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CHAPTER 1

INTRODUCTION

1.1 VET and Adjustment

It is now widely accepted that successful long-run development in sub-Saharan Africa (SSA)
will require significant improvements both in basic education and in technical and managerial
skills in all sectors of the economy. In particular, major increases in labour productivity in
tradable goods and service sectors are essential to achieve and sustain international
competitiveness. However, while there is a general consensus that governments should take
primary responsibility for the funding and provision of basic education, no such consensus
exists concerning the role of government with respect to vocational education and training
(VET). An important factor aggravating this lack of consensus is the paucity of recent,
detailed empirical research on VET in Africa.

There has long been widespread disenchantment with training provision by government
institutions in SSA. Until the early-mid 1980s, the main criticism of VET was that it was
generally poorly related to (effective) demands for skills among producers. Not only was VET
provision "overextended' but it tended to be biased towards particular sectors (central
government, parastatals, and manufacturing) and groups (young, urban-based males in high-
middle level occupations). Typically, public sector training was poorly planned, managed, and
resourced (particularly with respect to trainers and training materials) resulting in poor quality
but high cost provision often with limited skills utilisation among trainees once in employment.
In addition, seriously distorted labour markets adversely affected training incentives facing both
individuals and enterprises and organisations. (See Blaug, 1981; Bennell, 1984; Bennell, 1991;
King, 1976).

Since the late 1980s, there are clear indications that the impetus for reform of VET provision
has increased markedly in Africa, in particular with the advent of comprehensive structural
adjustment programmes and as donor support for VET has declined. However, there is an
acute shortage of hard evidence about how VET policies and provision have changed during
the last decade. Given this lack of information, it was decided to look in detail at VET
provision since the mid-late 1980s in two African countries, namely Tanzania and Zimbabwe.
The Tanzanian research project was funded by the Education Division of the Department for
International Development (DFID) while the Zimbabwe study was supported by DFID's
Economic and Social Commiittee for Research (ESCOR).

This report summarises the main findings of the Tanzanian and Zimbabwe studies. Four sets of
questions have underpinned this research:

* Since the start of the economic reform process, how have the governments of Tanzania and
Zimbabwe attempted to reverse the previously ineffective and inefficient patterns of VET
provision and facilitate the formation of skills necessary for successful adjustment and

10



sustainable long-term-economic growth?

e What have been the main outcomes and impacts of government policy reforms and other
actions;?

e What are the reasons for these outcomes and impacts?;
e What changes in policy are still required to improve outcomes in future?

The research project covered all types of post-secondary VET provision including pre-
employment occupational training mainly targeted at secondary school leavers and job-related
training for those already employed. While technical colleges and polytechnics were included,
universities were not.

1.2 The VET Policy Debate

In addressing these questions, the study has focused on the extent to which attempts have been
made to change VET provision in Tanzania and Zimbabwe from being essentially supply-
driven to demand-driven so that it responds more efficiently and effectively to the training
needs of both individuals and enterprises and other organisations. As with many other areas of
economic reform, the World Bank has been at the forefront of efforts to reform VET provision
in SSA. More specifically, since the late 1980s, the World Bank has consistently advocated the
adoption of a package of market-driven VET reforms. In broad terms, "the challenge is to
move from policies dominated by social and supply objectives and programs funded and
provided by governments to policies and programs that respond to market forces and promote
employer and private training, and establish appropriate complementary and supportive roles
for the state'" (van Adams et al, 1993: 253). Similarly, the Bank's 1995 Education Sector
Review states that VET is "generally best provided on-the-job by employers" (World Bank
1995:108). While the shift away from off-the-job, publicly provided VET to on-the-job
enterprise training is the most emphasised policy recommendation, the other main components
of the Bank's VET reform package include:

» focusing on the training needs of farmers (particularly smallholders), other labour intensive
exporters, small-scale enterprises, the poor, and women.

» closely linking VET to labour market needs and enhancing labour productivity through the
restructuring of labour markets, adoption of new planning methodologies, and new
governance and consultation structures based on social partnerships among the major
stakeholders.

» a greater emphasis on improvements in training quality rather than quantity.

« amuch enlarged role for the private sector and generally much greater diversity of training
provision.



* leaner, better managed and more innovative public sector provision that "fills the gaps" left
by the private sector.

+ learning from foreigners, in particular by the encouragement of foreign corporate
investment.

* increased cost recovery and mobilisation of additional resources.

» reduced donor involvement that is limited to clearly identified labour market needs in
priority areas.

Since the early 1980s, World Bank support for post-secondary vocational education has fallen
from almost 20 per cent of total lending to the education sector to less than 5 per cent. Most
donors have followed the lead of the World Bank and have also significantly reduced their
funding of formal VET in SSA. Given that many African governments have become heavily
dependent on donor support for VET, the reduction in donor support for VET is likely to have
intensified the need to make far reaching policy adjustments with respect to public sector
training provision .

Critics of the World Bank's market-driven VET reform strategy argue that it places too much
emphasis on the role of improved incentives in stimulating supply responses and pays
insufficient attention to the conditions necessary for producers to respond to changes in
incentives. As Pack points out, "without an increase in proficiency, the responsiveness of
output even to the best designed structural adjustment programme is likely to be limited. Prices
are one half of a scissor, the other being technical skill" (Pack, 1992:1). More serious still,
adjustment may undermine the capacity of the state to formulate and implement key reforms
and/or provide skills training in critically important areas. In particular, fiscal belt-tightening
often takes its greatest toll on public investment. Given the close links between new investment,
skill acquisition and learning by doing, policies that lower investment levels can "drive the
economy to a new steady state in which physical and human capital stocks are lower and
underemployment is higher" (Buffie, 1994:267). If this is the case, the overall impact on the
VET system is likely to be negative.

1.3 Research Hypotheses
Both the Tanzania and Zimbabwe country studies have tested two related hypotheses:

¢ Since the mid-late 1980s, there has been a deterioration in the provision of formal (i.e. off-
the-job) VET in key areas of skills formation that are critical to the long term development
process in each country.

¢ Economic liberalisation is a necessary but not sufficient condition for achieving the required
levels of skills training in each country. Private sector training institutions and on-the-job
training by enterprises are playing increasingly important roles, but wide ranging state
interventions are still essential for the effective development of workforce skills that are

3
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necessary for successful development. These include the development of an overall policy
framework for VET as well as the provision of VET by public sector training institutions.

Comprehensive structural adjustment and/or stabilisation programmes provide the overall
macroeconomic context for the assessment of VET provision and policy reform in most
African countries since the mid-late 1980s, including Tanzania and Zimbabwe. Certainly,
economic liberalisation can increase the incentives for individuals, households, and enterprises
to enhance labour productivity in order to compete effectively on local and international
markets. However, the effective demand for and/or the capacity to supply the VET necessary
for this process of skills upgrading could be adversely affected by a number of factors. Most
important among these are; the impact of fiscal belt-tightening on public VET institutions
(especially their ability to respond to new priority areas of VET, most notably among small-
medium enterprises in the formal sector and micro enterprises in the informal sector); the
negative training response of surviving public and private enterprises now faced with 'harder
budgets' and possibly lower levels of profitability (training is often one of the first expenditures
to be cut); lower levels of wage employment with mass retrenchments (resulting in fewer
opportunities for work-based VET and learning by doing and the erosion of the skills of laid-off
workers); generally lower real wages but increased cost recovery thus reducing the returns to
investments in human capital; greater uncertainty which depresses all types of investment
including human capital; much reduced furding from aid donors which in the past have heavily
supported VET; the reluctance and/or inability of farmers to make investments in new
technologies that require the acquisition of new/improved skills; and the impact of adjustment
on micro enterprises in the informal sector (the limited evidence that is available suggests that,
to date, this has tended to be negative).

While accepting that changes in the policy environment at both macro and sectoral levels could
have far reaching effects on VET provision, there are other sets of factors that also need to be
investigated that are not directly related to adjustment policies. Most notably, these include: (i)
the voluntary implementation by African governments of VET reforms (including all or some
of those being proposed by the World Bank); (ii) the withdrawal and reduction of donor
funding for VET; and (iii) adverse economic shocks, external and internal.

1.4 Methodology

Given the intractability of the methodological problems involved in trying to assess what would
have happened to VET provision without adjustment, no attempt has been made at a detailed
counterfactual assessment of the impact of adjustment policies on VET. However, both studies
have tried to examine the full range of factors (including adjustment and stabilisation policies)
that may have influenced VET provision since the mid 1980s.

Each country study comprises of two distinct but related parts: an overview of formal VET
provision in the public and private sectors and two industry case studies.

13
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1.4.1 Formal VET Provision

The main objective of the study is to identify the main changes (both quantitative and
qualitative) in the provision of formal, off-the-job VET by both public and private training
institutions for the country as a whole since the mid-late 1980s and to analyse the main factors
that have influenced this process of adjustment by the VET system itself. Particular attention
has been given to assessing the impact of VET policy reforms. These can be categorised as
follows:

e Improving fiscal and macroeconomic stability (better targeting of VET resources, cost
containment, and mobilisation of additional resources);

e Building training markets (improving consumer choice, incentives, and internal
competition);

e Regulating training markets (better training standards and accreditation, more equitable
access);

e Strengthening institutional capacity to implement reforms (new planning methodologies,
improved organisation and management).

Given the paucity of secondary data on public and private sector VET provision in Tanzania
and Zimbabwe, it was necessary to undertake surveys of both sets of institutions. The public
sector survey was divided into two parts: (i) Artisan and technician training. In Tanzania, this is
the responsibility of the newly created Vocational Education and Training Authority (VETA)
which i1s an autonomous agency within the Ministry of Labour. In Zimbabwe, the two
polytechnics and eight technical colleges under the Ministry of Higher Education provide this
type of training; (i) Pre-employment and in-service VET that is provided by other ministries. A
survey of VET in eight of the most important ministries in each country was undertaken.

1.4.2 Industry Case Studies

Surveys were also undertaken of VET policies and practices in two key industries, namely
manufacturing and tourism in order to assess the demand for skills training by enterprises and
individuals as well as the provision of both on- and off-the-job training. These two industries
were selected because they cover a wide range of skilled occupations and both produce
tradable goods and services thus allowing an assessment to be made of the impact of trade
liberalisation on the demand for and supply of skills training. In addition, tourism is both
resource-based and relatively labour intensive. International competition in the tourism industry
1 intense, but it is one of the few export-oriented industries in SSA (outside of agriculture and
mining) which has considerable potential for further development.
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1.5 The Study Teams

Dr. Paul Bennell, Fellow, Institute of Development Studies at the University of Sussex,
Brighton, UK was the overall coordinator of this project. Teams of researchers from each
country undertook the surveys and wrote individual reports.

Tanzania Team

Mr Shane Bendera, Director, Division of Industries, Planning Commission, Dar Es Salaam
Mr Emrode Kimambo, Lecturer, Cooperative College, Moshi.

Dr. Sixtus Kiwia, Senior Lecturer, Faculty of Education, University of Dar Es Salaam.

Dr Faustin Mukyanuzi, Consultant, HR-Consult, Dar Es Salaam.

Dr. Willy Parsalaw, Lecturer, Cooperative College, Moshi

Mr. John Temu, Head, Field Research Unit, Cooperative College, Moshi.

Very sadly, Dr. Parsalaw, who was the country coordinator for the project, passed away in
September 1997.

Zimbabwe Team

Dr Godfrey Kanyenze, Economist, Zimbabwe Congress of Trades Unions
Mr Tichafa Mbiriyakura, Independent Consultant.

Mr N. Munetsi, Assistant Director Vocational Education and Training, Ministry of Higher
Education

Dr Jo Muzulu, Chief Economist, Finhold Ltd.

In total, over 200 training managers and policymakers were interviewed in each country. We
gratefully acknowledge the excellent assistance given by these individuals to the research team.
One day dissemination workshops were held in Harare in January 1998 and in Dar Es Salaam
in April 1998 each of which was attended by over 50 individuals from both the public and
private sector. These workshops provided the opportunity to discuss the main results and
recommendations of the research project and enabled key stakeholders in the VET system to
provide feedback on the research.

1.6 Structure of the Report

Chapters 2 to 6 summarise the key findings of the five surveys. Each chapter presents the main
survey results for each country in turn. Possible VET reforms which would address some of the
most serious weaknesses in VET provision are discussed in Chapter 7. Some of these are
common to each country, but others are country specific.



CHAPTER 2
TECHNICIAN AND ARTISAN TRAINING

2.1 INTRODUCTION

This chapter reviews the main changes that have occurred in pre-employment artisan and
technician training in both countries. In Tanzania, artisan and other skilled worker training has
mainly been the responsibility of the National Vocational Training Division (NVTD) in the
Ministry of Labour and Manpower Development which was established in 1974 under the
provisions of the 1972 Vocational Training Act. Although never explicitly spelt out, the
organisational mandate of the NVTD was to train school leavers to become artisans and other
skilled workers in sufficient numbers to meet the skill requirements for rapid industrial
development in the formal sector. The training needs for occupations employed elsewhere in
the formal and informal sectors were to be met by other, predominantly public sector
institutions.

A network of NVTD training centres was rapidly developed during the next ten years with very
considerable donor support, in particular from the Danish, Swedish and Swiss governments. By
1987, there were 11 National Vocational Training Centres (NVTCs) offering training in 30 or
so main manual 'trades', the most important in numerical terms being motor vehicle mechanics,
fitting and turning, welding and blacksmithing, electrical installation, carpentry, and tailoring.
The five largest NVTCs (Chang'ombe in Dar Es Salaam, Dodoma, Mwanza, Moshi and
Tanga) accounted for over 80 per cent of enrolments.

For a variety of reasons which will be discussed in the first part of this chapter, both the internal
and external efficiency of NVTD training remained low throughout the 20 years of its
existence. By the 1990s, the main donor agencies upon whom NVTD had become heavily
dependent (in particular, DANIDA and SIDA) indicated that they would only be prepared to
continue to support the NVTD if organisational, financial and management reforms were
introduced that would bring about major improvements in operational efficiency, increase. the
relevance of the training provided, and generate adequate and sustained funding from national
sources. External and local consultants were appointed and a review was undertaken in 1992.
The main recommendations of this review were subsequently incorporated into the 1994
Vocational Education and Training Act which established the Vocational Education and
Training Authority (VETA) to replace NVTD. Freed from direct government control and with
its own independent source of funding, the overall objective of the 1994 Act is to create an
efficient, demand-driven national training system capable of responding quickly to the needs of
the labour market.

VETA only became operational in January 1995 so at the time the research for this chapter was
undertaken in late 1996 — early 1997, it was too early to evaluate whether this major reform of
a core part of the vocational training system in Tanzania has been able to reverse the
unsuccessful training record of its predecessor, the NVTD. However, an assessment can still be
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made of the design of the various elements of the reform package along with an analysis of the
prospects for their successful implementation. This will be presented in the second part of this
chapter.

In Zimbabwe, the Ministry of Higher Education (MOHE) is responsible for the bulk of artisan,
skilled worker and technician training. While its training mandate is, therefore, somewhat wider
than that of NVTD/VETA in Tanzania, the position of the MOHE in the overall training
system in Zimbabwe is broadly similar. In particular, it funds and manages ten polytechnics and
technical colleges, two vocational training centres and is responsible for the overall planning of
VET in the country as a whole. It is also administers the training levy-grant scheme.

In marked contrast with the major reforms in the funding, organisation and management of
artisan training in Tanzania, there have been only relatively minor changes in MOHE training
provision during the 1990s. The experiences of these two organisations provide, therefore, an
interesting case study of the underlying factors that have shaped the processes of institutional
reform in each country.

2.2 TANZANIA: FROM NVTD TO VETA
2.2.1 NVTD: The First Decade

Type of training provision: The NVTD provided artisan training in the industrial trades to
two main clienteles, namely, pre-service training to school leavers and in-service training to
those who were already employed. For the school leaver group, a traditional apprenticeship
model was adopted with students initially attending VTCs for one year of full time basic
theoretical and practical training followed by usually three years of on-the-job training. During
this latter period, students were to be formally indentured as apprentices to the sponsoring
enterprise and, on successful completion of their training, were to receive a Certificate of
Apprenticeship. Apprentices and other workers wanting to take Trade Tests which were
administered by NVTD attended evening classes at the VTCs. It was a formal requirement that
the three Trade Tests (III to I) had to be taken sequentially.

While the need for short term training courses was recognised by policymakers and NVTD
management, the actual provision of this type of training remained very limited throughout this
period. This was mainly because the main concern was to build up pre-service training capacity
as this was regarded as the core objective of the VTCs. Similarly, politicians and senior
policymakers were preoccupied with increasing the overall number of skilled workers in order
to fulfil ambitious industrial development goals.

With limited opportunities for post-school training coupled with reasonable prospects of
finding appropriate wage employment once training had been completed (at least during the
1970s), competition for the limited number of training places on the Basic Training courses at
the VTCs was intense. This tended to favour better educated students from relatively privileged
socio-economic backgrounds. Furthermore, given the preponderance of traditional manual
trades, over three-quarters of both basic training and evening class students were males.
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Broadly speaking, NVTD training was confined to a limited range of traditional, male
dominated artisan trades and was primarily oriented to meeting the needs of formal sector
enterprises, particularly in the manufacturing sector.

Organisation and Planning: As part of the Ministry of Labour and Manpower Development,
the NVTD was directly under the authority of the Minister, was administered according to the
same rules and regulations as for all government departments, and was entirely reliant on
government in conjunction with donors for all its funding requirements. The 1972 Vocational
Training Act did establish a National Vocational Training Council which was to act as an
advisory body and encourage the involvement of all key stakeholders. In practice, decision
making power was highly centralised in the office of the Director of the NVTD who was
directly answerable to the Minister. Membership of the NVTC was dominated by officials from
other government ministries and its role remained marginal. Trade Advisory Committees were
also established to assist in the development of trade curricula, but again the involvement of
industry remained limited.

Planning was based on the standard 'manpower requirements approach' which was the
dominant methodology in developing countries during the 1970s. A 20 year manpower training
planning was published in 1981 which estimated that there were was an annual average
shortfall of upwards of 60,000 artisans/skilled workers per year during the period. To ensure
that the NVTD played its part in the national training effort, government policy was that there
should eventually be a VTC in each district. This plan was seriously flawed mainly because no
serious attempt was made to ascertain prevailing labour market demands for both pre- and in-
service training. The whole process was top-down and highly centralised. Once training
capacities in specific trades at individual VTCs had been established, training provision became
essentially supply-driven.

2.2.2 NVTD Performance in the Context of Adjustment, 1986-1994

Attempted reforms: During the late 1980s, various efforts were made to improve the
performance of NVTD. Most notable among these were: (i) making attendance at evening
classes at NVTCs or other registered training institutions a prerequisite for trade test
candidates; (ii) increasing the period of basic training from one to two years for a number of
trades so as to improve the acceptability of NVTD graduates to industry; (iii) improving the
quality of NVTC instructors by providing structured in-service training, in particular at the
Morogoro Vocational Teachers Training College; and (iv) concentrating more on skills training
for rural development and the informal sector. However, taken together, these reforms had
little impact in improving either the relevance, quality or quantity of training outputs from
NVTD nor was there any significant increase in the overall efficiency of the training process.
Both planning and management remained highly centralised at NVTD head office.

Funding and Resource Management: A key reason for this continued deterioration in
organisational performance was that recurrent funding for NVTD's growing network of
training centres declined rapidly after the start of the economic reform programme in 1986 as
government was put under increasing pressure (mainly by the World Bank and the International
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Monetary Fund) to reduce the overall size of the budget deficit. Table 2.1 shows that, in real
terms, recurrent funding plummeted from 1988/89 onwards and that most of the development
budget was being met by donor agencies by 1995.

Table 2.1 : NVTD recurrent and development budgets for 1985/86 - 1994/95
(T.Sh millions, 1990 prices)

85/86  86/87 87/88 88/89 89/90 90/91 91/92 92/93  93/94  94/95

Recurrent 357.1 369.4 380.6 339.4 248.6 2358 2129 2000 180.1 165.0
Development
Local 2726 212.1 1710 1019 627 62.0 943 106.7 66.5 327
Foreign 1053.6 9262 7463 5225 3739 7279 4936 17013 2526.4 2685.]

Source: VETA

Management capacity at both head office and the NVTCs remained weak (particularly in the
areas of statistics, financial analysis, procurement and inventory control of equipment and
materials). Costly, donor-funded management training programmes made virtually no impact.
With the real value of salaries and wages falling by over a half between 1990 and 1994, staff
motivation was seriously affected and most NVTD instructors and support personnel were
forced to look for additional secondary incomes which further undermined productivity. Unable

. to dismiss or retrench staff, already very low instructor-student ratios in most trades fell still

further as full time and evening class enrolments stagnated and/or fell from the late 1980s
onwards (see below).

Enrolments: The number of students doing basic training increased quite significantly during
the late 1980s mainly as the result of new NVTCs becoming operational. Full time students
increased from 2084 in 1987 to 2712 in 1989. However, during the 1990s, enrolments
stagnated and by 1996 had fallen to 2523. During the same period, the number of students
enrolled in evening classes appears to have fallen precipitously. Reliable statistics for all NVTCs

~could not be obtained so data are only available from the three centres that were visited as part

of this study. In 1987, Chang'ombe VTC had 7170 evening students (nearly two-thirds of the
NVTD total). By 1990-91, this figure had fallen to 3573 and during 1995-96 there were, on
average, only 1435 evening class students. At Mwanza VTC, enrolments fell from 406 in 1990-
91 to 152 in 1996 and at Tanga VTC from 355 to 316 during this period. All trades were
affected.

There are a number of likely reasons for this pervasive decline in the number of evening class
students. On the demand side, the credibility of trade tests among both employers and
individuals continued to decline at a time when formal wage employment opportunities also
shrank dramatically. The limited demand for trade test certification in the informal sector
discouraged individuals from taking these tests.
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Apprenticeships and Industrial Attachments: The proportion of NVTD students who
completed their basic training and were able to either become indentured apprentices or find
industrial attachments plummeted during the 1990s. As can be observed in Table 2.2, whereas
approximately three-quarters of these students were receiving on-the-job training in 1990, this
figure was barely 10 per cent in 1995. With no financial incentives on offer to encourage
enterprises to train NVTD students, it seems clear that, during the 1990s, when most industrial
enterprises have been severely affected by trade liberalisation and other adjustment policies, the
large majority have simply dispensed altogether with formal pre-employment training for
artisans.

Table 2.2 : Incidence of VTC students undertaking industrial placements, 1990-95

Total Contracts of Placements as  Apprenticeships
Year Total students placements Apprenticeship per cent of -as per cent of
total total
1987 2084 - - - -
1990 2774 1850 295 66.7 10.6
1993 2681 650 50 24.2 1.9
1995 2523 260 45 10.3 . 1.8

Source: VETA records

The poor quality of the on job training received by NVTD students is also reflected in the
relatively very small number of NVTD students who take the Trade Test I examination in the
normal prescribed time. The files of 100 randomly selected students equally divided among five
major trades at Chang'ombe VTC who completed their basic training in 1989 and 1991 were
scrutinised. In Table 2.3, it can be observed that over 90 per cent of students from both cohorts
had attempted Trade Test II within two years of completing basic training. However, among
the 1989 cohort, only 10-25 per cent took the Trade Test I on time at the end of what is
supposed to be a four year training period. By 1995, two years after the time they should have
completed their training, 20-40 per cent of the 1989 cohort had still not sat for Trade Test L.
Among the 1991 cohort of basic training graduates, significantly higher proportions of students
attempted Trade Test I on time compared to the 1989 cohort of basic training graduates. Just
why this improvement occurred is not entirely clear, but it may be because of appreciable
differences in the educational attainments of trainees prior to joining NVTD.



Table 2.3 : NVTD basic training graduates attempting Trade Tests IT and I in
normal prescribed time in selected trades, 1989 and 1991 intakes

1989 cohort 1991 cohort
IT I 11 I

on 1 year by on 1 year by on lyear on 1 year

time late 1995 time late 1995 time late time late
Electrical
installation 65 95 100 15 40 75 65 90 35 70
Motor
mechanic 75 100 100 20 40 80 70 90 35 80
Tailoring 40 75 100 10 35 60 60 95 15 65
Carpentry 60 95 100 25 55 70 55 80 25 65

Source: VETA student records

Trade Tests: Table 2.4 shows the number of trade test candidates and pass rates for Trade
Tests III-I for seven major trades for 1990 and 1995. Precise data were not available, but
approximately two thirds of all individuals taking trade tests during this period were from other
training institutions besides NVTD. It can be observed that: (i) the number of individuals
attempting these trade tests, with the exception of electrical installation, fell very significantly
between 1990 and 1995; (ii) Pass rates were generally quite low - in the range of 30-60 per
cent for all three trade tests; (iii) Rates of progression between Trade Test III and I were very
low. Typically, only 15-20 per cent of (ie. 1 out of every 5-6) Trade Test III candidates
attempted and passed Trade Test II and this fell to just 1-5 per cent for Trade Test 1. The worst
example is tailoring where, in both 1990 and 1995, the number of Trade Test I passes was a
mere | per cent of the total number of Trade Test III candidates.

2.2.3 The Establishment of VETA

The 1994 Vocational Education and Training Act: The overall objective of the 1994
Vocational Education and Training Act is to provide "a legal framework for the
implementation of a flexible vocational education and training system capable of responding
quickly to the needs of the labour market" (VETA, 1996). The three key features of this new
framework are the creation of VETA as an autonomous government agency with its own
Board exercising overall executive authority, the introduction of a training levy of two per cent
of gross payroll for all enterprises with four or more employees, and greater decentralisation
with the establishment of Regional VET Boards responsible for planning and provision of
vocational training at the regional level and the devolution of most operational management
responsibilities onto Regional Vocational Training and Service Centres.
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A Strategic Action Plan (Phase I) for VETA for the period 1996-1999 focuses on five main
'development components', namely institutional structures and management systems, the
establishment of Regional Boards and eight core Regional Vocational Training and Service
Centres, development of the training system itself (including a new system of modular training and
testing and certification, up-grading of the Morogoro Vocational Teachers Training College), and
'key general components', most notably improved gender balance on VETA training courses and
increased emphasis on entrepreneurship training.

Strengths of the VET Act: The 1994 Act contains a number of positive features that should result
in some improvement in the efficiency and effectiveness of training provision. In particular,
organisational and financial independence will enable a VETA to provide better quality training.
Task-oriented management systems are being introduced. Comprehensive staffing reviews both at
the centre and in the regions are expected to result in a smaller, more able and better motivated
cadre of instructors and support staff. In real terms, salaries are to be at least tripled.

After only two years of operation, it was clear that some tangible improvements had already been
achieved. The 20 NVTC respondents interviewed for this study were asked to rate the extent to
which key aspects of training provision had changed since 1990. As can be observed in Tables 2.5
and 2.6, at least half stated that the quality of instructors, the number of contact hours and the
ability to dismiss poor performers had 'improved' and that there had been 'limited change' with
respect to training priorities, content of training and teaching techniques.

By early 1998, VETA management had started to make concerted efforts to ensure that training
provided by VTCs becomes more demand driven. In particular, labour demand surveys were
carried out in all eight regions during 1997 in order to assess training needs of both formal and
informal sector enterprises in all sectors. New modular-based training is also being slowly
introduced that covers both technical/manual and entrepreneurial/commercial skills. There is a
clear recognition that traditional long, pre-employment artisan training must be increasingly
replaced by short-term training that is targeted on training needs of workers already in employment.
However, three and a half years after its creation, actual progress made by VETA in reorienting its
training provision remains limited. While the reason for this slow progress are not entirely clear,
management shortcomings have undoubtedly been a major factor. The director of VETA was
dismissed by the Minister of Labour in June 1997 and a successor had still not been appointed by
May 1998. Similarly, meetings of the VETA Board have been very infrequent, particularly during
1997

Weaknesses of the VET Act: According to the VET Act, VETA has a comprehensive national
mandate for VET in Tanzania. However, in practice, the main weakness of the new organisational
arrangements is that there is no clear separation between VETA’s roles as regulator and financier
of VET, on the one hand, and actual training provision on the other. The widespread perception
among industry is that the sole beneficiaries of the Act are the erstwhile NVTC training centres
who will receive most of the training levy for the foreseeable future. While it is clearly possible for
VETA training centres to modify their courses offerings to some extent, the fact remains that these
centres are intended primarily for artisan and skill worker training It is, therefore, neither desirable
nor feasible that they should attempt to cover all the areas of skills training required by all
enterprises in Tanzania. As will be discussed in Chapter 4, private sector training institutions are
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already providing a whole range of commercial and computing courses and, in addition, specialist
training organisations already exist that cater for specialist training needs of specific industries (e.g.
tourism, mining, agriculture).

In total, VETA training centres enrol less then 10 per cent of all VET students. If VETA is,
therefore, to be a genuine national training agency it needs to be separated from the Ministry of
Labour’s training centres and plan and fund VET in accordance with the training needs of all
categories of personnel (from senior managers in the largest formal sector enterprises to one person
microenterprises) right across the economy.

Table 2.5: Respondent assessment of extent of change in the planning and quality of
training inputs since 1990 (percentages)

Deteriorated No Improved
Change in significantly ~ Deteriorated change Improved significantly
Employer
involvement 0 20 80 0 0
Student industrial
attachments 5 85 5 5 0
Student intake
quality 0 5 20 70 5
Planning capacity 0 0 70 30 0
Quality of
management 0 0 55 45 0
Quality of
instructors 0 0 15 80 5
Motivation of
instructors 0 10 60 30 0
Number of
contact hours 0 0 10 90 0
Ability to dismiss
poor performers 0 0 10 85 5

The results of the labour demand surveys undertaken by VETA have still not been published.
However, our research indicates that the pattern of skills training required by enterprises in
Tanzania is much the same as for similar types of enterprises elsewhere in the world. More
specifically, enterprise demand for workforce training can be subdivided into two main types: (i)
technical and managerial/supervisory skill requirements for all occupations that are largely sector-
specific e.g. mining, tourism, financial services, utilities; and (ii) general, mainly short term training
in core areas of competence that are needed across all sectors, in particular accountancy,
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marketing, personnel management, computing, and secretarial. Because VETA can only
realistically provide a small fraction of this training, its own training courses are likely to remain of
limited interest for the majority of enterprises (especially those with more specialist training needs in
the formal sector).

As with the old NVTD organisation structure, the 1994 Act stipulates that Trade Advisory
Committees 'may be established in respect of such industry, trade or occupation as the Board may
determine’. In the past, these committees have, as their name suggests, been mainly concerned with
a fairly narrow range of trades. It is clear, however, that a demand-driven training system must be
based on organisational arrangements where, collectively, employers in each major economic sector
are able to identify their own training requirements and have effective control over available
resources to meet at least a significant proportion of these training needs. While it is possible for
TAC:s for specific sectors or industries to be established under the Act, as currently constituted,
they will almost certainly not have sufficient status and authority and will therefore not encourage
any real sense of ownership and hence interest by most employers.

Table 2.6 : Respondent assessment of changes in training provision since 1990

Change in No change Limited change Major change
Training priorities 30 70 0
Content of training 40 50 10
Teaching techniques 30 65 5

Even with its fairly narrow, de facto training mandate, the governance of VETA at both national
and regional levels does not give sufficient representation to employers and 'for profit' training
Institutions so as to ensure that decisions about training priorities and resource allocations are
demand-driven. With eight out of 10 members of the VETA Board from ministries (3), trade
unions (2), and 'NGOs which manage VET institutions' (3), it is likely that VETA will continue to
be strongly supply-driven. Again, unless employers have a greater degree of control over the
training process, there is unlikely to be any real sense of ownership and commitment in making the
new system work.

One of the principal arguments in support for the introduction of the training levy was that it would
‘enhance participation and accountability' (SAP, pp.4) among contributing employers. However,
given that VETA training centres will be able to provide only a relatively small proportion of the
training that is needed, it is unlikely that this objective can be achieved. With over 90 per cent of the
training levy income to be allocated to VETA's own training centres until at least 2000, hardly any
funding will be available that could be used to support other kinds of training. Faced with this
situation, most enterprises regard the training levy as just another tax that, moreover, is to be used
to continue to support a set of training institutions that have little or no relevance to their actual
training needs. It is not surprising to find, therefore, that in 1996 only 23 ger cent of the 12,000
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liable enterprises were paying the VETA levy. The fact also that only 10 per cent of basic training
students are able to find industrial placements is indicative of VETA’s isolation from employers.

VETA is expected to introduce entirely new 'task-oriented' management systems that will lead to
significant improvements in efficiency. Experience from other countries, suggests, however, that,
on their own, these kind of management reforms are unlikely to achieve the desired outcomes in
relation to organisational performance. More specifically, more powerful external incentives are
necessary in order to compel public sector training organisations to either meet certain objectives or
face the prospect of having to reduce their training activities or even close down altogether. But,
with a guaranteed source of income from the training levy, such an incentive structure does not
exist with respect to VETA. In effect, the proposed use of the levy means that VETA faces a 'soft
budget constraint' in much same way as other parastatals did in Tanzania during the 1970s and
1980s. The failure to recruit an entirely new management team to run VETA has further
compounded this problem. To outside observers, it looks as though VETA is being managed by the
same NVTD managers, many of whom lack creditability among industry and other key
stakeholders.

Finally, evidence from other countries strongly suggests that effective support for informal sector
entrepreneurs and workers nearly always should be provided as an integrated package of services
including, credit, consultancy, and training. Training as a single input provided by designated
training centres rarely works. Serious consideration needs to be given, therefore, to the proposed
provision of training for microenterprises by VETA training centres.

2.3 ZIMBABWE: THE MINISTRY OF HIGHER EDUCATION
2.3.1 Governance and organisation

The Ministry of Higher Education (MOHE) is a good example of a supply-driven training system.
The 1994 Manpower Planning and Development Act provided for the establishment of centralised,
bureaucratic control over the polytechnics, technical colleges and vocational training centres, a
weak advisory body to represent the interests of employers and other major stakeholders, (namely
the National Manpower Advisory Council (NAMACO)), and a government-controlled training
levy-grant system (the Zimbabwe Manpower Development Fund (ZIMDEF)). Courses at the
polytechnics and colleges cater almost exclusively for pre-employment occupational training for
government and mainly large employers in the industrial and commercial sectors. Most employers
are primarily concemed with job-related training. However, training provision that is geared to
meeting these training needs has received little attention, both in terms of financial support from
ZIMDEF and special courses at MOHE training institutions.

Employer and other stakeholder criticism of VET provision by the MOHE has continued to grow
since the start of economic liberalisation in 1991. The Ministry itself accepts some of these
criticisms and has attempted to introduce a number of reforms. These include encouraging greater
efficiency and financial self-sufficiency at its colleges, a more positive attitude to private sector
training institutions, and amendments (passed in 1994) to the Manpower Planning and
Development Act in order to enable NAMACO to play a more effective role and to make the
apprenticeship system more responsive to employers' needs. However, these represent only minor



changes to the system and certainly do not meet the concemns of NAMACO and other
organisations and individuals who want wide-ranging reforms that, collectively, would result in a
genuinely demand-driven training system.

In part, this lack of response is due to the slow pace of public sector reform as a whole in
Zimbabwe with government reluctant to relinquish its control over key functions and resources.
However, the relatively low priority attached to VET reform by employers and their organisations
has also meant that little serious pressure has been brought to bear on politicians and senior

policymakers.
2.3.2 Planning

The planning and research capacity of the MOHE has remained weak during the 1990s. In the
period immediately after Independence, the government attached very considerable importance to
'manpower planning', but since the late 1980s no serious attempt has been made to develop a
comprehensive human resources development strategy based upon clear sectoral needs and
priorities. A National Manpower Needs Analysis was finally published in 1995. Unfortunately,
however, both the survey methodology and data collection are flawed. Consequently, the
considerable expansion of VET provision in the public sector during the 1990s has not been guided
by a proper analysis of actual and future training needs.

2.3.3 Funding

Central government: In real terms, the MOHE's budget increased, on average, by 6.3 per cent per
annum between 1991/92 and 1995/96. However, the corresponding figure for VET was -1.4 per
cent. Allocations for salaries and subsistence and travel have been particularly badly affected. Real
expenditure per student fell by 41 per cent between 1989 and 1995. Faced with such a large fall in
funding, budget over-runs have been sizeable, at least up until 1995 when the Stop Payments
System was introduced. This has resulted in a very considerable tightening of the budgetary
process and colleges have found it increasingly difficult to honour payments to suppliers of goods
and services. '

Budget cuts have had a profoundly negative impact on the training process. The annual reports of
the polytechnics and technical colleges catalogue a long list of problems including grossly
inadequate transport, library facilities, textbook provision and basic equipment (especially
computers). Equipment has not been properly maintained. Highly bureaucratic procurement
procedures have also posed a major problem for college managements.

ZIMDEF: As the real value of central government funding has declined, increasing reliance has
been placed on ZIMDEF. All registered employers must pay the equivalent of one per cent of their
payroll costs into the fund. In return, they can apply for the reimbursement of training costs at
courses and other training activities that have been approved by ZIMDEF.

Since 1990, most consumables and equipment costs at the polytechnics and technical colleges have
been met from ZIMDEF with the MOHE covering salaries only. Employers’ organisations believe
that this is a serious ‘diversion’ of ZIMDEF resources from funding job-related training which they
see as the main purpose of the training levy. '
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Between 1990 and 1995, training levy 'collections' increased from Z$47.8 million to Z$121.1
million, a nominal increase of 153.3 per cent, but a decrease of 24.5 per cent in real terms During
the same period, expenditures rose from Z$39.1 million to Z$100.5 million, a real decrease of 23.3
per cent. Between 1992 and 1995, real expenditures fell by nearly a half. And yet, the gap
between total income (collections plus interest on reserves) and expenditure increased very
significantly - from 11.5 per cent in 1990 to 34.8 per cent in 1995 when total reserves stood at an
all time high of Z$145.4 million.

Since the start of ESAP, the only major change in the pattern of ZIMDEF expenditures has been
the fall in the relative importance of 'capital projects' and the increase in the share allocated to
industrial attachments' (see Table 2.7). However, with only 4-5 per cent of total income being
devoted to rebates for employer training during the 1990s, the majority of employers have
continued to express their strong dissatisfaction with the utilisation of ZIMDEF funds and, not
surprisingly, continue to regard the training levy as little more than a tax. Between 1990 and 1997,
the number of companies required to pay the levy increased by 5.2 per cent to 13,076. However,
27.8 per cent of these companies are 'under investigation' by ZIMDEF for not paying their levy
contributions.

Table 2.7 :  Utilisation of ZIMDEF resources 1990-1995 (percentage)

1990 1995
Apprenticeship 45.7 36.4
Skilled worker 1.9 3.6
Capital projects ' 399 4.4
Employer rebates 6.3 8.1
Equipment 0.3 5.8
Consumables 0.0 15.8
Industrial attachments 2.6 17.6

Source: ZIMDEF

Other Funding Sources: Faced with such an acute funding crisis, the polytechnics and colleges
have tried to generate additional income through the introduction of new (mainly evening and
weekend) courses and production activities. However, while many of the courses have proved
popular, they have not led to any significant improvement in the funding situation. Government
regulations require that all income earned by the colleges is returned to the Treasury which acts as a
major disincentive for college management and teaching staff to take income generation seriously.

External assistance (in particular from Germany, the United States and, to a lesser extent, Canada
and France) has been very important in the construction and equipping of the new MOHE training
institutions that were established during the 1980s, including the Harare Institute of Technology
(HIT), two Vocational Training Centres at Msasa and Westgate, and the Hotel School at
Bulawayo Polytechnic. While no comprehensive data is available, it is clear however, that direct
donor support for VET has fallen very considerably during the 1990s as donors have switched their

19
w29



support to basic education. Within the VET sector, donors (in particular, the Germans and the
British) are now focusing mainly on training for the informal sector and other disadvantaged
groups.

Finally, direct contributions by companies have remained minimal. Prior to Independence, these
had been relatively substantial. However, as senior managers at most companies have become
increasingly unhappy about their lack of control and effective involvement in. training provision at
government training centres, financial contributions have declined significantly. Over the years,
enterprises and industries have been internalising their training. Increasingly, they are organising
their own training activities as is evidenced by the establishment of industry training centres in
textiles and clothing, printing and packaging, and leather and shoe. Growing sectoralisation of
training provision is a global phenomenon.

2.3.4 Staffing and Remuneration

The staffing situation at the MOHE training centres has improved during the 1990s. The number
of instructors in-post increased by nearly 70 per cent between 1989 and 1995 and the vacancy rate
fell from 34.8 per cent to 8.5 per cent during the same period. At least half of all instructors have
been trained at the Technical Teachers' College in Gweru. Widespread concerns have been voiced
about the lack of practical experience of these instructors. Staff turnover has remained low in most
subject areas.

By the mid 1990s, lecturer:student ratios for most courses were well under the MOHE's norm of
1:24. The most important exceptions were business studies (1:37) and secretarial studies (1:28).

In real terms, the basic salaries of lecturers fell by 20-30 per cent between 1990 and 1995.
Combined with efforts by the MOHE to increase student contact hours, this significant decrease in
real incomes has adversely affected the morale and motivation of teaching as well as support staff,

2.3.5 Enrolments

Enrolment Trends: During the 1980s, enrolments at the polytechnics and technical colleges
expanded very rapidly, with an annual average rate growth of 16.5 per cent. During the 1990s,
however, enrolment growth has slowed down very considerably which can be largely attributed to
budget cuts. Between the start of ESAP in 1991 and 1996, the average rate of growth in total
student numbers was 7.5 per cent per annum. In 1996, 60 per cent of students attended the
colleges on a full-time basis. Female students comprised only 31 per cent and 27 per cent of full-
and part-time students respectively.

The rationalisation of courses since 1993, and in particular the merging of the National
Intermediate Diploma (NID) with the National Diploma (ND) qualification has raised formal entry
requirements at colleges thereby further depressing enrolment growth. Despite the MOHE's
affirmative action policy that was officially adopted in 1993, the share of female students in total
enrolments fell very considerably - from 39.0 per cent in 1989 to 29.5 per cent in 1996. This has
been mainly due to the decline in the relative number of enrolments in subjects such as business.
studies and secretarial which have the highest concentrations of female students.

While total enrolments at the three VTCs have increased in the 1990s (frogfj 241 in 1990 to 898 in
1995), the absolute level of training remains very low for an economy the Size and sophistication of
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Zimbabwe. There continues to be enormous pent-up demand for skills upgrading among individual
workers, but most private sector employers are reluctant to allow their workers to acquire trade
tests in this way, fearing considerably higher wage costs and/or increased attrition. As a result,
over half of the workers who attend VTCs are employed in the public sector. Large scale
retrenchments in many industrial sectors and a generally deteriorating economic climate with high
inflation and interest rates for much of this period have also adversely affected the level of effective
demand for this type of training. With reduced staff levels, employers have found it that much
more difficult to release workers for even short periods of formal training.

Apprenticeship: The total number of craft apprentices being indentured with employers has
remained very small since the start of ESAP (see Table 2.8). The apprenticeship programme in the
public sector has, in fact, been shrinking with parastatals and government ministries alike facing
increasingly ‘hard budgets' and retrenchments. In the private sector, recruitment of new apprentices
has also declined significantly in recent years. The centralisation of apprentice recruitment and the
bonding of apprentices had a very negative impact on employers' attitudes to apprenticeship
training. Among school leavers, however, the demand for apprenticeship remains extremely high.
In 1995, for example, there were 25,425 eligible applicants for the 944 training places that were
available.

Table 2.8: Newly indentured apprentices, 1991-1996

Male Female Totals
Year Public Private  Total Public Private  Total Public  Private All
1991 518 700 1218 1 4 5 519 704 1223
1992 403 527 930 19 7 26 422 534 956
1993 341 951 1292 10 66 76 351 1017 1368
1994 466 1415 1881 23 44 67 489 1459 1948
1995 52 825 877 4 63 67 56 888 944
1996 434 829 1363 31 52 83 465 881 1346

Source: Compiled from MOHE records

While the number of employers sponsoring new apprentices has increased during the 1990s (from
134 in 1991 to 231 in 1996), a small group of less than 20 enterprises still accounts for over 40 per
cent of all new apprenticeships. And, despite the fact that 9500 employers are currently paying the
training levy and are, therefore, entitled to receive generous state financial support for
apprenticeship training (on average, approximately Z$5000 per annum), barely 2.5 per cent are
actually prepared to sponsor new apprentices in any one year.

During the 1990s, employer dissatisfaction with the apprenticeship system has been fuelled by:

6 the reform of the apprenticeship system in 1993 with apprentices now required to attend
colleges for one full academic year;

(i) the chronic lack of training capacity at the polytechnics and colleges. In 1994, for example,
55 per cent of apprentices had to have their training deferred for at least a year; and

(i)  generally poor quality training with out-dated curriculum and instructors who lack -
industrial experience.
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2.3.6 Capacity Utilisation

Capacity utilisation for the (male-dominated) engineering subjects has improved significantly during
the 1990s, but it has remained low in key subjects such as business, hotel and catering, secretarial
and computing where proportionately more women are enrolled. Inadequate equipment and staff
shortages were reported as the main constraints preventing greater capacity utilisation. Faced with
unchanging staff establishments, colleges have been forced to rely heavily on part-time instructors
who are considerably more costly. Given existing under-capacity, there seems little point in
building new technical colleges as is planned at Bindura and Marondera.

2.3.7 Course and Curriculum Development

A key objective of the MOHE's 1991-95 Human Resources Development Plan was to diversify the
VET curriculum. By 1995, however, only 28 of the scheduled 165 new courses had been
introduced. And, among the courses that have been developed, none of them have been based on a
detailed training needs analysis. Attempts to introduce national certificate and diploma courses
have been seriously affected by lack of qualified staff. The Curriculum Division at MOHE Head
Office has been seriously under-staffed. An internal MOHE evaluation report found that most staff
within the Ministry were not even aware of the existence of the HRD Plan. While some of the
Plan's targets have been met, the evaluation concludes that this has been more by luck then
judgement.

Faced with these multiple constraints, little progress has been made in developing new courses for
the informal sector and other disadvantaged groups. Most colleges now run 'hobby' courses in the
evenings and at weekends, but these have had little impact on informal sector entrepreneurs and
workers. The most promising initiative is the Informal Sector Training and Resource Network
(INSTARN) which is funded by the German Government and is based in Masvingo. However, the
numbers of individuals being supported by INSTARN remains quite small.

2.3.8 Examination Performance

While the overall pass rates for all VET national (HEXCO) examinations increased significantly
from 27.6 per cent in 1990 to 57.0 per cent in 1994 (the latest year for which published information
is available), the phasing out of the NID, NCC, NITC, NTC and City and Guilds courses resulted
in the number of examination candidates falling by 45.7 per cent - from 15,398 in 1990 to just
8,309 in 1994. The targets set by the Human Resources Development Plan were 12,000 entries by
1995 and an overall pass rate of 70 per cent. Compared with the nearly 150,000 Form IV students
who sat for 'O’ levels in the mid 1990s, the output of the VET system is relatively very small.

Overall pass rates at the two polytechnics and six of the seven technical colleges were between 30-
50 per cent in 1994. With a pass rate of 70 per cent, students at Harare Institute of Technology
performed much better. Although the pass rate at 'other private colleges and schools' was a
relatively impressive 60.6 per cent, most of the students took only national certificate courses in
mainly commercial subjects. Thus, without more disaggregated information, it is not possible to
make meaningful comparisons between public and private sector training institutions..

Data on drop-out and repetition rates for students at MOHE training _f;nsfitutions are also not
available. However, one-third of (one year) national certificate students enrolled in 1994 did not sit
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for the examination which suggests that drop-out and/or repetition rates were very high. However,
for the (two year) national diploma and (one year) higher national diploma courses, the level of
student attrition appears to be considerably lower (i.e. less than 10 per cent).

More up to date information on examination performance in six core subject areas is presented in
Tables 2.9 and 2.10. At the national certificate level, although pass rates have improved (with the
exception of electrical engineering), they are still poor. Even for the subjects with the best pass
rates (namely business and secretarial), one-third of students failed in 1996. Pass rates for the
national diploma and national diploma courses are equally low which, again, is a reflection of the
poor quality of training at MOHE training institutions.

Table 2.9: Examination results at certificate level by discipline, 1992, 1994 and 1996

1992 1994 1996

Course No. entered Passrate No.entered Passrate No.entered Pass rate
Electrical 138 41.3 187 55.1 143 35.0
Engineering

Mechanical Eng. 128 30.5 372 41.4 375 . 432
Civil Engineering 73 8.2 257 342 241 39.0
Computing - - 424 52.6 254 53.5
Business 447 53.0 665 58.7 409 70.2
Secretarial 420 46.4 267 42.7 437 67.1

Source: Ministry of Higher Education, unpublished data

Table 2.10: Examination results at diploma level by discipline, 1992, 1994 and 1996

1992 1994 1996

Course No. entered Passrate No.entered Passrate No.entered Pass rate
Electrical - - - - 184 66.3
Engineering :

Mechanical Eng. 53 43.4 - - 76 26.3
Civil Engineering 83 44.6 84 58.3 145 46.9
Computing 86 23.3 78 59.0 128 68.0
Business 635 23.5 635 30.2 46 43.5
Secretarial 10 20.0 267 42.7 641 59.0

Source: Ministry of Higher Education, unpublished data

The overall number of students passing in these subjects remains very small - barely 1000, 700 and
100 at the certificate, diploma, and higher diploma levels respectively. Fewer than 200 engineering
diplomats are being trained each year.
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Poor examination setting, moderating and marking skills continue to dog the MOHE's
Examinations Division. In interviews with college managements and teaching staff, frequent
complaints were made about the lack of relevance of many examination questions, and mistakes in
papers. Rates for examiners, moderators and invigilators are too low to attract qualified and
experienced personnel.
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CHAPTER 3

SECTORAL TRAINING

3.1 SURVEY DESIGN AND METHODOLOGY

The main objective of this survey was to assess the extent to which sector-specific training provided
by individual ministries has changed since the start of economic adjustment programmes in
Tanzania and Zimbabwe. Although ministerial mandates are not identical in each country, the
following eight sectors were included in the surveys: agriculture, community development, energy,
finance, health, public works, trade and industry, transport

Interviews were conducted with the official in each ministry who had overall responsibility for
training. In addition, interviews were conducted with the principals/directors of individual training
centres in each ministry. A total of 17 and 18 institutions were selected in Tanzania and Zimbabwe
respectively. Interviews in both countries were conducted between October 1996 and April 1997.

Interviews were relatively unstructured and open-ended, but were based on a questionnaire. The
purpose of each interview was to obtain information (both qualitative and quantitative) on the
changes that have occurred with respect to the following key areas of training provision since 1990;
overall training policies and priorities, the planning, organisation and management of training
activities, resource inputs (in particular funding and staffing) and student enrolments and outputs.

3.2 TANZANIA

The ministries and public sector training institutions that were surveyed in Tanzania are presented in
Table 3.1.

3.2.1 Type of Training

In all eight ministries, the type of long term training provided over the last 5-10 years has, with a
few exceptions, remained largely unchanged. Ministries continue to offer the same 2-4 year pre-
employment courses for core occupations in agriculture, commerce, community development,
energy, finance, health, mining, transport as well as more general technical occupations. However,
with greater institutional autonomy, some new, mainly short training courses have been introduced
as a direct response to the new economic environment (see below).
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Table 3.1 : Survey ministries and training institutions in Tanzania

Ministry Training institutions Location
(region)
Agriculture and Co-operatives The Co-operative College Kilimanjaro
Tengeru Horticulture Development Institute Arusha
Communication and Transport National Institute of Transport DSM
Community Development, Msinga Folk Development College Kilimanjaro
Women and Children Same Folk Development College Kilimanjaro
Mamtukure Folk Development College Kilimanjaro
Tango Folk Development College Arusha
Energy and Minerals TANESCO Training Institute Kidatu
Institute of Minerals (MADINI) Dodoma
Finance Institute of Accountancy Arusha
Dar Es Salaam School of Accountancy DSM
Health KCMC Nursing School Kilimanjaro
' Mawenzi Nursing School Kilimanjaro
Science, Technology and Higher ~ Arusha Technical College Arusha
Education Dar Es Salaam Technical College DSM
Trade and Industry College of Business Education DSM
High Precision Technology Centre DSM

Table 3.2 summarises the main changes that have been made to training courses at the survey
training centres. Most centres have made some changes to the content and duration of existing
training courses as well as introducing new courses in response to new market demands. These
changes have been greatest at the commercial training centres in Dar Es Salaam and Arusha (the
two schools of accountancy and the College of Business Education), the Co-operative College in
Moshi, some of the Folk Development Colleges and the two technical colleges. In overall terms,
however, only about one-third of the survey training centres have made ‘major changes’ in the type
of training they offer since the late 1980s.

Table 3.2 : Respondent ratings of extent of change in training provision since 1990
(percentages)
Type of training No change Limited changes Major changes
Pre-service training 355 29.4 353
In-service training 353 29.4 353
Other groups training 353 47.1 17.6
Changes to training priorities 294 47.1 23.5
Changes to content of training 176 53.0 29.4
Changes to teaching and learning 23.5 412 353
techniques
Average change 29.4 41.2 29.4
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3.2.2 Organisation and Planning

There have been major changes in both the organisation and planning of VET since the late 1980s
in almost all the ministries and related training centres surveyed. Most notably, there has been a
decisive shift away from centralised control by parent ministries towards more decentralised
patterns of organisation and planning with many training centres now enjoying a very considerable
degree of institutional autonomy. Previously, most centres could not receive funds from outside
sources, retain funds earned from their own income generating activities nor retain fees collected
from students. They have now been given the authority to control directly these resources in
support of their own training activities. As a result, there has been a marked improvement in the
ability of training centres to provide good quality training

Individual training centres are increasingly setting their own training targets and are assuming much
greater responsibility for student selection and course evaluation. Some degree of institutional
autonomy has been given to training centres in four of the survey ministries (community
development, women and children' affairs, finance, industry and trade, and science, technology and
higher education). Significantly, much of the training provided by these ministries (particularly in
commercial fields) is increasingly being offered by private training centres and where, therefore,
there exists fairly strong individual and corporate demand for this training. By giving training
centres more autonomy, this allows them to better position themselves in increasingly competitive
training markets and exploit income earning opportunities.

3.2.3 Human and Physical Resources

Table 3.3 summarises the staffing information available from the survey training centres. Vacancy
rates in 1995/96 were particularly high at five of the 11 centres. These centres specialise in
accountancy and engineering training. Prior to the introduction of the Economic Reform
Programme in 1986, most public sector training centres operated at or near full establishment levels
so it would appear that the staffing situation has deteriorated appreciably among at least half of the
survey training centres. To a large extent, this has been the consequence of government attempts to
reduce public expenditure which, inter alia, have included a freeze on all new public sector
employment and the introduction of cash budgeting in 1995 (see below). The emergence of private
sector training centres has also adversely affected the staffing situation in the public sector with
some of the most able instructors leaving to take up more lucrative employment at private training
centres.

In real terms, basic salaries for more experienced instructors employed at public sector training
centres were typically 15-20 per cent higher in 1995 than in 1990. However, for basic grade
instructors, real incomes fell by approximately 10 per cent during the same period. Up to July
1996, instructors received an additional 50 per cent of their basic salaries as teaching allowances in
order to enhance their take home pay. Other benefits included housing and transport and fuel
allowances for those owning private vehicles. These allowances were not subject to taxation.
However, with the introduction of new salary scales in July 1996, these allowances were
consolidated into a single salary. As a result, instructors lost up to 30 per cent of their previous
pay. Taking into account inflation, this meant that real incomes fell by over half in 1996 alone. The
level of opposition was such that the government agreed to introduce new and separate pay scales
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for teacher trainers and other instructors.

Table 3.3 : Staffing at survey training centres in Tanzania, 1996

Institution Approved In-post Vacancies  Vacancies per
cent

Establishment
Co-operative College 84 84 0 0.0
Tengeru Agricultural Institute 27 25 2 7.4
Same FDC 12 12 0 0.0
Tango FDC 10 10 0 0.0
TANESCO Training Centre 29 28 1 3.4
Institute of Accountancy, Arusha 21 13 8 38.1
Dar Es Salaam School of 74 56 18 24.3

Accountancy

Arusha Technical College 88 62 26 29.5
Dar Es Salaam Technical College 220 115 105 47.7
College of Business Education 54 50 4 7.4
High Precision Technology Centre 15 11 4 26.6

Source: Survey data.

The introduction of major cost-sharing measures in 1994/95 seriously reduced enrolments at most
of the survey institutions which, in turn, has led to under-utilisation of both physical and human
resources. As noted earlier, training centres have been given greater control over their activities so
that they can better utilise the resources available to them. Four of the survey centres (Dar Es
Salaam Technical College, the College of Business Education, High Precision Technology Centre
and the National Institute of Transport) have been among the most successful centres in responding
to the challenges thrown up by the new set of government policies (see Box 1).

While most of the remaining survey training centres have tried to introduce similar income-
generating projects, they have not been as successful. At the Co-operative College, for example,
specialised short courses have been introduced to help students prepare for local professional
examinations in accountancy and materials management as well as new outreach programs for
framer groups. However, overall capacity utilisation at the College is still under 50 per cent.
Similarly, the Dar Es Salaam School of Accountancy and the Institute Of Accountancy in Arusha
suffer from serious resource under-utilisation. Poor remuneration of instructors has undermined
motivation and many have been poached by other organisations. It is clear that training centres such
as these need to be given a lot more autonomy so that they can more effectively respond to
emerging market opportunities and generate sufficient income to provide more attractive salary
packages for their teaching staffs. Excessive interference from parent ministries has also prevented
centre managements from effectively disciplining poorly performing staff at all levels. Without the
power to dismiss staff, attempts to improve efficiency will be seriously constrained.



3.2.4 Funding

Box 1: Examples of successful institutional adjustment

Dar Es Salaam Technical College (DTC) has taken full advantage of its city centre location. A large
number of demand-driven specialised short courses (mainly in engineering, secondary science
subjects, and basic computing) have been successfully introduced along with other income
generating activities, most notably consultancy services by instructors and other staff. The income
from these activities is divided between the staff and the college on a 70:30 basis. Daily attendance
on these new, specialised training courses averages over 1800 students which is far in excess of the
college's enrolment capacity of 1240 for long term diploma and certificate courses.

The College of Business Education (CBE) has also designed and run a number of specialised
training courses in accountancy and book keeping, marketing, and materials management as well as
offering secondary school subjects in the afternoons. Instructors receive up to 50 percent of the fee
income that is earned. CBE also provides housing and meal allowances. These new training
activities have allowed CBE to operate at full capacity despite rapidly deteriorating government
funding and ensured that teaching and support staff have been fully occupied.

The High Precision Technology Centre (HPTC) has adopted a somewhat different strategy in order
to generate additional income. Through market research, HPTC has identified a number of machine
parts which instructors and students now produce for a variety of clients in the industrial sector.

| The Centre's is also using its facilities to repair accident-damaged vehicles. Between 40-50 percent

of the income generated from these activities is paid to staff and students with the balance retained
by the Centre. In this way, HPTC has managed to utilise fully both its human and physical
resources.

The National Institute of Transport (NIT) has also diversified its training activities and now runs
short courses in basic computing, auto-mechanics and academic subjects for secondary school
students. Instructors also undertake consultancies for a variety of clients. However, the Institute
still has some way to go before it succeeds in fully utilising its staff and facilities. In particular, there
is a lot of unexploited potential in auto-mechanic and auto-electrical training.

Tables 3.4 and 3.5 present the available information on real recurrent and development
expenditures at the survey ministries and for eight of the survey training centres. Since 1993/94,
there has been a precipitate decline in real expenditure on training in six out of the eight ministries.
In four ministries (communications and transport, community development, women and children,
energy and transport, and science, technology and higher education) real expenditure in 1995/96
was half or less than in 1990/91. The overall share of ministry-based VET in the overall education
and training budget fell from 18 per cent in 1993/94 to only 12 per cent in 1995/96.

Tumning to individual training centres, again, the same trend emerges, with the real value of
government subventions falling dramatically since 1993/94 when cost-recovery policies were first
introduced. Unconfirmed figures for 1995/96 disbursements indicate that the overall allocation for
training activities may have even dropped a further 30 per cent as a significant part of the budgeted
funds were reallocated to meet the costs of the 1995 multiparty elections. Five survey centres (Dar
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Es Salaam Technical College, the College of Business Education, Tengeru Community
Development Institute, the National Institute of Transport and the Dar. Es Salaam School of
Accountancy) stated that they did not receive any government funding forv3-'6.months during 1995.

Table 3.4 : Real recurrent training expenditure among the survey ministries,
1990/91 - 1995/96

Recurrent Development

Ministry 1990/91  1993/94  1995/96  1990/91  1993/94  1995/96
Agriculture and Co- 100 103 65 - - -
operatives L
Communications and 100 120 15 - - -

Transport
Community Development, 100 95 32 100 365 -

Women and Children “
Energy and Minerals 100 111 52 100 177 %59
Finance 100 145 144 - -
Health 100 120 68 100 160 121
Trade and Industry 100 313 183 - 100 39
Science, Technology and 100 94 54 100 87 47

Higher Education
Overall 100 115 71 - - -

The decline in development expenditures is largely the consequence of waning donor support for
VET. The government had become largely dependent on donors for non-recurrent capital

expenditure to develop and sustain the training capacities of many public sector centres. However,

during the 1990s this support has been confined to a relatively few institutions. Among the survey
centres, significant donor-supported activity was reported at the Folk Development Colleges
(SIDA and DANIDA), and the two technical colleges and the National Institute of Transport
(World Bank). With the notable exception of NVTD/VETA, donor funding for VET dried up
altogether at other public sector training institutions.
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Table 3.5: Recurrent expenditure for selected survey training centres
(constant prices, 1990/91 = 100)

Recurrent
Ministry and training centre 1990/91 1993/94  1994/95 1995/96
(estimates)

Agriculture

Co-operative College 100 147 151 134
Tengeru Agricultural Training Institute 100 66 30 8
Communication and Transport

National Institute of Transport 100 218 159 28
Energy and Minerals

Institute of Minerals 100 170 252 108
Finance

Institute of Accountancy, Arusha 100 115 121 120

DSM School of Accountancy 100 186 170 108
Trade and Industry

College of Business Education 100 132 81 74

High Precision Technology 100 40 33
Centre
3.2.5 Cost Recovery

Under the new policy, students and their parents or other sponsors are now required to meet the
food and subsistence costs of all long term degree, diploma and certificate courses offered by
government training institutions including the universities. In 1993/94, private contributions to the
costs of higher education amounted to 16 per cent of total costs per student (see Mushi, 1995).
Long term loans to help cover these private costs are now available. For other, mainly short term
courses, training centres are now expected to operate on a full cost recovery basis with no public
subsidy.

The main coping strategies adopted by the survey training centres are summarised in Annex 1. As
discussed earlier, there is a small group centres that have been particularly successful in responding
to the challenges of government's new policy regime for VET. Significantly, it is this group which
has enjoyed the greatest institutional autonomy and where there exist rapidly growing demand for
the types of courses offered by them (i.e. computing, accountancy, management, auto trades and
more specialist engineering subjects).

Dar Es Salaam Technical College now manages to meet 70 per cent of its operating costs through
course fees and other income generating activities. As part of legislation passed in early 1997, the
College has become a fully autonomous institution under the Ministry of Science, Technology and
Higher Education paving the way for it to be upgraded to a university of science and technology.
The College of Business Education and High Precision Technology Centre also covered between
50-60 per cent of their operating courses during 1995 and 1996. However, government continues
to meet salary costs at these three centres so clearly there is still a long way to go before they are
fully financially self sufficient.
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Another group of survey training centres ‘have good potential for commercialising their services
(which includes the Co-operative College, the two accountancy schools, the National Institute of
Transport, and Arusha Technical College) but, as ye