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ABSTRACT 

The aim of thi ' thesis lIIas to investigate the sllccess and challenges encountered in 
implementing apprenticeship program in some selected TVET college in Addis Ababa. To 
this end, an allel71pt lIIas made to look into the link between TVET instilutes and Ihe world 0/ 
1II0rk. The fundamental/actors affecting this link such as th: le.Jial ji-all7ewo.rk, wor'P.!..qje 
learning environmenls, roles of each parlicipating parly and Ihe stale of resources devoted 10 

Ihe training have been assessed. A descriptive 'urvey method Hlas employed to identify the 
JJ1(!ior problems encountered in the course of implemenling apprenliceship training in 18 
TVET colleges/aund in the Region. These sample TVET Col/eges were selected on the basi 
01 purposive sampling. The subjects o.lthe study were / H Deans, /8 Vocational cOl/ncilor~. 
270 Trainees ((l1d 1(' Illorkplace supervisors. The re.\polldel7fs sampling \lias carried Olll 

Ihrough purposive, availability, and random sampling technic/ues, depending on Ihe nature 
alld size of the sample respondents. iJ?(ormation's was gathered using questionnaires. 
il1lervie\lls, ob 'ervalions and documents. The result 0.( Ihe study depicted thaI, apprenticeship 
training was not backed by legal(,.wne\\lork and the selection of organizations was not based 
on some delined criteria. '{he readiness (?/the or'5anizations to cooperate \\las above average 
.lor gover/lmental a/ld beloll' average lor the private once. An allempt made LV enhance 
./urlher cooperation/or instance by offering incentives were inadequate. Thus, trainees were 
exc:ludedfrom the training due to inadequacy of organizations. inconvenience of the training 
period and lack o.lfinancial supporl. Hence. it is concluded thaI trainees run the risks of not 
being insured for accidenls Ihat occllr on production activities and majority of the 
organizations didn'l pay trainees for their labor, for efforts made in Ihis regard was not 
salis/acIO/y. On lop o./this, in-school and out-ol-school supervision activities including 
visiling the apprentices and conducting tracer studies were far behind from the expectation. 
There./are, it is recommended to act according to the rule and establish some kind of 
regula/OJ)' body /0 /aci/iIQle and organize apprenliceship lraining by bringing all 
stakeholders to work together/or the succes~jit! implemenlalion of apprenticeship program . 

VIII 
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CHAPTEI~ a·N·s·· : : '. : : .. :" ..... : .: ..... . .- ... .. .. .. . .. .. . · ..... .. ... . .. . .. . .... .... .. . · . ... ... .. ... . ... . .. · .. .. .. .. ... . 
INTRODU. .. ... . ... .. . TIO~

· ... ... . ... ... ... .. . . ... . .. .. . ...... . · . . . . . . . . . . . . . . . . . . . . . . .,. 
1.1. Background of the study 

f 

1 he mo t imp rtant factor for d vclopment is the kill and knowledge ofpco pl c. Accord ing 
to Tekl haimanot (2002: 2) there was a tim back in history when Ethiopian alued the 
kill of people and as a result, the ountry was rel atively important center r technology 

and art of that time. The ultural and architectural remain unequivocally witness thi s fact. 
Art music sculptur , agriculture. literary work and commerce in Ethiopia were superior to 
those in the current developed countries of the world during that time. 

Ilowever, there was an epoch when technology was defied and neglected -a period of 
dormancy and slumber followed by backwardne . Poverty replaced the g Iden times when 
coins were minted , ships traded with many countries, artisans free ly exercised and 
produced goods, and architects designed and constructed wonderful monuments. 

What caused such degeneration needs to be seriously researched . Tevertheless. the religion 
and the long struggle against external aggre sion may have greatly contributed for this 
uncomfortable slumber. 

The two relatively higher status groups in the traditional society of Ethiopia were generally 
the fighters (though they were not regular soldiers) and the clergy, both of whom did not 
generally work. Both of them were not essentiall y promotes of production and creativity 
rather they undermine hard work and productivity and discouraged capital accumulation 
directly or indirectly as cited in Teklehaimanot (2002: 3). 

Thus. the livelihood compelled the peasants to work hard for survival but the statue squaw 
discouraged skilled workers to creatively support them and ease their drudgery. Persecution 
of artisans and craftsman discouraged effective evolution of Apprentice hip in the culture 
and thereby diminished whatever technology was acquir d in history. 

The first Technical Vocational School was founded 43 years later after the establishment of 
modem schooling. In 1951 Addis Ababa Technical School was established to meet the 
growing demand for skilled technicians in industry. Thi was followed by commercial 

chool and Engineering College in 1952. Subsequently Ambo and Jimma Agricultural 
chools as well as Bahirdar polytechnic institute were established. From the fifties up to 

the seventies the technical schools used incentive mechanisms that helped them to admit 
high achieving students from different parts of th l;! country. Howe er. this situation 
gradually deteriorated and its quality consequently \Va. affected . 

Up to the mid-nineties of the twentieth century, there were only 17 government and non 
government TVET institutions offering training in a mere score of occupation. For 
example, in the 1995/96 academic . a r, then: were only 27" 8 T ET student.:; (Ollt of whom 
only 725 graduated in that year), compared to 402753 enrollment in the second level 
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academic education stream (MOE, 1997). This m~~ns:tf1~t:9:fioYopill1~:..'iehi~{s;~(ip4arY : : • 
level of education students was engaged in the ac~demlc ;U6!$ei:to.r/(1!ekl~airntlJ1~t , PO(}.2: 
7). .• .. •• : ••• • •• : ~ . : . ' . : •••••. .. .. ., .. ' " . 

• • , ~ ., ~ . ~ •• " e •• ~ . _ 

In line ith the Education and Training po[i~y. is~~~J ~i~ · }?·~4: ~~~:1~1 ~ ~v~ :·~k}lI ... 
De elopment enters (SD ) were opened in 1997. The 1995 regulation for I!cen.sll1g and 
supervision of private educational institutions encouraged more private training providers 
to proliferate all ov r the country. 

Moreover, a high power National TVET 'apacity Building Task Force was established by 
the Prime Minister's Office to study the ways and means of enhancing the TVET. 
Accordingly, a strategy was set and implementation of an expanded diversified and 
integrated TVET ystem started in 200 I 12002 academic year when over 50,000 TVET 
trainees (including agricultural) were enrolled in 169 government and non government 
institutions, using new curriculum and modalities of training (Teklehaimanot, (2002:6,7) 

The Economic Development Strategy for Ethiopia and the macro and small Enterprises 
development strategy underscore the need for an individual development that makes 
extensive use of natural resource bas and locally available manpower on a sustainable 
basis. Both strategy documents emphasized the idea that in the frame of the agricultural led 
industrialization, large medium, small and micro industrial establishment, as well as 
construction and service enterprises will create employment opportunities if provided with 
skill full human resources. This reality coupled with the fact that the number of people 
earning their living from the informal sector activities and small scale manufacturing 
industries is eight fold larger than those engaged in the medium and large industrial 
establishment's shows that it is an important source of wage and self employment of TVET 
trainees. Hence, the two fundamental objectives of providing TVET in Ethiopia were stated 
in (MOE: 2002) cited on Masresha (2004: 4) 

To enhance the agricultural development led industrialization of the country 
through training and supply of new generation of quality middle level skill 
manpower to the industrial, service and construction sectors, and contribute 
to the development of the indus/rial, construction and service economies 
through quality and quantitative capacity development of TVET and thereby 
improve the supply of middle level skilled manpower. 

To this end, currently TVET is provided at different levels and by different agencies both 
public and private, within the formal educational system and outside of it. First there are 
higher education institutions that train top-level professional and technical personnel. 
Second, below the University level, there are a number of Technical and Vocational 
Training School and Institutes, which cater the training of personnel at the middle and 
lower levels for different occupations. A third category of TVET institutes comprise 
training centres attached to certain public and parasitical agencies to provide quality but 
certificate level training for the employee or would be employees of tho agencies. The 
fourth category is the informal on the job training that is going on practically in all types of 
non-fanning areas in the apprenticeship style. 

2 
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The curriculum developed by the Ministry f Education (M E) in 28 different trades 
allocate 12 hours for out of chool apprenticeship training and about 500 hours for the 
main course (MOE: 2003,8). The purpose of offering apprenticeship training in different 
enterprises was to familiari ze traille s with real work life who eventually qualify as self or 
wage employe s in their specialized area . In an economic climate where there are greatly 
reduced opportunities for wage employment, like Ethiopia, greater emphasis has been 
placed on the potential contribution to the economy by the elf-employed and infonnal 
sector. Thu , to attain this objecti e, among other things cooperation with enterprises to 
meet acut skill through apprentice hip training i the crucial aspect of the training process 
and at the same time demands attention. 

Moreover as Atchoarena (1996 :5) indicated, compared to other training modes, 
apprentice hip training is characterized by its capacity not to train but also to organize the 
proce of transition of the young labour force to labour market. Generally experiences 
show that linkage of technical and vocational training programmes with business and 
industry \ ill inevitably yield a number of improvements in the preparation of relevant and 
well-qualified graduates. 

1.2. Statement of the problem 

Apprenticeship program is implemented in collaboration with both government and non 
govenunent production firms service giving organizations and others. The researcher had a 
difficult experience in this area when he was working in one of TVET private college in 
Addis Ababa. Many organizations were not willing to receive the trainees . Some of them are 
demanding insurance coverage' few of them didn't give any answer and others totally reject 
the request indirectly by saying they are occupied. Since the program is conducted in 
cooperation with these organizations there was a need of much time to convince them. As a 
result many stu1ents were forced to postpone their graduation period. 

Therefore, the researcher believes that it is very important to study the practice of the 
present apprenticeship program which is now on implementation under the guidelines of 
TVET curriculum and it is also very crucial to investigate the difficulties and drawbacks 
that may hinder its full implementation towards a better result. 

1.3. Objective of the study 

The main objectives of this study were to identify success and challenges encountered in 
implementing apprenticeship program in some selected TVET colleges and other 
stakeholders like production and service rendering organization which are working in 
collaboration with those colleges in Addis Ababa Region. More explicitly, it tries: 

• To examine the extent to which the guidelines set in the curriculum are put into 
practice. 

• To evaluate the attitude, capability and limitation of both stakeholders in effectively 
implementing apprenticeship program according to the planned curriculum. 
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• To identify the maj r PI' blems encountered in the implementation of apprenticeship 
program and suggest the po sible remedial actions. 

Ba ed on these general objective. the study \ ill thus have the following specific objectives:-

• How the apprentic hip program was dcveloped? 
• What factors are considcred in planning? 
• What are the input pr ided in apprenticeship program and are they adequate? 

• How is the apprenticeship program conducted? 
• Hov,1 is the state of re ponse and readiness of the organization to pro\'ide 

apprenticeship training in their respective work place? 
• What are the outcome of the program. do the trainees get the required skills by being 

there and is there any feedback? 

• What could be the future trategy ofTVET in thiopia? 

1.4. Significance of the study 

Since apprenticeship training is part and parcel of the modular tra1l1111g the success in 
implementing the program helps to come up with the intended profile of middle le\'el 
qualified personnel s in various trades . However. as our past experience shown us there are 
many problems that hinder the succe sful implementation of the program. which in turn 
affect the overall quality of the training. Hence. conducting a study to identify the problems 
pertaining to apprenticeship training is crucial and timely and will have the following 

contribution:-
• By revealing the implementation problems the study may bring to the attention of 

policy makers, cuniculum designers and other concerned stakeholders for appropriate 

action . 
• To magnify the economic and social advantages of apprenticeship progranl at the 

organization level (for training providers) as well as at the national level. 
• To suggest solutions for the problems under investigation and provide an altemative 

approach. 
• It may also helps as a stepping stone for others who would like to conduct an in-depth 

study on this matter. 

1.5. Limitation of the Study 

To address all Private TVET providers in Addis Ababa Region was not economical as well 
as time taking. Therefore, the study was limited only to those colleges that have more year. 
of experience in providing the training. In addition to that, apprenticeship provider 
organizations are many in number, Again there was a limitation of time and finance to 
reach all these organizations. Thus, only sample organizations that can provide variety of 
information were selected for this study. 

4 
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1.6. Definition of terms 

The following term are u ed through out this study as operationally defined here under: 
Apprentice: mean a per on undergoin o apprenticeship pursuant to a tripartite agreement 
c nc1uded among a training in titution. an organization and a trainee (federal Negarit 

razeta. March I. 2004. ' 0 . "91 /2004: 2554). 

Apprentice hip Tt'aining: mean job training undertaken by a trainee in an organization 
pur uant to an agreement conclude among training institutions an organization and trainee 
to enable the trainee to put to practice the technical and vocational education and training 
he acquired in a trainin o institution and to be acquired with work. It is employer based or a 
work based method for learning and gaining qualifications. The training is mostly trade 
specific and restri ted under the contract with one employer (Federal Negarit gazeta No. 
391/2004: 2554) . 

Government College: a college owned by the Government and accredited by the Addis 
Ababa Educational Bureau to provide Technical and Vocational Educational Training in 
different occupation at 10+3 (Diploma) level. 
Informal Sector: Broadly characterized as consisting of units engaged in the production of 
goods or services with the primary objective of generating employment and incomes to 
persons concerned (Atchoarena, 1995: 135) 

Non governmental colleoc: a college which is owned and run by any NGO and accredited 
by the Addis Ababa Educational Bureau to provide TVET in different occupations at 10+3 
(Diploma) level. 

Organization: means a production. trade or service rendering institutes selected by the 
appropriate body to provide apprenticeship training to trainees (Federal Negarit gaztea 
March 1,2004, No . 39112004; 2554). 

Pri ate colleges: a college which is owned and run by an investor individual or as a PLC 
for profit making and has an accreditation from the Addis Ababa Educational Bureau to 
provide TV 'T in different occupations at 10+3 (Diploma) level. 

Technical and Vocational Education: refers to all forms and levels of educational process 
involving, in addition to general knowledge, the study of technologies and practical skills, 
know-how, attitudes and understanding relating to occupations in the arious sectors of 
economic and social life (UNESCO, 1989:2) 

Training institution: means a public or private institution, or one owned by a non­
governmental organizations, to which a pre-accreditation license or an accreditation 
certificate is issued by the appropriate accrediting Authority to engage in the provision of 
technical and vocational education and training ( Federal Negarit az tao March 1, 2004. 
No. 39112004: 2553). 

Vocation: A calling. as tu particular occupation, business ofprofes ion (CJood, 197 : 644). 
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CHAPTER TWO 

REVIEW OF RELATED LITRA TURE 

Thi chapt" r is aimed at providing a theoretical frame work for the study by examining the 
literature related to the implementation of Apprentice hip program in Technical and 
Yo ational Education and Training (TYET) Curriculum. It is also tries to show different 
countric experience in pra tieing apprenticeship program. 

2.1. The Legal and Policy Framework of TVET 

Experience in developing countries like Ethiopia, where problems of youth unemployment 
and low economic growth are far more severe, external agencies play an important part in 
policy formation through conditions for grants and loans, and sometimes through-level 
policy advisors. Through external pressure many countries have been induced to launch 
vocationalization polices and have endeavored to build internal acceptance for these 
policies, often with little support from the concerned institution and clients. But agency 
policies may be reversed and leave governments with out further support for policies, 
which \ ere externally induced in the first place. 

Therefore attention must be given to the expected implementation problem, such as 
apprentice hip training, while formulating policy. Fore instance, cUlTiculum policy should 
be customer oriented instead of producer oriented. It should begin with an audit of the skill 
requirements which people need in their normal daily life, including their working life, 
followed by the matching of these requirements against what the schools are providing 
(Lauglo and Lillis 1988: 49) . 

TVET programs are not unique in being subject to competing jurisdictional claims between 
different Governmental agencies, in evolving with shifting priorities in responses to 
changing economic contexts or in resulting from external pressures. But they are in many 
other respects more complex in their management requirements than conventional 
academic school subjects. The complexities arising out of the mode of policy formulation 
are therefore important as an additional problem to overcome in their implementation 
(Lauglo and Lillis 1988: 19) as cited in Masresha (2004: 23). 

2.1.1. The TVET Proclamation 

The existing legal document is a "proclamation to provide for the organization of a 
technical and vocational education and training system' (No. 91/2004). This proclamation 
describes the training programmes, the establishment and operation of training institutions, 
issues of certification. trade testing and the governance of the overall TVET system . 
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2.1.2. Strategic Per·spcctivcs for the ncar future 

In the pa t know-how and skill in te hnical fields were usually passed from one 
generation to the other in a more or less informal way. It was only at the beginning of the 
la t century that TVET institutions were introduced in Ethiopia. These were training 
centers operat d by the government or by religious bodies. At the same time, farmers and 
ntrepreneurs continued to train people "on-th -job . 

With a growing population, a growing e onomy and the gradual introduction of an 
educational system producing an increasing number of school leavers looking for better 
opportw1ities to go further more and more training centers were establi hed, mostly under 
the auspices of the government. However until today, only a fraction of those in need of 
technical and vocational training have been absorbed by such centers because there are 
formal entry requirements (currently grade 10 with a certain mark) which many do not 
fulfill and there are more people looking for training than training opportunities in 
institutions and enterprises. Other factors include the costs of sending a youngster for 
training (usually long-term) while the workplace is often needed in the family and the 
often bad reputation of practical occupations. 
Today it is clear that 

• Not everybody can be enrolled in a training center; 
• The high costs of an institution-based training system cannot be borne by the 

Government alone - other providers and forms of TVET delivery have become 
increasingly important; 

• TVET must increasingly be linked with the world of work which include making 
TVET more practical to include business and management skills in the programmes 
and to link the training and the trainees to follow-up measures like entrepreneurship 
courses and micro-credit schemes. 

Therefore, a new TVET strategy has been proposed. This strategy has incorporated 
experiences from Ethiopia and abroad as well as the views of different stakeholders and 
will be presented to the Council of Ministers this year. If approved. proclamation o. 
39112004 will need to be updated. 

Three new approaches reflected in the paper deserve to be highlighted: 
1. The introduction of an outcome based trade testing system based on occupational 

standards (OS) where independent trade tests will measure the competence of all 
trainees. TVET graduates, practitioners from the world of work or apprentices with or 
without a formal contract can have their skills tested and certified in line with the a , 
which was developed by panels of experts from the world of work. These tests will be 
taken at centers of competence (CoC) which are presently under construction in 5 
regions. This new approach implies that: 
• Knowledge and skills which were acquired outside the formal TVET ystem can be 

considered and even certified. This can make the education and training system 
permeable and accessible to persons who would not have been accepted before; 

.. Formal TVET (that is training r mostly long-term 1 which takes place in situation 
and which requires a certain level of general education and leads recognition) and 
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Non-formal TVET (training [mostly short or medium term] provided in centers or 
enterprise and which lead to a certificate issued by the institution or enterprise) 
will b increa ingly integrated. It is from one level to an ther on to another on the 
bases f a trade test based on OS, where the level of real knowledge and skills has 
to be proven irrespective of the grade acquired in thc general education system . 

2. A j int governance forum at federal and regional level, where representatives from the 
(JO ernm nl. the private sector and civil society organizations can discuss and decide 
on important issues in order to make the TVET system need-oriented, effective and 
efficient. 

3. The private sector becomes more important as a provider of training, as a provider of 
practical learning opportunities and as a partner for governing and co-financing the 
TVET system. 

2.2. TVET Providers 

Toda , nearly 600 TVET providers - public and private - were identified. Together with 
the many uncounted opportunities of enterprise-based training and specific interventions 
provided by Governmental and non-governmental organizations for selected target groups 
there i a \ ide range of possibilities to receive training and/or upgrading (ECC, 2006: 13). 

2.2.1 Governmental TVET Institutions 

Thi way of providing TVET is the most prominent in the country. One hundred and eight 
public TVET institutions provide long-term courses for around 80,000 trainees who fulfill 
the entry-criteria. In addition it is estimated that institutions under the Ministry of 
Agriculture and Rural Development enroll some 30,000 students annually to be employed 
as development agents public TVET schools in the sector under the Ministry of Health 
produce around 2,000 graduates annually to be employed in the public health system. 
Authorities in other sectors (water resources, mines and energy, roads also conduct 
training partly in cooperation general TVET institutions under the education sector. 

The Government - through its non-formal and adult education departments in the State 
Education Bureaus-is also operating a network of around 400 non-formal TVET 
institutions the community Skills Training enters ( STC). (ECC, 2006: 13) . 

2.2.2. Private TVET Institutions 

In the last few years, a substantial private training market has emerged in Ethiopia. Most 
offer formal training and have more or less similar entry requirements to the Government 
ones. It was estimated that around 175 private TV ·T in titutions were operating in the 
country (mar than 50% are found in Addis Ababa), but the actual figure i closer to 500. 
The centers designed to generate profits and must be accredited by the Ministry of 
Education (for Degree programs) and by the Regional Educational Bureau' (For 10+3 
Programs) which is granted upon the fulfillment of certain criteria. 
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2.2.3. TVET Institutions run by Non-governmental Organizations 

The main area of intervention of these institutions is non-formal training often geared 
to\ ards specific target groups (like handicapped people. street-children, female heads of 
households and so on) . Few of them arc already get involved in the delivery of formal 
TV -T by making their entry requirements similar to those of Government TVET 
institution . There are at least two institutions that have got accreditation from the Addis 
Ababa Educational Bureau to provide Training at the level of 10+3 in this Academic Year. 

2.2.4. Training Centers and Business Promotion Agencies 

While most TVET institutions target school leavers, there are agencies which address the 
ne d of enterprises which want to up grade the skills of their workers. Also, people who are 
already mployed can upgrade their knowledge and skills. Besides many centers offering 
computer courses, language courses and more, some agencies specialize in business-related 
training and upgrading programmes. There are also governmental agencies like the 
Productivity Improvement Center (PIC) of the City Council of Addis Ababa or the 
Regional mall Enterprise Development Agencies (REMSEDA's) and private players like 
the Chamber of Commerce and Sectarian Associations offering this kind of training. 

2.2.5 Enterprises 
All public and private enterprises are potential TVET providers. Even institutions like 
hospitals, non-governmental organizations or associations can deliver training, either on­
the-job or in a more organized form. The main fom1s of enterprise-based training in 
Ethiopia are described below. 
a) Internships and industrial attachments 
Trainees of governmental and non-governmental TVET institutions spend around three 
months per year in public and private enterprises. This arrangement is the outcome of a 
year-old attempts to make TVET more practical, increasingly oriented towards the needs of 
the world of work and, last but not least, cheaper for government. (ECC, 2006: IS) 
b) Enterprises operating in-house TVET facilities 
The most prominent examples for this way of TVET -delivery are the training centers of 
the Ethiopian Electric Power Corporation (EEPCO) and the Ethiopian Telecommunication 
(ETC). Here, enterprises train or upgrade people for their own purposes. At the moment, 
around 5,000 trainees are enrolled in the training units of (mostly public) enterprises and 
public authorities. 

c) Family, Small-scale, or other enterprises which train appl-entice 
Many, if not most, small scale enterprises have apprentices. While the labor proclamation 

forces formal contractual agreement between enterprises and their apprentices it is 
assumed that most of the apprentices do not have a formal agreement with their enterprises. 
Often they have the status of a helper. Their status, as well as the way they learn, is not 
regulated and is often more akin to "learning by doing". No figures about those who 
acquire their skills through such informal attachments/ apprenticeships are available. Th 
bulk of vocational training in Ethiopia may take pJa C In informal 
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attachm nts/apprenticeships, especially because this form prevails in the agricultural and 
the crafts sector. . 

2.3. The Governance of the Ethiopian TVET - System 
The term' governance" refers to the management and the decision making process in the 
administration of a system or an organization. Different nations and different organizations 
within a nation may approach governance concerns (who make decisions? Who pays the 
bills?) in very different ways. For TV -1'. a sy tem of corporate governance where all 
important stakeholders can pa11icipate is an internationally accepted benchmark for best 
practice. This viev,' is accepted in principle in Ethiopia, but corporate governance is not yet 
fully operational in the country. Many of the following described below are not yet in place 
as foreseen in the I roclamation and the strategy. All parents must continuously work to 
raise the awarenes of government agents. private sector operators, parents, trainers and 
other key players in 'order ~o increasingly root TVET in the economy and in society (ECC, 
2006: 16). 

2.3.1. Governmental bodies responsible for TVET 

It is clearly spelt out in the proclamation that the overseeing governmental body in charge 
of TVET is the Ministry of Education (MoE). 
a) Role and l'esponsibilit)1 at the Federal level: 
MoE has concentrated all TVET activities in two departments: 

1. TVET System Reform and Capacity Building Department with the following main 
responsibilities: System and TVET policy reform support for public and non-public 
TVET institutions, implementation of the strategy, financing of TVET, cooperative 
and in-company training. 

2. Occupational Standards and Testing Department with the following main 
responsibilities: development of occupational standards' set-up of testing system 
against occupational standards (OS). mapping of stakeholders, assurance of 
industry involvement in OS development. 

As a cross-cutting activity, TVET -related research is also a federal task. 

b) Role and responsibility of the Regional level: 
In most cases, public TVET institutions involved in formal middle-level TVET are under 
the regional TVET authorities. In some regions or administrative units, such as Addis 
Ababa, this authority has been delegated to zonal level. Non-formal public TVET 
institutions are run and financed by different sectors at different levels. For example, the 
Community Skills Training Centers (CSTCs) are usually coordinated by the non-formal 
and adult education departments in the State Education Bureaus (and financed through the 
Woreda Education Offices). 

2.3.2. TVET Councils and Boards 

It is generally understood that a market-and occupation -oriented TVET system ean only 
work when expcltisc from the world of work is taken into account and when all 
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takeholder can discuss and decide crucial issues together, for this purpose, corporate 
steering bodies are foreseen in the proclamation and in the strategy. 

TV ~ T council are foreseen at Federal and Regional levels. Their power and mandate are 
bing revi wed in the process of updating the TVET strategy. 

It i Ii reseen that, at the local level TVET Board in the TVET institutions will ensure 
lose cooperation, ith the a tors fr m the world of work . Here, the involved parties ha\ l:: 

th chance to design the choice of courses and the practical design in line with the 
requirements of the local resource base, population features, lab r market prospects and 
profiles of the urrounding enterprises. Therefore, these governing bodies should be 
founded or made operational where they do not yet exist. 

2.3.3. Financial Administration in TVET 

Mostly, the organization and administration of the education system, including TVET, is 
the responsibility of the sate. Based on the ideology/philosophy of the political power, a 
state may share the responsibility of policy making, curriculum preparation and controlling 
the education system for different stake holders like regional states, private organizations, 
industries. etc. 

Administration in general academic education and vocational training has many features in 
common. The elements they share include financial affairs, facilities, staff and students. On 
the other hand, their difference is related to the unique characteristics of vocational 
training. Job related courses; sources of income, higher per student costs, and close 
relationship with the labor market are some of the peculiar characteristics of vocational 
training (Gilli, 1976: 55). 

Financial administration deals with the budget process and effective utilization of funds. 
The plan and control procedures involve flow of funds from clients to the business and 
marketing system (Massie 1987: 187). The financial aspects of vocational training forced 
Governments to search for cost reduction mechanism. This is because vocational training is 
expensive and the Government alone can not afford the expense. The cost of one technical 
vocational school is equivalent to two or three schools offering general education 
(Atchoarena, 1996: 3 and UNESCO, 1996: 20 - 37). 

As a strategy of cost reduction in vocational training, various methods ar de ised. The 
cost reduction methods incorporate student fees, sponsorship of trainees, sale of extension 
education service, sales of student's product, introduction of a training levy on employers 
(I to 3 percent payroll tax) and apprenticeship training. Apprenticeship is a cheap way of 
training youngsters for the overnment because the cost of training is shared bet en 
employers and apprentices (I\tchoarena, 1996: 3 -5 and Atchoarena, 1994: 164) cited on 
Maslcsha, (2004: 39) . 
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2.4. Orienting TVET for Sustainable Development 

In October 2004, the Division for econdary, Technical and Vocational ducation of 
UNESC (Paris), the UNESC -UN VOC International Centrc (80nn) and the German 
Federal Ministry for ~ducation and Research (BMBF) was host in Bonn , the 5 year review 
of progress sinc the econd International Congress on Technical and Vocational 

ducation (TVET) which was held in eoul, Korea, in April 1999. ver one hundred 
international e 'pelis, dravv'n from a broad cros ection of UNE ' 0 Member States, were 
attending the eoul plu Five follow-up meeting. Proceedings \vere focus on two main 
areas, a participant: 
1 Assess the extent to which TVET systems in UN ~ CO Member States have developed 

since the 1999 Seoul Congress· and 
2 Examine how TV T systems may be re-oriented t contribute to sustainable 

development. 

The question of how TVET may contribute to sustainable development, already an 
important topic, is likely to emerge as being of increasing importance once the UN Decade 
of Education for Sustainable Development commences in 2005. UN SCO is the lead 
agency for the decade, and the UNESCO-UNEVOC Centre is preparing to take a 
leadership role on this issue within the international TVET community (UNE CO, 2004: 
1 ). 

Discu.~.sions on the central theme of the 1999 Seoul Congress - lifelong learning and 
training for all, a bridge to the future - led to the conclusion that a new paradigm of both 
sustainable development and TVET was needed. As the Preamble to the Recommendations 
in the Final Report stated: 
'We hal e considered the emerging challenges of the !1-1lenty-jirst century. a century that 
will be an era oj knowledge. inJormation and communication. Globalization and the 
revolution in inJormation and communication technology have signaled the need Jor a new 
human-centered development paradigm. We have concluded that Technical and Vocational 
Education (I'VE). as an integral component oj lifelong learning. has a crucial role to play 
in this new era as an effective tool to realize the objectives oj a culture oj peace. 
environmentally sound sustainable development, social cohesion, and international 
cifizenship'.(UNESCO,2004: 1) 

2.4.1 Using Work-Based Learning to Develop TVET for Sustainability 

Education for Sustainability (EfS) advances traditional environmental education by adding 
a social dimension and critiquing behavior such as mass consumerism. Dr Neil Taylor 
(University of New England School of Education) and Dr Richard oIl (University of 
Waikato) suggest in a joint article that work-based learning could act as a vehicle for 
delivering EfS. They indicate three possible models: 

The first involves 'EfS training occurring in the workplace'. The edu ation that occurs in 
the workplace also involves enculturation of newcomers into a community of practice' , in 
an apprentice/ student-master type of relationship. This cl arly has a soc ial component and 
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might, for example, allow near graduates to come to an understanding of EfS issues as part 
of their workplace experience. 

Second is a model in which EfS training occurs in the classroom and is later taken into the 
workplace by studcnts. They could be taught about EfS in specific classes, or as part of 
technology, management or related classes. Such courses would provide students with an 
under tanding of EfS allowing them to take knowledge of such issues into their work 
placem nts. Students going on placement are often hesitant about addressing potentially 
emotional issues like sustainability. It would seem appropriate that they have the necessary 
infonnation available to inform their decisions. 

The third model is one in which work-based learning and EfS are integrated. Work-based 
learning is seen by proponents to be most effective when it involves work-integrated 
learning. Indeed, this is a key feature of sandwich degrees and one of the main reasons for 
'sandwiching' the work placement between on campus learning. In work-integrated 
learning students are expected to take knowledge into the workplace and to bring back 
workplace knowledge into the classroom after completing their work placements. 

The World Association for Cooperative Education (a professional body that advocates 
work based learning) suggests that students bring their on-the-job experiences back to the 
classroom for further analysis and reflection. Hence, the third model is essentially a 
combination of the first two models described above. For example, students could be 
required to report about sustainability issues in appropriate classes (e.g. using case studies 
about their placements) or on open-days when they give presentations (e.g. the 'industry 
day ' at British universities). (UNESCO-UNIVOC, 2004: No.9) 

2.4.2. From Productivism to Ecologism 

As a major supplier of skilled labor, TVET is directly implicated in the reproduction of 
'productivism', the predominant ethos which assumes that economic growth is a permanent 
and necessary feature of human existence, regardless of its environmental impact and 
consequences. Productivism prioritizes the needs of 'industry' over all others, and reifies 
'work' (as paid employment) as the principal source and measure of social worth. 

At present, TVET is based on two normative assumptions; that the principal, if not sole, 
purposes of TVET are to: 

• Promote economic growth through the development of the human resources 
required to increase productivity and profit; and 

• Produce skills for work, thereby enhancing employability. 

Productivisrn and the 'training-for-growth' and 'skills-for-work' assumptions no longer 
constitute a rational or legitimate basis for TVET. Scientific evidence of deep-seated and 
potentially irreversible environmental problems shows that permanent economic growth is 
untenable. The demise of full-time, standard employment largely invalidates the ideology 
of 'work' and the discourse of 'employability' . 
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The time has come for a new post-productivist vision of TVET based on values and 
a umptions that promote learning for the new world of work global citizenship and 
ecological responsibility. TV T learner' should develop a more reflexive and holistic 
understanding of their rol s as ecological actors and of the consequences of their 
production and consumption activitie in and beyond the workplace. TVEl institutions and 
teacher educator have a r sponsibility to teach effectively, but they also have a dual 
re ponsibility to initiate a critical examination of the social and environmental 
consequences of economic growth, and facilitate lifelong learning and skills development 
for ecological sustainability. If TVET i to serve the interdependent interests of nature. 
societ and economy, productivism and the myth of perpetual economic growth must be 
replaced as th bedrock of TV T b) a new ethos of 'ecologism' and the global imperative 
for democratic, equitable and sustainable development. (UNES O-UNIVOC, 2004: No.3) 

2.5. The objective of TVET as a basis of Apprenticeship Training 

It is a generally accepted truth that the major aim of TVET is to train a skilled manpower 
for the labor market especially for such critical sectors of the economy as agriculture, 
manufacturing construction, communication, transport and commerce Masresha, (2004: 
17). 

Historical evidence shows that in the late 1970s the economies of developing countries, 
especially in Africa, entered a period of recession and economic crises. The growth of 
modern sector employment slowed sharply as a result of spending cuts in the public sector. 
The consequence was a rapid rise in an employment among young people. particularly 
those who had completed secondary school. The rapidly growing informal sector absorbing 
much of the labor force gradually forced the structure of employment in these countries to 
change (Atchoarena and Andre, 2002: 37) cited on Masresh (2004: 18). 

Furthermore, according to World Bank (1990: 16), the contribution of skills to production is 
the best justification for vocational education and training, and the record shows that 
training does increase productivity, as measured directly and in terms of increa ed 
earnings. However, TIlVET has also been expected to achieve additional societal goals, 
and expectations have been especially high for pre-employment training. 

Among these the productivity objective of TVET is based on the fact that rates of return on 
all forms of training have been substantial. Where economic expansion has been sustained 
or where modem sector employment is large relative to the out put of post-primary 
education, TVET graduates have been more rapidly absorbed into the labor market. 
According to World Bank (1990: I 60) high rates of return results from the pre-employment 
center agencies in middle-income countries and developing countries. 

The other objective TVET should achieve is the supply objective which aimed at 
production of skilled labor in anticipation of demand. An early objective for in estment in 
pre-employment training was the replacement of expatriates in skilled positions. It was also 
thought that training would crate are. erve of skilled labor that would stimulate eeonomic 
growth. Where growth has be n eonstrained and the efficiency of TVET reduced by 
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inappropriate economic policies, the outcome has been over investment in pre-employment 
training, with consequent high rates of graduate unemployment and underemployment, low 
rates of utilization and high unit costs . The problem has been particularly acute in poor 
countries like Ethiopia, with high rates of population increase and constrained expansion of 
modem sector employment (World Bank, 1990: 17). To mention some relevant cases, 
Ilondw'as, where unemployment rates have reached 25%, only 60% of vocational 
graduates find employment in their field of training: in Bangladesh, employment rates for 
vocational graduates are less than 50%. Recent studies in a number of low income African 
countries reveal similar results ' an example in Benin where only 28% of the lower 
technical secondary school graduates are also to find wage employment (World Banle 
1990: 17) cited on Masresha (2004: 19 ). 

Furthermore, TVET program is believed to attain employability objectives with special 
attention for the youth and others who don't ha e access to the world of work because of 
lacking some kind of training. The notion that vocational skills improve the employment 
chances of economically and academicall y disadvantaged youth is the recent and 
progressive. It is also well known that vocational skills are more appropriate in improving 
employability than general education. It is also hoped that TVET will improve attitudes 
towards skilled blue-collar work diverting youth from the white-collar jobs that are in 
increasing short supply. 

It is already known that large scale unemployment of youth is a widespread and persistent 
social and economic problem in developing countries. This may resulted due to the 
mismatch between the rate of population growth and the expansion of employment 
opportunity. It has also been a major problem in European Union, where large-scale 
manpower supply programs have been instituted in an attempt to facilitate the transition 
from school to work. The program typically consists of intensive counseling and labor 
market latching activities learning by-doing in developmental work experience, and 
training in formal institutions and on-the-job, all while participants receive various levels 
of subsidies from the state (World Bank, 1990: 18) 

In a number of developing countries large-scale provision of pre-employment has been the 
chosen policy. On the one hand, efficiency requires that TVET be closely tied to the nature 
and volume of employment demand in the modern sector, on the other hand youth 
searching for any form of wage employment need skills relevant to all sector to increase 
their flexibility in tight market. (World Bank, 1990: 19). 

While the record of large scale formal TVET in improving the employability of poor youth 
in the absence of complementary employment policies is not good, there is reason to 
believe that programs closely tailored to employment opportunities can be effective, 
although the marginal contribution in terms of the numbers trained and placed may be 
small. An equally important further justification for TVET is that it enables the youth with 
less academic ability to learn a craft or manllal trade, thus enabling them to find gainful 
employment. This is, of course, a major rationale for vocational training those countries 
that have achieved high levels of secondary cnrollment overall , and can thus stream 
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stud nts based on academic achievement to an appropriate form of education (World Bank, 
1990: 19.26). 

Economists have argued that vocational education will lead to employment for the 
disadvantaged only when unemployment is low. When an employment is high , placement 
of a ocationally trained person may displace an untrained person. Unemployment is not 
reduced, but the education and training levels of the unemployed drop. Thus, care should 
be taken in providing TVET as a means of offering employment opportunity. It must 
contribute to an endeavor to maximize an aggregate rate of employment. Unless over 
supply of skilled labor and stagnant employment growth has led to downward substitution 
of skills further lowering the cost-effectiveness of education (World Bank, 1990: 20) 

Government also uses pre-employment TVET as a means to divert young people into 
futures other than higher education or white-collar work. Where employment opportunities 
are few relative to demand, and resource constraints limit higher education. These policies 
are generally defensive in nature. And this is usually referred as diversion objectives or 
changed attitudes and destinations (World Bank, 1990:20). 

Imported models of TVET, which were developed in a context of economic growth, proved 
incapable of supplying skilled labor that meet highly varied requirements of countries' 
production systems. A wave of criticisms concerning the ineffectiveness and high cost of 
TVET began to be heard and this form of education has been by informal-sector 
employment. In relation to this numerous criticisms of TVET that has been voiced by the 
World Bank, cousin and moura castro were summarized in Atchoarena and Andre 
(2002:38) are listed as follows: 

• Poor quality; 
• Very high cost; 
• Training not suited actual socio-economic condition; 
• Disregard of the labor market and of the high unemployment rate among graduates. 

Later on with changes in the labor market, the objectives of TVET have become more 
diverse: they are no longer simply economic but also social, including the fight against 
poverty and integration of young people into the working world . 

On the other hand, caillods in Atchoarena and Andre (2002:38) asserted the need to pursue 
two other major objectives, which are to train the workforce for self-employment and to 
raise the productivity of the informal sector. The fact that the system is ossified and 
impoverished makes it all the more difficult for TVET to take up these new challenges. 
According to Middeleton and Demsky in Atchoarena and Andre (2002:38) criticisms of 
TVET has led to cuts in the volume of training provided in public institutions and to 
shifting more of the responsibility for providing initial training in this area to enterprises 
and private institutions. Thus, from this it is possible to deduce that TVET objectives must 
include the mechanisms to encourage enterprises and private institutions in provision of 
initial training. 

Generally, it is only after a country comes up with an appropriate development strategy and 
effective implementation that educational change, such as the introduction of vocational or 
pre-vocational subjects, might increase the contribution of education towards rising general 
productivity. In such a changed context education might help with efforts. It is only 
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through deliver) of more practical based training both in the TVET institutions and in the 
real world of work, by conducting apprenticeship training, that all of the above mentioned 
objectives of TVET get their target succe sfully met. 

2.6. Development of apprenticeship 

2.6.1. Apprenticeship as Traditional means of skill development 

Vocational education in its informal fom1 has its origin when man begins to Ji ve together 
and started to produce for his basic needs. The primitive people probably used the digging 
stick, stones. iron tools and fire to clear the vegetation for hunting and gathering their food 
supply. Knowledge continued to be passed from father to son verbally and was meager in 
quality_ At this period the process of learning was spontaneous imitations of skills 
(Abramson et. a) ) 979: 19 al1d Bermabeck, 1972:2) 

As time passed, people gradually learned to use fire to cook and melt metals to produce 
tools. Consequently these skills necessitated division of labor unl ike doing every thing 
available in the earlier times. Some people work as smiths others carpentry, masons, or 
weavers. The new social development brought the different craftsman to form social 
groups and out of these social groups the guilds of Middle Ages evolved (Abramson, et. al 
1979: 19). 

During the middle age, apprenticeship was served under the guilds association (association 
to protect the interest of members in the same craft) . Since the transmission of family 
heritage and unconscious learning was not satisfactory, apprenticeship came into being. 

It consists of youths learning any trade under the supervision of master craftsman and 
according to established specifications. In this system, training and production are 
integrated towards the development of the apprentice into adult life (Hanson, 1977: 24 and 
Brubacher, 1987:6). Later on, the rapid development of power machinery and the increased 
demands for goods led to a greater demand for mass production than apprenticeship. 
Hence, industrial revolution was the main reason for the decline of apprenticeship and 
emergence of new type of formal schools (Abramson, et. al 1979, 19) 

2.6.2. Difference between Medieval, Modern Apprenticeship and Formal 
Schooling 

According to Carton (1984: 44 - 45) as cited in Getachew, 2005: 12), the industrial 
revolution brought the following basic difference between the apprenticeship of mediaeval 
period and formal schooling. 

1. Whereas in mediaeval apprenticeship educational practices were controlled by the 
instructors themselves, the formal system was directed by the stale and the social 
forces controlling it; 

2. Where as the mediaeval apprenticeship met the needs of a particular trade formal 
instruction is relatively non-specific; 
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3. Where as the apprenticeship training was directly connected with the work place, 
the rise of the school connected with the appliance of employment markets. 

In traditional apprenticeship apprentices get training by working with their masters and 
re ide with th family of the master. This practice is not common in modern 
apprenticeship. Under the traditional apprenticeship, the apprentices have to pay to their 
master for the skill required to learn. On the other hand, in the modern apprenticeship, the 
owners of industries pay some allowance for the apprentice. 

Industries offer apprenticeship usually supplemented by trade tbeory. After the end of the 
course, trade test is administered and certificates of accomplishment will be awarded. If 
tbere is vacancy in the industry, the employer prefers to employ the apprentice rather 
employing an individual who is not familiar with the nature of the work (Laugo, 1993: 31-
32) . 

Modern apprenticeship is considered as one of the most efficient cost effective 
mechanisms. It saves the cost of the government because employers share most of the cost. 
Since the same resources (instructors, equipments, materials and lime) are combined 
together, the total cost of the national economy will also be minimized. Moreover, 
according to research study in Israel, apprenticeship found to be cheaper and equally 
effective than vocational schools (Laugo, 1993: 34). 

2.7. Conceptual Framework of Apprenticeship Training 

It is now widely accepted that training must have relevance to the existing demand of 
world of work and tha~ quality must be determined in outcomes. No matter the cost or rigor 
training, it cannot be considered high quality if it does not enhance the work and income 
opportunities of the trainee. However, there is a need to be clear about what outcomes and 
objectives are intended. This includes being clear where there is a social function or equity 
dimension to skills development. With the failure of the current development strategies to 
do much to improve the standard and quality of life in the traditional sector, it is not 
surprising that the political leaders and .their key policy makers continue to think that some 
changes in the cmriculum content of schools, such as diversification, the linking of 
practical work with academic studies or providing work experience as part of general 
education, would help to solve their unemployment problems (Lagulo and Lillis 1988: 43) 

Linking work and skills requires a detailed understanding of the major changes in the world 
of work in recent years. This needs to consider the nature of changes at the Global, 
National and Local levels and the opportunities that exist at each level for skills 
interventions that can support successful economic activities (UNESCO, 2000) cited on 
Masresha (2004: 3 J -32). 
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2.7.1 The work - place learning - Private Sector Involvement 

a) A Company as a Workforce Learning 
At Opel. sustainability means balancing the social responsibility the company assumes for 
its employees and communities as well as society at large with the need to preserve the 
natmal enviromnent and resources while ensuring the long-term profitability of the 
company's operations. In fostering employee training and education Opel sees both 
busin ss sense as well as social responsibility. As a learning enterprise, Opel s success 
depends on highly qualified, moti ated employees because the qualifications, knowledge 
and skills of the workforce are a key strategic asset in a dynamic and competitive auto 
industry. 

A pyramid can illustrate how training, education and career development activities all 
come together and build on each other. It starts with vocational training and extends to 
various qualification opportunities and work-integrated university studies all the way to 
leadership training with international assignments within the General Motors organization. 
(UNESCO-UNIVOC, 2004: No.7) 

b) Vocational Training in Technical and Commercial Professions 
With approximately 844 apprentices (as per 31 December 2003), Adam Opel AG is one of 
Germany's largest providers of vocational training opportunities. The company currently 
offers 17 different training programmes, twelve in technical areas and five in commercial 
professions. 

At Opel, building social and personal skills is just as important as developing job 
qualifications. Making a car or being responsible for a model range requires the ability to 
be productive within a team. That is why tean1work and communication skills are 
important areas in the Opel vocational training approach. 

Experienced trainers mentor apprentices through a process called the 'Training Contract'. 
All the trainees in each group reach a consensus on fundamental issues: Why did we enroll 
in this progran1me? What are our goals? How do we want to interact within the team? In 
this way, apprentices can continuously refer to the agreed points and track their own 
development. At the same time, the trainer makes sure that all the required learning content 
is covered and internalized. The trainer and the team then jointly develop strategies so that 
each individual in the group can acquire the necessary knowledge and work on filling any 
learning gaps. (UNESCO-UNEVOC, 2004: 5) 

2.7.2. The Role of the Workplace Supervisor/Trainer 

The workplace supervisor/trainer is assuming an increasingly critical pOSItIOn in the 
provision of training opportunities. Trends in both developed and developing countrie 
suggest that this shift will become enshrined as a central element in skill formation policies. 
in the near future, more initiatives seek to achieve the goals of making apprenticeship 
training an attractive undertaking for employers and of ensuring that training is relevant 
and useful for workers. 
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In line with this, a workplace/ Enterprise supervisor or Trainer is responsible for: 
• Developing a training plan for the trainee which will ensure that the trainee has the 

opportunity to Icarn all the required work-based skills during the cour e of the 
program; 

• Assigning every trainees ' in an appropriate work place in accordance to their field 
of training; 

• Evaluating the trainee 's progress on a regular basis and completing the trainee 
checklist documenting achievement of the required skills; 

• Helping the trainee avoid problems and errors on work assignments; 
• Providing emotional support, encouragement, direction, and knowledge about the 

workplace culture; 
• Seeking help from appropriate sources if personal problems are affecting the 

trainee 's performance; 
• Arranging meetings with TVET institution officials/Teachers or Vocational 

counselors during the school year to discuss the trainee's progress; 
• Communicating regularly with the vocational counselor, the training coordinator 

and/or the TVET teacher of the related class to discuss any problems and to ensure 
that work-based learning experiences and classroom instruction are being integrated 
as much as possible; and 

• Attending enterprise/workplace supervisors/trainers training workshops and 
regularly scheduled meetings. 

Furthermore an Enterprise/workplace supervisor/trainer should, fulfill the following 
prerequisites: 

• Experience working with the youth, either on the job or through family or outside 
activities; 

• Effective in communicating/training skills with the youth; 
• Highly skilled in the area in which the trainees will be trained In the 

workplace/enterprise; 
• Good communication skills in the workplace; and 
• Knowledge of and commitment to the principJes or training and the training 

program. (ECBP-MOE-TVET. 2007: 22 - 24). 

2.7.3. The Role of Administrative and guidance staff 

Administrators of technical and vocationa l education programmes should be equipped with 
the following qualifications: 
(a) Teaching experience in a field of technical and vocational education; 
(b) Some work experience in one of the fields taught in the programme; 
(c) A broad vision of technical and vocational ducation as a vital lement in per onal 

social and ecollomic development; 
(d) Knowledge of administrative techniques and procedur s. 
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The hl!ads of tl:ch nica l and vocational education establishments should devote a significant 
p rtion f their time to the educational and scientific aspects of their work . ufficicnt sta ff 
hould be available 10 provide the following ser ices: 

(a) ounseling and guidance for candidates and tudents: 
(b) The pr paration. supervision and coordination of all practical work and experiments: 
(c) The maint nance of instruments. apparatlls and tool in workshop ' and laboratorie ': 
(d) Academic upport services sllch as librarie. information and communication 
te hnology enter. and information resource centers. 

Admini ·trators should keep up to date with ne\ administrative techniques and trends, 
sp cially through relevant lifelong learning programmes. They should r cei especial 

training in the methods and problems associated with the specific features of technical and 
vocational education programmes. such a flexible entry and re-entry patterns, continuous 
training in the workplace, and relevance to the needs of the world of work. This preparation 
hould in lude: 

(a) Management methods appropriate to educational administration, including techniques 
that utilize information and communication technologies: 
(b) Financial planl1ing methods that facilitate the allocation of available resources. given 
the objectives and priorities of the various programmes. and ensure their efficient 
uti I ization: 
(c) Contemporary human resources management and development methods. 

Guidance staff should receive special preparation ror their tasks. They should be equipped 
to make objective assessments of aptitude. interest and motivation. and have up-lo-date 
information concerning education and work opportunities. They should acquire a direct 
knowledge of the economy and the world of work through systematically organized visits 
to enterprises and training periods in enterprises. Guidance staff should be provided with 
facilities - including the opportunity for practical experience - to keep up with new 
information and methods of guidance. Most importantly. they should bear in mind the 
concept that technical and vocational education must be available to all as part of the 
lifelong learning process. It must contribute to per onal and economic development and 
re ponsiblc citizenship. (U E CO, 2001: 47) 

2.7.3.1. Guidance and Councilor in TVET 

Guidance in the formal schooling context should promote technical and vocational 
education as a viable and attractive choice for young people. It should: 
(a) Cover a broad range of occupations, include supplementary visit to workplaces and 
make the student aware of the eventual ncces ity of choo ing 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 leamers to l"eep open a wide range or option so a to 
increase their learning and occupational Oexibility. 
Guidance in technical and vocational education as preparation for an occupational field 
should: 
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(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; 
(b) bncourage students to choose educational programmes that will not limit their later 
cmployment options; 
(c) Follow the students' progre S through their educational programmes; 
(d) Supplement the programmes by short periods of work experience and study of real 
work situations. 

For individuals engaged in continuinu technical and vocational education as a part of their 
liD long leaming. guidance should: 
(a) I-I lp 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 . 

Guidance should take into account: 
(a) Economic, social. technological, cultural and family factors influencing the learners' 
attitudes. expectations and choice of career: 
(b) Results of testing, including aptitude tests; 
(c) Educational achievements and/or work cxperience; 
(d) OpPol1lmities and prospects in the occupational sector of interest; 
(e) Individual preferences and special needs. including medical conditions. physical 
limitations and disabilities. 
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 
re ultant employment including self-employment; 
(b) A system of evaluation both of staff performance and of the methods used to determine 
the 10ng-tem1 effects of guidance and the degree or self-reliance of beneficiaries. 
(UNESCO, 2001: 35) 

2.7.4. The Role of Teaching Staff 

TVET teachers and other staff at public and privatelNGO TVET institutions/colleges will 
be expected to play a new roles and responsibilities in implementing apprenticeship 
training. They are not only a teacher; they also take part in facilitating apprenticeship 
training. Special upgrading training modules, designed from key issue 3 of the TYET 
reform, are prepared to support the in-service training of TVET teachers (ECBP-MOE­
TVET, 2007: 32). 

All teachers in technical and vocational education, includmg in'tru tors/trainers who teach 
practical skills. should be considered an integral part or the teaching profession. and should 
be recognized as having the same status as their colleagues in general education. In this 
regard: 
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(a) The Recommendation concerning the Status of Teachers adopted by the Special 
Intergov rnmental Conference on the tatus of Teachers on 5 etober 1966. UNES 0 is 
appJicabl to them e pecially as regards the provisions concerning preparation for a 
profes ion. continuinu education. employment and career. the rights and responsibilities of 
teachers. conditions for effective teaching and learning, teachers ' salaries. and social 
ecurity; 

(b) Arbitrar r distinctions betw en teachers in specialized technical and vocational 
in. titutions and those in gencral education institutions should be eliminated. 

Technical and vocational education teachers. on a full-timc or part-time basis. should 
po ess the appropriate per onal, ethical. profe sional and teaching qualities, and a trong 
initial preparation that will enable them to operate in and adapt to an ever-changing 
scientific, technological and social environment. 
Teacher of technical and vocational subjects in general education should: 
(a) Be familiar with a broad range of special tie ; 
(b) De clop the ability to relate these to each other as well as to the larger sociaL 
economic environmental. historical and cultural context; 
(c) Where these subjects serve primarily an occupation or educational orientation function. 
be able to give guidance. 

Teachers of technical and ocational education for occupational fields should have relevant 
qualifications so that: 
(a) If the occupational field requires primarily practical skill. they should have significant 
experience in the exercise of these skills; . 
(b) If learners are to be prepared for technician or middle-ll1anag~l11ent po itions, tcachers' 
should have a thorough knowledge, preferably acquired tlu'ough appropriate practical 
experience. of the special requirements of this type of po ition: 
(c) If the occupational field requires research_and theoretical apalysis. e.g. an engineering 
field teachers should have a background in research methods. 

Teacher in teclmical and vocational education as continuing education should, in addition 
to the special preparation for teaching adults, have an adequate kno\.,vledge of the working 
environment of the learners and be able to provide distance and indi idually paced 
education and training. 
Skilled professionals working outside education should be invit d to teach in schools. 
universities or other educational institutions in order to link the world of work more closely 
to the classroom. 
Teachers of general subjects in technical and vocational education institutions, in addition 
to qualifications in their own field, should have an appreciation of the nature f th 
leamers' specialized technical and vocational education programme. Preparation for 
technical and vocational teaching should preferably be or~ red as a tel1iary programme. 
requiring completion of secondary education or its equivalent for entrance. All programme 
should be designed with the following objectiv in mind: 
(a) To maintain standards of education and professi nal preparation in ffect for the 
teaching profession as a whole and to contribute to raising these overall standards: 
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(b) To develop in future teachers the ability to teach both the theoretical and the practical 
asp cts of their field, with special emphasis on the need to use, whenever possible. the 
information and communication technologies; 
(c) To develop in future teach rs the responsibility for keeping up to date with trends in 
their fit:ld, as well as "vith the related work opportunities; 
(d) '10 develop in future teachers the ability to guide learners with special needs; 
(e) To ensure that future teachers are equipped, by means of supplementary training, to 
teach other subject related to their primary subject. 

Flexible training and retraining programmes, combining instruction 011 the campus and in 
the workplace, must be adapted to suit the concerned subjects and the needs of the learners 
and the workplacc by dcveloping new and appropriate instruments of assessment. 
accreditation and articulation, and certification standards. When local conditions prevent 
future teachers from receiving practical work experience in their training, the teacher­
training institution should attempt to simulate workplace conditions as part of the 
curriculum. 

The professional preparation of all technical and vocational teachers should include the 
following elements in pre-service training and in-service upgrading programmes: 
(a) Educational theory in general and paJiicularly as it applies to technical and vocational 
education; 
(b) Educational psychology and sociology relevant to the subjects/fields to be taught by the 
future teachers; 
(c) Classroom management, special teaching methods appropriate to the subjects/fields of 
the future teachers and methods of evaluating/ assessing the students' work; 
(d) Training in the choice and use of contemporary teaching techniques and aids. including 
infonnation/communication technologies; 
(e) Training in how to create and produce appropriate teaching materials. including 
modular and computer-aided instructional materials, whenever such materials are in short 
supply; 
(f) A period of supervised practice teaching before appointment to a post; 
(g) An introduction to educational and occupational guidance methods as well as to 
educational administration; 
(h) Planning the instructional environment of practical classes and laboratories and 
managing/ maintaining these facilities: 
(i) A sound training in safety, with emphasis on teaching safe working practice and sel1ing 
a good working example. 

StalY responsible for the preparation of technical and vocational teachers should have 
obtained advanced qualifications in their field: 
(a) teacher-educators responsible for special technical and vocational fields hould have 
qualifications in their field equivalent to those of special subject' staff in other higher 
education institutions and programmes, inclucling advanced degrees and employment 
experience in related occupational fields; 
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(b) teacher-educators responsible for the pedagogical aspcct of teacher preparation should 
themselves be experienced teachers in technical and vocational education, and should 
possess advanced qualifications in education. 

Staff respon iblc for the preparation of technical and vocational teachers should be actively 
engaged in technical research and analyses of work opportunities in their field. Provision 
should be made for this in term of a r asonable teaching load and access to appropriate 
facilities. Teaching taff should be encouraged to continuc their education and training, 
whatever their specialized field. and should have the nccessary means to do so. Lifi.::long 
learning 'hould be made available in a wide range of facilities. and should include: 
(a) ontinuoLl review and updating of knowledge, competencies and skills; 
(b) Continuous updating of specialized professional skills and knowledge; 
(c) Periodic work experience in the relevant occupational sector. 

When questions o[ promotion, seniority and status are considered. teach rs' achievements 
in continuing education and training as well as relevant work experience should be taken 
into account. (lJNE CO. 200 1: 41). 

2.8 Legislation of apprenticeship training as components of TVET system 

Policy should be formulated and tecJmical and vocational education administered in 
support of the general objectives adopted for the educational process as well as for national 
and. if possible. the regional social and economic requirements of the present and the 
future. and an appropriate legislative and financial frame\.vork adopted. Policy should be 
directed to both the structural and the qualitative improvement of technical and vocational 
education as stipulated in Article 2 of the Convention on Technical and Vocational 
Education (UNESCO. 1989) and further described in the recommendations of the Second 
International Congress on Technical and Vocational Education (1999) as: 

Although governments cany the primary responsibility Jar technical and vocational 
education. in a modern market economy technical and vucatiunal education pulic:v 
design and delivery should be achieved through a new partnership bet11"een 
government. employers, professional associafions, indus"),. employee. and their 
representatives, the local community and non-governmental organizations (NGOs). 
This partnership must create a coherent legislative framework to enable the launching 
oj a nationai strategy Jor change. Within this strategy the government. apart frO/11 
actually providing technical and \ ocational education, can also provide leadership and 
vision, facilitate. coordinate. establish quality assurance and ensure that technical and 
vocational education is Jar all by identifying and addressing COf11l1ll1l1ily service 
obI igat ions. 

As the experience of many African countries indicates, there is no enough space to 
accommodate the hole of TVET trainees [or the intended apprenticeship training. The 
reason for this may be due to the limited growth of industries in sub Saharan countries or 
the problem of understanding the importance and advantages of apprenticeship training 
especially for those who provide the training. 

I 
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After it become obvious 'that the educational systems adapted from the colonial regimes 
were mainly academic which is leading to a mass production unemployable school-Ieavers, 

arious changes were introduced a each country reviewed and reformed its educational 
ystem. Most of the e changes arne in the 1980s and the 1990s. 

In Nigeria, for example, the National policy on ducation of 1981 , effected in 1982, laid 
emphasis on technical and vocational ducation in the restructured (6-3-3-4) school system. 
In Kenya, a series of educational revie\\' commissions culminated in to the establishment of 
the (8-4-4) school system in 1985 . The curriculum was expanded beyond the confines of 
the formal school urriculum. A n \\' ministry responsible for post school vocational 
education and training was establi hed in 1988 and a new vision for TVET articulated in a 
sectional paper on manpower development (Okaka, 200 I: 25-29) cited on Masresha (2004: 
38). Ghana's constitution of 1992, through articles 25 and 38, reviewed its education 
system and revitalized technical and vocational education. 1 he polytecJmic law further 
complemented this in 1992, which established polytechnics as tertiary institutions. In 
Uganda an education review commission submitted the govenunent a white paper on 
te hnical and vocational education from primary to tertiary levels. It is called for the 
integration of TVET and business education as well as equipping technical training 
institutions with modern tools and equipment (UNESCO, 1998: 25). Cited on Masresha, 
2004: 38). 

Several African countries have introduced legislation stipulating the need to develop 
programmes focused on the practical aspects of training by organizing in-firm internships. 
In Cameroon, for example, the official programmes governing TVET institutions provide 
for practical internships in enterprises during the holydays at the end communicated to 
companies training officers. The company training officer should also receive instructions 
from the TVET institutions about methods of monitoring and evaluating the internship of 
the pupil concerned. Ghana, Kenya, Ivory Coast, Senegal and Uganda have also taken 
measures to facilitate in-firm internships for TVET pupils (Atchoarena and Andre 2002: 
61). 

In Ethiopia it was only on the 151 of March 2004 that the TVET law promulgated for the 
first time. This law devotes one of its parts fully for the apprenticeship training. In this part 
of the document the duties and responsibilities of organizations, trainees and TVET 
institutions during apprenticeship training are stated. Besides, the main elements in the 
contract of apprenticeship training that shall be concluded among the TVET institution an 
organization and an apprentice were listed in the law (Federal Negarit Gazeth, 151 of March 
2004, No. 39112004). 

2.9. Financing Apprenticeship Training as a Component of TVET System 

'1 cchnieal and \ oeational education i ~ best served h) a di\' r'itl' of public and prinlte 
providers . The appropriate mix can be found in many ways, with the n; pan. ibility 01 
governments being to facilitate choice while ensuring quality. 
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Government and the pri \ atc sector should recognize that technical and vocational 
education is an investment, not a cost, with significant returns. including the well-being of 
workers, enhanced productivity and international competitiveness. Therefore funding for 
technical and vocational education should be shared to the maximum extent possible 
bel\ een government, industry, the community and the learner. with government providing 
appropriate financial incentives. Furtherrnore, the governments of least developed countries 
in particular should seek bilateral and multilateral capacity-building cooperation in 
technical and vocational education. 

Within governments. there are often shared and overlapping responsibilities for various 
elements of technical and vocational education among departments and agencies. It is 
desirable that govenunents streamline their own public institutional fi'amework to the 
maximum extent possible to coordinate the national technical and vocational education 
effort, create an effective partnership with the private sector, and promote technical and 
vocational education for the benefit of all stakeholders. 

As a form of training apprenticeship can be analyzed within the framework of the human 
capital theory, the training entails a cost, which includes the time spent by the master and 
other employers supervising the apprentice. At the begilming of the training period the 
apprentice's productivity is the marginal product of an unskilled worker. During the 
training period the apprentice's productivity rises gradually. Thus workers should pay for 
their training if they receive transferable skills. Similarly, employers should pay the cost if 
the skills delivered are specific. The more specific the training is the greater the probability 
that the apprentice will continue working for the firm after training is completed 
(Atchoarena and Andre 2002: 272), cited on (Masresha, 2004: 41). 

2.10. Major constraints in conducting apprenticeship training as an 
integral part of TVET 

There may be a number of problems occurred in practicing apprenticeship training program 
in different institutions/colleges. The problems may differ from one institution to the other 
but all has a negative impact in producing effective and efficient trained manpower that 
acquire the necessary skills for the demanding work world. To mention some of the 
problems; lack of awareness, in-effectiveness of the trainees towards having the necessary 
theoretical as well as practical knowledge in their field of training, lack of proper discipline 
that may be demanded by the organizations, .high cost, scarcity of organizations or 
enterprises that can accommodate the trainees at the same time, the demand of an insurance 
coverage by the organization, lack of willingness in organizations side in accepting 
students for the training, financial constraint etc. 

The constraints discussed above are such that prevail even when finance is available and 
the commitment to implement is strong. Vocationalization on a large scale and at a fast 
pace is unlikely to succeed. Successful implementation requires concentration of resources 
in depth. Such concentration is possible when vocational training specialized. But it is 
usually beyond the capacity of an education system, notably so in developing countries 
when the attempt is to vocationalize the curriculum through out an entire stage of 
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secondary schooling like the recent case in Ethiopia. The daunting problems of "system­
wide' vocationalization are compounded when the policy is to implement rapidly. Yet 
when policy seeks to address the important concern of school-Ieaver unemployment, there 
are political pressures for rapid and large-scale implementation (Lauglo and Lillis, 1988: 
24). 

Stating the core problems in the TVET systems of Asian countries Wallen born, (1996: 
102), have identified the following five main problems: 

• Management and implementation problems of education measures 
• Financing problems 
• Labor market and employment problems 
• Lack of co-operation among possible training providers and 
• The absence of an adequate infrastructure 

In the formal sector funding the TVET institutions are the responsibility of the 
Government. In fact there are few private TVET providers in Ethiopia. Foreign advisors 
and experts in the sector recommend that the Government should do to the level best to 
strengthen the private institution and to leave the sector for private training providers step 
by step. Basically the problem of financing TVET training is also exists in the private 
sector. Medium and large size companies, which tend to have the necessary financial 
means have often not yet grasped the eminent importance which vocational training has 
for productivity boosting and quality enhancing measures. 

Lack of cooperation among TVET institution and apprenticeship training providers is the 
core problems of the TVET provision. Moreover there is a series of largely typical causes 
for low development in the area. In the first place bureaucratic procedures and 
jurisdictional disputes between public and private authorities were mentioned by 
completely insufficient legislative stimuli to promote cooperative forms of training. 

2.11. Future Strategies to Promote Apprenticeship Training 

2.11.1. The Millennium Development Goals and TVET 

The notion of a ' new human-centered development paradigm' was elaborated at the 
Millennium Summit of the United Nations General Assembly in September 2000, which 
agreed to a set of Millennium Development Goals (MDGs). The MDGs include: halving 
extreme poverty and hunger, achieving universal primary education and gender equity, 
reducing under-five mortality and maternal mortality by two-thirds and three quarters 
respectively, reversing the spread of HIV/AIDS, halving the proportion of people Without 
access to safe drinking water, and ensuring environmental sustainability. They also include 
the goal of developing a global partnership for development, with targets for aid , trade, and 
debt relief. The MDGs offer a longer-term strategic vision. 

Effective TVET is integral to finding and implementing solutions to all of these issues. In 
this way, TVET underpins everyone of the MDGs and the achievement of sustainable 
development. It is impossible to think of making gains in poverty reduction, job creation, 
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health or environmental -concerns without a strong and focused TVET effort, and it is 
equally true that a focu ed and well-managed TVET system can lead to huge 
improvements in education, gcnder equality and living conditions. In essence achieving 
the MOOs requires the development of appropriate forms of TVET. (UNESCO -
UNTVO , 2004: 1) 

2.11.2. The Crucial Role of TVET in Achieving Sustainable Development 

Reflecting such imperatives, the Seoul Congress looked to an innovative paradigm of 
technical and vocational education based upon 'a learning culture' that encourages and 
educates people 'to be productive and competitive, and to care for the well-being of its 
people. It was agreed that 'a vibrant training culture is a key factor in attaining that goal ... 
and empowering youth and adults to playa part in the new development paradigm.' As a 
re ult. the Final Report of the Congress stated: 

T echnical and vocational education, as an integral component oj life-long learning, 
has a crucial role to play in this new era as an effective tool to realize the objectives of 
a culture oj peace, environmentally sound sustainable development, social cohesion 
and international citizenship '. ... the TVET of the future must not only prepare 
individuals for employment in the information society, but also make them responsible 
citizens who give due consideration to preserving the integrity of their environment and 
the welfare of ochers. '(UNESCO - UNIVOC, 2004: 3-5). 

These statements represent a broadening of TVET from the narrow task of providing 
training for industry specific and occupation-specific skills to the broader task of workforce 
development and lifelong learning for sustainable development and citizenship. Thus, the 
Recommendations on Technical and Vocational Education for the Twenty-First Century. 
published jointly by the International Labor Organization (ILO) and UNESCO in 2002, 
state that, as 'a vital aspect of the educational process in all countries' TVET should: 

(a) Contribute to the achievement of the societal goals of greater democratization and 
social, cultural and economic development, while at the same time developing the potential 
of all individuals, both men and women, for active participation in the establishment and 
implementation of these goals, regardless of religion, race and age; 
(b) Lead to an understanding of the scientific and technological aspects of contemporary 
civilization in such a way that people comprehend their environment and are capable of 
acting upon it while taking a critical view of the social, political and environmental 
implications of scientific and technological change; 
(c) Empower people to contribute to environmentally sound sustainable development 
through their occupations and other areas of their lives.' (UNESCO - UNIVOC, 2004: 6) 

~.11.3. Reform on TVET in Ethiopia 

The Technical and Vocational Education and Training (TVET) system in Ethiopia is 
currently in a reform process sincc November 2005. A profound TVET system 
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determinants are discussed at Federal and Regional levels aimed at creating a TVET 
sy tem which is demand driven, wage and self employment oriented and appropriate to the 
de elopment needs of Ethiopian economy. The reform begun with the support of the 
Engineering Capacity Building Program (ECBP). ECBP consists of four components with 
one or its components covering the TVET system reform. A new TVET strategy (2006) 
wa developed as an outcome of this component, discussed with a wide range of 
stakeholders and adapted by the council of Ministers in Dec. 2006. To this end a 
comprehen ive National TVET strategy is currently being approved and a new TVET 
proclamation is in preparation . (ECBP-MOE-TVET 2007: 5, 7). 
TVET development as envi aged in the TVET strategy relies, among other on solid 
private-public partnership and on dedicated co-operation between stakeholders through 
collaboration of TVET institutions and enterprises, i.e. training that takes place in two 
venues- in a school environment and in the world of work. As the training takes place 
mainly in the enterprise, it can be foreseen that it supplies the workplace with right core 
competences. Good CT results are already seen in different countries all over the world. 

This CT conceptual framework was developed earlier. It is intended for practical use of 
relevant stakeholders, like enterprises, public and private TVET institutions, trainees and 
their parents, TVET Commissions/Bureaus, associations and chambers to create awareness 
and encourage them to participate in the endeavor. It describes what cooperative training 
(CT) is and what is required to introduce and implement it accordingly. It also provides 
information and explanations for stakeholders to be engaged in CT as appropriate human 
resource development alternative to be competent in national and international market. It is 
developed to make cooperative training workable, and as a guide for implementers is also 
provides information and explanations that enable stakeholders to decide whether CT is 
appropriate or not in their context. (ECBP-MOE-TVET, 2007: 4). :. ~ 

2.12. The practice of apprenticeship training in some selected countries 

Apprenticeship training models vary from country to country the extent of Government 
intervention in regulating the system and in financing the program is among the key 
variables that differentiate national models. The purpose of this section is, thus to review 
recent initiatives taken to expand and modernize apprenticeship schemes delivered by the 
TVET system. 

2.12.1 On-the-job training in Japan 

Japan is a highly industrialized country which has popularized the art of on-the job training 
for skilled workers. A typical company that has perfected the technique is the Toyota 
Automobile company. It has about 100 trained instructors for about 45,000 employees. 
Training on the job is considered to be cost effective and practical. uch Lraining has 
several advantages. Students can directly discover which skills and attitudes are useful for 
them, and they get immediate opportunities to apply what they have learned to actual job 
situations. They can also get immediate feedback. Since the necessary equipment is already 
available, no special arrangement is required. In Japan this kind of training is practiced 
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very widely. Much of Japan 's Vocational training by the Industries is authorized by the 
overnment. All types of trainees are taken care of the basic training for initialize 

experienced workers with new developments, new skills, and acquaintance with new 
process technologies etc. Cited on Nardos Abebe (1999: 34). 

2.12.2. The traditional apprenticeship system in Kenya 

The key characteristics of traditional skill training in Kenya are its relative ease of entry, 
and its high degree of self-financing. Taking on apprentices can be both a source of income 
[rom fees and a source of cheap labor (Ferej, 1993). Entry can be based on kinship, 
friendship business or philanthropy. Traditional apprenticeship is more flexible, the 
duration of training depends on the apprentice's aptitude, and the quantity, variety and type 
of work undertaken by the apprentice master. After training apprentices can and do seek 
employment elsewhere, start their own businesses, or continue to work for their apprentice 
masters. The fee structure is quite flexible , ranging from nothing in the case of 
philanthropy to considerable amounts. Tomecko et al. (Tomecko, 1991) found that an 
apprentice in the informal sector can expect to pay approximately sixty US dollars (USD) 
per annum. The total fees paid for a normal course of training range from USD 120 - USD 
360 and are usually paid in a single lump sum at the commencement of training. 

The apprentices in turn receive an allowance or incentive of approximately one USD each 
working day, an amount which gradually increases as the apprentice's skills develop. A 
reasonably competent apprentice can earn several times the amount of the fee paid. The 
system is largely self-financing. In contrast to this, the cost of training in the formal system 
is about USD 250 per annum in a Youth Polytechnic (skills training for primary school 
graduates) and about USD 825 per annum in the Institutes of Technology (VTIs providing 
skill training for secondary school graduates), (Tomecko et aI., 1991). Both these systems 
are externally financed; neither offer opportunities for the trainees to earn while they learn. 

In traditional apprenticeships all learning takes place on-the-job, at the beginning stages the 
master watches over the apprentice closely and intervenes at all crucial stages. Unlike 
more formalleaming methodologies, tasks are not simplified during the period of learning. 
Instead, the task is held constant, while the role of the apprentice is simplified. As the 
apprentice becomes progressively more skilled the apprentice master reduces direct 
interventions and allows the apprentice to assume increasing responsibility for the work. 
Because apprentices are typically involved in work that has an economic dimension 
working independently is not encouraged until the apprentices' performance is likely to be 
error free. There is little room for error. The work environment is the most important 
influence on the skill acquired by the apprentice. The breadth and depth of the master's 
knowledge and the social interactions among the master, the apprentice, other apprentices 
and customers are also crucial to the overaIl development of the apprentice. 

The main focus of traditional apprenticeship learning is the practice of technical proce ses, 
but trainees also learn business skills simply by being immersed in the business 
transactions of the enterprise (McLaughlin, 1990). In contrast, apprentices in large formal 
enterprises seldom conduct any negotiations or attend to customer needs directly and are at 
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a distinct disadvantage in relation to their informal sector counterpalts who have many 
opportunities to observe and participate in business. The level of skill acquired during 
traditional apprenticeship depends 011 the quality of the work environment. Most trainees 
have only hand tools to work with and seldom develop skil1s in the use of modern tools or 
in modern busines method. A central tenet of the formal apprenticeship system is the 
tradc test which is usually accepted as an affirmation of an individual's skills. Trade 
certification does not catTY much weight in the informal sector where competency is to 
formal sector employment are aware of the need for certification and may take a trade test 
to improve their employment prospects. 

2.12.3. Vocational training the Indian experience 

In India, tec1mical skills are traditionally acquired through inheritance. A carpenter's son 
learns to be a skilled artisan by working under the tutelage of his father. The emergence of 
industrialization demanded skilled manpower and this led to a shift in the process of skill 
formation, as the complexities of new technologies warranted formal structures for craft 
training. Initially industries recruited unskilled workers and imparted in plant training to 
convert them into skilled workers. Later, Boards of Trade were established which provided 
skills training to workers. The Government of India started many engineering colleges and 
polytechnics but formal technical training institutions came much later. In 1961 the 
Apprenticeship Act was enacted and the Industrial Training Institutes (ITIs) became the 
fLrst formal vocational training institutes (VTIs). The major objective of Indian VTIs is to 
provide skilled and technically trained manpower to industry. 

In India, 2,447 VTIs with an intake capacity of 389,000 trainees are now imparting training 
in 40 engineering and 27 non-engineering trades. Training on the shop floor level is 
provided to about 134,000 trade apprentices in 38 trades. In addition, there are a large 
number of voluntary organizations and nongovernmental organizations (NGOs) in the field 
of vocational training. There is still great need. The rate of unemployment has increased in 
both rural and urban areas. According to the estimates of the Government of India's 
Planning Commission, the total number of the unemployed is likely to increase to 65 
million between 1990/91 and 1994/95, and to 106 million by the turn of the century. 

It is widely recognized that the rapid expansion of higher education has contributed to an 
imbalance in the availability and\demand for skills in the job market. The education system 
of colonial days, which is still followed faithfully in India, has created a 'middle-class' 
attitude towards wage employment, government jobs and security. As a consequence, the 
number of educated unemployed has been increasing at an alarming rate. The incidence of 
unemployment among the educated is 11.8%, as against 3 - 8% for the labor force in 
general. As a result, the government now wants the VTIs to play a critical role in 
promoting self-employment. 

The approach of the Eighth Five Year Plan (1992-97) is employment-oriented with special 
reference to self employment: 
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"existing training institution. ' (VrIs) have, no doubt, been meeting a signtficanl part 
of the requirements of the skilled manpower of induslly ... it, howe\ er, seem 
nece SGlY that a sizeable proportion of employment will have to be 'elj:employment 
in tiny and small unit and the training system should also gear up not only for 
providing 'hard' skill. in suitable trades, but also the sofl skills of entrepreneurship, 
management and rnarketing, as pan of training courses ". 

Whil most ITIs arc only engaged in technical skill formation , a few more enterprising 
VTIs in India have div r ified into self-emplo ment promotion. Such instances are still 
rare. till , it i worthwhil to learn from their experiences and explore the possibilities for 
introducing self-employment promotion in the overall strategy of vocational training. This 
paper attempts to de cribe the experiences of some of the programmes which have been 
promoting self-employment. Three VTIs are analyzed two managed by government 
agencies and one by a voluntary organization (NOO): 

• The Industrial Training Institute, Bangalore, one of 100 VTIs that were scheduled 
for self-employment reorientation under a World Bank sponsored programme; 

• The Diamond Jubilee Cottage Industries Institute (DJCI) in Baroda; and 
• The Society for Rural Industrialization (SRI), Ranchi, an NOO. 

ITI Bangalore was chosen because it is one of the few ITIs that have been successful in 
combining self-employment programmes with vocational courses. The DianlOnd Jubilee 
Cottage Industries Institute was selected because it is one of the few VTIs in the country 
which has had self-employment promotion programmes since its inception. RI is one of 
the most successful VTIs in the NOO sector. 

Lessons from Indian experience 
India suffers from a high incidence of unemployment. The only way to tackle the problem 
seems to be through self-employment. The government now expects VTls to playa more 
active role in promoting self-employment. VTIs were created with the sole objective of 
supplying skilled workers to industry. However recent trends show that VTI graduates will 
increasingly have to seek self-employment. A few of the more enterprising VTIs have tried 
to respond by expanding their programmes to include the promotion of self-employment. 
The Indian experience suggests that though some VTls are striving to promote self­
employment efforts to date have been both modest in scale and of limited success. A few 
programmes. Conducted by the NOOs, have shown better insight into the problem and 
have worked towards this end more systematically . 

Successful entrepreneurship requires significant skills. To become an entrepreneur a 
person needs three things: knowledge, skills and attitude. To help provide these VTls 
should have competent 'trainer-motivators' who are well versed in the knowledge, skills 
and aptitudes of business. However, the first requisite of successful vocational training for 
self-employment is that the government adopts a strategy of promoting sci r-employmcnt 
through VTIs and ensures adequate funding for this purpose. VTIs, especially government 
VTIs, will have to be granted adequate Oexibility and autonomy in decision-making if they 
are to restructure their courses and their institutions to be responsive to local needs. VTIs 
managed by the voluntary sector have a better chance of success in this ar a, but they will 
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also have to be encouraged , and their efforts supported by donor and development 
agencies, such as the World Bank and the ILO. Entrepreneurship training and small 
business courses need to be introduced as an integral paI1 of the standard curriculum of 
VTI . Special emphasis should be placed on behavioral aspects, opportunity identification, 
marketing. basic accounting and bookkeeping, production planning, inventory control, 
quality control and strategic planning. VTIs will have to devote significant resources to 
follow-up, including strong networking with government agencies, banks and other 
organizations in the enterprise support system. Last but not least, the VTls will have to 
explore alternative sources of funding in that the government may find it difficult to 
provide sufficient levels of support for self-employment promotion in VTIs. 

2.12.4 Apprenticeship in Ghana 

There are currently 156 vocational and artisan trammg institutions (VTIs) run by ten 
government agencies, and 250 private for-profit institutions. However, even the better 
staffed and equipped centres are using curricula and methods that are more than 20 years 
out of date. They do not appear to be successful in helping their graduates find productive 
employment. 

This case study is based on a Ghana National Association of Garages' (GNAG) integrated 
programme funded by the World Bank. It has three phases: apprenticeship, technical skills 
upgrading, and management training for master mechanics. The GNAG programme is 
based in three institutions. 

GNAG manages the apprenticeship programme. The Kumasi Technical Institute (KTl) 
undertakes technical skills upgrading for the master mechanics and apprentices. The master 
mechanics that complete the KTI progran1me can then be selected for further training at the 
Management Development and Productivity Institute (MDPI). The main objective of the 
programme is to upgrade the technical and managerial skills of master mechanics and 
apprentices from Ghana National Association of Garages. 

The programme is a Government of Ghana project under the auspices of Ministry of 
Transport and Communication, implemented by selected VTIs. The Ghana National 
Association of Garages organizes and manages the apprenticeship programme until the 
apprentices qualify to go for further training at KTI. The apprenticeship takes four years 
and is almost always subject · to a tripartite written contract. The skills upgrading 
programme is undertaken by KTI staff using their modern equipment and qualified staff. 
The apprentices are selected by their masters and given final approval by the GNAG 
secretariat. The masters elect to attend voluntarily. The master mechanics programme is for 
6 weeks while the apprentices' programme lasts for 12 weeks. The programme on 
management and entrepreneurial skills is managed by MDPl. The programme lasts for 4 
weeks and is designed to strengthen master entrepreneurs by improving their efficiency 
their productivity, and their capacity to diversify into new product lines. 
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GNAG: Skill' development for self-employment programme 
The Ghana National Association of arages organizes and manages the apprenticeship 
programm until the apprentices qualify to go for further training at KTI. The 
apprenticeship usually lasts for four years. The working week of the apprentices is long, 
typically six days of eight hours each. Apprentices do not normally receive wages for the 
\ ork the do; h wever, pocket money at the masters' discretion is the rule rather than the 
exception. The frequency and the amount of their allowance tend to increase as they 
become mor productive. Learning d pends on the master, on the apprentice. and to some 
extent on the activity. It is not uncommon to find that masters follow a plan, even if it is not 
a written or formal one. There are often cases where learning is highly structured or 
'modularized', though usually on a 'fixed-time' rather than a 'competency' basis . In other 
cases learning is merely the outcome of trial-and-error, or of simply being there. Most 
apprenticeships start with an introduction phase doing menial jobs such as cleaning the 
workshop and ruMing errands. The next phase consists of getting to know all the tools of 
the trade as well as materials and spare parts. The apprentice is expected to observe and 
discover without asking too many questions. There is rarely any reading or note-taking 
involved in being an apprentice. Gradually, the apprentice is given more complex tasks and 
increased responsibility, even from time to time being given responsibility to look after the 
business in th absence of the master. 

Lessons learned 
Traditional apprenticeship in mechanical enterprises is an effective skill transmISSIOn 
system that is dynamic, capable of growth, and flexible. It costs government nothing. it is 
self regulating and closely related to production, and it provides for large numbers of youth 
that the government could not otherwise cater for. GNAG traditional apprenticeships 
prepare apprentices, whether educated or not, for employment and self-employment in a 
range of mechanical trades. Nonetheless, in spite of clear evidence in Ghana and elsewhere 
of the viability of the traditional apprenticeship system, GNAG officials and master 
mechanics have little experience administering, organizing and conducting apprenticeship 
training. Few of the masters are experienced and qualified apprenticeship trainers. Fewer 
still have exposure to modern training systems, a truth which accentuates the degree to 
which the apprenticeship system is locked into the traditional technologies and concepts of 
the masters. As a result the GNAG programme enjoys only limited success, though it has 
considerable potential. 

GNAG estimates that about 89% of the 250 apprentices who qualify as master mechanics 
are still unable to start their own businesses, due mainly to: 
a) The inability to obtain an industrial plot; 
b) The lack of start-up capital and 
c) The lack of guidance before, during and after apprenticeship. 

In partial response the government has provided GNAG with a light industrial estat at 
Kumasi (known as Suame Magazine) where 3,000 of its members operate and where th y 
have formed themselves into savings and credit associations. Advice and assistanc 
however, arc still lacking. Apprenticeship training in small and micro enterprises should be 
complemented by other measures to enhance the sector's viability. Th s measur should 
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include access to credit, the introduction of improved technology, and business counseling 
and marketing services after enterprise stan-up. 

2.12.5. Experiences of Vocational training in Colombia 

SENA: Senricio Nacional de Aprcndizaje 
ENA was created in the late 1950s. It is one ofa group of Yo cat iona I Training Institutions 

(VTls) which came about in Latin America between 1940 and 1960 and which share 
certain basic characteristics of purpose, organisation and financing. Collectively these are 
often referred to as the 'Latin American Model' (CINTERFORJOIT, J 990). The official 
purpose of SENA, to carry out the social policies of the Government in the area of 
professional education, is being seriously questioned. SEN A's organization is based on the 
ILO's tripartite principle of government employers and workers. It is financed through 
compulsory contributions from businesses. It is a public sector institution under the 
Ministry of Labor and Social Security and a part of the country's general educational 
system, under the Ministry of National Education. The appearance of SENA in Colombian 
education was significant, not only because of its appreciation of education for work but 
also because of its use of teaching methods based on principles of active pedagogy -
'learning by doing' - which departed from the theoretical and memory-based approaches of 
the formal education system. It is a large institution with 92 training centers and 
approximately 8,000 employees, about 5 000 of whom deal directly with training and 
business consultation. 

Though an important and respected institution in Colombia, SENA is now at difficult 
cross-roads. Colombia is changing rapidly and SENA should change with it. In past years 
SENA was seen as an appropriate instrument for the implementation of govenunent social 
policies and programmes. This led to the creation within SENA of significant specialized 
'social' programmes parallel to the original structure which continues to address the training 
needs of workers in the formal sector. The two systems co-exist but do not collaborate· 
they have not established the operational linkages that would make them complementru·y. 
An opportunity for mutual enrichment was lost and SENA's institutional identity and 
effectiveness deteriorated. SENA is struggling to overcome this internal problem while 
simultaneously adapting itself to evolving social and economic realities in Colombia. 

Self-employment in Colombia 
Colombia has recently abandoned an import-substitution model of industrialization and 
adopted the recommendations of the Intemational Monetary Fund for a structural 
adjustment programme to stabilize macroeconomic conditions and open the Colombian 
economy to the international marketplace. The employment assumption which underlie 
the new development model is that the new conditions of transparency and the open 
markets, together with policies which suppo11 productive activity and provide for human 
capital, physical infrastructure and technological development within stable macro­
economic conditions, should together stimulate economic gwwth and business activity. 
This should, in turn, increase employment. Nonetheless, the indications are that the labor 
market will be characterized in coming years by open unemployment rates of 
approximately 10 per cent, underemployment and temporary employment rat s at levels 
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close to 20 per cent, and the presence of a strong informal sector. Two key demographic 
variables will determine the structure f the olombian labor force: decreasing population 
growth rates (fro m 3.2% during th J 950 to the current level of 1.8%) end rapid 
urbanization. Today, 70% of the population lives in urban areas. These changes mark an 
accelerated social modernization proces (though not necessarily a development process) 
which has produced profound changes in the characteristics of the labor force. olombia is 
a country of small busines e : the National conomic Ccnsus of J 990 reveals that 
busines es with Ie s than ten worker con titute 94 .7% of the total. Most, more than 83.2% 
arc individually owned. The National Economic ensus indicates that 54 .2% of all 
enterprises hav been in business for less than five years . ince the 1980s polices 
upporting th infonnal sector has been introduced through the National Plan of 

Development for Micro enterprises (PNDM). The informal sector comprises almost 50% of 
the working population in the country' ten largest cities. Colombia's urban infonnal sector 
has relatively high levels of productive activity and of enterprises with permanent workers. 
This stlUcture is influenced by a model of industrial organization which emphasizes 
subcontracting . 

Apprenticeship training 
Apprenticeship trai ning is intended for new labor market entrants. Most of SENA's 
activities deal with youth training. and especially with programmes for apprenticeship 
education. There is little practical evidence, however, of an orientation towards self­
employment in this area. This is surprising because ENA has at its disposal theoretical 
and methodological instruments in the pedagogical area which would permit the 
introduction in an intense and systematic manner, of guidance and education for self­
employment in the apprenticeship education programme. SENA's pedagogical strategies 
which aim at the development of creativity individualization and self-control, could 
constitute an adequate basis for an orientation towards self-employment. However, it is 
evident that the programmes. Aimed at the informal sector as well as those aimed at 
entrepreneurs; do not take advantage of these pedagogical resources. It is also noteworthy 
that orientation towards self-employment is absent from most conventional vocational 
training programmes. Practice remains oriented to paid employment. 
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CHAPTER THREE 

RESEARCH METHODOLOGY AND PROCEDURES 
OF THE STUDY 

3.1. Methods of the Study 

In this study, descriptive survey method was employed. This method is chosen for its 
appropriateness to reveal the current conditions in the implementation of the apprenticeship 
program and to describe the extent to which the .$ucce.ss or failure in implementation has 
affected the quality of Technical and Vocational Education and Training. 

3.2. Subject and Sampling Procedures 

According to Addis Ababa Educational Bureau there are 5 governmental and 56 
privatelNon governmental TVET colleges who are eligible (accredited) to give training at 
the level of 10+3 program in 2006/2007 Academic Year. Out of these colleges, only three 
of the Government Colleges were having students in 10+3 program during the current 
study. Therefore 3(100%) of the Governmental 15(26.8%) of the private/non 
governmental colleges and 18 apprenticeship providing organizations were chosen for this 
study. 

The purposive sampling technique was employed to get an adequate and reliable data for 
the study. The reason why the researcher chose the three kinds of TVET colleges for the 
study is already discussed above. But to add some more points, these colleges are varying 
in there structure, ownership, human power and Training materials facility and so on. 
Above all these differences they also vary in there relationships with apprenticeship 
providing organizations there fore, it is very important to study the implementation of 
apprenticeship training at these institutes. 

Regarding the respondents sampling, the College DeanlVice Dean, Vocational counselors 
and 10 + 3 students at these colleges who had been enrolled through apprenticeship 
program at least two times and the assigned supervisors/employees from The Government 
and non Government organizations, production centers, service giving organizations and 
trades were also included in collecting data through purposive, random and availability 
sampling techniques on the basis of getting the required information. 

Furthermore, out of7 departments in TVET program, 6 (89%) of them were included in the 
sample data collection for this study using the availability sampling technique. The 
following table illustrates the population and sample size of the study; 
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3.3. Data Collection Instrument 

The data for the tudy was obtained from primary and secondary sources. In the secondary 
data. relevant books and journals which indicate the practice of vocational training and 
apprenticeship in developed and developing countries will be consulted to support the 
finding of th study. Moreover, through reports and documents in-country experience of 
government and non government/private TVET colleges/institutes has been reviewed. 

The subj ct of the study include, college deans/Vice Dean, Vocational counselors, TVET 
~ perts from Educational Bureau, students and the assigned supervisors at the 
organization who provide apprenticeship training from both government and non 
government were included. Accordingly in order to get first hand information, primary 
data were collected from the subject through questionnaire and interview. To secure more 
reliable data from the individual's·; two types of self-developed questionnaire (close and 
open ended) have been used. In addition to that an interview has been made with experts 
from Addis Ababa Educational Bureau and MOE to get the general overview on the subject 
matter. 

3.4. Administration of data 

The data gathering instruments used in the study had been drafted on the basis of literature 
review and the intended data to be collected. Before distributing them to the respondents, 
the questionnaire hap been shown to the advisor and the comments had been incorporated 
then pilot testing has done so as to make essential corrections and maintain their validity. 
After getting corrected all items, distribution and continuous follow up has been done 
during the collection process. To maximize the quality of the responses and the rate of 
return the time convenient for the respondents was arranged. The questionnaire items for 
trainees were translated in to Amharic language. Before distribution to the respondents 
each item was briefly explained to the employed data collectors and administered to the 
respondents with the help of data collectors. The researcher has made the objectives of the 
study clear to all of the sample respondents at the verge of questionn~ire administration in 
order to avoid confusion and facilitate ease of administration. A clos follow-up has done 
immediately to correct problems that arise during the filling of the qJJbtionnaires . 

Finally, an interview was made with TVET Experts at Addis Ababa Educational Bureau 
and GTZ - TVET Consultative Office Experts at the Ministry of Education . 

3.5. Data Analysis Techniques 

The raw data collected through documcnt analysis, questionnaire and interview were 
arranged in Tables in line with the basic research questions. The findings obtained through 
these instruments were analyzed and interpreted using percentile. Based on the findings. 
conclusions and recommendations were made. 

39 



• 

• 

• 

CHAPTER IV 

ANALYSIS AND PRESENTATION OF DATA 

This chapter deals with the analysis and presentation of the data collected through 
questionnaire, interview and document analysis. A total of 358 questionnaires were 
distributed. Out of these 324 (90.5%) are filled and returned. The respondents were College 
deans vice deans, vocational counselors, and trainees a1 the college level and 
supervisors/employees of apprenticeship training providers. TVET Experts from the 
Educational Bureau were also interviewed in order to get the relevant information on the 
contribution their office offer in implementation of apprenticeship Training program . 

The data obtained were analyzed and interpreted in view of the basic questions raised in 
chapter one. Out of 36 questionnaires distributed to College Deans/Vice Deans and 
Vocational Counselors, all (100 %) questionnaires from each subject were filled and 
returned. Out of 18 questionnaires distributed to supervisors at the organizations who 
provide apprenticeship training all (100%) were filled and returned . Based on the responses 
obtained from the sample respondents, the analysis and interpretation of the data were 
presented irnn1ediately following each Table . 
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S. 
No. 

1 

2 

3 

Table I 

Description of Deans, Vocational Counselors ' and Supervisors 
by qualification, Field of Study and Service year 

Respondents 
Items Deans Vocational Supervisors 

Counselors 
Qualification No. % No. % NO. % 
Second Degree & above 10 55 .6 - - - -
First Degree 8 44.4 12 66. 7 6 33.3 
Diploma & below - - 6 33 .3 12 66.7 
Total 18 100 18 100 18 100 
Field of Study 
Industrial Technology 2 11.1 3 16.6 4 22.2 
Vocational Education I 5.5 - - - -
Foreign Language 2 I 1.1 - - - -
Natural Science 2 I 1.1 - - 3 16.7 
Social Science 3 16.7 10 55 .6 5 27.8 
Educational Planning and 
Management 8 44.4 2 11.1 - -
Other - - 3 16.6 6 33.3 
Total 18 100 18 100 18 100 
Service year in your 
Cun-ent position 
1 - 5 Years 15 83 .3 10 55.6 - -
6 - 10 Years 3 16.7 4 22.2 3 16.7 
II - 15 Years - - 2 I 1.1 4 22.2 
16 and above - - 2 11.1 II 61.1 
Total 18 100 18 100 18 100 

As can be seen in Table I item one, 10 (55.6%) of the TVET College Deans have second 
degree and 8 (44.4%) of them hold first degree. Whereas 12 (66.7%) of Vocational 
Councilors were first degree holders and 6 (33 .3%) had qualified with diploma and below. 

According to the Educational and Training Policy (MOE, 2004) manpower for Middle 
Level TVET Training ought to have a minimum of first degree. From this and the 
researchers discussion with those who are working as vocational councilors in some private 
TVET institutes it is possible to conclude some of them are not qualified enough to provide 
the intended quality of guidance and counseling service. 

Regarding supervisors who take responsibility of helping and following the day-to-day 
activities of the student-trainers, whil e they are in apprenticeship training organizations 
only 6 (33 .3%) were holding first degree and 12 (66.7) were qualified with diploma and 
below. Therefore, it is possible to deduce that majori ty of the supervisors didn't attain the 
necessary qualification that enable them to help the trainers in sharing the experience they 
possess through extended years of service. 
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Item 2 of Table I i ab ut the field of study. Majority of the College Deans 8 (44.4%) are 
graduates of Educational Planning and Management program. Only few of them have a 
vocational education back ground. The Government Colleges in this area had better 
reputation than private once . 

10 (55.6%) of vocational councilors are social science graduates. Only 3 (16.6%) are 
having a vocational education background. The rest 3 (J 6.6%) of the respondents 
qualification were unknown. The other 2 (11.1 %) were an Educational Planning and 
Management graduates. From these result and the discussions made with some councilors 
we can deduce that they are not in a position to provide an efficient and effective 
counseling service. 

As field of study for supervisors at the organization indicates 6 (33.3%) of the qualification 
was not known. 5 (27.8%) were social science graduates and only 4 (22.2%) had vocational 
education background. The rest 3 (16.7%) were from natural science subjects. Therefore, 
from this it was possible to infer that since majority of supervisors were not willing to 
inform their field of training but from the data in their file it has been proved that they do 
not have the required academic background to perform the required supervision activities. 

Item 3 Table I is about the service year in their current position. 15 (83.3%) of College 
Deans had acquired a service of 1-5 years, 3 (16.7%) of them served for about 6-10 years. 
Since TVET had been implemented and widely expanded few years ago it would be too 
early to find experienced personnel at this level in the sector. 
Regarding vocational councilors 10 (55.6%) of them having 1-5 years of service and 4 
(22.2%) had served more than 11 years as a vocational councilor. From these and through 
the discussion held with councilors at the college level it is possible to deduce that 
government institutes had more established offices and the necessary manpower who can 
provide better counseling service. The main reason for this is; because these institutes were 
providing the service at the secondary school level before they were upgraded to a college 
level and it was very clear that upgrading this facility was easier than establishing the new 
one. But for private TVET providers this is a new experience. However the researcher had 
witnessed that there was few privatelNGO TVET institutes who had organized offices with 
the necessary manpower and facilities to their level best and had provide better counseling 
service and organizing apprenticeship training programs efficiently. 

11 (61.1%) of supervisors had 16 and above years of experience. This indicates that they 
may acquire the required level of practical skills that would be obtained through an 
extended years of service. Therefore, from this it is possible to conclude that majority of 
supervisors were in a position to provide their rich experience to trainers during 
apprenticeship training. 
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Table II 

Description of Traine~s by Sex, Training Program, and Occupation of Parents and 
Field of study 

Respondents 
S. No. Items No . % 

1 Sex 
Male 153 56.7 
Female 117 43 .3 

Total 270 100 
2 Training Program 

10 + 3 270 100 
3 Occupation of Your Parents 

Employee (Government, private. NGO) 185 68 .5 
Farming 10 3.7 
Trade 57 21.1 
Others 18 6.7 
Total 270 100 

4 Field of Study 
Industrial Technology 92 34.1 
Construction Technol~gy 22 8.1 
Business education 87 32.2 
Information Technology 28 10.4 
Health Science 29 10.7 
Law 12 4.4 

Total 270 100 

A total of 304 questionnaires were distributed to the trainees and out of these 270 (88 .8%) 
were filled and returned, the rest 34 (11.2 %) were not returned. As it is indicated in Table 
II item 1, 153 (56.7%) of the respondents in the sample were males and 117 (43.3%) of the 
total respondents was females. From these we can conclude that the distribution of TVET 
between male and female were become more even from time to time. It is also observed 
that the data provided by the sample trainers reflect ideas and opinions of both sexes. 
Furthermore, the drastic increase in the number of female enrolments in TVET implies that 
the traditional attitudes and perceptions towards them have been changed. 

Item number 2 of Table II indicates that all respondents were chosen from 10 + 3 
programs. Since apprenticeship training according to the curriculum was mandatory at 
every level, all of them was undergone through apprenticeship program at least two times 
and they were enrolled 10+3 program by achieving a good result from their class during 
10+ 1 and 10+2 programs and the researcher believes that they can provide the complete 
and reliable data for the study. 

Table II item number 3 shows the occupation of parents. The finding indicatc that, majority 
of parents occupation 185 (68 .5%) were civil servants. 57 (21.1 %) of the respondents 
family was involved in trade and only 10 (3.7%) of the families engaged in fanning 
business. Thus, we can conclude that the e days, TVET institutions are widely e ' pandcd all 
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over the country farmel:s were not forced to .send their children's to big ci ties like Addis 
Ababa. The rest 18 (6.7%) of the family occupations were not indicated. 

The fi eld of study in which students were enrolled shown in item number 4 indicates that 
out of the total respondents 92 (34. 1 %) were industri al technology students and 87 (32.2%) 
of them study Business Education and the rest of the sample study were attending Health 
Science. Information Technol ogy. Construction Technology and Law department; the 
number of students in these Departments were 29 (10.7%) 28 (10.4%), 22 (8.1 %) and 12 
(4.4%) respectively. Therefore. it is possible to conclude that majority of the occupational 
trades in the departments are addressed in this study. 

Table III 

Trainees' accommodation and proximity of organizations 

S. Respondents 
No. Items No . % 
I Accommodation during apprenticeship training 

A) Dormitory - -
B) Rented house 36 13.3 
C) Your own residence 216 80 
D) Residence of your re lat ive 18 6.7 
Total 270 100 

2 Distance of apprenticeship training organization from your home 
A) 1 - 10 Kms 11 7 43 .3 
B) II - 20 Kms 107 39.6 
C) 21-30 Kms 24 8.9 
D) 31 and above Kms 22 8.1 
Total 270 100 

In Table III item number 1, respondents were asked about their accommodation during 
apprenticeship training. As it is shown in the Table, 216 (80%) of them were residing in 
their own/family house. Thus, from this we can easily deduce that a significant number of 
trainers were living with their parents and had no extra expense towards shelter. 

Item number 2 is regarding the distance of organization where trainees assigned for 
apprenticeship program from their respective area. The responses confirm that 117 (43 .3%) 
of them travel to a distance of 1-10 kilometers to attained apprenticeship training. The 
respondents, whose residence situated between 11 and 20 kilometers from organizations in 
which they were assigned accounts for 107 (39.6%) of the total respondents. From the 
above respondents one can easily deduce that there was an additional expense fo r 
transportation. Thus, the findings imply that the financial requirements for the 
apprenticeship program were not only those directly associated with training in the 
organizations but it should also consider an cxtra personal expense of the trainees. Other 
respondents shown in Table III holds (8.9%) and (8 .1 %) travel between 2 1 to 30 
Kilometers and above 31 kilometers respectively. This group of respondents really suffer 
highly from transportation problem unless the organizations provide them transportation 
service. 
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Table IV 

Criteria to Select Organizations and Assignment of Trainees 

Respondents 

S. Deans Councilors Super visors Trainees Total 
No. Items No. % No. 0/0 No. 0/0 No. % NO. 

I 

L 

I· Who is responsible to organize 

2 

3 

4 

5 

apprenticeship training? 
a) The Deans office - - - - - - 16 5.9 16 

b) Vocational Counci lor 12 66.6 10 55.5 II 61.1 75 27.8 108 
c) Department Headsrreachers - - 2 ILl 2 11 .1 90 33.3 94 

d) through trainees personal 
contact 6 33.3 6 33.3 5 27.8 89 33 106 

Total 18 100 22 100 18 100 270 100 324 
Are there criteria 's to select 
apprenticeship providers 

8 44.4 6 33.3 5 27.8 129 47.8 148 a) Yes 
b) No 10 55 .6 12 66.7 13 72.2 141 52.2 176 
Total 18 100 18 100 18 100 270 100 324 
If you say ' Yes ', What are the 
criteria 
a) size of organizations - - - - - - 13 10.1 13 

b) facility - - - - - - 20 15.5 20 
c) ownership - - - - 2 40 2 1.5 4 
d) availability of occupations 8 100 3 50 3 60 94 72.9 108 
others - - 3 50 - - - - 3 
Total 8 100 6 100 5 100 129 100 148 
How does the number of 
trainees assigned to each 
organizations determined? 
a) by each organizations 

16.7 71.8 uni laterally - - 3 12 66.7 194 209 

b) by TVET Colleges - - - - - - 10 3.7 10 
c) by the agreement between 
Colleges & organizations - - 10 55.5 6 33.3 41 15.2 57 
d) on the basis of the law - - 5 27.8 - - 5 1.8 10 
e) no formal procedure - - - - - - 20 7.4 20 
Total - - 18 100 18 100 270 100 306 
What are the criteria's used in 
the process of assigning 
trainees? 
a) field of training 4 66.6 10 55.5 - - 198 73 .3 212 

b) proximity for the residence - - 6 33.3 - - 35 12.9 41 
c) interest - - - - - - 10 3.7 10 
d) chance/draw - - - - - - 27 10 27 
Others 2 33.3 2 11.1 - - - - 4 .- -
Total 6 100 18 100 - - 270 100 294 

Table IV attempts to answer the question had rise on the presence of criteria to select 
apprenticeship providing organizations. In addition to this it was also intended to gel 
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information 'for whom?' the task of placement and follow up of apprentice and in general 
the responsibility of organizing apprenticeship training was given . As it is shown in item 
number one. 108 (33.3%) of the total respondents agreed that the task of assigning the 
trainees to the training providing organizations and in general organizing apprenticeship 
program was the responsibility of a vocational councilors. Quite a reasonable proportion of 
respondents 94 (29%) from the respondents indicated that the assignment of trainees to the 
respective organizations was the responsi bility of other personnel such as 
Trainers/depaltment heads and other respondents 106 (32.7%) said the trainees them selves 
seek organizations to be enrolled for apprenticeship program. The researcher also observed 
that, during hi visit to the private TVET olleges trainees informed by the councilors to 
seek organizations to be enrolled. As the respondents in item 1 confirms that this trend also 
works in Government TVET colleges. 

For item number two, 176 (54.3%) of the total respondents reacted negatively that means, 
majority of the respondents agree that there was no such criteria to select organizations that 
shall participate in the provision of apprenticeship training. A matter of fact to find willing 
organization for this training by it self was a very difficult task. The finding for item 
number 1 further proves that the selection procedure was undertaken in relation to 
willingness of organizations and there was no uniformity in setting the requirement needed 
for organizations to be selected for the provision of apprenticeship training. 

On item number 3, respondents who replied positively regarding the presence of preset 
criteria for the selection of organizations were asked to enumerate the major elements in 
the criteria. Accordingly majority of the respondents 108 (73%) asserted that the mere 
criterion used was the availability of occupations or the relevance of the activities 
organizations engaged in to the training area in which apprenticeship training was 
demanded. Thus, even where criteria were set, important factors such as the availability of 
human and material resources in the organization were not given due attention or missing. 
Item number 4 was to answer the question, how does the number of trainees assigned to 
each organizations determined. To this end, 209 (68.3%) of the respondents answered as 
the decision was made by each organizations unilaterally. For the same question 57 
(18.6%) of them responded that the decision was made by the agreement between the 
Colleges & organizations. From this we can conclude that both of the respondents were 
correct. But organizations here would have the decisive power to receive or not to recei e 
the trainees for training at their work place. 

The last item which was included in Table IV was to investigate the criteria if any. that was 
used in the process of assigning trainees in the selected apprenticeship providing 
organizations. As it is shown on item number five, 212 (72.1%) of the respondent 
confirmed that the field of training in which the students enrolled was the detem1ining 
factor in assigning trainees for apprenticeship training. it can be conclude that the result 
which was obtained on item number 3 of Table IV was compatible with this one. 
Therefore, one can easily conclude that there was a clear dire lion towards the crit ria of 
assigning trainees for the apprenticeship training. 
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Table V 

PI'omoting apprenticeship Program 

Respondents 
Deans Su~ervisors 

No. Items No. % No. 0/0 

I Was there any activity under taken by your College 
to promote apprent iceship program? 
a)Yes 6 33.3 - -
b) No 12 66.7 - -
Total 18 100 - -

2 If Yes please specify 
a) establish a good re lation with organizations 4 66 .7 - -
b) orientation about apprenticeship is given to the - -
students 2 33.3 
Total 6 100 - -

3 Were our organi zation made familiar with issues 
relating to apprenticeship program 
a) Yes - - 13 72.2 
b) No - - 5 27.8 
Total - - 18 100 

4 If 'Yes ', how was your organization made familiar 
with the issues? 
a) Thro~gh apJ>renticeship guideline. - - 4 30.8 
b) through discussion with officials - - 4 30.8 
e) through meeting at MOE and REB - - 5 38.4 
Total - - 13 100 

Table V was to know about if there were any promotional activities undertaken in relation 
to apprenticeship training. Thus item one was constructed to assess if TVET institutes 
undertaken any activity to promote apprenticeship program in order to enhance the 
cooperation between the organization and the TVET institutes. As can be seen in item 
number one 12 (66.7%) of the respondents answered negatively. Those who responded 
positively were asked to identify the activities which were done by their respective 
institutes. As can be seen on item number 2 of the same Table, 4 (66.7%) of them said they 
had establish a good relationship with organizations by visiting organizations and discuss 
with them. The rest 2 (33.3%) said that they have given orientation about apprenticeship to 
the students. 
Item number three was also raised similar question to the concerned supervisors. Majority 
of the respondents 13 (72.2%) were responded positively towards the activities done to 
make them aware of apprenticeship program. However, those who respond positively for 
item number 3 was asked to elaborate thei,r response further on item number 4. From the 
response that was given for item number 4 we can deduce that, the organizational 
awareness came not only because of the efforts made by TVET institutes, it was also with 
the contributions of different bodies in the sector. From this it was possible to conclude 
that, TVET institutes hadn 't done that much in promoting apprenticeship training. 
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Therefore. there was a need to do more promotional activities in line with strengthening the 
relation ships with organizations. This could be done in collaboration with other 
takcholders to achieve the intended result. Otherwise the task was and is going to be the 

sole responsibility of the TVET institutes and yet needs more courage and energy year to 
year. 

Table VI 

Adequacy and appl'opriatcness of the period/time for apprenticeship Training 

Respondents 

S. Items Supervisors Trainees 
No, No. % No. % 

I The period when apprenticeship training undel1aken 
a) parallel with the College Regular class - - 92 34.1 
b) when the College C losed for vacation - - 178 65.9 

Total - - 270 270 
2 Is the period mentioned above convenient for apprenticeship 

training? - - 207 76.7 
a) Yes 
b)No - - 63 23.3 

Total - - 270 100 
3 If "No", which of the following you think is the reason? 

a) as apprenticeship training is conducted during harvesting 
time majority of the trainees involved in farming - - 3 4.7 
b) as the season is winter; it is not convenient for those who 
came from far. - - 22 34.9 
c) since it is during vacation time trainees do not prefer it - - 1 1 17.5 
d) other - - 27 42.9 

Total - - 63 100 
4 For how long did you attend apprenticeship training within 

each training period? 
a) 2 months/ 312 hours 16 88 .9 241 89.2 
3 -4 months 2 II.I 29 10.7 
b) day 's - - - -

Total 18 100 270 
5 What is your opinion towards the time mentioned in 

question No.4? 
a) highly inflated - - 15 5.5 

b) Adequate . - - 185 68.5 
c)Few - - 36 13.3 
d) very few - - 34 12.6 

Total - - 270 100 

Table VI was constructed to assess the adequacy and appropriateness of the time for 
apprenticeship training. In line with this, item number 1 was set to identify the time when 
apprenticeship training undertaken. According to the result 178 (65.9%) of trainees 
responded that apprenticeship was conducted during vacation and 92 (34.1 %) of the 
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trainees rcsponded apprenticeship training was conducted in parallel with regular class. 
From this and the discussions held with officials and students at the TVET institutes 
majority of the' colleges send trainees for apprenticeship training after they finalized in 
school training. However, some of the PrivatelNGO TVET institutes send their students for 
apprenticeship program in parallel with regular class . 

Item number 2 was made to find the opinion on the appropriateness of the period whcn 
apprenticeship training was conducted. To thi end, quite majority of the respondents, 207 
(76.7%) of traine s confirm d that the time was convenient. Those who respond negatively 
for item number 2 was asked to elaborate their reasons further on item number 3 same 
Table. The result indicates that majority of the respondents choose the alternative ealled 
"other". From this and further discussion held with vocational councilors the negative 
response was given by the private TVET students who undergone apprenticeship training 
in parallel with the regular class. 

As it was clearly indicated on the curriculum developed by MoE for middle level TVET 
program, 312 hours (2 months) apprenticeship period is mandatory for eaeh program in 
which the trainee enrolled to be certified. Based on this, item number 4 was set to check 
whether or not this allocated time was put in to practice. To this end, quite majority (89 %) 
of the respondents ascertained that the intended time on the curriculum was kept. 

Furthennore, item number 5 of Table VI was constructed to gather opinion on whether or 
not the time devoted for apprenticeship training was sufficient enough to equip them with 
the necessary skills. Accordingly, 185 (68.5%) of the student respondents confirmed that 
the time was adequate to allow trainees to grasp the intended practical skills during their 
apprenticeship period. Thus, based on the opinion of the students it can be concluded that 
the time allocated for the apprenticeship program was satisfactory. However, increasing the 
time for the future may result more practical oriented trainees for the future world of work. 
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Table VII 

Legal frameworl< for apprenticeship Training 

Respondents I 
I 

.---1 

DeanNice Vocational Supervisor Trainees Total I 
Deans Councilors 

-i No. Items No. %, No. % No. % No. % No. % I 

I Were there any laws 
backing the implementation 
of apprenticeship training? 
a) Yes 7 38.9 7 38.9 5 27.7 - - 19 
b) No II 61.1 II 61.1 13 72.2 - - 35 

Total 18 100 18 18 18 100 - - 54 
2 If 'yes', which of the 

following were used by 
your institution? (you may 
choose more than one 
answer) 
a) apprenticeship 
proclamation - - - - - - - - -
b )apprenticeship regulation - - 2 28.6 - - - - 2 
c) apprenticeship guideline 5 71.4 5 71.4 - - - - 10 

Other 2 28.6 - - - - - - 2 
Total 7 100 7 100 - - - - 14 

" How was your organization ,) 

made to provide 
apprenticeship training? 
a) On the basis of the 
request by TVET institutes - - - - 18 100 - - 18 
b) On the basis of guideline 
(order) from local 
administration office - - - - - - - - -
c) based on guideline 
(order) from Trade 
Union/Employers 
association - - - - - - - - -

Total - - - - 18 100 - - 18 
4 Did Trainees sign 

apprenticeship contract 
with organizations offering 
training? 
a) Yes 3 16.6 - - 3 16.6 69 25.5 75 
b) No 15 83.3 18 100 15 83.3 201 74.4 247 

Total 18 100 18 100 18 100 270 100 322 

On item I Table VII, respondents were asked to indicate the availability of laws backing 
implementation or apprenticeship training. The majority of the total respondents 35 
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(64.8%) respond negatively but, the rest 19 (35 .2%) of the respondents answered 
positively. This shows that there was no any legal framework known on whi ch 
apprenticeship training was based. Howevcr. somc of the rc pondents who answered 
po itively for item number 1, asked to elaborate on what bases the institutions facilitate 
apprenticeship training. Majority of them 10 (7 J .4%) of the respondents claim that they 
w rc using apprenticeship guideline to facilitatc the training. Further more. as it was 
di cussed in chapter II review of literature: 

In Ethiopia it was only on the I Sl a/March 2004 Ihat the TVET law promulgated/or 
the./irst time. This law del otes one 0/ its parts /ully f or the apprenticeship training. /n 
(hi part of the document the duties and re~ponsibilities of organizations. trainees 
and TVET institutions during apprenticeship training are staled. Besides. the main 
elements in the contract of apprenticeship training that shalf be concluded among the 
TVEr institution. an organization and an apprentice were listed in the law (Federal 
Negarit Gazerh, F'ofMarch 2004, No. 39//2004) . 

According to the above explanation, it was not possible to conclude that there was no legal 
background to facilitate apprenticeship program. The problem here may be the information 
gap on the respondent's sidc who replied negatively to the availability oflegal framework. 

All supervisors in their response to item number 3 Table VII proved that their respective 
organization made to provide apprenticeship training on the basis of the request by TVET 
institutes. Item number 4, in the same Table was intended to examine whether or not 
apprenticeship contract was signed among the three parties; trainee, TVET institutes and 
organizations. Accordingl y, significant number of respondents 247 (76.7%) responds 
negatively. From the finding, one can easily conclude that apprenticeship training 
undertaken so far had no legal foundation from which duties and responsibilities of each 
participating party were to be developed. 
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Table VIII 

Financing Apprenticeship Training 

Respondents 
S . DeanlVice Trainees Supervisor" Councilor Total 

No. Items Deans s 
No. % No. % No. % No 'Yo No. 

J Was trainee's pay for 
apprenticeship program? 
a) Yes - - - - - - - - -

b) No 18 100 270 100 18 100 18 100 324 

2 Did your organization 
make payments to 
apprentice? 
a) Yes 4 22.2 - - 3 16.6 - - 7 
b)No 14 77.7 - - 15 83.3 - - 29 

Total 18 100 - - 18 100 - - 36 
.., 

Did your organization ..> 

incur loss emanating from 
apprenticeship training? 
a) Yes - - - - 5 27.7 - - -

b) No - - - - 13 72.2 - - -
Total - - - - 18 100 - - -

4 If 'yes', which of the 
following could be the 
reason? 
a)The products of - - - - 4 18.2 - - -
apprentice are below 
quali!y standard 
b) Capacity of apprentice 
for practical work is - - - - 5 22.7 - - -

minimal 
c) Misuse of inputs by - - - - 5 22.7 - - -

apprentice 
d) Work discipline of 
apprentice is low - - - - 3 13.6 - - -

Other 5 22.7 - - -
Total - - - - 22 100 - - -

5 Did your College subsidize 
recurrent cost of 
organizations? - - - - - - - - -
a) Yes 
b) No 18 100 - - - - - - -

Total 18 100 - - - - - - -

Examining Table VIII illuminates about the condition of financing apprentice hip training. 
As it was indicated in item 1, all of the respondents provide negative answer for the item 
number one who seek answer for the question, whether or not the trainee s pay for 
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apprenticeship program. According to the result it is possible to conclude that there was no 
any paym nt done by the apprentice for the training they have enrolled in the 
organizations. 

On item number 2 table VIII, only 7 (19.4%) of the organizations confirmed that they have 
made payments for apprentice. Where as, majority 29 (80.5%) of the respondent proved 
that there was no any payment for apprentice. From this we can conclude that, majority of 
the apprentice cover their own expense during apprentice program. 

Item number 3 Table VIII, was regarding the loss incurred by organizations in providing 
apprenticeship training. As it was shown in Table, majority 13 (72.2%) of supervisors 
responded negatively. Only few respondents 5 (27.7%) replied positively. Those 
respondents who replied positively was further demanded to elaborate their reason in item 
number 4 Table VIII. Accordingly, the alternatives given for item number 4 were accepted 
as the main reason almost equally by all respondents. Some of the reasons were: The 
products of apprentice were below quality standard, the capacity of apprentice for practical 
work was minimal and misuse of inputs by apprentice, work discipline of apprentice was 
low and others. 

The last item in Table VIn was constructed to examine whether or not the recurrent costs 
of organizations offering apprenticeship training were covered. To this end, all of the deans 
respond negatively. This implies that, all apprenticeship provider organizations covered 
their costs. Thus, it can be concluded that the problem of finance may cause organizations 
to be reluctant in providing apprenticeship training. 
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Table IX 

Rea on for Exclusion of Trainees from Apprenticeship Training 

Respondents 

• s. Items Vocational DeanlVie 
No. Trainees councilors Deans Total 

No. % No. % No. % No. % 

1 Did trainees forced not to 
attain apprenticeship 
training? 
a) Yes 42 15.5 4 22.2 7 38.9 53 17.3 
b) No 228 84.4 14 77.8 11 61.1 253 82.7 

Total 270 100 18 100 18 100 306 
2 If yes, which one of the 

following was the reason? 
a) lack of organizations 12 28.5 3 30 2 28.5 17 32.1 
b) Inconvenience of the 
time 3 7.1 - 30 - - 3 5.6 
c) Reluctance of the 
trainees 7 16.6 - 30 - - 7 13.2 
d) Shortage of manpower 
to organize apprenticeship 10 23.8 - - - - 10 18.9 
Other 10 23.8 1 10 5 71.4 16 30.1 

Total 42 100 4 100 7 100 53 
3 Did some trainees quit 

apprenticeship training? 
a) Yes 38 14.1 5 27.7 - - 43 14.9 
b) No 232 85.9 13 72.2 - - 245 85.1 

Total 270 100 18 100 - - 288 
4 If 'yes ', the reason was? 

a) Assignment on the 
duties other than field of 
training 19 50 5 26.3 - - 24 42.1 
b) The period overlaps 
with other activitiesl such 
as farming 1 2.6 - - - - 1 1.7 
c) Financial problem 4 10.5 - - - - 4 7 
d) Health problem 6 15.8 4 21 - - 9 17.5 
e) The organization was 
far from their area 8 21 5 26.3 - - 13 22.8 
Other - - 5 26.3 - - 5 8.7 

Total 38 100 19 100 57 
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Table IX was designed to identify whether or not some legible trainees were completely 
excluded from apprenticeship program due to factors beyond their control. To this end, on 
item number I the majority 253 (82.7%) of the respondents replied negatively and only 53 
(17.3%) of the respondents answered positively. Those who respond positively had been 
requested further to elaborate the reason for exclusion. Accordingly, as it has been shown 
on item number 2 the respondents identify different reasons for the case. Out of these 
rea ons; absence of adequate organizations reluctance of the trainees, inconvenience of the 
period, and others were mentioned as a bottle necks. 

The third item was to know about trainees who quit apprenticeship training. To this end, 
majority 245 (85 .1%) of the total respondent replied negatively. Whereas 43 (14.9%) of the 
total respondents answered positively. To be more clear on this case, those who gave a 
positive response had been asked to identify their reason. Accordingly, on item number 4 
from the altematives given majority 24 (42.1%) of the respondents replied that the reason 
was due to the assignment on duties other than their field of study. The second majority 13 
(22.8%) of the respondents identified their reason to quit apprenticeship program was 
because of the distance of organization in which they were assigned. The rest of them 
specified the reasons like health and financial problems. 

From this result, one can easily conclude that whatever the number may increase or 
decrease those problems were the cause of dropouts. Therefore, they should be considered 
in the process of implementing apprenticeship, to minimize the dropout of trainees from 
apprenticeship program. 
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Table X 

Readiness of organization in offering apprenticeship Training 

Respondents 
Item Trainee Vocational DeanNic Supcrvi or Total 

No. councilors e Deans s 
No. % NO. % No. % No. % No. 

I Which of the following 
was not practiced by 
organization 
a) willingness to recei e 81 30 7 38.9 - - - - 88 
trainees 
b) To assign apprentice 
appropriate to his/her 114 42.2 6 33.3 - - - - 120 
training area 
c) To assign capable 
workplace-supervisor 130 48.1 10 55.5 - - - - 140 
d) To acquaint 
apprentice with work 95 35.2 2 II. I - - - - 97 
methods of the 
organization 
e) To consider the trainee 
as a regular employee 42 15.5 5 27.7 - - - - 47 
f) To evaluate the 
apprentice and submit the 44 16.3 4 22.2 - - - - 48 
results. 
g) Willingness to 
cooperate with TVET 32 I\.9 I 5.5 - - - - 33 
colleges 

2 Interests of organization 
to provide apprenticeship 
training in the future? 
a) High - - - - - - 7 38.9 7 
b) Medium - - - - - - 10 55.5 10 
c) low - - - - - - I 5.5 1 

Total - - - - - - 18 100 
3 Commitment of 

organ izations to provide 
apprenticeship - - - - 10 55.5 
a) high 
b) Medium - - - - 5 27.7 
c) low - - - 3 16.7 

Total - - - - 18 100 

As it has been strongly emphasized on the review of related literature, TVET must 
increasingly be linked with the world of work in order to produce the intended skilled 
manpower. 1 he designed curriculum for TVET have also placed a great emphasis on 
workplaces and the personnel in them to provide relevant conceptualized job-specific 
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learning opportunities in a manner that will contribute to the growing pool of qualified 
workers in a cost effective manner. The critical issue is to what extent work places are 
committed, and able to meet, this challenge. Based on this, items in Table X were designed 
to investigate the extent to which apprenticeship training offering organizations meet the 
crucial factors necessary to realize the training. Accordingly [rom the alternatives given on 
item number one 140 (48.6%) of the respondents said that: organization failed to assign a 
capable supervisor who could follow the day-to-day performance of the apprentice and 
give a proper guidance to familiarize them selves with the workplace; the other 97 (33 .7%) 
of the respondents confirm that organizations were not helping trainees to acquaint the 
apprentice with work methods of the organization' 120 (4 J .6%) of the respondents 
ascertained that organizations were not ready to assign the apprentice in a place appropriate 
to his/her field of training; 88 (30.5%) of the respondents assured that organizations were 
not willing to receive trainees and provide apprenticeship training. other group of 
respondents were favored other alternatives which was given to item numberl. 

The second item was a question raised to supervisors/employees of organizations. The 
intention was to know about the interests of organizations to provide apprenticeship 
program for the future. Accordingly, 10 (55.5%) of the respondents said the interest of the 
organizations was medium, other group of respondents 7 (38.9%) said the interest of the 
organizations was high and the rest of them said low. 

The last item was aimed at to evaluate the commitment of the organization to provide 
apprenticeship training. To this end, J 0 (55.5%) of deans said organizations are highly 
committed to provide apprenticeship training, 5 (27.7%) of them said the commitment of 
the organizations was medium and the rest of them replied as they were not committed or 
their commitment for the program was 10~1V. 

Therefore, the findings reveal that the readiness of the organizations to offer apprenticeship 
training to the intended quality level was not reached up. Thus, it sounds logical to infer 
that the awareness of organizations towards the mutual benefits derived from 
apprenticeship training was very low, and this eventually leads organizations to consider 
apprenticeship training as some thing imposed on them and for which they should look for 
way out than cooperating. 
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Table XI 

Assignment of Supcrvi OI"S, Capability and willingness of Supervisors 
to support apprentice 

Respondents 
S. Vocational DeanNice Total 

No. Item Trainees Supel-visors councilol's Deans 

I 

2 

3 

4 

No. % No. % No. % No. % No. 0/0 

Did an 
organ ization 
a ign supervi or? 155 57.4 - - - - - - 155 57.4 
a) Yes 
b) No 115 42.6 - - - - - - 115 42.6 
If "ye ", how do 
you rate the 
capacity of your 
supervisor? 56 36.1 8 44.4 3 16.6 - - 67 35.1 
a) High 
b) Medium 92 59.3 10 55,5 10 55.5 - - 112 58.6 
c) Low 7 4.5 - - 5 27.8 - - 12 6.3 
Did the college 
assign teacher-
supervisor 144 53.3 4 22.2 15 83.3 163 53.3 
a) Yes 
b) No 126 46.7 14 77.8 3 16.7 143 46.7 
If "yes", how 
frequent was the 
follow-up? 40 27.7 - - 40 27.0 
a) Daily 
b)Once in a week 15 10.4 - - 15 10.1 
c) Once 111 two 10 6.9 - - 10 6.7 
weeks 
d) Monthly 79 54.9 4 100 83 56.1 

Table XI was constructed to assess the assignment, willingness and capability of 
supervisors. Accordingly, in item number one the respondents were asked to testify 
whether or not an organization assign supervisor to guide and follow up trainees work 
during apprenticeship training. To this end, 155 (57.4%) of them respond positively. The 
rest 115 (42.6%) of the respondents reply negatively. The respondents who said 'yes', for 
question number one was demanded to evaluate the capacity of their supervisor to train. As 
can be seen on item number two of the same Table 112 (58.6%) and 67 (35.1%) of the total 
respondents reply as medium and high respectively for the capacity of the supervisors to 
train them. From this it is possible to say that more than half of the organization was in the 
right track to assign efficient supervisors. While quite a number of respondents 115 
(42.6%) replied negatively. This result would lead to a conclusion that quite a number of 
organizations are not in a position to assign the required personnel that could help trainees 
to the level best as it was intended during apprenticeship period. 
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Item number 3 Table XI was raised to assess whether or not the TVET colleges assign 
professional teacher-supervisor who follow-up trainee's progress during apprenticeship 
training. As it was indicated in the Table 163 (53.3%) of the total respondent s replied 
positively. The rest 143 (46.7%) of them responded negatively. According to the result. 
Majority (53.3) of the respondents confirmed that the institutes are assigning teacher-
upervisors during apprenticeship time. On the other hand, quite a large percentage (46.7) 

of the respondents replied that there were no teacher-supervisors assigned for them. 

Item number 4 same Table, was to know about the frequency o[ the follow-up done by 
Teacher-supervisors. As the result reveals, 83 (56.1 %) of the total respondents replied that 
the follow-up was done once in a month time. In addition to that, through the discussion 
held with vocational councilors the researcher understood that the daily follow-up was 
made by some non governmental TVET providers who had a production center in side their 
institutes. Therefore, it is possible to conclude that in many TVET Colleges the follow up 
was not done frequently. While, in some TVET institutes there was no any teacher­
supervisor assigned at all for this purpose. 

Table XII 

Performance of Trainees during apprenticeship Training 

Alternatives 
Items High Medium Low Total 

No. 0/0 No. 0/0 No. 0/0 No. 0/0 
A. To diligently perform 
apprenticeship training 8 44.4 10 55.5 - - 18 100 
B. To be acquired with work 
method of the Organization 8 44.4 10 55.5 - - 18 100 
C. To utilize materials with care 5 27.7 13 72.2 - - 18 100 
and economy 
D. The ability to perform 8 44.4 10 55.5 - - 18 100 
practical activities 
E. The ability to cooperate with I 
other employees 8 44.4 10 55.5 - - 18 100 
F. The ability to utilize input 7 38.9 8 44.4 3 16.6 18 100 
efficiency 
G. The quality of goods they 5 27.7 14 77.7 3 16.6 18 100 
produce 
H. The ability to use office 7 38.9 11 61.1 - - 18 100 
equipments 

Thc items in Table XII were designed to investigate the state of trainees' performance and 
readiness to accomplish apprenticeship training effectively. Thus, among the performance 
indicators given, a significant number of organization supervisors (77.7%) respond for the 
quality of goods they produce, (72.2%) for the ability of trainers to utilize materials with 
care and economy and (61.1 %) them for the ability to use office equipments as medium. 
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The oth r (55.5%) of the respondents said, to diligently perform the apprenticeship 
training. to b acquired with work method of the organization and the ability to perform 
practical acti ities and the abi lit to cooperate with other employees could be rated a 
medium. As can be seen from the table except one option almost all alternatives were rated 
abov average. Thus, it is p ssible to conclude that trainees are read y enough to be a good 
learner in side the organization and if they have got the required assistance during their 
apprenticeship p riod they can grasp the neccssary skills that would make them competent 
in th orld of work. 

Table XIII 

The Quality and Relevance of Apprenticeship Training to Occupational 
Areas 

Alternatives 
s. Items High Medium Low Total 

NO. No. % No. % No. % No. 
1 Ilow do you evaluate the relevance 

of the acti ities you have undergone 
during the apprenticeship time to 
your occupational training? 75 27.7 153 56.7 42 15.5 270 

2 If your response for question No. I 
IS low or no relationship at all , 
which one of the following could be 
the reason? 
a) The occupation in which you 
trained was not among the activities 
in the organization 12 28.6 
b) Reluctance of the organization to 
assign you according to your 
occupation 30 71.4 
c) Your reluctance to the training; 
even if you are assigned to your - - - - - - -
occupation 
d) Improper training at the College -
e) Your failure to regularly attend 
the apprenticeship training - - - - - - -

3 How do you evaluate the degree of 
apprenticeship training to the skills 
acquired from TVET colleges? 93 34.4 156 57.7 21 7.8 270 

In Table XJJI item number 1 trainees were asked to rate the quality and state of relevance 
bctween the workplace practical activities and the training given in TVET colleges. 
Accordingly, 153 (56.7%) of the respondents' ratings reveal that its relevance was medium. 
From the alternatives given to item number 2, majorities 30 (71.4%) of respondent 
confirmed that the reluctance of organizations to assign them according to their field of 
study is one of the main rea ons that affect the relevance. On the other hand, the occupation 
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in which the apprentice ·trained in the college was not relevant to the actlvltIes in the 
organization. In addition to this, the problem of allowing flexibility for exercising various 
skiIls according to the contents prepared for the apprenticeship training in the curriculum 
was another reason to hinder the quality of apprenticeship training. 

Itcm 3 Table XIlI, was designed to rate the degree of apprenticeship training to the skills 
acquired from TVET Colleges. As the result shown in the Table 156 (57.7%) of the 
respondents rated the skills [rom TVET colleges as medium. Thus, from the findings it can 
be inferred that the time spent by apprentice to gain a meaningful work experience from 
organizations was not that much worthwhile. 

Table XIV 
Availability, Adequacy and Similarity of Workshop Facility for 

Practical Training 

Alternatives 
S. Deans Supervisors Trainees Total 

No Items No % NO. % No % NO. % 
. 

1 Availability & appropriateness of 
equipments & materials used for 
practical training IJ1 the TVET 
institution and organizations? 

High 8 44.4 6 33.3 14 38.9 
Medium 10 55.5 8 44.4 18 50 

Low - - 4 22.2 4 11.1 
Total 18 100 18 100 36 100 

2 The similarity & adequacy of 
equipments and materials for 
practical training in an organizations 
and TVET institutions? 

High 

5 27.7 56 20.7 61 21.9 
Medium 10 55.5 16 60.7 174 60.4 

4 
Low 3 16.7 60 18.6 53 18.4 

Total 18 100 27 100 288 100 
0 

3 If your response to question No.2 is , 
'low', which one of them is well 
equipped? 
A. The training institution - -
B. The organizations 3 100 
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Table XIV was constructed to rate the availability, appropriateness, adequacy and 
similarity of workshop facility for practical training. Accordingly, in item number I 
respondents asked to rate the availability & appropriateness of equipments and materials 
used for practical training in TVET institutes and organizations. To this end, a great 
majority of respondents on aggregate 32 (88.9%) of deans and super isors rated this item 
as medium and above. From this result it was possible to conclude that the necessary 
equipments and materials for practical purpose were available and appropriate in both 
TVET colleges and apprenticeship providing organizations. 

Item 2 in Table XI ,was regarding the similarity and adequacy of equipments/materials 
in the organizations and TVET institutes. Accordingly, 235 (82.3%) of the respondent's on 
aggregate rate this item as medium and above. From the result majority of the respondents 
proved the availability of similar and adequate equipments in the institution and 
apprenticeship providing organizations. But in referring the equipments and materials 
demanded for the level of 10+3 program in TVET curriculum one can easily conclude that 
the facilities in both TVET institutes and organizations was not to the standards as it was 
demanded in the curriculum. This implies that workshop equipments with particular 
emphasis on relevance to the situation in the world of work, appropriateness to the contents 
of the curriculum, appropriateness to the capacity of the trainees and up-to datedness were 
found to be less than the required level. 
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Table XV 

Factors Hindering Effectiveness of Apprenticeship in TVET 

Respondents 
S. Items Trainees Superviso 

No. rs 
No. % No. % 

1 Which of the following problems prevail In your 
college? -
a) hOltage of Trainers 53 19.6 
b) Low skill of trainers 78 28.9 - -
c) Shortage of training materials 93 34.4 - -
d) Shortage of inputs for practical training 74 27.4 - -
d) Shortage of reference material 67 24.8 - -
Other 28 10.4 - -

2 Do the problems in TVET colleges have repercussion 
on the apprenticeship training? a) Yes 96 35.5 - -

b) No 174 64.4 - -

3 If 'yes ' which of the following could be the causes? 
a) The problem related to uncovered courses 18 18.7 - -
b) shortage of materials and equipments 20 20.8 - -
c) Presence of practically inexperienced tasks 52 54.1 - -
d) Personal failures to properly attend the training 2 2.1 
Other 4 4.2 

4 Factors hindering effectiveness of apprenticeship 
training? 
a) The lack or inapplicability of apprenticeship 
guideline 2 3.1 
b) Lack of partnership between organization and TVET - -
institutions 13 20 
c) Reluctance of organizations to cooperate - - 13 20 
d) Mismatch between number of trainees and - -
capacities of organizations 15 23.1 
e) Financial problems - - 5 7.7 
f) Lack of awareness on the importance of - -
apprenticeship 17 26.1 

Table XV was designed to identify factors that hinder effecti e implementation of 
apprenticeship training. In line with this, item number 1 was about the factors that hinder 
effective implementation of apprenticeship training. Out of the alternatives given in item 
number one. almost all of them identified a thc problems prevailed in the college. 
However, shortage of training materials, Low skill of trainers, shortage of inputs for 
practical training, shortage of reference materials and shortage of Trainers are some of the 
problems prevailed at the colleges during in school training. 
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In item number 2 respondents wa asked whether or not the problems in TVET colleges 
ha repercussion on the apprenticeship training. To this end, majority 174 (64.4 %) of the 
trainees replied negatively. Those who respond positive answers for item number two were 
further elaborate their reasons. Accordingly, 52 (54.1%) of the respondents testified that 
the cause for the repercussion these problems was the presence of practically inexperienced 
tasks due to shortage of inputs during apprenticeship training. 

Item number 4 also has almost the same intention as the above items. For this item, the 
respondents were supervi 01'S at organizations. In their response many of the alternatives 
given had been selected as the reasons that hinder the smooth implementation of 
apprenticeship training. But those who choose the alternative, mismatch between the 
nwnber of trainees and apprenticeship providing organization were a bit higher than the 
other options. Therefore, from the findings it can be inferred that factors that negatively 
affects successful completion of apprenticeship training emanated from both social and 
administrative factors. Lack of partnership between organization and TVET institutions, 
reluctance of organizations to cooperate and financial problems were also the reasons that 
may hinder the effective implementation of the program. Therefore, during organizing and 
planning apprenticeship training, the need for involving all stakeholders so as to minimize 
problems to be encountered and to guarantee smooth implementation was essential. 

Table XVI 

Incentives given to Organizations 

Respondents 
S. Deans Supervisor Total 
No. Items s 

No. % No. % No. % 
1 Were there any incentive given to 

organization 
a) Yes 6 33.3 3 16.6 9 25 
b) No 12 66.6 15 83.3 27 75 

2 If 'yes', what was an incentive given? 
a) Tax exemption - - - - - -
b) Free training for employees of the 
organ ization - - - - - -
c) Charge free provision of land for 
expansion - - - - - -
d) Letter of thanks or certificate of 
condolence 5 83.3 3 50 8 66.6 
Other 1 16.6 3 50 4 33.3 

3 

Table XVI was constructed to assess whether or not some kind of incentives \. as given to 
apprenticeship providing organizations. In line with this, 27 (75%) of the respondents 
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ascertained that there was no any incentives givcn to organizations. For the same question 
about (25%) of the respondents replied positively. Those who gave a positive response 
were [U1ther demanded to identify what kind of incentives was given to those 
organizations. As it was shown in item 2 of the same Table (66.6%) of the respondents 
identified that the incentives given was letter of thanks or certificate of condolence on the 
graduation ceremony. On the oth r hand, during the discussion held with vocational 
coullci lor and supervisor at the health center, the researcher understood that, one of private 
TVET College had donated some medical instruments to the health center which provide 
apprenticeship training and the relationship between the institute and the health center was 
established because of apprenticeship program. From these findings, it is possible to 
conclud that there is a beginning and should be grown up to guarantee further cooperation 
of organizations to enhance effective implementation of apprenticeship program. 

! 

s. I NO. 

1 

2 

3 

4 

5 

Table XVII 

Availability of proper Guidance and Counseling Service 
in TVET Institutions 

Respondents 
Vocationa DeanNice 

Items 1 Deans 
Councilor 

s 
No. % No. % 

Was there a trained vocational councilor in the college? 
a) Yes - - 13 72.2 
b) No - - 5 27.7 

Total - - 18 100 
[fyes what were the main duties & responsibilities? 
a) Placement and supervision of apprenticeship - - 10 77 
b) Job placement for your graduates - - 3 23 

Total - - 13 100 
The task as a Vocational Counselor is given to you: 
a) Only as a major duty 8 44.4 - -
b) In addition to other tasks 10 55.5 - -

Total 18 100 
Were you given training on vocational counseling? 
a) Yes 5 27.7 - -
b) No 13 72.2 - -

Total 18 100 - -
If 'yes', please state when and by whom the training 
offered? 
a) Addis Ababa Education Bureau 3 60 - -
b) MOE 2 40 - -
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Table XVII wa designed to assess the avai labi lity of proper Guidance and Counseling 
ervice in TVET Institutions under study. To this end, item number 1 was set to check the 

availabili ty of a trained vocational councilor in the college. As it was shown in the Table, 
majority of the respondents 13 (72 .2%) proved the presence of vocational councilor. 
However, some (27.7%) of the respondents replied negatively. 

Item number 2 of the same Table a question was raised for those who respond positively 
for the pre ence of a councilor. The item seeks an answer for the que tion, what were the 
main duties and responsibilities of the Councilor in relation to apprenticeship program. 
From the alternatives given, 10 (77%) of the respondents said the duty of a vocational 
councilor is placement and supervision of apprentices. The rest of the respondents (23%) 
said the councilors also engaged in job placement activities with request of organizations 
who seek to employ the graduates from their institutes . 

Item number 3 was about the task of vocational councilors, 10 (55.5%) of the respondents 
confirmed that the task of a councilor was given to them in addition to other duties. Based 
on the observation made during this study and the result obtained, it is possible to conclude 
that, in some private TVET institutes even the term guidance and counseling was not used 
properly. When the time to send students for apprenticeship program had come, some one 
would be assigned in addition to his normal duty and engaged in such an activity for which 
he/she was not well prepared 

Item 4 was to know about whether or not the councilors have given any kind of training in 
relation to vocational counseling. To this end, 13 (72 .2%) of the respondents replied 
negatively and other group of respondents 5 (27.7%) answered positively. Those who gave 
a positive response were asked to specify when and by whom the training was delivered . 
Accordingly, as it was shown in item 5 of the same Table, some said the training was 
delivered by the Region Education Bureau, others said by the Ministry of Education. 

From the above results, it was possible to conclude that the existing guidance and 
counseling services in our TVET system lags much behind and was not in a position to 
deliver the service as it was already discussed above. The service should be furnished with 
the necessary facilities and trained manpower to deliver the effective and efficient 
counseling services in both governmental and private TVET institutes. 
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Table XIII 

Comparison between Apprenticeship Providing Organizations 

Alternati yes 
S. High Medium Low 

No Items ~ 
No. % No. % No. % No. % - ---

How do you evaluate th e 
extent of partnership 

1 between your college and 
apprenticeship providing 
organ izations? 
a) Government 10 55.5 6 33.3 2 11.1 18 100 
b) Private 3 16.6 8 44.4 7 38.9 18 100 
c) NGO - - 6 33.3 12 66.6 18 100 

Table XIII was designed to compare the level of cooperation between government, private 
and non governmental organizations in providing apprenticeship training. To this end, 10 
(55.5%) of the respondent-deans rated the cooperation level for governmental 
organizations as high, those of privates as medium and non governmental organizations 
was rated as minimum cooperation. In addition to that, the discussion held with trainees at 
private colleges reveals some organizations discriminate between private and governmental 
institute trainees to receive and provide apprenticeship training. Therefore, this problem 
could be solved and all the trainees must be equally treated by the organizations that 
provide apprenticeship training. 

Opinion of respondents for the open-ended items 
and interview results summery 

A. Regarding the major problems students faced during apprenticeship training 

The following are summery of results for the interview and suggestions that were given by 
the respondents to the open ended questionnaire regarding the major problems encountered 
during apprenticeship program. It is very important to note that, the suggestions mentioned 
below was supported with above (50%) of the respondents and almost all are similar to the 
items which was used in the questionnaire. 

• Scarcity of raw materials for practical work. 
• Due to the assignment of trainees in organizations that are far fro111 the trainees' 

residence which incurs transportation cost. 
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• Thc problem of assigning appropriate supervisors for the respected occupations 
and the problem of academic preparedness on assigned supervisors to assist and 
evaluate trainees ro the level best. 

• The problem of a signing supervisors by TVET institutes to follow the activities 
p rformed by trainers during apprenticeship period. 

• The problem of discrimination between Government and Private TVET trainers in 
some apprenticeship providing organizations. 

• Delaine [rom apprenticeship program because of the mismatch bctween the 
number ofTVET tudents and apprenticeship providing organizations. 

• The problem assigning other than the field of training and over loading the trainees 
with activities other than their occupations. 

• In some colleges the trainees are forced to find organizations for apprenticeship 
training. 

• Lack of willingness on the part of industries and enterprises to allow students to 
practice in their complex. 

• Financial problems. 
• The problem due to conducting apprenticeship program in parallel with in school 

training. 
• The Government TVET providers send the trainees to apprenticeship program after 

they finish the three year in school training whereas, trainees in private/non 
governmental TVET colleges enrolled in the program every year after they 
complete in chool training. 

S. Suggested solutions to mitigate the problems listed above. 
• Mechanism should be devised to share the cost incurred by organizations to ensure 

the availability of raw materials and other scared resources. 
• Trainees should be assigned in close proximity to their area if possible, otherwise 

the institutes and other stakeholders should work closely to alleviate the 
transportation problem. 

• Organization that provides apprenticeship training should assign supervisors who 
had the relevant academic and professional readiness. 

• Organizations providing apprenticeship training should treat trainees equally and 
fairly what ever the institutions came from. TVET institutes should work closely 
with organizations to facilitate the enrolment of their trainees to a maximum 
capacity and according to the scheduled time to alleviate the delaines problem. 

• There is need to perform a continuous and planned awareness creation activity to 
alleviate misconceptions on apprenticeship program and to create a regulatory 
body with full capacity. 

• The private TVET providers should made a study on the advantage and 
disadvantages of conducting apprenticeship program in parallel with regular class 
and corne to a decision that best fit for the purpose. 

• The concerned body should makc some kind of decision to allow the 
implementation of apprenticeship program in accordance to th designed 
curriculum. 
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CHAPTER FIVE 

SUMMERY, CONCLUSION AND RECOMMENDATIONS 

5.1 Summary of the Findings 

The Main objectives of thi s study was to identify success and challenges encountered in 
implementing apprenticeship program in some selected Government, Non 
Go ernmentlPrivate TVET colleges in Addis Ababa City Administrati ve Region . More 
explicitly, it aims:-

• To examine the extent to which the guidelines set in the curriculum are put into 
practice. 

• To evaluate the attitude, capability and limitation of both stakeholders in effectively 
implementing apprenticeship program according to the planned·curriculum . 

• To identify the major problems encountered in the implementation of apprenticeship 
program and suggest the possible remedial actions. 

Accordingly, basic questions addressing the fundamental factors that determine the 
implementation and quality of apprenticeship training such as legal framework, the state of 
readiness and resources in the organization, roles that are not prevalent by the major actors, 
financial , material and human factors and prominent administrative, social and economic 
problems were raised. Based on the results of data analysis, the following short listed major 
findings were reached up. 

1. All TVET college deans were qualified with first and second degree. According to the 
staff profile for middle level TVET institutes (MOE, 2004); this qualification attains 
the required level. Majority 12 (66.7%) of the Vocational councilors were also holds 
first degree. As the finding reveals, many of the councilors from private TVET 
providers were not in accordance to the intended qualifications to provide the proper 
guidance and counseling service. Regarding supervisors, majority 12 (66.7%) of them 
were not attaining the required qualification. 

2. Only few Government college deans had a vocational education background. But the 
rest of them were from other professions. As the finding indicated, (66.7%) of 
Vocational councilors were qualified to the level demanded by TVET curriculum. but 
since, the background of many of the vocational councilors were other than 
vocational education and the duty as a vocational councilor was given to them as an 
additional task, it was very difficult to conclude that there was an effective counseling 
service provided to the trainees . Regarding the field of study for supervisors the 
finding indicates that, majority of them didn't specify their field of study. From this it 
is possible to conclude that, they didn ' t attain the required quali fic ation to supervise 
the trainees to the intended level of quality. t 

3. The majority 15 (83.3%) of college deans had 1-5 years of experience in their present 
position. The same was true regarding service_year of vocational co uncilors. Majority 
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11 (61.1 %) of supervisor at the organizations level had 16 and above years of 
experience. From this it was possible to conclude that they have a very good 
experience obtained through an extended years of service. Out of the total trainers 
subjected to this study 1 17 (43.3%) of them were females. From this it was concluded 
that the distribution of TVET between Male and Female were become even from time 
to time. The training program students enrolled was 10 + 3. 

4. The majority 185 (68.5%) trainee's parent was civil servants and only a small portion 
of them were farmers. This result was an indicator that currently TVET institutes are 
widely expanded all over the country as a result· farmers may not force to send their 
children's to big cities like Addis Ababa. Regarding the field of study in which 
students were enrolled quite majority 6 (89%) oftbe departments from 7 departments 
presently provided at TVET colleges were addressed in the study in a way to collect a 
representative data from the subjects . 

5. According to the finding, majority 216 (80%) of the trainees live with their parents 
during apprenticeship training. However, they travel a minimum of 10 kilometers 
every day. This implies that there was an expense needed for transportation. Thus, the 
financial requirement for apprenticeship program was not only those directly 
associated with training in the organizations but, it was also an extra personal expense 
of the trainees for transportations and others. 

6. According to the result (33.3%) of the respondents assured that, placement and 
follow-up of apprenticeship program or generally scheduling and organizing 
apprenticeship program was the responsibility of vocational councilors. In addition to 
that, quite a reasonable portion (32.7%) of the respondents confirmed that. trainees 
themselves seek organizations to be enrolled for apprenticeship program . 

7. Majority (54.3%) of respondents said, there was no any criteria for the selection of 
organizations to participate in the provision of apprenticeship training. It is rather 
based on their willingness and availability of occupations or the rele ance of the 
activities in which organizations engaged in to the training area in which apprentices 
were enrolled. According to the finding, the number of trainees to be assigned to each 
organization was decided in two ways: (68.3%) of the respondents said organizations 
decide unilaterally and (18.6%) of them said the decision was made by the agreement 
between the TVET institutes and apprenticeship providing organizations. 

8. From the results obtained, majority (66.7%) confirmed that there were no any 
significant promotional activities conducted by TVET institutes and other 
stakeholders. As a result the task of facilitating, organizing and getting the will of 
organizations to offer apprenticeship training remained the sole responsibility of 
TVET institutes and yet need more and more courage and energy year to year. 

9. Majority (65.9%) of the respondents confirmed that TVET colleges send students for 
apprenticeship training program immediately after in school training completed or 
during vacation time. On the other hand, quite a number of respondents (34.1 %) 
confirmed that Private/ NGO TVET colleges enrolled their trainees in apprenticeship 
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program in parallel with regular class (in-school training). Regarding the convenience 
of apprenticeship period, majority (76.7) of the respondents agree with the 
convenience of the period. While trainees from some private colleges were 
disagreeing with this because trainees in these colleges undergone apprenticeship 
training in parallel with regular class and organizations were not happy with that. 

10. According to the finding, quite majority (89.2 %) of the respondents confirmed that 
time allocated for apprenticeship program (312 hours/2months) were kept. Regarding 
the adequacy majority (68.5%) of the respondents testify that the time for 
apprenticeship program was adequate. 

11. For the majority (64.8%) of the respondents, there were no any Jaws backing 
apprenticeship training. But from the evidence in the document analysis, it was found 
out that apprenticeship was conducted based on the guidelines mentioned in the 
curriculum. In addition to that, for (76.7%) the respondents there was no any contract 
agreement signed between the trainees, organizations and TVET colleges. Thus, 
apprenticeship training undertaken so far had no legal foundation from which duties 
and responsibilities of each participating party to be developed. 

12. Regarding the financing of apprenticeship program the findings revealed that, (100%) 
said trainees were not charged directly by the organizations. On the other hand 
(80.5%) of respondents confirmed that trainees were not paid for their labor that was 
used in the production of goods and services. But quite a few ( 27.7) percentage of 
respondents confirmed that only few organizations and TVET institutes pay pocket 
money and transportation fees for trainees during apprenticeship period. The overt or 
direct activities relating to apprenticeship training that demands monetary 
expenditures such as trainees' personal expenses (transport, food etc) and work 
related expenses (raw materials running , depreciation, maintenance, etc) were 
covered by families and apprenticeship offering organizations respectively. 

13. From the results of the finding, only few (17.3%) of respondents said, trainees were 
completely excluded from apprenticeship program due to the reasons beyond their 
control. Some of the reasons mentioned was, absence of adequate organizations, 
reluctance of the trainees, inconvenience of the period and others were identified as 
major once. On the other hand, according to the respondents trainees quit 
apprenticeship program because of the reasons such as, assignment of other than their 
field of study, organizations in which they were enrolled were far from their 
residence, health and financial problems. 

14. According to the finding, the following responsibilities was not practiced by 
organizations that offer apprenticeship training: 

• To assign capable supervisors who could follow the day-to-day activities of 
the apprentice and provide a proper guidance to familiarize them with the 
work place. 

• To assign the apprentice in a place appropriate to hislher training area. 
• To acquaint the apprentice with work methods of the organization. 
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• Willingness to receive trainees and provide apprenticeship training. 
On the other hand, commitments of organizations to provide apprenticeship training 
were rated as medium and interests of organizations to provide apprenticeship 
training for the future was also rated as medium . 

15 . Majority (57.4%) of the respondents said. organizations assign supervisors to follow 
the activities of the trainees. According to (58.6%) of the respondents, the capacity of 
supervisors rated as medium. This implies that, quite a number of organization 
supervisors were not in a position to provide training to a level best. On the other 
hand as the finding reveals, majority (53.3%) of the respondents said, TVET colleges 
were assign teacher-supervisors and the follow up was done by them once in a month 
time. 

16. According to the finding, duties and responsibilities of trainees during apprenticeship 
training that was rated as above average was the following; the quality of goods they 
produce (77.7%), to utilize materials with care and economy (72.2%), the ability to 
use office equipments (61.1 %), to delightly perform apprenticeship training, to be 
acquired with work method of the organizations, the ability to perform practical 
activities and the ability to cooperate with other employees was rated as (55.5%). 

17. Regarding the relevance of activities performed during apprenticeship training to the 
skills acquired from TVET colleges, for the majority (56.7%) of the respondents it 
was found to be medium. The main reason mentioned for this was, reluctance of 
organizations to assign trainees at the right place, routines of the job and non 
existence of their field in the organizations come at the top list of and were common 
in most places . 

18. Regarding the presence of guidance and counseling service at TVET colleges the 
majority (72.2%) proved the availability of vocational councilors. The major duty of 
the councilors was placement and supervision of apprentice. Quite a few (27.7%) of 
respondents were also mentioned that, vocational councilors were also engaged in job 
placement activities in accordance with the request of different organizations. 
Majority (55.5%) of the councilors were also confirmed that, the task as a vocational 
councilor was given to them in addition to other responsibility. Concerning the 
training quite a few (27.7%) of councilors said, they were given training. 

19. According to the finding, majority of the respondent doesn't have a record on the 
number of organizations that cooperate with them. The extent of partnership between 
TVET colleges and organizations that provide apprenticeship training were rated as 
high for Government, medium for private and low for Non governmental 
organizations. Additionally, it was found out that some organizations discriminate 
between private and government trainees to receive them in their respective 
organizations. 
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5.2 Conclusion 

In light of the findings of the study, the following conclusions are drawn; 

1. As it was stated in development strategy of the agricultural led industrialization in 
Ethiopia, large, medium, small and micro industrial establishment, as well as 
construction and service enterprise will create employment opportunities if proved 
with skill full human resources. Thus, to provide the necessary middle level skilled 
manpower MoE developed the curriculum for about 28 trades and the training was 
given in both Government and Non govemment institutes using this Curriculum. 
The purpose of offering apprenticeship training in different enterprises was to 
familiarize trainees with real work life who eventually qualify as self or wage 
employees in their specialized areas. Therefore, factors considered in planning the 
program can be summarized as:-
• The demand of skilled labor due to the growth of large, medium, small and micro 

industrial establishment, as well as construction and service industries. 
• The need to address the problem of unemployable school-Ieavers. 

2. Regarding the inputs provided and their adequacy; the program was implemented 
based on the curriculum and the guide line prepared by MoE. The inputs provided for 
the program was teaching materials (books, modules, hand tools, machineries, etc,), 
which was actually financed by the owners of the institutes. 
The available (trade, production and service giving) enterprises, Government and 
private organizations and industries was assumed to cooperate in providing 
apprenticeship training. The finding indicates that not all these inputs are adequate 
enough to run the program effectively. 

3. Organizations were not fully committed to offer apprenticeship training. This has 
been expressed in many ways, some of the indicators were:-

• Lack of willingness to receive trainees in their respective areas. 
• Assigning trainees out of their training areas. Assigning incapable supervisors. 
• Not willing to acquaint apprentice with work methods of the organizations. 
• The problem of discrimination between the private and Government institutes 

trainees, etc. 

4. The outcome of the apprenticeship training program can be evaluated in accordance 
to the quality and relevance of the training to occupational areas students enrolled. To 
this end the finding indicates that, the time spends by the trainees to gain a 
meaningful work experience from organizations was not that much worthwhile. 

5. The main hindrances for the effective implementation of apprentice hip program can 
be summarized a :-
• Lack of awareness on the importance of apprenticeship 
• Shortage of apprenticeship providing organizations. 
• Low academic qualification of trainers/supervisors. 
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• Lack of partnership between TVET institute and apprenticeship providing 
organizations. 

• Financial problem, etc. 

6. The workplace supervisor is assuming an increasingly critical position in the 
provision of apprenticeship training. Supervisor/trainer should, ful fill the following 
prerequisites: a) experience working with youth, either on the job or through family 
or outside activities; b) effective in communicating/training skills with the student· c) 
highly skilled in the area in which the trainees will be trained in the workplace; d) 
Knowledge and commitment to the principles of training and the training program. 
As the finding reveals, majority of supervisors didn't attain the necessary academic 
qualification. Supervisors at the organizations level had 16 and above years of 
experience. From this it was possible to conclude that they have a very good 
experience obtained through an extended years of service. However, from the 
theoretical point of view, it can be concluded that, supervisors was not qualified 
enough as mentioned above, as a result they were not in a position to deliver the 
required quality training for the students enrolled to their respective organizations. 

7. The majority of trainee's parent was found to be civil servants, only a small portion of 
them were frumers. This is because currently TVET institutes are widely expanded all 
over the country farmers may not force to send their children's to big cities like Addis 
Ababa. According to the finding majority of the trainees live with their parents during 
apprenticeship training and they travel a minimum of 10 kilometers for 
apprenticeship training. This implies that there was an expense needed for 
transportation. Therefore, the financial requirement for apprenticeship program was 
not only those directly associated with training in the organizations but, it was also an 
extra personal expense of the trainees for transportations and others. 

8. From the evidence in the document analysis, it was found out that apprenticeship 
training should be conducted in accordance to the guidelines prepared on the bases of 
the law. Therefore, all actors in apprenticeship program should be well aware of this 
law. In addition to that there was no any contract agreement signed between the 
trainees, organizations and TVET colleges. Thus, apprenticeship training undertaken 
so far had no legal foundation from which duties and responsibilities of each 
participating party to be developed. The absence of this trend made the status of 
trainees doing apprenticeship training in different organizations not clear. 
Consequently trainees run the risks of not being insured for accidents that occur while 
they are on productive activities in the organizations. 

9. Regarding the financing of apprenticeship program the findings revealed that, trainees 
were not charged directly by the organizations. On the other hand trainees were not 
paid for their labor that was used in the production of goods and services. But quite a 
few percentage of respondents confirmed that only few organizations and TVET 
institutes pay pocket money and transportation fees for trainees during apprenticeship 
period. The overt or direct activities relating to apprenticeship training that demands 
monetary expenditures such as trainees' personal expenses (transport food. etc) and 
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work related expenses (raw materials, running, depreciation, maintenance, etc) were 
covered by families and apprenticeship offcring organizations respectively. Thus, the 
insufficiency of finance both on trainees and organizations side complcment the 
problem of attending and delivering apprenticeship training respectively. 

10. The finding indicates that, no incentives were given to the organii'..ations that offered 
apprenticeship training except letter of condolence and certificate of appreciation by 
few TVET institute. The absence of incentives conducive to encourage organizations 
to cooperate during apprenticeship training is one of the main causes eventually lead 
to the reluctance of organizations to cooperate. On the other hand, it was good news 
to hear that, one of TVET College had donated some medical instruments to the 
health center which provide apprenticeship training and the relationship between the 
institute and the health center was established because of apprenticeship program. 
From these findings it is possible to conclude that there is a beginning and should be 
grown up to guarantee further cooperation of organizations to the full flagged 
implementation of apprenticeship program. 

II. Currently, TVET system in Ethiopia is in a reform. The reform is Jed by the Federal 
Ministry of Education-Engineering Capacity Building Program FMoE-ECBP. The 
new TVET strategy has been approved, based on this strategy. the new CT 
(Cooperative Training) is going to be launched in the near future . 

5.3. Recommendations 

Based on the findings obtained and the conclusions reached at, the following suggestions are 
forwarded to improve the apprenticeship training program in general and to enhance the 
quality of implementations in particular. 

I. TVET administrators should keep up to date with new administrative techniques 
and trends, especially through relevant lifelong learning programmes. They 
should receive special training in the methods and problems associated ~rjth the 
specific features of technical and vocational education progran1mes, such as 
flexible entry and re-entry patterns, continuous training in the \~ ... orkplace, and 
relevance to the needs of the world of work. This preparation should include: 
(a) Management methods appropriate to educational administration, including 

techniques that utilize information and communication technologies; 
(b) Financial planning methods that facilitate the allocation of available 

resources, given the objectives and priorities of the various programmes. and 
ensure their efficient utilization; 

(c) Contemporary human resources management and development methods. 
According to the finding of this study the present TVET deans/vice deans were 
not equipped with the above qualifications. Therefore, they should undergo in 
such trainings to alleviate thc gap that has been idcntifi d and the training 
opportunity should be given to all TVET providers with out any discrimination 
between private and Government once. 
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2. Guidance staff should receive special preparation for their tasks. They should be 
equipped in making objective assessments of aptitude. interest and motivation, 
and have up-to-date information concerning education and work opportunities. 
They should acquire a direct knowledge of the economy and the world of work 
through systematically organized visits to enterprises and training periods in 
enterprises. Guidance staff should be provided with facilities - including the 
opportunity for practical xperience - to keep up with new information and 
method of guidance. Most importantly, they should bear in mind the concept 
that technical and vocational education must be available to all as part of the 
lifelong learning process. It must contribute to personal and economic 
development and responsible citizenship. 
To produce the counseling staff with the above profile. the MoE and the 
Regional Educational Bureau should work intensively in providing the 
necessar

J 
trainings to the existing staff as well as to new comers in the 

professions. The monetary action should be conducted time to time to all TVET 
providers to ensure the availability the required manpower especially in those 
private institutes. 

3. According to the responses given to the open ended questions. majority of the 
respondents emphasis that; the task of organizing and regulating apprenticeship 
training should be given to the autonomous body. The member of this body 
must be nominated from all stake holders that play their role in implementation 
of apprenticeship program. It should also be organized at both federal and 
regional levels. The developments of the organizational structure for this body 
at all levels should be centered on organized and flexible interchange between 
the TVET institutions and the world of work. The main duty and responsibility 
of this body \",rill be: 
• To create strong relationship with both TVET institutes and apprenticeship 

training provider organizations. 
• Assess the relevance and capacity of organizations from time to time and 

provide the necessary information for TVET institutes. 
• To draft the necessary implementation rules based on the proclamation and 

approved by all stakeholders. 
• Regulating the implementation of apprenticeship training and take the 

necessary measures to keep the intended quality of implementation. 
• To conduct a continuous awareness creation using seminars, workshops and 

mass media. 

4. It was revealed from the study thal, students of 10+3 program in Government 
TVET colleges send out for apprenticeship training after they finish the three 
year in school training. Whereas, trainees in private/non governmental TVE1 
colleges enrolled in the same pro ram will be out for apprenticeship training 
every year after they complete in school training. ince the guideline for 
apprenticeship training demands to send trainees every year, the researcher 
didn't see any reason why such a difference occurs. Therefore I recommend to 
the concerned officials to take the necessary measures to avoid this di fference. 
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5. The selection of organizations to participate in the provision of apprenticeship 
training was based on their wilJingnes and the relevance of the a tivities in 
which organizations engaged in to the training area in which apprentices were 
enrolled. The number of trainees to be assigned to each organization was 
decided by the organization unilaterally or by the agreement between the 
TVET institutes and apprenticeship providing organizations. However 
organizations had a decisive power to receive or not to receive the trainees in 
their respective places. Therefore, it is very important to set guiding rule to 
retain the uniform selection of organizations to provide apprenticeship training, 
by giving emphasi to the relevance, accommodation capacity and manpower 
available in the organization. 

6. As a form of training apprenticeship can be analyzed within the framework of 
the human capital theory, the training entails a cost, which includes the time 
spent by the master and other employers supervising the apprentice. At the 
beginning of the training period the apprentice's pI' ductivity is the marginal 
product of an un killed worker. During the training period the apprentice's 
productivity rises gradually. Thus \.vorkers should pay for their training if they 
receive transferable skills. Similarly, employers should pay the co t if the skills 
delivered are specific. The more specific the training is the greater the 
probability that the apprentice will continue working for the firm after training 
is completed. 
From this theoretical background one can easily conclude that apprentices had a 
right to be paid for their labor. But according to the finding of this study 
majority of the trainees didn t pay for their labor. On the other hand 
organizations that provide apprenticeship training need to be subsidized their 
cost invested for the training. To solve the financial problems rose on both sides 
the coming new proclamation should wound up some kind of rules in this 
regard . 

7. The finding indicates that, no incentives were given to the organizations that 
offered apprenticeship training except letter of condolence and certificate of 
appreciation by few TVET institute. The absence of incentives conducive to 
encourage organizations to cooperate during apprenticeship training is one of 
the main causes eventually lead to the reluctance of organizations to cooperate. 
In the draft proclamation under part-three (cooperation between TVET 
providers and enterprises during training), it was mentioned that "Tax 
incentives will be designed for those enterprises providing training in 
cooperation with TVET providers." This is something one step forward to the 
right direction. If it is accepted and put in to a practice it may encourage many 
organizations to cooperate fully in the provision of apprentice hip training. 

8. For TVET, a system of corporate governance where all important stakeholders 
can participate is an internationally accepted bench mark for best practice. This 
view is accepted in principle in Ethiopia, but corporate governance i not yet 
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fully operational in the country. Many of the forays described below are not yet 
in place as fore een in the proclamation and the strategy. All partners must 
continuou ly work to raise the awareness of government agents, private sectors, 
parents trainers and other key players in order to increasingly root TV • T in the 
economy and in society. Therefore, both the Federal Mo · and the Addis Ababa 
Educational Bureau should facilitate the ground for the full participation of all 
stakeholders. 

9. Trainees of government and non-government/private TVET institutes spend a 
minimum of 2 months per year in public and private enterprises. This 
arrangement is the outcome of a year-old attempts to make TVET more 
practical increasingly oriented towards the needs of the world of work. To 
extend this apprenticeship time may be to six and nine months step by step for 
the entire program may help to produce more confident and practical oriented 
TVET graduate for the future world of work. 
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Appendix 1 

ADDIS ABABA UNIVERSITY 
SCHOOL OF GRADUATE STUDI--S 

DPARETMENT OF CURRICULUM AND IN TRUC JON 

A que tionnaire to be filled by Trainee 
The purpose of this questionnaire is to gather infom1ation and oplnlOn regarding the 
implication of apprenticeship training in both Government and Non-Government/private 
Colleges. Thus, your frank and sincere responses to the items in the questionnaire help to 
meet the objective of the study. Be sure that the information you provide will be kept 
confidential and u ed only for the academic purpose. 

Part one: General background 
1. Name of the College ______________ _ 
2. Address of the College 

Region Sub city _______ _ 
3. Training program enrolled in 

10+ 1 10 + 2 10 + 3 __ _ 
4. Field ofTraining ______________ _ 
5. Address (place) where General Secondary Education attends 

Region Sub city ______ _ 
6. Sex IAge 

Male Female Age ____ _ 
7. Parents Occupation 

A. Employee __ _ 
B. Farming __ _ 
C. Trade ___ _ 
Other ----------

Part two: General questions 
1. Which one did you use for accommodation during apprenticeship training? 

A. Dormitory __ _ 
B. Rented house 
c. Your own residence ----
D. Residence of your relative's __ _ 
Others ----------

2. How far is the organization you are assigned for apprenticeship training from your 
home? 
A. ] - 10 Kms_ B. 11 - 20 Kms. __ 
C. 2] - 30 Kms D. 31 & above Kms ---

3. Who is responsible for organizing apprenticeship training? (Identification of 
organizations, communication with the organizations, assigning trainee, etc.). 

A. The Dean I Vice dean office B. the vocational counselor - ---
C. The trainee teacher D. Through trainees personal contact ---
E. Other ---------



• 
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4. The time wh n apprenticeship training was undertaken: 
A. parallel with in school training ___ _ 
B. during the vacation/school closed ___ _ 

. other -----------------------------
5. Do you think the time mentioned in question No. 4 is convenient for the trainees to 

und rgo apprenticeship training? A. Yes B. ___ _ 
6. If your response for question No. 5 is "No" which of the followin g you think is the 

r a on? 
A. as apprenticeship training is conducted during harvesting time majority of the 

trainees involved in fanning __ _ 
B. as the sea on is winter; it is not convenient for those who came from far di stance 

C. since it is during vacation time trainees do not prefer it ______ _ 
. Other ________________________ __ 

7. For how long did you attend apprenticeship training within each training period? 
A. Months B. day s C. hours 
8. What is your opinion towards the time .you mentioned in question No.7 to conduct 

apprenticeship training successfully? 
A. highly inflated B. Adequate ___ _ 

. Few D. very few _____ _ 
9. Did you sign a contract with organizations that offer apprenticeship training? 

A. Yes B.No __ _ 
10. If your response for question No.9 is yes what were the elements of the contract? 

(More than one answer is possible) 
A. Full Name and age of apprenticeship. 
B. Name and Address of the organization -------
C. Name and Address of the apprenticeship training provider ___ _ 
D. The occupation in which the apprentice involved ___ _ 
E. the date on which the apprenticeship Training shall start and its duration __ _ 
F. Condition of termination for the contract of apprenticeship training ___ _ 
G. Conditions of payment (if any) for the apprentice ___ _ 
H. Conditions of insurance for damages (Human or Material) ___ _ 

II . Are there any criteria set relating to selection of apprenticeship training provider 
organizations? A. yes B. ____ __ 

12. If your response to question No. 11 is 'yes ' , what are the criteria determined to select 
organizations that shall participate in the provision of apprenticeship training? 
A. the size of the organization __ _ 
B. the facility they own _____ __ 
C. type of ownership __________ _ 
D. avail ability of different occupations ___ _ 

Others ----------------------

II 



13. How does the number of trainees to be as igned to each organizations for 
apprenticeship training determined? 

A. by each organization unilaterally __ _ 
B. by TVET institution on the bases of present criteria ____ _ 
C. by the agreement between TV T institution and organizations ---
D. on the basis of the statement of law ----
E. there is no formal procedure ____ _ 

Other ----------------
14. What are the criteria's used in the process of assignment? 

A. Field of training ___ _ 
B. lose proximate for the trainees ___ _ 
C. Interest ------
D. Chance/Draw ----

Other -------- - ---- -
15. Do apprentice pay fee for the apprenticeship training? 

A.Yes B.No _ _ _ _ _ 
16. If yes, please state the process of the payment _____ ____ _ _ _ 

17. If trainees are required to pay for the apprenticeship training, how do you rate their 
capacity to pay (whether they afford?) 
A. High B. Medium C. Low __ _ 

18. Were there some trainees forced not to attain apprenticeship training? 
A. Yes B. No. _ _ _ _ 

19. If yes, which one of the following was the reason? 
A. Absence of adequate organizations in the ar.ea ___ _ 
B. Inconvenience of the time for apprenticeship program ___ _ 
C. Reluctance of the trainees ----
D. Shortage of manpower to organize apprenticeship training __ _ 
E.Other _____________ ~~------

20. Did some trainees quit apprenticeship training? 
A. Yes B.No __ _ 

21. If yes, which of the following could be the reason? You may choose more than one 

answer. 
A. Assigrunent on the duties other than field of training ___ _ 
B. The period overlaps with trainees engagement in other activities/ such as 

farming __ _ 
C. Financial problem __ _ 
D. The organization they assigned for apprenticeship IS far from their area 

E. Health problem __ _ 
Other --- - - - - ----- - ---- ---------

III 
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22. Which of the following r sponsibilities was not practiced by organizations that 
oeD red apprenticeship training? (more than one answer is possible) 

A. To receive and provide apprenticeship training to trainees __ _ 
B. To as ign the apprentice in a place appropriate to his/her training area __ 

To a sign a capable supervi or who could follow the day-to-day performance 
of the apprentice and give a proper guidance to familiarize them selves with 
the workplace ___ _ 
To acquaint the apprentice with work methods of the organization __ _ 
To consider the trainee as a regular employee and to provide him/her with the 
necessary inputs __ _ 

F. To evaluate the apprentice and submit the results to their respecti ve colleges 

G. Willingnes to cooperate and work with TVET colleges __ _ 
Others _______________________________________________ _ 

23. Did an organization assign supervisor to guide and follow up your work during 
apprenticeship training? 
A. Yes B. ----

24. If your response to question No. 23 is "yes", how do you rate the capacity of your 

supervisor? 
A. High B. Medium C. Low __ _ 

25. Did your college assign professional Teacher-supervisor who follow up your 
progress during apprenticeship training? 
A.Yes B.No __ _ 

26. If your response to question No. 25 is "yes", how frequent was the follow-up? 
A. Daily B. Once in a week ___ _ 
C. once in two weeks D. once in a month ----

27. How do you evaluate the relevance of the activities you have undergone during the 
apprenticeship time to your occupational training? 
A. High B. Medium C. Low __ __ 

28. If your response for question No. 27 is low or no relationship at all which one of 
the following could be adequate reason? 
A. The occupation in which you trained was not among the activities in the 

Organization __ _ 
B. Reluctance of the organization to assign you according to your 

occupation ___ _ 
C. Your reluctance to the training; even if you are assigned to your 

occupation ----
D. Improper training at the College ____ _ 
E. Your failure to regularly attend the apprenticeship training ___ _ 

Other ---
29. How do you evaluate the degree of apprenticeship training to the skills acquired from 

TVET colleges? 
A. High B. Medium . Low __ _ 

IV 
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O. Which of the follo\ ing problems prevail in your college? Multiple responses are 

po ible. 
A. Shortage of Trainers __ _ 
B. Low skill of trainers __ _ 

hortage of training materials __ _ 
D. Shortage of input for practical training __ _ 
E. hOltage of reference material _ ___ _ 

Other _______________ _ 

31. Do you think that the problems in TV ET colleges havc repercusSlOn on the 
apprenticeship training? 

A. Yes B. No ---
32. If your answer for question No.31 is yes, which of the following could be the causes? 

A. The problem related to uncovered courses due to shortage of trainers were 
appeared during apprenticeship training __ _ 

B. Shortage of training materials and equipments used during apprenticeship 
training __ _ 

C. Presence of practically inexperienced tasks due to shortage of inputs, during 
apprenticeship training __ _ 

D. Personal failures to properly attend the training __ _ 
Other _____________________ _ 

33. How do you evaluate the similarity of materials for practical training m an 
organization and TVET colleges? 
A. High B. Medium . Low __ _ 

34. Would you please list major problems you faced during apprenticeship training. 
A . ______________________________________ __ 
B. _________________________ _ 

35 . What solutions would you suggest to mitigate the problems the problems listed 
above? 

A. _ _______________________ ___ 

B. 
C. 

v 
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Appendix 2 

ADDIS ABABA UNIVERSITY 
SCHOOL OF GRADUATE STUDIES 

DPARETM NT OF CURRICULUM AND INSTRU TION 

A que tionnaire to be filled by Vocational Coun elor 

The purpose of this questionnaire is to gather information and opinion regarding the 
implication of apprenticeship training in both Government and Non-Government/private 

olleges. Thus, your frank and sincere responses to the items in the questionnaire help to 
meet the objective of the study. Be sure that the information you provide will be kept 
confidential and used only for the academic purpose. 

Part one: Personal data 
1. Name of the TVET College _______________ _ 
2. Qualification _ ____ _ 
3. Major fields of study _____ __ 
4. Total years of service _____ _ 
5. Years of"service as a Vocational Counselor ---------
6. Training program offered/Assigned 

A. 10 + 1 only _____ _ 
B. 10 + 1 and 10 + 2 ____ _ 
C. 10 + 1, 10 + 2, and 10 + 3 _ ____ _ 

Part Two: General Questions 
I. The task as a Vocational Counselor is given to you: 

A. Only as a major duty ___ _ 
B. In addition to other tasks - ---

2. Were you given training on vocational counseling? 
A. Yes B. No ----

3. If yes please state when and by whom the training wa offered? 

4. What is the number of organizations that can provide apprenticeship training in your 
localities (surroundings)? 

A. Productive ___ _ 
B. Trade ------
C. Service - - ----

Total _____ __ 
5. From organizations enumerated 111 question No . 4 how many of them did offer 

apprenticeship training? 
A. Productive ----
B. Trade ------
C. ervlce ____ _ 

Total ------ , 
• , 
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6. Were there laws backing implementation of apprenticeship training? 
A. Yes B. No ___ _ 

7. If your response to question No.6 is 'yes', which of the following were used by your 
institution to facilitate apprenticeship training? (you may choose more than one 

answer) 
A. apprenticeship proclamation ____ _ 
B. apprenticeship regulation _____ _ 
C. apprenticeship guideline ______ _ 

Other ---------------
8. Are there criteria set relating to selection of apprenticeship training offering 

organizations? 
A. Yes __ _ B.No __ _ 

9. If your response to question No.8 is 'Yes', what are the criteria determined to select 
organizations that shall participate in the provision of apprenticeship training? 

A. The number of employee's ___ _ 
B. The amount of capital _____ _ 
C. Type of ownership ______ _ 
D. Type of business _______ _ 

Other ------------10. How does the number of trainees to be assigned to each organizations for 
apprenticeship training determined? 

A. By each organization unilaterally __ _ 
B. By TVET institution on the basis of present criteria __ _ 
C. By the agreement between TVET institution and organization __ _ 
D. On the basis of the statement of the law ----
E. There is no formal procedure __ _ 

Other -----------------------
11. Who is responsible for the overall organization (selecting apprenticeship providing 

organizations, assigning trainees, etc.) for apprenticeship program? 
A. The vocational counselor ----
B. The trainee/teacher ------
C. Through trainees personal contact __ _ 

Other ____________ __ 

12. What criteria are used in the process of assigning trainees? 
A. Field of training __ 
B. Distance ----
C. Interest ____ _ 
D. Chance / draw --

Other -----------------13. Did trainees sign apprenticeship contract with organizations offering apprenticeship 

training? 
A.Yes B. No ----
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14. If you say 'yes for question No. 13, what are the items in the contract (you may 
choose more than one answer) 

A. Full name and age of apprentice ___ _ 
B. Name and address of the organization __ _ 
C. Name and address of the TVET college __ _ 
D. The occupation in which the apprentice is intended to undergo apprenticeship 

training __ _ 
E. The date on which the apprenticeship training shall start and its duration 

F. Conditions for the termination of the contract of apprenticeship training 

G. Conditions of payments for the apprentice ___ _ 
H. Conditions of insurance for damages on training __ _ 

15. Do apprentice pay fee for the apprenticeship training? 
A. Yes B. No. - -

16. If you say 'yes' for question No. 15, please state the rate and process of the 
payment _ ___ ____________ ____________ _ 

17. If trainees are required to pay for the apprenticeship training, how do you rate their 
capacity to pay (whether they afford)? 
A. High B. Medium C. low __ _ 

18. Were there some trainees forced not to attain apprenticeship training? 
A. Yes _ _ B.No ___ _ 

19. If ' Yes', which one of the following were the reasons? 
A. Absence of adequate organizations in the area ---
B. Inconvenience of the time for apprenticeship program __ _ 
C. Reluctance of the trainees - ---
D. Shortage of manpower to organize apprenticeship training ---

Other - - ------------ --------
20. Did some trainees quit apprenticeship training? 

A.Yes B.No __ _ 
21. If 'yes', which of the following could be the possible reasons? (You may choose 

more than on answer) 
A. Assignment on the duties other than field of training __ _ 
B. The period overlaps with trainees engagement in other activities such as 

farming ---
C. Financial problem __ _ 
D. Due to marriage' ----
E. Health problem ___ _ 
F. Organizations that provide apprenticeship training are far from their 

respective arca ___ _ 
Othcr -------- ------------
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22. Which of the follo\ ing re ponsibilitics was not practiced by an organization that 
provides apprentice hip training? (More than one answer is possible)? 

A. To receive and provide apprenticeship training to trainees ___ _ 
B. To a sign the apprentice in the place appropriate to his/her training to ensure 

that the apprentice acquire proper work experience ___ _ 
C. To assign a capable supervisor who would enhance the skills of the 

apprentice, and should follow up the day-to-day performance of the apprentice 

D. To acquaint the apprentice with work methods of the organization __ _ 
E. To consider the trainee as a regular employee and to provide him with the 

necessary inputs __ _ 
F. To evaluate the performance of the apprentice and submit the results to the 

TVET institution ----
G. To cooperate and work in coordination with the TVET institutions __ _ 

Others ----------------------------------------------
23 . How do you rate the appropriateness of Equipments/Materials used for practical 

training in the TVET institution? 
A. High B. Medium C. Low __ _ 

24. How do you evaluate the appropriateness of Equipments/Materials in the organization 
to enhance the practical skills of apprentice? 
A. High B. Medium C. low ----

25. How do you evaluate the similarity/availability of Equipments/Materials for practical 
training in an organizations and TVET institutions? 
A. High B. Medium C. Low ___ _ 

26. If your response to question No. 25 is low, which one of them is well equipped? 
A. The training institution _ B. The Organizations ____ _ 

27. How do you evaluate the capability of the supervisors assigned by organizations to 
evaluate the performance of apprentice? 
A. High __ B. Medium C. Low ___ _ 

28. If your response to question o. 27 i low which of the following could be the main 
reason for the problem? 

A. Inadequacy in methodology to offer training ___ _ 
B. The supervisor is unskilled/ lack practical training __ _ 
C. The supervisor is academically not qualified ------

Other -------------------------------
29. In your opinion which of the following highly hinder the smooth implementation of 

apprenticeshi p training? You may choose more than one answer. 
A. The lack or inapplicability of apprenticeship guideline 
B. Laek of partnership between organization and TVET institutions 
C. Reluctance of organizations to cooperate ____ _ 
D. Mismatch between numb r of trainees and capacities of organization to 

absorb them ----
E. Financial problems ------
F. Lack of awareness on the importance of apprenticeship ----

IX 
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30. Would you please state major problems you faced 10 the implementation of 
apprenticeship training? 

A . ____________________________________________________ _ 

B. 
C. 
D. __________________________________________________ __ 

31 . What possible solutions would you suggest to mitigate these problems? 
A. 
B. __________________________________________________ __ 

C. 

x 
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Appendix 3 

ADDI ABABA UNIVERSITY 
I IOOL OF GRADUATE STUDT S 

DPARETMENT OF URRl ULUM AND INSTRUCTION 

A que tionnaire to be filled by upcrvisor in apprentice hip training offering 
organizations 

The purpose of this questionnaire is to gather information and opinion regarding the 
implication of apprenticeship training in both Government and Non-Government/private 

olleges. Thus, your frank and sincere responses to the items in the questionnaire help to 
meet the objective of the study. Be sure that the information you provide will be kept 
confidential and used only for the academic purpose. 

Part one: GcneralBackground 
1. Name of the organization __________ _ 

2. address 
2.1 . Region 2.2. Sub city ______ 2.3.Kebele ___ _ 

3. Qualification ____ _ 
4. your position in the organization _________ _ 
5. years of service ____ _ 
6. ex: A. Male ___ _ 
7. Type of organization 

A. Manufacturing __ _ 
B. Trade ------
C. Service ------
Other ___________ _ 

8. type of ownership 
A. Government -----
B. Private ------
C. NGO _____ _ 

B. Female 

9 . The organization is accountable/answerable to: 
A. Federal Government ---
B. Regional Government __ _ 
C. Board of Directors ----

10. Majority of employees in the organization 
A. Permanent ----
B. Contract/Temporary ____ _ 

Total ------

-----

II . The number of TVET trainees attended apprenticeship program in your organization 
during the years 1997 EC and 1998 E ' 

A. 1997 EC 
B. 1998 EC 

Total 
XI 
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12. For how long did TV T traine s attend apprenticeship in your organization 
A. month 
B. day 

_____ hour 

Part two: General Question-: 
1. How was your organization made to provide apprenticeship training? 

A. n the basis of the request by TV -T institutes ___ _ 
B. On the basis of guideline (order) [rom local administration office __ _ 
C. On the basis of guideline (order) from Trade UnionlEmployers association __ 

Other ----------------------------
2. Were ther laws backing implementation of apprenticeship training? 

A.Ye B.No ____ __ 
3. Were your organization made familiar with issues relating to apprenticeship training? 

A.Yes B.No ________ _ 
4. If your response to question No.3 is 'yes', how was your organization made familiar 

with the issue? 
A. By providing apprenticeship guideline to the organization ___ _ 
B. Through discussion with higher officials of the organization on the meeting 

C. Through work shops/consultative meetings held at the Federal MOE or Regional 
educational Bureau ----

D. Through training of trainers conducted by The Federal MOE or Regional 
Educational Bureau -----

Other ------------------------
5. Are there criteria set relating to selection of apprenticeship offering organizations? 

A. Yes B.No ___ __ 
6. If your response to question No.5 is ' yes' what are the criteria determined to select 

organizations that shall participate in the provision of apprenticeship training? 
A. The number of employee 's ___ _ 
B. The amount of capital ____ _ 
C. Type of ownership ___ _ 
D. Type of business ___ _ 

Other -------------------------------
7. How does the number of trainees to be assigned to each organization for 

apprenticeship training determined? 
A. By each organization unilaterally __ _ 
B. By TVET colleges on the basis of present criteria __ _ 
C. By the agreement between TVET institution and organization ___ _ 
D. On the basis of the statement of the law ----

Others 
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8. Who assigns trainees to each selected organization? 
The Vocational oun e lor ---
The trai nee/teacher 
Through trainee per nal contact __ _ 
Other ---------------------------

9. How do you evaluate y ur ability to trainee apprentice (for supervisor only) 
A. High B. Medium . Low ____ _ 

10. Duties and responsibilities expected of apprenticeship are Ii tcd here under among the 
options. hoose the one be t duty the majority and show your response for each item. 

High Medium Low 
· To diligently perform th apprenticeship training __ _ 

B. To be acquired with work method of the 
organization 

· To utilize with care and economy materials 
D. The ability to perform practical activities 
E. The ability to cooperate with other employees 
F. The ability to utilize input efficiency 

· The quality of goods they produce 
1 I. The ability to use office equipments 

Others ----------------------------------------------------
11. Which of the following activities were performed by the TV 'T institution? You may 

choose more than one an wer. 
A. Utilizing apprentices e aluation done by your supervi ion as a component of 

overall evaluation of trainees during certification __ _ 
B. Following up the process of apprenticeship training by assigning appropriate 

professionals __ _ 
Collaborate with your organization by preparing guideline and schedules for 
implementation of the apprenticeship training ---

12. Have you evaluate and transfer apprentice result (grade) to their respective institution 
timely. A. Yes B. No ___ _ 

13. If your response to question no. 12 is 'yes' how do you rate your capacity to 
evaluate? (for supervision only) 

A. High B. Medium ' . Low ____ _ 
14. Do apprentices pay fee for the apprenticeship training? 

A. Yes 8. No ___ _ 
15. If ' yes', please state the processes of the payment __________ . ___________ _ 

16. Did your organization make payments (such as pocket mon y, transportation cost 
uniform etc) to apprentice? 
A. Yes B. No -------

J 7. Did you organization incur loss emanating from apprentices training? 
A. Yes B. No __ _ 
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18. If your re ponse to question No. 17 is 'yes' which of the following could be the 
reason? (more than one answer is possible) 
A. The products of apprentice are below quality standard ___ _ 
B. The products of apprentice are worthless ___ _ 
C. Capacity of apprentice for practical work is minimal __ _ 
D. Misuse of inputs by apprentice ___ _ 
E. Work discipline of apprentice is low ___ _ 
Other --------------------------------

Were there incentive given to your organization for offering apprenticeship training? 
A. yes B. No ___ _ 
19. If your response to question No. 19 is 'yes', what was an incentive given? You may 

choose more than one answer. 
A. Tax exemption on imported machines and equipments __ _ 
B. Charge free training for employees of the organization in TVET institution __ 
C. Charge free provision of land for expansion _ _ _ 
D. Letter of thanks or certificate of condolence is awarded for the organization __ 

Other ------------- ------ ------ - --
20. Did trainees sign apprenticeship contract with organizations offering apprenticeship 

training? A. Yes B. No _ __ _ 
21. If yes, what are the items in the contract included: (you may choose more than one 

answer) 
A. Full name and Age of apprentice _ __ _ 
B. Name and address of the organization __ _ 
C. Name and address of the training institution __ _ 
D. The occupation in which the apprentice are intended to under go apprenticeship 

training __ _ 
E. The date on which the apprenticeship training shall start and its duration _ _ _ 
F. Conditions for the termination of the contract of apprenticeship training __ _ 
G. Conditions of payments for the apprentice ___ _ 
H. Conditions of insurance for damages on training _ __ _ 

22. How many apprentices can your organization absorb at a time? 
A. 1 - 5 B. 6 - 10 ---
C. 11 - 15 D. 16 and above ---

23. How do you rate the interest of your organization to provide apprenticeship training 
in the future? 
A. High B. Medium C. Low ---

24. How do you evaluate the similarity of materials for practical training In an 
organization and TVET institution? 
A. High B. Medium C. Low ---

25. How do you evaluate the availability of materials and equipments In your 
organization for practical training of apprentices? 
A. High B. Medium C. Low ---

XIV 
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Appendix 4 

ADDIS ABABA UNIVERSITY 
SCHOOL OF GRADUATE STUDIES 

DPARETM NT OF CURRICULUM AND INSTRUCTION 

A Guide for documentary Analy is and a questionnaire to be filled by TVET College 
DeanIVicc Dean 

The purpose of this questionnaire is to gather information and opinion regarding the 
implementation of apprenticcship training in both Government and Non-Government/private 
Colleges. Thus your frank and sincere responses to the items in the questionnaire help to 
meet the objective of the study. Be sure that the information you provide will be kept 
confidential and used only for the academic purpose . 

Partone:Pe~on~Da~ 
1. Name ofTVET College _______________ _ 
2. ex A. Male ____ B. Female _____ _ 
3. Qualification A. Diploma ____ B. 1 SI Degree ____ _ 

C. 2nd Degree ____ D. Ph D _____ _ 
4. Your field of study ___________ _ 
5. Years of service 

A. as a teacher B. as a Dean ---- ---
C. as a Vice dean --- D. as a principal _____ _ 

Other ---------------------
Part Two: General questions 

1. Please indicate the number of academic staff by qualification 
A. D~loma B. 1 SI degree ___ _ 
C. 2n Degree D. Ph D -,:-;-____ _ 

2. Number of teachers currently attaining for the 1 SI Degree through in-service training 

3. Were there any laws backing the implementation of apprenticeship program? 
A. Yes B.No ___ _ 

4. If yes, specify _____________________ _ 
5. Did your College/Trainees sign apprenticeship training agreement with 

organizations? A. Yes No ____ _ 
6. Were there criteria set to se lect apprenticeship training offering organizations? 

A. Yes B. No ___ _ 
7. If'Yes ' specify the main element in the criteria ___ _ 

8. Who assigns trainee to the selected organizations __ _ 
9. Specify the criteria 's used to assign trainees to the respected organizations 
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10. State if any those involved in organizing apprenticeship training _____ _ 

11. Was there any activity under taken by your institution to promote apprenticeship 
training? A. yes B. No __ _ 

12. If Yes please specify ____________________ _ 
13. Were trainees charged fee by your institution for the apprenticeship training? 

A. Yes B.No ___ _ 
14. Who covers trainees' personal expenses during apprenticeship training? 

15. Did your College subsidize recurrent cost of organizations? 
A. Yes B. No __ 

16. What are the reasons for some trainees to be completely excluded from 
apprenticeship training? ___________________ _ 

17. How do you rate the adequacy of the following facilities in your institution? 
A. Equipment /machine 

a) High b) Medium c) Low __ _ 
B. Hand tools 

a) High b) Medium c) Low __ _ 
C. Row materials 

a) High b) Medium c) Low __ _ 
18. Were there any incentives given to organization? 

A. Yes B.No ___ _ 
19. If yes, specify ______________________ _ 

20. Were there professional assistances given during apprenticeship training? 
A.yes B. ____ _ 

21 . Is there trained /qualified Vocational Counselor in your College? 
A. yes B. No ____ _ 

22. If yes, what are the main dutieslresponsibilities of the Councilor 111 relation to 
apprenticeship program? ___________________ _ 

23. Did organizations demonstrate commitment to apprenticeship program? 
A. Yes B. ___ _ 

24 . If no, what do you think the reasons to be reluctant? _________ _ 

25. How do you evaluate the extent of partnership 
apprenticeship providing organizations? 

between your college and 

1. Government a) High b) Medium __ _ c) Low __ _ 
2. Private a) High b) Medium __ _ c) Low __ _ 
3. NGO a) high b) Medium __ _ c) Low __ _ 
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26 If your response for question No. 25 is Low what do you think the rea on is? 

• 27. What are the major problems you faced whil e implementing apprenticeship training 
program? ____________ _ 

28 . What possible solutions would you suggest to mitigate these probicms? 

• 

• 
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Appendix 5 

Interview Guide 

1. What i the role of _ our office on apprenticeship program? 

2. \Vould you comment on implementation of apprenticeship program 111 

both Governmental and Non Governmental TVET olleges in the 

region? 

, 3. What are the ma111 problems encountered 111 implementation of 

apprenticeship program? 

• 4. What possible solution would you suggest to mitigate these problems? 

5. ~rhat other activities your offices perfonn in relation to apprenticeship 

program? 

6. How do you come to provide job placement activities for your graduates? 
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St.Mary ' s University College 
Practiclllll & Apprenticeship office 
Apprenticeship Jobs & Duties Description 

Annex-2 

Occupational T i l le: IT Assistant Technician 
Apprenliceship TOla l Hours: ~ 

- --,------------ -------------,.I-f-\II ~tt(.C!- -
Descriptions of' Duties 

1--_-+ ___________ +-_____________________________ ~lI r:-. 

Planning II w~h ~il~ 

r-::::-- Itknli/"yillg /"C<1lures (~i' clicnl/ser cr SO/"lware 
1------,,-------- --- - -- ----.-

' ,_ Implel11~ l l(ing web page development in HTML 

'" Creallng a \\Icb site lIsing Fronl pagc 

Connccling web pages 

Fonllallin~ and laying nU l web pages 

~ dding mullimcdia 10 w<.:h pages 
I n~ 

':-. Crealillg rorllls 

' -_ Crealillg /"rallll'~ page~ 

'" Crc;lling Inlral1l:ls 

Perrorming \ eb sile mainlenance 

" Tesling and publishing a web sile 
~------------------------------~ 

>-- Working on :--cript I 

1- ~ Basic Computer 
--

Idenlirying computer programming hasics 

Programming 

Assistant 

~-------------------------------~ 
,--, Working on slructur<.:d programming 

'>-- Working on Objec(-(Irienlccl programming 

Working On Objecl-orienlecl programming 

using Visual l3asic 

i 
I 
I 

r-~-----------r~~~--~~--~----------~II ---~ 
"---s. Working on cxpansion oplions of pcrsonal COll1puler~ 

",,_ Working Oil CXP;1I1~lon slots I 

A dvcl11cecl Pc - ------ - - -- - - - - - -- - -- - - -------j 
'" Working on .:xtcrn;til:xp:lllsioll opliollS or PC's 

Main tenance and 

Troubleshooting 

TechlllCldl1 
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I},e A9U
(}" f..- l1C'HC UD19U1£J'l..f-J ;"7, 

i1fl& 5 --- -
.. 

MHl 0-'/1) }\'l(JJ-'}1;,"?/ ACCQlmtin g - ) 

f) 0('1\ "'I lI'(P': {)9" (,~. :rc: +mJ'H- I Department) « ~"J):"/Y car) 
-- --

~{):,~ °'lC .r9° f..tnCI'l 't Ill\.:~ Beginner Accountant 
f)tI'I()Am';: "'/MIA "-~(Ju- ()9" {'o n .• em· l..}.e.,:" (Occupational Title) 

----.~ 

r )'\1\ f)'llI'l :~: .f.:C :~:"'I: (01J/(VI: ) {)9" 
/\p&. ~ .e A 9"9" .e.: r ' I'UlJ K(I(fI' m~>~~ ()(~1' . - 312 

(l:J' /tH·{J'/ :· 
f' p (,. ~.e, /.\ 9"9" p,. rm().e,m· rn4'~~ t'll..}:" - --

fUD1~1awz.y on{}~C+"f .-
'f'1\ °Y 01 If. : - 1'1100 r"'()rn(J)' (4)1t~ 

Y17(J}' i'''' .(1 hll~ (X) llU, :,. 

I f" un p (,. -1- <i'='t "'1' ),,1\ (J)' : : 80 1 

2 I\t·r'I ·t;' tI "'I.m '('9"fl ;/:{/), (J'/'/; C ,e I\ .. :r 'r O

} j> <l: .eY.C:JA:: 85 I 

3 r"'()m'1'1 ,(. OJ fl (,. ;/' (1'"''1.6.1\ 1(1)' (",!'(,.:" J!,(_~' 80 4 

J)rnr,4> ~)A:: 

4 pt·(J)·l (I'/-t'lrn(J)' rl/t 1 J!,'() .r m r,' 4' ,4> A : : 90 3 

5 f''''r'lm'1~'} ,(. "1 q t·:'· OU/A r; OO·~,} tI'It I r,'a J-"} .e'·rltA:: 85 1 

6 f .. .,·.,t'J·lj.,:',r, r <P /.\ n 1<1, .,:,- flut.e i1I\OJ':: 70 1 

7 (It·t'l· '/'it'J7i',;/- )',P',~,1'l 'M/h/> :"r,' nUI\ .. :,· 65 2 

1\ UTI 4' t'l ~,.' r,:~ '1:,. )'\1\(0':: 

8 /\P,.t'l.TI\:} '/'1:lrr,' ()l..}:" )'\nflt ',(0':: 90 1 

f.:9"C 14 

{I 'I t'J t'l (I] : - 1\}\.f'l ,cnp" O1ltlt.C:/' }\tlh 100 r/l1 l'lm:" ,ey:/t/.\:: m.p/t/t 1111 .. 1' (>"'1,I\(/)' 

(_~'<i'= f,:9 U C tl<f:-/ ' :;:(J)' i1"fl 1400 ',01':: '/'/\f"/{I'(e>,: h 1 00 .r1'~(/)·1 ',' I',n /\f"lm;" rm4'/t/t 
1l1~:" f:9°C 1\ 14 ,e116./t/.\:: 

m;/''t/t J'1'~(I)' ',1" (1: 1130 ('l.116.A 1\1 4 = 80.71 % (hIOO%) 

80 

5 

320 

270 

85 

70 

130 

90 

11 30 



• 

h'}(O(O rf;ntnlJ mry T~UCTlJ p'AmlJ nt\~ 
Entoto Technical & Vocational Education & Training College 

<t:Ff'C -------------------------------­

~1 --------------------------------

t\ ---------------------------------------------------------------

I'-'t(} IlOCI :-

r~~:- rpt\.~"fl r10+1 :10+2: hCJ 10+3 UJt\trt~"fl rP"'t. t\g, t\iJOiJOY:: 

-)--fH1C l' .e.gl ,£.unt\h;J=t\ :-

rh lmm tn'1.nCJ orr f +iJOUC+CJ P"'t\mCJ Pt\~ or~un.p OTt\f~ Otn'1.nCJ orr f 

un(}P"f r~fc'lt\1'CJra>-l TOTJt?J"f nL~-)' ()t"IorrfT~'r+ t"IP"'t. t\iJOiJO~ t\U-t\T 

mt.-)' (312) (}Q1' fUJOTjt.t\ MlUiJO un/(lA-"fCJ Y:c~+"f g,ul r P"'t. t\g, t\iJOiJO~ 

(A7Ll-)'t'L7i. 7) T"?()t.lf t\OTJ~L"? UJt\trt~"fl T~ilfr> OOTJUJOTJt.+ 1'ill1C flOTJ~L"? 

t\g, g,1~~:: 

flltu Qun1-iJO OC~;J= UJt\trt~"fl hthSJDIb 1 ~"} 1999 q.SJD. J!~L t\/Pt. 

t\g, t\.iJOiJO~ t\OTjUJOTjt.-)- (ll1"?~T t\g, g,1~t\:: 

OltUiJO unUJL1- un/fl,;J="f/S?:C"f:;J="f~ nUJt\m'rfl+ un(}n UJt\trt~"f'} T~l1fr> fl/pt. 

t\g, t\iJOiJO~ fUJOTJt.t\'} HIS?: fl;J=l\q, 1'U+CJ hlmg,.4>t\l:: 

OPt\p.: r~c'lm-1"} P't:n'lnCJ orrf OD(}P1' 'hCJ rUJt\trt~"fl 11111' rOlf. '}t\~ tt'}S?: 1~ 

Allt 11S?:Cl'j rnAn :- nrTC;:lJ)- r uo-- fCj 'f:nth oniln ~1 fUA 

lPAfl}~r"} AT+ntr1 h"}~~T~o- (l~11~n, mg,iJO fl(}t\n hl~+1t\~t\1 

hIPt\r".-r .'r'J,e:--; 
'( . / I _ 

.. '-'- _0" 

~2387G5-70 (8)J033 
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hJtll hal] +"fllt)~ 1:h~h'1 on.. y +~VC*f) pAm'1 Pt\.~ 
ADDIS ABABA TEGBAREID TECHlvICAL AND VOCATIONAL 

EDUCATION & TRAlA'ING COLLEGE . 

----_._----

i! Oll -5J 5-42-2 1 

AddisAbaba,Etlliopia 

~ 'f' C ,t,o,,I lJJ t'\ -----------------
,.b ,. .. ~ _____ __________ _ 
, " 

--------------- f ,tq l\ (J)< /f.-f'Q {\ :far / ----------------- {W-< .f I1C~ nil Ji." h nQ 
1'<?Qi. oY: -t'h~h'1 ~,e r9"VC:rCf p'Amrl- f"\tl,:e:- rouQ;).t.il qou-r 
:r9"UC~ (}ooh'+1"A f;:rep f..arl'1' f-tou~n r..}< '} f ruAm«?~ TC~/rr 

natt7Q~.~ ti.e .e1~t\I:r1"1tt"f/ :: 
f1~tlmarl fo'! f' -i"btl,n -rrtJc:r pAm£] ffCJt.:J1~ar 1-'?QC nODtf~ 

,eu ooffir<£f f.ll~ib h<pi.(Jn~' 1;1. )! 9~ t: 1\312:00 .)o,-r ;1 1'l\.~f.. OD/o,,y.:f 
/Y:C~,y.. 1: (}P't. ACJOlJU 1; attoao(}hc hn6..It·/~ fl cmif)· fl~f'::>~"fl -rt-tryt 
t\ UTf.. fcf'cnar/t\9'" 7<f> COari 'T',eck /ltl&.A1.OJ< T·tlllC 'l,.e,.e{\(JJ-/l1. jP,.e nYT/ 
hffln1l1 ~:P~£i',;J'-ftrl hh1,'j nav/{1.p /S?:C .e--1-: / NrC; it~t..(r 
pory1(f]mO"l.,e ~'l1;;o,'l f-1'il!f.. :r}i'f'} {ll.€TiU rS''' jAn avtJ}.l itC;ftlilll\i:: 
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Ji111 IrOIl .-rDJ'1({ o~e- *h~h'1 no~f ~f/"UC:rr:; ~Am~ /111J!: 
r/J(~ t\lJl'r~~ o019"'7~J' :PO & 011~515-
42-21 
r·t-tttrytIt]~ {)9"'- P .T _ _ h~t\ 10+ .... 3'---__ 
-t-l\U'lOCJ"Jf. rot\m){}:t- \)((t>-.r I1C<f..lo.e'l :.r/ __________ _ 
ttr»1r t\fJP9t>f: f-"t-ou .R(1(lrmc)"" ol}:.r ;l12;J2Q 
f.l-'-' II"' A rr;"U p". f OJtli..m· to 4''''' ()q:r __________ _ 
fl'lntry<ryl': oo/fl':i' /5?:cl"::r fl'F' ____________ _ 
flA h (l ;r[hlll-t-<7'll. ______ _ _ 

r aD 7 9~"1C1Tf. Y 00.1-'-' 6. C • y. 'f 
A! I 1·t\<ry~:(-

1 I roul"-'t--r ~1?-r AII(})-

: h100 
I P'l', ( u' 

~1"fl 

I l\oon6..Cf'";f. I m-r"" 
r'h'lmm- I arm.:r-
rh'flf.7~ ~'f'1l I 

1 
2 I ttt,(}.<) N :"l.m<p9"'(!;far 

I OD
u f6Y91'f 1'1:P1f .fKC;;A 

3 I r-t-()rr;:r'} -t-7,?qlr'r ncr?.6..tl7lD- r1'Ir:f' J?~}T I 
J"m'l-t:P A 

5 

1 

4 

1 frf'tlrn--T-' rf"OJq(1"' l' O"?A,) on-- .~¥} 'ryh<l(J)/ i 
_ .e:f"A I 

K 6 f-f''ltl7i',r<l f<r~t\t1]4~~~' llrnl. l1tHJr 1 
2 7 I 0/,,0. -r';t(li rl'r ,,~n oar<?f-l1 nVlt":r l\O"!Jm<pr i I 

8 i ~~~-r;;~~t-1'1t" ti'H Ah<lt ~.,. +.---+----1----+------1
1 

_~~_9"'_C _____ ______________ ___________ ___ ~ ____ ~ _____ 1_4 __ ~ __ ~ 
'71'J1111J 
1. i\i-..y·}~"}~ nn.l-'-'6.C~ }\r)h 100010 an/),nr .e~t\A 
2. h<i~ -f'<:( ~~11 140( rim- h100 ,P'i''iro- ',"'11 l\GO .I-'-'6.C-r·:P flrf'()mor 
Ptl'fl~;l' ~'p11 -t-l(l1'Y' m:t''1'1 (JNrb~' (}"'Y.t\or {)c .e'lI,..A 
3. ntli~' (70IP~:r m-p'l"l 11, (lr ~rr'fl 'r·J.?.~c t\ 14 ,e J16-.A <) artn.1: h100 
.equ/lA 

4. (P!.\([ll- 11'f ar m1>tjtj ~rpll % 

Am.:l"· J; _F7~,/qy ~ II-t-,rrl· 

f'l?" ,?"7.(fI· l)?~\._ ... t,c-I. cp'} 
_ert'Jl'}llll. ~ :-f..{) 1'0 J'f\/vC11 ,~' c\'11 ll·t-'r'~ (1;\"\ O~""·t-9'" --r~4Jt::S 
flT{);J' ;J,'ti1 11-1-(V"lO'DJ?.n:r r /'~t· t(ia}-I ~X'."JC l\htb~; .e"'lA 
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