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ABSTRACT 

This study designed to assess the main factors that influence the quality of 

training in west Gojam Zone TVET Colleges. Both primary and secondary data 

were employed. Questionnaire, interview and observation were the main data 

collection instruments. Using clustering, purposive and simple random sampling 

technique 256 sample sizes were selected from populations of trainers, trainees 

and employers. Questionnaires was designed in open ended, closed ended and 

likert scales.  The research focuses on identifying internal factors: in school 

management, school environment and facilities, trainers’ competency, 

instructional resources and materials, and external factors: stakeholders’ 

participation, board follow-up and budget related factors which affect the quality 

of training in TVET system. After the data had been collected, it was analyzed 

using simple statistical techniques statistics for quantitative and descriptive 

narrations for qualitative data. The research finding analysis showed that poor 

library service, trainers skill gap and poor management systems were prominent 

internal factors whereas unfair budget allocation, poor participation of 

stakeholders and boards were main external influential factors of quality training 

in west Gojam zone TVET colleges. Among those factors poor library service and 

stakeholder participation were foremost factors. The researcher recommends 

respective bodies to solve factors seriously. 

Key words: TVET, factors, quality  
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1 CHAPTER ONE 

 Introduction 

  Back ground of the study 

UNESCO and ILO (2002) define TVET as the study of technologies and related 

sciences, and the acquisition of practical skills, attitudes, understanding and 

knowledge relating to occupations in various sectors of economic and social life.  

The overall objective of the National TVET Strategy is to create a competent, 

motivated, adaptable and innovative workforce in Ethiopia contributing to poverty 

reduction and social and economic development through facilitating demand-

driven, high quality technical and vocational education and training, relevant to all 

sectors of the economy, at all levels and to all people(MOE, 2008). In TEVT 

quality of training basically measured by trainees competency, which assured by 

COC, and job creation or employment after graduation [45].  It will be successes 

through competent trainers, stakeholders’ involvement, improving under funding, 

cooperative (apprenticeship) training and adequate inputs. As ESDP IV report, 

Ethiopian government has taken several actions to obtains quality of TVET out 

comes, some of them were the competence of all TVET trainers has been 

assessed, cooperative training modality design as 30 percent at institute and 70 

percent at the industry, curriculum–centered approach changed to outcome 

occupational standards–based TVET and establish an occupational assessment 

system open to graduated and candidates from all formal, non-formal or informal 

TVET organizations. Competency and job creativity or employment of trainees 

was prominent measurements of quality training in TVET institutes. [32]  

According to ANRTVEDB (2016), evaluation of six month performance feedback 

there was poor quality of training in WGZ TVET colleges. Similarly, WGZTVEDM 

six month report (2018) showed that 23.4% trainees did not competent when 

they assessed and 78.8% graduated trainees did not employed. 
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 Statement of the Problem 

UNICEF (2000) stated that Quality education includes Outcomes that encompass 

knowledge, skill, and attitude and were linked to national goals. The fore most 

factors of Nigeria’s low quality TVET training was teachers’ skill gap in 

implementation of TVET curriculum effectively (Onyesom and Ashibogwu, 2013). 

Unhealthy and unattractive school environment was a factor of quality education 

(Martin Loku MöDI, 2013). Method of teaching and low quality awareness was a 

factor of quality education (OECD, 2000). Teachers’ over-crowded and under-

resourced cause for low preparation in teaching and learning process (Leu and 

Price-Rom, 2005). Similarly, according to Asrat (2014), who researched in Addis 

Abeba, TVET colleges’ quality training was affected by lack of finance and 

resources. The training is effective when proper infrastructure, adequate 

materials, competent trainers, Library, workshops, rooms, hand tools, machines, 

equipment and others which are essential for training were available in each 

institution (MOE, 2008). 

Education and Training policy of 1994 and ESDPII of 2005 showed that the 

educational quality in education as a whole and TVET in particular, have not yet 

been realized (MOE, 2004). TVET colleges could not provide the quality training 

that produced competent young graduates, thus, if the training provided cannot 

equip trainees with marketable skills, TVET colleges no longer be accepted by 

society. Similarly, MOE (2008) ETVET strategy indicated that for Self-

Employment in the labour market, especially in peri-urban and rural areas, TVET 

colleges training should focus on trainees being entrepreneurs need self-

confidence, creativity, successful, a realistic assessment of the market, 

competent in basic business management skills and openness to risks. However, 

ANRTVEDB (2016) evaluation of six month performance feedback showed that 

there was poor quality of training in TVET colleges’. In addition, according to 

WGZTVEDM (2017) annual report there were poor training performance, for 

example, 27 % trainees were incompetent. Furthermore, WGZTVEDM (2018) six 

month reports showed that 69.8% of TVET graduated trainees were unemployed 

and 34.4% of trainees were incompetent when they assessed by COC. The 
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question of delivering high quality technical and vocational training has now 

become an issue in TVET system. Nevertheless, according to literatures and 

performance documents there were gap which was a factor to maintain quality 

training in WGZTVET colleges. Therefore, to know the main factors that 

influencing quality of training in west Gojam TVET Colleges, conducting research 

has paramount importance. So, this study intended to answer the general 

question what are the main factors that influencing quality of training in 

WGZTVET colleges, and the following specific research questions: 

1. What are factors influence the quality of training? 

2. What are the major internal factors that influence the quality of training? 

3. What are the major external factors that influence the quality of training? 

 Objectives of the Study 

General objective 

The main objective of this study is to identify the main factors that affect quality of 

training in West Gojam zone TVET Colleges. 

Specific Objectives 

1. To identify influential factors of quality training.  

2. To investigate the major internal factors for applying quality of training. 

3. To investigate the major external factors for applying quality of training.  

4. To recommend alternative solutions that could be used to meet the factors 

of quality of training. 

 Research Significance 

• TVET agencies/bureau/directives, TVET managements, board, trainers 

and other concerned get awareness about factors and main factors of 

quality training in TVET colleges. 

• The trainees and educational experts deal with identified problems so 

as to find solutions. 
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• Help to institutes to take corrective measures based on the result 

obtained by the researcher. 

•  To put a milestone for those interested researchers to conduct on this 

topic. 

Generally, policy and decision makers, industries, stake holders, Trainees, 

researchers, institutes, communities, society can be the beneficiaries of this 

research work. 

 Scope of the study  

The study aimed to investigate factors affecting the quality of training in WGZ 

TVET collages. West Gojam zone was found in Ethiopia Amhara region at 180 

km far from Bahirdar. There were ten TVET colleges (Adet, Merawi, Durbete, 

Liben, Geshabay, Shindi, Fenotedamot, Gebezemariam, Dembecha and 

Feresbet) which were lead by government. Among these colleges Fenotedamot 

College was relatively oldest that started training in 2009. Howe ever, Shindi 

College was the recent one and started TVET training in 2018. Others college 

were in between them. WGZ TVET colleges had 718 competent trainers (A level 

15, B level 227, C LEVEL 341).  A researcher focuses his study at Merawi and 

Fenotedamot TVET collages. It was located at 35 and 180 k.m respectively far 

from Bahirdar in west direction. 

 Limitations of the Study  

 Because of the financial and time constraint, the study was conducted in two 

WGZ TVET colleges in Amhara region, specifically at Merawi and Fenotedamot 

colleges. Some respondents were not responding and return the distributed 

questioners at required requirements. 

     Operational Definitions of Terms 

Competency: The possession and application of knowledge, skill and proper 

attitude to the standard of performance in workplace.  

Unit of Competence:  is a component of the competence standard stating a 

specific key function or role in a particular job or occupation serving as a basis for 
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training an individual to gain specific knowledge, skills, and attitude needed to 

satisfy the special demands or requirements of a particular situation. 

Curriculum: describes the training that a person with or without impairment 

needs to take in order to perform the work described in the Ethiopian 

Occupational Standards (EOS). 

Core leaders: Top leaders of colleges those are dean and vice deans 

Trainee:  A person who participates in technical and vocational education and 

training program provided by a training institution with a view to acquiring or 

upgrading his/her technical and vocational skills to develop job qualifications. 

Trainer: Is one who complete training in TVET college/institution in occupations in 

which the training is delivered by TVET sector, certified up to level IV/V and 

obtain competency certificate    from level I to level IV/V and has training 

methodology certificate.  

Teaching, Training, Learning Materials(TTLM): Are part of TVET resources 

which includes teacher guide, trainees guide and assessments package and 

prepared by trainers based on training curriculum or module.  

Cooperative Training: refers to a form of training that needs two venues: one at 

a TVET institution and one at an enterprise. These two venues must be secured 

and assigned for the program by both parties; cannot be done at one site only. 

Training Facilities: refers to a place equipped to fulfill a special function 

(Workshops, Classrooms, Library). 

Training Workshop: refers to a room or building in which theoretical and 

practical training are provided which is sufficiently furnished with the machineries, 

instruments, hand tools, charts and consumables that can help the trainees 

acquire the necessary skills.  

Trainees Classroom: refers to a room or building where theoretical instructions 

is done, sufficiently furnished with tables, chairs, white and black boards, charts, 

audio-video aids, projector and consumables as prescribed by the curriculum that 

can help the trainees acquire the necessary attitude and knowledge. 
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Library: refers to a building or room containing a collection of books, news, video 

records, computers, instructional materials, journals, periodicals and other 

valuable materials for use by the members of an institution. 

Training materials: refers to the items that are needed to a particular activity 

while delivering TVET training for each occupational area. 

TVET college managements: the top teams who can lead technical vocational 

education and training college’s missions and planed goal through evaluating 

and decision making at regular planed program. 
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2 CHAPTER TWO 

 Literature review  

 Current trends of TVET in Ethiopia 

The history of vocational education in Ethiopia can be traced back with the 

ancient history of Ethiopia. The beginning of TVET in the formal educational 

system dates back to the founding of the first TVET School in Addis Ababa which 

hand the name Ecole national des Arts technique (re-name later on as Addis 

Ababa technical school). The ministry of education on the other hand noted that 

although technical and vocational education was started back 50 years ago, its 

development was very slow and not up to the desired level by the country (MOE, 

2004).  

 MOE (2008) National TVET Strategy stated that the primary goal of TVET in 

Ethiopia is to create competent and an adaptable workforce (both male and 

female) to be the backbone of economic and social development to find out 

gainful employment and self-employment in the different sectors of the country's 

economy. Therefore, Technical and Vocational Education and Training programs 

play the central role by producing skilled labor that can either be employed in 

different institutions and industries or create their own job. There was top 

authority committee called the Federal TVET Council, which is the leading body 

of the beneficiaries and social and economic interests in the country. At regional 

and lower level there is education and training board. It will, therefore, be 

comprised of all relevant public and non-public stakeholders, in particular 

representatives of public and private employers, the private business sector 

(chambers and private sector associations), public, NGO and private TVET 

providers, representatives of employees (trade unions), farmers, representatives 

of rural off-farm activities, women’s representatives, Representatives of the Civil 

Society and NGOs, and professional associations. The council and board in each 

governmental structure will represent Education, Capacity Building, Labour and 

Social Affairs, Agriculture and Rural Development, Trade and Industry, Health, 

Youth and Sports, Finance and Economic Development, Works & Urban 
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Development, Water Resources and Women Affairs. Overall, the membership of 

the council will have a fair and proportional representation of both public and 

non-public organizations. The Federal TVET Council and/or board may establish 

different committees as deemed necessary for the fulfillment of its functions. The 

main responsibility of council and board is to manage, support, control, evaluate 

and motivate TVET colleges as it help to achieve the general objectives (MOE, 

2008). 

According to the National TVET Strategy, technical schools were not only 

intended only to train skill but also expected to assess the labor market and 

cover the way for their students to fit themselves in the world of work. As result 

Occupational standards and qualification frame work was developed by Federal 

TVET Agency and stakeholders. The Occupational Standard serves the function 

of the national standard that details the occupational requirements in terms of 

competences. It describes the competences that a person or individual must 

possess to be able to perform and be productive in the world of work. Each 

occupational standard can be broken down into units that describe a set of 

“employable” competences. Competence includes the entire range of skills, 

knowledge and attitudes necessary to perform a specific job. Responsibility for 

organizing, facilitating and endorsing occupational standards rests with the 

Federal TVET Agency. However, as occupational standards reflect the 

competence requirements of the world of work, stakeholders from the world of 

work particularly employers will be the major actors in the development of the 

standards. Occupational assessment and subsequent certification is the main 

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

competences. For all defined occupational qualifications at all levels, 

occupational assessment and certification was awarded by COC agencies when 

trainees passed the occupational assessments. [32]  

Effectiveness in a school refers to the degree to which objectives of an education 

system are being achieved, both internally and externally. Internal effectiveness 

means functioning of the institutions while external effectiveness refers to the 
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degree to which the education system meets the needs of individuals and society 

as a whole (Barret, 2006). However, Studies in other countries showed that a 

complex set of factors that interact as required, in order to achieve a common 

goal or purpose (Kiruhi, 2009).   

According to MOE (2008), TVET programmes were organized in a modular 

fashion to meet the requirements as defined in the occupational standards. The 

modularization of TVET is a central mechanism of making TVET delivery flexible 

and providing for flexible entry and exit points. Modularization involves the 

breaking down of qualifications into useful sub units or modules with measurable 

learning outcomes to ensure the accessibility, responsiveness and flexibility of 

training to student and industry needs (Stan wick, 2009). Currently the number of 

TVET institutions dramatically increased with occupational standards. Tvet 

colleges basically work with eight priority sectors such as: agriculture, industry, 

economic infrastructure, health, hotel tourism, trade, mining, labor and social 

affairs. Colleges provide training from level 1 to level 5 including short term 

training based on demand of those sectors and markets.[32]  

 Concept and Standard Components of quality for TVET Institutions 

2.1.2.1 Concept of quality in TVET institutions 

The definition   of quality can be viewed from various perspectives. Many 

educators agreed that an adequate definition of quality of training in school must 

be related to student’s achievement (output) as its basis. According to MOE Lao 

PDR (2011) Quality in Vocational Education and Training (VET) refers to VET 

qualifications, courses, and providers. Educational quality is to be consistent with 

the vision and mission of national education initiatives. Therefore, in TVET quality 

assessment and evaluation from the product perspective needs to evaluate the 

competence of the trainees as a product. 

According to MOE Lao PDR (2011) TVET colleges quality assessment process is 

designed to help institutions identify strengths, weaknesses, and opportunities for 
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improvement. Quality assessment will comprise self-assessment, internal 

assessment and external assessment. [33] 

Self-Assessment involves institution-level quality assessment and includes input 

from official committees, school staff, and students. Self-Assessment help: To 

audit and certify the present situation and evaluate the quality of the institution 

using defined indicator; to motivate continuous self-development; and to connect 

each sector of the institution in their development plans. [33] 

Internal assessment: it is the measurement, assessment, monitoring and auditing 

of an institution’s educational attainments by the institution and the 

organization(s) in charge, such as government ministries/departments, or the 

District Education Bureau (DEB). Internal assessment help: to improves and 

enhances education quality through the analysis of the institution using a set of 

components and indicators, to reveals the weak and strong points of the 

institution, to support the quality improvement process and to builds the 

confidence of learners, parents, society and government that the institution can 

provide quality education. [33] 

External Assessment involves quality assessment by an external or independent 

agency. It may be organized every three to five years. Employers and 

organizations that employ graduates should be involved in the assessment. [33] 

2.1.2.2 Standard Components of quality for TVET Institutions 

According to MOE Lao PDR (2011), quality standard consists of 10 components 

and 32 indicators that all are clearly indicated in the figure below. 
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Figure 2.1 Quality Standard Components for TVET Institutions [33] 

2.1.2.3 Process of institutional quality development  

The institution improves its quality through several methods, including: the Plan, 

Do, Check, Act (PDCA) cycle and the Total Quality Management (TQM) 

approach. The simple and most popular method is the PDCA cycle, also known 

as the Demming wheel (named after W. Edwards Demming, a quality 

management pioneer). The cycle is explained below: [33] 

   

 

Figure 2.2 Process of institutional quality development [33] 

Plan: Establish the objectives and processes necessary to deliver results in 

accordance with the expected output.   

Do:  Implement the planned processes.  

Check:  Analyze the processes, compare the results against the expected results 

and identify gaps.  
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Act:  Analyze the gaps and determine their causes. Each gap will be related to 

either one or more of the PDCA steps. Determine where to apply changes for 

improvement.[33] 

 Quality assurance of TVET  

Quality Assurance in education and Training is the process of monitoring and 

assessment in line with defined requirements. The processes and procedures 

that systematically monitor different aspects of service, process or facility to 

detect, correct and ensure that quality standards are being met (Mirriam-

Webster, 2012). Three primary quality indicators in TVET are: learner 

engagement, employer satisfaction and competency completion.    In view of the 

definition of quality for TVET trainees are the product. Quality assurance may be 

undertaken by an external agency or through a TVET institution’s own internal 

quality management system (MOE Lao PDR, 2011). According to MOE (2008), 

In Ethiopia trainees’ competency was assured by external agencies called COC. 

COC certifies trainees competency by level based assessment on skill, 

knowledge and attitude of every trainee after they trained and assured by their 

TVET institutions ready to be assessed. In addition qualities also define by 

employment or self-employment of graduated trainees. As different studies 

showed that There  are a  number  of  indicators  that contribute  to  the  quality  

of  educational  provisions  including  trainee-trainer ratio, class size, availability 

of facilities and resources and the qualifications of trainers. Quality assurance as 

a whole is a range of actions and mechanisms that support quality education or 

training.[32][33] 

Output quality of TVET delivery will be measured through a process of learner’s 

achieved competence. Occupational assessment, and hence certification, is 

open to everybody who has developed the required competence through any 

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

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

TVET delivery.  In Ethiopian context quality of TVET providers were assessed by 

regional TVEDB whereas TVET trainees competency is assessed internally by 
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trainers of their TVET institute then by independent sector called COC agencies 

which recruit and assigned assessor either from TVET trainers or industries 

trainers.[32] 

 Internal and external factors of quality training in TVET institutions 

As different literatures showed TVET institutions were faced with external and 

internal influential factors to conduct quality education and training. Internal 

factors are factors within TVET organizations such as factors related with staff 

development, management, provision of training materials and creating 

conducive work environment. Whereas external factors are facing out of an 

institutions and it is uncontrollable easily by institutions, For example, budget 

allocation, stakeholders and board participation. [29] 

2.1.4.1  Stakeholders and boards participation  

Apart from building the competence of TVET teachers/instructors, sufficient 

resources and efforts strengthen cooperation of stakeholders and board 

members too important. The Management Boards will have an oversight 

responsibility and must approve the institution’s budgets, activity plans and 

annual reports, in addition to rendering comprehensive advice on all issues 

related to management and TVET implementation in the institutions (MOE, 

2008). According to ETVET strategy stakeholders involvement has the following 

major role in TVET system: 

• Policy development and policy drafting and reviewing through participation 

in relevant bodies and panels; 

• Financing through contributing resources to the TVET system; 

• Quality assurance through active involvement in the setting of occupational 

standards and conducting occupational assessment; 

• TVET delivery through the provision of training to their own staff, offering 

Internships to trainees and providing apprenticeship training; 

• Monitoring and evaluation through participation in TVET councils at federal 

and state levels and taking over key roles on the Management Boards of 

TVET institutions. 
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Regional TVET Agencies are responsible for formulating state TVET policy/ 

legislation/ rules/ guide lines/ plans, coordinating TVET with other sectors; 

organize/ oversee quality management and occupational assessment and 

certification, providing capacity building for TVET institutions through developing 

curriculum, model TTLM preparation or the like to serve as orientation and 

assistance to TVET providers(MOE, 2008). 

Birhane S. G (2014) stated that sustaining training quality in Technical and 

Vocational Colleges influenced by low stakeholders participation and lack of 

sufficient budget for TVET training. TVET institutions had responsibility for 

strengthen public relations with stake holders, communities and parents. 

Similarly, Khaliotis (2010) said that parents have become more involved in their 

students education. Harris and Goodall (2008) observed that across the world, 

there is a growing recognition of the importance of engaging parents, families 

and communities in raising the educational aspirations and attainment of young 

people. In other words, there is a wealth of evidence which shows that parental 

engagement in schooling positively influences students achievement and 

attainment.  

2.1.4.2 TVET colleges working environment and facilities 

Unable to create conducive work environment for TVET Staff may be cause of 

professionals ineffectiveness in the TVET sector, because the sector had a low 

reputation and work conditions were unattractive (MOE, 2008). When teachers 

have easy access to materials for example: textbooks, teaching and learning aids 

and class rooms there is effective teaching and learning process, the focus 

remains on the core goals. However, the contrary also is true when the 

necessary materials for learning are missing.[5] 

Absence of an enabling environment is worsened by condition of the economy, 

weak internal capacity of institutions, poor organizational governance, poor 

institutional research engagements, the phenomenon of brain drain leading to 

paucity of experts, unhealthy industrial actions, political tampering with policies, 
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unsuitable policy environment, inadequate funding, shortage of instructional 

resources, and inconsistent educational policy (Oladipupo et al., 2007). 

Well qualified trainers with industry based experience and well equipped 

workshops in TVET are very important in preparing training (Getachew 

2005).The absence of favorable training environment is the major challenges to 

quality education. Similarly, MARTIN LOKU MöDI (2013) argued that lack of 

enough and professionally qualified and trained teachers, lack of enough 

teaching materials, high teacher student ratio, lack of libraries and textbooks are 

factors which affect the provision of quality education in schools. The researcher 

also found that school environment greatly affected the provision of quality 

education as there were no enough class rooms and workshops, poor 

involvement of all the stakeholders in decision making and lack of adequate 

physical facilities in the schools. 

 School policies and their implementation must promote both physical and mental 

health. Besides, there must be adequate hygiene and sanitation facilities 

accessible to all; where possible, health and nutrition services should be in the 

vicinity. School environment refers, therefore, to social, academic and emotional 

contexts of a school, the personality of the learning context and how it is 

perceived by students, staff and community. This environment or climate is 

influenced by a broad range of factors, from disciplinary policies and instructional 

quality to student and teacher morale (Loukas and Robinson, 2004).  

The empirical study by Cohen (2006) said that that the school environment 

affects more than just academic performance; it influences students’ emotions 

and health behaviors as well. Cohen adds that a positive school environment 

enhances motivation, increases educational aspirations and improves 

attendance and retention where a school environment is built upon caring 

relationships among all participants, namely students, teachers, staff, 

administrators, parents and community members. Effective communication and 

collaboration with parents and the community will promote better outcomes for 

students (Osterman, 2000). 
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2.1.4.3  Trainers competency 

Human resource development is any process or activity that, either initially or 

over the long term, has the potential to develop adults’ work-based knowledge, 

expertise, productivity, and satisfaction, whether for personal or group/team gain, 

or for the benefit of an organization, community, nation, or, ultimately, the whole 

of humanity (McLean & McLean, 2000). UNESCO (2004) stresses that the 

primary concern in the quality of education is learning; the teacher is critical. The 

role of the teachers, especially in the classroom and the impact of the teacher 

and teaching, had been identified in numerous studies as a crucial variable for 

improving learning outcomes. The way teachers teach is of critical concern in any 

reform designed to improve quality of education in general and in particular 

teaching and learning. UNESCO/ILO (2002) report indicated that countries were 

finding it extremely difficult to hire and retain highly competent, qualified, 

motivated, flexible, and creative TVET trainers and educators with the necessary 

skills and experience and thereby the training was very poor in quality. The main 

challenge from the perspective of most teachers in the understanding and 

translation of training packages into deliverable teaching and learning resource 

(Hellwig S., 2006).   

 On the other hand, Leu and Price-Rom (2005) said that teachers often with little 

preparation themselves were struggling to implement elements of a new 

paradigm that may be contradictory, and are attempting to do so in classes that 

are over-crowded and under-resourced in which quality would probably drop no 

matter the paradigm of teaching and learning used. They assert that a better 

approach to the challenge of active learning is to move in the direction of a more 

distributed learning model which combines different teaching and learning styles 

and mixes teacher-centered and student centered learning, without losing the 

valuable conceptual dimension of active learning (Leu & Price-Rom, 2005). 

Quality of TVET implementation is midway because of institution’s inability to 

effectively translate the objectives of curriculum into practical realities 

(Okebukola, 2004). In order to guarantee quality education, governments must: 
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qualified teachers with necessary teaching and learning tools and materials 

(www.unite4education.org - access date April 15/2017). In addition, Educational 

institutions as well as policy makers have labored to bring about quality 

education in the way they review policies and approaches. The Organization of 

Economic Cooperation for Development OECD (2001) observed that creating 

quality awareness among teachers is essential for them to contribute to quality 

education.  

2.1.4.4  Outcome based curriculum and TTLM development 

Occupational standards are developed for all occupational fields at all relevant 

qualification levels attainable within the TVET system. Occupational standards 

define the competences of a worker according to requirements in the labour 

market. Each occupational standard can be broken down into units that describe 

a set of “employable” competences. Competence includes the entire range of 

skills, knowledge and attitudes necessary to perform a specific job. Responsibility 

for organizing, facilitating and endorsing occupational standards rests with the 

Federal TVET Agency. However, as occupational standards reflect the 

competence requirements of the world of work, stakeholders from the world of 

work particularly employers are the major actors in the development of the 

standards, as they are in the developed and emerging countries. Curriculum 

development is driven by the OS thus needs to start with the systematic analysis 

of OS. The relationship between OS and Curriculum is, OS describes the work 

that is performed while the curriculum describes the training that a person or 

individual needs to take in order to perform the work described in the OS. 

Curricula need to be revised periodically. Since occupations and their specific 

characteristics change over the time and Occupational Standards will be 

reviewed and adapted accordingly within the process of OS-revision.[32]  

According to MOE (2008), TVET programmes were organized in a modular 

fashion to meet the requirements as defined in the occupational standards. The 

modularization of TVET is a central mechanism of making TVET delivery flexible 

and providing for flexible entry and exit points. Modularization involves the 
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breaking down of qualifications into useful sub units or modules with measurable 

learning outcomes to ensure the accessibility, responsiveness and flexibility of 

training to student and industry needs (Stanwick, 2009). Nigeria’s low quality 

TVET is linked to a number of environmental factors. The fore most of the 

environmental factor is ineffective implementation of TVET curriculum. According 

to Onyesom and Ashibogwu (2013), the outcome of monitoring of learning 

achievement in Nigeria revealed that “there is a wide gap between the intended 

curriculum (theory) and the achieved curriculum (practice).” The constraint of 

translating educational curriculum into reality in the domains of colleges, 

polytechnics and universities had been a recurring implementation issue in 

Nigeria for a very long time; this ugly development is linked to cluster of 

constraints like inadequacy of experts, irrelevant text-books, ineffective teaching 

method, paucity of learning tools for practical-oriented exercises and poor 

funding of institutions (Garba, 2004; Gabadeen and Raimi,2012) 

 

Figure 2.3relations of OS, curriculum and TTLM [45] 
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Teaching, Training and Learning Materials (TTLM) are a printed instructional aid 

that help to support occupational teaching and learning processes, to achieve the 

desired learning outcomes; supplement a teacher’s oral and visual instruction; 

guide student’s in learning, and help to control quality education. Quality 

education includes Outcomes that encompass knowledge, skills and attitudes, 

and are linked to national goals for education and positive participation in society 

(UNICEF, 2000). However, quality of TVET implementation is midway because of 

institution’s inability to effectively translate the objectives of curriculum into 

practical realities (Okebukola, 2004). 

According to UNESCO (2002), quality assurance indicators are: what learners 

gain; quality learning environments; quality content; processes that support 

quality; and outcomes from the learning environment. Training Packages focus 

on work standards and outcomes of learning, not the learning and teaching 

process. It is the responsibility of teachers to provide a learning program that 

allows learners to achieve these standards. Workplace competency requires the 

ability to apply relevant skills, knowledge and attitudes consistently over time and 

in the required workplace situations and environments. In line with this concept of 

competency Training Packages contextualizing provision should be familiar with 

unit/s of competency (Australian Training Products Ltd, 2005). 

 

Figure 2.4 Relation of curriculum and TTLM [45] 
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Each unit of competency in the OS must have been changed into learning 

module in the curriculum and teachers expected to prepare a session plan for 

each learning guide or learning outcomes. Lastly, teachers guide and 

assessment packet are prepared based on the learning outcomes in the unit of 

competency. In addition teachers expected to prepare information sheet for each 

learning outcomes to trainees called trainees guide [45] 

2.1.4.5 Finance sources 

MOE (2008) stated that under-funding was a structural problem in the TVET 

sector, particularly in the public system. As a consequence of budgetary 

constraints, most urban public TVET programmes are under-funded while rural 

public TVET institutions suffered from poor facilities and shortages of training 

materials.  Similarly, studied in Addis Abeba TVET collages showed that 

resources affect the effectiveness of the teaching-learning process were not 

properly allocated in a way that satisfies the desire of each college (Asrat, 2014). 

Education and Training policy of 1994 and ESDPII of 2005 showed that the 

educational quality in education as a whole and TVET in particular, have not yet 

been realized (MOE, 2004). The question of delivering high quality technical and 

vocational training has now become an issue in Ethiopian TVET system.  

Studies in Nigeria TVET showed, TVET was challenged by paucity of funding 

from government and donor agencies (Ladipo e al., 2013). Consequently, quality 

and standards in the educational institutions have been compromised because of 

lack of adequate funding. Similarly, Tekabe M. (2014) stated that training for high 

quality skills require appropriate equipment, tools, adequate supply of training 

materials and practice by the learners. Hence Studies showed that quality is 

assured mainly using teaching training and learning materials so adequate 

funding and financial autonomy to the institutions essential. 

Comparative studies in other countries have shown that TVET programmes in 

which substantial parts of the practical training are delivered in real work 

environments tend to be less costly. Therefore, the further development of 

cooperative TVET schemes, notably apprenticeship programmes, will gradually 
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help to decrease unit costs in TVET. Besides governmental budget, 

strengthening the income-generating capacities of TVET institutions is another 

way to complement resources required in the TVET system. Existing in come 

generating activities (e.g. the sale of products produced by students, commercial 

activities or renting out of facilities) can still be increased by improving 

management and marketing skills of TVET institution and by easing regulations 

regarding the use of generated funds. The TVET authorities will undertake all 

necessary steps to further develop and realize different financing mechanisms. 

Management Boards of TVET institutions will have to supervise, support and 

monitor income generating activities. Furthermore, the TVET authorities may 

devise budgetary procedures and/or incentive schemes to encourage institutions 

to increase their income generating effort. It must be noted that internal revenue 

generation shall be the main source of finance for TVET institutes and to transfer 

their technological development to consumers with continuity.[32] 

 Summarization of quality influential factors from literatures 

From unpublished and published literatures, which studied in Ethiopia and 

worldwide colleges or schools, one can understand that working environment, 

management system, Trainers competency, training materials, Training Facilities 

(Workshop, classrooms, libraries,), finance, stakeholders and board involvement,  

trainees characteristics, training and learning approaches  and infrastructures 

were the most frequented factors that affect quality of training in different schools 

or colleges. 
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3 CHAPTER THREE 

 Research methodology 

 Research design  

Since the objective of this study was to examine the factors that influence the 

quality of training in WGZ colleges, quantitative and qualitative methodology 

preferable. A mixed methodology signifies the mixture of dissimilar qualitative 

and quantitative data analysis. This mixture covers two different purposes: it 

helps to establish and grip threats for validity occurring from the use of qualitative 

or quantitative research and can thus ensure good scientific practice by 

enhancing the validity of research findings. It also benefits the research to gain a 

fuller picture and deeper understanding of the investigated phenomenon by 

relating complementary findings to each other. 

 

Figure 3.1 Research Process in flow chart 
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 Data sources and data collecting instruments 

The data collection was incorporated both primary and secondary data sources. 

The instruments which used to gather data were questionnaires, interviews, 

observation check lists, and document analysis. Cress well (2009) stated that 

employing multiple data collection instruments helps the researcher to combine, 

strengthen and amend some of the inadequacies and to triangulate data. 

Accordingly, an observation checklist was the main data gathering instrument 

whereas interviews, questionnaires and document analysis aimed to enrich the 

data obtained. The observation checklist consisted of items that focus on the 

adequacy of workshops, libraries, TTLM, guidebooks, infrastructures, 

machineries, classrooms, practical training sites and computers. Questionnaires 

used to collect relevant and firsthand information from core leaders, trainers and 

trainees. Two types of questionnaires, close-ended and open-ended were 

prepared in English and Amharic language for trainers and trainees.  

Unstructured and semi structured interviews were conducted with purposely and 

randomly selected core leaders, trainers, trainees and employers in order to 

obtain detailed information about the quality of training. This tool was used since 

it gives more freedom to interviewees to express themselves and allows the 

researcher to benefit from information through exhaustive treatment of the case 

under consideration (Koul, 2008). Furthermore, document analysis used to 

strengthen the data which obtained through questionnaires and an observation 

checklist. Therefore, published and unpublished TVET documents, journals, 

articles and statistical annual abstract reports were examined. Before the actual 

study a pilot study or tryout of instruments were made at Merawi TVET College. 

Following the pilot test, questionnaires were distributed to the respondents 

identified for the study of the two colleges after getting permission from the 

respective bodies. During distribution, orientation was given for all sample 

respondents. For trainee respondents guidance was given on the spot to assist 

them in filling the questionnaires properly. Additionally suitable time and place 

were arranged for interview. Concerning data related to focus group discussion 
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on respective TVET Colleges, an appropriate time and place were arrange after 

consulting the participants. 

 Population, Sampling and Participants 

This survey attempts to analyze factors that affect the quality of training in WGZ TVET 

colleges. This study was conducted on cluster, random and purposive sampling 

technique to get information from populations of TVET deans, trainers, trainees and from 

the industries or employers. These techniques were preferred    because it was used to 

assist in minimizing cost, time and bias when dealing with the population. With these 

techniques, the sampling frame could be organized into relatively homogeneous groups 

before selecting elements for the sample. WGZ TVET colleges were clustered within 

Bahirdar and Burea Polly technique   colleges to evaluate each performance and to 

share best experiences. Under Bahrdar Polly technique college Adet, Merawi, Durbete 

and Liben were found whereas Burea Polly technique college cluster Shindi, Geshabay, 

Fenotedamot, Gebezemariam, Dembecha and Feresbet. Accordingly, considering 

clusters as different groups and having similar features in each cluster colleges and 

differences from other cluster colleges, Fenotedamot and Merawi TVET colleges were 

selected randomly. Then training departments clustered as: building construction, 

agriculture, textile and garment, ICT, electronics, automotive, general metal fabrication, 

furniture making, urban development, road and surveying  based on   relatively 

homogeneity since the respondents were  meet and evaluate their activity within their 

department weekly, monthly, quarterly and annually.  

According to the table below a total of 214 questionnaires were distributed to the 

trainers, trainees, core leaders and 42 interviewee were selected from each studied 

population based on related responses from majority of respondents of trainers, 

trainees, core leaders and employers of the trainees using random and purposive 

method. 
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Table 3-1 Respondents and interviewee statics  
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1 merawi 9 3 69 841 37 37 7 3 18 74 3 6 7 5 
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damot 10 3 77 1359 48 48 7 3 20 96 3 6 
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   Total 19 6 146 2200 85 85 14 6 38 170 6 12 14 10 

N.B – Each statics found from academic heads of both TVET colleges in 20018. 

  Pilot Study- Pre-Test Procedures  

The survey questionnaire and the interview schedule were both piloted to ensure 

their reliability and appropriateness for the study. Piloting helps in ensuring that 

the survey questions operate well and the research instrument as a whole 

functions well. Before administering the questionnaires, the research instruments 

were pre-tested by the researcher to ascertain the suitability of the tool before 

carrying out the research. A pretest was meant to test for clarity and 

understanding of questions to test if the questions will yield as expected. As 

indicated by Mugenda (2003) a pre-test ought to go from 1-10%. Therefore, to 

assess the reliability and validity of the questionnaires, questionnaires were 

distributed to 20 trainers and trainees. Hence, there was comment on the clarity 

of the language, the inclusiveness of the questions and to identify irrelevant 

questions. Based on comments from these respondents language usages for 

some questions were modified.  
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 Validity and Reliability of Instrument 

Validity of question: Validity is the degree to which results obtained from the 

analysis of the data actually represent the phenomenon under the study. To 

ensure proper validation of the research tools, a panel of two lecturers who are 

well-qualified in the area under study assisted to determine the validity of items of 

the questionnaires and interview schedule. According to Kothari (2004), validity 

indicates the degree to which an instrument measures what it is supposed to 

measure, that is the extent to which differences found with measuring 

instruments reflects true differences among those being tested to enhance 

validity of the study. In this regard, a pilot study was undertaken on 20 of the 

sample population to show both construct validity and content validity. For 

construct validity, the questionnaire, interview, and observation were divided into 

several sections to ensure that each section assessed information for a specific 

objective. Based on the findings of the pre-test, the researcher tried to make 

clear some questions that were indistinct. Hence, it enhanced content validity 

before distributed to the respondents. 

 Reliability:  Mugenda (1999) define reliability as a measure of the degree to which 

a research instrument yields consistent results or data after repeated trials.  

Likewise, Munene and Ogula (1999) define reliability as an instruments ability to 

give similar results for the same group of students if given at different times or if 

scripts are marked by one or more markers on one or more occasions. According 

to rule of thumb that was proposed by Hair et.al (2008) a value for the items 

Cronbach alpha coefficient is greater than 0.60 is acceptable. In this study the 

reliability of questionnaires result was 0.65 and acceptable. 

 Data analysis techniques 

The data was analyzed using a descriptive method using Statistical package for 

social science (SPSS) software version 21. Descriptive statistic was used to 

report the characteristics of the data such as frequency table, percentage, pie 

chart and bar graph. Thus, in this study the descriptive statistics was used to 

combine the data to determine percentage of each variable. 
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4 CHAPTER FOUR 

 Result and discussion of Data  

This chapter deals with the interpretation and analysis of data results generated 

from the responses given by TVET trainees, Trainers, core leaders and 

employers. This study focuses on Merawi and Fenoteselam governmental TVET 

colleges.  

First demographic profiles of trainees and Trainers were analyzed using 

frequency tables and percentages. Finally, the data related to the factors that 

affecting quality training was analyzed by frequency table and percentages using 

the Statistical Package of Social Sciences (SPSS).  

Table 4-1Rate of questioners data collected from trainers and trainees 

No. Name of position Number of Questioners 

Distributed Collected Percentage (%) 

1 Trainers 38 35 92.1 

 2 Trainees 170 163 95.9 

                Total 208 198 95.2 
           Source: Field survey, 2018 

Ten (10) (4.8%) of the respondents were not filled the researcher question due to 

different reasons. However, the total number of questionnaires distributed was 

208 and the returned questionnaires were198 with a response rate of 95.2%. As 

Indian journal of pharmacology a one thesis or paper to be valid if the response 

rate is greater than 70%. Then response rate of this research is 95.2%, hence 

this research output is valid. 

 Demographic Analysis of trainers and trainees 

Demographic Analysis of trainers  

This portion of the survey was concerned with background of the respondents to 

know the respondents who participated in filling the questionnaires for this 

research. Respondents were requested to fill their sex, age, level of education, 

work experience and their marital status.  
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   Table 4-2 Profile of trainers 

Measures Frequency Percentage (%) 

Age Group 20-25 3 8.6 

26-30 17 48.6 

31-35 11 31.4 

36-40 4 11.4 

Sub total 35 100.0 

Gender Male 27 77.1 

Female 8 22.9 

Sub total 35 100.0 

Level of 

Education 

B 22 62.9 

C 13 37.1 

Sub total 35 100.0 

Teaching 

Experience 

3-5 12 34.3 

6-10 21 60.0 

11-15 2 5.7 

Sub total 35 100.0 

Marital status Single 19 54.3 

Married 16 45.7 

Sub total 35 100.0 

  Source: Field survey, 2018 
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When we look the respondents’ gender wise, about 77.1% of the trainers were 

male owned while 22.9% were females. There was a clear indication that males 

were dominant in TVET trainers. From respondents data, 62.9% of trainers were 

B levels who are degree program graduated, competent from level 1 to level 4 or 

5 and trained teaching methodology whereas 37.1% respondents were C levels 

who were under degree but they were certified their competent from level 1 to 

level 4 and trained teaching methodology. However, according to report of 

WGZTVEDM (2018) showed that 341 C level, 227 B level and 15 A level trainers 

in TVET colleges. According to Berry (2002) teachers level of qualification and 

technical qualities was very important in the performance of students. However, 

the research findings showed that C level trainers more than B level trainers and 

A level trainers. Thus, we can understand that qualification of trainers had impact 

on quality of training in WGZ TVET colleges 

   

         Source: report from WGZTVEDM, 2018 

    Figure 4.1 Trainers qualification level in TVET colleges 

Regarding to teaching experience, 60% of respondents were 6 to 10 years, 

34.3% trainers experience were 3 to 5 years. Only 5.7 %respondents teaching 

experiences were 11 to15 years. People with technical competences and work 

experience will become the preferred target group of TVET teachers’/instructors’ 

training (MOE, 2008). Hence, majority of respondents were experienced which 
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help researchers to get real information and easy to improve quality training if 

additional problems will be resolved.  

When we saw respondents’ age range, 8.6% respondents were categorized in 

age range between 20 and 25 years, 48.6 % in the age range between 26 and 30 

years and 28.9% respondents were in the age range of 31 and 35. Only 11.4% of 

the respondents were found in the age range of 36 to40. This shows that the 

majority of trainers were found in the economically active age category and they 

can improve quality training easily.    The marital status of the respondents shows 

that 54.3% were married and 45.7% singles. Hence, findings showed that 

majority trainers were married who were overloaded to train trainees, to support 

SME and to lead their family. 

  Demographic Analysis of trainees 

This portion of the survey was concerned with background of the respondents to 

know the respondents who participated in filling the questionnaires for this 

research. Respondents were requested to fill their sex, age, their level of 

education, work experience and their marital status.  

   Table 4-3 Profile of trainers 

Measures Frequency Percentage (%) 

Gender Male 55 33.7 

Female 108 66.3 

Sub total 163 100.0 

      Level 

 of  Education 

Level 1 34 20.9 

Level 2 35 21.5 

Level 3 58 35.6 

Level 4 36 22.1 

Sub total 163 100.0 

Source: Field survey, 2018 
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When we look the respondents’ gender, about 66.3% of the trainees were 

females whereas 33.7% were males. This showed that females dominant in 

TVET colleges.  

As showed table 4.3 The level of education of the respondents were20 %level 1, 

21.5% level 2, 35.6%level3, and 22.1% level4. From this finding we can 

understand that colleges trained in all levels of training up to level 4 therefore 

resources and infrastructures might be challenged to run quality training.  

 Analysis of trainers and Trainees Responses  

Analysis of trainers questioners result 

There were a number of factors that affect the quality of training.  The following 

table shows the major factors replied by trainers. 

          Table 4-4 Factors of quality training in TVET   

Question Items 
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Lack of reference 

books 

No. F 14 17 1 3 - 0 

% 40.0 48.6 2.9 8.6 - 0 

Lack of Trainers skill       No. F 9 19 3 4 - 0 

% 25.7 54.3 8.6 11.4 - 0 

 Lack of training 

materials       

No. F 8 20 4 3 - 0 

% 22.9 57.1 11.4 8.6 - 0 

Lack of class room      No. F 6 22 1 6 - 0 

% 17.1 62.9 2.9 17.1 - 0 

 Lack of work shops       No. F 10 17 2 5 1 0 

% 28.6 48.6 5.7 14.3 2.9 0 

Lack of machineries        No. F 7 14 4 8 2 0 
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% 
20.0 40.0 11.4 22.9 5.7 0 

Poor management of 

colleges 

No. F 
8 19 1 6 1 0 

% 
22.9 54.3 2.9 17.1 2.9 0 

Lack of follow up by 

boards 

No. F 
12 14 - 6 3 0 

% 
34.3 40.0 - 17.1 8.6 0 

      Lack of follow up 

by stake holders 

No. F 
11 14 3 4 3 0 

% 
31.4 40.0 8.6 11.4 8.6 0 

              Source: Field survey, 2018; No. F= Number of frequency 

From the table 4.4 the first question was concerning about lack of reference 

books. For this question respondents response showed that 2.9 % of the 

respondents were not decide and 8.6% of the respondents replied that they were 

disagreed on lack of reference books. However, 88.6% of the respondents were 

agreed and strongly agreed with lack of reference books. Inter-Agency Network 

for Education in Emergencies stated that teachers who have no access to written 

teaching or learning materials, it will be incredibly difficult to follow a curriculum or 

meet expected learning objectives (INEE, 2010). Hence, the research findings 

showed that there was lack of reference books which were a significant factor 

that affects the quality of training as it was cause for trainers and trainees to be 

well prepared before training and assessment respectively.  

The respondents were also asked about trainers’ skill which was or not factors of 

quality training. About 80% of the respondents strongly agreed and agreed with 

trainers had skill gap to train. 8.6% of the respondents were not decided about 

this idea. However, 11.4% of the respondents disagreed and strongly disagreed 

with lack of trainers skill being a factor of quality training. This result indicates 

that lack of trainers skill were a significant factor that affects the quality of 

training. Therefore, the findings of the study agreed with The World Bank 

research by UNISCO/ILO (2002) result indicated that countries got challenge to 
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hire and retain highly competent, qualified, motivated, flexible, and creative TVET 

trainers and educators with the necessary skills and experience and thereby the 

training was very poor in quality.  

 Regarding lack of training materials questions, 80% of the respondents strongly 

agreed and agreed with lack of training materials but 8.6 % of the respondents 

are replied they were disagreed and strongly disagreed with it. Only 11.4% of the 

respondents were not decided with this idea. From this result majority of 

respondents approved lack of training materials which was a factor of quality 

training in there colleges. According to Lackney and Picus (2005), School 

facilities should provide an environment that is safe, secure, comfortable, 

accessible, well-ventilated, well-illuminated, aesthetically pleasing, and should be 

an integral component of the conditions of learning. Overall, the researched 

results point to the fact that lack of training materials was a significant factor that 

affects the quality of training 

 For the question regarding lack of class rooms, about 80% of respondents were 

argued that they were strongly agreed and agreed with this factor. About 2.9% of 

them were not decided. Whereas, 17.1% of them replied that they were 

disagreed with lack of class rooms. This finding showed that there was lack of 

class rooms. Vandiver (2011) said that as educators, school facilities include 

classrooms, offices, libraries, laboratories and other buildings are needed to 

facilitate effective teaching learning process and even make it easier for teachers 

to teach and students to learn. Hence, we can understand that lack of class room 

was a factor of quality training in WGZTVET colleges 

Regarding the question to lack of workshops were a factor of quality training, 

77.2% of the respondents were agreed and strongly agreed with it. However, 

17.2% of the respondents were disagreed and strongly disagreed. Only 5.7% of 

them were not decided regarding this question. From this research majority of 

respondents were believed on lack of workshops which was a factor of training in 

their college. Thus, we can conclude that lack of work shops were a significant 

factor that affects the quality of training. 
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For the question of lack of machineries, 60 % of the respondents were agreed 

and strongly agreed that lack of machineries were a factor of quality training. 

Only 11.4 % of the respondents were not decided with this idea. However, 28.6% 

of the respondents were disagreed and strongly disagreed. From this, we can 

understand that there was shortage of machineries and quality of training was 

affected by it.  

Regarding poor management question, 77.2% of the respondents were agreed 

and strongly agreed with poor management system. 2.9% respondents were not 

decided and 20% of the respondent were disagreed and strongly disagreed with 

poor management system of collages. From this, the researcher knows that there 

was poor management and which was a factor of quality training. Different 

researches approved that when there was good management system there was 

good working conditions which were cause for good results. According to South 

worth (2003), successful school management leaders should focus on building 

up the capacity of their teachers through the exploration of their talents and skills 

in order to create more favorable conditions where teachers can engage in 

collective explorations of their diverse experiences and approaches to teaching 

and learning. In addition, Aaron (2008) has said that workers are more productive 

and more committed to their jobs when they know that management appreciates 

their efforts. Thus, as research findings showed that poor management was a 

factor of WGZ TVET colleges. 

Furthermore, the findings also indicated that 71.4% respondents agreed and 

strongly agreed with lack of stakeholders involvement in TVET colleges where as 

20 % of the respondents disagreed and strongly disagreed. Only 8.6 % of 

respondents did not have an opinion on this idea. According to MOE (2008), 

TVET system must be steered and implemented with the involvement of a wide 

stakeholder group as they: contribute their own expertise, experience and 

capacities, financing through contributing resources to the TVET system, Quality 

assurance through active involvement in the setting of occupational standards, 

conducting occupational assessment and TVET delivery through the provision of 
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training to their own staff and offering internships to trainees and providing 

apprenticeship training, in order that their combined efforts improve the relevance 

and effectiveness of the TVET system. In addition Ayonmik et.al (2013) research 

showed that quality TVET is directly related to the achievement of the learning 

outcomes  (knowledge, skill, and competence achieved at the end of the learning 

process) that fulfill the key stakeholder ‘expectation: students, parents, 

employers and community in general. From this definition, it implies that the 

quality TVET ensure its learners to achieve their goals and satisfy the needs of 

the society and helps in national development. However, Birhane S. G (2014) 

stated that sustaining training quality in Technical and Vocational Colleges 

influenced by stakeholders low participation in TVET training. Strengthen this 

study findings showed that there was poor participation of stakeholders, which 

hinder quality training, in WGZTVET colleges.  

The survey also revealed that 25.7 % respondents disagreed and strongly 

disagreed for lack of follow-up and support activities of board questions. 

Whereas, 74.3% of were strongly agreed and agreed for lack of boards follow-up 

activities. The main responsibility of council and board is to manage, support, 

control, evaluate performance and motivate TVETs to achieve general objectives 

(MOE, 2008). Conversely, the research showed that educational and training 

board’s follow-up was poor. As a result, it was a factor of quality training as it had 

full of authority to lead and support colleges.  
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Figure 4.2 Trainers response result in % on factors of quality training 

In addition, majority of trainers raised the following factors of quality training: 

• Trainers had attitude problem  

• Poor motivation system of Trainers, especially carrier rules makes trainers 

pessimistic, at which quality training was affected 

• Trainers over load tasks, for example technology copy and transfer, 

training, industry extension service to SME,  

• Lack of internet access 

• Trainers did not prepare and give teaching and training materials to 

trainees 

• Lack of English language to prepare TTLM 

• Lack of budget distribution 

• Lack of supervision of training by leaders and department heads 

• Poor communication and relationship between leaders and staffs 

• Training was not led by market as a result majority of graduated trainees 

not employed with their occupation 

• Lack of computers 
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TVET colleges get budget from government, trainees cost sharing and income 

generations. ETVET strategy MOE (2008) stated that under-funding is a 

structural problem in the TVET sector. Similarly Asrat (2014) researched in Addis 

Abeba TVET college stated that resources that affect the effectiveness of the 

teaching-learning process are not properly allocated in a way that satisfies the 

desire of each college. Agree with this study, findings showed that there was still 

lack of resources and poor distribution of budget for WGZTVET colleges and 

there was lack of resources too.as a result it was difficult to full fill training 

materials and other facilities which all were cause of poor quality training. 

Regarding management and communication, Fullan (2001) researched that the 

quality of leadership matters in determining the motivation of teachers and the 

quality of their teaching, which subsequently affects student performance. 

Similarly, Lee (2008) argues that communication is fundamental to lead and to 

build relationships between the school or school system and its various 

stakeholders. school leaders with good communication skills recognize and serve 

all the many and diverse audiences in a school community Therefore, from 

literatures and research findings we understand that poor communication, poor 

motivation, poor supervision and controlling, poor working environment, generally 

poor managements were a factor of quality training in WGZ TVET colleges. 

Harber (1989) argues that competent teachers who are also well prepared 

cannot teach effectively under adverse conditions. Poor motivation of teachers 

translates to teacher absences, indifferent classroom practices, and early 

departure from the profession which hinders teachers’ ability to teach. This 

behavior leads to poor student learning. Harber emphasizes that lack of 

motivation and professional competence produce poor attendance and 

unprofessional attitudes towards students. Obviously, students cannot learn from 

a teacher who is not present; absenteeism among teachers encourages similar 

behavior among students.  Teachers did not prepare their lessons well and this 

could contribute to poor lesson delivery and hence poor understanding of the 

lessons which eventually leads to poor performance in examinations. Planning a 
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lesson and preparation takes time and attention. Soon after a teacher finishes 

one lesson, he or she begins preparing the next. A teacher will probably be most 

aware of those he or she is teaching; their needs, interests and responses to the 

lesson, and so preparing a lesson is not a matter of one hour at least for as far as 

a good lesson delivery is concerned. 

As a result, this study showed that there were challenges such as attitude, time 

management, preparing TTLM, overload activities, lack of resources and 

inadequate reference books in teaching training process and which were factors 

of quality training. 

Analysis of trainee questioner responses 

There were a number of factors that affect the quality of training.  The following 

table shows the major factors replied by trainees. 

               Table 4-5 Factors of quality training in TVET   

Question Items 
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There was Library 

service  

No.F 2 25 2 95 39 0 

% 1.2 15.3 1.2 58.3 23.9 0 

Lack of Trainers skill       No.F 22 112 2 18 9 0 

% 13.5 68.7 1.2 11.0 5.5 0 

 Lack of training 

materials       

No.F 10 127 3 21 2 0 

% 6.1 77.9 1.8 12.9 1.2 0 

Trainees employed 

after   Graduated 

No.F 6 33 1 88 35 0 

% 3.7 20.2 0.6 54.0 21.5 0 

 Lack of work shops       No.F 21 105 1 29 7 0 

% 12.9 64.4 0.6 17.8 4.3 0 
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   Source: Field survey, 2018; No. F= Number of frequency 

Library service was the most important to enhance the quality of training. Based 

on the data gathered from trainees, 16.5% of respondents agreed and strongly 

agreed with the presence of library service. Only 1.2% of the respondents did not 

have opinions. In contrast, there were 82.2% disagreed and strong disagreed 

that showed the dissatisfactory of trainees with library services. From this, we 

can say that lack of library service were a significant factor that affects the quality 

of training. 

The respondents were also asked about trainers skill which was or not factors of 

quality training. About 82.2% of the respondents strongly agreed and agreed with 

skill gap of trainers. 1.2% of the respondents were not decided. However, 16.5% 

of the respondents disagreed and strongly disagreed with lack of trainers skill. 

This result indicates that lack of trainers skill were a significant factor that affects 

the quality of training. 

Well Training with 

available machineries        

No.F 12 32 - 79 40 0 

% 7.4 19.6 - 48.5 24.5 0 

Training was 

supervised by leaders 

No.F 11 25 10 86 31 0 

% 6.7 15.3 6.1 52.8 19.0 0 

Training was practically 

given to trainees 

No.F 16 101 1 22 23 0 

% 9.8 62.0 0.6 13.5 14.1 0 

Trainees was 

participated in 

Cooperative training  

No.F 23 87 - 12 41 0 

% 14.1 53.4 - 7.4 25.2 0 

Trainers prepared TLM 

to trainees 

No.F - 29 - 72 62 0 

% - 17.8 - 44.2 38.0 0 
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 Regarding lack of training materials, 84% of the respondents replied that they 

were strongly agreed and agreed with lack of training materials. But 14.1% of the 

respondents were disagreed and strongly disagreed. Only 1.8% of the 

respondents were not decided with this idea. AFT (2008) stated that unhealthy 

and unsafe school conditions make it difficult for students to concentrate, for 

teachers to teach, and for staff to do their jobs. Overall, these results point to the 

fact that lack of training materials were a significant factor that affects the quality 

of training. 

For the question regarding employment of trainees after graduated, about 23.9% 

of respondents were argued that they were strongly agreed and agreed with 

employment of trainees after graduated. About 0.6% of them were not decided. 

Whereas, 75.5% of them replied that they were disagreed and strongly dis 

agreed with unemployment of graduated trainees. This shows that there was 

poor quality of training and market driven occupational training which intern 

affects quality of training due to psychological impact on current trainees. 

Regarding the question to lack of workshops were a factor of quality training, 

77.3% of the respondents were agreed and strongly agreed whereas 22.1% of 

the respondents were disagreed and strongly disagreed with this idea. 0.6% of 

them were not decided regarding this question. This result showed that there was 

lack of workshops which detain quality of training. 

For the question of current machineries which were available for training, 27 % of 

the respondents were agreed and strongly agreed. However, 73% of the 

respondents were disagreed and strongly disagreed. From this, we can 

understand that machineries were not properly utilized for training and quality of 

training was affected by it.  

For the leaders supervision activity of training question, 22% of the respondents 

were agreed and strongly agreed with existence of supervision activities. 6.1% 

respondents were not decided. Conversely 71.8% of the respondent were 

disagreed and strongly disagreed with this idea. From this, the researcher knows 
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that there was poor follow up of training and which was a factor of quality 

training. 

Regarding the question of training was practically given to trainees, 27.6 % of the 

respondents were disagreed and strongly disagreed where as 71.8% 

respondents were agreed and strongly agreed. Only 0.6 % of respondents did 

not have an opinion on this idea. From this, we can understand that training was 

given practically to trainees and it did not be a factor of quality training. 

The survey also revealed that 32.6% respondents disagreed and strongly 

disagreed for participation of trainees in cooperative training questions. Whereas, 

67.5% of respondents were strongly agreed and agreed for this idea. Research 

findings showed that besides educational and training at TVET colleges trainees 

were participated at industries for cooperative training. Thus, it was not factor of 

quality in WGZ TVET training. This leads to significantly better training outcomes, 

practical skills, work attitudes and enterprises get to know the trainees, which 

often lead to employment after graduation, as MOE (2008) ETVET strategy 

stated, the major advantage of apprenticeship (cooperative) training was to 

expose trainees’ to the world of work and help trainees to learn the occupational 

practice in a real life situation.  

TVET trainers were responsible for provision of teaching training and learning 

materials for trainees to improve quality education and training. Regarding this, 

trainees responses for well provision of TTLM questions were 17.8% agreed and 

dis agreed and 82.2% disagreed and strongly disagreed.  From this we can 

understand that poor provision of TTLM was a factor of quality training. 
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Figure 4.3Trainees response result in% on factors of quality training 

In addition, majority of trainees raised the following factors of quality training: 

• Poor controlling system of Trainers, especially in time management since 

they thought us as they want, there was no good communication system 

with trainers and leaders, they did not asses us for each learning out comes 

but they report to registrar as they did. 

• Lack of regular meeting with trainees, leaders and trainers 

• trainees were not train full days as a result class end time was extended 

• Lack of internet access and reference books 

• Trainees result did not quantify with grade and they did not compute each 

other.  As a result, trainees do not attain their learning consciously  

• Training class was not comfortable 

• Lack of computers 

• Trainees had problems on interpretation of English language and 

mathematical terms since its education stopped in TVET 

From this commented we understand that in addition to resources and trainers 

skill and attitude problems there was communication, mathematical and 
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language gap which were a factor of quality training. Before this finding of 

teachers and trainers attitude hinders of quality training Kennedy (2011) research 

stated querying student attitudes towards teachers come to a similar conclusion 

that, students frequently hold that good teachers care about them personally, 

hold them to high expectations, show them respect. These qualities emerge 

within the relationships between students and teachers, which prove to be 

important not only for students academic engagement but also for students social 

and emotional development. 

 Analysis of interview results 

  Analysis of results from core leaders and trainers  

Leaders and trainers focus group discussions were related to quality of TVET 

training and several factors that hinder the quality. The interviewed questions 

focus on trainees’ characteristics, Contexts, trainers (skill, knowledge, attitude), 

Teaching and learning approaches, stakeholders involvement, curriculum 

development and governmental bodies or structure. Then Interviewed results of 

these questions can be analysis one by one in following way 

Trainees characteristics: for the question of how trainees characteristics a factor 

of quality training, One of the department head argued that in TVET trainees 

assessment result did not measure in grade, which was cause for lack of active 

participation in training, they did not computed and we cannot motivate them. In 

addition, one of the leaders argues that trainees reading culture, English 

language skill and time management was poor though they were better in 

practical doing. One of trainer also said that trainees did not voluntary and not 

believe to participate and stay in cooperative training far from their town due to 

financial and transport problems. All interview participants agreed on raised 

problems of trainees. Hence, we can understand that trainees readiness to 

knowledge acquiring inspiration and motivation system was poor which was 

cause of poor quality training. 
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Contexts: The second question was about TVET environment, culture, 

infrastructure and resources in general. All interviewed argued that there was 

unsafe teaching learning process due to shortage of: internet, reference books, 

computers, training materials, good communication, adequate infrastructures and 

comfortable classrooms, but there were not cultural problems. In addition, one of 

department heads said that the current machineries did not run to train trainees 

due to skill gap and machines stop by unknown causes. O‟Neill (2000) pointed 

out that schools with positive climates were usually places where both the staff 

and students wanted to spend their time. In the same way AFT (2008) agreed 

that providing a healthy and clean environment rendered schools conducive to 

learning. As a result findings showed that there was poor teaching training 

environment that impede quality training in WGZTVET colleges. 

trainers competency: for the questions of how they saw trainers skill, knowledge 

and attitude regarding quality training, one of a leader said that trainers were 

competent certified by COC but they had skill gap:  to run latest machines, to 

prepare instructional  materials specially TTLM, to use computers and browse 

internets, to use auto cad soft were and basically they had attitude problems 

such as: not volunteer to train with their partners, poor time management for 

preparation based on training module, did not prepare TTLM contextually, not 

stay with trainees at practical training, focus on their utility and their reading 

culture was low. One of department head also argued that trainers were gloomy 

due to overload tasks and poor motivation systems.in addition one of a trainer 

emotionally said that basic challenges for trainer was poor motivation (career 

rules) and lack of aiding materials such as internet, reference books computers 

and good working environments. He also confirms that, if those inputs were 

solved, trainers can maintain quality trainings. For effective training delivery, 

trainers had to give enough time to his or her lesson or training preparation. 

Gilbert (2007) contends that lesson plans allow a teacher to manage his or her 

time, effort and resources efficiently. It provides the teacher with many ways to 

keep the teaching process from being monotonous and redundant; a lesson plan 

is the best way to keep the interests of students throughout. A good deal of time 
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should be invested on lesson preparation for better delivery. It is impossible for a 

teacher to consult lesson materials in one hour and to assume that it is a good 

lesson preparation. Handing notes to students without their proper understanding 

will lead to poor performance. Regarding workloads, Bruno (2012) argues that 

because of the workload on teachers, insufficient time is given to classroom 

instruction. Too often teachers are working without support from their aides and 

other administrative personnel. As a result, much of the work imposed on a 

teacher draws from the time designed for reading, writing and instruction. In other 

words, a teacher will not have enough time to read widely and compile a good 

lesson and delivery of class notes. He or she has limited time in preparing the 

lesson and has no time to ensure that a slow learner student has understood the 

lesson. With such conditions Bruno notes that teachers cannot perform at their 

highest level, and they will certainly have higher levels of stress and burnout 

which will result in job dissatisfaction. These findings also concur with Ingersoll 

(2003) who says, large class sizes and inadequate time to prepare led teachers 

to leave the profession. 

Therefore, from the research findings we can conclude that over load tasks and 

lack of time for TTLM preparation, lack of reference books, lack of internets and 

resources were cause of trainers’ poor performance and intern factors of quality 

training. 

Teaching and training approaches: regarding teaching training methods and 

assessment system questions, on one of department heads argued, which was 

recognized by all interviewed, that: 

• Training was mostly given theoretical due to lack of training materials, 

• Training time was not based on training module credit hours due to 

trainers overload tasks in industry extension service for SME, 

• Training assessment was by formative and summative but for each 

learning outcome theoretical and practical assessments did not perform, 

• Trainers and trainees focus on previous assessment tools rather than 

prepare themselves on all units of competency and modules. 
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Hence, this finding showed that practical project based training and formative 

assessment for each learning out com did not effectively done that hinders 

quality training in WGZ TVET colleges.   

Stake-holders involvement: on question of stakeholders involvement in TVET 

colleges, one of a leader said that we attempt to do with themselves preparing 

bench mark plan but they did not give attention since there was no force full 

guide rules and accountability, on the other hand training needs their comment 

and support with different resources, in general ETVET strategy and polices 

about stakeholders and TVET colleges cooperation was remain on a paper.  In 

addition, another leader argued that there was structure top to down to run stake 

holders involvement but it was not functional. UNESCO (2003) states that 

parents and community involvement in school gives a strong voice in school 

management, increases teacher and student attendance, improves efficiency of 

resource use, and mobilizes community support for schools for students‟ 

learning. MOE (2008), also states that the involvement of stakeholders important 

for improving the relevance and effectiveness of the TVET system. Howe ever, 

this study showed that there was poor relation of TVET colleges and stake 

holders at which quality of training was impeded. 

Curriculum development: regarding Curriculum questions, one of department 

head argue that its development did not consider context of resources and times, 

for example in agriculture department the actual training time was lower than 

curriculum hours and in road construction training and assessment it requests 

tractor but in context of colleges budget it was impossible.  

TVET governmental bodies: for the question of each TVET  governmental bodies 

top to down impacts on quality training, one of a leader argued that higher 

leaders and experts monitoring to quality training was poor, rather they focus on 

industry extension services of SME, there was lack of regular meeting, they did 

not allocate enough budget, they did not fulfill machineries and workshops, they 

did not plan based on TVET resources,  forced TVETCs to register  trainees,  

they did not well support gap fill training and motivation to leaders and trainers, 
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they did not lead and help to repair machineries, they did not understand and 

solve challenges soon, in general, higher bodies attention of quality training was 

low. Craig, Kraft, and du Plessis (1998) emphasize that effective teachers were 

highly committed and care about their students; however, they need supportive 

working conditions to maintain these positive attitudes. Similarly, Vandiver (2011) 

further said that as educators, if we were unable to construct the type of facilities 

that are conducive to a successful educational environment, we, as a group of 

professionals, are letting future generations down. 

TVET providers are also encouraged to consider the work environment in the 

local micro and small business sector when designing their training programmes. 

This includes, for example, the introduction and use of appropriate technologies 

and the organization of internships or cooperative training programmes with 

micro and small enterprises. The TVET executive bodies will also undertake 

initiatives to strengthen and raise quality in traditional apprenticeship training, as 

this mode of TVET delivery is particularly effective in preparing youth for self-

employment (MOE, 2008). Howe ever, results showed that training program was 

conducted without demand and industries accesses analysis. TVET colleges 

register trainees to achieve the plan which are given to them from higher bodies 

without concuss, market demand and capacity of colleges. Hence, from this 

finding we can conclude that there were poor relationships, lack of facilities, lack 

of technical support, poor motivation system to leaders and trainers at each level 

of TVET governmental structure that affect quality training in WGZ TVET 

colleges. 

   Analysis of Results from employers  

This part of the study interviewed entrepreneurs selected from manufacturing, 

agricultural, textile and garment sectors. The analysis of the data gathered from 

the employers basically about trainees’ skill, knowledge, attitudes and causes of 

their gaps. 

Regarding trainees competency in skill, knowledge and attitudes, one of 

participant from manufacturing argued that TVET graduated trainees were 
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employed in his industry but they had skill gap on: reading design, measurement 

and cutting and poor time management (long time to do a project). He also said 

that TVET practical training and assessment for each learning out comes before 

passing to the next section were not done.  In addition, one of participant from 

agricultural sector (animal production) said that I want to employ TVET graduates 

but they asked me more salary than the current employees, there for they did not 

have interest to do such activities. similarly, one of interviewed from textile 

argued that trainers did not be creative jobs, they still focus to be employed in 

governmental sectors, I think this was due to TVET training problem, training was 

not focus on attitudinal change. He also said that stake holders did not support 

them especially in finance and comfortable working site. In addition, one of 

participant from manufacturing sector (furniture making) argued that there were a 

number of TVET graduates who were unemployment or out of job, there was no 

enough industries to engage graduates, conversely TVET colleges still training in 

this occupation, I think this was due to poor managements of governmental 

bodies. Hence, findings showed that there were skill gap of graduated trainees, 

attitude problems, stake holders’ poor participation, poor marketable training and 

poor communication with industries which all confirm the existence of poor 

quality training and poor managements in WGZTVET colleges.  

 Analysis of interview results from trainees 

The interview questions for selected trainees focuses on quality encounters such 

as training methods, cooperative training, Trainers, Trainees, leaders, 

department heads, Industries, Trainee parents, Resources, TTLM and other 

refers books. The interview results and analysis for each questions stated as 

follows: 

Interview results on questions of Training methods:  

• Trainers train theoretically long time without rest 

• In practical training trainees grouped to save training materials at this time 

we were worry  to ask and to do again a given project 
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• Trainers used demonstration method when materials or machineries 

available but if there were not materials and machines the training was 

theoretical, trainers did not search other methods. 

• After training there was not continuous formative assessment for all 

learning out comes. Trainers usually used summative assessments. 

• There was not computation system which diminish trainees interest and 

causes for passiveness of trainees 

From this finding we can understand that lack of training materials, trainers 

teaching training methodology and attitude problem, lack of clear computation 

system all were cause for diminish trainees interest which cause were cause for 

poor quality training in TVET colleges 

Interview results on questions of Cooperative training: 

• Trainees not fully participate and stay at industries when industries out of 

their towns  

• There was no transport service during cooperative training 

• Industries did not give attention to help us specially in machineries 

practical training 

• Trainers did not stay with us at industries 

• Trainees participate in cooperative training when they trained more than 

four UC, not for each UC. 

Hence, from this finding we can conclude that there were economic impacts on 

trainees to participate cooperative training and poor environment between 

industries, trainees, and trainers to conduct cooperative training. As a result, all 

were factors for quality training in WGZ TVET colleges. 

Interview results on questions of Trainers skill, knowledge, and attitude: 

• They were sluggish to create trainees controlling and motivation system, 

• Their awareness creation about TVET strategy was low, 

• They have skill and attitude problem, their teaching was mostly in Amharic, 

teaching materials and learning manual preparation was not clear  
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• They did not teach and train with programed period, but without program 

trainees trained miss periods using  long time until they boring. 

According to Darling-Hammond (2000) research, the effects of well-prepared, 

that is, trained or qualified teachers on student achievement were stronger than 

the influence of student background factors, such as minority status, poverty, and 

language background. Therefore, findings confirm that trainers skill, knowledge, 

attitude gap and there lack of preparation to train was a factor of quality training 

in addition to resources. 

 Interview results on questions of Trainees characteristics:  

• Trainees become less interested because previous graduated did not 

employed and did out of their occupations 

• Trainees did not read though reference books and internet were not enough 

• Trainees also become suspicious as they did not trained with sufficient 

materials and instructions with clarity 

• Trainees had English language and mathematical skill gap, as this subject 

did not give in TVET colleges.  

Hence, this result showed that trainees poor English language skill, poor 

mathematical skills, poor efforts and reading culture were a factor of quality 

training in WGZTVET colleges. 

Interview results on questions of Leaders:  

• They did not conduct regular meeting and supervision, there was poor 

communication system 

• They did not control trainers, trainees and trainings according to strategy 

and policies 

• They did not full fill training materials and identified problems 

• They did not link   trainees with industries and employers   

From these findings, we understand that there were management problems to 

link trainees with employers which cause for unemployment and poor 

cooperative training satisfactions. 
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Interview results on questions of Trainee parents: 

• Trainee parents was volunteer to train trainees in TVET but they did not 

understand trainees to give money: for cooperative training cost, for 

assessment by COC, for cost sharing with TVET, for saving their project to 

be graduated, and for house and food. 

According to Suleman (2012) study, in society, families have different magnitude 

of domestic problems, which badly affect students academic performance. Some 

families are rich while others are poor, parents and other family members are 

illiterate. These create problems from ordinary issues in homes, as a result, the 

students remain depressed. Therefore, findings showed that trainees were 

depressed due to several costs which were cause for hindering quality training in 

WGZ TVET colleges.  

  Analysis of observation Check Lists     

Activities categorized into four were selected for the observation. The researcher 

had attempted to observe workshops, class rooms with its facilities, library 

service, TTLM (course related reference books), computer access, machineries, 

Practical training sites and Infrastructures (Internet access, Water availability, 

Electric power). Therefore, the following check lists were made for analysis. 

Table 4-6 Observation Check Lists results    

No.  

 

Statements e
x
c
e
lle

n
t 

V
e
ry

 

g
o
o
d

 

g
o
o
d

 

fa
ir
 

P
o
o
r 

1 Workshop     ✓   

2 Class room with its facilities     ✓  

3 Library service  

( including   Internet access, 

TTLM, course related reference 

books ) 

  

 

  ✓  

4  Computer access     ✓  
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5 Machineries   ✓    

6 Practical training sites  ✓     

7 Infrastructures( Water availability 

Electric power, road) 

  

 

✓    

According to the observation, there were library buildings but training aid 

reference books, internet access, TTLM, computers, comfortable chairs and 

tables, all were poor or not satisfactory for teaching training process in TVET 

Colleges. 

In addition, the researchers saw that teaching class rooms were not enough and 

wellbeing; trainees were not train full days; there was lack of standardize 

buildings, there was more number of trainees in one class and there was lack of 

comfortable classroom facilities (chairs, tables, ventilators, floors which were full 

of dust particles). Thus, we can understand that class rooms were poor for 

teaching training system.  Blatchford (2011) stated that the problem with large 

classes might be that it affects adversely the level of classroom engagement of 

low attaining students. He emphasizes that in large classes, there will be more 

distractions and a higher possibility of being off task, whereas in small classes, 

there will be more opportunities to engage students and keep them on task. The 

study agreed with Blatchford that students in small classes are more engaged in 

practically training than did trainees in large classes there for more class rooms 

were require in TVET colleges.  

 Regarding workshops, researchers saw that there were fair workshops 

nevertheless there were lack of workshops for some training departments which 

train trainings sharing another departments work shop sections. 

According to researcher observation, TVET infrastructures such as electric 

power, water and road were good relatively though there was interruption some 

times. In addition, machineries accesses were good but some machinery was not 

functional due to lack of trainers’ skill, internal and installation problems. Training 

sites as researcher observed there was satisfactory or very good practical 

training sites though few departments less satisfied due to uncomfortable training 
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sites. Generally, the researcher observed that there were very urgent needs of 

library, reference books, internet access, training resources, gap filling training 

and supporting systems. Unless it was solved it was difficult for teachers to 

maintain quality training through good methods of teaching, training such as 

student-centered approach, and project based of training. 

 Suggestions of respondents to improve quality of training  

To improve and maintain quality training leaders, trainers, trainees and 

employers gave the following recommendations; 

• The main cause of trainers Skill gap are lack of trainer aid reference books 

internets and computers to be well prepared with limited times there for it 

must be solved within short time. 

• Training methodology and occupational skill gap training should be provided 

• Motivation systems by itself cause for gloomy so it must be improved 

• Improve income generations besides governmental budget distributions 

• Fulfill training materials, workshops, class rooms, internet access, 

computers, working facilities  

• TVET colleges training should be focus on attitude change and market 

demand  

• Overload tasks of trainers should be diminished 

• Long term up grading training should be accessible to leaders and trainers 

• Trainees should be train English Language and mathematics  

• Grading system should be design unless it was difficult to motivated and 

control trainees 

• Planning should be considered colleges capacity and market demand 

• Develop supervision, meeting and good relationship between leaders, 

teachers and trainees  

• Strength linkage of TVET and industries, stakeholders and board 

• Industries and investments must be promoted and created basically in 

manufacturing and agricultural sectors  

• Transport service should be accessible for cooperative training  
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 Summary of findings  

The study provided a background to the influential factors of quality of training in 

TVET colleges. It pointed out that quality training was hindered by poor 

management, lack of finance, poor participation of stakeholders and boards, lack 

of competent trainers, lack of facilities such as libraries, workshops and class 

rooms and lack of learning materials as well as colleges working environment. In 

the statement of the problem, the researcher pointed out the studied factor of 

quality training and the recent low performance of quality training indicators in 

WGZ TVET colleges. The main purpose of this study was to identify the main 

factors that influence the quality of training in WGZ TVET Colleges. To find 

hindrance the following research questions were formulated.   

1. What are factors influence the quality of training? 

2. What are the major internal factors that influence the quality of 

training? 

3. What are the major external factors that influence the quality of 

training? 

The review of literature focus on internal and external factors of quality training in 

TVET system. The study was delimited to trainees, trainers, core leaders and 

employers in Merawi and Fenotedamot governmental TVET colleges in West 

Gojam zone. In order to find reasonable answers for those research questions 

appropriate data collection procedures were deployed. Questionnaire, interview 

and observation of facilities and resources were the means to get data. Trainees, 

core leaders, Trainers, and employers were used as a source data. Accordingly, 

the following findings were observed.  

➢ When we look respondents‟ profile, majority of trainers were male, C level, 

youngers and experienced. Whereas majority of trainees were females. 

➢ Research question one was intended to know how extent Lack of Trainers 

skill influenced quality of training. Data collected through questionnaires from 

trainers and trainees showed that 80% and 82.2% respondents respectively 

agreed and strongly agreed with trainers’ skill gap which was a factor of 
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quality training. TVET trainers were responsible for provision of teaching 

training and learning materials for trainees to improve quality education and 

training. Regarding this, 82.2% disagreed and strongly disagreed with well 

provision of TTLM by trainers.   In addition, among the interviewed one of 

core leader said that: 

Trainers were competent certified by COC but they had skill gap:  to 

run latest machines, to prepare instructional materials specially TTLM, 

to use computers and browse internets, to use auto cad soft were and 

basically, they had attitude problems such as: not volunteer to train 

with their partners, poor time management for preparation based on 

training module, did not prepare TTLM contextually and their reading 

culture was low but they focus on their benefit.  

One of department head also argued that: 

 Trainers were gloomy due to overload tasks and poor motivation 

systems (career rules) and lack of aiding materials such as internet, 

reference books computers and good working environments. He also 

confirms that, if those inputs were solved, trainers can maintain quality 

trainings.  

Similarly, among the interviewed employers regarding trainees competency in 

skill, knowledge and attitudes, one of participant from manufacturing sector said 

that: 

 TVET graduated trainees were employed in his industry but they had 

skill gap on: reading design, measurement and cutting and poor time 

management (they used long time to do a project). 

➢ Research question two was intended to know how extent of Lack of training 

materials a factor of quality training. Data collected through questionnaires 

from trainers and trainees showed that 80% and 84% agreed and strongly 

agreed respectively on lack of training materials. However, regarding 

practically training 71.8% of trainees respondents were agreed and strongly 

agreed on the question of training was practical supported. To identify real 

data interviewed did and among the interviewed one of trainers said that:  

Training was mostly given theoretical due to lack of training materials.  
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Similarly, one of trainees said that:   

There was practical training when there was materials access but 

training was mostly given theoretical due to lack of training materials. 

On the cause of lack of training materials, one of core leader said that: 

In TVET the main cause of lack of training material was due to lack of 

finance which also due to poor income generation in colleges and poor 

budget allocation from ANRTVEDB. 

Strengthen the interviewed leader argument respondents’ comment from open 

end questions how much extent budget distribution influences quality of training, 

majority of data collected from trainers showed that there was poor income 

generation system of colleges and unfair distribution of budget to TVET colleges 

in west Gojam zone. 

➢ Research question three was intended to know extent of Lack of machineries 

was a factor of quality training. Data collected through questionnaires from 

trainers showed that 60% of respondents agreed and strongly agreed with 

lack of machineries were a factor of quality training. In addition, data collected 

through questionnaires from trainees showed that 73% respondents 

disagreed and strongly disagreed on the question of available machines were 

used properly for training at required time. The researcher also observed that 

there were moderate machineries access but there was disable machines 

simply setting without training service.  

➢ Regarding questions of Lack of Facilities (workshops, class rooms, library) 

how much extent it influences quality of training, data collected through 

questionnaires from trainers showed that majority of respondents agreed and 

strongly agreed with lack of facilities (77.2% lack of workshops,80% lack of 

class rooms,88.6 % lack of library text books) which were a factor of quality 

training. Similarly, data collected through questionnaires from trainees 

showed that 77.3% agreed and strongly agreed on lack of workshops, 82.2% 

disagreed and strongly disagreed with presence of well library service in 

TVET colleges. The researcher also observed that there was poor access of 
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class rooms and library including its resources but there were fair workshops 

and good infrastructures relatively though there was deficiency. In addition, 

among the interviewed one of trainers said that: 

Basic challenges for trainer to improve quality training was lack of 

aiding materials such as internet, reference books, computers and 

good working environments. 

 

Similarly, among the interviewed one of trainees said that: 

Trainees did not have well prepared guide manual or reference books 

to read and get knowledge as a result they were fall in knowledge 

assessment after they passed practical assessment. 

 

➢ On the question of how extent colleges’ management system influencing 

quality of training, data collected through questionnaires from trainers showed 

that 77.2% agreed and strongly agreed with presence of poor management 

system in which quality training was influenced. In addition, data collected 

through questionnaires from trainees showed that 71.8% of respondents 

disagreed and strongly disagreed with leaders follow up and control of quality 

of training activities statement. Similarly one of core leader said that : 

The main problem of maintaining quality of training was due to poor: in 

school self-assessment, supervision, controlling and evaluation system 

even though internal assessment and supporting system was weak. 

 

In addition, one of interviewee from manufacturing sector (furniture making) 

argued that: 

 There were a number of TVET graduates who were unemployment or 

out of job, there were no enough industries to engage graduates, 

however, TVET colleges still did training in this occupation, I think this 

was due to poor managements of governmental bodies. 

 

➢ Regarding questions of how much stake holders and boards participation 

influences quality of training, data collected through questionnaires from 

trainers and showed that 71.4% agreed and strongly agreed with lack of stake 

holders involvement with TVET college and 74.3% agreed and strongly 
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agreed on lack of board follow up and support TVET collages to maintain 

quality training. Strengthen this statement one of a leader said that: 

 We attempt to do with stake holders preparing bench mark plan but 

they did not give attention since there was no force full guide rules and 

accountability, on the other hand training needs their comment and 

support with different resources, in general ETVET strategy and 

polices about stakeholders and TVET colleges cooperation was remain 

on a paper. There was structure top to down to run stakeholders’ 

involvement but it was not functional. 

 

Poor management system, lack of stakeholders participation and poor academic 

board support and follow up were additional cause for unemployment of 

graduated TVET trainees. Strengthen this idea data collected through 

questionnaires from trainees showed that 75.5% of respondents agreed and 

strongly agreed with TVET trainees were not employed or self-employed after 

graduated.  

More over majority of respondents data which collected from trainers and 

trainees through open-ended questioners and interviewed showed that trainers 

over load task, English language skill gap, absence of grading system, unrevision 

of OS and curriculum periodically and contextually and higher governmental 

leaders and academic experts weakness for internal assessment and supporting 

system were also additional factor of quality training in west Gojam zone TVET 

colleges. 
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5 CHAPTER FIVE 

Conclusion and recommendations 

This chapter presents conclusions of the research findings on main factors that 

affecting the provision of quality training in WGZ TVET colleges. It also presents, 

recommendations for improvement and for further study.  

 Conclusions 

The main purpose of this study was to identify the main factors that influencing 

quality of training in west Gojam zone TVET colleges. To find the problem 

random and purposive sampling methods were used after clustering colleges. 

The sources of data were trainers, trainees, core leaders and employers. The 

data were gathered through document analysis, questionnaires, interviews and 

observation checklist. The data obtained through the above instruments were 

analyzed quantitatively using percentages, bar graphs and chi-square test, and 

qualitatively using descriptive statements. Finally, based on the analysis of the 

data, the researcher concluded that lack of trainers skill, lack of library and poor 

management system were the major internal factors and poor involvement of 

stake holders, poor support and follow up of boards and unfair budget allocation 

were the major external factors of quality training. Based on findings even though 

all are factors of training lack of well library service (including block, computer, 

internet and text books) and poor enrolment of stake holders were the principal 

factors of quality training in west Gojam zone TVET colleges. 
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 Recommendations   

Based on the above findings, the researcher offers the following 

recommendations to improve internal and external factors that influence quality 

training in west Gojam zone TVET Collages. The researcher recommendation 

was grouped in three terms (short period of time- less than one year, medium 

period of time- two to three years, long period of time- four to five years) to solve 

finding problems that are recommended below;   

1. Improve library service: Findings showed that there was lack of 

computers, internets and text books including library block. Trainers could not 

prepare TTLM well and could not improve their knowledge and skill without 

library service. Similarly, trainees could not get knowledge and skill without aiding 

books and TTLM. Findings confirm that trainees were fail more in knowledge 

assessment than practical assessment. Thus, quality of training was hindered. 

Without internet, computer access and reference books how a trainer prepare 

information sheet (TLM), copy technology and maintain quality training? It is 

impossible. Different studies argued that lack of library and aiding materials was 

the influential factor of quality education and training (Garba, 2004; Gabadeen 

and Raimi,2012; Martin Loku MöDI,2013; MOE,2008). Therefore, trainers, TVET 

colleges’ managements and ANRTVEDB shall do the following suggestions: 

Trainers: They should prepare clearly, neatly and easily understandable words 

based on learning outcomes; improve material and time managements; create 

awareness about quality of training for trainees; and improve reading culture in 

short period of time.  

TVET colleges’ managements and ANRTVEDB: 

✓ Better to find solution to improve library service (block, internet, computer, 

chairs and tables, textbooks) either through community participation, project 

formulation or from governmental funds in short period of time, And /or 

✓  Within ANRTVET colleges there are enough professional and experienced A-

level and B-level trainers in poly technic colleges, colleges and universities. 

Therefore, as majority of trainers are C- level and had computer skill gap, low 
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internet and computer access, for fast solution it is better to prepare primarily 

trainees aid guides (book) for each level of occupations and each learning 

outcomes by selected professional trainers through funding and then it is 

possible to copy and distributed for each college. Thus, trainers and trainees 

can easily use as bench and it help them to improve their skill and knowledge 

besides their effort.  

✓ In long period of time each trainers should have computers or laptops and 

internet access (CDMA) to do all activities well at required quality and time. 

2. Improve trainers’ competency gaps: According to findings majority of TVET 

trainers in WGZTVET colleges were young and experienced who are easy to 

improve their gap easily and they were in active age for economic 

development. However, findings showed that majority of trainers were C-level 

and had skill gap. In addition, motivation through career rule and overload 

tasks in academic training, industry extension service to small and micro 

enterprise, short term training, technology copy and transfer all are cause for 

trainers gloomy besides lack of library service and lack of training materials. 

Different studies showed that trainers had low understanding and translation 

of training packages or ineffective implementation of TVET curriculum 

(OECD, 2000; UNESCO/ILO,2002; Hellwig,2006; Onyesom and Ashibogwu, 

2013).  Hence, TVET colleges managements collaboration with cluster poly 

technic colleges and higher professional experts should improve trainers gaps 

such as teaching methodology, machine operation and installation, auto cad, 

computer and English language skill gap by short term training. In addition, it 

is better to create conducive working environment and minimizing work load 

of trainers in participatory decision making, as Bruno (2012) argues that 

because of the workload on teachers, insufficient time is given to classroom 

instruction. In addition, ANRTVEDB should improve career motivation rules 

through majority participatory decision making system from bottom to top in 

short period of time and redesign to continue English language training in 

TVET in medium period of time and provide long term training especially 

upgrade C- level trainers to B-level professions. 
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3. Strengthen TVET college management systems:  Findings showed that 

there was poor management system in WGZ TVET colleges, especially in: 

provision of short term training through identifying staff gaps and training 

materials at required quantity and time, income generation, poor participatory 

leader ship system and managing process of institutional quality development 

with colleges capability and demand of market or industries. According to South 

worth (2003), successful school management leaders should focus on building 

up the capacity of their teachers through the exploration of their talents and skills 

in order to create more favorable conditions where teachers can engage in 

collective explorations of their diverse experiences and approaches to teaching 

and learning. Similarly, AFT (2008) agreed that providing a healthy and clean 

environment rendered schools conducive to learning. Therefore, TVET 

managements including department heads better do the following: 

✓ Follow participatory decision making, supervise, support and control quality 

training based on standards, design regular awareness creation and meting 

time for trainers and trainees, and follow process of institutional quality 

development practically (Plan, Do, Check, Act (PDCA) cycle also known as 

the Demming wheel) in short period of time. 

✓  In medium period of time it was better to improve income generation,  

✓ Improve public relation and provide training materials and machineries 

adequately in long period of time.  

On the Other hand, As MOE (2008) stated that regional TVET Agencies are 

responsible for formulating TVET policy/ rules/plans; oversee quality 

management, occupational assessment, certification and providing capacity 

building for TVET institutions, higher governmental responsible bodies shall do 

the following bottleneck of TVET college managements: 

✓ Follow and support with fair budget allocation for training material and for 

facilities provision in medium period of time; 

✓  Providing clear and achievable trainers, deans motivation career rules and 

long term training recruitment rules in short period of time; 
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✓  Improve trainee assessment system of rules by including grading system 

which help to controlling, computation and motivation of trainees and trainers 

in medium time.  

4. Improve involvement of stakeholders and boards: Findings showed 

that stake holders’ participation and support and follow up of boards were poor in 

TVET colleges. According to collected and analyzed data of factors such as lack 

of: training materials, workshops, libraries, classrooms, machineries and 

unemployment rate of graduated trainees were strengthened poor support and 

follow up of boards and weak cooperation of stakeholders. According to ETVET 

strategy, stakeholders’ involvement in TVET system used for financing through 

contributing resources, providing apparent ship training, employment, monitoring 

and evaluation of quality training. Similarly, the strategy stated that TVET Boards 

structured from federal (top) to colleges (down) and it has an oversight 

responsibility and must approve the institution’s budgets, activity plans and 

reports, in addition to rendering comprehensive advice on all issues related to 

management and TVET implementation in the institutions. The strategy also 

authorized regional TVET Agencies for coordinating TVET with other sectors; 

organize/ oversee quality management and providing capacity building for TVET 

institutions (MOE, 2008).  

 

Therefore, to solve TVET college lack of facilities, training materials and 

unemployment participation of governmental structure and communities so 

important and TVET colleges must did with stakeholders at regular planed 

program, boards must support and control colleges at defined and regular 

program in short period of time. In addition, higher TVET colleges’ governmental 

structures (ANRTVEDB and WGZTVEDD) shall take great commitment to 

strengthen cooperation of stakeholder sectors top to down with accountable 

rules. Findings showed that there was unemployment of TVET graduated 

trainees; there were self-employed graduates out of their occupation, and still 

TVET colleges training with low market demand occupations. According to TVET 

strategy and current colleges’ mission performance documents, TVET colleges 
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deliver manpower with regular, extension and short term training program 

including retraining of universities and colleges graduates. All trained peoples 

need to employ and self- employ at limited resources around their site. 

Conversely, training and graduating process is continued more at colleges and 

universities.  

Therefore, to solve these problems ANRTVEDB and WGZTVEDD shall do with 

investment sectors and responsible bodies to launch medium to large industries 

around TVET institutions and focal places based on requirements in long period 

of time. 

 

In general, as findings showed that lack of library service, trainers skill gap, poor 

college management system, poor stakeholders and board involvement 

problems were the major factors of quality training. If it improved other supportive 

factors improved, consequently, quality of training can be improved in west 

Gojam zone TVET colleges.  

 

 Future scope 
  The researcher’s future scope should be studied in detail in a region and based 

on findings he can help to solve the factors of quality of training through present 

findings and advise better solutions for respective bodies.  
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APPENDIXS 

APPENDIX A- Questioners for trainers 

 

 Questioners  

Dear respondents:-The purpose of these Questioners are to collect data about  

factors of  quality  training in west Gojam Zone TVET colleges .Therefore, Your 

sincere   answer is required to all questions. If you want researchers, his phone 

number is 0920257335. 

Direction 

• You are not required to write your name. 

• Please, choose and circle the one which you think is the most appropriate 

response to each questions or put “√” in the space provided in front of 

each item. 

• The questionnaire has two (2) parts. Please, try to fill all the items. 

• Please fill or write appropriate response on the provided blank space 

using language in English or Amharic as you want. 

 

PART ONE:  Personal Information. 

1. Name of your TVET College: ------------------------ 
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2.  Sex: A) male B) female 

3. Age: A) 20-25 years  B)  26-30 years    C)  31-35 years   D)  36-40 years     

d)  41-45 years     E) 46 years and above  

4. Marital Status: A) Single B) Married C) Divorced D) Widowed 

5. Positions: -------------------------------------------- 

6. Your level of educational qualification:  A) C level  B) B level  C)  A  level  

7. Work experience : A)  1-2 years B)  3-5 years  C)  6-10 years  D)  11-15 

years E)  16-20 years  F)  More than 21 years    

PART TWO:  Questions about challenges of quality training  

8. How do you think about challenges of quality training in your college? ( put  

√  only at your choice ) 

No. challenges of quality 

training 

Strongly 

agree 

agree undecided Dis 

agree 

Strongly  

dis agree 

8.1 Lack of Trainers skill      

8.2 Lack of training 

materials 

     

8.3 Lack of machineries      

8.4 Lack of work shops      

8.5 adequate class room      

8.6 Lack of follow up by 

stake holders 

     

8.7 Lack of follow up by 

boards 

     

8.8 Poor management of 

colleges 

     

8.9 Lack of reference      



72 
 

books 

 

9. How do you evaluate the income generation and budget distribution to 

sustain quality training in your college?     ----------------------------------------------------

------------------------------------------------------------------------------------------------------------

------------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------- 

10. What do you think about the school environment with respect to quality 

training or education in your college?-----------------------------------------------------------

------------------------------------------------------------------------------------------------------------

------------------------------------------------------------------------------------------------------------

----------------------------------------------------------- 

 

13. Please write other factors and your suggestions to improve the quality of 

education and training in your college?     ----------------------------------------------------

---------------------------------------------- -------------------------------------------------------------

------------------------------------------------------------------------------------------------------------

------------------------------------------------------------------------------------------------------------

---------------- 

 

 

                                                         // Thank you for cooperation.// 

 

 

 

 

 



73 
 

 

APPENDIX B Questioners for trainees 

 

ባህርዳር ዩኒቨርሲቲ              የኢትዮጵያ ጨርቃጨርቅ እና ፋሽን 

                                       ቴክኖሎጂ ኢንስቲቱት 

 

በፍኖተዳሞት እና መራዊ የቴክኒክና ሙያ ኮሌጅ  ሰልጣኞች  የሚሞላ የጥናትናምርምርጥያቄወች 

የዚህ መጠይቅ ዓላማ በፍኖተሰላም እና መራዊ ኮሌጅ ውስጥ ለሚሰጠው የመደበኛ ስልጠና 

ጥራት ችግሮች  በተመለከተ መረጃ ለመሰብሰብ ነው፡፡የሚሰጡን ግልጽና ታማኝነት ያለው መረጃ 

ለጥናቱ ወሳኝ ስለሆነ እባክዎትን በጥንቃቄ ይሙሉት፡፡ ለትብብርዎ አመሰግናለሁ፡፡ 

መመሪያ: 

ሀ) እባክዎ እንዲመርጡ በሚጠይቀው የቃለ መጠይቅ ክፍል ላይ የመረጡትን ፊደል 

ወይምፊደላት ብቻ በመክበብ እንዲመርጡ እጠይቃለሁ፡፡ 

ለ) በክፍት ቦታው ላይ እንዲጽፉ በተጠየቀው መጠይቅ ክፍል ላይ ደግሞ ግልጽና አጭር መልስ  

በመጻፍ እንዲተባበሩ  እጠይቃለሁ፡ 

ሐ)  ስምዎትን እዲፅፉ አይገደዱም 

 

ክፍል 1  ግላዊ መረጃወች 

1. ፆታ፡  ሀ)    ወንድ  ለ)     ሴት 
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2. እየሰለጠኑበት ያለ የሙያ አይነት ___________________________________ 

3. የትምህርት ደረጃ :    ሀ.   ደረጃ1,  ለ. ደረጃ 2,  ሐ. ደረጃ 3  መ. ደረጃ 4  

 

ክፍል 2 በስልጠና ጥራት ችግሮች መረጃ ማሰባሰቢያ ጥያቄወች 

1. በምሰለጥኑበት ኮሌጅ የማሰልጠኛ ጥሬ እቃ አቅርቦት እጥረት አለ  ሀ) በጣም 

እስማማለሁ ለ)እስማማለሁ  ሐ) አልስማማም መ) በጣም አልስማማም ሠ) ለመወሰን 

እቸገራለሁ 

2. በምሰለጥኑበት ኮሌጅ የ ማሰልጠኛ ወርክ ሾፕ  እጠረት አለ  

ሀ) በጣም እስማማለሁ ለ)እስማማለሁ  ሐ) አልስማማም መ) በጣም አልስማማም ሠ) 

ለመወሰን እቸገራለሁ 

3. በምትሰለጥኑበት የሙያ ስልጠና ከእወቀት ስልጠና በተጨማሪ  በፕራክቲካል የታገዘ  ነው 

ሀ) በጣም እስማማለሁ ለ)እስማማለሁ  ሐ) አልስማማም መ) በጣም አልስማማም ሠ) 

ለመወሰን እቸገራለሁ 

4. አሰልጣኞች ለመማር ማስተማሩ አጋዥ መፅሀፍ /teaching training and learning 

guide materials(TTLM) /  አዘጋጅተው  ለሰልጣኞች ይሰጣሉ 

ሀ) በጣም እስማማለሁ ለ)እስማማለሁ  ሐ) አልስማማም መ) በጣም አልስማማም ሠ) 

ለመወሰን እቸገራለሁ 

5. ቤተመጽሀፍ/liberary/ አግልግሎት የተማላ ነው 

ሀ) በጣም እስማማለሁ ለ)እስማማለሁ  ሐ) አልስማማም መ) በጣም አልስማማም ሠ) 

ለመወሰን እቸገራለሁ 

6. በኮሌጁ ያሉ ማሰልጠኛ ማሽኖች ስልጠና እየተሰጠባቸው ነው 

ሀ) በጣም እስማማለሁ ለ)እስማማለሁ  ሐ) አልስማማም መ) በጣም አልስማማም ሠ) 

ለመወሰን እቸገራለሁ 
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7. ስልጠናውን ጥራት የኮሌጅ አመራሮች ይከታተላሉ 

ሀ) በጣም እስማማለሁ ለ)እስማማለሁ  ሐ) አልስማማም መ) በጣም አልስማማም ሠ) 

ለመወሰን እቸገራለሁ 

8. ሰልጣኞች ለትብብር ስልጠና ኢዱስትሪወች ላይ ይሳተፋሉ 

ሀ) በጣም እስማማለሁ ለ)እስማማለሁ  ሐ) አልስማማም መ) በጣም አልስማማም ሠ) 

ለመወሰን እቸገራለሁ 

9. አሰልጣኞች ለማሰልጠን የክህሎት ችግር አለባቸው 

ሀ) በጣም እስማማለሁ ለ)እስማማለሁ  ሐ) አልስማማም መ) በጣም አልስማማም ሠ) 

ለመወሰን እቸገራለሁ 

10. የተመረቁ ሰልጣኞች እደተመረቁ ወደስራ ይገባሉ  

           ሀ) በጣም እስማማለሁ ለ)እስማማለሁ  ሐ) አልስማማም መ) በጣም አልስማማም ሠ) 

ለመወሰን እቸገራለሁ 

11. እባክወት በሚሰለጥኑበት ኮሌጅ ሌላ ችግር ካለ እና የስልጠና ጥራት ያሻሽላል የሚሉትን 

አስተያየት ካልወት ይፃፉ    -----------------------------------------------------------------------------

------------------------------------------------------------------------------------------------------------

---------------------------------------------------------------------------    

                                                                                    // ስለትብብርዎ አመሰግናለው.// 
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APPENDIX C Interview questioners   for core leaders and trainers 

 

 

 

Interview questioners   for core leaders and trainers 

1) Is trainees characteristic (Learning Engagement, culture, active participant 

or not) affect quality of training? How? 

2) How do you see Contexts in quality of training in your college? (context 

refers  to socio-economic and cultural conditions, public resources for 

education, parental support, and time available for schooling and 

homework)   

3) Are trainers causes of poor quality of training? How? (skill, knowledge, 

attitude) 

4) Is Teaching and training approach (learning time, teaching methods, 

assessment, feedback, incentives, and class size) affecting quality of 

training? How? 

5) How do you see stake holders and board enrolment in moniterinig and 

supporting quality of training? 

6) How do you see occupational, curriculum and TTLM development and 

with respect to quality training?  
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7) How do you see internal and external rlation of tvet colleges with 

governmental bodies at each level of structure with respect to assure 

quality training?  

8) What you recommend for each challenges of QT? 

 

        ለአመራሮች እና አሰልጣኞች የተዘጋጁ ቃለ መጠየቅ ጥያቄወች 

 

1. የሰልጣኞች ባህሪ ልምድ እና ተሳትፎ በስልጠና ጥራት ያለው ሚና እዴት ይታያል? 

2.  በስልጠና ጥራት ላይ  የኮሌጁ ለስልጠና ምቹ መሆን፣ የአካባቢው ባህል ፣ ወላጅ ድጋፍ፣ 

የሰልጣኙ ጊዜ ተፅኖ አለው? 

3. የአሰልጣኞች አመለካከት እውቀት ክህሎት በስልጠና ጥራት ላይ ያለው ሚና እዴት 

ይታያል? 

4. የስልጠና እና ምዘና አሰጣጥ ዘዴወች  በስልጠና ጥራት  ላይ እዴት ይታያል? 

5. የአጋር አካላት መስሪያቤቶች እና የኮሌጁ ትምህርት እና ስልጠና ምክርቤት በስልጠና 

ጥራት ላይ ያላቸው ድጋፍ እና ቁጥጥር ተሳትፎ እዴት ይታያል? 

6. የስርዓተ ትምህርት ዝግጅት ከስልጠና ጥራት አንፃር ምን ላይ ነው? 

7. የስልጠና ጥራት ለማስጠበቅ ኮሌጁ ከውስጥም ሆነ ከውጭ በየደረጃው ካሉ የመንግስት 

አካላት ጋር ያለው ግኑኝነት እዴት ይታያል? 

8.  የስልጠና ጥራት ማነቆዎች  ላይ የመፍትሄ አስተያየትዎ  ምንድን ነው? 
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APPENDIX D Interview questioners for Employers 

 

 

Interview questioners  for Employers 

1. Did you employ TVET graduates? 

2. Do you believe TVET graduates are competent? Why? 

3. Did you get gaps of TVET graduates? What are gaps? 

4. Did they creative or not?  

5. How much do you satisfy by TVET graduates performance? 

6. Do you believe TVET training quality is poor? Why? 

7. What you recommend to improve TEVT training? 

ለኢንዱስትሪዎች የተዘጋጁ ቃለ መጠየቅ ጥያቄወች 

8. በአእርስዎ ድርጅት የኮሌጅ ምሩቃን ተቀጥረዉ ይሰሩ ነበር? 

9.  የኮሌጅ ምሩቃን ብቃት አላቸው ብለው ያምናሉ ?ለምን ? 

10. የኮሌጅ ምሩቃን ክፍተት አግኝታቹውባቸው ነበር ? ክፍተታቸው ምንድን ነው? 

11.  የኮሌጅ ምሩቃን ስራ ፈጣሪ  ናቸው ? 

12. በብቃታቸው ምን ያህል ትረካላችሁ? 

13. የቴክኒክ እና ሙያ ኮሌጅ ስልጠና ጥራት ችግር አለ ብለው ያምናሉ ? ለምን ? 
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APPENDIX E Interview questioners for trainees 

 

 

Interview questioners for trainees 

1. What are training methods trainers use to train you? 

2. How do you see cooperative training with quality improvement? 

3. How training quality determine by the following participants in your 

college? 

a) Trainers 

b) Trainees 

c) TVET leaders and department heads 

d) Industries 

e) Trainee parents 

f) Resources 

g) TTLM and other refers books 

4. What are your recommends to improve quality of training in TVET colleges? 

ለሰልጣኞች የተዘጋጁ ቃለ መጠየቅ ጥያቄወች 

1. አሰልጣኞች በስልጠና ወቅት የሚጠቀሙት የስልጠና ዘይቤ  ምንድን ነው 

2. የስልጠናጥራን ከማስጠበቅ አኝፃር የትብብር ስልጠና ተሳትፎ እዴት ይታያል 
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3.  በስልጠናው ጥራት ላይ የሚከተሉት አካለላት አስተዋፅዖ እንዴት ይታያል 

• አሰልጣኞች 

• ሰልጣኞች 

• የኮሌጅ አመራሮች እና ዘርፍ አስተባባሪዎች 

• ኢንዱስትሪወች/ድርጅቶች 

• የስልጠና እቃወች 

• ማጣቀሻ መፅሀፍት እና በአሰልጣኙ የተዘጋጁ አጋዥ መመማሪያ መፅሐፍት 

4. የስልጠና ጥራት ለማሻሻል ለዎት አስቴያየት ምንድን ነው 
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APPENDIX F Observation guides 

Observation guides 

No.  

 

statements 
e
x
c
e
lle

n
t 

V
e
ry

 g
o
o

d
 

g
o
o
d

 

fa
ir
 

P
o
o
r 

re
m

a
rk

 

1 Workshop        

2 Class room with its facilities       

3 Availability of library.            

4  TTLM (course related reference 

books ) 

  

 

    

5 machineries       

6 Practical training sites       

7 Infrastructures(Internet access 

Water availability Electric power) 
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            APPENDIX G Exemplary machine, library and classrooms 

 

Exemplary photographs of machine, library and classrooms at studying TVET 

colleges 

 

 


