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ABSTRACT 

The purpose 0/ the study was to assess the current status 0/ career guidance and labor 
market in/ormation service provided by TVET colleges 0/ Addis Ababa. The area 0/ 
concern believed to be relevant to examine the status 0/ career guidance and 
employment labor market information service were; availability 0/ career guidance and 
labor market in/ormation service, competency 0/ career guidance officers, the 
organization 0/ guidance office, using labor market in/ormation in planning and 
reforming TVET system, method 0/ obtaining up to date and adequate labor market 
in/ormation, relationship between the TVET college and stakeholders in promoting 
employment labor market in/ormation and factors affecting the implementation 0/ career 
guidance and labor market in/ormation service. 

A descriptive survey research method was employed lor the study. The sample TVET 
colleges were: Entoto, Addis Ababa Tegbareid and General Wingate TVET colleges. The 
subject o/the study includes 282 trainees, 55 trainers, 6 Deans, 5 guidance officers and 2 
Addis Ababa Educational Bureau TVET experts. Purposive, availability and stratified 
random sampling technique was used to select the colleges and the subject o/the study. 
Questionnaires and interview were used to obtain the necessary data. The data were 
analyzed by employing, frequency count, percentage, weighted mean and chi-square as 
an instrument 0/ data analysis. 

The finding 0/ the study depicted that there is a critical need lor career guidance and 
employment labor market in/ormation services. However, it was found that the TVET 
colleges lack career guidance and employment labor market in/ormation service that 
result /rom lack 0/ qualified manpower, unorganized office, insufficient facilities and 
budget. Moreover, trainees 0/ TVET colleges, due to the absence 0/ career guidance and 
employment market in/ormation are assigned to each college to study the trades that 
might not be required in the labor market. The outcome o/the study also showed that 
TVET colleges don't have mechanism 0/ obtaining timely and adequate labor market 
in/ormation. Moreover, concerning to the participation 0/ stakeholders in promoting 
labor market in/ormation, the participation 0/ stakeholders in TVET colleges was weak. 

In light 0/ these findings the /ollowing recommendation were forwarded: Awareness 
creation and career guidance service should be given due attention at all hierarchical 
levels o/TVETsystem, survey ofloeallabor market, employers or other areas o/special 
interest/or training should be conducted periodically and TVET system should be steered 
and implemented with the involvement 0/ a wide stakeholders group in order to provide 
qualily, relevant and demand driven training. 
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CHAPTER ONE 

1. INTRODUCTION 

1.1. BACK GROUND OF THE STUDY 

Historically, concern with vocational aspect of schooling, 111 any country, has 

increased at the time when job shortage, particularly youth unemployment, was 

considered as an acute social problem: as well as at times when these 

unemployment problems were believed to be caused by poor schooling and lack 

of employment labor market information practices that were claimed to be related 

to the leatlling un related to life concentrating on the academic, neglecting the 

practical and technical , and hence, ignoring the skill needed by the labor market 

(Jonatan in Antonios, 2006: 19). 

According to Oegobi (2006:43), Training has a dual function in that it enhances 

security and at the same time is increase flexibility because better employability 

allows easier shift from one job to another, and even from a sector requiring 

certain skill to another where different qualifications are needed. In order to 

improve a labor market of flexibility, training must provide not only several types 

of skills, but also tec1mological knowledge such as theory of technology, as well 

as foundation skill applicable to any job in different industries or sectors. 

Similar!, UNESCO and [LO (2002:21), indicated that Technical and Vocational 

Education and Training (TVET) should provide the foundation for productive and 

satisfying careers and should lead to the question of broad knowledge and generic 

skill s applicab le to a number of occupations with in a given field so that the 

individual is not limited in his or her choice of occupation and is able to transfer 

from one field to another during hi s or her working life. At the same time offer 



both a thorough and speciali zed preparation for initial employment, including se lf 

employment, and also training with in employment and provide the back ground 

in terms of knowledge sk ills and attitude for continuing education at any point in 

the individual's working li fe. 

According to Woldehana (2005: 15), the demand for labor market information in 

develop ing countri es has increased due to dramatic economic and political 

changes in these countries as well as development in labor market theori es and 

polices. many countries therefore attempt to meet demand through establishment 

or improvement of their labor market information systems. Likewise Super in 

Woldahana (2005 :18), indicated that the sustainability of an information system 

is dependent on its relevant, and is also related to other criteri a such as the 

efficiency and effectiveness of the system. it has been argued that labor market 

information system can on ly be relevant if they are an integrated part of the 

institutional structure for labor and employment policy development. 

Significant number of young people leaves school early with out qualifications. 

They need programmes in the community to help them make transitions to the 

working world . And to re-engage with fm1her learn ing and career guidance needs 

to be of such programme. Career guidance also needs to be a strong part of 

programme with in the school des igned to prevent early leaving (OECD, 2004:6). 

1.2. STATEMENT OF THE PROBLEM 

Teclmical and Vocational Education and Training system can serve as 

indispensable instrument in tackling employment problems when they produce 

graduates with the competence required to ensure smooth entry in to the labor 

force and when there is na!TOW gap between the avai lability and demand for 
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different skills in different sectors of the economy (ILO, 1997:6). Report from 

developing countries (e.g., Kenya, Colombia), take the view that the problem of 

educated unemployment is essentially one of the mismatches between job 

expectation of the education and training system and job opportunities provided 

by the labor market, similarly the Ethiopian TVET system is characterized by: 

the link between TVET programs and industries is not substantially strong, some 

enterprises do not have the initiation or willingness to accept apprentice and small 

scale enterprises are insignificant (Yekunoamlak, 2000:1). 

As Gypers in Abostugn (2000:4), has stated that the provision of employment 

market information and occupational gu idance service IS a systematic and 

professional process of assisting potential graduates 111 locating possible 

employment markets which will match wi th their capacities. Such services are 

also expected to aid the prospective TVET graduates in making occupational plan 

and adjustment in understanding effective self-direction and in meeting 

challenges of personal affairs related to the aspired occupation. 

According to Sultana (20005: 25), many graduates of TVET neither found 

employment in the formal sector nor starting their own business. It is also claimed 

that TVET institutions in Ethiopia provide identical or similar courses through the 

region with out considering the demand of labor market. Proponents of this 

approach call for direct relationship or linkage between the TVET institutions and 

the community in which they are operating for such a link to be established, it is 

imperative to have adequate labor market infonnation and career guidance. In line 

with this , MOE (2005:50) indicated that Technical and Vocational and Training 

(TVET) institutions are particularity viewed as a major instrument to achieve the 

desired development through a strong linkage with the need of the nation's 

econom y. On the contrary the Ethiopian TVET programs have not been closely 
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linked with economic, social and environment context of the country and weak 

linkage between TVET programes and the labor market. 

Based on the statement of the problem, the researcher developed the following 

objectives oflhe study: 

• To investigate the avai lability of career guidance department in the 

colleges. 

• To assess guidance officers qualification and competency 111 

implementing career guidance and labor market information 

• To observe the provision of up-to-date market information to trainees. 

• To examine mechanism of getting up to date labor market 

information in the colleges. 

• Recommend alternative strategies to be used and measure to be 

taken to minimize unemployment that resulted from poor labor 
~. 

market information service in TVET. 

Based on the statement of the problem and the objectives of the study the 

researcher set the following basic research questions: 

1) Do TVET co lleges employ career guidance and labor market infonnation 

service? 

2) Have these co lleges qualified career guidance officers and organized gu idance 

office? 

3) Do TVET colleges plan or reform the TVET system that could be generated 

from the labor market assessment? 

4) What methods do training colleges use, to get up to date and adequate labor 

market infOlmation? 

5) What does the relationship between the TVET co lleges and stakeholders look 

like in relation to the training system? 
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1.3. SIGNIFICANCE OF THE STUDY 

The researcher believes that the study has following significances. It 

may: 

• Help TVET administrators to incorporate qualified guidance officers 

in the TVET colleges 

• Initiate regional authorities and TVET administrators to strengthen 

career guidance and labor market information in the TVET colleges 

• Help trainees to make appropriate and relevant choice of future career. 

• Stimulate the concerned people in the TVET colleges to provide 

adequate career guidance and labor market information to trainees. 

• Be used as a stepping stone for interested researchers and 

vocational counselors to conduct further research. 

1.4 DELIMITATIONS OF THE STUDY 

The study is delimited to public TVET colleges found in Addis Ababa. Private 

colleges were excluded for the reason that, these colleges have short experience in 

offering TVET than the public TVET colleges. 

Still more, the study only included General Wingat, Entoto and Addis Ababa 

Tegbareid TVET colleges for the reason that these TVET colleges have more 

experience in offering TVET than the rest two public TVET colleges namely 

Nefas silk and Misrake TVET colleges. 
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Further more the coverage of the research was confined to 10+3 programe of final 

year trainees because these groups can provide adequate infornlation since these 

have been in the college for longer years. 

1.5. LIMIT A TION OF THE STUDY 

The maj or problem the researcher faced during research study was the fact that 

some of the people who received the questionnaires were reluctant to return the 

questionnaires. 

1.6. DEFINITION OF TERMS 

Assessment: A way to explore competence or capability (AAeG: 2005: 35). 

Career guidance: is process in which a trained guidance officer draws 

information from individuals about their abilities, aspirations and temperament 

and provides infonnation about appropriate employment opportunities and 

education and training rout in to a job (Phan, 200 I :78). 

Labor market information: any infonnation concerning the size and 

competition of the labor market like, job oppOliunity and demand of training 

(Gray, 1996: 18). 

TVET: indication that is designed to train and educate students in specific 

traditional and modem field of vocational skill for students who have completed 

grade 10 and show sufficient desire and inclination to be trained in the fi eld of 

their choice (MOE, 2005:94). 
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CHAPTER TWO 

2. REVIEW OF RELATED LITRA TURE 

This chapter provides a theoretical basis for the study by reviewing the literature 

related to technical and vocational education, career guidance and employment 

labor market. 

2.1. WHAT IS CAREER GUIDANCE AND LABOR MARKET INFORMA 

TION? 

According Hayes et. al (1971), Career guidance refers to assistance gIven to 

individuals or group of individuals, in addressing problems related to 

occupational and life choices, offering full opportunities for personal development 

and work satisfaction, and also it is a continuous process, the fundamental 

principle of which are the same iITespective of the age of the individuals involved, 

and with due regard for the characteristics of those individual and their 

opportunities. 

Likewise Pecku (1991:14), asserts that Career guidance offers servIce and 

activities intended to assist individuals of any age and at any point through out 

their lives, to make educational, training and occupational choices and to manage 

their careers, such services may be found in schools, universities and colleges, in 

training institutions, in public employment services, in the work place, in the 

voluntary or community sector and in the private sector. The activities may take 

place on individual or group bases and may be face to face or at a distance 

(including help lines and web based services). 

They include career infOImation provision (in print, ICT based and other fOlTl1s). 

Assessment and self assessment tools, counseling interviews, career education 
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programmes (to help individuals develop their self awareness opportunity, and 

career management skills), Taster program (to sample options before choosing 

them) and Work search programes aid transition services. 

Establishing high quality career guidance programme is important in any well -

functioning TVET system utilizing career guidance promotes improved course 

selection for students leading to benefits for learners, who are more pleased with 

their selection, and benefits for TVET institution which experience a lower drop

out rate. Good career guidance can also help decrease the gab between education 

and un/underemployment, on the one hand, productive lively hoods considered as 

an effective means of improving the status of TVET in the public perception 

(UNESCO, 2005). 

According to Gordon (1980), labor market information is any information 

conceming to the size or composition of the labour market or any part of the labor 

market, the way it or any part of it functions , its problems the opportunities which 

may be avai lable to it and the employment-related intentions or aspirations of 

those who are part of it. 

This expression may be confusing for a number of reasons. One is that it hard to 

observe the labor market directly, or to measure its size with the aim of producing 

information. The usual starting point for the analysis of labor market development 

is the labor force, which as a result oflabor market transaction, is subdivided into 

the employed and the unemployed. Measurement of the size, structure and 

characteristics of the labor force is part of the set of basic labour statistics as 

defined in intemational standards. 

A di fferent approach by Agel (1 999: 1-5), expresses labor market information in 

terms of needs of users. An example of such a definition if offered in a study of 
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the labor market information system 111 Malaysia, 111 which the labor market 

infomlation is defined as follows : 

Labor market information can be defined as the end product of need assessment, 

preparation, collection, processing, dissemination and analysis of labor market 

and other data and information is the end product of a number of processes, 

starting with an assessment of the needs of the users of the information. 

This definition recognizes the labor market information can only be defined by 

the users of the infomlation. It also points at the fact that concepts, definitions and 

methodologies exist to collect information on labor market actors or participants. 

The definition further allows for the inclusion of statistical data and non-statistical 

information, as well as information on the broader economic environment of labor 

market actors. 

Statistical information is defined here as information collected though the 

application of statistical methodologies (e.g. censuses, survey etc.), which 

includes quantitative as well as qualitative information. Non statistical 

information can also be of a quantitative of qualitative nature, and may be subject 

to certain conventions or practices. The result of a collective bargaining 

agreement, for example, includes quantitative information on wage increase, and 

is formulated according to certain (legal) format based on previous experience 

and practice. 

2.2. Objective of career guidance 

Guidance is a process of helping students to understand, accept 

and use their abilities, aptitudes and interests in order to achieve 

their ambition (Dubey in Yekunoamlak, 2000:23) . 
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Career guidance is seen as having a key role in preventing inflows in to 

unemployment; particularly long term unemployment due to this fact Herr 

(\ 988: 12), indicated that the role of career guidance includes: 

(\) EffOlis to develop decision making: career guidance is concerned with helping 

students and adults develop decision making skills as well as defining, getting, 

and using, information appropriate to different choices. 

(2) Concern for the life concept: decision and plans express the self concept of the 

chooser. It is necessary that career guidance help the student or adult achieve self 

understanding before or as part of occupational awareness . This information about 

occupations needs to go beyond the facts of salaries or work content to include 

how these might relate to aspirations and values or how they would provide 

satisfaction for psychological needs. 

(3) Concern for life style, values, leisure: education, leisure occupations, and 

career all interacts to create or influence a Ii fe style. The way the student or adult 

comes to deal with such an issue is related to the clarity and characteristics of 

personal values. Career guidance, then can not attends to occupational choice with 

out examining the educational or personal! social implications that it holds it 

relation to personal values, in both the present and the future. 

(4) Free choice: career guidance is directed not to specific subsets of choice 

(vocational education) alone with in a larger category (educational curriculum) 

but to arrange of choices available, the personal characteristics and aspiration to 

which these choices need to relate, and the likely outcomes of specific choices. 

Vocational education, general education, or college preparation should certainly 

be seen as choice options to be considered, but their validity as choices lies in the 

comparative advantages each has over other possible choices in relation to 
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specific personal inertia. Indeed, the safeguarding of individual integrity argues 

against any form of perspective guidance that coerces the persons in to pursuing 

specific career or other life patterns. 

(5) Individual difference: fundamental to a free society is an acknowledgement of 

differences individual talents opportunities by which the range of these talents can 

be identified and nurtured, the freedom of each individual to develop and 

express these talents in a unique way. 

(6) Flexibility and coping with change: career guidance must help persons 

consider contingency planning, multiple roots to goals, and flexibility in goals, 

and other notions of tentativeness as methods of coping with rapid change in 

social and occupational conditions. Similarly OEeD (2004), propose that the 

following aims of career guidance 

• Enable citizens to manage and plan their learning and work path ways in 

accordance with their life goals, relating their competencies and interests 

to education, training and labour market opportunities and to self 

employment, thus contributing to their personal fulfillment. 

• Assist educational and training institutions to have well motivated pupils, 

students and trainees who take responsibility for their own learning and set 

their own goals for achievement. 

• Assist enterprises and organization to have well motivated, employable 

and adaptable staff, capable of accessing and benefiting from learning 

opportunities both with in and outside the work place. 

Moreover Hansen in Herr (1988:11), indicates needs of career guidance: 1) to 

move from a focus strictly on jobs to a focus on life patterns, 2) to help make 

clients aware of their own career socialization, 3) to move from a focus on 

11 
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slotting individuals in to what is (matching) to preparing them for the life style 

choice and options of what may be, 4) to move from a focus on occupational 

choice alone to the later sphere of people's lives and the interface of the vocational 

and the personal,S) to help clients achieve role integration in rapidly changing 

society and to help individuals more beyond the stereotypic choices women and 

men have made in the past to expanding the range options. They are willing to 

consider and choose. 

2.3. Principles of guidance 

According to UNESCO and 1LO (2002:35), the following principles of guidance 

should be taken in to account: 

I) Guidance should be viewed as a continuous process spanl1lng the entire 

education system, and should be directed towards aiding all to make conscious 

and positive educational and occupational choices. It should ensure that 

individuals are provided with the prerequisites: 

(a) To become aware of their interests, abilities and special talents, and to help 

them frame a plan for life: 

(b) To pursue courses of education and training designed to realize their potential 

and fulfill their life plans; 

(c) To acquire flexibility in decision-making concerning their occupations. In the 

initial and later stages, for developing a satisfying career; 

(d) To faci li tate transitions back and forth as needed between education, training 

and the world of work. 

2) Guidance should take into account the needs of industry, the individual and the 

family while preparing students and adults for the real possibility of employment 

in the informal sector, to be achieved through: 
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(a) Close liaison and coordination between lifelong learning. Training the work 

place and placements service; 

(b) Ensuring that all necessary information concerning the world of work and 

career opportunities is available and actively disseminated using all available 

forms of communication: 

(c) Ensuring that those engaged in work have access to information concerning 

continuing education and training as well as other work opportunities. 

3) While emphasizing the needs of individuals, guidance should be accompanied 

by information that given them a realistic view of the oppol1unities, available 

including trends in the labour market and employment structures. The 

envirorullental impact of various occupations and what may be expected in terms 

of remuneration, career advancement and occupational mobility. 

4) Guidance in the fonnal schooling context should promote technical and 

vocational education as a viable and attractive choice for people. It should: 

(a) cover a broad range of occupations, include supplementary visits to 

workplaces, and make the student aware of the eventual necessity of choosing an 

occupation and the importance of ensuring that this choice is made as rationally as 

possible; 

(b) Assist students and their parents/guardians in making a positive choice 

concerning educational streams, and encourage learners to keep open a wide 

range of options so as to increase their learning and occupational flexibility. 

5) Guidance in technical and vocational education as preparation for an 

occupational fields should. 

(a) inform students of the varIOUS possibilities open in the particular field of 

interest, the educational background required, and the subsequent possibilities for 

continuing education and further training; 
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Encourage students to choose educational programmes that will not limit their 

later employment options; 

(c) Follow the students' progress through their educational programmes; 

(d) Supplement the programmes by short periods of work experience and study of 

real work situations. 

6) For individuals engaged in continuing technical and vocational education as a 

palt of their Ii felong learning, guidance should; 

(a) Help them to choose the programme best suited to their needs. 

(b) Enable them to make effective choices regarding their entry into suitable 

levels of specialization. 

7) Guidance should take into account: 

(a) Economic, social, technological , cultural and family factors influencing the 

learners ' attitudes, expectations and choice of career; 

(c) Educational achievements and lor work experience; 

(d) OppOItunities and prospects in the occupational sector of interest; 

(e) Individual preferences and special needs, including medical conditions, 

physical limitations and disabilities. 

8) Guidance systems need to be accountable to the beneficiaries and sponsors of 

the service. Quality assurance and long-term results should be continually 

monitored at national and institutional levels through: 

(a) Accurate records of clients, needs addressed, programmes and interventions 

used and resultant employment including self-employment, 

(b) A system of evaluation both of staff performance and the methods used to 

detemline the long. 

Similarly, OEeD (2004:69), underli e the following principles of guidance 

provIsIon 
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• Independent: the gu idance provided respects the freedom of the career 

choice and personal development of the uses. 

• Impartiality: the guidance provided is in accordance with the user's 

interests only, is not in influenced by provider in situational and funding 

interests, and does not discriminate on the basis of gender, age, ethnicity, 

social class, qualifications ability etc. 

• Confidentiality: users have aright to the privacy of personal information 

they provide in the guidance process. 

• Equal opportunity: the guidance provided promotes equal opportunities in 

learning and work for all citizens. 

• Holistic approach: the personal, social, cultural and economics context of 

user's decision making is valued in the guidance provided. 

• Active involvement: guidance is a collaborative activity between the user 

and the provider and other significant actors (eg - learning providers. 

Enterprises family members, community interests) and builds on the active 

involvement of the users 

• Friendliness and empathy: guidance staff provides a well commg 

atmosphere for the users. 

• Right of Redress : users have an entitlement to complain through a formal 

procedure if they deem the guidance they have received to be un 

satisfactory (OECD, 2004:69). 
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2. 4. Career Guidance Officers Skills 

The four carrier guidance elements/skills/ are:

I. Counseling skills of relationship building 

2. Diagnostic assessment skills, to define the customer's need, work experience, 

skills and qualifications relevant to his or her job search 

3. Skills of making occupational (educational suggestions) based partly on the 

customer's needs and wishes, and partly on the employment counselor's 

knowledge of the labor market and of employers' demands, and 

4. Skills of supporting action planning (Sultana et ai, 2005:26). 

In addition to the above skills, carrier guidance officers according to Sultana 

(2005:30) are required to have an in-depth Knowledge of the labor market 

including detailed understanding of the requirements of different occupations. 

They are also expected to have access and ability to interpret labor market 

information as well as occupational data base, including statistical data on trends 

in employment sector. Career guidance staff are ski lled in establishing of good 

relation ship with abroad range of clients, and have sound inter personal and 

communication ski lls where they are not themselves psychologists they can make 

an informed judgment as to when to refer a client of such psychologist (if 

avai lable) who may be licensed to any out specific tests, or to engage in deeper 

psychological process. 

Most importantly, career guidance counselor at their best have a sound theoretical 

understanding of their field, drawing on the insights provided by several 

discipline: Including sociology, philosophy, economies and law, as well as 

psychology in a holi stic interdisciplinary manner, and constantly engaging in the 

cri tical reflective practice which is the hallmark of any profession. 
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2. 5. Factors influencing career development 

2.5.1 The home 

The family nonnally provides a child with his first social experiences; parents, 

siblings and other who regularly enter the home provide the models with which 

the child can identify. They can consciously set them saves up advisors or they 

may be approached b the child for direct advice on a wide range of matter 

including vocation (Hayes, 1971: 20). 

Super in Hayes (1971 :20), describe the family as a social, psychological and an 

economic entry. It is a social entity because it contains a group of people who 

function together as a unit. It is psychological entity because each one of its 

members has needs, feelings and attitudes which are important to them selves and 

to the family and it is economic entity because it provides a wide range of service 

for its member. 

Likewise Hayes (1971 :23), argues that family size is an important factor in 

vocational development. Research findings indicate that the better educated and 

up worldly mobile are likely to come from small families because in smaller 

family there is greater interaction between parents and children who consequently 

receive more attention and greater encouragement. It has also been suggested that 

even in this social welfare state parents with larger family experience greater 

financial difficulties in funding their children in full time education hence, they 

courage them to leave school at an early age 

2 .. 5.2. The school 

The school influences vocational development in a variety of ways on the one 

hand , it is an important agent of socialization and as such its goals and values can 

have a significant effect. On the other hand, the nature of an individual's career 

17 I 
) 



pattern IS , to an ever increasing extent, being determined by his educational 

attachments. The school offers individuals a new range of experiences through its 

formally organized curricular and extra circular activities and through informal 

interactions with Peers, teachers, careers officers and others (Hayes, 197 1 :24). 

Similarly, Super in Hayes (1971 :26), indicated that the nature of the school and 

the design of the cUiTiculum are important education, where as others are more 

concerned with students who, on leaving, immediately enter the world of work. 

The school's curriculum can shape the goals of those who pass through it and it 

can influence the kind of the range of information they possess about the world of 

work. Academic courses will do to alert students to the occupational 

oppollunities. [n the world around them, in contrast to the more vocationally 

oriented courses. 

2.6. TVET AND LABOR MARKET 

Successful TVET colleges have to be well informed about the local market 

demand that intended to solve the problem of the mismatch between training and 

labor market. Most of the basic instruments like training need assessment and 

tracer studies should be known and carefully conducted at all levels. In th is 

connection, Anderson in Abusetugne (2000:6), has noted that there should exist at 

every training institution a program of occupational information service just to 

provide every student with information concerning the occupation of the 

community in which he or she will serve as an employee following the 

completion of the training programe. 

Likewise Yekunoamlak (2000: 18), disclosed that Labor Market Information 

System (LMTS) is very important infornlation tool which provides a timely data 

for vocational training centers on the type of occupation and number of the skilled 
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labor-force required by the econom y. It can serve as an "early warning system" on 

what is happening in the labor market including the current employment patterns 

and problems associated to it, as well as future trends and opportunities. 

According to Degobbi (2006:43), Training has a dual function in that it enhance 

security and at the same time is increase fl ex ibility because better employability 

allows easier shift from one job to another, and even form a sector requiring 

certain skills to another where different qualifications are needed. In order to 

improve labour market of fl ex ibility, training must provide not only several types 

of skill s, but also technological knowledge such as theory of technology, as well 

as fo undation skills app licable to any job in different industries or sectors 

(computer skill 's) and which allow an individual to quickly learn new skills . 

2.6.1. Labor Market Information and employment opportunity 

The problem of employment opportunity of graduates of TVET trainees is the 

mismatch between the training provided hy the TVET colleges and the job 

opportunity provided by the labor market. 

It is obvious that the education is in no way responsible for the problem of over 

all imbalances between labor supply and demand. Changes in the educational 

system will not change the number of job opportunities in the economy, however, 

education is definitely responsible for one of the problem of structural imbalance 

that of matching employment opportunities and expectation (Blaug, 1973 :10). 

If the labor market is poorly organized or if employers are unwilling to hire 

youngsters, so that the circumstances make the graduate vu lnerable to several 

months to find suitable work, the rate educated unemployment is almost bound to 

be higher than that of un educated . 
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Responsive training policy requires more often accurate, regular and update labor 

market infonnation and socio-economic trend analysis Systems to develop 

information on labour markets and to monitor training are necessary to adjust 

instantly to changes in ski ll s demand. Often, however, such systems are not well 

developed at national levels and are even weaker at regional and local levels 

(World Bank, 1993:144). 

In its simplest form the labor market like all market IS a repeated senes of 

exchanges in this case between capital and labor. 

For well known reasons, though labor markets again like all markets function in a 

much more complicated fashion . They are affected by host of cultural, 

institutional, legal, and political mechanism. Together these mechanisms 

constitute what we mean by "labor market regulation. " There are many aspects 

involved, ranging from how employers contact for the service of labor to the 

nature of the exchange including the rights and responsibilities of the parties, the 

terms and conditions of work, and the resolution of disputes. Given the direct 

impacts that labor markets have on the welfare of workers and their families, this 

area of regulation represents an important, visible, and often controversial aspect 

of public policy. 

According to Bose et al in Abosetugne (2000: 16), prospective graduates depend 

on the fo llowing eight factors as the major sources of employment market 

information (1) Parents and relatives (2) teachers (3) mass-media (4) career 

masters (5) Counseling office (6) previous employment of others(7) peers ( other 

students and) (8) career guidance. Suain et al in Abosetugen (2000.66), have also 

stated that the development of human resources is dependent on the Operation of 

the labor market and the preventing employment Policy Equall y, out put of the 

education system, by type of ski lls thought, has to be known for proper utilization 

of the human resource. 
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Most notably it serves as an" earl y warning" system "on the current employment 

patterns and problems associated to it, future trends and opportunities in the labor 

market. Similarly, World Bank (1993:134), Pointed out that an effective LMIS 

would provide latest information on the demographic and socio economic 

Characteri stics of the labor force, the composition and nature of employment and 

unemployment and, most importantly, initial changes in labor demand and 

training requirements. In practical terms such systems use to analyze demand for 

training the transition form school to the world of work and the performance of 

the labor market. It also brings together the required information and acts so as to 

fac ilitate the decision making process such systems are moreover useful to avoid 

wastage of scarce resources and duplication of efforts. 

However, TVET systems in many countries have yet established Sustainable 

institutional set-up required by LMIS Systems for this kind of data collection 

(labour market data collection), and analysis are weak and there is an extreme 

dependence on external agencies to carryout these functions. TVET institutions in 

these countries, hence, Will not be flexible in adjusting to short-term and long 

term changes in demands for training. 

What is needed, by students, their parents, teachers trainers, job seeker, employers 

and employees is reliable and timely information about the state of the various 

labour market for qualified people meeting these infonnation needs will be on of 

the main function of planning in it (Good frey, 2003:31). 

According to Middlton (1993 : 50), recent studies have shown that when 

employment opportunities are available or growing and a match is made between 

training and available jobs, TVET programs were found to produce higher 

productivity, wage and investment, and vocational graduates have had advantage 
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of getting initial employment opportunity over their counter parts- non vocational 

or general education graduates. More frequently, however, conditions are not 

encouraging to TVET graduates. 

Typical examples are found in low income countries where training capacity 

surpasses employment demand. Studies in Kenya, Niger, Benin and Tanzania 

indicated low returns under conditions where a third to a half of vocational school 

graduates can not secure employment for as much as three years, on average. 

2.6.2. Looking for Job 

According to Zunker (1998: 51), Job hunting takes a lot of hard work. Job wi ll not 

come to you. You have to go to the Jobs when looking for Job openings; it helps 

to have a plan of action of find employers who are looking for a worker with your 

qualifications. 

There are a variety of sources you can usc including personal contacts, school 

counselors, and direct contact with employer, news paper, employment agencies, 

the more Sources you use, the more job openings yo u are likely to find. 

There are many reasons why appropriate choice is important and why factors 

about jobs are essential for making a wise choice of an occupation. This means 

that wise choice of an occupation may deternline whether a job seeker wi ll be 

employed or unemployed in Some Occupations, employment is notorious 

irregular, in other it is much more stable and secure. by choosing an occupation in 

which employment is known to be relatively stable, one may in crease the 

probability it will have a job even when many others are out of work (Catter in 

Abosetugnel ,2000:35). 
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Students will need infomlation about many occupations which they are not 

seriously considering. In thi s case, Pecku (199 1:9), have stated that the wise 

choice of an occupation requires: relevant, comprehensive and accurate 

information about what options a variab le, what they require and what they differ, 

also knowledge and acceptance of ones own a aptitudes, feelings fears and 

preferences are essential fo r making the appropriate and relevant occupational 

choices. 

Likewise Hayes, (1971 :50), asserts that the development of occupational 

preference can be traced through stages: awareness, interest, evaluation and trial. 

In the awareness stage the individuals are not at all selective about information he 

exposes himself to and tends to be rather passive factor and the only selectivity is 

that which might be imposed by his environment and hi s awareness of 

occupations is based up on the unsolicited inputs of information bomb and him 

from all sides. passive through the individual is in this process, his a awareness of 

occupations will normally increase over time as repeated inputs about the same 

job even full y seep though in to conscious awareness. 

2.6.3. Job - broking 

The rational for job-broking is that since neither employer nor job seekers have 

full infomlation about vacant jobs and candidates. These require the provision of 

a service which can help make the link between the two sides . Without such a 

service jobs take longer to fi ll and people stay unemployed for longer periods than 

is necessary. The PES tries to fill thi s lack of information and put employers and 

job seekers in touch with each other and The PES is not the only channel for 

fi lling job vacancies but also other channels include personal contact, news paper 

advertisement, notice boards (Elien Hansen 2001 :41). 
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The traditional job-broking process consists of listing job vacancIes from 

employers and obtaining information from individual job seekers, then matching 

the two. this involves the following major tasks. 

• Interviewing job seekers and registering information about them. 

• Job canvassing 

• Registering and advertising job vacancies on display boards. Computer 

screens, news papers, radios TV and internet 

• Appraising job vacancies and job seekers and matching them 

• Liaising between employers and job seekers and 

• Providing job search assistance for those job seekers who need it in order 

to successfully in the labour market (Phan Thuy et al (200 I: I) 

2.6.4. Labor market and globalization 

Globalization creates new opportunities for growth and employment but also 

brings challenges and problems such as job displacement and job loss, as 

increased stresses and strains at the workplaces exposed Lo increasing global 

competition. On a general level there is evidence that in order to grasp the new 

opportunities of globalize markets, it is important to be part of the trade and 

investment flows of the global economy. If countries do not participate in these 

flows or are integrated in the world economy solely as primary commodity 

expoliers they face bleak results in their economies and labor markets (Ghose 

2003). 

The dismal growth, employment and poverty record of the excluded countries 

account for much of the unfairness in globalization found by the World 

Commission on the Social Dimension of Globa li zation (WCSDG 2004). Yet, 

even in the countries in which globali zation has a generall y positive impact; 

people are sti ll affected, as globalization tends to increase labor market 
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adjustment problems. The pros and cons of globalization are in fact unfairl y 

distributed between winners and losers within counties even when a country as a 

whole is winner in globalization. 

Labor markets in particular create wilmers and losers: while new jobs are created, 

other jobs are lost. Loss and creation do not occur in the same sectors, firms and 

regions of a country; and don not occur at the same time. Sometimes jobs are lost 

in one county and created in another. Jobs destroyed and crated usually differ in 

terms of pay, skills, age, and sex and so on. This structural heterogeneity between 

jobs created and lost is one of the reasons why, even in the presence of a 

hypothetical quantity match of supply and demand of labor, painful qualitative 

adjustments are the outcome for many. The pain increases with the level of 

inadequacies between demand and supply and the time need to adjust. 

This is one of the mam causes of structural unemployment, which observers 

usuall y attribute to the supply side (people not well adapted to demand from 

employers) when in reality it is caused by other shortage of or ill adapted suppl y 

and shortage of or ill- adapted demand. Long periods of high unemployment in 

many countries show this quite drastically. 

Globalization is also said to bring about more flexible labor markets. As 

adjustment to shocks (such as trade liberalization) becomes more frequent, the 

labor force has to adapt more quickly and the employment relationships is said to 

become more volatile and short-tern1. For the future of work in an era of 

globali zation, the future of the employment relationship is relevant: most 

observers see dramatic changes in the employment relationship and some even 

see the end of (salaried) work (Rifkin & Heilbroner 1995). 
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To day's world is one of rapid change in virtually all dimension of life the 

globalization of trade means that decisions in one country may have an impact on 

employment opportunities in another country, where values and priorities are very 

different. Globalization of the labour market means that workers have greater 

mobility across borders, yet opportunities are not uniform from one country to 

another or in different segments of society with in given country there is a greater 

need for speciali zed education and training, but in some countries a tendency to 

cling to traditional priorities results in a shortage of workers in certain specialized 

fields. 

There is widening gab bin the rich and the poor those who can seize opportuniti es 

and those who are marginalized and those who have received an education and 

those who have not. The days of job stabi lity are over for many and are being 

replaced by a context where fl ex ibility and transferability of skills are essential 

(Avis. 1997). 

2.7. INFORMATION SOURCE OF TVET 

To improve the quality, relevant and efficiency of trainings being provided as 

well as to identify new needs of training requires a proper and efficient system of 

collecting timely data that can help to make the training program more flexible 

and responsive to the dynamic labor market demand. 

Hence the mall1 ways and means of obtaining information and data is labo r 

market infOimation system. It includes labor market monitoring, need assessment 

and tracer studies. Regarding thi s AACG (TVET) strategy (2005 :2 1), stated that 

Labor market monitoring and training need assessment are 

instruments used to identify skills and knowledge for individual 

and socio-economic development. Based on occupational 

standards through labor market monitoring and training need 
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assessment, suitable training program can be designed and 

provided. Moreover, tracer study is a method to obtain feedback 

that helps TVET institutions to evaluate the outcome of a given 

training trace studies monitor the quality and demand-orientation 

of the trainings. 

To this end, Milddlton (1996: 152), state that, in industrial as well as developing 

countries conducting periodical survey annually, quarterly or even monthly is 

important to obtain inforn1ation and identify structural change in the economy, 

movement of relative wage and employment by skill qualification. The data 

collected can be used to analyze labor market and their performance to evaluate 

macro economic policies. Earning information from house hold survey is 

periodically analyzed with respondent qualification to estimate various levels of 

schooling and fields of study. Data collected from type of training can also be 

used to estimate rate of return to training programe. Furthermore, managers of 

training institutions can establish their own mechanism and source of data 

conceming skill demand and success of training in fulfilling those demands by 

forming proper relationship with enterprises. 

For the improvement of training quality and efficiency, permanent exchange of 

market information on the demand and supply has paramount important, like 

wise, regular tracer studies of graduates of training programs can be used to know 

the balance of ski lls and demand on the market, to evaluate training programes 

and to make training decision frequent survey of employers can offer pertinent 

information on expected changes in skill needs, assessment of pre employment 

training, and constraints to the productive use of skill labor. 

To sum, creating an efficient mechanisms and means of collecting timely data 

from relevant sources and proper utilization of the data obtained is crucial to 

adjust the training program to skill market demand, decide on the types and scale 
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of training should be provided, to evaluate the trainings being offered, to cormect 

training program and economic plan . . . etc. 

Hence, investing labor market information system is a priority issue that need due 

attention by the government, employers and training institutions to improve the 

quality,accesss, relevance, effectiveness and efficiency of education system in 

general and TVET in particular. 

2.7.1 Labor market monitoring (LMM) and Training need assessment ( 

TNA) 

LMM and TNA are instruments used to identi fy skills and knowledge for 

individual and socio-economic development. Based on occupational standards 

through LMM, suitable training programs can be designed and provided. 

A systematic and coordinated approach of continuous LMM will be developed 

in order to enable trai ning providers to offer appropriate trai ning programs in 

the needed skills and occupational fields, and to avoid unnecessary duplication 

in the training offers. Stakeholders from all TVET sectors and at all levels have 

to be incorporated. 

A decentrali zed system of data collection and analysis wi ll be set up. Such a 

system must work in very close cooperation with all concerned stakeholders and 

organizations. When the LMM has establi shed the occupational areas fo r which 

training is needed, a training needs assessment has to identify the detail of the 

req uired training .TNA involves job assessment and human resource 

assessment, conmlllnity need assessment, survey of employers, households and 

other sectors in the economy, analysis of the market for products and services, 
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and aim to identify the skills attitude and knowledge required to do a certain job 

and to determine the type of man power required . 

To make the regional system effective at all levels a close work relation ship with 

respective stakeholders must be set up and established in tem1S of exchanging 

information and data with TVET schemes. 

The results of LMM and TNA should be used by counselors for career guides of 

TVET (AACG, 2005: 19-20). 

2.7.2. Training needs assessment 

Manpower requirement plarll1 ing and training needs assessment are important 

instruments for both individual and societal development. Above all they are 

important inputs to identify vital training areas and necessary knowledge and 

skills that enable to bring about economic progress ofa nation (MOE, 2003:21). 

Need assessment before the provIsIOn of TVET program is a common 

phenomenon in most developed countries. How ever, the training experience of 

less developed countries has been direct replica of other countries or mainly 

influenced by political overtone. Provision of the same type of training areas 

almost in every TVET is not uncommon in many developing countries including 

Ethiopia. As a result wastage of skilled human resource and educated 

unemployment are critical. 

Taking the needs assessment as a precondition. The ministry of education (MOE, 

2003: 12), devises the stages 

1, develop planning for required skilled labor force. 

2, occupational standards 

3, training need assessment bases and its implications 

Training need assessment methods comprises the following crucial tasks: 
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• Situational analysis 

• Market analysis 

• Manpower inventory 

In conclusion, training needs assessment should be taken as precondition for the 

provision of external efficient TVET programs. 

2.7.3. Tracer Studies 

Tracer studies are an important signal for TVET to know the re levance of the 

training areas and to identi fy the weakness of the program and eventually to 

adjust the training program in a way that it suit to the labor market. 

The major focus of tracer study is to make sure that TVET institutes have 

achieved their desired objectives and discriminate the training areas that enable 

the graduate to be employed in government/private organizations or self 

employed. it is also an important instrument for TVET authorities and policy 

makers to close down irrelevant training areas to the labor market both at national 

level (MOE, 2003:78). 

2.8. THE LABOR MARKET SITUATION IN ETHIOPIA 

2.8.1. Economic back Ground 

According to MOFED (2002), Ethiopia remains one of the World's poor rest 

country with open capital in come of just US & 102 in 2003, or approximately US 

& 800 at purchasing power parity. The proportion of the popUlation living below 

the poverty line of less than one dollar a day at purchasing parity is estimated to 

be 2% for 2000, while 78% the population lived on less than 2 dollars a day 

(again, at purchasing power parity) The economy is predominantly agricultural, as 
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the agricultural sector accounts for about 8% of employment, and about 59% of 

GDP, 

Ethiopia experienced diverse economic system over the last half a century. The 

economic system shifted from being market-oriented during the imperial (pre 

1974) period to socialist system during the military Derg regiom (1974-1991) and 

then back to market orientation under the current government. Formally adopted a 

stabilization and structural adjustment program supported by the IMF and the 

World Bank in 1991 /1992 (ECA 2002). 

Strategies of the CU ITent govemment to ease the problem of unemployment 

include the depending of the market-oriented economic reform, improving the 

productivity of agricultural sector and promoting the private sector as a means of 

achieving off fann employment and as engine for economic growth ( MOFED 

2002:8). 

2.8.2. Population 

Ethiopia has experienced high population growth in the past decades, increasing 

on average by 3.6 percent year between 1980 and 2005. Total population is 

projected to reach 73 million in 2005, making Eth iopia the second most 

populations' country in sub-Saharan Africa after Nigeria. Urbanization has grown 

over the past two decades, as the proportion of the population living in urban 

areas increased from about 11 percent in 1984 to 16 percent in 2005. The literacy 

rate is less than 40 percent, (CSA, 1999). 

According to UN (2002), Ethiopian population growth has resulted in an annual 

addition of about 2 million members to the labor force . The absolute size of 

national labor force has estimated at 12.9 million people in 1984. Over the 

subsequent decades the size of the labor force increased, reaching an estimated 

32.2 million people in 2005, with an annual average increase of 3.2 percent. 
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Unless the demand for labor concomitantly expands, such fast growth In the 

supply of labor force exacerbates the inadequate employment situation In the 

country. 

2.8.3. Institutional and legal frame work of the Labor market 

2.8.3.1. State Institutions 

In Ethiopia the main state institutions while playa significant role in facilitating 

the match bin labor supply and demand and which beer responsibility in planning 

and coordinating employment promotion activities are the ministry of labor and 

socia l affairs (MOLSA) and the labor advisory board amongst MOLSALS 

responsibilities are, registering labor organization (or refusing registration) 

registering collective agreements and assuring their enforcement, facilitating the 

settlement of disputes including assigning conciliators and arbitrators up the 

request of the Parties, under taking studies on the national labor force, collecting 

and disseminating information on the Labor market, developing special programs 

for vu lnerable groups of workers (Women, Youth, elderly etc.) and ISSUing 

directives on working conditions, occupational safety and health at work. 

MOLSA has been active in organizing technical training work shops and seminars 

for workers organization on social dialogue and human resources and encounters 

difficulties in effectively performing all of its tasks (Yehenew Tsegaye in Degobi 

2006:23). 

2.8.3.2. Employment Services 

Ethiopian has ratified two ILO conventions on employment 

services-The first one was convention No. 88 concerning the organization of 

the employment services which was ratified back in 1963. The second was 

ratified in 1999 and it is the private employment agencies convention, No. 18' of 
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1997 which came into force in 2000. Hence, employment services in Ethiopia can 

be both public and private. The former is coordinated through, MOLSA, whereas 

the latter was provided by private agencies (Yohanes and Alemseged in Degobbi , 

2006:23). 

The decentralization process which was introduced in the mid 1990s led to the 

restructuring and reorganizing of such services at regional level. The limited 

resources available locally, coupled with the poor implementation capacity, 

determined the present situation of the almost absence of public employment 

services in some areas of the country. In general, public employment services 

currently consist only of planning suitable registered job seekers in available 

registered position. Although the national legislation permits other tasks such as 

establishing links with employment and training programs for the unemployed 

and coordinating labor market information are not performed (Degobbi,2006:23). 

2.83.3. Labor market Characteristics 

According to Woldehana, (2005:15), a few features of the Ethiopian labor market 

stand out firstly, more than 80% of the total labour force is employed in 

subsistence agriculture are relatively small increase in productivity and shift 

towards. Industry was absorbed after the refoml of the early 1990s. The growth 

rate in the agriculture sector is high ly vo latile, depending on the whether 

condition. And likewise according to Berhanu (2000:5), The Labor for a grown at 

a fast pace and is expected to do so in the future. Projected to double over the next 

Twenty five years-despite recent Economic growth, there has been insuffi cient 

employment creation . Employment levels vary strongly by location, gender, 

education and age but not by ethnicity. 
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Most Employed individual also illiterates, and most are casual worker. The 

average duration of unemployment lasting longer than 12 moths (CSA, 2004) 

under employment and prevalent. 

2.8.4. Factors Impacting unemployment in Ethiopia 

Both supply and Demand factors impact on youth unemployment and under 

employment in developing counties supply-side issues such as Demographic 

factors that affect the size of labor force and education and training Polices affect 

the labour market out comes in an economy. Demand-side issues such as the 

performance of the economy and its absorptions capacity for labor including 

enterpri se development and job creation are key institutional and labor market 

process can play an intem1edially role between suppl y and demand in the labor 

market (God fry 2003 in Abraham Tekeste 2005 :26). 

The over all perfom1ance of the economy has an impact on demand for labor and 

the degree and infrastructure of unemployment ILO (1 986) agreed that the 

fundamental cause of urban and rural unemployment and low incomes in Ethiopia 

are structural and related to the resource base and Limited industrial development 

opportunities available these economies factors lead to a lack of employment 

opportunities. 

The Ethiopia government has focused on creating micro and small enterprises, 

based on their potential to create employment opportunities as spelled out in the 

industrial development strategy of the country ( Birhanu, 2005:68). The strategy 

identifies the important role that these enterpri ses could play in absorbing the 

yo ung people graduating form school and colleges. 

The greater the number of young people in the labor market the more the 

employment opportunities required absorbing them. 
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Due to the fact of this Birhanu (2005:73), the population policy of the country 

ai ms at closing the gab bin the high population growth and low economic 

productivity by means of a planned reduction of population growth and an 

increase in economic returns, as well as a reduction of the rate of rural to urban 

migration. 

2.9. TVET IN ADDIS ABABA 

The TVET strategy of Addis Ababa gives a particular emphasis to integrate with 

Job creation and enterprise and supports thi s process by providing appropriate 

skills, knowledge and behavior and shall play a significant role in poverty 

alleviation. The overall objective of TVET in Addis Ababa is to enhance the 

social and economic development of the city in line with the relevant 

development strategies. 

In order to reduce the constant high levels of unemployment and 

underemployment, the entire TVET system needs to be fl ex ible enough to be ab le 

to adapt TVET curricula to regional needs. Based on the gu iding principles the 

TVET system in Addis Ababa, spearheaded by the TVET commission, a net work 

between and among the relevant stakeholders will also be implemented. The 

private sector has an important role to play in the improvement of the TVET 

system in Addis Ababa (AACG, 2005 : iii). 

To promote development and change, Addis Ababa city government has 

embarked on strategizing the most important policy areas: the construction sector, 

the industria l sector, trade, health, service rendering and social development. 

Among these sectors the development of teclmical and vocational education and 

training (TVET) has been identifi ed as a crucial pre requisite for economic 

progress in Addis Ababa (AACG, 2005:1). 
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2.9.1. Socio-economic profile of Addis Ababa 

Addis Ababa as a capital of Eth iopia has currently about 3.S00.000 (l996/E.C) 

inhabitants with the annual population growth rate of 2.8 (2002-200S/EUC). 

ISO.000(60%) of the inhabitants depend on directly on the informal sector of 

MSE (e.g. baker, food preparation, etc.) and 100.000 in habitants depend on the 

formal sector ofMSE (e.g. metal work, carpenter, etc.) The unemployment rate in 

Addis Ababa is assumed to be the highest in Ethiopia at around 38 %( 

2002/03/EU). 

Currently SOO.OOO inhabitants of Addis Ababa are unemployed. However, the 

informal and private sector is increasingly providing employment opportunity to 

the work force of Addis Ababa. 

The average monthly income of SO% of the inhabitant of Addis Ababa is around 

340 ETB. The vast majorities (80%) are living below the poverty threshold. 31 % 

of the population is liv ing in one room house and 2':1% in two room house with 

out adequate sanitation, 26%are with out a kitchen, 6S% of the citizens have no 

access to safe drinking water, shelter, and toilets. 

Every year the labor market is expected to absorb an ever increasing number of 

new labor entrants over the age of IS years. Illiteracy rate are also high in Addis 

Ababa; this is despite the fact that access to education has increased since the 

beginning of 19911E.C (AACG, 200S:2). 

2.9.2 Current TVET developments in Addis Ababa 

Since the technical and vocational education and training (TVET) system in 

Ethiopia is currently in a refonn process, the Addis abaca TVET office aims to 
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create TVET systems, which are wage and self-employment oriented and demand 

driven for the appropriate development needs of the city. 

Tn 2000/01. A bilateral partnership project between Ethiopia and Germany for 

TVET was signed. According to this agreement, this partnership contributes to the 

following: 

I) Demand-oriented training for wage and self employment in the modem 

and informal sector of the economy in order to improve the employment 

and income opportunities of the Ethiopian popUlation. 

2) Integration of formal and non formal training 

3) Flexible responses to the employment potential of the regional market 

4) Consideration of the various target groups' as preconditions for learning 

Some current problems in TVET in Addis Ababa 

• The employers were often not satisfied with the outcome of 

training, they complain about the lack of practical skills of trainees 

as well as in appropriate training content. As a consequence, 

certificate awarded in the formal training programs are not always 

equally accepted by employers. 

• The present curriculum-based testing and certification system has 

not proved to have the capacity to overcome these problems. The 

current system has no regulations to asses and recognizes 

competencies acquired tlu·ough informal training. 

• Lack of transparency in the labor market; in the absence of an 

independent testing system, skilled people with different kinds of 

formal and non formal certi ficates and references are competing 

for employment. 

• The management of many training institutes is poor and not 

adequately funded; therefore, they operate below capacity and give 
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training below the standard, the equipment IS poor and not 

adequate for the needs of the training program 

Therefore, the refo rm process is oriented towards an outcome based 

Technical vocational and education training system based on 

occupational standard. (AAeG. 2005 :6) 
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CHAPTER THREE 

3. RESEARCH DESIGN AND METHODOLOGY 

3.1 RES EACH DESIGN 

The major concern of this study, as indicated earlier, is to assess issues related 

to career guidance and employment labor market information service provided 

by TVET colleges of Addis Ababa. To this end, relevant literature had been 

reviewed. The method of research for this study was descriptive survey 

approach. This method is appropriate mainly to reveal the current state of the 

problem and several kinds of data related to the subject under study (Seyoum 

and ayalew, 1989: 17). 

After the type of research was identified instruments for data collection, 

questionnaires and interview had been developed. 

3.2. SOURCES OF DATA 

The data for the study were obtained from both primary and secondary 

sources; primary information pertaining to the study was obtained from: 

• Prospective graduates (3fd year trainees) of the three colleges and 

responsible officers from the three colleges which includes: Deans, 

Vice Deans, Instructors and Guidance officers of the selected colleges. 

• Responsible Authorities from the Educational Bureau of Addis Ababa 

City Administration 

• As far as the secondary sources are concerned relevant documents, 

books, journals and web sites from internet wre made lise of. 
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3.3 SAMPLING PROCEDURES 

3.3.1 Colleges 

In Addis Ababa City Administration there are five public TVET colleges 

which have 10+3 program. These were: General Wingate, Entoto, Addis 

Ababa Tegbareid, Nefas Silk and Misrak TVET colleges Among these: 

General Wingate, Entoto and Addis Ababa Tegbareid were selected for 

the study. And the choice of the colleges was made through purposive 

sampling method because the selected colleges' have long experience in 

offering TVET than the remaining ones .. 

3.3.2 Trainees 

In the year (200612007), the three selected TVET colleges have a total of 730 

(345 male, 385 Female) final year (10+3) trainees of Industrial , Business and 

Construction departments which was offered by General Wingate, Entoto and 

Addis Ababa Tegbareid TVET colleges respectively. The researcher selected the 

final year 10+3 trainees because they stayed in the colleges for more year than the 

others it was belived that they would give adequate information. 

The trainees were stratified according to their departments. 

Out of the trainees' total population: 

• In the industrial Technology department there were 150 trainees 

• In the Business department there were 400 trainees 

• In the Construction technology department there were 180 

trainees 

From the three departments a total of 299 (41 %) trainees were 

randomly selected 
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From 150 trainees of Industrial teclmology department 62 (42%) from 400 

trainees of Business department trainees 164 (41%) And from 180 trainees of 

Construction technology trainees 73 (40%) trainees were selected randomly, 

3.3.3 Instructors 

In the same academic year in the sampled departments there were 15 common 

course and 77 main course instructors (a total of 92 instructors) in Industrial, 

Business and Construction tec\mology departments, 

The Instructors were stratified in to two groups: mall1 course instructors and 

common course instructors, 

• In Industrial technology department there were 22 mall1 course and 4 

common course instructors 

• In Business department there were 30 main course and 6 common course 

instructors, 

• In construction technology department there were 25 main course and 5 

common course instructors 

From the three departments all of common course instructors (15) and 62% (48) 

main course instructors (a total of63 instructors) were selected, 

From 22 main course instructors of industrial tec\mology department 13 (55%), 

from 30 main course instructors of Business department 19 (67%) and from 25 

malll course instructors of construction technology department 16 (64%) were 

selected, 
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3.3.4 Deans and Vice Deans, Guidance officers and 

educational bureau Officials 

Because they were small in number availability sampling technique was 

employed to incorporate all guidance officers, Deans and educational bureau 

expert. 

3.4 DATA COLLECTION INSTRUMENTS 

In order to gather primary information pertaining to the subject of the study, four 

groups of closed-ended along with very limited number of open-ended item of 

questiOlmaires were employed to collect data from trainers, trainees, Deans and 

guidance officers. 

In the case of Addis Ababa Education Bureau TVET experts, structured along 

with few number of semi structured interviews were conducted with them. 

3.5 PILOT TEST OF THE INSTRUMENT 

Before dispatching the questionnaire to gather information for the actual 

investigation, it was pre-tested in the pilot study at Higher seven TVET institution 

to ensure the reliability of the instrument. Based on the result of the pre test and 

comments from experienced staff members some in accurate and repeated items 

were discarded. 

3.6 METHODS OF DATA ANALYSIS 

The major method employed in this study is quantitative method; in addition, 

some qualitative aspects were included to complement the qualitative data. 

Depending on the nature of the basic questions and gathered data, frequencies 

were tall ied and computed using different statistical tools, such as percentages, 

weighted mean and chi-square were employed. Alpha value = 0.05 level was used 

to test all statistical significance differences. 
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CHAPTER FOUR 

4. PRESENTATION, ANALYSIS AND 

INTERPRETATION OF THE DATA 

This chapter deals with the presentation and interpretation of the data gathered 

through questionnaire from respondents of the prospective graduates of 10+3 

trainees, Trainers, Deans and Guidance officers. A total of 374 copies of 

questionnaires were prepared and distributed to 299 trainees, 63 trainers, 6 Deans 

and 5 guidance officers. Out of th is figure , a total of 348(93%) copies of 

questionnaires were properly filled in and returned. i.e. 282 (94%) trainees, 

55(87%) trainers, and 6 (100%) Deans and 5 (100%) guidance officers. 

In order to supplement the data collected from questionnaires interview was 

conducted with two educational bureau TVET experts .. 

Based on the responses secured from the afore-said source the analysis and 

interpretation of the data are presented as appeared in the subsequent section. 

4.1 DESCRPTION OF THE RESPONDENTS 

This section is concerned with the description of the background characteristics of 

the target population which were collected using data gathering tools prepared for 

such a purpose. The background characteristics of the respondents include sex, 

qualifications and field of study as displayed in Tables 1 and 2. 

The first item in Table 1 relates to the sex of Trainees respondents. As the 

information obtained from respondents in this regard shows 144 (51 %) were 

Males whereas 138 (49%) were females. Thus, it is possible to deduce that 

representation of both male and femal e respondents was almost balanced. 
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Quali fications: from Tables 1 and 2 as shown 11 (20%) of trai ners were Diploma 

holders, 43 (78.2%) were fi rst Degree holders and I (1. 8%) was second degree 

holders. As it is observed the minimum requirements for college in fi rst degree 

(MOE 2003: 12) of which 10% the total trainers should be PhD ho lders, 50% of 

them should be MAIMSe holders and 40% with BN BSe these are the standard 

requirements in the regional colleges, however 20% of Trainers were below the 

requirements in the regional co lleges, however from the data 20% of Trainers 

were below the requirements. 

Table 1 Back ground of Trainees, Trainers 

Questionnaires for 
Trainees Trainers 

No Item No % No % 
I Sex 

- Male 144 51 50 91 
- Female 138 49 5 9 
- Total 282 100 55 100 

2 Qualifications 
- Diploma I I 20 
- BA/BSe 43 78.2 
- MA/MSe I 1.8 
- Total 55 55 

3 Field of Study 
- Business 152 53.9 22 40 

Education 
- Construction 70 24.8 17 30.9 

Technology 
- Industrial 60 21.3 16 29.1 

Technology 
- Total 282 100 55 100 

4 Training program 
- 10+2 
- 10+3 282 100 
- TOlal 282 100 

5 Age 
- 16-20 203 72 - -
- 21-24 79 28 - 69.1% 
- 25-40 - - 38 30.1 
- Above 40 - - 17 100 
- TOial 282 100 55 
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This implies that there is shortage of trainers, who were specialized in the field of 

study. Therefore, these various levels of training which are not in line with the 

standards need special attention, otherwise it may bring about adverse impact on 

the quality of training of trainees and at the same time it might affect employment 

prospect of trainees. However, on the other hand, in table 2, 4 (80%) of the 

guidance officers, 2 (100%) of educational bureau experts and 2 (3.3 %) Deans 

were first degree ho lders and I (20 %) Guidance officers and 4 (66.7%) Deans 

were second Degree holders . Thus, most of them meet the standard requirements 

of colleges set by MOE. 

Table 2, Back ground of the respondents of deans, guidance officers and 

educational bureau expert 

Guidance officers Educat ional Bureau Deans 
expert 

No hem No. % No. % No. % 

Sex 
Male 4 66.7 2 100 4 66.7 

Female I 33.3 - - 2 33.3 

Total 5 100 2 100 6 100 

Qualifications 
Diploma - - - - - -
B.AlBSe 4 80 2 100 2 33.3 

MAiMSe I 20 - - 4 66.7 

Total 5 100 2 100 6 100 

Field of study 
Business educat ion - - 2 100 - -

Educational plann ing - - - - 2 33.3 

English - - - - I 16.7 

General psychology 3 60 - - - -

Sociology 2 40 - - - -

Manufacturing - - - - I 16.7 

Electricity - - - - I 16.7 

Chemistry - - - - I 16 .7 
Total 5 100 2 100 6 100 

Age 
31-40 - - - - 2 33 .3 

Above 40 5 100 2 100 4 66.7 
Total 

5 100 2 100 5 100 

The field of study was not in line with their position for instance 66.7% deans 

fi eld of study were Manufacturing, Electricity, Chemistry and English. But, their 
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position requires good managerial ski ll s and 40% guidance officers ' field of study 

were Sociology while their position requires good guidance and counseling ski ll. 

Age: with regard to age range the majority of Trainees 203 (72%) from 16-20 

years, 38 (69.1 %) trainers were from 25-40 years and the majority of guidance 

officers, deans and educational bureau expert were above 40 years. 

4.2 AVAILABILITY OF CAREER GUIDANCE AND LABOR 

MARKET INFORMATION SYSTEM 

As mentioned in the literature, system to develop information on labor market and 

to monitor training is fundamentally essential to adjust instantly to changes in 

ski ll s demand. Such systems are, moreover, appropriate instruments to identify 

skills, knowledge and thereby, design and provide suitable training programs. 

To be effective and to make the skill offered by them relevant and meet the 

demand of the labor market TVET colleges are required to employ a wide range 

of labor market analysis technique as much as possible. To be able to explore 

information on the issue, thus, question item was presented to respondents 

requesting them to indicate the avai labi li ty of labor market infonnation system. 

The response to this item is summarized and presented in the upcoming table and 

followed by discussion. 
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No. 
2.1 

A 
B 

2.2 

A 
B 

Table 3, Availability of career guidance and ELMIS in the TVET colleges 

Trainees Trainers Deans Df I Table I calculated 
value value X' 

Hem No. % No. % No. % 
Were necessary employment 
labor market information given to 
decide your fi eld of study? 
Yes 69 34 
No 213 76 
Total 282 100 
Is there career guidance and 
employment labor market 
information service in your 
college? 
Yes 96 30 13 23.6 2 33.3 
No 186 70 42 76.4 4 66.7 

282 100 55 100 6 100 2 I 5.991 I 2.228 

As indicated in Table 3 it was reported by majority of trainees 213 (76%) were 

disclosed that there was no labor market information when they were selecting the 

field of study. But 69 (34%) trainees replied that they were get information. From 

this one conclude that since, the majority of trainees indicated that when trainees 

were grade 9 and 10 no information was obtained about labor market. They select 

their major field with out considering labor market demand. 

As indicated in item 2.2 of table 3, it was reported by majority of trainers 42 

(76.4%) Trainees 186 (70%) and Deans 4 (66.7%) the labor market information 

system was not available. Besides, the chi-square test was calculated to check 

whether or not perceptual difference exists between the three study groups. 

Accordingly, the result revealed that for 2 degree of freedom at 0.05 level of 

significance the critical value of the chi-square was found to be greater than the 

calculated l implying that there is no statistically significant difference in 

perception. 
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However both AAEBTE (April 18, 2007) during the 

interview indicated that "TVET colleges did not have labor 

market information system. " The interviewees contend that 

"olle of the major problems in relation to Technical and 

Vocational training provision is lack of need assessment. " 

Due to this they said, "Colleges offer the same course each 

year. Even the number of trainees in each department 

would never vary. " 

If they were to have infonnation on the labor market, they 

argued," they would have offered marketable courses alld 

the number of trainees in each field of study would have 

varied. The trend so fare is, for instance, 30 - 40 trainees 

for industrial and construction technology and 50 - 60 

trainees for business technology and so 011. Obviously, 

TVET colleges have not yet established institutional set up 

required by LMIS. They are induced by the federal or 

regional Bureaus to provide the training". 

In regard to Deans from open ended question rep li ed that since so fare didn't 

conducted tracer stud y in the college they didn't know how many of their 

graduates are employed or un employed. This experi ence of the TVET co lleges 

would further substantiate the view of the interviewees. 

Even though the responses of some group of respondents who reported the 

avai lability of LMIS it may be difficult to conclude the TVET institution have 

labor market infonnation system. In other words seen from many factors, TVET 

colleges are not at the level of where they can establish sustai nable institutional 

set up required by LMIS . 

48 



4.3 THE EXTENT OF CAREER GUIDANCE IMPLEMENTATION 

As mentioned in the literature, the provision of career guidance service IS 

necessary because it involves all types of life situation, personal, social, 

educational and occupational. Career guidance is a set of service or programs, 

which supp0l1 people to solve their problems through the provision of 

opportunities especially it offers for students about their educational institution 

and employment opportunities expected following their completion of the training 

programs. 

As Herr (1988), pointed out that, occupational guidance services are expected to 

help to analysis of the individual needs, the provision of information on 

educational and job placement. In sununation guidance service concern it self 

with all round provision of help in order to bring about a high level of satisfaction 

among the individual or groups. In order to implement the above mentioned 

purposes the guidance officers should be equipped with skills of career guidance. 

According to Sultana (2005), the skill of career guidance includes: counseling 

skill, diagnostic assessment skill and required to have an in depth knowledge of 

the labor market including detailed understanding of the requirements of different 

occupation. They are also expected to have access and ability to interpret labor 

market infonnation as well as occupational data base, including statistical data on 

trends in employment sector. To be able to explore information on the issue, thus 

question item was presented to respondents requesting them to indicate the status 

of career guidance implementation. The response to this item is summarized and 

presented in the upcoming tables and followed by discussion 
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Table 4, Competency of career guidance officers responded by: trainers, 

trainees and deans 

Trainers Trainees Deans D Table Calcula 
f value ted 

X2 

No. Item No. % No. % No. % 

3.1 Do you think the 
guidance officers in 
your college are 
competent enough? 
A) Yes 17 30.9 45 16 3 50 

B) No 38 69. 1 237 84 3 50 

Total 55 100 282 100 6 100 2 5.91 10.57 

3.2 Do you think that the 
trainees are getting 
service in connection 
with their career from 
guidance officer? 
A) Yes 13 23.6 63 22.3 I 16.7 

B) No 42 76.4 219 77.7 5 83.7 

Total 55 100 282 100 6 100 

Item 3.1 of table 4 as intended to examine whether or not career guidance officers 

are competent enough to accomplish their task. Accordingly 38 (69.1 %) of 

trainers 237 (84%) of Trainees and 3 (50%) of Deans disclosed that the 

competency of guidance offi cers was not in apposition to implement the tasks of 

career gu idance. 

But the chi- square test result revealed that for 2 degree of freedom at 0.05 level of 

significance the critical value of l were less than the calculated X2 implying that 

there was statistically significant difference between the perception of Trainers, 

Trainees and Deans. This significance difference emanates fro m the level of to be 

benefited from career guidance. This is mai nly because trainees have more 

opportunity to view the activity of guidance officers while they were seeking 

more help fro m guidance officers. Therefore, from these fi ndings it is possib le to 
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No. 
3.3 

3.4 

deduce that guidance officers in the college lack competency to implement career 

guidance activities specially labor market monitoring. 

Regarding item 3.2 of table 4 the majority of respondents 42 (76.4%) of trainers, 

219 (77.7%) of trainees and 5 (83 .7%) of Deans indicated that there was no 

enough service for trainees in connection with their career from the guidance 

officers. 

Table 5, Conveniencey of career guidance office to execute guidance 

function 

Trainers Deans Guidance D Table Calc 
Officers f value ulate 

d 
X' 

Item No. % No. % No. % 

Is the career guidance 
office convenient to 
execute the career guidance 
objective? 
A) Yes 21 38.2 4 66.7 I 20 

B) No 34 61.8 2 33.3 4 80 

Total 55 100 6 100 5 100 2 2.656 2.690 

Is sufficient resource 

allocated to career guidance 
department in the form if 
budget? 
A) Yes 14 25 .. 5 4 66.7 2 40 

B) No 41 74 .. 5 2 33.3 3 60 

Total 55 100 6 100 5 100 2 5.91 4.76 

Item 3.3 of table 5 was intended to examine whether or not career guidance office 

was convenient to execute career guidance objective. According to Gail F. 

Farwell (1959: 21) the guidance office should be private and attractive with space 

for storage for current records and resource materials and room space for testing, 

51 



interviewing and small group conference. Accordingly 34 (61.8%) of trainers and 

4 (80%) of guidance officers asserted that the inconveniency of the office. On the 

other hand, quiet high number of respondents 4 (66.7%) of Deans responded that 

the office was convenient 

In this regarded a chi- square test was calculated to check whether the perception 

difference exists between the three study groups. Accordingly, the result revealed 

that for 2 degree of freedom at 0.05 level of significance the criti cal value of a 

chi-square was fo und to be less than the calculated X2 implying that there was 

statistically significance difference in perception. This signi ficance difference 

emanates from the level of knowledge and the closeness to service providing to 

career guidance. 

Thus, career guidance officers have better knowledge and have more opportunity 

to provide career guidance service; it is wise to ignore the difference and to 

depend on the responses of guidance officers and trainees. Therefore, from the 

findings it is possible to deduce that the career guidance office was not convenient 

to execute the guidance functions. 

Item 3.4 of the same table raised the issue of resource allocated to career guidance 

department in the form of budget to accomplish career guidance objectives. 

To accomplish career guidance tasks a lot of chargeable items are required. 

Such as: 

• Research materials for the counsellorship, library and for the student 

• Record- keeping devices used for guidance services 

• Expense for follow up program and 

• For test and score of tests 

Accordingly respondents were asked whether or not sufficiently budget allocated 

to career guidance department. To this end 41 (74.5 %) of Trainers, 3 60 % 
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guidance officers replied that no sufficient budget is allocated. While 4 (66.7%) of 

Deans on the contTary asserted that the budget allocated for guidance department 

was adequate. But the guidance officers (the professional) Knows how much 

budget is needed to accomplish their task than the other professional so it is wise 

not to rely on the deans respond instead depend on the response of the majority. 

On the other hand the chi-squire test result revealed that for 2 degree of freedom 

at 0.05 level of significance the critical value ofX2 was greater than the calculated 

X2 indicating that there was no statistically significant difference among 

perception of Trainers, Deans and guidance Officers. Thus, from these findings it 

can be safely inferred that the career guidance department was not convenient to 

execute guidance task. More over, there was insufficient budget allocation. 

In sum, in order to implement career guidance duties, the career guidance 

department has to be organized and strengthened with adequate budget, qualified 

manpower and adequate facilities. But as we can see from the above data, the 

career guidance department was not in a position to execute the career guidance 

duties as a result of lack of qualified man power, adequate budget and adequate 

facilities . 

Similarly, the interview result from AAEBTE I (April 18, 

2007) confirmed that: 

Even though guidance office was set as a unit in the TVET 

College its jill1ctiol1 was not more than facilitating trainees ' 

placement to apprenticeship. 

The reason for this as AAEBTE I suggested that "Lack of 

quali fied man power by vocational guidance and the 

number of guidance officers was not compatible with the 

number of trainees." 
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4.4 METHOD OF OBTAINING UP TO DATE AND 

ADEQUATE LMI 

The development of a system of labor market information is useful to understand 

the labor market situations and to monitor trainings in order to adjust oneself to 

changes in skill demand. 

Such demands are, moreover appropriate instrument to identify skills, knowledge 

and to design and provide suitable training programs. Therefore, to be effective 

and to make the skill offered relevant and meet the demand of the labor market 

TVET co lleges are required to employ a wide range of labor market analysi s 

techniques . To be able to explore infomlation on this issue, respondents were 

requested to indicate method of labor market analysis technique; the responses to 

this item are summarized below in table 6 

Table 6 Method of obtaining up to date and LMI 

Trainers Trainees Deans Guidance 
officers 

No. Item No. % No. % N % No % 
o. 

. ~ 

4. 1 What mechanisms are 
the TVET colleges 
using to obtain timely 
and adequate labor 
market infomlation? 
A) Tracer study 2 3.6 - - I 16.6 - -

B) Need assessment 8 14.5 - - I 16.7 I 20 

C) Labor market 3 5.5 - - - - - -

monitoring 
D) No mechanism IS 42 76.4 - - 4 66.7 4 80 

using 
Total 55 100 - - 6 100 5 100 

4.2 [s there special place to 
display career 
information? 
A) Yes 7 12.7 87 30.9 2 33.3 2 40 

B) No 48 87.3 195 69 .1 4 66.7 3 60 

Total 55 100 282 100 6 100 5 100 

54 



In responding to item 4. 1 in table 6, the majority of respondents 42 (76.4%) 

trainers, 4 (66.7%) Deans, and 4 (80%) of guidance officers indicated that labor 

market anal ysis teclUliques was not avai lab le in their colleges. 

In addition during the interview conducted with 

AAEBTE 2 (April l 8, 2007), remarkably noted that: 

TVET colleges didn't have labor market information 

system. But they indicated that need assessment was 

conducted only once with the help of GTZ, since the 

program has started. The crud assessment data had been 

sent to MOE for analysis, but the analyzed data didn't yet 

obtain at the regional level. 

Interview from the same source indicated that : 

Regarding tracer study, Formats have been developed 

and disseminated to the TVET colleges in order to be 

filled by the graduates and send back to the training 

colleges. Similarly, the colleges were used to distribute 

the formats to graduates when they leave. But as 

confirmed from the colleges, practically no feed back was 

obtained because of I/O follow up was made by the 

colleges. 

It is likely for one to conclude, may be contrary to very few number of trainers, 

Deans and guidance officers the TVET colleges, as they are now, are not at stage 

where they wou ld make training need analysis or other wise, because the 

interview conducted with them disclosed that the system for labor market data 

collection and analysis were almost non existent and weak and there was an 

extreme dependence on external agencies, for instance GTZ, to calTY out these 

functions. 
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Moreover, as shown in the same table on item 4.2 requests whether or not the 

TVET colleges have special place or room to display; booklets, charts, and 

pamphlets that contain important occupational information. Accordingly, 48 

(87.3%) of trainers, 19 (69.1%) of trainees 6 (66.7%) of deans and 3 (60%) of 

guidance officers indicated that there was no special place in the college to 

display important occupational information to the trainees . 

Table 7, Ranking of activities accomplished by TVET colleges 

item trainees trainers deans Guidance 
officers 

Which of the following M.V R MV R M.V R M.V 
4 .3 activities are arranged by 

A 
B 

C 

D 

TVET colleges? Indicate the 
rank of each I", 2"d . . . 
orientation talk 2.46 I 3.5 I 2 1.2 I I 
Career talk from experienced 2.61 2 3.05 I 3 3 2.8 

. persons actual in the iob 
career conference of persons 2.71 3 3.2 3 2.3 2 3.6 
of persons from industry 
Industrial tour/visits 2.95 4 4.7 4 3 3 3.2 

Key = M. V = mean value = weighted mean = WI F I +W2F2+ .... W4F4 
FI +F2 ....... F5 

Where FI +f2 ........... F4 = observed frequencies 
WI+ W2 .................... W4 = weights given 

R = Rank 

Item 4.3 on table 7 was used to know whether activities were arranged for trainees 

to obtain up to date career information. Any activity requiring decision- making 

should be guided by accurate and current information when students make 

occupational choice. 

They should be based on fu ll and accurate information. If they were not given full 

and detail information about their career choice, their placement may coincide 

with their true performance. Hence, arranging ways of obtaining information is 

pertinent for trainees to be equipped with current and important infomlation. 

Accordingly as sown in table 8 from the four mentioned mechanisms of obtain ing 
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No. 

4.4 

A 
B 

4.5 

A 

B 

C 

infonnation; Trainees, Deans and Guidance officers asserted that orientation talk 

was the frequently arranged activities, while trainers assumes orientation talk to 

the second. 

This implied that from various mechanisms of obtaining up to date, accurate and 

related information to their career only orientation talk implemented in the 

colleges. 

Table 8, Mechanism of knowing external efficiency of graduates 

Item Trainers Trainees Deans Guidanc D Table Caleul 
e f value ated 
officers X' 

Do you believe that the 
skill and the knowledge 
that have acquired In 

TVET colleges enable 
them to get employed in 
the job market? 
Yes 35 63.6 162 57.4 4 66.7 3 60 
No 20 36.4 120 42.2 2 33.3 2 40 
Total 55 100 282 100 6 100 5 100 3 7.8 15 0.895 
If your answer for the 
question is "yes" how do 
you know 
Asking graduates who are 23 III 68.5 2 50 33.3 
working in different timl 65.5 I 
Through feed back from 12 34.3 51 31.5 2 50 2 66.7 
employers 
Based on research - - - - - - - -

findings 
Total 35 100 162 100 4 100 3 100 

From the above table (table 8) it is possible for one to see that the majority of 

trainers 35 (63 .6%), Trainees 162 (57.4%)/ deans 4 (66.7%) and guidance officers 

3 (60%) di sclosed that the skill and the knowledge acquired in the college enable 

them to acqui re employment in the job market. 

Besides the chi-square test was calculated to check whether or not perceptual 

difference ex ists between the four groups of respondents . Accordingly, the result 
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revealed that for 3 degree of freedom at 0.05 level of significance difference the 

critical value of the chi-square was found to be greater than the calculated X2 

employing that there is no statisticall y significant difference 

but the response from the open ended question of deans and trainers revealed that 

even if the skill and the knowledge that have acquired in TVET colleges enables 

them to acquire employment in the job market, on the other hand, due to various 

reasons most TVET graduates were not in apposition to secure employment. First, 

there was wider gap between the avai lability and demands for different ski lls in 

different sectors of the economy. Second, most vacancy announcement ask for 

experience of many years. 

And finally the number of graduates every year with the same specialization not 

compatible with the demand of the labor market. 

Item 4.5 of the same table requests respondents to indicate how they know 

whether graduates get employment or not in the job market. Accordingly, 35 

(65.5%) of trainers and 111 (68.5%) of trainees and 2 (50%) Deans disclosed that 

by asking graduates who are working in different finn. On the other hand, 2 (66.7 

%) of guidance officers revealed that through feed back from the employer. 

Surprisingly no response was given to tracer studies by either of the respondents. 

But tracer studies are very important tool to know to what extent graduates get 

employment in the job market. 

In this regard, as disclosed in the literature tracer studies are an important 

instrument to make sure that the TVET colleges have achieved their desired 

objectives and discriminate the training areas that enable the graduates to be 

employed in govenunentlprivate organization or self employed. It is also an 

important tool for TVET authorities and policy makers to close down irrelevant 

training areas to the labor market both at national level. (MOE, 2003:78). 
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4,5 USING LABOR MARKET INFORMA nON IN PLANNING 

AND REFORMING THE TVET SYSTEM 

As mentioned in the literature an efficient mechanisms and means of collecting 

timely data from relevant source and proper utilization of data obtained is crucial 

to adjust the training program to skill market demand decided on the type and 

scale of training should be provided to evaluate the training being offered, to 

connect training program and economic plan. Hence, investing labor market 

information system is priority issue that need due attention by the government. 

Employers and training institutions to Improve the quality, access, relevance, 

effectiveness and efficiency of education system in general and TVET in 

particular therefore, seen from this view point, TVET colleges to be effective and 

to make the skill offered by them relevant and meet the demand of the labor 

market. TVET colleges have to be employing a wide range of labor market 

analysis technique to the extent possible. To be abele to explore information on 

the issue, thus, question item was presented to respondents requesting them to 

indicate whether or not using labor market infonnation to reform the training 

system according to the labor market demand. The responses to this item is 

summarized and presented as follows with discussion of major points. 
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No. 

5.1 

A 
B 

5.2 

A 
B 
C 

Item 

Is the 

Table 9, Using labor market information in planning and reforming tbe 

TVET system 

Trainers Trainees Guidance Deans df Table Calcula 
officers value ted 

y' 

college where No % No % No % N % 
you work now trying to 0 

reform the training 
system according (0 the 
labor market demand 
yes 17 30.9 I 20 2 33.3 
No 38 69.1 4 80 4 66.7 
Total 55 100 5 \0 6 100 2 5.991 0.133 

0 
The harmony of the 
training being, offered 
and the demand of the 
labor market? 
High 7 12.3 31 II - - - -
Moderate 28 47.3 116 41.1 - - 4 66.7 
Low 
Total 

22 40.4 135 47.9 - - 2 33.3 
55 100 282 100 - - 6 100 

As indicated in table 9 it was reported by majority of trainers 38 (69.1 %), Trainers 

4 (66.7%) and 4 (80%) of guidance officers indicated that no refonn is carried out 

according to the labor market demand. A chi-square was calculated to check 

whether perceptual difference exists between the three group of respondents. 

Accordingly, the result revealed that for 2 degree of fi"eedom at 0.05 level of 

significance the critical value of chi-square was found to be greater than the 

calcu lated l implying that there is no statistically significant difference in 

perception. 

One of the problems of employment opportunity of graduates of TVET trainees 

is the mismatch between the training provided by the TVET colleges and the job 

opportunity provided by the labor market. To do so a question item was 

presented to respondents. Consequently, as one can see from the data in item 5.2 

of table 9, 28 (47.3%) of trainers and 4 (66.7%) of Deans reported that there 

60 



was moderate relation ship between the training provided by the colleges and 

the demand of the labor market. On the other hand 135 (47.9%) of Trainees 

asserted that there was mismatch between the training provided by the colleges 

and the demand of the labor market. 

In this regard the interview responses of AAEBTE 2 (April 18, 2007) seemed 

to support the view of the majority of respondents by saying that: 

There is the relationship between the training and the 

demand of the labor market but the problem was the 

labor market needs small number of graduates or the 

mismatch between the number of graduates and the 

number of graduates demanded by the labor market. 

From thi s one concluded that the hannony of training being offered by the 

demand of the labor market is moderate but the problem was the mismatch 

between the number of graduates and the number of graduates demanded by the 

labor market. 

Table 10, the extent of research conducting to make training demand oriented 

No. item Trainers Trainees Deans Guidance 
officers 

5.3 Indicate the extent to which Total MV Total M.V Tot M.V Tot M. 
you agree or disagree. al al V 
Strongly agree=J agree 
=2,di sagree=3 and strongly 
di sagree=4 
Trainers undertake research 55 3. 13 282 2.93 6 3.5 5 3.6 
to make training demand 
oriented 

Key = M.V = mean value = weighted mean = WIFl+ E2W2 + . .. .. .. .. . W4F4 
Fl+F2 ........................ F4 

Where Fl+ F2 ....................... F4 = observed frequencies 
WI + W2 .......... .. ........ " .... W4= weights given 
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TVET development is currently hampered by a serious lack of relevant data and 

information about issue such as cost of TVET, labor market development, 

availability and impact of existing TVET delivery such as (especially outside of 

the public TVET delivery system), perception of stakeholders etc. such 

infon11ation, how ever, is necessary to inform planning, monitoring and 

innovation in the TVET system. AACG, (2005:35). Hence item 5.3 of table 10, 

respondents were requested to disclose their agreement whether research was 

conducted or not in the college. Accordingly, as the weighted mean shown both 

the respondents express their disagreement by saying that no research had been 

conducted either of the college community members 

4.6.EXTENT OF RELATION SHIP BETWEEN TVET COLLEGES AND STAK 

EHOLDERS 

According to AACG (2005: 14) TVET operates at the interface of different 

sectors, notably the education sector, the labor market , industry, MSC sector, 

agriculture and rural development, and public administration, in order to serve 

and relate to all these sectors through high quality and demand responsive 

instruments, the TVET system must be steered and implemented with the 

involvement of a wide stalk holders group, different stalk holders will each 

contribute their own expertise and capacities, in order that their combine efforts 

improve the relevance and effectiveness of the TVET system. To be able to 

explore information on this issue a question item was presented to respondents 

requesting them to rate the participation of stalk holders In TVET colleges. The 

responses to these item was sUl11l11arized and presented in the table here under 
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No 

6. 1 

A 
B 
C 
D 

6.2 

Table II , respondents view on the relat ion ship between TVET colleges and stakeholders 

Item trainers Guidance Trainee df Table 
Deans officers s value 

How do you rate the No % No % No % No % -
participation of stake 
holders and employers 
High - - - - - - -
Moderate - - 8 14.6 - - - -

Low 2 33.3 24 43.6 1 20 - -
No participation 4 66.7 23 41.8 4 80 - -
Total 6 100 55 100 5 100 - - 6 12 .59 
Indicate the extent to which 
you agree or disagree. 
strongly agree = 1, agree=2, 
disagree=3, strongly 
disagree=4 

M. R M.V R M. R 
V V 

Employers have taken major 3.3 3 2.8 3 3.8 4 
responsibility of training in 
the co lege 

Key = M.Y = mean value = weighted mean = WI FI+ E2W2 + .......... W4F4 
FI +F2. . . ... F4 

Where FI + F2 ...................... F4 = observed freq uencies 
WI + W2 ..... . .......... W4 = weights given 

Level of agreement = Rank = R 

As the above table 11 reveals 4 (66.7%) of Deans and 4 (80%) of guidance 

officers asserted that there was no participation of stakeholders. On the other hand 

24 (43.6%) of trainers disclosed that there was participation of stakeholders but it 

was low or insufficient. 

The chi-square test result also revealed that for 2 degree of freedom at 0.05 level 

of significant the critical Value of X2 was greater than the calculated l implying 

that there was no stati stically significance difference among the perception of 

respondents. 
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In sum, the finding in the above table reveals that stakeholders were not involved 

in the TVET colleges. Since they are mere consumers of TVET services it is 

pertinent to participate stalk holders in the TVET colleges. 

TVET colleges are encouraged and empower to develop close working relation 

ships with employers and large, medium, small and companies in their 

catchments areas. In this regard, it is indicated on item 6.2 of table 11, 

respondents were asked to state their agreement or disagreement whether 

employers have taken major responsibility of training in the co llege. To this end 

as the weighted mean calculated and the result confinns that they expressed their 

disagreement on employers have taken major responsibility of training in the 

college. On the basis of this discussion one may thus, conclude that employers 

have not involved in the implementation of training in TVET. 

To provide relevance and quality training, there should be strong relationship 

between training colleges and employers. Consequently, this could facilitate the 

up to date and adequate infonnation exchange promotes strong participation and 

helps to relate training given to the real world of work. Hence identifying 

constraints that affects the relationship of training colleges and employers are 

pertinent for the implement 0 f the training being provided. Accordingly, as 

shown in table 12 
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No. 

6.3 

A 

B 

C 
D 

E 

Table 12, Factors affecting the relation ship of employers and TVET colleges 

Item Trainers Trainees Guidance 
officers 

What are the constraints that affect the relation ship of M. R M. R M. 
training colleges and employers? Indicate your answer in 
ranking order, I SI 2nd yd and 4th assuming that 1 Sf stands for 
the most affecting constraints and 5th stands for the least 

V V V 

affecting constraints. 
Lack of awareness of employers 1 1.3 I 1.4 

2. 3 
employers are not represented adequately in the government 2. 8 2 2.2 2 1.2 
bodies ofTV ET colleges 
Lack of commitment of employers 2.9 3 3 3 3.4 
the training being provided not suit with employers' 3. 1 4 4.2 4 3.2 
employers interest 
adequate number of employ~rs are not available 3.2 5 4.5 5 3.4 

Key = MV = mean value = weighted mean = W1FI + E2W2 + ...... . ... W5F5 
FI +F2 .... ....... ... . . ........ F5 

Where F I + F2 ...................... F5= observed frequencies 
W I + W2 ......................... W5 = weights given 

R= Rank 

Lack of awareness, employers are not represented adequately and lack of 

commitment of employers are the first three factors that seriously affect the 

relation ships of the colleges and the employers respectively responded by both 

trainers and deans. On the other hand the guidance officers indicated that 

employers are not represented adequately, lack of awareness and the training 

being provided not suit with the employers' interest are the first three factors that 

seriously affect the relationships. 

As a result, even if, the gu idance officers ranked lack of awareness in the second 

factors that affect the relationship. But most of the respondents both trainers and 

Deans suggests lack of awareness of employers as the most highly ranked factors. 

This implied that creating awareness and improving the representative ness of 

employers in the governing structure of the TVET colleges are pertinent to 

strength the relation considering the available employers. 
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No 

7.1 

A 
B 

C 

D 

7.2 

A 

B 
C 

D 
E 

4.7 FACTORS AFFECTING THE PROVISION OF 

ADEQUATE AND TIMELY CAREER GUIDANCE AND LABOR MARKET 

As has been discussed in the previous analysis, TVET colleges were not at the 

level of where they can establish sustainable institutional set up required by labor 

market infonnation system. This implied that there was no adequate and timely 

provision of career guidance and employment labor market infonnation. In 

connection with this, a question item was raised to respondents to indicate factors 

that influence provision of adequate and timely career guidance and labor market 

infomlation service 

Table 13, Factors that affecting the provision of timely and adequate LMIS 

Item trainers Deans Guidance df Table 
officers value Calculated 

X' 
What are the major factors that No % No % No % 
affect the training plan and the 
demand of the labor market not 
in harmony 

Improper planning 4 7.3 - - - -
Lack of adequate and reliable 4 7.3 -- - - -
data 
Lack of frequent evaluation of 17 30.9 - - - -
curriculum contents 
all 30 54.5 6 100 5 100 
Total 55 100 6 100 5 100 6 12.59 8.59 
Rank the following factors that 
affec t the provision of timely 
and adequate labor market 
information service. 1 SI 2nd 3rd 

4 1h and 5th assumlllg that I st 
stands for the most affecting M.Y R M.V R M.V R 
factor 
Shortage of compete nt 2.5 I 1.7 I 1.2 I 
manpower 
Lack of adequate budget 2.8 2 2.2 2 1.5 2 
Lack of commitment of the 3.1 4 4. 5 5 3.3 3 
concerned body 
Lack of adequate facilities 4 3 3.2 3 3.5 4 
Lack of awareness regarding 3.2 5 3.8 4 3.6 5 

the necessity of career guidance 

Key ~ M.V ~ mean value ~ weighted mean ~ WIFI + E2W2 + ... .. . . .. . W5F5 
FI +F2 . ... . ... .. .. . . . . ....... . F5 
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Where Fl + F2 .............. . ........ F5~ observed frequencies 
W I + W2 .......................... W5 ~ weights given 
R~ Rank 

As shown in table 13 on item 7. 1 respondents were requested to indicate factors 

affecting training plan and the demand of the labor market not in harnlOny. To 

this end 30 (54.5%) of Trainers, 6 (100%) of Deans and 5 (100%) of guidance 

officers confirmed that the major factors that affect the training plan and the 

demand of the labor market not in harmony were improper plalming, lack of 

adequate and reliable data and lack of frequent evaluation of curriculum 

evaluation. 

A chi-square test was calculated to check whether perceptual difference exists 

between the three study groups, accordingly, the result revealed that for 6 degree 

of freedom at 0.05 level of significance the critical value of chi-square was found 

to be greater than the calculated X2 implying that there is no statistically 

significance difference in perception. 

From this one conclude that to meet the demand of labor market, the concerned 

bodies have to evaluate frequent ly curriculum contents with technological 

changes and conduct need assessment. 

As indicated in table 13 in item 7.2, shortage of competent man power, lack of 

adequate budget and lack of adequate facilities were the first three factors 

constraining the provision of timely and adequate labor market information 

service. Among the three factors shortage of competent manpower was the most 

highly ranked factor. 

In line with this view most of respondents in their answer to open ended questions 

emphasized that sholiage of competent manpower and lack of adequate budget 

was the prominent problem that affects the provision of timely and adequate labor 

market. 
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Hence, one can deduce that lack of competent man power affects not only timely 

and adequate provision labor market but also other career gu idance tasks. 

Moreover, if the provision of timely and adequate labor market information 

service can not be conducted thoroughly, it is li kely that the trainings provided by 

the TVET institutions might not match to the local demand. This in turn can affect 

the training relevance in terms of local labor market demand. 

According to observable facts in the existing situation, there are a number of 

factors contributing problems to not employed graduates by keeping them a pari 

from job opportunities. Such a problem of graduate unemployment needs to be 

analyzed in order to see the reason for failure on the part of graduates in view of 

securing employment immediately after graduation. Hence identifying the factors 

that affect graduate unemployment were pertinent for reforming and planning the 

TVET system according to the obtained data. Accordingly as shown in table 14 
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C 
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7.4 
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Table 14 respondents' views on reasons for graduate nnemployment. 

Item Trainees Trainers Deans Guidance 
officers 

If TVET graduates are not 
employed what do you think the 
maj or reasons? ~indicate the rank 
of each I S\ 2nd 3r and 4 th assuming 
that 1 st stands for the major reasons 
and 4 1h stand fore the least reason. M.V R M.V R M.Y R M.V 
Lack of skill and knowledge from 
the part of the graduate 2.76 4 2.97 4 3.3 4 2.8 
Lack of graduate interest to be self 
employed other than government 
organization 2.47 3 2.65 3 2.3 3 1.2 
Lack of possible information 
where there are vacancies related 
to their career. 2.21 I 1.97 I 1.3 I 1.6 
Lack of confidence of employers 
about skill and knowledge of 
graduates 2.41 2 1.98 2 I.7 2 2.2 
To improve the labor market what 
measures ought to be taken? 
(indicate the measures in ranking 
order 1 st 2nd 3rd 4 th assuming that 1 st 

stands for the first measure and 5th 

stands for the least M.V R M.V R M.V 
Assigning competent and qualified 2.1 8 I 2.2 2 4.6 
man power 
Allocating adequate budget 2.22 2 3.3 4 1.4 
Providing adequate facilitie s 2.3 4 2.8 3 2.4 
A warding concerned body 2.6 5 4.2 5 4.4 
Strengthening the relationship 2.2.2 2 I.7 I 1 
between employers and training 
college 

Key ~ M.V ~ mean value ~ weighted mean ~ WIFI + E2W2 + .......... W4F4 
FI +F2 ... . .... ....... ..... .. . . F4 

Where F I + F2 ..... ... . ...... .. F4 ~ observed frequencies 
WI + W2 ........ ..... ............. W4 ~ weights given 

R ~ Rank 

Lack of possible information, lack of confidence of employers about skill and 

knowledge of graduates and lack of graduates' interest to be self employed are the 

first three factors that serious ly affect graduates unemployment respectively. 

Among the three factors lack of possible information is the most highly ranked 

factors. This implied that providing adequate and timely employment labor 

market information is pertinent for graduates ' employment. 
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According to Gorden (2001), labor market information system is very important 

information tool which provides a timely data for vocational training centers. On 

the type of occupation and number of the skilled labor force required by the 

economy. It can serve as an " early wal11ing system" and problems associated to it 

as well as future trends and opportunities so that in order to get a timely data or 

infonnation for TVET colleges labor market information has to be well 

established and strengthened. 

In line with these respondents were asked to indicate measures ought to be taken 

to improve labor market information service in the college, accordingly, item 7.4 

of table 14 Deans and guidance officers indicated that strengthening the relation 

ship between employers and training colleges to be the most important measures 

to be taken. On the other hand trainers prefelTed assigning competent and 

qualified man power to be the most highly rank measures ought to be taken to 

improve labor market info1111ation service in the college. As a whole assigning 

competent and qualified man power and strengthening the relation ship between 

employers and training colleges were the most important measures have to be 

taken to improve labor market information service in the colleges 
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CHAPTER FIVE 

5.SUMMARY,CONCLUSIONSAND RECOMMENDATIONS 

5.1 SUMMARY OF THE MAJOR FINDINGS 

The objective of this study was to assess the current provision of career guidance 

and employment labor market information service in Addis Ababa. To this effect, 

the fol lowing basic research questions were set 

1) Do TVET colleges employ career guidance and labor market information 

service? 

2) Have these colleges qualified career guidance officers and organized guidance 

office? 

3) Do TVET colleges plan or reform the TVET system that could be generated 

from the labor market assessment? 

4) What methods do training co lleges use, to get up to date and adequate labor 

market information? 

5) What does the relationship between the TVET colleges and stakeholders look 

like in relation to the training system? 

The study employed descriptive survey method to analyze the issues based on the 

basic research questions . The researcher reviewed relevant literature and prepared 

sets of questionnaires and interview guides to co llect data from the respondents. 

The questionnaires were designed for trainees, trainers, Deans and guidance 

officers. After discussing with the thesis advisor on the prepared questionnaires, 

the researcher carried out a pilot study to test whether the instrument is 

appropriate. Then, some modifications were made based on the response and 

comments gained. 

71 



The total number of respondents included in th is study was specifically 282 

trainees, 55 trainers, 6 Deans, 5 guidance officers and 2 educational bureau TVET 

experts in Addis Ababa. 

The questionnaires include both close and open ended questions. The data 

obtained were analyzed by applying percentages, weighted mean and chi-square. 

The following were the major findings : 

I . The academic profile of TVET trainers, guidance officers and Deans 

depicted that 20% the trainers were below the requirement levels of 

education. On the other hand, (78%) of trainers, (80%) of guidance 

officers, (100%) education bureau expert and (33.3%) of Deans were 

first degree holders. The finding also indicated that 20% of guidance 

officers, 66.7% of Deans and 1.8% of trai ners were second degree 

holders. 

2. The study also disclosed that the fields of study of Deans and gu idance 

officers were not related to their position. 

3. The study also disclosed that (76.4%) of trainers, (70%) of trainees and 

(66.7%) of Deans asserted the lack of labor market information system 

in the TVET colleges. 

4. The study disclosed that most of the guidance officers are regarded as in 

competent to carry out career guidance. 

5. It was also fo und out guidance offices in the TVET Colleges are not 

convenient for conducting career gu idance. 
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6. The study also revealed that there were no mechanisms of providing 

timely and adequate labor market infornlation in the TVET colleges. 

7. It was also found out that no need assessment and tracer studies have 

been carried out in the TVET co lleges. Furthernlore, the study indicated 

that TVET colleges were not refornled according to labor market 

demand. 

8. Regarding labor market information system, the finding depicted that 

TVET colleges were not at the level where they can establish 

sustainable institutional set-up required by LMIS. Hence, system for 

labor market data collection and analysis were almost non existent. 

9. The study also disclosed that the root causes for the lack of labor market 

data collection and analysis were absence of a responsible unit to carry 

out labor market and need assessment, shortage of well trained and 

experienced manpower. 

10. The study revealed that the poor relationship between the college and 

other stakeholders are caused by Lack of awareness of employer of 

employer, inadequate representation of employers and lack of 

commitment of employers. 

II . Final ly, the study disclosed that, shortage of competent man power, lack 

of adequate budget and lack of commitment of the concerned body have impact 

on the provision of timely and adequate labor market information. 
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5.2 CONCLUSIONS 

Based on the findings of the study the following conclusions were drawn: 

Career guidance service is pertinent in helping students to know career goals and 

understand the world of work. so as, they can decide their course of study, field of 

training, further education or training, initial job choices and job change. Contrary 

to this importance the study revealed that career guidance was not given special 

emphasis in the TVET system. 

Before provIsIon of TVET program, the mall1 way and means of obtaining 

infonnation and data is labor market infonnation system. This includes training 

need assessment, tracer study and labor market monitoring. As it has been found 

out by the study need assessment was not adequately practiced in the actual 

implementation at the grass root levels. Moreover, there is no trend of frequent 

tracer studies that can adversely affect the match of training supply, the quality, 

relevance and effectiveness of the training could be affected by poor labor market 

infonnation system. 
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5.3 RECOMMENDA TlONS 

On the basis of the findings obtained and occlusions reached at, the following 

suggestions are forwarded to improve the provision of career guidance and 

employment labor market information at TVET colleges in Addis Ababa. 

l. The new Education and Training Policy (1994) stipulates that one of the 

objectives of TVET training programes is to train youngsters who can be 

employed in various government and private or non government organizations 

(NGOs) and also who can be create their own small level enterpri ses. To meet 

these objective TVET colleges need to strengthen career guidance department by 

hiring highly qualified and competent experts and ensure the existence of 

adequate fac ilities and budget. Since the department of career guidance is 

responsible for selecting trainees who have inclination and the capabil ity to grasp 

the skill and knowledge with the field of training. The researcher would like to 

recommend that TVET co lleges should be allowed to give advice entry 

(aptitude)test or selection interview to identi fy the ability and interest of trainees 

2. TVET colleges have to widen employment opportunities by providing a 

better information system on current labor market needs and data. They have to 

consult both public and private organizations that can offer occupational 

information. Moreover, they should have special mechanism to di sp lay booklets, 

charts, pamphlets and newspapers that contains important occupational 

infomlation. 

3. In order to facilitate a job search process for TVET graduate job seekers, 

there ought to be a cooperative team approach to job-placement operation 

between the TVET co lleges and employing institutions. Moreover the TVET 

co lleges in collaboration with employing organizations should hold such 
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discussion forum as: symposium, job Fairs, infornlation events, career conference, 

so that prospective graduates wi ll have good access to employment and labor 

market information. in general, there should exist better interaction among TVET 

co lleges, employing organization and placement offices in order to caret possible 

mechanisms fo r exchanging information on skill needs for jobs content of current 

training and employment possibilities for graduates. 

4. The Addis Ababa Education Bureau should improve the career guidance 

department both in pre-TVET co lleges and in the colleges by assign ing competent 

and qualified guidance officers. Besides to this, the concerned body should 

organize the office in such a way that it could be accessible storage for current 

records and resource material, and room space for testing, interviewing and small 

group conference. Similarly, the concerned body should allocate enough budgets 

for the department. 

5. The finding of this study indicated that the present TVET program offered 

at TVET colleges were adequate and relevant to the needs of the labor market. 

However, as to the researcher's observation, with in the prevailing environment in 

which the success of TVET graduates in securing employment was disappointing, 

provision of the same field of study year after year could not bring graduates in 

securing employment. Thus, 

5.1. It needs to be recognized by all concerned bodies and planners at various 

levels that providing targeted Job-specific training is necessary. 

5.2. The training program for training in TVET must be based on comprehensive 

occupational analysis outcomes. That is, jobs that are avai lable in present labor 

market must be identified and analyzed to develop relevant curricula. 
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5.3. Employers and all concerned stakeholders should be involved in designing 

or modi fying TVET program. Other wise, simply producing graduates in the 

same fi eld and the same number year after year could result in rising 

unemployment. 

6. In order to be more responsive to the needs of the labor market in a way 

could contribute to securing accurate, regular and update labor market 

information, it is recommended if TVET co llege could create structures that 

enable the develop and manage monitoring, labor market data collection and 

analysis acti vi ties. For this to be practical , 

6. 1. The TVET colleges need to establish clearly identified career guidance 

department and at the same time allocate resources that wou ld help the staff 

di scharge its duties and responsibilities. 

6.2. The co llege staff members should participate in providing information about 

the demand of the ski ll s. 

6.3. Tracer studies of the employment and wages of graduates of TVET and 

training need assessment should be conducted on regular bases. 

6.4. Survey of local labor market, employers or other areas of special interest for 

training should be conducted periodically 

7. The concerned body should design labor market infornlation, staff training 

and development program and arrange continuous professional upgrading to 

enable them to function effective ly. 
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8. The concemed body in the TVET colleges should create awareness to 

participate stakeholders in general and employers in particular in designing or 

modifying TVET activities for vocational training programs in order to meet the 

needs of the labor market. 

78 



BIBLIOGRAPHY 

Abosetugne Mesfin. (2000). Employment Market Information and Occupational 

Guidance Service for the Tertiary level Students in Ethiopia, Addis 

Ababa University MA Thesis (Unpublished) 

AACG. (2005). Addis Ababa City Government Technical and Vocational 

Education and Training (TVET) Strategy Paper, Addis Ababa. 

(Unpub lished) PP, iii, 1-6, 19-20 

Agell, J. (1999). On the Benefit from Rigid. Labor Market; Norms. Market fai lure 

and Social Instance 

Aggrawal, I.C. (1977). Development and Planning of Modem Education, 6th 

edition, Delih: vikas Publishing House 

Ahier, et a!. (1999). Education, Training and the Future of Work: Social, Political 

and Economic Context of Policy Development. 

Amare Asgdom, et.a!. (1998). Ouality Education in Ethiopia Vision for the 21 " 

Century. Addis Ababa: Addis Ababa University/IER 

Antonios Philopose. (2006). The Implementation of the Middle Level TVET 

Program in Addis Ababa: the Case of Entoto College and St. marry 

University College. MA thesis Addis Ababa University. 

(Unpublished) 

Berhanu Denu and Abraham Tekeste. (2005). Characteristics and Determinants of 

Youth Unemployment and in Adequate Employment in Ethiopia, 

avai lable at http://www. ILO. Orgfemployment 

Blaug, M. (1987). Education and the Employment Problem 111 Developing 

Countries. Geneva: ILO 

Brooking, W.J. (1971). Technical Education 111 Deighton, L.C (ed.).(1971) 

Encyclopedia of Education. Newyork the Mcmillan Company and 

the Free press. 

79 



Carnoy, M. (1977). Education and Employment a Critical Appraisal , Paris: 

UNESCO. 

CSA, (1999). Statistical Report on the 1999 National Labor Force Survey: 

statistical Bulletin 225. Addis Ababa. 

Crow, D.C. and Crow, A. (1951). An Introduction to Guidance Principle and 

Practices, New York, Americana Book Company 

Daniel, 1. and Hultin, G. (2001). Teclmical and Vocational Education as 

Preparation for an Occupational Field, available at 

http://www.lLO. Orgiskills 

Degobbi, M.S. (2006). Labor Market Flexibility and Emplovment and Income 

Secuirity 111 Ethiopia, Available at http://www. 

ILO.orgiemployment 

DelTeibsa Duffera (1997). Assessment of Vocational and Technical Education, 

Addis Ababa (unpublished) 

Desalegn Lemmessa (1996). A study of Students Selection, Streaming and 

Training in the Technical and Vocational School of Ethiopia, 

Addis Ababa (un published M.A thesis) 

Duffy, A. et.a!. (1997). Good Jobs, Bad Jobs, No Jobs; the Transformation of 

Work in the 21 st Century, Canada: Har COUl1 Brace and Company 

ECA. (2002). Economic Report on Africa: Tracking Perforn1ance and Progress, 

Addis Ababa. 

Edwin , 1. Herr and et.a!. (1988). Career Guidance and Counseling through the 

life Span, 3'd edition, United States, Scott, Fores Man and 

Company. 

Eliason, K. (1994). How to Asses the Vocational Curriculum, London; Kogas 

page Limited 

Ethio-German TVET program. (2001). TVET Vocational Guidance and Job 

Placement System. Addis Ababa (un published material) 

80 



Foster, P. (1965). The Vocational School Fallacy In Developing counties 

Chicago : Aldine publishing Company 

Gail , F. (1959). Guidance Readings for Counselor. Chicago, Rand McNally and 

Company 

Ghose, A. (2003). Jobs and Income in Globalizing World, ILO, Geneva 

Gi ll, M. et.a!. (2000). Vocational Education and Training Reforn1: Matching 

Skills to Markets and Budgets, New York: oxford. 

Godfery, M. (2003). Youth Employment Policy in Developing and Transition 

Country, the World Bank, Washington. 

Gordon, A. and et.a!. (2001). Labor Market Regulation: International Experience 

in Promoting Employment and Social Protection, World Bank 

Gordon, B. (1984). Management Information System: Conceptual Foundation, 

structure and Development, McGraw-hill international edition 2nd 

edition Newyork 

Gray, L. (1996). Labor Market Signals and Indicators, Education Research 

Paper No.15, ILO. Geneva 

Haile Hagos. (2002. Fundamental Concepts of Economics, Addis Ababa, Mega 

printing press 

Hayes, J.H. and. Daws, P.P (197 1). Career Guidance: the Role of the School in 

Vocational Development, London: Heineman Education books ltd 

48. ! c . 

Herr, E.L. (1988). Career Development and Vocational guidance. Chicago: 

University of Chicago press. 

ILO. (1986). Youth Employment and Youth Employment Program in Africa, 

Ethiopia 

ILO. (1997). Repoli on the National Work on Vocational Education and Training 

Strategies and Programs in Ethiopia, Addis Ababa. 

81 



ILO, (2004). Macro Economic Policy for Growth and Employment. 29 1st Session 

of the Governing body, November, Geneva. Available at 

h ltp:1 Iwww,lLO. 0 rgl em p I oumen t 

Ipaye, T. (1986). Education and Vocational Guidance: Concept Approaches, 

fbadan: University ofIfe Press Ltd. 

Johanson, R. (2002). Vocational Skill Development 111 Sub-Sahara Africa. 

Synthesis of a Regional Review, Washington, DC the World Bank. 

Lee, E.I. (1977). Career Information in Counseling and Teaching, 3'd 

edition,Boston:Allyn and Bacon, Inc 

Leugo, 1. et al. (1988). Vocationalizing Education, an International Perspective, 

New york, pergamen press. 

Maris, M.W (1994). Vocational Education, the Day a Head, London. Mc Milan 

Printing Press 

Mekonen Dilgasa and Jukka Lehtinen. (1989). Technical Education and Labor 

Market in Ethiopia. Addis Ababa University lIER. 

Michael Moliso. (2000) . The Status of Training in Technical Vocational Schools 

in SNNPR. Addis Ababa (unpublished) 

Middlton. J et al. (1993). Skill for Productivity, New York, Oxford University 

MOE. (2005). Technical and Vocational Education and Training Sub-Sector Five 

Year Strategic Plan for 200512006-2009/2010,_Addi s Ababa 

(unpublished) 

MOFED. (2002). Ethiopia's Sustainable Development and Poverty Reduction 

Program Federal Democratic Republic of Ethiopia, Addis Ababa, 

Ethiopia 

Napier, W.R. (1992). School Guidance Service: Focus on the Developing Nation, 

London. Evans brother Ltd. 

Norton , W. et.al. (1999). the role of evaluation for vocational education .. Geneva 

Kogan page and Limited. 

82 



OECD. (2004). Career Guidance, a Hand Book for Policy Makers, 

http:lwwww,eurofound.eu.intl/publicationlfiles/EF 9b34 EN.pdf 

Pecku, N.K. (1991). Introduction to Guidance for Training Colleges. Accra: 

Ghana Univesity Press 

Phan, T. et.a!. (2001). the public employment service in changing labor market, 

Geneva 

Psacharopau lose, G. (1997). Vocational Education and Training Today, 

Challenges and Responses, Washington D.C the World Bank. 

Rifkin, J. Hellbroner, R.L. (1995). The end of Work: the Decline of the Global 

Labor Force and the Down of the Post-Market era. UNESCO. 

Rosenbaum, J.E. (2002). Vocational Education New York: Routledge Falmer 

Seyoum Tefera and Ayalew Shibeshi . (1989). Fundamentals of Educational 

Research for Students and Begilming Researchers A. A. U 

(unpublished material) 

Sultana, A.G. (2005). Career Guidance In Ethiopia's public Employment 

Service, Trends and Challenges, France, EU 

Simmons, J. (ed.) (1986). The Education Di lemma: policy Issues for Developing 

Countries in the 1980s. Great Britain: Wheaton and Co.Ltd, exterer 

Super, D.E (1984). Career and Life Development, Sanfracisco. Jossy-Bass. 

Teshome Mulat. (1981). Education Unemployment in Africa. Direction of 

Research. The Ethiopian Journal of Education ,Vo!'9, No 1. 

Theodore Struck, F. (1958). Vocational Education for Changing World, London, 

chapman and Hall, LMD. 

UN. (2002). Statistics Division , Demographic Year Book, avai lable at 

http://www un starts . un.org.(unsd) demographic/ products 

/dyb/dyb.htm 

UNESCO. (1985).The Plmming of Technical and Vocational Education and 

Training, Paris. UNESCO. 

83 



UNESCO. (1996). The Development of Technical and Vocational Education in 

Africa. Dakar. UNECO 

UNESCO. (1999). Second lntemational Congress on Teclmical and Vocational 

Education. Lifelong Learning and Maintaining a Bridge to the 

Future, Paris UNESCO 

UNESCO and ILO. (2002). Technical and Vocational Education and Training for 

the Tawny-First Century-France, http://www. UNESCO. 

Orgleducation 

UNESCO. (2005). New Roles and Challenges for Guidance and Counseling, 

http; www.portal. UNESCO.orgieducationienieu 

UNVOC. (2000. , Learning for Life. Work, and the Future Stimulating Reform in 

Southern Africa Through Sub-Regional Cooperation 

.Botswana: UNESCOIUNEVOC 

Norri,.W. (1972).The Information Service in Guidance, Chicago, Rand, McNally 

and Company 

Wana Leka. (1992). Assessing Vocational Education Outcomes with Special 

Reference to Eth iopia, the Ethiopia Journal of Education. Vol.l 

No.1 

Wana Leka. (2000). Vocational Education and Training in Ethiopia: Problems 

and Prospects in Human Resource Development, the Ethiopian 

Development Forum, Vol.l, No.3 Addis Ababa MOE 

WCSDE. (2004). A fair Globalization: Creating Opportunity For all. ILO, 

Geneva 

WoldehanaYalew and Ferede Alem. (2005). Labor Market Flexibility and 

Employment Security 111 Ethiopia, Employment Strategy 

Department, ILO. (Unpublished) 

World Bank. (1993). Carebean Region: Access, Ouality and Efficiency 111 

Education, Wash ington D.C the World Bank 

84 



Yekunoamlak Alemu. (2000). A comparative Analysis of Vocational Training 

and Employment Opportunities In Government and non 

Government SchooVTraining Centers, Addis Ababa University 

MA Thesis (Unpubli shed) 

Ziderman, A. (20003). Financing Vocational Education in Sub-Saharan Africa. 

Washington D.c the World Bank 

.Zunker, V.G. (1998). Career Applied Concept of Life Planning, California: 

Brook, Cole Publishing Company 

85 



APPENDICES 

86 



Appendix-A; questionnaire 1 
Addis Ababa University 

School of graduate 
Department of business education 

Questionnaire to be filled by Trainers in TVET colleges 

Introduction : The purpose of this questiOimaire is to collect basic idea for the study on 
the assessment of career guidance and employment labor market information service 
provided by TVET colleges in Addis Ababa. Your cooperation in offering relevant and 
honest information is highly important for the success of the study. Please, be sincere, 
frank and accurate as much as possible in responding to each item. 

Please, Note that 
• No need of writing your name 
• Where alternative answers are given, please , circle the most appropriate answer 
• In answering the open ended questions please give your answer brief and to the 

point as much as you can. 
• In answering questions on the table put an "x" mark in the space provided 
Thank you in advance for taking time to complete this questiOimaire 

Part one: personal data 
1. Name of the TVET colleges -:-_:--_ _ ----:::-:-::-----;-_ _ ___ _ 
2. sex of the respondents A) male 8) female 
3. Age of the respondents A) 20-30 8) 31 -40 C) above 40 
4. qualification A) diploma B) BSC C) MNMSC 
5. your area of specialization ___________ _ 
6. course you instruct _ ___ ____ ___ __ _ 
7. Total year of experience ______ ______ _ 

Part two: Questions related to the implementation of career guidance and 
employment labor market information service 
8. Is there career guidance and employment labor market information service in your 
co llege? A) Yes B) No 
9. Do you believe that the guidance officers in your college are competent enough to give 
career guidance and labor market information service? 
A) Yes B) No 
10. How many number of guidance officers are there in your college? 
A) I B) 2 C) 3) D) 4 and above 
II. Do you think the numbers of guidance officers are enough to accomplish their task 
when you compare with the number of trainees? 
A) Yes B) No 
12. Do the trainees are getting adequate and timely career guidance and labor market 
information service A) yes B) No 
!3. If your answer is "No" For question number 12 what was the problem? 

VI 



A) Lack of qualified manpower B) lack of budget to accomplish career guidance 
C) Lack of commitment of the concerned body 
A) if any other please specify 

14. If your answer is "yes" for question Number 12 by whom is career guidance service 
offered in your college? 
A) By career guidance officers 
C) By college Deans 
E) If any other please specify 

B) by Trainers (department heads) 
D) by community representatives 

15. Is the training which is currently offered in your co llege depending on the need of 
the labor market? A) Yes B) No 
16. If your answer for number 15 is No what are the major constrains that hinder it from 
being based on the need oflabor market? Please specify? 

16. Do you orient the trainees with regard to the career objectives of the course you 
instruct? 

A) Yes B) No 
17. Do you think that the trainees are getting service in cOlmection with their career from 
guidance officers? A) Yes B) No 
18. If your answer for number 17 is "yes" what is the problem? Please specify 

19. Do you believe that the skills and knowledge that trainees have got in this college 
enable them to get employed in the job market? A) Yes B) No 
20. If your response for question number is 19 is "yes" how do you know? (You can give 
more than one answer) 
A) Asking graduates who are working in different firm B) tracer study 
C) Through feed back from employers D) through need assessment 
E. specify other if any 

21. Is the college where you work now trying to reform the training system according to 
the labor market demand? 
A) Yes B) No 

Part three: factors related to availahility of up to date and adequate labor market 
information 
22. Is there corner/place to display career information in the college library or other 
location? 
A) Yes B) No 
23 . If you answer for question number "22" is yes, the materials displayed are (you can 
give more than one answer) 
A) Booklet of occupational information B) Photograph of industries 
C) Chatis of occupational information D) Pamphlets of career infomlation 
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E) If any other please specify 

24. What mechanisms are the colleges using to obtain timely and adequate labor market 
information? 
A) Tracer studies B) need assessment C) labor market monitoring 
D) All of the above mechanisms E) no mechanism is using 
25. Rank the following factors that affect the provision timely and adequate labor market 
information (1st stands for the most important factor where as 4th stands for the least 
imoortant factor) 

Factors 1 2 3 4 
A Shortage of competent manpower 
B Lack of adequate budget 
C Lack of commitment of the concerned 

body 
0 Lack of awareness 

26. To improve the labor market information system in the co llege what measures ought 
to be taken? (Indicate the measures by ranking order 1 st, 2nd

, 3rd
, 4th, 5th) assuming that 1st 

stands for the first measure and 5th the last measure. 

measures I 2 3 4 5 
A Assigning competent expert 
B Allocating adequate budget 
C Providing adequate facilities 
[) A warding the concerned body 
E Strengthen the relationship between 

employers and training college 

27. If TVET graduates are not employed, what do you think the major reasons (indicate 
the rank of each 1 st 2nd 3rd 4th) assuming that I st stands for the major reason and 4th stands 
for the least reason 

reasons I 2 3 

A Lack of skill and knowledge from the part of the graduate 
B Lack of graduate interest to be self-employed other than government 

organization 
C Lack of possible information where there are vacancies related to their career 
D Lack of confidence of employers about skill and knowledge of graduates 

28. Which of the following activities arranged by your college for trainees? (Indicate the 
rank of each 1 st 2nd 3rd 4th) assuming that 1 st stands for Illost frequently arrange and 4th 
stands for the leastINo arranged 

activities I 2 3 4 
A Orientation talk 
B Career talk from experienced persons actual in the job 
C Career conference of persons from industries 
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I 0 I Industrial tours! visits 

Part four: factors related to relation ship between TVET colleges and stakeholders 
29. How do you rate the participation of stakeholders and that of employers in particular 
in planning the training system in your college? 
A) High B) Moderate C) Low D) no participation 
30. What are the constraints that affect the relationship of training colleges and 
employers? Indicate your answer in ranking order I st 2nd 3rd 

4th and 5th
) assuming that 1st 

stands for the most affecting constraint and 5th stands for the least constraint 

constraints I 2 3 4 5 
A Lack of awareness of employers 
B Employers are not represented adequately III the 

govemment bodies ofTVET colleges 
C Lack of commitment of employers 

D The training being provided not suit with the 
employers' interest 

E Adequate number of employers are not available 
locally 

31. The harmony of the training being offered and the demand of the labor market in your 
college A) High B) Moderate C) Low D) not in harmony 
32. What are the major factors made the training plan and the demand of the labor market 
in harmony? 
A) Improper plalming B) lack of adequate and reliable data,---,--:-:-_ 
C) Lack of frequent evaluation and revision of cun'iculum content__ D) All ----;-----::_ 
33, Is there career gu idance office convenient to execute the career guidance objective? 

A. yes B. No 

48. In your college what are the major problems that have hindered the implementation of 
career guidance and employment labor market information service? 

49. What has your college developed to overcome these problems? 

50. What do you suggest to improve the career guidance and employment labor market 
infonnation services in your co llege? 
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Appendix-B: questionnaire 2 
Addis Ababa University 

School of graduate 
Department of business education 

Questionnaire to be filled by career guidance officers in TVET Colleges 

Introduction: the purpose of this questionnaire is to collect basic idea for the study on 
the assessment of career guidance and employment labor market information service 
provided by TVET colleges in Addis Ababa. Your cooperation in offering relevant and 
honest infomlation is highly important for the success of the study, please, be sincere, 
frank and accurate as much as possible in responding to each item. 

Please, Note that 
• No need of writing your name 
• Where altemative answers are given, please, circle the most appropriate answer 
• In answering the open ended questions please give your answer brief and to the 

point as much as you can. 
• In answering questions on the table put an "x" mark in the space provided 

Thank you in advance for taking time to complete this questionnaire 
Part one personal data 

l. Name of the college: __ --:-:-:-:--___ ----:--:-:::-----:-_ _ _ _ _ 
2. Sex of the respondents a) Male b) Female 
3. Age of the respondents a) 20-30 b) 31-40 c) above 40 
4. Please, indicate your area of specialization --,--,---- ,-----,--c--

5. Qualification a) B.N B/Sc. Degree b) M.NM.S.C Degree 
c) Other specify _________ _ 

6. Total years of experience _,-,--_ 
7. years of service as vocational /career counselor ____ _ 

Part two: questions related to the implementation of career guidance and labor 
market information 
8. Do you believe that the present qualification and specialization you have is 
enabling you to offer effective career guidance service? a) Yes b) No 

10. Is your office convenient to execute the career guidance objectives? a) Yes 
b) No 

II. Which of the following activities arranged/organized by your office/college for 
trainees (indicate the rank of each using 1st 2nd 

3'd and 4 th
. 1st being the most , , , , 

frequentlv arranged activity in the college and 4 th being the least arram ed activity 
1 2 3 4 

a Orientation talk 
b Career talk by experienced persons/actual in the job 
c Career conference of persons from industries, teachers and students 
d Industrial tours/visits 
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12. Is there any career comer/place to display occupational infonnation in the college 
library or other location? a) Yes b) No 

13. If the answer for question No. 20 is 'yes' the comer is 
a) a room b) corridors c) portion of library d)other, specify 

14. Which of the following materials are being displayed in the career comer of your 
college? (you can give more than one answer) 
a) Booklets about occupation b) Pamphlets about occupation 
c) Charts about occupation d) Photographs of industries 
e) Advertisements of job in the fonn of paper cutting 
Others, if any specify __ ----:-:--_-:-__ ----,-___ ----:-----::_:--_ 

15. Is there sufficient resources allocated to your department in the fonn of budget to 
achieve the objectives of career guidance? a) Yes b) No 

16. Is there fim1 relationship between guidance office and trainees in relation to 
infonnation exchange? a) Yes b) No 

17. Is the training program in your co ll ege demand oriented? 
a) Yes b) No 

18. Do you believe that the skills and knowledge that students have acquired in this 
coll ege enable them to get employed in the job market? a) Yes b) No 

19. If your response for question number 28 is 'yes' how did you know? (You can 
give more than one answer) 

a. Asking graduates who are working in different firms 
b. Through the feedback from employers 
c. Based on research findings 
d. Through other means specify -:---,-__ ---:--,--,-----:-__ -:-___ ---,,--,-:--_ 

35. IfTVET graduates are not employed, what do you think the major reasons (indicate 
the rank of each 1st 2nd 3rd 4th) assuming that 1st stands for the major reason and 4th stands 
for the least reason 

reasons 1 2 3 
A Lack of skill and knowledge from the part of the graduate 
B Lack of graduate interest to be self-employed other than government 

organization 
C Lack of possible information where there are vacancies related to their 

career 
D Lack of confidence of employers about skill and knowledge of 

graduates 

36. What mechanisms are the co ll eges using to obtain timely and adequate labor market 
information? 
A) Tracer studies B) need assessment C) labor market monitoring 
D) All of the above mechanisms E) no mechanism is using 
37. Do you believe that the ski lls and knowledge that trainees have got in this college 
enable them to get employed in the job market? A) Yes B) No 
38. How do you rate the participation of stakeholders and that of employers in particular 
in planning the training system in your co ll ege? 
A) High B) Moderate C) Low D) no participation 
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39. What are the constraints that affect the relationship of training colleges and 
employers? Indicate your answer in ranking order 1st 2nd 

3 ,d 4th and Sth) assuming that 1st 

stands for the most affecting constraint and Sth stands for the least constraint 
constraints 1 2 3 4 S 

A Lack of awareness of employers 
B Employers are not represented adequately In the 

government bodies ofTVET co lleges 
C Lack of commitment of emj:lloyers 
D The training being provided not suit with the 

employers' interest 
E Adequate number of employers are not available 

locally 

40. Which of the following factors that affect the provision of career guidance and labor 
market information service in the college? 
a) Lack of qualified man power b) lack of budget c) lack of commitment to the 
concerned body 
41. To improve the labor market information system in the college what measures ought 
to be taken? (Indicate the measures by ranking order I st, 2nd

• 3,d, 4th, Sth) assuming that 1st 

stands for the first measure and Sth the last measure. 

measures I 2 3 4 5 
A Assigning competent expert 
B Allocating adequate budget 
C Providing adequate facilities 
D A warding the concerned body 
E Strengthen the relationship between 

employers and training college 

42. What are the major factors made the training plan and the demand of the labor market 
in harmony? 
A) Improper planning B) lack of adequate and reliable data,--cc-_ 
C) Lack of frequent evaluation and revision of curriculum content D) All __ _ 

56. In your college what are the major problems that hindered the implementation of career 
guidance and employment labor market information service? 

57. What are the major strategies used in your college to overcome these problems? 

58. What you suggest to improve the career guidance and employment labor market 
information services in your college? 
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Appendix-C: questionnaire-3 
Addis Ababa University 

School of graduate 
Department of business education 

Questionnaire to be filled by Deans and deputy deans in TVET colleges 

Introduction: The purpose of this questionnaire is to collect basic idea for the study on 
the assessment of career guidance and employment labor market information service 
provided by TVET colleges in Addis Ababa. Your cooperation in offering relevant and 
honest information is highly important for the success of the study. Please, be sincere, 
frank and accurate as much as possible in responding to each item. 

Please, Note that 
• No need of writing your name 
• Where alternative answers are given, please, circle the most appropriate answer 
• In answering the open ended questions please give your answer brief and to the 

point as much as you can. 
Thank you in advance for taking time to complete this questionnaire 

Part one: personal data 
\. Name of the TVET colleges ______________ _ 

2. Sex of the respondents A) male B) female 
\. Age of the respondents A) 20-30 B) 31-40 C) above 40 
2. qualification A) diploma B) BSC C) MA/MSC 
3. your area of specialization ___________ _ 
4. Total year of experience ______ ______ _ 

Part two: Questions related to the implementation of career. guidance and 
employment labor market information service 

5. How many instructors does your college have currently? ____ _ 
A. Male B. Female ____ _ 

5. \. Number of instructors in business depatiment: ,----_____ _ 
A) Male B) Female ____ _ 

5.2. Number of instructors In construction Department: ___ _ _ 
A) Male B) Female ____ _ 

5.3. Number of instructors in industrial ____ _ 
A) Male B) Female -,-.,----__ 

6. How many Trainees does your college have currently? ____ _ 
A. Male B. Female ____ _ 

6.1 . Number of Trainees in Business Department: _____ _ 
A) Male B) Female __ _ 

6.2. Number of Trainees in Construction Department: _ __ _ 
A) Male B) Felnale __ _ 

6.3. Number of Trainees in Industrial Depatiment: ___ _ 
A) Male B) Female --,-,_-,----_ 

7. How many guidance officers does your college have currently? __ _ 
A. Male B. Female ___ _ 
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8. Do you think the numbers of guidance officers are enough to accomplish their task 
when you compare with number of trainees? 
A. Yes B. No 
9. How many departments does your college have currently? --:---:-----,;-:-
10. Do you think all the departments are opened according to the local labor market? 

A. Yes B. No 
II . Is there career guidance and employment labor market information service in your 
college? A) Yes B) No 
12. Do you believe that the guidance officers in your college are competent enough to 
give career guidance and labor market information service? 
A) Yes B) No 

13. Is there career guidance committee in the college? a) Yes b) No 
14. If your answer for question number 15 is 'yes' who were the members of the 

committee? (you can give more than one answer) 
a) Dean b) Deputy Deans 
c) Trainers d) Vocational counselor 
e) Department heads f) Trainees representative 
g) Employers representative h) If any other Specify other:--__ ~-:---:-

IS . Do the trainees are getting adequate and timely career guidance and labor market 
infomlation service A) yes B) No 
16. If yo ur answer is "No" For question number 17 what was the problem? 
A) Lack of qualified manpower B) lack of budget to accomplish career guidance 

C) if any other please specify 

17. If you're your answer is "yes" for question Number 17 by whom is career guidance 
service offered in your college? 
A) By career guidance officers 
C) By college Deans 
E) If any other please specify 

B) by Trainers (department heads) 
D) by community representatives 

18. How do you rate the participation of stakeholders and that of employers in particular 
in plamling the training system in your college? 
A) High B) Moderate C) Low D) no participation 
19. What are the constraints that affect the relationship of training colleges and 
employers? Indicate your answer in ranking order 1st 2nd 3rd 4th and 5th

) assuming that 1st 

stands for the most affecting constraint and 5th stands for the least constraint 

constraints 1 2 3 4 5 
A Lack of awareness of employers 
B Employers are not represented adequately m the 

govemment bodies of TVET colleges 
C Lack of commitment of employers 
D The training being provided not suit with the 

employers' interest 
E Adequate number of employers are not available 

locally 
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7 Is there sufficient resources allocated to career guidance department in the form of 
budget to achieve the objectives of career guidance? a) Yes b) No 

21. Is there firm relationship between guidance office and trainees in relation to 
information exchange? a) Yes b) No 

22. Do you believe that the skills and knowledge that students have acquired in this 
college enable them to get employed in the job market? a) Yes b) No 

23. If your response for question number 24 is 'yes' how did yo u know? (You can 
give more than one answer) 

a. Asking graduates who are working in different firms 
b. Through the feedback from employers 
c. Based on research findings 
d. Through other means specify ,----:-__ --,--:-:--, __ -:-___ ---:-:---:-,--_ 

26. If TVET graduates are not employed, what do you think the major reasons (indicate 
the rank of each 1st 2nd 3rd 

4 th) assuming that 1 st stands for the major reason and 4 th stands 
for the least reason 

reasons 1 2 3 
A Lack of skill and knowledge from the part of the graduate 
B Lack of graduate interest to be self-employed other than government 

organization 
C Lack of possible infomlation where there are vacancies related to their 

career 
D Lack of confidence of employers about skill and knowledge of 

graduates 
20. Is there any career comer/place to display occupatIonal mformatlOn m the college 

library or other location? a) Yes b) No 

28. Which of the following activities arranged by your co llege for trainees? (Indicate the 
rank of each I st 2nd 3rd 

4 th) assuming that 1st stands for most frequently arrange and 4th 

stands for the leastlNo arranged 

activities 1 2 3 4 

A Orientation talk 
B Career talk from experienced persons actual in the job 
C Career conference of persons from industries 
D Industrial tours/ visits 

29. Do you think that the trainees are getting service in connection with thei r career from 
guidance officers? A) Yes B) No 
30. If yo ur answer for number 28 is "no" what is the problem? Please specify 

31. What mechanisms are the colleges using to obtain timely and adequate labor market 
infomlation? 
A) Tracer studies B) need assessment C) labor market monitoring 
D) All of the above mechanisms E) no mechanism is using 
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32. Rank the following factors that affect the provision timely and adequate labor market 
information (1st stands for the most important factor where as 4 th stands for the least 
imoortant factor) 

Factors 1 2 3 4 
A Shortage of competent manpower 
B Lack of adequate budget 

C Lack of commitment of the concerned 
body 

D Lack 0 f awareness 

33. To improve the labor market information system in the college what measures ought 
to be taken? (Indicate the measures by ranking order 1st 2nd 

3'd 4 th 5 th
) assuming that 151 

stands for the first measure and 5 th the last measure. 

measures 1 2 3 4 5 
A Assigning competent expert 
B Allocating adequate budget 
C Providing adequate faci lities 

D Awarding the concerned body 

E Strengthen the relationship between 
employers and training college 

34. If TVET graduates are not employed, what do you think the major reasons (indicate 
the rank of each 151 2nd 

3'd 4 th) assuming that 151 stands for the major reason and 4th stands 
for the least reason 

reasons 1 2 3 
A Lack of skill and knowledge from the part of the graduate 
B Lack of graduate interest to be self-employed other than government 

organization 

C Lack of possible information where there are vacancies related to their 
career 

D Lack of confidence of employers about skill and knowledge of 
graduates 

35. Which of the following activities arranged by your college for trainees? (Indicate the 
rank of each 151 2nd 

3'd 4 th) assuming that 151 stands for most frequently arrange and 4 th 

stands for the leastINo arranged 
activities 1 2 3 4 

A Orientation talk 
B Career talk from experienced persons actual in the job 

C Career conference of persons from industries 
D Indush'ial tours/ visits 

36. How often is the college assessing the labor market demand to adjust the training 
program being offered in your college with the changing local labor market demand? 
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A. Atmually B. every five year C. not assessed at all 
D. ifthere are other please specify 

37. What are the major factors that negatively affect need assessment activities in your 
II ' . nk' d 1st 2nd 3rd co ege give your answer m ra mg or er 

A. shortage of competent man power 
B. lack of adequate budget 
C. Lack of adequate facilities 
D. If any other, please specify 

38. Do you believe that the skills and knowledge that trainees have got in this college 
enable them to get employed in the job market? A) Yes B) No 
41. Is the college where you work now trying to reform the training system according to 
the labor market demand? 
A) Yes B) No 

39. To improve the labor market information system in the college what measures ought 
to be taken? (Indicate the measures by ranking order 1 st, 2nd

, 3rd
, 4th

, 5th) assuming that 1 st 
stands for the first measure and 5th the last measure 

measures I 2 3 4 5 
A Assigning competent expert 
B Allocating adequate budget 
C Providing adequate faci li ties 
D Awarding the concerned body 
E Strengthen the relationship between 

employers and training college 

40. What are the major factors made the training plan and the demand of the labor market 
in harmony? 
A) Improper planning B) lack of adequate and reliab le data,....-,-::-_ 
C) Lack of frequent evaluation and revision of curriculum content__ D) All __ _ 

57. In your college what are the major problems that hindered the implementation of 
career guidance and employment labor market information service? 

58 . What are the major strategies used in your college to overcome these problems? 

59. What you suggest to improve the career guidance and employment labor market 
infonnation serv ices in your college? 
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Appendix -D: questionnaire-4 
Addis Ababa University 

School of graduate 
Department of business education 

Questionnaire to be filled by Trainees in TVET colleges 

Introduction: The purpose of this questionnaire is to collect basic idea for the study on 
the assessment of career guidance and employment labor market information service 
provided by TVET colleges in Addis Ababa. Your cooperation in offering relevant and 
honest information is highly important for the success of the study. Please, be sincere, 
frank and accurate as much as possible in responding to each item. 
Please, Note that 

• No need of writing your name 
• Where alternative answers are given, please, circle the most appropriate answer 
• In answering the open ended questions please give your answer brief and to the 

point as much as you can. 
Thank you in advance for taking time to complete this questionnaire 

Part one: personal data 
15. Name of the TVET colleges _-,-____ -,--,,_--:-___ __ _ 
2. Sex of the respondents A) male 8) female 
3. Age of the respondents A) 16-20 8) 21-24 C) 25-29 D) 30 
and above 

4. Field of study --, __ --,-_,---_---,---,_-::-_ 
Part two: Questions related to the implementation of career guidance and 
employment labor market information service 

5. Were you given a necessary employment labor market information service in order 
to decide your major field of study? A) Yes 8) No 
6. Do you think it is necessary for college trainees like you to be provided with 
relevant career information (guidance) before selecting their major field of study? 

A) Yes 8) No 
7. Are you studying your major field according to your preference (Choice)? 
A) Yes 8) No 
8. Is there career guidance and employment labor market information service in your 
college? A) Yes 8) No 
9. Do you believe that the guidance officers in your college are competent enough to 
give career guidance and labor market information service? A) Yes 8) No 
10. How many number of guidance officers are there in your college? 

A) 1 8) 2 C) 3) D) 4 and above 
11 . Do you think the numbers of guidance officers are enough to accomplish their task 
when you compare with the number of trainees? 
A) Yes 8) No 
12. Do you get adeq uate and timely career guidance and labor market information service 
in the college? A) yes 8) No 
!3. If your answer is "No" For question number 12 what do you think the problem? 
A) Lack of qualified manpower 8) lack of budget to accomplish career guidance 
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C) Lack of conullitment of the concerned body 
14. If your answer is "yes" for question Number 12 by whom is career guidance service 
offered in your college? 
A) By career guidance officers B) by Trainers (department heads) 
C) By college Deans D) by community representatives 

15. Is there firnl relationship between guidance office and trainees 111 relation to 
infornlation exchange? a) Yes b) No 

16. Do you believe that the skills and knowledge that students have acquired in this 
college enable them to get employed in the job market? a) Yes b) No 

17. If your response for question number 16 is ' yes ' how did you know? (You can 
give more than one answer) 

a. Asking graduates who are working in different firms 
b. Through the feedback from employers 
c. Based on research findings 
d. Through other means specify -,-_--,-.,---____ ----,-_____ ...,-.,. __ 

18. Have you getting service in connection with your career from career guidance 
officers in the college? A) Yes B) No 
19. Is there cornerlPlaces to display career information in the college? 
A) Yes B) No 

20. If you answer for question number "19" is yes, the materials displayed are (you can 
give more than one answer?) 
A) Booklet of occupational infonnation B) Photograph of industries 
C) Charts of occupational information D) Pamphlets of career information 
21. Rank the following factors that affect the provision timely and adequate labor market 
infonnation (1st stands for the most important factor where as 4th stands for the least 
important factor) 

Factors 1 2 3 4 
A Shortage of competent manpower 
B Lack of adequate budget 
C Lack of conmlitment of the concerned 

body 
D Lack of awareness 

22. To improve the labor market infonnation system in the college what measures ought 
to be taken? (Indicate the measures by ranking order 1st 2nd 

3 ' d 4 th 5th
) assuming that 1 st 

stands for the first measure and 5th the last measure. 

measures I 2 3 4 5 
A Assigning competent expert 
B Allocating adequate budget 
C Providing adequate facilities 
D A warding the concerned body 
E Strengthen the relationship between 

employers and training college 
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23. If TVET graduates are not employed, what do you think the major reasons (indicate 
the rank of each I Sf 2"d 3'd 41h) assuming that I Sf stands for the major reason and 41h stands 
for the least reason 

reasons I 2 3 
A Lack of skill and knowledge from the part of the graduate 
B Lack of graduate interest to be self-employed other than goverrnnent 

organization 
C Lack of possible information where there are vacancies related to their 

career 
D Lack of confidence of employers about skill and knowledge of 

graduates 

24. Which of the following activities arranged by your college for trainees? (Indicate the 
rank of each l SI 2"d 3'd 41h) assuming that I Sf stands for most frequently arrange and 41h 
stands for the leastlNo arranged 

activities I 2 3 4 
A Orientation talk 
B Career talk from experienced persons actual in the job 
C Career conference of persons from industries 
D Industrial tours/ visits 
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APPENDIX - E: INTERVIEW SCHEDULE 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUAT STUDIES 

FACULITY OF EDUCATION 

INTERVIEW GUIDE SET FOR ADDIS ABABA EDUCATIONAL BUREAU 

EXPERTS (AAEBTE 1 &AAEBTE 2) 

I. General information about the interviewees 

l. Interviewer: ----------------------
2. Interviewee: ___________________ _ 

3. Place of interview: --------

4. date of interview: April 18, 2007 

5 Name of the interviewee: _______________ __ 

6. Sex: Male: ________ __ Female: ---------

II. Interview guide 

I. Do you think adequate guidance officers placed in the TVET colleges? ( 

both in quantity and quality) 

2. Do you believe the guidance officers competent enough to accomplish the 

task of career guidance and employment labor market information? 

3. What do you suggest to the TVET colleges to use timely and adequate 

employment labor market information service? 

4. Can you mention the problems that influence the implementation of career 

guidance and employment labor market information service? 

5. To what extent TVET colleges make relationship with stakeholders in 

general and employers in particular? 

6. What do you suggest to improve the career guidance and employment 

labor market information service in TVET colleges? 
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