but dean of Arba Minch 

was qualified fo r educat ional administration which is believed to be acceptable to manage 

the work acti vities of the co llege. Here, it could be ded uced that the actual condit ion of 

one TV ET college seems inconsistent with universa l ru les and regulations. Concerni ng the 

adm inistrators ' fi eld of stud y, all of them possess fi eld of study which were not linked to 

admini strat ion. This implies that the ad mi nistrators did not possess relevalll speciali zation 

on TVET to admin istcr. In contrast to the admin istration acti viti es of TV ET in general 

international reports of various documents suggested that the program had to be managed 

by indi viduals having TVET background . To the fi nance heads fi eld of study under item 

number 4 indicated that almost all the respondents were exactl y qua li fi ed to an appropri ate 

fi e ld of stud y. This implies that the respondents' speciali za tion was hi ghly signifi cant in 

managing the financia l resources of the colleges. Since financial re source allocation of 

training colleges is essential to bring quali ty outcome. the finance workers of the co lleges 

were properl y ass igned. 

4.2 I nstit utional Capac ity Asscssmcnt 
Belo\\' quantitative itcms were analyzed using stati sti ca l too ls at signifi cance alpha level or 

p=.OS. Also the resea rcher defi ned an avc rage val ues fo r va rious rating scales of 
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quest ionnai re itcms of va lue 3 as an average for 1.2.3.4 and 5 and 1.5 as an average for I, 2 

and 3 val ues of responden ts responses. 

Table: 8 The Lcvel of Cond uci ve Situation Upon Trainees Necds 

Awassa TVET Arba Minch 

Trainers TVET 

No It ems Train ers df X' 

I 

2 

3 

No % No % 

Have you ancnded any 7' -, 56.1 IS 43 .9 

refreshing courses recently? 

A. Yes 5 21.7 7 38.9 2 X'=20.S29 

B No 18 78.3 II 61.1 P=.OOO 

Does equally quali fied staff 

obtain similar sa lary? X2=33.39 

A. Yes 0 0 2 I I. I I P=.OOO 

B. No 23 100 2 8S.9 

Does your co llege retain 

qualified and experienced 

trainers? I X, =.610 

A. Yes 7 30.4 II 61.1 P=.435 

B. No 16 69.6 7 3S.9 

In Ta ble 8. item 1 indicated that ma jority of respondent s in Awassa (783 %) and in Arba 

Mi nch (6 1. 1) confirmed that there was insufficielll provision or refreshi ng training for 

trainers. When the chi -sq uare test employed to see the sta ti s ti cal signifi cance o f the item. it 

revealed that there is highly a s ignifi cance difference on the responses at p= .000 va lues. 

On the other hand , open ended questions for teacher respondents were prov ided whether 

they attended and its duration. Accordin gly, most teachers were not participated training to 

narrow the ir skil l-gap. From thi s one could point out that refresher tra ining for teachers is at 

it s rudimentary stage and as a result they were not armed with the necessary up to date 

techno log ica lly linked informati on. In the same table, item l revealed that almost all 

respondents in Awassa ( 100 %) and Mba Minch (88.9 %) res ponded that there is unequal 

benefit of sa lary for equall y qualified staff. The stati sti ca l chi- square test also icie ntified that 

there is a signifi cance difference at p=.OOO va lues. Rega rding item number I. respondents 

of Awassa replied that there are wea k effort s to reta in qua lifi ed and expe ri enced trainers 

but Arba Minch res pondents rcsponded that there is a good a ttc lll pt to re tai n trai ners. In 
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general , the chi -square resu lt shows there is no signifi cance difference on both groups of 
respondent s (p= .435). Teacher respondents we re asked to state why equall y qua lifi ed staffs 
no t obta in similar sa lary. On the bas is of such views Awassa teachers were menti oned the 
fo llowing points as a reasons, the respondents concluded that maj ority o f them were 
excluded from getting the new higher education salary scale as 10+3 part icipallls of their 
co lleagues and for unequal distrib ution of salary scale may be due to poor image of the 
regional education bureau towards TVET sub sector and its co ll ege legislation weakness in 
hold ing hard and fast legal framework for teachers' ri ghts. As a result the improved 
incenti ve is confined on ly to business department se lecti ve teachers · of business 
department. 

Table: 9 The Status of Training Colleges' in Providing Basic Facilities 
Awassa TVET Arba Minch 

trainers TVET (rainers Totat 

No Items No % No % df Xl 
I Are there 

adequate 

infrastructure in 23 100 18 100 2 
your co llege? 

A. Yes 

6 26. 1 10 55.6 X'~ 1 .98 

B.No 17 73.9 8 44.4 p~ I .6 0 

2 Are there 

adequate library 23 100 18 100 I 
resources? X'~ 18 . 9 3 
A. Yes 

P~.OOO 

7 30.4 10 55 .6 

B.No 

15 65.2 8 44.4 

3 Is there conduci ve 

environment to 

conduct research 23 100 18 100 I X '~ 1 7.78 
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on quality p- OOO 
improvement? 

A. Yes 

5 21.7 2 11.1 

B. No 

18 78.3 16 88.9 

In item 2 of Table 9, which is related with infrastructure adequacy linked request (26. 1 %) 
respondent s of Awassa repli ed that there is inadequate and on the other hand (55.6%) of Arba 
Mi nch respondents responded there is an average adequacy. Test results of chi-square assured 
that there is insi gnificant differences on the responses of the two groups at (p=.160) va lues. In 
the same Table. item I showed that respondents of Awassa (65.2%) ind icated as there is no 
adequacy of library reso urces. On the contrary, Arba Minch respondents (55.6%) stated that 
there is an average resource. As fa r as the chi-square test is concerned there is a significance 
differences at p=.OOO va lues. For item number 3 which was related with resea rch facilita ting 
env ironment conduc iveness, majo rity of respondents (78 .3%) and (88.9%) in Awassa and 
Arba M inch respective ly replied that there was no conducive enviro nment which invites 
professionals to carry ou t research acti vities . Chi -square test outcomes also shows staticall y 
significant (p=.OOO). 
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Tab le: 10 Pre lind Pos t Knowledge Assess ment of T rainees on TVET 

T r~i ll e es res pond ents I 
Awassa Arba Min ch I 

No Items No % No % df X' Sig. 

I Did you have 

in itia l knowledge 

about TVET 

before jo ining it? 

A. Yes 31 25.4 15 24. 1 3 80.31 .000 

B. No 33 27. 1 16 25.8 

Total 122 100 62 100 

2 Are you happy in 

join ing TVET 

program ? 

A. Y es 112 90.3 57 90.5 2 274 .89 .000 

B. No 12 9.7 6 9.5 

r-:::-" Total 124 100 63 100 

3 Are you j oined 

TVET by your 

own interest? 

A. Yes 88 72. 1 48 77.4 2 142.95 000 

B. No 34 27.9 14 22.6 

Tota l 122 100 62 100 

4 Are you 

in terested 111 your 

department now? 

A. Yes 11 2 91.1 59 93.7 2 289.65 .000 

B.No II 8.9 4 6.3 

Total 123 100 63 100 
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As it is indicated in Tab le 10, a ll items in the test category on respondents' perception towards 

rVEr pre and post view of knowledge were not suffic ient and both groups had consensus and 

there\\·ere stati st icall y signifi can t difference at p=.OOO val ues. From these it could be 

ge neral ized that trai nees understanding prior to join their respecti ve fi eld of study was 

essenti al and for thi s the coll eges had to organi ze vocati onal gu idance serv ices. As the mai n 

component of rVEr system, students were asked free response questi ons whether they joined 

TVET by interest or not. Acco rdin gly, Awassa respondents described their views in brief as 

they joined e ither through: since there was no other option, no pre - knowledge. as there was 

no sufficient result for higher institution (preparatory) entry , due to famil y enforcement. 

because of the placement, joined instead of sitting idea l, preferred instead of killing time, since 

it was impossible to afford for other pri vate training coll eges, on the other hand, respondents 

of Arba Minch also mentioned how they joined as fo llows: My wish was joining uni versity 

program but not ,as I sco red poor result in national examination forced TVET, I joined by the 

coll ege decision , and I joined due to my poor resu lt but now I am enjoying it 

Table: II Resources Management at The Institution Level 

Awassa TVET Arba Minch 
TVET 

Trainees 
Trainees 

No Items No % No % 
elf 

X2 

I Is raw material arrive at workshop 11 8 100 64 100 
on time? 

78 66.1 29 45.3 Xl 

A. Yes ~88 .22 

40 33.9 35 54.7 2 
B. No P~.OOO 

2 Do teachers use trai ning time 123 100 63 100 
properly? A. Yes 

91 73.9 54 85.7 X' 
B. No ~ 1 2.90 

32 26. 1 9 14.3 I 
P~.OOO 

47 



Table I J of item I, presents about raw materi als arri va l for training on it s due time and as 

hi gh as 78(66. J %) at Awassa and less than half 29(45.3%) and Arba Minch respondent,s 

were agreed on it s timely arri va l. Proper utili zation of training time could be enhanced 

through the provision of training materials. Trainees can get the required skill if training 

mate ri als arrive for the intended purpose on time. Moreover, the chi -square test depicted 

the ex istence of signifi cance difference at p= .000 va lues. item 2 of Table II shows 

responses for the question of teachers/trainers proper time uti li zat ion for training. 

Accordingly, the majority 91(73.9%) and 54(85 .7%) replied upon proper time utili zation. 

When considering chi -square test for the item 2, the responses indicated the existence of 

significance difference at p= .000 va lue. 

Table: 12 Libr'a r-y Facilities of the Collegcs and its Managemcnt 

Trainees respondents 

Awassa Arb. Minch 

No It ems No % No % df X2 Sig, 

I Is there we ll equipped 

library in your co llege? 

A Yes 

13 . No 7 5.6 1 1.6 1 158 .35 .000 

11 7 94.4 62 98.4 

Tot.1 124 100 63 100 

2 Is the library managed by 

professiona ls? 

A. Yes 

B. No 2 1 17.8 7 I I. 1 2 204.69 .000 

97 82.2 56 88 .9 

Tota l 11 8 100 63 100 

3 Are you ut ilizing the 

library properl y? 

A. Yes 33 273 11 17.2 2 161.94 .000 

B. No 88 72.7 53 82 .8 

Total 12 1 100 64 100 
-
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In item numbel I of Table 12 attempts were made to assess whether the library "as 

equipped or not. Accordingly. the majority (94.4 %) and (98.4%) of Awassa and Arba 

Minch respondents respectively responded that the library was not equipped in the 

respective co ll eges. On top of thi s chi-sq uare test depicted that there are stJt isticaliv 

significant diffcrence on the responses of respondents at p=.OOO values. Similarly. in item 

number 2, student respondents were asked about libran' workers profess ional competcnC\ 

In managi ng services to the users, As a result. majority of the respondents 97(8~,~%) of 

A,,'assa and 56(889%) of Arba-Minch confirmed that the librari es had been managed by 

non professionals, Also. the chi-square report con firm ed that there arc significance 

Jifference at p=.OOO \ al ues. Rega rding item 3. in the same Table student responden ts " ere 

re nected the absence of proper utili za tion of the libraries 88(72 .7%) and 53 (82 .8%) in 

AII'assa and Arba Minch respecti ve ly, Moreover. the chi-square test employed supports the 

ex istence of significance difference at p= ,000 va lues. From the open-ended qucstion there 

was a fee ling from a few student respondents that they were constrained by time 10 utili ze 

Ib~ library. In concluding.. the researcher posed question to assess abollt the weah. utili zati on of 

l ibrarie~ by students <.illd stud ents from AWClssa present ed the following rat iona le as there- \\"ere no 

relevant and suffi cient books. most of the time it was closed. through out the academic year 

we had hardly spare time . in some depa rtments there was no books at all. it wo rks lor short 

duration. workers are not in a position to help students. books were not proper" placed 

alld catego ri zeJ. for those students who are eomillg from other places the college does not 

provide ro on time to utili ze the library. and since some of the students were sell~hclping 

themselves they have no extra time to util ize the library. Students from Arba Minch in their 

turn replied for the question as follows: we had got books through borrowing 011'" for one 

night. no suffic ient books in the library, workers were not willing to assist us and also lVe 

hau no ex tra time to usc the library resources. 
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Table: 13 Prior Understanding of Trainees on TVET 

Awassa TVET Arb. Mi nch 

trainers TVET trainers Tota l 

No Item No % No % df X' 

In your opinion, 

1 do the trainees get 

su fficiell t X'~ 1.19 

ori entation on 23 100 18 100 I 

TV ET P~274 

1. Ves II 47 .83 13 72.2 

2. No 12 52. 17 5 27.8 

As shown in Table 13 of item 1, in both study areas all the respondents replied that trainees 

were not getting sufficient orientation (below average) which is less than moderate rating scale 

i.e. 3. Also, the chi-square resu lt confirmed that there is insignificant difference between the 

responses of the two groups (p=.274). 

Table: 14 Apprenticeship Implementation Practices 

Trainees respondents 

Awassa Arba Minch 

N Item s No % No % df X' Sig. 

0 

I The status of 

apprenticeship at the 

world of work is--

A. High 49 402 16 25 

B. Medium 62 50 .8 34 53 .1 3 115.57 .000 

C. Low II 9 14 2 1.9 

Total 122 100 64 100 

2 Do organizati ons 

assign supervisor 

for apprenticesh ip 

program? 2 116.22 .000 

A. Ves 78 63 .9 45 72.6 
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I , B. No 44 36 . 1 17 27.4 

TOlal 122 100 62 100 

3 Does Ihe co llege 

have qualified 

vocat ional co uncilor 

for apprenticeship? 

A. Yes 76 66.7 54 85.7 2 12 1.55 .000 

B. No 38 33.3 9 14.3 

Total 114 100 63 100 

4 Does Ihe co llege 

have vocational 

gu idance services? 

A. Yes 62 55.4 43 70.5 2 68 .03 .000 

B. No 50 44.6 18 29.5 

As indicated in Table 14 of items I through 4 student respondents rep li ed against vari ous 

items and these are presented . On the stat us of apprenti ceshi p in the wo rl d of wo rk . ayerage 

res pondents of th e two co ll eges (50.8%) and (53 .1 %) ranked med iu m implementati on. On the 

same Tabl e of item 2, supervision for appren ti ces (63.9%) o f Awassa and (72.6%) o f Arba 

Minch responded positi ve ly. Item 3 shows res pondent s perception on the issue rose to obtain 

whether there is qualifi ed vocational councilor or not (66.7%) and majo rity (85. 7%) in Awassa 

and Arba Minch respecti ve ly put the ir comlllon perception. To item 4, vocati onal guidance 

service avai labi lity related question an average respondents of Awassa(55.4%) and more th an 

an average of Arba Minch(70.5%) provided positive views on the ex istence of the 

afo rementioned service. On top of the above findi ngs for all items the chi- square test revea led 

that there we re a common understand ing for the items and there are signi fican t differences 

whil e every it ems we re analyzed (p=. OOO values). Rega rding apprenticeship trai ning 

supervision- Proc lamat ion No.39 1/2004 (Part Three. No . 2 1. Du ties and responsibil it ies of 

organi zati ons) sta tes that every organi zatio n has to assign a capab le supe rvisor who would 
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enhance the knowledge and skill s of the apprentice, and should follow up and evaluate the 

day-to-day performance of the apprentice. 

Table:15 Investigating Training Inputs in TVET Colleges 

Rating sca les: I ~ very poor 2~poor 3~ moderate 4~ good S~ very good 

AIVassa TVET Arb. Minch TVET 

N Items Teachers Teachers 

0 I 2 3 4 5 I 2 3 4 

1 Appropriate a llocation of 3 8 7 4 I 3 5 7 2 

train ing budget all time 

2 Raw materials provision 2 3 II 6 I I 2 8 5 

3 Equipment supply t 4 I I 7 - - 2 5 8 

4 Adequacy of machines 2 6 10 5 - - I 7 6 

5 Regu lar ma intenance of 8 13 2 - - 5 6 5 -

machines 

6 Computer avai lability 2 8 5 6 2 - 2 4 6 

In Table 15 item I teacher were asked about training budget allocation. As the result 

indicated 11 (47.8%) at Awassa and 8(44.4%) at Arba Minch the respondents replied that 

there was poor budget allocation. This implies that there was no sufficient training budget 

in the respecti ve colleges. Item 2, on the same Tab le shows about raw materi al provision. 

Only 11 (47.8%) at Awassa and 8(44.4%) revealed that the provision was moderate. This 

implies that there was still a gap and training raw materials were not full y available. 

Concerning equipment suppl y, in item 3 the co lleges' teachers were asked to examine the 

ex isting situation. Some respondents of Awassa 5(22%) replied as it was poor and 

11 (61.1 %) at Arba Minch confirmed that the supply was quite good. It could be said that 

one of the important inputs for training program in the colleges was sufficient. On the same 

Table, teachers were asked to reply abo ut adequacy of machines. Accordingly, only 5(22%) 

and 9(53%) were confirmed about good provision of machines. [n item 5 teachers were 

requested to level mach ine maintenance status of the co lleges. As a resu lt the data indicated 

52 

5 

I 

2 

3 

3 

I 

6 



N 

0 

I 

2 

3 

4 

that, the majority 21(9 1%) and more than an average 11 (65%) of the respondents in the 

colleges di sc losed about the poor maintenance of machines. This implies that machines 

were not regularly maintained in the colleges. Regarding the ava il ab ility of computer, 

respondents were requested to respond. As a result, only 8(35%) and 12(67%) were stated 

the existence of good computer access in Arba Minch than Awassa. This implies that, the 

avai lability of computers for training program was greatl y varied in the co lleges. 

The researcher conducted an interview to assess training raw material provision 111 the 

colleges and gathered the fo llowing information from the co llege administrator. In the 

purchasing process of available education and trai ning materials there was no problem 

in getting earmarked budget, but the problems were: weak departments ' cooperation in 

facilitating purchase material identification, delay on the request what is to be purchased , 

Performa gathering problems, purchase committee related problems, fi nance office also 

takes extended time to finalize and permit purchase created delay, finally the aggregate 

problems brought failure in Perfo rm a validity and as mentioned purchase related Issues 

were the most critical problems in the co llege the, informant concluded. 

Related interview was conducted with the regional TVET sub-sector official to increase the 
validi ty of gathered info rmation on the resource capacity of the co lleges and the response is 
presented as : 

'Re-implementalion of the ex-TVET Jystem up to the grass rool level, allocation 
of sufficient financial resources, encouragement of income-generating activities 
and allowing 
(he colleges to utilize the generated income, application of co-operative or in-

company training and making an effort to narrow skill-gap of trainers through 

practical/raining. , (March 5, 2008 Awassa) 

Table: 16 Curriculum Approaches in TVET System to Enhance Quality 

Rating sca les: l=very poor 2= poor 3= moderate 4=very good 

Awassa TV ET Teachers Arba Minch TV ET 

Items Respo nses Teachers Response 

I 2 3 4 5 I 2 3 4 5 

Responsiveness to the labor market - 3 II 9 - - I 5 9 3 

Flex ibili ty I 7 8 7 - I 2 9 5 I 

Efficiency - I 10 11 1 1 3 8 5 1 

Modu lar ization - 1 7 15 - 1 1 3 8 5 
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In relation to curriculum in Table 16 of item I teacher were asked about its responsiveness 

to the needs of labor market. Consequent ly. 20(87%) and 17(94%) of rcspondents r~ \'ealed 

that the current curricululll \\ 'as moderate and good to be rcsponsivc to the needs of labor 

market. It was found to be that the curricul um was targeted to the beneficiaries and seems 

to bc demand driven. In the same Table. item 2 was presented to examine the nex ibility of 

cu rri culu m. In relation to thi s only 8(34.8%) and 3( 16.7%) of the responde nts confirmed 

that the curriculum was poor in its nexib ili ty . Thi s impl ies that the curricul um was 

meeti ng the beneficiari es training needs. Item 3 shows that on ly I (4.4%) and I (5.6%) of 

respondents di sc losed as the curriculum was poor with regard to e ffi ciency. This re nects 

that. the ex isting curri culum was effi cien t and designed to be carried ou t with in the 

boundaries of the ex isting resources and it could enable to uti li ze resources properl y and 

economica lly. Regarding cu rri culum status on modularizat ion teachers in item 4 were 

requested to state their pan. In relation to th is, 15(65%) and 13(72%) of respondents from 

the respective colleges confirmed its modular ization was good. Generally the respondents ' 

responses con firm ed that in both issues in the items curriculum was appropriate. 

Tab le: 17 Managing Teachers' Professional Needs 

Ratin g Sca les : I=very poor 2=poor 3= mod erate 4=good 5= vcry good 

Awassa TVET Teac hers A rba M inch TVET 

Item s Responses Teach ers Res ponses 

1 2 3 4 5 1 2 3 4 5 

Participatol)' decision 3 8 8 3 - 4 8 3 2 1 

making culture 

T eachers invol vement in 2 7 5 9 - 3 2 6 3 4 

work planning 

Eva luation of teac hers 2 3 10 7 - 2 3 5 4 4 

A ppraisaiof teachers 2 8 8 3 1 2 6 4 2 2 

Incentive for role model 10 7 4 2 - 8 8 2 - -

teachers 

Work motiVaiion of 4 9 7 3 - 3 9 3 2 1 

teachers for quality 

training 

Payment of salary all 1 3 9 10 - - 1 2 1 

time 5 
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In item I under Table 17. teachers were requested to what extent they participate in decision 

making process of the co ll egcs' \lork related activi ti es, As the res ponse observed. in Awassa the 

a, 'erage number of teache rs II (50%) of them had not participated and also in ,\rba Minch 

12(67%) oC the teachers \I 'ere not exerc ising decis ion making role. This impl ies that. the 

respect ive co ll eges we re not in a posi ti on to carryout participatory dec ision making \I'ith teachers 

in their lIork env ironment. In the lite ra ture it is stated that the question of quality li es upon 

, 'arious partners committed to change (sharcd res po nsibility), In the same Table it em 2 shows 

that teachers ' involvement in work planning process and with thi s regard , the responses of 

9(43%) teachers in Awassa showed that they were no t in vo lved in work planning. The same 

iss ues were rai sed for teacher in A rba Mi nch 5(28%) of them we re be low average and their 

illl 'o lvement were fo und to be poor. It is clear that every work activ iti es require work planning 

through team work sprit. Opposite to this pri nc iple. th e two co ll eges were not brought their 

maj or ity of workforces to work planning activiti es , Concerning teachers evaluation based o n the ir 

work performance quest ions were prese nted and the response revea led that 15(68%) of the 

teachers in Awassa we re not being eva luated properly and in A rba Minch the scenario was in a 

belle r status and only 5(28%) were not. This indicates that the co ll eges were not fully exerc isi ng 

eva luation . [valuation of teachers on the ir work re la ted performance is mandatory in order to 

bring a better quality work. In item 4 teachers were requested to iss ues related wi th the ir apprai sal 

at wo rk and the responses indi cated that. at Awassa 10(46%) of th e respondents confirmed that 

the app ra isal was properl y conducted, The same question got responses from Arba Minch 

res pondents and thus, on ly 4(25%) were agreed that appraisal was carri ed out in a bette r statu s, 

.1\ 11 in all the respondents revea led that there was not adequate appraisal of teachers in the 

colleges , In relation to incentive for teachers on itcms question was posed to access its practices 

in the co ll eges. Acco rdingl y. the maj ority 17(74%) of Awassa respondents indicated that 

incentive was suffi c ient and poorly implemented, A great majority of respondents of Arb a Minch 

16(89%) renected that they were not given. This implies that the co ll eges were not moti vati ng 

work ers co uld enhance them for better work initiation and also thi s had an impact on training 

q uality. In item 6 respondents were requested to respond o n the ir work mot ivatio n, As a result. 

more than an average number of respondents of Awassa 13(57%) di sc losed that they were poorly 

moti vated towards th eir wo rk and 12(67%) of Arba M inch respondents were a lso agreed about 

the ex istence of poo r moti vation, Th is sho ws that the co ll ege management we re lacking 
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motivating teachers. In the same table, item 7 was presented to respondents whether they obtain 

their salary on time or not. With this regard in the two colleges the majority 19(83%) and 

17(94%) of respondents of Awaasa and Arba Minch confirmed the existence of timely payment. 

Moreover, information gathered through interview supported that the co lleges' deans, 

administrators and finance heads confirmed the absence of salary delay. 

Table: 18 Training Related Institutional Services 

A wassa TVET Arb. Minch 

N Items Teachers Teachers 

0 

I 2 3 4 5 I 2 3 4 5 

I Teachers practical 5 12 4 2 - 4 7 5 - 2 

ski ll gap training 

opportunities 

2 Internet access 18 4 I - - 17 I - - -

3 Working environment 4 6 10 3 - 2 6 7 2 I 

faci lities 

As shown in Table 18 of item 1, an attempt was made to investigate skill gap training 

opportunities. The data indicated that at Awassa the majority 17(74%) of the respondents 

and 11 (61 %) at Arba Minch responded about the low opportunities of training. This implies 

that more teachers were not exposed to modern teclmologically attached training. The 

li terature evidenced that quality training has a close linkage with the provision of up dating 

training for trainers. In the same table, item 2 shows that majority of Awassa respondents 

22(96%) and 18(100%) of Arba Minch respondents confirmed about poor provision of 

internet services. This implies that teachers were not got opportunities to obtain 

information through electronic media. The last item in the Table provided to see working 

environment faci lities. Accordingly, more than an average respondents 3(13%) at Awassa 

and 3(16.6 %) at Arba Minch disclosed that the aforementioned facilities were in a good 

status. 
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Open-ended questi ons were presented for teacher respondents of the study areas. To begin. 

the researcher posed questi on that how long teachers were attended refreshi ng tra in ing 

(duration) and as a result, the responses of Awassa teachers were presented as follows. 

On ly tlVO 0 I' them in the fi eld of electricity (industrial technology) responded that they took 

part for four days and one week whil e the majority did not parti cipated any training so far. 

In line with the above response teachers of Arba Minch al so strengthened that of Awassa 

teachers' responses through the fo llowing rati onale. Very fe\\' teachers were attended 

training while the great majority was not. One cou ld conclude that , professional training 

update opportunities were access ible to only to limited number of the teachers in some 

fi elds. Generall y, efforts were not directed to embrace the maj ority. 

Dean of Awassa TVET suggested, 

I 

Stu dents 

aware ness 

'Orienralion of new curriculum 10 leachers, provision of sllf/iciel1l budge{. 

implemenlalion of shari IeI'm skill-gap Iraining. enhancing leachers' 

profess ional elhics, and as developed nalions leachers have 10 j oin cOl'npan)' 

and enrerprise {raining 10 assimilale lechnolog ical innovalions ({echnology 

IramIer) F om Ihe world afwork 10 Ihe lraining colleges. ' 

(March2, 2008 A \Vassa) 

Tab le: 19 T ,-a in ccs Unders tanding on Tra ining App ro priateness 
, 

Test Va lues 

95u/o Co nfide nce 

Interva l of the 

I d f Sig(2- Mean Difference 

ta iled) Difference Lower Upper 

in 18.56 1 40 .000 2.927 2.6 1 3.25 

fi eld se lection 

Con tinuo ll s I 

(lsseSS llI cnt of 29.9 52 145 .000 3.336 3.12 3.56 

studen ts . ______ J 
The test report of the item in Table 19 revealed that the mean scores of Awassa 1'VE1' and 

Arba Minch TV ET were 2.74 and 3. 17 respecti ve ly. Also it is indicated in the table_ thcre is 

stati sti ca ll y sign ificant di fference regarding students' awareness in fi eld se lecti on in the 
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two co lleges at (t= 18 .561 and sig. = .000) This shows the ex istence differences among 

respondents of the two co lleges regarding awareness towards their field se lection. In the 

same Table. the mean scores of Awassa and Arba Minch student respondents were 2.94 and 

3.45 respec tively. In which the mean score of 2.94 is belo\V average and on the contrary. 

3.45 is above an average va lue. The T-test computed indicates the existence of statistica ll y 

significan t difference at (p<.05), as it is sho wn p=.OOO. This impl ies that in the tlVO co lleges 

there was no similar understanding among the respondents about the practices of 

continuous assessment. 

The researcher carried out an illtervic\\ \\ ilh the co llege dean in order to in vestigat e whether 

students' se lecti on is assisted by appropriate orientati on. Accordingly, the dean replied as: 

'Fe ll ' sllldel1ls' seleclion and enrollmenl was primarily led by Ihe college regislrar 

and il incilided commillee members and Ihe basic crileria 10 selecl lrainees Il'ere: 

consideralion o/slandard enliy poinl, provision in-deplh oriel1lalion aboUl each 

deparlmenl, exclusion o/regislralion/ee and picking Ihe jirsl choice o/sludenls. ' 

The informant rephrased that, suffic ient orientation is usually given to every student 

prior to their fi eld selection by the dean, depal1ment and vocat ional counci lor. 

An intervie\·\ was conducted with the co llege dean to assess management competency in 

the college: 

'Majority of the staff~ had no managemel1l competen(J', improper placemel1l 

and shol'lage oj Ihe right personnel at Ihe right places lead inlO 1011' 

management pel/ormClnces. ' 

(March2, 2008 A wassa) 

Dean of Arba Minch TVET suggested. 

'Poinls in order 10 improve Iraining quality Ihrollgh, income generaling aclivilies. 

provision 0/ skill gap lraining /01' Irainers, sludenl selection to be .followed by 

orienlalion, curriculum Olilcome has 10 be seen be/ore changing the pre-exisling 

ones and supporlive staf/lVo rkers have 10 be recruiled as to Iheir compelency. . 

(March 23, 2008 Mba Minch) 
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Table: 20 ANO VA -Test o n Training Environment Conduciveness 

Sum of Mean 
Squares df Square F Sio . 

J'Hernet Between (Combined) I 

access * Groups 1.878 I 1.878 1.197 .275 study area 
I \Vithin Groups 293 .4 34 I 187 1.569 

Total 295.3 12 ' 188 
workshop Between (Combined) 

.322 1 

I 

.322 1 
suitabili ty Groups 

I .167 .683 * study 
I , 

area I 
I 

1.928 I Within Groups 360.545 187 
Total 360.868 188 

workshop Between (Combi ned) 
25.89 clothing * Groups 57.239 I 57.239 

0 
.000 

study area 
Within Groups 413.427 187 2.2 11 
Tota l 

470 .667 188 

provision Between (Combined) , 
I of fi rst aid Groups 

in the I 
workshop 12. 804 I 12.804 I 7.256 .008 
* study I 
area 

Within Groups 330.000 187 ; 1.765 I Total 342.804 188 I 
assistants Between (Combined) I I I , 
availab ilil Groups 
y oll lhe 

4.6 10 I 4.610 2.468 . 11 8 workshop 
* study 
area 

Within Groups 349.200 187 1.867 
Tota l 353.8 10 I 188 

In Table 20. the result obtained shows that the mean scores of internet access is 1.68 and 
1.89 in Awassa and Arba Minch TVETs respecti vely. A ll values are below the average 
reference. The test result revealed none exi stence of stati sti ca ll y signifi cant diffe rence 
(F= 1.197. p=.2750). 

Open ended question presented for teachers also re-confirmed the absence of the 
aforemen tioned service. On the same Table respondents' responses regarding workshop 
sui tabi lity. the observed mean sco res were 2.94 in Awassa , wh ich is below average and 
3.03 in Arba M inch almost an average va lue. The test computed indicates the non-
ex iste nce of stati sti ca ll y signifi cant diffe rence (F=.167, p=.683). Rega rd ing workshop 
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clothing. respondents mean sco res were 2.J8(A wassa) \;I"lhich was belo\\ all el\·crag.: and 

3.55(Arba Minch) more than an aye rage outcome' \\·as obsen·ed. I-knce. the test sho\\·s the 

c,istencc of stat isti ca ll y significant di fference (F~25890. p=.OOO). Also. the provi sion or 

Ilrst aid item respondents mean scores were 2 .20(A \\ assa) and 2.7 5( A rba Minch) which 

are dramati ca ll y significant (1'=7. 256. p=.008) . The las t item in the tab le concerning 

ass istant s availability shows the mean scores of 2.92(Awassa) whi ch is below an average 

and 3.2S(Arba Minch) a lillie higher than the average. The test empl oyed confi rmed the 

non-exi stence of signifi can t di rference at (1'=2.468. p=.118). 

Crosscheck ing with the managements competency standards. background inrormation 

depicted that the vast majority or employees who \\ ·ere engaged in the management position 

\\ere not qualifi ed to the positi on of work they had been ass igned. In a similar assessment. 

teachers were asked to respond open-ended questi ons on management issucs and they also 

re-affirmedlack ing or competency upon management bodi es and suggested the fo ll owing as a 

solut ions and these were: good management practices. ca rryi ng out research activities on 

TVET quality. admini strati ve bodies must be rrom TVET background. there must be 

conducive working environment for better lea rning and training process in the co ll eges were 

some or the points suggested as possible so lutions to improve TVET quality and they 

rorwarded the rol lowing: updating training for teachers. suffi cient payment ror teachers. good 

management practices. adequate suppl y of resources ror train ing. se lecti on or students based 

(1n their academic perrormance and interest. re-evaluat ing of the previous sy llabus aga in and 

again. ca rrying out research act ivities on TVET quality. the curricul um has to be improved 

with respec t to the labor market need. implementati on or an ap propri ate trainees eva luation 

system. admin istrative bodies should be rrom TVET background ,\\wkshops have to be 

construc ted fer better and conducive working eJ1l·ironment. eva luation or teachers arc 

necessary inputs. machineri es and equi'pment must be rulfi ll ed to the workshop capac ity and 

there must be conducive work ing envi ronment for good learni ng and training process in the 

co ll ege were some of the statements presented as a so lutions. Teacher respondents or Arba 

Mi nch were suggested the following: trainees should get adequate orientation about every 

dc partment , teachers should be motivated to conduct research on TV E quality. and thc co ll ege 

should improve starr sa lary and contin uo us training ror teachers. skill gap training has to be 

urranged regularl y. purchasing of raw material s should be improycd. financing s\·stem should 
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be fl ex ible, VET program has to managed with professionals having technical background, 

VET teachers have to be involved in decision making process, equally qualified staffs should 

get balanced salary benefits, common course teachers have gotten due attention and 

infrastructures and necessary inputs have to be provided 

Table: 21 Management Roles in Promoting Trainees Activity 

Rating Scales: Moderate~2 

Respondents 

Awassa TVET Arba Minch 

No Items Students Teachers 

No % No % 

1 Promote quali ty Education and Training: 

A. High 49 40.2 23 36.5 

B. Moderate 48 39.3 3 1 49.2 

C. Low 25 20.5 9 14.3 

2 Provide strong leadership practices 

A. High 29 23.6 24 38. 1 

B. Moderate 60 48.8 23 36.5 

C. Low 34 27.6 16 , 25.4 

3 Conduct monitoring of Tra ining 

A. High 34 28.6 30 47.6 

B. Moderate 54 45 22 34.9 

C. Low 35 29.4 II 17.5 

4 Support students' e ffect in the college 

A. High 36 29.8 15 23.8 

B. Moderate 43 35.5 25 39.7 

C. Low 42 34.7 7' _ 0 36.5 

5 Facilitate extra-curricular activit ies 

A. High 2 1 17 .2 9 14.5 

B. Moderate 43 35.3 24 38.5 

C. Low 58 47.5 29 46.8 

The management of every training college is expected to assist the activities of trainees to 

facilitate quality TVET provisions. 

Based on the above general principle, the first item in Table 21 was raised to obtain responses 

from trainees. Accordingly, 49(40.2%) and 23(36. 5%) replied that promoting of quality in the 
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colleges education-training system were observed high. Apart from thi s 20(20.5%) and 

9( 14.3%) of respondents confirmed that efforts in promoting quality training was low. The 

rema in ing catego ri es of responden ts agreed that the acti vity was seen moderate. This implies 

that there were some shortco mings in order to ac hi eve quality training. Itell1 2 in the sall1 e 

Tab le identified leadership activ ities in the co ll eges. As declared b) respondents 29(23.6%) and 

2-1(38.4) confirmed the prac ti ces of stro ng leadership were high. Moreover. 60(48.8%) and 

23(36.5%) revealed the ex istence of strong leadership prac ti ces was moderate and the 

rell1 aining agreed about the loll' prac ti ces of the system as a whole. Thi s led to conclude that 

1l10re than ave rage respondents con fir ll1ed the ex istence of strong leadership. Concerning itell1 3 

of the same Table 34(28 .6%) and 30(47.6%) of trainees agreed that there were high attention in 

1l10nitoring of training. In addition 54(45%) and 22(34.9%) rcspondents revea led that the 

1l10nitoring of training was fairly 1l10derate. Also, the respondents of 35(29.4%) and 11( 17.5%) 

confirmed that there were low leve l 1l10ni to ring of training. Thi s implies that even though the 

colleges were attempted to monitor the train ing system still there was problell1 s. As indi ca ted in 

item 4 of the Tab le it was attempted to di scover the ex tent that the co ll ege back ing or students' 

endeavor. Hence. 43(35.5%) and 25(3 9.7%) of the respondents forwarded the ex istence of 

moderate e ffort in supporting thelll li'o lll the co ll eges. Also, 42(34.7%) and 23(36. 5%) of the 

respondents who agreed upon loll' support were do minant than thai of respondents who replied 

high. Th is indicated that students were not full y supported by the co lleges. As depicted in the 

last itelll in the Table 58(47.5%) and 29(46.8%) of the respondents agreed that there was loll' 

encouragement from the colleges regarding to students' ex tra-curri cular acti vities. In addilion 

to thi s 21 ( 17.2%) and 9( 14 .5%) of respondents confi rmed that there were slightl y high effo rts 

in fac ilitating ex tra-curricular acti vities. In the same item 43(3 5.3%) and 24(38.7%) of the 

respondents were re fl ected that the aforementioned acti vities were hi gh. Thi s refl ected that the 

ex tra-curri cular ac ti viti es in the two co lleges we re remai ned under utili zed. 
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CHAPTER FIVE 

SUMMA RY, CONCLUS IONS AND RECOMMENDATIONS 

The final part of thi s thesis report was expec ted to bring an overa ll outcome of the research 

as major findin gs. conclusions reached at, and feasibl e recommendations fOl"\\"arded on the 

basis of the major findin gs. 

5.1 SUMMA RY OF THE MAJOR FINDINGS 

The basic goa l o f thi s study was to identify instituti ona l factors that affect T VET quality in 

gove rnm ent co ll eges of SNN P Region. Awassa and Arba Minch. Hence. qua lity ind icators 

like curricululll rel evancy, teachers'/trainers ' qua lifi cation . fi nanc ial reso urce a llocati on. 

studen ts'!tra inees ' se lec tion and competency of management were incl uded in this 

in vestigatio n. The study uti lized descri ptive survey method in order to arri ve at the desired 

objective. The researcher rev iewed pert inent li terature and pre pared questionnaires and 

in tervie\y guides to co ll ect data from the sampled gro ups of regional education bureau 

TVET suh-sector o fficial. co ll ege deans, teachers. s tudents, adm ini strators. and finan ce 

heads. To increase the va lidity of the questi onnaires and to avoid irre leva nt and ambiguity 

pilot test was made. As a result , based on the responses secured from respondents. 

necessary co rrect ions allu modifi cations were made befo re d istributing the paper to large 

groups 0 f the respondent s. 

The ques tion na ires were composed of both c1 ose- ended. open- ended and interview 

quest ion items. A t the end. with the help of vari ous stati sti cal too ls c lose-endcd questi ons 

"ere ana lyzed quantitatively and also open-ended and interview data werc interpreted 

qual itati ve ly. As a result. the data analys is led to the following maj or findings: 

I. The findings of the study po inted out that trainers at Awassa (78.3%) and Arba Minch 

(6 1.1 %) we re no t obtained ski ll up-dating training. 

2. The study revealed that there was insuffic ient or ientati on on curricul um reform to TVET 

teac hers of the respecti ve co ll eges . 

3. The study ind icated that major ity of the teachers in the two co lleges werc de- Ill otivated 

hecause of 
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their low sal ary reward compared to their counterparts havi ng s imi lar qua lifi cat ion and 

titl e but benefit ed be tte r. 

4. Majority of the respondents (94.4%) at Awassa and (98.4%) at Arba Mi nch di sc losed that 

th~ libraries in the co ll eges were not we ll equ ipped. 

5. It was found out tha t the majorit y of respondents asserted that there was sca rce budget 

a ll ocat ion from the gove rnm ent side for TVET progra m execution .. 

6. The study indi catcd that fo r practi cal tra ining, raw materi a l provis ion through purchase 

was not onl y probl emati c but a lso unavailable arou nd th e co lleges . 

7. The respondents asse rted that the overall acti vities of the co ll eges we re guided through 

plans. but the main obstacl e to ca rry ou t effect ive and effic ien t managerial tasks for quality 

ac hi evement were hampered b) inapprop riate placement and shortage of the ri ght human 

resource at various levels. 

8. The respondents confirmed that in all study areas there were no machine maintenance 

schedule as an important part of training program. 

9. The stud y revea led that the majori ty of teachers (78.3%) at Awassa and (88.9%)at Arba 

Minch had no oppoI1uniti es to conduct research to improve rVEr qualit y in the co ll eges. 

10. TVET c urri culum with regard to it s responsiveness to labor mark et. nex ibility. 

effic iency and 1I10u ul ari zation in the two co ll eges was found to be re levant. 

II. From the find ing it was observed that teache rs at Awassa (83 %) and Arba Minch (94%) 

confirmed about timely pay of th eir sala ry. 

5.2 CONCLUSIONS 

In li ght of the major findings that the s tud y indicated ,n the summary part. the fo ll owing 

conclus ion is drawn . 

The researcher attempted to in vesti gate the level of quality TVET in the study areas vis-it-vis 

to a set of clearl y defined rVET quality indicators like relevance curriculu m. teachers' 

qualification level. financia l resource all ocation. stud ents' selection and competency of 

management. Accordingly. th e a forementi oned rVET qualit y indicators in the study areas 

we re lackin g good performances and thus: 

I . Lack of adeq uate orientat ion conce rning curri culum reform to teachers had a negati ve impact 

on the rVET quality tra in ing pe rto rm ance of the colleges. 
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2. Dissat isfact ion of teachers on the current leve ls of thei r sala ry crea ted cert ain differences on 
their quality work ini tiation in the TVEr co lleges. 

~. Insuflicie nt training budget allocation hampers the provIsion of quality rVEr in the 
co ll eges. 

4. Materia l provi sion and delay on arri va l to the regular traini ng program and intended purpose 
was identified as a problem of traini ng quali ty . Likewise. all the study areas report 
suggested that training co ll eges were lacking shared responsibility in utili zing the ex isting 
resources and hence the impact lies on the ex traction of new and ex tra budget from 
government treasury. 

5. The absence of appropriate personnel in the management hierarchy in the r VEr colleges has 
negative impact on the provision of quality trai ning. 

6. Lack of adequate equi pment as well as inadeq uate maintenance services for the ex isting 
mac hi nes hampers the practi ca l learni ng oCthe trainees in the colleges. 

7. Teachers' inadequate invol vement in research activities leads to poor qual itx of the teaching­
learn ing process in the rV ET co lleges. 

5.3 RECOMMENDATIONS 

In order to all eviate the identifi ed problems, the researcher forwarded the fo llowing points as 
fea sible recommendations: 

.In a time of cont inuous economi c. soc ial anci technological changes. skill s and knowledge 
become obsolete quickly. I-Ience, it is necessary to prov ide updating training for teachers in 
thc co lleges through providing educational visit to various modern technology centers. 
II1 vi ti lig ski ll ed profess ional s from di ffercnt organizations. searching fundin g organizations 
an'd other strategies should be assessed. 

2.As TVEr qual ity is a global agenda, it is mandatory to improve provIsion of quality 
indicators not only at the national level but al so at the regional level. These could be done by 
improving quality pillars at institutional level using need assessment, diversifying sources of 
finance through income generating activities of production unit. renting idle machineries, 
assembly hall s, arrangement of short-time training programs and updating train ing for 
teachers and so on. As much as possible the regiona l governmcnt has to allocate ba lanced 
budget ill order to improve the qual ity ofTVET system ill the co lleges. 
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3. ln order to retain qualified profess ionals, it is essential to improve the work ing conditi onsand 

environment. To thi s end the co lleges have 10 undertake effol1s to provide certain benefits of 

housing. transport, training and development and career promotion schemes. 

4. ln order to maintain continuous improvement of the capacity of the management sta ff. the 

coll eges have to organize short time trainings, seminars and conferences. Moreover, 

workers placement to work positions should be on their qualification and merit bases. 

5.The ex istence of library with insufficient materia l accommodation as well as unqualified 

personnel in the library hampers the library service of the co ll ege. Hence, corrective 

measures should be taken by providing materia ls through aid, copying from other areas, 

purchas ing, borrowing and providing capaci ty training for library personnel. 

6.Based on the significance and expensiveness o f training machines and eq uipment the 

co ll eges' management have to exerci se well-organi zed preventi ve ma intenance tlu'ough 

form ulating maintenance teams and inviting experienced expel1s from olllside. 
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Appendi x-A 

ADDIS ABABA UNIVERSITY 
Schoo l of Graduate Stud ies 

College of Ed ucation 
A Q uestionnaire 

To be fi ll ed out by co llege-Students Itrai nccs. 
The researcher is an M.A student o f Vocational Management in Educati on in the department 
of Business Education. 
The objecti ve of thi s questionnaire is to co ll ect necessary information for the study ent itl ed 
" Inst itutional Factors that Affect Quali ty in Government TVET Colleges of SNN P Region" 
and to identify and analyze problems affecting the quality of TVET at thi s level and to come 
up with some suggestions that need to be considered for better quality provision. 
You are, therefore, kindly requested to fill in the questionnaire since the success of thi s study 
directly depends upon your cooperation and honest responses. 

Thank you in advance for yo ur cooperation I 

General Instruction 

I. No need to wri te your name 
2. Fill in the blank space Imark( J ) I encircle your answer 
3. For open-ended questions if the space is not sufficient, you can use the back side by 

giving number 
4. The information yo u provide will certainly be used only for research purpose, i.e. you r 

responses wi II be kept confidential. 

PART ONE: 
I . Name of the college--------------------------------------------------------

L:o lle--------------------------------------------------------
2. Personal in formation: 

Sex- A) male 0 B) fcmat:J 
3. Age (in yea rs): 

A) 15-20 0 B) 2 1-25 0 C) 26-3 0 0 0 ) 31 and above 0 
4. Fie ld of study Idepartment--------------------- --------------------------
5. Program Ilevel 

A) 10+ 1 0 B) 10+2 0 C) 10+3 0 
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PART TWO: 

I. Did you have initial knowledge abo ut TVET before joining it? 

D 0 
A) Yes B) No C) partially yes 

D 
2. Are yo u happy in joining TVET program? 

3. I f yo ur a ns\~;' io~Squesgs N:!,~Oi S ,Q \\ hy? -- ----------- ------
4. Are you joined TVET by your own ' interes(? A) Yes 0 B)No II 
5. If your answer for question No' 4' is "No". how did you JOin? Please spewy------------- --
6. How did you choose yo ur department /fie ld of study? 

A) by choice D 
B) with the help of vocat ional counseloD 
C) friends convinced me 0 
D) the co llege forced me 0 
E) by department's orientation 0 
F) specify if an y others------------------------------------------------

7. Are you interested in your depmtment now? 
A)Yes D B)No D 

8. If yo ur answer for question No '7' is' No' what would yo u su~st to be for the future? ----
9. Is there adequate resources in your co llege library? A) Yes ~ B) No 0 
10. If your answer to question No ' 9' is ' Yes' , is it managed by qualifi ed librari an? 

A) Yes D B)No 0 
II . Are you utili zing the library properly? A) Yes 0 B) No 0 
12. If your answer for question No lOis 'No ' what is the reason? 

13. Do raw material s for practical training in the wo rkshop arrive on time? 
A) Yes D B)No 0 

14. The status of apprenticeship provision at the world of work is: 
A) High D B) Moderate D C) Low 0 

15. Do organizations assign quali fied supervisors for apprentices? 
A) Yes D B)No D 

16. Does the college have qualified vocational council or for apprenticeship? 
A) Yes D B) No D 

17. Does the college have vocational guidance and counseling services? 
A) Yes D B)No D 

18 . Do instructors/trainers util ize learning-training time properly? ( on thc average) 
A) Yes D B) No 0 

19. In your opinion, how do you eva luate yo ur college offic ials on the fo llowi ng aC li vi ti es'J 
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Put a ti ck mark ( J) in the space provided on the table 

ACTIVITIES High Moderate Low 
20 Promote quality education-

training 
21 Provide strong leadership practice 
22 Efficient ly utili ze co ll ege financial 

resources 
j' 
- ~ Conduct monitoring of learning 
24 Support students' effort 111 the 

coll ege 
j -
-) Facilitate extra-curri cular 

activities 

PART THREE: Rate the items mentioned in the table accord ing to the fo llowing rating scales 

Very poor~ 1 poor~2 modcrate~3 good~4 very good~5 

No Tasks of the college I 2 3 4 5 

I Provis ion of course 
outline 

2 Teachers Itrainers 
oreoaration 

, 
Internet access Ie-mail ~ --- -- -

4 The existence of adequate 
teachersl trainers 

5 Level of workshop 
suitabi lity 

6 More time fo r practical 
trai ning 

Students' awareness to 
use resources 

7 economical ly 

8 
Availabi lity of workshop 
assista nt o n time 

L--- ----- ----
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9 
Continuous assessment of 
students /lrainees 

10 
Provi sion of work shop 
clothing 

I I Provision of first aid in 
workshop 

12 Availability of play 
ground 

13 Availab ility of clubs 
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Appendix-B 

ADDIS ABABA UN IVERSITY 

School of Gradu ate Studies 

College of Educa tion 

A Questionnaire 
To be fill ed out by college-T eachers Itrainers 

SECTION ONE: PERSONAL PROFILE 

~. 

B 

C 

0 

E 

F 

G 

I. Name of your trai ning co ll ege ---------------------------- ---------- -------------------
2. Sex: Male ------- Female -------
3. Age (in years): 

A. 21-24 0 
35-39 0 

B 25-29 D C 30-340 D. 
E. 40-44 o F. 45 and above 0 

4. Major Field 0 f stud y --------- ------------ -- -----------M i nor- ----------------------- --
5. Wri te your educational status and service years in the table . 

QUALIFICATIO SERVICE YEA RS 
N 

1-5 6- 10 I 1- 15 16-20 21-25 

Diploma (10+3) 

Diploma (12+2) 

Diploma (12+3) 

B.AlB.Ed/B.Se 

M.AlM.Se 

PhD 

I f others. spec ify 

Abov 

e 25 

Subject Icourse yo u teach Itrain now- ---------------------------------------------Program level 
you teach Itrai n now---------------------------------------------- ----

6. Your regular weekly teaching Itrain ing load-------------------------- ------------------ ----
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SECTION TWO: 

3. 1 

, 7 J . _ 

3.3 

3.4 

3.5 

3.6 

3.7 

3.8 

3. 9 

3. 10 

3. " 

3.12 

3 13 

3.14 

3. 15 

3. 16 

3. 17 

I . Have you attended any re fresher courses recentl y? 

A. Yes D B.No D 
2. 1 f yo ur answer for question No." 1" is yes, fo r how long have yo u attended" 

A. ---- --- --days B. ---------weeks C. ---------month 

3. HoI\' do you observe the current management rol e in improving rVET quality In your 
training co llege? Please rate the following items based on the rating sca les 

Rate the fo llowing items based on the rating scales given below: 

I =very poor 2=poor 3=moderate 4=good 5=very good 
MANAGEM ENT PLA YS ROLE IN 

IMPROVING QUA LITY I 2 3 4 5 
Pal1icipatory decision making culture 

T eachers' in vol vement in work planning 

--SlUdcnls' awareness 0 11 relevant fie ld 

selection 

Teachers ' practical skill gap training 

opp0l1uIlities 

Incent ive for role model teachers 

Continuous eva luation of teachers 

Appra isa l ofteaehers 

Appropriate allocation of training budget on 

time 

- -Worki ng environment faciliti es 

Adequacy of machines 

Equipmen t Itoo ls 

-- --Raw materials provis ion 

Work moti va tion of teachers for quality 

train ing 

Payment of sa lary on time 

Computer availability 

Inlcl11et le·mail access 

Regular maintenance ofm3chillcs 
'-__ . _ _ _ L ___ _ __ _ 
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Evaluate the current TVET curricul um in relat ion to quality delivery. 

Please rate the following items based on the rating scales 

I=very poor 2=poor ) =modcralc 4=good 5=\'cn good 

TVET CU RRI CU LUM rOR QUALITY I 2 3 .j , 
DELI VERY 

4. Its responsiveness to the needs of labor market 

I 

4. Its fl ex ibility 

2 

4. Its efficiency 

3 

4. Modularization 

4 

4. In yo ur opttllon, do 
vocational training? 

the trainees get sufficient ori entation aboltt technical and 
DA)Yes D B)No 

5. If yo ur answer for question No '5' is ' yes' who provides them with the necessary 
orientation? 

A. Vocational counselor D B. Department heads D 

C. Vocational teachers D D. Administrator D E. Deans D 

F. others, if an y speci fy------------- -------------··--------- ------------- ----------.. ----

7. Do equal ly qualifi ed staffs obtain similar sa lary? 

A) Yes D 8)No D 
8. If your answer for question No '7' is 'No ' what is the reason(s)? --------------------- -----

9. Does your institution retain qualified and experienced teachers? 

A) Yes D B) NoD 

10. If yo ur answer to question No.9 is 'No' , what leads to attrition of qualified and 

ex perienced teachers? Ex plain it briefl y---- ------------------- ------- ---------------- -----

II . Are there adequate library r" sources in your college? A) Yes D 13 ) No D 



12. Is there adequate infrastructure? A) Yes 0 B)No 0 
13. Is there conducive envirollment to conduct research on quality improvement? 

A)Yes 0 . B)No 0 . 
14. What would you suggest In order to Improve TVET quality? ---------------------------
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