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Abstract 

The expansion of TVET programs that has been chosen as an instrument for employment 
expansion and poverty reduction was relatively a recent phenomenon in the country. But, this 
would be realized if the expansion of these TVET institutions is balanced with the provision of 
resources. The principal objective of the study was to assess the status of TVET institutions and 
their contribution to employment opportunities. To this end, the study was employed a descriptive 
survey method. The primaty and secondaty data were collected from different sources using 
qllestionnaires, interview, observation and document analysis. Accordingly, from four 
government TVET institutions found in Addis Ababa 236 trainees, 52 trainers, 51 graduates, 15 
employers and 3 officials were involved in the study. The collected data were analyzed and 
presented descriptively using tables and texts. Moreover, percentages, weighted mean, rank 
order, chi-square and t-test were used in analyzing the data. 1he areas of concern believed to be 
more relevant to assess the status of TVET institutions and their contribution to employment 
were: factors that affects the status of TVET: application of 1MIS, trade demanded in the labor 
market, policy options recommended to address the problem and employability of graduates. 
Findings from the data analysis indicated that the guidance and counseling service of the 
institutions under study was \!ely weak and trainees joined the institutions with out adequate 
information. Besides, a considerable number of trainees did not like the fields of stlldy they are 
pursuing. The lack of interest on the part of the trainees was attributed to lack of interest from 
the beginning, the training was not their first choice and they joined the institutions due to lack of 
other options. The material, human and financial resources of the institutions are also not 
adequate to rim the training programs. Due to shortage of practical sessions and inSl!fficient of 
the skills and knowledge they acquired in the training, trainees are not confidence to start their 
own business or employed in other organizations. Hence, the present status of rVET institutions 
in Addis Ababa is not satisfactOlY to produce competent man power to the labor market as 
desired. On the basis (jf the findings, it was recommended that it is better to promote the public at 
large and the trainees in particular as far as the training objectives are concerned. Moreover, 
the optimum balance between theolY and practice need to be maintained, developing close 
relationship with the stakeholders and it is advisable to have a serious fo/lolll up for the 
apprenticeship trainings and the graduates as well. 
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CHAPTER ONE 

1. The Study and its Approach 

This chapter contains the background of the study, statement of the problem, objecti ves of the 

study, significance of the study, research methodology, delimitation, limitation and definition 

of terms used in the study. 

1.1. Background of the Study 

It is generally agreed, and rightly so, that the society's future fate or economic development to 

a large extent depends on the success of schools in effectively carrying out their objectives. 

The education system as an organization produces educated manpower for other sectors. 

Atchoarena and Delluc (2002: 15) state that, schools everywhere are being asked to prepare 

young people for the job of tomorrow , and Technical and Vocational Education and Training 

(TVET), more often than not, plays a significant role in this process. For many it is a passport 

to employment and the possibility of social advancement. TVET is truly bridge between man 

and hi s work. 

History shown lhat, TVET was born of the needs of man's social production life; it was man's 

earliest form of education (Weizhi , 1991: 14). However, the contribution of TVET for the 

economic development of a nation was not questioned, it did not got attention until the late 20 

century. Developed and developing countries are more focusing in the expansion of general 

education. For instance, in Sub Saharan Africa, because of expectations to develop modern 

sector, which was supposed to increase the need for skilled labor, TVET get attention during 

1970s (Atchoarena and Esquieu, 2002 : 43). Moreover, Kazanas (1973: 28) states that during 

the last decades the social, economic and technological changes in the US society have had 

unprecedented effects on the TVET. 

In the context of today's globalization, the role of TVET becomes crucial to achieve a country's 

development goals. Most countries have stated in one or another way the general purpose of 

TVET in the following way: "It is to provide alongside general education, knowledge and 

skills in technical and vocational fields, in order to meet national manpower requirement in 

agriculture, business, industry and other technical services" (UNESCO, 1996: 16). 



To achieve the stated purpose, the TVET institutions shall be better equipped with the required 

resource. But many African countries do not afford the investment required by the TVET 

institutions. Among the challenges facing the TVET institutions are financial , material and 

human resources . It is true that, TVET institutions require huge financial resources than the 

general education. Furthermore, some scholars argue that, vocational training program 

provided within formal education could not ever become an effective method of accelerating 

economIc development (Foster in Blaug, 1987: 21). Foster fi.lI1her denied that general 

education and vocational training are ever substitute for each other, the former being on 

contrary necessary foundation for the later, and the later being generally more efficientl y 

provided on the job than inside the school. But, no matter, how they are expensive and what 

the economic status of the country , various studies carried by the World Bank and educational 

researchers have shown that investment in TVET is worth while to address the desired 

purpose (Kerrey, 1996). 

Ethiopia is among the poorest countries in the world . The total population is estimated about 

73,044,000 (FDRE, 2004). The Ethiopian education has a long history that dates back to the 

introduction of Christianity it self in 330 A.D. However, modern education was started at the 

beginning. of the 20th century. It has gone through many lipS and downs to change from 

traditional education to modern education. 

Despite, the introduction of modern education and the interest of the government to develop 

qualified civil servants, the subject that were student taught more of academic. This continued 

until the mid 20'h century. In 1974 when 'Dergue' came to power there were attempts that 

made reforms on the education system of the country. Among other things, the curriculum was 

revised with the central objectives of "all rounded development" of the young (Ayalew, 2000). 

Three broad goals were included in the curriculum, these are: "education for production", 

"education for consciousness" and "education for socialist consciousness". The intended 

purpose of education for production was to relate education to productive work at all level. 

Following this more technical and vocational schools were established to this effect. Moreover, 

the Ten Year Perspective Plan (1984-1994) was prepared, which envisage eight years of 

universal polytechnic education and a curriculum that would enhance integration in to the 

world of work. But, except for the significant changes achieved in the numerical targets, both 
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remained a futile exercise and practically the education systems were dominated by theory. 

Except for the small achievements achieved in recent years, employment creation in the 

modern and service sector has been affected by the slow pace of private sector development. 

Besides, the economic and social sector which was highly dominated by government can not 

absorb all graduates from secondary and tertiary education. Hence, unemployment becomes 

one of the major social problems in the country. The National TVET strategy (MoE, 2006: 6) 

clearly stipulate that, major barriers to economic and social development is the fact that, the 

Ethiopian work force of around 35 million people is characterized by low skill levels and 

average educational attainment. Only 10 per cent of the urban population has post secondary 

education. 

In spite of the long history of education and ancient civi lization of the country formal TVET is 

a recent phenomenon (Teklehaimanot, 2002: 6). The first technical vocational school was 

establi shed 43 years later after the introduction of modern education in 1908. It was followed 

by few technical and agriculture colleges. Some vocational courses in the form of subjects li ke 

Handcraft, Drawing, Home economics, Agriculture and others were given in the school 

(primary and secondary) integrated with the general education. 

Following the introduction of Education and Training Policy, the TVET in Ethiopia is 

currently under going a major reform process and gets attention from the government. And 

TVET becomes as part of the major implication of the sector strategy. The strategy clearly 

stipulates that, an expansion of primary and vocational education so as to be more realistic to 

the objective situation of the country, the demand of the economy and to attain some degree of 

equity and sustainability. Moreover, the policy incorporates as one of its specific objectives "to 

satisfy the country's need for skilled man power by providing training in various ski ll s and at 

various levels" (TGE, 1994:9). 

In response to the Education and Training Policy, the expansion of TVET colleges is getting 

attention nowadays. TVET is being offered at secondary and tertiary level. Currently there are 

108 government and 91 non government TVET institutions in the country enrolling 106,336 

trainee in all programs (MoE, 2005: 105). However, global and our country's experience shows 

that the mere expansion ofTVET schools does not solve the problem of unemployment. In line 

with expansion of TVET schools, it is better to equip them with basic facilities, personnel and 
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finance to enhance their quality. 

Addis Ababa, the capital city of Ethiopia, accounted for 26 per cent ofTVET institutions in the 

country (MoE, 2005). There are 10 government and 68 non government TVET institutions in 

the city. Besides, most of large and medium enterprises in the manufacturing sectors are 

concentrated in Addis Ababa. In light of the above facts, this study, therefore, focuses on 

assessing the present status of government TVET colleges/institutions in the city with 

particular emphasis on their contribution to employment opportunity. 

1.2. Statement of the Problem 

Availing and effectively utilizing of the resources in the institutions is a necessary condition 

for the expansion of TVET programs, which has been aimed at expansion of employment. 

Over the last ten years, Ethiopia has experienced a rapidly increasing demand for the education 

at all levels and a decline in the provision of resources to support the education system. TVET 

institutions being one segment of the education system are also facing similar challenges, ifnot 

worse than others. 

After 1974, to address one of the three broad educational goals, education for production more 

technical and vocational schools were established in the country. But the expansion of these 

schools could not realize the intended purpose. In response to the Education and Training 

Policy issued in 1994, twenty-five Skill Development Centers (SDC) were opened in the 

country in 1997(Yekunoamlk, 2002). They were established with out a thorough needs 

assessment to train secondary school leavers in the areas of Auto machine, Building 

techniques, Building construction, Electricity, Electronics, Metal works, Surveying (Drafting) 

and Woodworks (Yekunoamlak, 2002: 226). Besides, they did not provide the desired middle 

level skilled man power to the country. 

In 2001 , a TVET program was incorporated in to the secondary school system of all regions in 

the countly. Cognizant of these problems the government gave attention and formulated a 

strategy that helps in the implementation of an expanded, diversified and integrated TVET 

programs starting from 2001. From that onwards the TVET institutions are using new 

curriculums and modalities of training. 
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The TVET programs are expected to enable the trainees acquire a working skills, knowledge 

and attitude, which will enable them to secure employment or create their own jobs. The TVET 

are basically aiming at preparing the young for the world of work. However, in Ethiopia 

according to MoE (2006), a systematic integration of TVET with the world of work has not 

been yet achieved. Most curricula used in the formal TVET were developed without sufficient 

involvement of employers. Besides, in Ethiopia, as in many African countries, TVET suffers 

from a relatively poor public image and many ofTVET graduates remain unemployed even in 

those occupational fields that show a high demand for skilled manpower. A comparative study 

indicated that, employment rate of vocational graduates in the non government training centers 

were found to be better than that of government vocational schools (Yekunoamlak, 2000 : 71). 

Even in the other parts of the world, studies indicate that, TVET systems are every where 

facing challenges to prepare a sufficient number of people with the right skill to meet labor 

market demand (Atchoarena and Delluc, 2002:15) Yekunoamlak (2000:72) also finds that, the 

major problems in the implementation of government vocational training programs in Ethiopia 

were mainly, lack of facilities and absence of occupational information. Moreover, a critical 

issue for TVET planners and managers is how to train individual for future job on the basis of 

information concerning past and present labor market. 

The success of such types of programs depends largely on an effective management of the 

colleges, provision of the required resources and involving the partners in the planning, 

implementation and evaluation process of the programs, but not on mere expansion of the 

training institutions/colleges. Hence, due to these and other unmentioned problems the TVET 

institutions/colleges in the country did not progress as they were intended. In order to address 

the employment issue and to bring development, strengthening the status of TVET 

institutions/colleges playa significant role. 

Therefore, it is important and rightly so, to examIne the present status of TVET 

institutions/colleges in Addis Ababa in relation to their contribution to employment 

opportunity. In the course of the study, to achieve the intended purpose attempts were made to 

seek reliable answer for the following basic research questions . 

1. What are the basic social , academic and economic factors that affect the status 

of TVET institutions/colleges and graduates? 
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2. In view of competitive labor market, which fields of study have more chance of 

employment? 

3. To what extent the training programs planned based on the demand of the labor 

market? 

4. To what extent the TVET graduates are employed? 

5. What policy options should be recommended in order to address the existing 

problems in the TVET programs of Addis Ababa City Government? 

1.3. Objective of the Study 

The general objective of the study was, to assess the present status of government TVET 

institutions/colleges in Addis Ababa and their contribution to employment opportunity. Based 

on this general purpose the specific objectives of the study can be described as follows. 

1. To identify the basic problems that hinder the effective operation of the TVET 

colleges/ institutions. 

2. To assess factors that affects the employability ofTVET graduates. 

3. To identify which field of study is currently prioritized by the labor market. 

1.4. Significance of the Study 

Since the objective of the study was to assess the status of the TVET institutions/colleges and 

their contribution to employment opportunity, the output of the study, therefore, has the 

following academic and policy issue significance. 

I . The study may help to provide an up-to-date picture on the present status of TVET 

institutions/ colleges in the city. Hence, it may be used as a source of information to 

policy makers and scholars alike. 

2. The study tries to indicate which fields of studies are prioritized by the trainee and 

labor market. Hence, this in turn will help for educational planners to take into 

account these field s while they are planning trainee enrollment and allocating 

resources. 
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3. It is assumed that the study may provide some alternative or feasible 

recommendations that may help in linking TVET colleges and employment 

0ppoI1unity. These will be used by the colleges themselves and policy makers. 

1.5. Delimitation of the Study 

Currently TVET programs are launched through out the country and provided by government 

and non-government partners. However, the study was limited to government TVET 

institutions/colleges found in Addis Ababa. This was mainly because Addis Ababa consists of 

26 per cent of TVET institutions in the country. Besides, since TVET is a relatively recent 

phenomenon in private colleges, the study focused in government TVET institutions/colleges. 

Moreover, TVET programs are given in different forms (formal and non formal) and levels 

(10+1, 10+2, 10+3). Hence, the study was also limited to formal and 10+2 regular program 

because they have stayed more in the institutions and has more exposure to the training 

programs. Out of the five major fields of studies provided in the institutions the study was 

limited only to three fields of study. These are construction, industrial and textile technology. 

This was mainly due to the fact that these fields of study share common feature, they required 

more machines and equipment which was one aspects of the study. 

1.6. Research Methodology and Procedure of the Study 

The study was aimed at assessing the status of TVET institutions/colleges in Addis Ababa in 

relation to their employment opportunities, descriptive method of research was employed. This 

method helps in picturing the existing situation of the issue under study. In addition, it allows 

the collection of data through data collection instruments and conducting document analysis . 

Under this method, the descriptive survey was used and the following procedures were 

employed . 

1.6.1. Source of the Data 

The study covered four 10+2 government TVET institutions/colleges. The main sources of data for 

the study were both primary and secondary sources. These include: 
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• 

• 

• 

• 

• 

Relevant books, journals, internet and other materials which contain 

information related to the study. 

Documents, reports and records on TVET graduates found at the TVET 

colleges/institutions, City Government of Addis Ababa Education Bureau and 

City Government of Addis Ababa Social and Labor Affaires Bureau. 

All sample TVET institutions deans/principals, all vocational counselor, sample 

trainer, trainees and fifty four employed and non employed graduates. 

Fifteen government and non government employers in the city which are 

involved in providing apprenticeship program for the trainee. 

Three officials found at Addis Ababa Education Bureau. 

1.6.2. Sample and Sampling Techniques 

In order to get sufficient data and to ensure reasonable representativeness of the 

institutions/co ll eges, out of 10 Government TVET institutions/colleges found in the city 4 (40 

per cent) were selected as a sample. The study employed purposive, availability, stratified and 

simple random sampling techniques. The purposive sampling was used to select the colleges, 

employers and the graduates' in order to get pertinent information for the study. Accordingly, 

Tegbare-ed TVET college and Nefas-silk TVET college were selected for the simple reason 

that they are colleges and they provide diversified programs. To get a clear picture of the 

institutions in the city the middle level institutions of Higher 7 and Higher 12 were included in 

the sample. These four collegeslinstitutions accounted for 40 per cent of the total government 

10+2 trainees and 30 per cent of trainers. Moreover, they represent four different sub cities. 

Besides, 15 apprenticeship offering organizations or companies, 3 officials, and 54 graduates 

were selected through purposive sampling. Availability sampling technique was used in the 

selection of deans/principals and vocational counselors. 

The simple random sampling technique, for it gives equal chance of being included in to the 

sample, was employed to select the trainees and trainers. Moreover, stratified sampling was 

used to select the trainees. Sex and occupations was the base for stratification of the various 

departments' and trainees, to ascertain the participation of trainees from various fields of study 

and to include female. Accordingly, out of 1105 trainees, 276 (25 per cent) were randomly 
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selected as a sample. And out of 160 trainers, 56 (35 per cent) were included in the sample. 

The number of respondents according their occupations is indicated at the back in Annex 7. 

The following Table dep icts the population and sample of respondents included in the study. 

Table I 

Population and sample of the study 

Salllple 

No Institutions /collcgcs Sub-city Respondents Popul<ltion T M F 

1 Tegbare-ed College Lideta Trainees 584 146 113 33 

Trainers 64 22 18 4 

2 Nefas- Silk College Nefas-Si lk Trainees 229 57 48 9 

Lafto Trainers 41 14 12 2 

3 Higher 7 Midd le level Addis- Trainees 144 36 30 6 

TVET Institution Ketema Trainers 28 10 8 2 

4 Higher12 Middle level Yeka Trainees 148 37 31 6 

TVET Institution Trainers 27 10 9 1 

Trainees 1105 276 222 54 

Total Trainers 160 56 47 9 

Source: Computed from CGAAEB reports. 

N.B. Here trainers refer to the teachers, deans/principals and counselors through oul similar 
tables unless expressed explicitly. 

1.6.3. Data Collection Instrument 

Basically there were two types of data, primary and secondary. The subjects of the study were 

trainers, trainees, deans/principals, vocational counselors, graduates, employers and officials. 

The primary data was collected through questionnaire and interview to obtain first hand 

information. Quest ionnaire was preferred since it is best suitable method to collect information 

from a large sample size population with in a given time frame. Two types of questionnaires 

(open and close ended) were prepared for the trainee, the trainers and graduates. The 
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questionnaire for the trainees and graduates were prepared In Amharic, In order to get 

comprehensive idea and opinion. 

In order to acquire additional primary information, interview was held with educational 

officials found in Addis Ababa Education Bureau and employers (government and non 

government) . Besides, since the very purpose of the study is to assess the TVET institutions/ 

colleges status, observation check lists were used to gather information pel1aining to 

workshops, libraries, classrooms, machines and the over all infrastructure of the institutions. 

1.6.4. Procedure of Data Collection 

Before the final questionnaires were distributed to the respondent, the instrument was pilot 

tested in one college which is not included in the sample for 8 teachers and 30 trainees. This 

helped to get valuable suggestions for improvement and to test the validity and reliability of 

the instruments. Moreover, the questions were given for comment to advisor of the researcher, 

officers pertinent in the field at Education Bureau and colleagues. Accordingly, some questions 

were discarded and revised based on the information obtained from the pilot test. 

Finally, the improved verSIon of the questionnaires were distributed to sample trainers, 

graduates and trainees and collected by the researcher. With regard to interview, it was 

conducted with three officials and fifteen employers on a one-to-one basis by the researcher. 

To maximize the chance of rate of return in advance preparations were made with the 

respondents. This includes setting convenient time and clarifying the purpose. And a close 

follow up was also made to increase the chance of rate of return. 

1.6.5. Method of Data Analysis 

Depending on the nature of the basic research questions and data coll ected through the 

aforementioned tools, the data were tallied and organized properly. Based on the number of 

subjects involved and the type of measurement used to measure the dependent variables, the 

following statistical tools were used in the study. 

Percentage was used to analyses various characteristics of the sample population, such as sex, 

age, educational background and work experience of the trainers, trainees, and graduates and 
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different questions . The t-test was also used to see the difference among the responses of 

trainers and trainees on the factors that affect the status of TVET institutions. Moreover, the 

Spearman's Rank Order Correlation Coefficient was computed to examine the agreements on 

the ranking of the trades prioritized in the labor market and factors that affect self-employment 

between the respondents. In all cases the obtained difference was tested at a. (statistical 

significant) 0.05, to tolerate errors that may occur due to chance. The chi-square was also lIsed 

to see the difference in opinions between the respondents. 

1.7. Definition of Terms 

Terms used in the study are used as defined here: 

• Employment- Refers to a situation where there is a remunerative job, whether for an 

employed or self-employed person. 

• Employment Opportunity-Is the availability of remunerative jobs, whether in the 

form of wage employment or self-employment. 

• Gradllates- Refers to an individual who has satisfactorily completed all requirements 

of an educational and training program and has been awarded a certificate attesting thi s 

(Good, 1973 264). 

• Technical and Vocational Training and Edllcation- Refers to the combined process 

of education and training and recognized the common objectives of employment on 

their immediate goals (UNESCO, 2002: 96). 

• TVET Institutions- Institutions /colleges which are providing technical skill s at 

10+ 1, I 0+2, and 10+3 programs. 

• Trainees- Refer to those attending in TVET institutions as their future career in 10+2 

program. 

• Trainer- Refers to a person who is teaching in TVET institutions. 
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1.8. Limitation of the Study 

The unavailability of the tracer study which can indicate the extent of employability of 

graduates was one of the major limitations in the study. However, as much as possible thi s was 

compensated by incorporating the employed and non employed graduates from different 

occupations and different years. Moreover, Due to inventory program in the MoE libraries it 

was difficult to get recent literatures related to the study. To minimize this problem the 

researcher tried to review different literatures from different sources. Hence, the study and its 

findings should be evaluated by taking in to account these mentioned problems. 

1.9. Organization of the Study 

This research report has been organized in to four chapters. The first chapter deals with the 

study and its approach. The second chapter deals with the theoretical and empirical review of 

related literatures to the study. Chapter three, deals with presentation, analysis and 

interpretation of the data. The final chapter treats summary of the finding, conclusion and 

recommendations. Moreover, a list of reference materials and other papers containing pertinent 

information are annexed in the appendices. 
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CHAPTER TWO 

2. REVIEW OF RELATED LITERATURES 

This chapter provides a theoretical and empirical basis for the study by revIewing the 

literatures related to the Technical and Vocational Education and Training (TVET) facilities, 

and their contribution to employment opportunities. Hence, an attempt were made to discuss: 

the hi storical development of rVET, rationale and objectives of rVET, related issues in 

TVET, management of TVET, integration of TVET to employment , other countries 

experience and trends ofTVET in Ethiopia. 

2.1. Historical Development of TVET 

Vocational education in its informal form came into existence when human beings begin to 

live together and started to produce goods for their basic needs. In relation to this, Abramson 

(1979: 19) points out the historical development of TVET dates back to the primitive society in 

which children learnt from their parents ski ll that are required for survival such as hunting and 

fishing. Hence, the father was responsible for hi s son and the mother to her daughter in 

providing the necessary occupational instruction, which were used in the daily life. 

The model of sk ill training which developed with the rise of guilds in the middle ages existed 

both in Germany and England (Deissinger, 1996: 137). According to Hanson (1997: 24), the 

guilds are association established during the middle age in Europe to protect the interest of 

members of the same craft. Once the crafts men has organized into guilds according their 

specialization; the guilds over take the responsibility of local control over each trade and set 

standard. And this paves the way to development of modern TVEr. 

Though, it is difficult to mention the exact date when formal skill training was started, the 

available literature supports that, the industrial revolution can be the turning point. In the same 

vein, Vanables (1959: 4) concluded that technical education was a belated concomitant of the 

industrial revolution which began in England about the mid 18th century. Besides, the two 

world wars played a significant role in the development of TVE. The war resulted in serious 

shortage of skilled labor in all grades. But, in Sub Saharan Africa TVE get increased attention 
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during 1970s, because of expectations to increase the skilled laborer used for the modern sector 

(Atchoarena and Esquieu, 2002: 43). 

However, the expansion and development of TVET was not favored by all scholars and the 

public for various reasons. Among others, Foster (1965) and Blaug (1973) clearly argued that 

vocationalization can not be a remedy for educated unemployment; it can not prepare students 

for specific occupation and reduce mismatch between education and the labor market (Tilak, 

2002: 4). Furthermore, there are no clear empirical and quantitative evidence that the economic 

return of TVET out weigh than the general education, Bennell (1995); Bennell and Segerstrom, 

1998 (in Tilak, 2002 14). 

Hence, these controversies among the scholars and society have a negative effect on the 

development ofTVET. In relation to this, Weizhi (1991: 15) states that the reason that the past 

TVET developed at a slow pace, exerted little influence on society, and did not develop in to 

an organic entity lies in the fact that it was considered as a mere supplement to general 

education. In the same vein, UNESCO (1979: 103) also contends that, the traditional education 

system combined with attitudes on the part of educators and the public which disregard TVET 

and the occupation for which it prepares to a low status form the greatest major barrier to the 

development ofTVET. 

In general, despite the low public image and oppositions from some scholars the expansion and 

integration of TVET in to the general education has a paramount importance for the 

development of the modern economic sector. 

2.2. Rationale for the Emergence of TVET 

The evolving, multifaceted role of education in the development process underlines the need of 

every country for a more flexible, comprehensive and diversified education and training 

programs. Technical education the smallest sector of the whole educational system has a long 

lasting significance in meeting the economic needs of the country through industry and 

commerce (Vanables, 1956: 1). The world today is developing in a global form of production, 

economy, science, technology and culture. Hence, the training of professionals and technicians, 

too, must be viewed from the strategic stand point of the global development, rather than the 
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narrow interest of each country, In order to handle increasingly frequent 'global issues' 

(Weizhi, 1991: 18). 

Cognizant of thi s fact , the education system should incorporate both general and vocational 

education at all level in a reasonable proportionate. UNDP (in N 'jie and others, 1995: 21) al so 

points out that, with out properly trained man power in industry, commerce and the public 

service a country can not exploit its own national resources. Of course, the choice of trades and 

professions in which training should be made avai lable must be peculiar to the pal1icular 

country based on its priority. 

Nowadays, for many countries, TVET is not an option rather it is an imperative. It plays a 

determinant role in promoting the economic growth and socio economic growth of countries. It 

is through TVET that such skilled manpower can be obtained. Luguijo and Manyinod (in 

UNESCO, 1996: 14) emphasize the importance ofTVET in the following way: a country's 

technical and vocational training system is a decisive factor determining the competitive 

strength and level of development of its economy. 

Here it is worth while to mention some argument in favor of TVET and against TVET. To 

begin with proponents, according to Barlow (1973: 54), one of the principal arguments for 

TVET is, "it is a social necessity in theory and in fact it represents an individual's turning point 

from economic dependency up on the social structure to his independent posture as a 

productive member of society." Thomas Balagh (in Tilak, 2002: 3) was also empathetic in 

arguing: "as a purposive factor for rural socio economic prosperity and progress, education 

must be technical , vocational and democratic." The UNESCO adapted in 1974 also puts an 

important recommendation concerning TVET, and argued for provision ofTVET as an integral 

part of general education, as a means of preparing for an occupational field and as an 

instrument to reduce the mismatch between education and employment and school and society 

at large (Tilak, 2002 : 5). 

Proponents of vocational education also argue that the effect of vocational education on the 

opportunities of the academically weak should not be judged against the odds of obtaining 

college education or of entering high-prestige occupations, but it should be evaluated by the 

extent to which it helps these students avoid unemployment and increasing their chance of 

becoming skilled workers (Arum and Shavit, 1995 188) 
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Carton (1984: 20) points out the following advantages gained from integrating TVE: 

• It contributes to improving economic efficiency and raising productivity. 

• Enhancing a climate of industrial culture in the less developed countries. 

• It equips the trainee with skills and know how which are directly useful m 

employment or self-employment. 

• It provides better opportunity to less advantage segment or vulnerable group of the 

population. 

• It helps in reducing the pressure for higher education to expand if vocational courses 

are made terminal in nature. 

• It improves the over all quality of education by making it less abstract or more related 

to their own work environment. 

On the other side, the emergence and growth of TVET is not blameless. There are some 

scholars arguing against the importance of TVET. Vanfosen, Janes and Spade (in Arum and 

Shavit, 1995 : 187) argue that, vocational education inhibits the future socio economic 

attainment of students have shown that it reduce students' chance of attending college. 

Psacharopuolos and Loxely (in Tilak, 1988: 254) also realized that the powerfulness of 

vocational training, but argued that it should be given out side the formal education system. 

On the whole, it is true that the arguments for and against TVET have their own positive and 

negative role in the development and expansion of TVET. Even though, there are criticism 

against TVET the most important point that should be given emphasis is at what level TVET 

should be given and what should be the proportion of vocational course. Because focusing on 

vocational/technical education and neglecting the general education cannot bring the desired 

economic development. The two forms of education have their own paramount importance in 

the development of nation's economy. 

2.3. Objectives of TVET 

The purpose and objectives ofTVET in a given country limit the scope within which TVET is 

to be developed and implemented. However, in view of the changes in the labor market, the 

objectives of TVET have become more diversified; they are not only economic but also social 

(Atchoarena and Delluc, 2002 : 38). 
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The major purpose of TVET is to train a skilled labor force that can be adapted to the 

requirement of the labor market (Atchoarena and Delluc, 2002: 37; and UNESCO, 1996 28) 

Kazanas and Wolf(l973: 10) also elaborate it in the following way: the purpose ofTVET is to 

help the individual to develop desirable and effective work habits and acquire the necessary 

knowledge and skills of an occupation of either enter and/or make progress on it. Based on the 

above general objective there are also commonly shared specific objectives of TVET listed by 

UNESCO (1996: 17). Some of these are: 

• To expose pupils at the basic education level to a wide range of practical activities in 

order to make them familiar with and to stimulate their interest in vocational subjects so 

as to give them equal opportunities to choose their future career. 

• To equip students with relevant productive and entrepreneurial skills that will prepare 

them for gainful employment or self-employment. 

• To provide skilled labor to match the demand for manpower In the scientific, 

technological and commercial sector of the nation's economy. 

2.4. Related Issues in TVET 

2.4.1. Apprenticeship 

The concept of apprenticeship comes into existence from the training of master craftsmen 

developed by medieval guilds. It is basically processes of transmitting know how, together 

with the transmission of knowledge and it involves practical application of this knowledge. 

The earliest type of technical/vocational education took the form of apprenticeship. Organized 

apprenticeship programs for scribes in Egypt are recorded as early as 2000 B.c. Roberts (in 

Finch and John, 1988: 4). 

Moreover, apprenticeship program initiated in ancient Palestine, Greece and other countries 

followed a similar pattern with youngsters learning a craft or trade through close association 

with an artisan. Finch and John (1988: 5) also add, however, the apprenticeship program 

expanded rapidly as various skilled areas become more specialized, the apprenticeship in the 

form of instruction remained virtually unchanged until the 19th century. With the advent of the 

industrial revolution in the early 18th century, apprenticeship began a steady decline. 
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An apprenticeship in the dual system gIves young people the opportunity to obtain 

qualification which opens the path to various employments within an occupationally structured 

labor market, Beck and Maurice (in Deissinger, 1996: 321). Taking an apprenticeship meant to 

serve a period of time with a master who was obliged and entitled to host, feed and educate the 

apprentice. Where as an apprentice refers to every body that entered an employment with a 

master to learn a trade not with standing whether he paid a premium or become a wage earner, 

Stmtman and Patzold (in Deissinger, 1996: 318). 

The modern apprenticeship involved structured programs of education, training and work 

experience. It is primarily sponsored by employers and public training institutions, Munch (in 

Grubb and Ryan, 1999: 99). This involves a strong co-operation between the institutions and 

employers/organizations offering training However, there are major constraints that hinder the 

expected cooperation between the institutions and enterprises. UNESCO (1996: 31-32) listed 

out the following major constraints: 

• Reluctant of the enterprises- They assume that training IS expensIve and most 

enterprises will avoid it if possible. Most local enterprises are small and weak and they 

do not have sufficient capacity to cooperate with TVET institutions. 

• Lack of effective Industrial Attachment Management Mechanisms. 

• Inappropriate method of assessment. 

• In adequate incentive for the trainees. 

In sum, however, there are problems in the effective implementation of apprenticeship training 

program from both sides; it has an indispensable role in the TVET programs. Hence, there 

should be a strong and understandable cooperation between the training institutions and the 

company's offering apprenticeship training. Moreover, the trainees wishing to qualify the 

apprenticeship training must have the average ability and interest to work. 

2.4.2. Vocational Guidance 

2.4.2.1. What is Vocational Guidance? 

Vocational guidance is the process of assisting the individuals to choose an occupation, prepare 

for it, enter upon and progress in it (Bentley, 1937: 35). He also adds that the present 
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vocational guidance movement began in 1908 in Boston, with the organization of the Boston 

vocation bureau under the leadership of Frank Parsons. 

In a more elaborative way Dewey (in Tozers and others, 1995 : 330) exp lains vocational 

guidance in the following way: 

Vocational guidance should not be as some thing, which leads up to a 
definite irretrievable complete choice if it so both education and the 
chosen vocational are likely to be rigid hampering fiilure growth .. 
educators l11ust certainly be carefiti that the vocational preparation of 
youth is such as to engage them in continuous organization of aims and 
methods. 

Vocational counseling is a cooperative understanding. It is performed by a resourceful 

individual who has been trained in using the techniques and devices for obtaining accurate and 

reliable data regarding the counselee's abilities and interest. 

Actually, choosing a vocation is difficult because it requires knowledge about different 

vocations and self understanding. Besides, the trainee's choice of occupation is sometimes 

dependent on factors out of his/her control and is frequently made on inadequate knowledge or 

inexpert advice. This in turn affects the career development of the trainees. 

Though, in principle counseling should be performed by resourceful individual, the real 

practice is different from thi s. The study conducted by Getachew (2005: 109) strengthens this 

fact by stating that all vocational counselors found in Oromia TVET institutions had onl y 

college dip loma, however the policy stipulates the minimum qualification is first degree. 

2.4.2.2. Importance of Vocational Guidance 

If a student has information regarding occupation, chance of future career growth, work habits, 

etc. he/she will be more motivated than hi s/her counter part which do not have prior 

information. However, even with good selection criteria and sound vocational guidance the 

students' capacity and future career can not be predicted with absolute accuracy. Vocational 

guidance is helpful in exploring the meaning of work for the person and the implication of 

career for personal growth and development through out the life cycle. 
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In light of the above advantages of vocational counseling Woolf and others (1987 : 163) 

describe the essential tasks of counseling in the following way: 

• To assist the person in examining the opportunities available. 

• To explore the meaning of these opportunities in the light of their own understanding. 

• To facilitate the making of decisions and to explore the issue which will or can ari se 
when the person seek to adjust and cope with a new work situation. 

2.4.3. Vocationalization of Education 

The history of education for work has its beginning almost four thousand years ago (Finch and 

John, 1984: 4). This implies that education should be related to productivity. The word 

vocationalization defined by UNESCO, in its recommendation of 1974 (in Aggarwal, 2004: 

200) as: 

Comprehensive term embracing these aspects of the educational 
process involving, in addition to general education, the study of 
technology and related sciences and the acquisition of practical skills, 
altitudes, understanding and knowledge relating to occupations in the 
variolls sectors of economic and social life. 

Vocationalism become a central issue and marked by a vigorous debate within the education 

policies in the advanced countries of Western Europe. Among others the following were the 

source of the debate as listed by McCormic (1988: 37) which include, variety of employers 

compliant that school curriculum are too academic and remote from the culture of work, pupi ls 

are weakly equipped with basic skills and school learners are ill-prepared for work and 

employment. 

Despite various recommendations and suggestions made from time to time by the education 

experts at various levels, still the education system of developing countries remains mainly 

academic. For instance, Aggarwal (2004: 199) put the proportion of enrollment in educational 

and technical courses in higher secondary schools as follows: China 17 per cent, India 5.5 per 

cent, France 24 per cent, Italy 29 per cent, U.S.S.R 59 per cent, UK 65 per cent and 80 per 

cent or more in Switzerland, Denmark and Germany. 
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In Africa, most national policy frameworks call for the integration of technical and vocational 

education in the general curriculum in order to offer each learner an oppOitunity to be exposed 

to basic ski ll s demanded in the world of work (UNESCO, 1996: 16; and UNESCO, 1961). 

According to Aggarwal (2004 : 201), vocationalization of education has the following merits: 

Education related to productivity, preparations of individuals' for jobs, employment 

potentialities, broadening of horizon, dignity ofiabor, and maximum utilization of the material 

resources of the country. 

In conclusion, to vocationalize or not to vocationalize is no more a dilemma. The question is 

how much of the educational system should be vocational and how much should be general 

education in nature, Psacharopuolos, 1987 (in Tilak, 2002: 5). The challenge is therefore, to 

strike the balance between vocational and general education. 

2.5. Management of TVET Institutions 

In order to increase the efficiency of the TVET institutions at all level, the management of 

TVET should take into account the allocation of adequate resources, appropriate organizat iona l 

development, human resources development policies, and clear definition of function and 

responsibilities of all concerned bodies. Traditionally, the organization and management of the 

education system be it general or vocational education was the responsib ility of the state. But, 

now TVET institutions are managed and owned by the state, private sectors and even non 

governmental organizations (private-or-non profit organization) . 

There is no single answer with regard to, which government ministries or department should 

manage the TVET institutions. Lanner and others, (in Atchoarena and Delluc, 2002: 36) state 

that, since each country is in a different situation and has different concerns, the responsibility 

for supervising the education system may shift according to the educational and political 

strategies of the countries. 

In most cases, al though other ministries play an important role, the MoE and Ministry of Labor 

are the main government agencies invo lved in the management of TVET institutions. On the 

other side, some countries like Togo and Cote d' Ivoire have created a ministry of TVET in 

order to ensure better management and coordination between technical education and 

vocational training and to raise ski ll s (Atchoarena and Delluc, 2002 : 36). 
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However, nowadays there is an increasing trend in the involvement of tripartite bodies 

including employers, government representatives and individuals in the management as well as 

in the delivery of VET (Gill and others, 2000: 13). Strengthening this fact the MoE (2006 38) 

indicates that " Experience in many developing and developed countries shows that successful 

TVET systems are normally governed by stakeholders which approve important decisions on 

policy directions and quality management and supervise their implementation." Moreover, in 

Ethiopia, the management of TVET institutions starting from March, 2004 the Federal 

Government has given the over all responsibility of managing the TVET programs to the MoE, 

particularly to TVET sector office (FDRE, 2004 : 2578). However, in reality the participation 

of other stakeholders in the management of stakeholders was very loose. 

Attracting and maintaining effective and efficient management in the training institutions is 

also a big challenge for many TVET institutions. The inability of TVET institutions to attract 

and maintain qualified and competent managers and staff has combined with the centralization 

system in many countries to restrict the autonomy of individual institution. 

To conclude, the ultimate effect of this inefficient management system results in multifaceted 

problem in the TVET institutions. Among others, poor quality of training, unskilled graduates, 

unemployment, negative public image etc. could be the manifestation of inefficient 

management of the TVET institutions. 

2.5.1. Forms of TVET Institutions 

The term TVET is used to describe the various forms of initial education and training provided 

to equip youth with employable skills. Forms of TVET vary from country to country and 

TVET programs are provided by a broad combination of institutions: TVET schools providing 

short programs, apprenticeship center, polytechnic, university level institutes (particularly the 

technical education), etc., (Atchoarena and Delluc, 2002:33). Besides, various approaches have 

been adopted around the world to give TVET, among others the company, the dual model and 

within school systems. However, the position held by TVET within the different school 

systems varies from country to country. TVET usually forms a separate system that parallel to 

the general education system, with its own institutional setup, teachers and programs. 
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Usually TVET is provided at three levels, pnmary, secondary and higher TVET schools. 

Moreover, there are also three types of training programs namely: formal , non formal and 

informal. The difference among the there types of programs are clearly distinguished in the 

following definitions given by Addis Ababa City Government TVET Strategy (AACG, 2005 

III-IV). 

Formal Training- Training program (in Ethiopia) usually run by public training providers, 

regulated by government guidelines, leading to certificate recognized by government ministries 

and bureaus. For example, the 10+1 , 10+2, and 10+3 training programs in TVET institutions. 

Non formal training- Training program outside the formal training, run by different public or 

private providers, comprising different mode of delivery and duration of training, usually not 

leading to recognized certificate. For example, employer based training programs. 

In formal training- Is practical learning of skills in a non-structured way. For example, on­

the-job training, training on the family. 

These different modes of training constitute complementary input into the over all national 

training strategy, and the selection of the mode of training basically depends on the economic 

and institutional factors, policy decision etc. 

2.5.2. Human, Finance and Material Resources in TVET Institutions 

The provIsIon of adequate teaching materials and equipments as well as the human and 

financial resources are the back bone of the training programs. The limited human, material 

and financial resources forms an obvious major block to the education system as a whole and 

particularly to the expansion of TVET institutions. The enrollment capacity of the institutions 

largely depends on the availability of these resources. Unless, the training decision is based on 

the supply and availability of these resources the TVET institutions can not achieve the desired 

goals. 

Case studies conducted in twenty companies as part of the training in Britain by Petergrew and 

others, (in Council of Church in Britain and Ireland, 1989: 107) indicate that, training decisions 

are not strongly influenced by TVET infrastructures. Apart from provision of resources, in 

order that TVET programs become effective in Africa, we must consider ' the living forces all 
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around today' Coombs (in Urevbu, 1988 : 267). These forces include the supply side of TVET, 

the demand side ofTVET, and the macro-socio-economic element. 

Hence, the successful of the training programs largely depends on the avai labi lity and proper 

utili zation of these resources. Each of these elements is separately discussed as fo llow: 

Material Resources and Facilities 

Facilities for TVET as part of the education system exist in virtuall y all the countries, but 

generally on a rather limited scale. Due to shortage of material resource vocational classes will 

be estab lished instead of schools (Henze, 1984: 130). The high costs of facilities , which can not 

be affordable by many developing countries, make it problematic to easily obtain the latest 

technology. In relation to this, World Bank (1993 : 41) contends that, inadequate provision of 

facilities, very poor basic equipments, lack of laboratories, unserviceable or out date equipment 

and lack of maintenance wi ll make effective teaching impossible. Besides, poor and in 

adequate investment in resources can not produce higher returns and graduates are unable to 

find jobs (Tilak, 2002: 13; and Atchoarena and Delluc, 2002: 46). 

To make the training programs effective, TVET institutions should have suitable text books, 

laboratories and workshops that can accommodate 20-30 trainees for each trade, rooms for 

storage, for discussion, for technical and admin istrative support, first aid room etc. Concern ing 

this the MoE (in Getachew,2005: 27) states that, there wi ll be sufficient hand tool s, machines 

and different equipment inconformity with the number of trainees in each fie ld, basic text 

books, appropriate teaching aid and others which are essential for training in each institutions. 

Moreover, there should be sufficient classrooms (1 .2 M21 trainees), library which accommodate 

25 per cent of the total trai nees and workshops (4- 6 M2 Itrainees for industrial and construct ion 

technology) MoE, (2004 36). 

To sum up, TVET institutions also require sufficient and latest technology equipment that can 

be ab le to cope with the technological and labor market change. 

Human Resource 

Of all the resources required for TVET insti tutions, the trainers (teachers) are the major 

resources who play a significant role in achieving the intended goals. Peoples are both the ends 

and means of development programs. Highly ski ll ed, qualified, motivated and creative teachers 
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are the back bone of any TVET institutions. However, teachers' education and training remains 

as a major challenge to the present TVET institutions, particularly in the developing countries. 

In connection to the qualification of personnel in the TVET institutions, the Ethiopian TVET 

strategy (MoE, 2002 :51) clearly stipulated that a minimum of degree for the trainer, diploma 

for the assistant, degree for principal and counselor with sufficient support staff In addition to 

pedagogical skills, the trainers shall have a technical and industrial experience. Of course, the 

pedagogical and technical skill development of the trainers can be provided prior or on-the-job. 

But, experience shows that it is difficult to recruit, train and maintain competent trainers with 

relevant and adequate industrial or trade experience, particularly in low income countries, 

Laugo (in Getachew, 2005 : 23). Moreover, study carried by Girma and others (1994 : 26) find 

that, in Ethiopia about 60.84 per cent of trainers do not have adequate training for the grade 

level they were teaching. 

Finally, in order to enhance the quality of training and education emphasis is not given only to 

the academic qualification, but also the methodological approach and ethics of the trainers. 

Financial Resource 

An important aspect of TVET refers to its financing. The in availability of adequate finance is 

directly related to the lack of proper human and material resources. TVET programs are costly 

and the meager, dwindling educational budgets in several developing countries do not allow 

provision of sufficient resources for TVET institutions (Ti lak, 2002 : 13). Vocational education 

of course is quite costly and a drain on the scarce resources. Besides, vocational education is 

distinguished from general education by its highest cost of delivery, especially at the secondary 

level. 

It is true that the highest cost of TVET is due to the smaller class size and the need for highly 

expensive equipment, facilities and materials. Hence, TVET programs are expensive than the 

general education. For instance, in China, according to Doughery (in Tilak, 2002 : 12-13), the 

unit cost of vocational and technical schools were 50-100 per cent higher than in general 

secondary education. 

The past as wel l as the current experience shows that, the state takes the lion share of financing 

the pre-employment training. According to Middleton and others (1993 : 106), as far as 
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financing is concerned the government role in vocational and skill development is displayed in 

three broad but fairly distinct activities, namely: providing supporting service, providing 

training it self and providing finance. Courses at public training institutions are either provided 

freely or at nominal fees . Therefore, this forces the TVET institutions to address the issue of 

expansion at the expense of quality. In order to find alternative source of finance and reducing 

the burden of government expenditure on TVET, it has been recommended that establish closer 

relationship between institutions and enterprises and introduce a cost sharing mechanism 

(UNESCO, 1996 and Atchoarena and Delluc, 2002: 47). 

Furthermore, different financing mechanisms should be developed in order to reduce the 

burden of public funding and increase quality of training. According to Ziderman (2003 : 12-

13), four different ways can be used separately or in combination to diversify funding. These 

are: 

A. Fund augmentations- This includes earmarked training taxes, levied on the payrolls of 

enterpri ses. 

B. Cost sharing- Refers to training costs shared by the beneficiaries of trainings Like 

wise, Gasskov (2000: 193) states that VET financing mechanism reflect the principle 

that training is a service; hence its beneficiaries should bear its cost. 

C. Income generation- The institutions obtain additional income from selling products or 

renting facilities. 

D. Private training provisions- Refers to encouraging private training institutions. 

In Ethiopia, for instance, to diversify training finances cost sharing of trainees will be 

introduced in the TVET programs. In relation to this, the following was declared in the Federal 

Negarit Gazeta (FDRE, 2004: 2746): 'The source of fund of every public training institution 

shall be annual budget and subsidy allocated by the governments, training institutions fee 

collected from trainees, the institutions internal income as well as donation and assistance the 

institutions may receive." 
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In addition to strengthening the source of finance for the TVET institutions, the cost 

effecti veness of financing is also equally important in achieving the TVET programs 

objectives. 

In general, in order to be vocational education successful the following conditions should be 

satisfied (Tilak, 1988: 254): 

• The economy should be ready to provide an adequate allocation for vocational 

education. 

• Vocational teachers ought to be well trained as well as have industrial experience. 

• The equipment of vocational school should be neither out-dated nor so advanced so as 

to have little relevance to the economy in question. 

In conclusion, to make effective the training programs the above mentioned resources should 

be available in the TVET institutions and properly utilized by the institutions. The 

unavailability of these resources affects the quality of the training and graduates employability. 

2.5.3. Evaluation of TVET Programs 

Evaluation of any program refers to assessing the performance against the standard set and 

intended objectives. In a period of increased accountability, the needs for evaluation of 

programs become important. According to Wentling and Lawson (in Abramson, 1979: 134), 

evaluation is defined as the process of delineating, collecting and analyzing useful information 

for judging alternative decisions. Grubb and Ryan (1999: 22-25) contends evaluation is useful 

for the following reasons: It improves public and employer decisions, generate information that 

individual need to make their own decision about education and training. Finally, it improves 

quality of individual programs. 

There are two types of evaluation in vocational training programs. These are pre-training and 

post-training evaluation, eRDA (in Yekunoamlak, 2000:31). The pre-training evaluation refers 

to the survey of the labor market and the required skill. Where as the post training evaluation is 

carried out at the end of the training and it has the following three components: self-evaluation 

by the trainee, on site visit by external evaluation team and the employer. Furthermore, on-the­

training evaluation is also essential to take a corrective measure while the training is going on. 
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Gasskov (2000 : 61-62) li sts the following criteria and indicators used to measure the 

performance of the vocational training centers. These include retention rate, percentage of 

graduates, and percentage of graduates who find employment, utili zation of training capacity, 

staff productivity and degree of satisfaction of client groups (employers and graduates) . 

Besides, in order to evaluate the external efficiency of the program the tracer study technique 

has been developed to gather information on the labor market performance of TVET graduates. 

In addit ion to evaluation of the program of VET, the issue of accreditation and certificat ion 

become the integral part of the whole program. Standardizing the certificat ion of the VET 

program has a paramount role in matching centers and employers need. With regard thi s 

Yekunoamlak (2000: 29) points out: 

Training centers are striving to offer job related training so that the 
graduates will be competitive and gets access to employment. The employer 
in the industrial sector on the other hand require self directed and 
committed worker who generate income. 

Evaluating the apprenticeship program also helps in obtaining the intended purpose of the 

TVET programs. Finally, the ultimate success of TVET programs is not evaluated merely 

through students' educational achievement, but through the result of that achievement, that is 

reflected in the world of work. 

2.S. Integrating TVET with Employment 

The technological changes in recent years suggest that the future economic prosperity will 

depend on extensive efforts to prepare and train youth and adults for employment in the jobs 

that demand new skill s. These skill s are provided in the form of training and education in the 

TVET institutions or general education. The specific responsibility of education in relation to 

employment situation is three fold . These are: education and employment preparation, 

education and adaptation, and education and employment creation (Aggarwal, 2004: 413). He 

also adds the following major steps should be taken to link education, employment and 

development. 

A. Improve the technology of existing craft, particularly in rural areas . 

B. Impart population education to all appropriate stages. 
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C. Education of girls should be given very high priority 

UNESCO (1996: 71) also states that:" The principal reason why the enhancement of programs 

and training by means of education and training should constitute the back ground for any 

poli cy regarding economy and employment." 

But, training a competent manpower in the required quantities and qualification based on the 

manpower need of the economy is a major challenge for many developing countries. In the 

same vein, Norman (1980: 19) contends that, educations relation to employment is a complex 

issue especially in the context of developing countries. Hence, if the TVET programs were 

failed to provide the required manpower to the economy it would be a monstrous wastage of 

social resources. 

2.6.1. Education and Productivity 

The relationship between education and productivity is the main concern of the problem of 

efficiency of an educational system. Most scholars agree that the level of education and 

productivity are positively related. Carony (1999: 70) argued that better education and training 

should lead to higher productivity, employment and raising average earning in the long run . 

Moreover, it is reasonable to believe that a better trained work force has a greater potential to 

increase productivity. Hence, providing sufficient education and training opportunities are 

pivotal to realize the role of education in enhancing productivity. UNESCO (1975 47) clearly 

indicates the relationship among education, national revenue and productivity in the following 

way: 

The growth of national revenlle depends among others on two factors: 
increase in the number of productive work, and increase in labor 
productivity. The increase in labor productivity in tum depends on two 
factors; improvement of technical equipment and raising the educational 
and qualification level of the workers. 

Moreover, studies conducted in Eastern and Southern Africa have shown that labor 

productivity is dependent on the level of education and/or training acquired by individual 

(ESAURP, 1993 : 1). According to Wim and Komba (1995: 14), in poorer countries the 

integration of productivity of work in education and training has become especially attractive 

because of the following assumed economic advantages . These are: direct contribution to cost 

recovery, it makes graduates easier access to job, higher productivity at work and even the 
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ability to create ones own business. Indeed, the link between formal education and labor 

productivity is more reflected in the area of technical and vocational training. 

Finall y, the balance between education and work in the modern sector can be addressed by 

making realistic the educational qualification needed for the job and increasing job 

possibilities. Moreover, the link between education and productivity is a very important factor 

to determine the employment opportunities of graduates. 

2.6.2. Employability Skills 

In this era of globali zation and information, the new technologies require a variety of ski lls and 

approaches apart from technical skills. Of course, both technical and employability ski ll s are a 

key to a decent work. According to Overtoom (2000), "employability skills are transferable 

core ski ll groups that represent essential functional and enabling knowledge, skills and 

attitudes required by the 21 st Century work place." Unlike occupational skill s they are generi c 

in nature rather than specific and used in all types of industries, businesses and job levels from 

the entry level of workers to the senior most positions (Robinson, 2000: 1). 

Moreover, employability skills are necessary for career success at all level of employability 

and education and training levels . Nowadays, in the system of fl exible work organizations even 

highly specialized job specific skill s become obsolete if not up dated, Mane 1999 (in 

Yekunoamlak, 2006). Though, the employability skills can be categorized in di fferent ways, 

Robinson (2000: 2) generally div ides in to three ski ll sets: 

A. Basic academic skills- this includes reading, writing, science, mathematics, li stening 

and oral communication. 

B. Higher order thinking skills- Refers to reasoning, learning, thinking, creativity, 

decision making and problem solving. 

C. Personal qualities- Includes responsible, self confidence, social skill s, honest, team 

spirit, self directed, cooperative, self management etc. 

Majority of the vocational educators agree that as technology IS advancing, the area of 

effect ive work habits become more important than ever before, because many of the works 

done by the worker now can be performed by the machine (Kazan as and Wolf, 1973: 10) 
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Hence, the worker finds him self in a work environment where desirable work attitudes and 

additional employability skills become the pre-requisite for survival on the job. 

It is necessary to note worth, here, the exclusion of young people from full time employment is 

not due deficiency of education and training, but it is due to lack of the kind of qualities 

preferred in others (Elliot, 1999: 247). Furthermore, Wentling (in Cotton, 2001: 1) elaborates 

in the following way: "a review of the literature indicated that employers have no quarrel with 

skill performance of today 's graduates, but they do have serious reservation when it comes to 

their non technical skills." 

Hence, the school (training institutions), parents and trainers have an indispensable role in 

equipping students with employability skills. Because failure to equip the graduates with these 

basic skills have a negative effects on the employability of graduates at all levels. Of course, 

getting job applicant who has these employability skills is a challenge for the employers. 

2.6.3. TVET and Self-Employment 

Self-employment represents an important rout~ into the labor market particularly in semi-urban 

and rural areas. The inadequacy of modern sector employment opportunities has forced the 

individuals in many countries to engage in the informal sector to earn their income. However, 

the informal sector provides ample employment opportunities; in the context of developing 

countries it has limited contribution to the economic development. It is mostly hand-to-mouth 

way of li ving and unprotected. Moreover, it is characterized by unregulated small scale 

activities where the production process and technological base is rudimentary. Hence, unless it 

is transformed to formal small scale enterprises, the informal sector contribution to economic 

development is limited. 

Self-employment demands more than being technically competent in a certain occupational 

trade. In order to become a successful entrepreneur people need self confidence, vision, 

creative, realistic assessment of the current and future market, basic business management 

ski lls, motivation, and readiness to risk (MoE, 2006 24). 
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In many developing countries the share of self-employment in the distribution of employment 

constitutes the largest share. In Ethiopia, for instance, in 2001 it accounts 39.3 per cent next to 

unpaid fami ly workers, 49.6 per cent (World Bank, 2005 : 185). However, some of the students 

are not interested to be self employed. The reasons why they do not want to become sel f 

employed are: lack of capital, lack of training and national policy which favored self­

employment (Sanyal, 1987: 122). The study conducted by CSA (FDRE, 2004: 26) also finds 

that, one of the major problems in establishing their own business is lack of finance and 

working place. 

Hence, in light of these requirements and importance of self employment basic entrepreneurial 

and business management training should be incorporated into all relevant TVET programs in 

addition to the basic trades. TVET, of course, does not give jobs, but it prepares trainees with 

all they need to succeed in the world of work. In order to strengthen this and reduce the 

problem of unemployment the TVET programs should encourage self-employment. With 

regard to this, UNESCO (2004: 34) states: 

To enhance the relevance of education and training programs for self­
employment, programs should pay attention to entrepreneurship and basic 
management skills. This program should be well linked to micro-credit, 
technology, marketing and other relevant support services. 

In sum, the government, TVET institutions, graduates, school leavers, and the community 

should understand and appreciate the economic contributions of self employment in the formal 

and informal sector to the nation in general and to the individual in particular. 

2.6.4. TVET and the Labor Market 

Reliable, regular and up-to-date labor market information is essential for the effective 

functioning of the TVET programs. To this end, Labor Market Information System (LMIS) 

plays a significant role in planning the TVET programs and systems (Atchoarena and Delluc, 

2002 : 12; and Yekunoamlak, 2000:18). Because it provides timely and valid data of TVET 

institutions on the types of occupation and number of the skill labor demanded by the 

economy. The LMlS contains information on the supply side of the labor market , such as: 

demographic development, number of school leavers, number of unemployed etc. and 

information from which the present and future demand for TVET graduates in the labor market 
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can be obtained, that is skill gabs, employment trends by sector, new investment etc. (MoE, 

2006: 37). But in most cases the LMIS is not applicable. 

In addition to lack of LMIS, ILO (in Yekunoamlak, 2002 : 224) points out the following 

reasons for lack of relevant skills or absence of need based training programs. 

• Need assessment, which is inadequate or based on incorrect assumptions about labor 
market opportunities. 

• Lack of communication between training centers and potential skill users. 
• Inadequate feed back mechanisms. 
• Wrong reasons for training. 

In Gambia, for instance, the main reason that the TVET systems was not very successful as yet 

was due, seemingly, to the non alignment of the training programs with the labor market 

realities (N 'jie and others, 1995: 24). The changes in the labor market are caused by the 

demographic and social trend, global competition and information technology (Thuy and 

others, 2001: 11). Of course, the flexible nature of TVET programs creates problem in 

forecasting the long term demand of labor in the market. 

Hence, to wisely use the limited job opportunities the LMIS must be a continuous process in 

order to respond to the changes in the labor market. Plan for vocational programs also should 

not be up on today ' s labor market. Besides, there must be a system which quickly matches the 

supply and demand for labor market and employment. 

2.6.5. Role of Partnerships in TVET Programs 

The TVET programs IUn at the interface of various sector of the society, among others the 

education sector, the labor market, industry sector, Micro and Small Enterprises (MSE), 

agriculture, rural development, and public administration. Depending on their scope and 

purpose of the TVET programs, the involvement of different organization varies from country 

to country. The success of TVET programs is made possible only through a wide variety of 

living partnership at various levels and concerning with differing aspects. 

International experience shows that successful TVET systems are built on strong and well­

defined partnership between government and non government sectors (MoE, 2006: 15). In 

relation to TVET programs, the private sector needs to play a clUcial role through a wide 

spread traditional apprenticeship training. However, stakeholders' participation is a relatively 

new phenomenon in Ethiopia (Getachew, 2005 : 37) . A TVET system should create an 
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opportunity that strengthens the role of the private sector and minimizing the dominant role of 

the government. According to MoE (2006: 14), stakeholders are needed to playa major role in 

the following function of TVET systems: 

• Policy development, planning and reviewIng through participation In relevant 
di scussions and panels. 

• Financial contribution to the TVET system. 
• Active invo lvement in the setting of standard that helps in assuring quality. 
• Through provision of training to their own staffs. 
• Supervision and monitoring the TVET programs at different government levels. 

Hence, in light of the above mentioned roles the importance of stakeholders In the 

development of TVET system becomes crucial nowadays than ever before. A continuous, 

understandable and institutionalized interaction among the employers, TVET institutions and 

the government is an essential condition for success. The relationship between the employer 

and employee had changed radically. In a competitive and globali ze world employers are 

looking for comprehensive TVET skills, decision making skills and communication, and know 

how delivery sk ills from the employees. 

2.6.6. Problem of Un-employment 

Unemployment with all trouble is now serious problem in nearly every developing countries 

and becoming increasingly so. The word unemployment first comes into common use in 

English speaking countries only at the end of 19th century. Sexan (in Chacrapanic, 1995: 12). 

Unemployment problem is primarily a problem of inadequate income and insufficient work 

opportunities. The history of unemployment is closely associated with the hi story of 

industrialization. In supporting this idea, Chacrapanic (1995: 17) states the following: 

The basic calise behind unemployment therefore may be traced to the shift 
from craft to agriculture. from pastoralist to industrial production and the 
consequent change in the occupational structure which has become more 
complex. more specialized and more technical in terms of its manpower 
skill. 

Though, it is not an easy task to give a universal definition of unemployment, for the purpose 

of this study we use the following definition g iven by Harris and Levely (in Chacrapanic. 

1995 : 13). "it is a condition of one who is able to work but unable to find it". According to 

Sanyal (1987 :126), the problem of unemployment has two main aspects . One related to the 
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incidence of unemployment which is explained by the percentage of unemployed people and 

the second is duration of unemployment. 

The problem of unemployment is rapidly increasing concern to the governments, employers 

and workers of the world, especially in developing countries. Nowadays unemployment is not 

only a psychological or educational issue but also a political issue. 

Among others the integration of vocational training in the education system is one solution in 

addressing the problem. Because vocational courses are practical ones geared more directly to 

employment. Moreover, response to employment demand is central to vocational training. 

The major problem of unemployment in Ethiopia is a combination of usually rapid population 

growth and limited productive capacity of the present economy, MoPED 1994 (in 

Yekunoamlak, 2002: 227). The prevalence of unemployment in Ethiopia can be illustrated in 

Table II below. 

Table II 

Unemployment rate of urban population aged 10 years and over by age group, sex and 
educational level (April 2004) 

Total unemployed Unemployment Rate (%) 
Level of schooling Population 

Male Female Total Male Female Total 
Illiterate 34,349 124,170 158,519 11.2 19.2 16.7 

Literate 270,197 417,196 687,393 16.6 37.1 25 .0 

-Non formal 3,128 4,916 8,044 5.1 17.4 9.0 

-Grade 1-8 109,58 1 189,043 298,624 14.8 34.3 23 .1 

-General education 32,300 43,810 76,110 20.3 51.4 31.2 
not completed 

-General education 96,775 148,060 244,835 24.7 44.8 33 .9 
completed* 

-Certificate 8,078 9, 11 5 17,193 9.7 16.4 12.4 

-Diploma or not completed 7,619 8,749 16,368 24 .7 51.3 34 .1 
Degree not completed 

-Diploma and above 12,543 12,688 25,231 8.1 23 .2 12.0 

Source: Central Statistics Authority (FDRE, 2004: 55) 

* Including preparatory education 
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As indicated in Table II, the problem of unemployment is more sever in the literate (25 per 

cent) than the illiterate (16 7 per cent). Moreover, as compared to male and female , the 

unemployment rate for female is high in all level of schooling. 

Regardless of the causes for unemployment, its impact reaches beyond the individual and the 

family to society as a whole. Furthermore, the social cost of unemployment can be viewed 

from many angles. There is a loss in production and national wealth, deterioration in the ski II 

and morale of the unemployed labor force (Chacrapanic, 1995 : 24). Increasing unemployment 

also results in raising crime and suicide. 

Hence, the challenge over the next years will be matching the training with employment, 

maximizing the economic growth and employment opportunities. 

2.7. Other Countries Experience in TVET System 

2.7.1. The Dual System of TVET in Germany 

The Federal Republic of Germany is popular for its Dual System in the developed and 

developing countries. The genesis of the modern vocational training, known by the dual system 

is determined by the emergence of substantial activities on the part of the state to strengthen 

the ancient craft system. The dual system, which Germany ' s approach to TVET was 

introduced in 1969 to strengthen the link between education and employment (Gill and others, 

2000: 485). The system is 'dual' because it provides the vocational and occupational training 

simultaneously (that is, during single program of work and study) to participate by schools and 

employers respectively. 

The Germany's dual system has been given considerable attention in the past 20 years in view 

of the vocational qualification and employment issues arising in many countries (Braun, 1987: 

123). As Braun (1987: 125) states the Federal Republic of Germany 's TVET system can be 

classified into three central subsystems. These are the on-the-job-training firm, the part time 

vocational school, and the full time vocational school. The purpose of the dual system is to 

prepare well qualified and competent work force in response to the need of the economy, 

which is therefore necessary to hire the trainees (Yekunoamlak, 2000: 30). 

The foundation of the dual system is not lie in school based education but in apprenticeship 

that started over several centuries (Gill and others, 2000: 507). Of course, the school based 
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instruction, which accounts 20 per cent of instruction time and expense is relatively a recent 

addition to the dual system. In Germany still there is the link between the traditional 

apprenticeship and the state regulation in the dual system. The state has emerged as a forceful 

agent in promoting vocational training. In support of this idea, Peter Raggat (an English 

observer) underlines the laws in the dual system are regarded as a 'guaranteeing rights ' not 

considered as a ' restricting rights' as in England (Dessinger, 2000: 318). 

Another prominent feature of the dual system is the share of responsibilities for funding the 

program. It is shared between the company's and the lander (regional) government Raggat (in 

Gill and others, 2000 :321). Generally, the system is determined by private, semi-private, public 

interest and trade unions, particularly the chambers. Thus, the company's are responsible to 

recruit their trainee depending on their absorbing capacity and demand of the labor market. 

However, the large share of graduates of the dual system enter into the labor market, many go 

on higher education. In relation to this, the Ministry of Education and Research, 1996 (in 

Yekunoamlak, 2000: 32) points out at the end of the training, most of the graduates become 

employee in the same company and some of the trainees may also be employed in other 

compames. 

In conclusion, the Germany's dual system clearly shows that when the mix between general 

and job specific training is determined by the employers and government, majority of the 

trainee are secured to get job, which is attributable to Germany's low rate of unemployment of 

youth. The major challenge of the system could be its skepticism about whether, as a tradition 

based training system, it will be able to respond the technological and social change of the 21 st 

century. 

Lessons Learned from the Dual System 

.:. The close cooperation among the government, employer and the trade unions. And 
sharing offunds and responsibilities . 

• :. The organization and control of vocational training are best left to the body that pays 
for the program . 

• :. The formal vocation education came many years after the vocational training has been 
formalized . 

• :. Job specific training are financed and organized by employers . 
• :. The graduates of the vocational training can join the higher education . 
• :. Training is demand driven. 
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2.7.2. Vocational and Technical Training in China 

China is the world ' s most populous country with close to 1.2 billion people. The emergency of 

vocational training in China was not coincident but rooted in the social needs and very closely 

linked with the economic development (Weizhi, 1991: 13). It had a long emphasized 

vocational education in its curriculum. However, before 1977 the structure of vocational 

education in China was far from fulfilling the requirement of the economic development. For 

economic and political reason and because of the traditional educational thinking, China's 

VET remained backward. 

As Gills and others, (2000 : 161) pointed out China has successfully followed a strategy of 

economic reform since 1978. Moreover, after the Third Plannery Session of the Eleventh 

Central Committee, vocational education and training started to progress (Weizhi, 1991: 14). 

In line with this reform, a number of governments' senior secondary schools were converted 

into vocational schools. According to Weizhi (1991: 14), the 1985 central committee decision 

on Reform of the Educational Structure had a significant role on the Chinese VET and in the 

education system as a whole. It states all effective measures should be taken to enable VET to 

progress in a hig way. Besides, since 1977 investments in education has been evaluated as 

being productive and have been increased (Henze, 1984:131). 

In China VET is provided in three levels. One is at primary level, at secondary level, and at 

higher institutions. There are three types of vocational schools, these are: secondary special 

school , skilled workers school, and secondary vocational schools. 

However, the over all situation of the secondary VET school in China at present seems good, 

as many of other developing countries it suffers from lack of reliable teachers and materials 

(Weizhi, 1991:17; and Henze, 1984: 131). As a result vocational classes were established 

instead of vocational schools. 

The enrollment rate of China's VET is dramatically increased. For instance, since 1980, the 

enrollment in specialized secondary school and skilled workers school increased by 10 per cent 

per year and the growth in secondary vocational school was even more fantastic, about 17 per 

cent per year (Gill and others, 2000: 165-166). Until the late 1980s graduates were guaranteed 
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employment, recently however there are no national wide data on employment out come for 

VET graduates, evidence suggest that all find job (Gill and others, 2000: 165-171). 

These all indicates that China had made significant improvement in the expansion of VET 

since 1977; it is also note worthy to observe that it has also experienced very rapid economic 

growth since that period. 

VET in China is still supply driven and government have the dominant role on the provision of 

school based VET. However, the broad policy of the government is to move incrementally to a 

market responsive system, VET in the secondary technical school and skilled workers school 

owned by technical ministries and enterprise are strongly linked to job (Gill and others, 

2000 168). 

Thus on the whole, even VET in China is less developed than in Europe, it contributes a lot to 

the economic development of the country. The major problems to the system are supply driven 

provision of VET, overlap and duplication of courses, school's lack of accountability and 

responsibility, and in adequate financial resources. 

Lessons Learned from China VET 

.:. VET is important for economic growth . 

• :. The highest enrollment rate and rapidly expansion of VET schools . 

• :. VET is also provided to adults outside school. 

.:. VET schools are closely related to jobs and graduates are secured to get jobs. 

2.8. Trends of TVET in Ethiopia 

2.8.1. Historical Development of TVET in Ethiopia 

The history of traditional education in Ethiopia dates back to the introduction of Christianity. 

In spite of the long history of traditional education and ancient civilization of the country, the 

introduction of modern education is relatively recent phenomenon. The first modern education 

was started in 1908 at Addis Ababa named by Menelik II. Moreover, the traditional education 

was highly religious oriented and discouraged the manual work. Its aim was to serve the 

church and the state. 
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Ethiopia had craftsmen and artisans for centuries. But they are regarded as ' bad ' work and 

society gave low status to these parts of the society. This in turn hampered the development of 

manual skill in particular and modern education in general. 

Despite the negative attitude of the society towards the craftsmen and artisans, the Ethiopian 

rulers such as Tewodros, Yohannes, and Menelik II were very much interested in bringing 

foreign technicians who could build bridges, roads, rail ways firearms etc. (Wanna, 1998:57). 

As compared to the traditional education, modern education expanded fast in the year 1925 and 

1935 . There were a total of30 academic schools in the country between 1925 and 1935 (Girma 

and others, 1994 : 9). However, stil l the development of vocational education was not reflected 

in the curriculum. At that time most schools were offering more academic subjects . 

In 1941 , the first vocational/technical school of Addis Ababa was established under the name 

of 'Ecole National des Arts ' to meet the growing demand for skilled workers in the industry. 

French was used as a medium of instruction in addition to Amharic, MoE, 1973 (in 

Yekunoamlak, 2000:37). Subsequently the urgent need of manpower in the industry sector of 

the economy leads to the establishment of Addis Ababa Commercial School, Ambo and Jima 

agriculture school and Bahir Dar polytechnic institute. These schools recruit their trainee from 

different parts of the country. 

In the early 1960s, in an attempt to make the curriculum vocational the concept of 

comprehensive secondary school was introduced in the education system. The principal 

objective of comprehensive program was relating education with work (Girma and others, 

1994: 11). Accordingly, some of the secondary schools were converted into comprehensive 

secondary school. Woizero Sihen secondary school was the first school converted into 

comprehensive secondary school. 

However, the comprehensive secondary schools were not efficient to achieve the desired 

purpose and start to decline. Owing to lack of sufficient teachers, materials, and limited budget, 

the quality of the graduates was not as expected (Wanna, 1998: 8). There after it could not 

solve the problem of unemployment and even there were graduates unemployed . 

In response to the failures in the comprehensive program the government again started to 

strengthen the vocational/technical schools. Hence, the numbers of vocational/technica l 
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schools were raised from 4 to 17 government and non government schools (Wanna, 1988: 8; 

and Negatwa, 1989: 4) These schools give three year of training for students who complete 

grade ten (10+3). 

Despite the introduction of vocational schools in the country as compared to other African 

countries the enrollment rate of TVET in Ethiopia secondary education is very low. For 

instance, in 1990-1996 the percentage of TVET enrollment in the secondary education is onl y 

3-4 per cent (Atchoarena and Delluc, 2002: 40). 

Cognizant of the aforementioned problems and importance ofTVET, in 1997 twenty five skill 

development centers (SDC) were established in the country to train secondary school leavers. 

However, because they were not launched with a thorough need assessment they could not 

serve as they were intended to serve. Besides, the training centers are facing several problems, 

such as shortage of skilled trainers, equipment and possibility of getting paid jobs or self­

employment options (Yekunoamlak, 2000 : 42). 

In 2001, the TVET program was included into the secondary school system of all regions in 

the country. According to the Federal Negarit Gazeta, Proclamation No. 39112004 the newly 

launched TVET program is divided into three levels, namely: basic vocational training 

program, junior technical and vocational training program, and middle level TVET program. 

There are more than 33 occupational fields. Besides, the TVET program consists of four broad 

areas these are: industrial education, agricultural education, commercial education, and social 

service education, UNESCO, 1982 (in Wanna, 1998:56). 

The standard recurrent unit cost of each trade (10+1 and 10+2) ranges from Birr 1388 for 

beginning accountant to Birr 5154 for auto machine (MoE, 2003: 30). 

Despite the efforts made by the government and private sectors still the TVET programs are at 

infant stage in Ethiopia and not able to solve the existing problem of unemployment as 

expected. 
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2.8.2. Programs and Objectives of TVET in Ethiopia 

2.8.2.1. Programs of TVET 

In Ethiopia basically there are three types of rVEr programs. One is the formal rVET which 

comprises college, middle level 10+ 1 and 10+2. Second, is the non formal rVEr named by 

junior level , and the third is the basic level. rhe admission requirement for both programs in 

the formal rVET is minimum completion of grade 10. Usually students who scored below 2.0 

in the EGSEC and who do not join the preparatory programs are enrolled in the rVET 
institutions . Of course, the admission requirement varies from region to region depending on 

the absorbing capacity of the regions. And this could be one of the possible sources of 

obstacles in the development of rVEr programs. However, the admission requirements for the 

non formal and basic level are below grade 10. rhe duration of the program is also less than 

one year. 

All these programs are provided by the govern~ent and private sectors. r he public institutions 

are under the education sector. rhere are also employers based rVEr schemes of public and 

private companies. Currently rVEr institutions are also run by NGO and an increasing 

number ofprivale commercial rVEr providers. 

2.8.2.2. Objectives of TVET 

According to the National rVEr Strategy (MoE, 2006: 10), the over all objective of rVET is ; 

"to create a competent, motivated, adaptable and innovative work force in Ethiopia 

contributing to poverty reduction and social and economic development through faci litati ng 

demand- driven, high quality rVEr, relevant to all sectors of the economy, at all levels and to 

all people in need of ski ll development." Besides, rVEr responds to the ski ll s required in the 

labor market of the country. 

Based on the above general objective the strategy also stipulates specific objectives. Some of 

these are listed as fo llows: 

• Create and further develop a comprehensive, integrated out-come based and 

decentralized rVEr system for Ethiopia. 
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• Strengthening the culture of self-employment and support innovation in the Ethiopian 

economy, in particular in the emerging regions. 

2.8.3. Trends of TVET in Addis Ababa 

The introduction of modern as well as vocational/technical education in Addis Ababa is same 

as to the country. The first modern education and vocational/technical school was established 

in Addis Ababa. 

Addis Ababa the capital city of Ethiopia has currently about 3.5 million inhabitants with 

annual population growth rate of2.8 per cent (AACG, 2005: 2). Moreover, 60 per cent of the 

inhabitants directly depend on the informal sector of Micro and Small Enterprises (MSE). The 

unemployment rate is around 38 per cent in 2003. The highest population growth and 

unemployment rate was attributable to the natural population growth and migration from 

suburbs and other towns in searching of jobs. Hence, this alarming problem of unemployment 

calls for the effective cooperation between TVET and MSE. 

Owing to it is being the capital city of the country and large population size, Addis Ababa 

accounts the largest share of TVET institutions. Tn 1960, for instance, out of the 6 vocational 

and technical schools 3 of them were found in Addis Ababa. In 1999 also there were 9 TVET 

institutions out of the total 25 TVET institutions in the country. In the year 2004/5 there are 52 

formal TVET institutions in the city. This is 26 per cent of the total formal TVET institutions 

in the country. There are also 163 (18 government and 145 non government) informal training 

centers in the city. Despite the existence of more TVET institutions in the city still there are 

some sub cities which do not have any formal or informal training institutions. 

Moreover, as compared to the other regions the participation of the private sector is more in 

Addis Ababa. Out of 52 formal TVET institutions 42 (80.7 per cent) are owned by private 

sectors and non government organizations (MoE, 2005: 105). 

Despite the fact that access to education has increased since the beginning of 1988 enrollment 

in TVET also shows improvement. According to the AACG (2005: 2), the TVET enrollment 

reached 87,158 in 2003 from 8,639 in 2000. The over all objective ofTVET in Addis Ababa is 

to enhance the social and economic development of the city. 
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The responsibility for the management of TVET institutions of Addis Ababa has to lie on 

various shoulders, including relevant ministries, private and non governmental organizations 

and other appropriate bodies. There is also a TVET council which plan, control, and evaluate 

the Addis Ababa TVET policies, strategies etc. The Ethio-German TVET program works in 

cooperation with the Addis Ababa TVET institutions, based on the bi-Iateral partnership 

project agreement signed in 1992/3 E.C. 

In line with the National Education and Training Policy of 1995 E.C. the Addis Ababa city 

government develops a TVET strategy that promotes the development and change (AACG, 

2005: 1). Furthermore, the city government recognizes the development of TVET has been a 

crucial tool for economic progress in the city. It is expected that TVET prepared skilled man 

powers in different fields in order reduce unemployment. The TVET institutions are closely 

connected with the construction industry, MSE, low cost housing project. 

In general, even though, the development and expansion of TVET institutions in Addis Ababa 

is encouraging, st ill there are some problems that hinder its development. Some of these are: 

lack of transparency in the labor market, employers compliant about the out comes of training, 

poor management, inadequate fund and shortage of qualified teachers (AACG, 2005 : 6). 
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CHAPTER THREE 

3. Presentation and Data Analysis 

This part of the study deals with the analysis and interpretation of the data collected from 

sample trainers, trainees, graduates, employers and officials in the education bureau. Data were 

collected from the sources using questionnaire, interview, observation check lists and 

document analysis. The questionnaire was used to solicit data from the trainers, trainees and 

graduates. Where as, the interview was used for the employers offering apprenticeship training 

and officials found in the education bureau. 

A total of 276 questionnaires were distributed to trainees, 56 to trainers, and 54 to graduates. 

However, for various reasons all the distributed questionnaires were not completed and 

returned. Hence, out of the total 386 questionnaires distributed, 339 (87.82 per cent) were filled 

and returned. Of those who returned the questionnaires, the proportion of trainers was 93 per 

cent, trainees 85.5 per cent and graduates were 94.5 per cent. 

Depending on the responses collected from sample respondents, each of the questions were 

presented, analyzed and interpreted. For the sake of convenience and manageability of the 

study, related questions were treated together in one table. Besides, when ever appropriate the 

responses of employers and officials were used as additional data to substantiate the response 

obtained through questionnaire. 
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3.1. Characteristics of Respondents 

Table III here under indicates the personal characteristics of respondents' in terms of sex, age, 

qualification, work experiences and employment status of graduates. 

Table III 

Characteristics of Respondents 

As can be seen from Table III, the overwhelming majority of respondents were male. In all 

respondents the share of female respondents was below 20 per cent. One of the possible 

explanations for the domination of male could be the fact that the sample field s of study 

(construction, industrial and textile technology) were more favored by their male counter parts. 
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The low participation offemale trainers and graduates could also be attributed to similar reason 

to that of trainees. 

As to the age composition of respondents, almost all (93 .64 per cent) of the trainees were in the 

age range of 15-20 years. Similarly, more than hal f of the graduates, 60.78 per cent also belong 

to this category. Hence, from the age category of trainees and graduates, one can conclude that 

majority of them were in the standard age category (1 5-18 years) for secondary education and 

most of them were adults. Regarding the age composition of trainers, 32.7 per cent belongs to 

the age category of 26-30 years, while 11 .54 per cent of the trainers belonged to the range of 

31-35 years. The remaining, 55 .76 per cent were above 35 years. Therefore, the closeness of 

the age category between the trainers and trainees can make the communication and 

relationship easy in the training session, because they can act as friendly. 

Concerning the educational background of the trainers, the policy states that 50 per cent first 

degree and 50 per cent masters in their related fields for the colleges and 50 per cent first 

degree and 50 per cent diploma for the Middle level TVET institutes. The data in Table III, 

however, reveals that only 1. 93 per cent had master degree and 61. 53 per cent had first degree. 

On the contrary, still a considerable number of trainers (36.54 per cent) were diploma. Besides, 

there were more diploma holder trainers even in the colleges. Hence, we can deduce from these 

findings that the actual practice seems to contradict with the education and trai ning policy and 

TVET strategy concerning the qualification of trainers. 

Regarding work experIence of the trainers, almost 94.23 per cent had served in TVET 

institutions from 1-10 years. Only 3.84 per cent had more than 20 years of service. This is 

possibly due to the fact that TVET expansion was a recent phenomenon in the country. The 

previous experience of trainers was also examined . Accordingly, more than half of the trainers 

had experience in other organizations, other than industrial experience. Although, not indicated 

in the Table, all of the trainers were assigned in their fields of study. Hence, it seems that 

nearly half of the trainers have work experience that would enable them to carry out their 

duties, and this would become more effective if supplemented by short term training and 

experience sharing. 
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Based on this premise, trainers were asked to express their interest toward their profession and 

the extent of training they had to upgrade their qualification and methods of training. 

Accordingly, the fo llowing results were found out: 

More than half the trainers, 63.47 per cent explained that they had interest in the TVET 

institutes. However, a considerable number of trainers, 36.53 per cent stated that they still did 

not have interest in TVET institutes. From this finding one can imagine that the trainers could 

not encourage their trainees in the training they were giving. 

Regarding item 2 of same Table, 69.23 per cent of the trainers had got further training to up 

grade their qualification and to introduce themselves with the TVET institution. The duration 

of the training was ranging from one week to a year. On the other hand, a considerable portion 

(30.77 per cent) of trainers did not get any refreshment or upgrading training. 

The Table further shows that, 78.85 per cent of the trainers had got a pedagogical training from 

the college/university they had graduated. Although, the policy states that a trainer should be 

trained in pedagogy, nearly quarter (21.15 per cent) of trainers were not trained in pedagogy. 

Generally, although majority of the trainers have positive interest to the TVET institutions, 

nearly one third of the trainers still did not have interest and did not get any further training. 

Hence, this could affect the training programs negatively. Of course, majority of the diploma 

holder trainers are attending degree program in the in-service program. 

In the following Table, trainers were asked to rank their reason as to why they were not 

interested in the TVET institutions. 
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Table V 

Reasons for lack ofInterest in TVET Institutions 

N.B. -1 for the major reason ... ,and 5 forthe least reason . 
- One respondent did not respond for this question. 

As depicted in Table V, inconvenience of the working environment, limited opportunity for 

further education and limited job opportunity were the three major consecutive reasons given 

by the trainers who said I do not have interest in TVET institutions. The second prioritized 

reason is consistent with the findings of item 2 of Table IV that is lack of further education. 

Moreover, tedious work and low social status were found to be the two least reasons for their 

lack of interest in the TVET institutions. 

In line with this, in the open ended questions all respondents have raised lack of sound 

management in the institutions was one of the major problems that hinder the smooth running 

of the training programs. Therefore, it is reasonable to conclude that poor management system 

leads to poor relationship between the staff and the management and the staff and the trainees, 

which in turn affects the over all training programs . 
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Table VI 

Competence of Trainers Viewed by Trainees and DeanslPrincipals 

Among other things, the effectiveness of the training programs depends, to a large extent, on 

the competence of the available human resources. As far as teachers' competence is concerned, 

UNESCO (1997: 12) pointed out that the training staffs with in Technical and Vocational 

Institutions need to be well qualified in both their area of specialty and pedagogical skill , and 

have sufficient and relevant experience. In connection to this, respondents were asked to 

evaluate the competence of their trainers . Accordingly, all of the deans/principals confirmed 

that it is satisfactory. Similarly, 63 .56 per cent of the trainees also confirmed that it is 

satisfactory. 

On the other side, 24.15 per cent of the trainees responded that their competency is not 

satisfactory. This may be possibly due to the inadequacy of the training they had and lack of 

interest to the profession. 

In relation to this, the interview made with the officials also strengthened this fact They stated 

that although it is not possible to fulfill as per the strategy of TVET, as compared to the 

previous the competence of the trainers, the recent competence levels of trainers were found to 

be satisfactory. The officials added, even though there is a need to hire competent, qualified 

and experienced trainers, it was not possible to get from the labor market due to the low pay 

scale. 
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Table VII 

Respondents Attitude and Interest towal'd their- Training 

-More than one response was possible 

As can be seen from item I of Table VII, a question that was intended to know whether or not 

the respondents have positive attitude toward the training they were pursuing, except for a 

slight difference, majority of the respondents have responded they wanted to be engineers and 

technicians after they completed their high school. Engineering accounted, 24.58 per cent for 

trainees and 25 .50 per cent for graduates. Likewise, technician represents about 27.54 per cent 

and 23.54 per cent for trainees and graduates respectively. 

52 



Next to engineers and technicians the health profession follows. Even though, the proportion of 
male and female were not depicted in the Table, majority of the female trainees and graduates 
preferred to become health profession, lawyer and economist. 

As indicated in item 2 of Table VII, majority (72.46 per cent) of the trainees have interest in 
their fields of study. On the contrary, however, the trainees are left with a few months to 
complete their study sti ll some of them (27.54 per cent) did not have interest in their fields of 
study. 

In the same Table, respondents were also asked as to why they were not interested in their field 
of study. Consequently, 56.92 per cent of the trainees responded that they did not have interest 
from the beginning. Probably the possible reason for this could emanate from their 
misunderstanding of the TVET objectives or it was not their first or second choice. Likewise, 
21.54 per cent and 15.39 per cent of trainees confirmed that it was due to lack encouragement 
from their trainers and lack of job opportunities respectively. Only, 6.15 per cent of the trainers 
replied that it was due to lack of resources in their institutions. 

Regarding item 4 of Table VII, only 34.75 per cent of trainees and 31.38 per cent of graduates 
asserted that the training they were pursuing was their first choice. Hence, one can imagine that 
more than two-third of the respondents joined in the fields which were their 2nd and 3cd choice. 
This in turn affects their interest or attitude toward the training which ultimately is likely to 
affect their performance. Moreover, for 34.75 per cent of the trainees and 25.49 per cent of the 
graduates it was beyond their third choice. Hence, this finding is almost consistent with the 
findings of reasons for lack of interest in the training. Besides, the implication, thus, is that the 
trainees mostly join the field of study with out their interest. 

A person's training raises expectation of personal benefits of job, social status, security and 
enjoyment of the work after acquiring the additional ski ll and knowledge. In connection to this, 
item 5 of Table VII, was intended to assess the trainees initiation right from the beginning to 
join the training, to ensure whether they like it or not. Accordingly, 43 .22 per cent of the 
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trainees confirmed that they joined the training due to lack of any other options. Conversely, 

41. 95 per cent of the trainees responded that they like the profession from the beginning. It is 

also interesting thing to note that, 34.74 per cent of the respondents were initiated by the 

expectation of better job opportunities. 

Generally, from the above findings we can conclude that some number of trainees, for different 

reasons did not have interest in the training. A number of factors could be associated with this. 

Among others, after completing their secondary school students may not get adequate 

information on the programs in general and the training in particular, the poor image given to 

the program by their friends , family as well as their trainers and due to poor public promotion 

of the program. Hence, the combination of these problems negatively affects the training 

programs. Interest towards their training on the part of the trainees is one of the major factors 

for the successful attainment of the training programs objective. Moreover, one can realize that 

the trainees ' choices were not based on understanding of the overall objectives of the TVET 

programs. 

Table VIll 

Competence of Trainees Viewed by their Trainers 

* More than one response was possible 
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The trainees ' competence is a function of different related factors , mainly these are, trainees 

interest, trainers competence, adequacy of resources and relevance of the curriculum. 

As can be seen from Table VIII, a little more than half (55.77 per cent) of the trainers 

confirmed that their trainees competence was satisfactory. Conversely, 34.62 per cent of the 

trainers asserted that the trainees ' competence was not satisfactory. In one or the other way, 

this finding is consistent with the finding in Table VI, because, as mentioned above trainees 

competence can be affected positively or negatively by their trainers ' competence. Moreover, 

trainees ' competence also affects their employability in the labor market. 

Few numbers of trainers (9.61 per cent), confirmed that their trainees ' competence was very 

satisfactory . In line to this, the interview held with the employers asserted that the trainees' 

competence in the apprenticeship training was medium. 

According to the trainers opinion, the major reasons for their incompetence was lack of interest 

on the part of the trainees, lack of resources and teachers in competency which accounted for 

83.33 per cent, 61. 11 per cent and 44.44 per cent respectively. 

3.3. Vocational Guidance 

It is certain that the trainee in the TVET institutions faces different social , economic and 

academic challenges. Such challenges could, obviously, affect their academic performance. 

The vocational counseling department (services) in the institution is always in charge of 

dealing with such problem and trainees career possibilities. Whether or not this important 

department exists in the institutions and to what extent it is functioning, among others, was one 

aspect of the study. Hereunder Table IX; different questions were presented to respondents in 

relation to vocational guidance. 

55 



Table IX 

Respondents Opinion on Vocational guidance 

As can be observed from Table IX, of item 1,61.44 per cent of the trainees and 76.47 per cent 

of graduates did not get prior information on their career possibilities and choice of trades. This 

implies that majority of the trainees and graduates have not any idea concerning TVET 

program before they joined the training. However, the remaining 38 .56 per cent of trainees and 

23 .53 per cent of graduates had prior information from different sources. 

Regarding item 2 of same Table, 62.29 per cent of trainees and 78.43 per cent of graduates 

confirmed that they had not got vocational advice in the institutions after they joined. On the 

contrary, nearly half (46.15 per cent) of the trainers attested that trainees get vocational advice 

in the college. 
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As we can understand from the data, there is difference in respondents' opinion. Hence, in 

order to test the difference between the three groups of respondents, for further statistical 

analys is a Chi-square test of independence at 0.05 significant level was used to test if there was 

any significance difference between respondents opinion (that is there is less than a five in one 

hundred chances that the conclusion is erroneous). 

As can be observed fi'om the chi-square test, the Table-value 5.99 at p<0.05 less than the 

calculated value 7.1346 implies that there was statistically significant difference in the opinion 

of respondents regarding the availabi lity of vocational guidance service in the institutions. This 

difference may emanate from the closeness of the respondents to the selv ice, because the 

trainees are the users and closest to the service they have better information than the trainers. 

As a whole, from these data we can infer that most of the trainees join the training program 

with out adequate information at their secondary school and even in the training institutions. 

The Table further shows, respondents response from where the information they got. 

Accordingly, 39.33 per cent of the trainees and 3636 per cent of graduates responded that they 

got the advice fi'om the staff of the institution/colleges. This could possibly be from their 

trainers, department heads and supporting staffs. The second sources of information for the 

trainees were their parent which accounted for 28.08 per cent and their friends were the second 

source of information for the graduates, which accounted for 27.28 per cent. 

One of the major duties of vocational counselors in the institutions was provision of vocational 

guidance to the trainees. Surprisingly the data shows that it was the least sources of vocational 

guidance for the trainees which accounted only, 1236 per cent for the trainees and 18.18 per 

cent for graduates. 

Moreover, respondents were asked as to what extent the advice was satisfactory. Accordingly, 

as indicated in item 4 of Table IV, majority of the respondents confirmed that it was 

satisfactory. On the other hand, 14.60 per cent of the trainees and 20.83 percent of the 

graduates replied that it was not satisfactory. 
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Generall y, on the basis of these findings, it is reasonable to conclude that the vocational and 

counseling department of the institutions was not performing its duties effectively. Besides, the 

unavailability of this service affects trainees ' interest toward their training, which in turn 

ham pers their performance. 

3.4. Resources in TVET Institutions 

The availability and efficient and effective utilization of resources is a major challenge for 

most of the TVET institutions to attain their goals. As mentioned in the literature review, 

TVET requires more investment than the general education. The training facilities are 

prominent instrument in the process of training programs. They are tools through which 

training objectives are achieved. Since one of the major purposes of the study was to assess the 

TVET institutions status, the researcher intends to obtain on the extent to which the resources 

available are adequate and appropriate to the training programs objectives. Accord ingly, 

respondents were asked to evaluate the availability of resources and their relevance using, the 

five point likert scale type: very low (1), low (2), medium (3), high (4), and very high (5) in the 

following four consecutive Tables. 

Table X 

Adequacy of Human resources 

(significant at 0.05) 
Where: SO is Standard Deviation 

Of = 286 (computed N1 + N2 - 2 = 286) 
Sig. Significant (two-tailed) 
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The mean score of data analysis were interpreted as follows : 0.05-1.49 very low, 1.5-2.49 low, 

2.5-3.49 medium, 3.5-4.49 high and above 4.5 very high. 

As can be revealed from Table X of item 1, both groups of respondents agreed that the 

adequacy of trainers was medium, because its mean value falls in the range between 2.5-3.49. 

The t-test value also shows there is no statistically significant difference in the opinion of 

trainees and trainers regarding adequacy of trainers. 

Concerning item 2 of Table X, the qualification of trainers was low, according to the trainers 

view. Conversely, according the trainees view it was found almost high with a mean value of 

3.52 12. The variation in response was also confirmed by the !-test value. The t-test value 

shows there is statistically significant difference between the respondents as to trainers ' 

qualification. One of the possible reasons for the variation between the respondents could be 

their closeness to the information. The trainers finding is in harmony with the findings in the 

characteristics of respondents, which is their qualification. 

In the same Table item 3, respondents were asked to evaluate the adequacy of tools person. 

Consequently, it seems there is a consensus on the extent of tool persons by both groups of 

respondents. The mean value was found in between 2.5169 for trainees and 2.5769 for trainers. 

The t-test value also reveals that there is no statistically significance difference between the 

respondents in perceiving extent of tool persons. 

Concerning vocational counselors and supporting staffs, it was found out that low for the 

trainees and medium for trainers. Moreover, there was statistical difference between the two 

group of respondents in viewing the extent of vocational counselors and supporting staffs. The 

finding regarding inadequacy of vocational counselor is also consistent with the findings about 

lack of vocational counselors in the institutions (Table IX, item 2). 

As a whole from the above findings, it is possible to conclude that the adequacy of human 

resources in the institutions was laid in the interval between low and medium. This implies that 

there is a shortage of personnel in the training institutions. 
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Of = 286 

Table XI 

Availability of Training Materials 

As can be see from the !-test value, except for the training models there was no significant 

difference between the respondents opinion in perceiving the availability of training material s. 

Moreover, the mean value for all items was found to be medium, but low for training models 

perceived by the trainers. However, in spite of such differences and similarities across all items 

in Table XI, respondents ' cumulative level of assessment fo r the availability of training 

materials was medium. 

This finding is consistent with the information of the researcher collected through observation. 

There are some machines and tools which did not function due to lack of maintenance. 

Moreover, there is a problem of work shops. For instance, in some of the institutions only one 

work shop was used for auto machine, while both the electrical and motor work was done in a 

congested area. This may result in a great damage on the work shops when a problem ari ses in 

the electrical one. The trainers stressed that it is not recommendable to have such types of work 

shops. On the other and, interestingly there are expensive and latest machines in the machine 

technology workshop almost in all the sampled institutions. 

On top of these, even though, the institutions have well furnished and equipped libraries there 

were no adequate relevant reference materials. The trainees and trainers have no access to 

internet. Majority of the institutions have relatively enough compounds for expansion but often 

no recreational facilities . 

60 



(Significant at 0.05) 
Df = 286 

Table XII 

Adequacy of Financial Resources 

Among the four items listed in Table XII, except item 1 all of them were found to be low and very 

low. The mean results of these items were between 0.9905 and 2.4237. In other words, the result of 

their mean values indicated that it was below average (2.5). Both respondents confirmed that 

the recurrent budget for raw material was medium. Moreover, as can be seen from the t-test 

value there was no observable statistical difference between the trainees and trainers in 

assessing the availability of financial resources. Though there were some differences and 

similarities in assessing the adequacy of finance by both respondents across all items of Table 

XII, the cumulative mean value of both respondents were found low with out statistically 

significant differences. 

As far as the financial resource of the institutions is concerned, the interview conducted with 

the officials in the education bureau has asserted that the colleges have autonomy over their 

financial resources. However, the middle level institutions are not autonomous; they used their 

finance via the sub cities. This results delay in obtaining the required materials for the training 

programs. This was mainly due to lengthy purchasing and disbursement procedures. Besides, 

the official adds the colleges have the right to recruit and hire their man power from the labor 

market in line with the government rules and regulations, but the pay scale did not attract 

senior and competent trainers. This was also not granted for the midd le level TVET 

institutions, it is one of the major organizational problems for the institutions that hinder 

effective utilization of their resources. 
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As depicted in Table XII of item 3 and 4, the allotted budget for the project and fi eld visits 

were low as compared to the other items. This implies that the trainees have not ample access 

to practical works. 

Generally, from the above findings we can deduce that the allotted finance for both items were 

fou nd to be insufficient to run the training programs as desired. Of course, the problem was 

more severe in the midd le level TVET institutions. 

Table XIII 

Appropriateness of the Available Machines and Tools 

In addition to adequacy of machines and tools, their relevance to the intended objective is one 

of the key preconditions fo r success in the training programs. To obtain a general picture of the 

appropriateness and up-to-datedness of the available machines and tools respondents were 

asked to air their view, Table XII contains their results. As it was indicated clearl y in the table 

the mean value of all items were found medium for both respondents. Furthermore, as can be 

observed from the t-test value of the Table there was no statistically significant different for all 

items between the trainers and trainees in viewing the appropriateness of the avai lable 

machines. 

Moreover, despite the slight difference in ratings the items by both respondents across all items 

of the Table, their cumulative mean value were found medium, with out statistically significant 

differences. This implies that to some extent the available machines and tools were not 
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appropriate to the intended purpose. This also leads to difficulty in coping up with the world of 

work, on the part of the trai nees . 

As a whole, it can be concluded, therefore, that the TVET institutions in Addis Ababa were 

facing a shortage of resources and problem of relevance as was confirmed by the respondents 

and observation made in the fields. 

Table XIV 

Respondents Opinion on the Allotted Time 

In addition to material , human and financial resources time is a crucial resource In the 

implementation of the training programs. The duration of any training program had a 

significant effect on the end-products. To this end respondents were asked whether the allotted 

time for10+2 programs are sufficient or not. Consequently, most of the trainers (75 per cent) 

asserted that it was sufficient. Like wise, 58.82 per cent of the graduates shared the trainers' 

opinion. On the others side, more than half (58 .05 per cent) of the trainees claimed that it was 

not sufficient to acquire the necessary skill and knowledge. 

One of the possible sources of this difference opinion between trainers and trainees could be 

their understanding oftime. Accordingly, trainers perceive time in terms of the allotted time in 

the whole academic year, where as trainees perceive time as the contact they have with their 

trainers in the classrooms and workshops. Moreover, trainees substantiate thi s idea in the open 

ended questions; it was found that the improper utili zation of time on the part of trainers was 

cited as one of the major problem in the institutions. 
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Further statistical analysis was used to test the difference of opinions among the three groups 

of respondents. Hence, the Chi-square test at 0.05 level of significant shows that, the calculated 

X2 (20.68) was greater than the table value ofX2 (5.99), this implies that there is statistically 

significant difference between the trainers and trainees in perceiving the allotted time for the 

program. 

Table XV 

Planning of the Program and Resonrce Consideration 

*The question was treated only by deans/principals 

The planning of training programs started with the collection, compilation and analysis of the 

available data. Among other things, consideration of the existing resources is one of the major 

components in planning. Moreover, planning demands collaborative efforts from different 

parts with in or out side the organizations. In relation to this, Table XV was intended to assess 

the planning approaches used by the institutions and extent of resources consideration while 

they are planning. 

Regarding the planning approach used in the institutions, half (50 per cent) of the respondents 

asserted that it was planned and approved by the education bureau. The remaining respondents 

confirmed that it was planned by the institutions and approved by the education bureau . As can 
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be seen from the respondents distribution of responses there are two approaches of planning in 

the institutions. Though, it was not portrayed in Table XV as the researcher look thoroughly in 

to the responses the difference was due the nature of the institutions. The middle level TVET 

institutions used the plan prepared by the education bureau where as the colleges prepared the 

plan and sent to the education bureau for approval. 

Concerning item 2 of same Table, almost half (51 .93 per cent) of the respondents suggested 

that there was low and no consideration of resources during respondents enrollments. On the 

contrary, 40.38 per cent of the respondents replied that the consideration was medium. In 

supporting this idea the officials also confirmed that enrollment was basically decided based on 

the number of students who did not join to the preparatory programs. Hence, from this finding 

one can realize that there was low consideration of resources in planning the trainees ' 

enrollment. Moreover, the training program seems supply driven than demand driven. 

This finding is also consistent with the respondents ' opinion to the open ended questions about 

the existing problems. They were reported that more number of trainees in one occupation was 

one of the major problems in the institutions. 

3.5. Feasibility of the Training Programs 

One of the pillar objectives ofTVET is related to its contribution to employment opportunit ies. 

The employability of graduates is also determined by the skills and knowledge they acquire 

and the availability of the labor market in the country. Hence, the assessments regarding 

acquisition of expected skills and knowledge in their respective fields of study can help us to 

assess the value of the training programs in particular and the quality of the training in general. 

The application of knowledge and ski ll is central to the performance of a trainee graduated 

from TVET institutions. Based on this premise in order to assess the extent of the skill and 

knowledge, trainees were asked as to whether they were satisfied or not with the training they 

had in their institutions. 
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Table XVI 

Respondents Opinion on the Feasibility of the Training Programs 

* More than one response was possible 
• Treated only by employed graduates 

As indicated in Table XVI above, most (60.17 per cent) of the trainees seem to have not 

confidence in the skill they acquired to start their own business or to be employed. Conversely, 

less than half (39.83 per cent) of the trainees indicated that they had acquired sufficient skill 

and knowledge which enabled them to start their own business or to be employed in other 

organizations. Conversely, 59.6 1 per cent of the trainers asserted that it was sufficient to start 

their own business or employed in others. The obtained chi-square test, X2 =7.0723 (at Df=1 

and Table-value 3.84) indicates a significance difference between the respondents regarding 

the adequacy of the training. Possibly this difference emanates from self-defense of the trainers 

and/or high expectations of the trainees from the training programs. 
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Therefore, it possible to conclude that, though, the prime objective of TVET was employment 

creation, the trainees did not acquire sufficient skill and knowledge that enabled them to 

become self-employed or wage employed. 

In connection to this, respondents were also asked to point out the reasons for the lack of 

sufficient skills . Accordingly, nearly half (51.40 per cent of trainees and 57.14 per cent of 

graduates) claimed that most of the training time were spent on theory. Similarly, the available 

tools and machines in the institutions were not related to the practical work, accounted 29.57 

per cent of trainees and 28.57 per cent of trainers. Moreover, the training not related to the 

world of work and trainers ' incompetence accounted less than 20 per cent for all respondents. 

This finding implies, although in principle, 70 percent of the training session was allotted to 

practical work, in reality most of the trainings time were spent on theory. 

The 3rd item in Table XVI, were also intended to assess the relevance of graduates fields of 

study and their current job. Interestingly, majority (78.57 per cent) of the graduates were 

engaged in their fields of study. The remaining, 21.43 per cent were working in different fields . 

The reason given by those who replied negatively was, they did not get work in the occupation 

for which they were trained. For instance, two electricity graduates were working as driver. 

Moreover, a few number of graduated respond that they were not interested to work on their 

fields of study. 

The success of any technical and vocational training is to a large extent measured by its 

graduate ' s ability to apply the skill and knowledge in to practical work situation. Hence, for 

trainees to succeed, the training institutions must succeed in training him/her how to do things 

and not only in teaching him/her theory. To this end, in item 4 of the same Table, it was 

intended to know the extent of correlation between theory and practice. Consequently, the 

finding implies that 52.55 per cent of trainees and 63 .64 percent graduates have confirmed that 

the correlation was medium. Moreover, respondents ranging from 15-20 per cent responded it 

was low. Contrary to this, 30.08 per cent of trainees and 18.18 per cent of graduates confirmed 

that it was high .. In order to test their difference a chi-square test was employed, consequently, 
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the calculated X2 = 1.2918 (at Df=2 and sig=O.05) was less than the Table-value (5 .99). This 

implies that there is no statistically significance difference between the respondents view 

regarding the degree of correlation between theory and practice. 

This finding is directly related with item 2 of the same Table, both of them indicate that the 

training secession was highly dominated by theory. Hence, it is reasonable to infer that the 

trainees lack practical skill in the training. 

Besides, this finding is in harmony with the employers' opllllon, they suggested that the 

apprentices did not have more practical know how in the training. Because of this problem they 

were afraid to be involved in the practical work. In general, from the foregoing findings, one 

can conclude that there was a serious problem in the acquisition of sufficient skills to the 

trainees and relating theory into practice. Hence, this affects the whole objectives of the 

training programs and employability of the graduates. 

Table XVII 

Relevance of Trades to the Labor Market 

5.99 18.1688 

The mere provision of training and acquiring sufficient skills and knowledge in the required 

level in an institution, in general, and to a given trainees in particular, could on its own nothing 

to the over all objectives ofTVET programs. That is, unless the training programs are relevant 

to the world of work in the country, with what ever diversified programs and qualification it 

could contribute nothing. It was in thi s view that an attempt was made to find out whether or 

not the available trades in the institutions are relevant to the world of work. Subsequently, as 

can be observed from Table XVII, the great majority of trainees and graduates (84.32 per cent 
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and 86.27 per cent respectively) confirmed that the available trades were relevant to the world 

of work. 

Like wise, quite a majority (59.62 per cent) of the trainers asserted that the trades were relevant 

to the world of work. However, a considerable number of trainers (40. 38 percent) responded 

that the trades were not relevant to the world of work. In order to test the differences or 

similarities among the group of respondents further stati stical tool (X2) was employed, 

accordingly, the obtained value ofX2=18.1688 was greater than the Table value=5.99 (at 0.05 

significant level and Df =2). This implies that there is a significant difference in the 

respondents as far as the relevance of the trades to the labor market is concerned. 

Generally, however, there was a significant difference among the respondents, since majority 

of the graduates confirmed that they are relevant, it is reasonable to conclude that regardless of 

their content and mode of delivery most of the trades provided in the institutions were relevant 

to the world of work. Because, the graduates were at the grass root level of the world of work, 

they have better exposure to the situation than others. 

3.6. Need Assessment and LMIS 

Mere expansion of TVET institutions with variety trades can not guarantee the successfulness 

of the TVET objectives. That is, unless the commencement of these different trades was based 

on training need s and LMIS. Though the nature of the TVET program is flexible and 

impossible to predict the need accurately, the use of need assessments and LMIS is an 

indispensable activity for the training institutions. With this view the study tried to assess the 

practice of need assessments and LMIS by asking different questions to the trainers. 
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Table XVIII 

Training Need Assessment and Labol" Market Information Systems (LMIS) 

- llle question treated only by the deans/principals 

As portrayed in Table XVII, most of(78.85 per cent) of the respondents asserted that there was 

no need assessment. Conversely, 21.15 per cent responded that there was need assessment in 

their college. Like wise, majority of the respondents attested that it was carried annually. 

In harmony to the above finding, in the interview held with the officials, all of them approved 

that there was no need assessment at city level. The officials also added, there was an attempt 

in 2004 but it was not detailed and comprehensive. Among other things, shortage of finance 

was cited as a major problem. Moreover, lack of Research and Development Department in the 

office was al so another challenge for those and other related activities . Though, it was not 

explicitly put in the Table all the deans/principals attested that there was no need assessment in 

their institutions. Hence, the positive response forwarded by some of the trainers could be due 

to lack of proper understanding to the activity. 
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Regarding item 3 of Table XVIII, al1 of the deans/principals responded that the source of their 

LMIS was tracer study. As can be seen from the document of the institutions there was a 

format used to fol1ow-up the graduates, but for different reasons none of them have applied it. 

The source of their LMIS was based on scattered information from here and there. 

In general, from the foregoing findings , one can imagine that, however, the government and 

the public spend a lot on the programs; they were not based on training need assessment. 

Hence, as the researcher's view this could adversely affect the training programs. Besides, it 

could also aggravate the already existing educated unemployment. 

Table XIX 

Trades prioritized in the Labor Market 

B Business 

C Construction 14 28 3 3 o 1.75 o 
D Tex1ile 4 6 22 o 3.25 4 0 

Home 

N.B. I ror the best preferable ... and 5 for the least preferable 
-Because the question was not treated by all respondents the number of graduates and trainers was not 
similar to the total number of respondents 

Key: Weighted Mean = wlf1+w2f2+ .. . . +w~f1 
fl+f2+ .. . +f5 

where - fl,f2 ... fs are observed frequencies 

- WI , W2 ... . Ws are weights given 

Under the above five major fields of study there are more than forty trades provided in the 

institutions. Although, these fields are relevant to the world of work, in terms of their priority 

in the labor market there is difference among these fields of study. With thi s view in mind the 

researcher intends to assess the demands of each fields of study in the labor market. The 

relevance of this question also lays in the fact that there is an observable difference on the 

demand of the trades. Consequently, both respondents agree in ranking the I' t, 4th and 5th fields 

of study are demanded in the labor market currently. 
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On the other side respondents did not agree in ranking the 2nd and 3,d fields of study. The 

interview made with the officials and employers also strengthens this fact with a slight 

difference. In both groups of respondents, although the ranking of the different fields varies, 

construction technology retains its position as the top prioritized fields of study according to 

both respondents. One of the possible explanations for this could be the massive expansion of 

construction projects in the country. 

In order to test the variation between the two groups of respondents in ranking the different 

fields of study, further statistical analysis was used to test the extent of agreement or 

disagreement, using the Spearman's Rank Correlation Coefficient, i.e. calculated by the 

following formula . 

Y,= 1 - 6Edi2 

n(n2-1) 
Where: y, _ Spearman's Rank Correlation Coefficient 

di- Differences in ranking 
n- Number of observations (fields of study) 

Using the formula y, was obtained O.88.The value ofy, approaches to I ; it implies that there is a 

strong positive agreement on the groups of respondents in ranking the fields of study 

prioritized in the labor market. Hence, it seems that there is a consensus on the ranking of the 

fields of study demanded on the labor market by both groups of respondents. 

3.7. Stakeholders participation and Apprenticeship Training 

Strengthening the role of stakeholders on the one hand and minimizing the role of government 

on financing and managing the TVET institutions on the other hand have a paramount 

importance on the achievement of TVET objectives. From the very beginning of their 

establishment, TVET institutions were supposed to have an integrated net work with different 

organizations, for planning, training and other assistance purposes. The apprenticeship training 

in the TVET program demands a sound co-operation among employers, institutions, the 

apprentices and governments . 
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Table XX 

Participation of Stakeholders and Apprenticeship Training 

*The question treated only by deans/principals 
• More than one response was possible 

5.99 30.2636 

Table XX, was intended to examine the extent of stakeholders participation on the training 
programs. Consequently, majority (75 percent) of the deans/principals confirmed that no 
participation at all. Like wise the remaining, 25 percent responded that it was low. 

In connection to this, the interview held with the employers also substantiates this fact. They 
stressed that their role were limited only in accepting the apprentices. Besides, they were not 
consulted in advance to train the apprentices; the institutes send the apprentices when the need 
arise. On top of this, the officials also reported that there were attempts to involve the 
stakeholders in matters related to TVET, at the beginning of the program, but it did not 
continue. 
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Therefore, it is possible to deduce that the role of government is still dominant, whereas the 

participation of stakeholders is very low. 

At the end of year two trainees were expected to get practical training through apprenticeship 

training for 312 hours. This helps trainees to apply their skills and knowledge in to practice; at 

the same time it enables them to introduce themselves with the world of work. In relation to 

this, respondents were asked as to what extent is the importance of apprenticeship program. To 

this end, 61.51 per cent of trainers and 47.06 per cent of graduates suggested that its 

importance was medium. Conversely, almost half (49.02 per cent) of graduates responded that 

it was high. 

To test the difference in oplmon between the two groups of respondent, further statistical 

analysis was employed, i.e. Chi-square. As can be observed from the Table, the obtained value 

of the X2= 30.2636 was by far greater than the Table value (5.99), we can conclude that there is 

stati stically significant difference between the two groups of respondent in evaluating the 

importance of apprenticeship training to the over all training program. 

Based on the foregoing quest ion respondents were also requested to explain thei r reason as to 

why the importance of the apprenticeship program was low or medium. To this end, majority 

(92.30 per cent) of the graduates stated that it was due to lack of follow up during the training. 

Like wise, 46.93 per cent of trainers and 34.60 per cent of graduates affirmed that it was due to 

prohibition of trainees in using machines and tools in the organi zations . Following these, lack 

of resources, incongruence of the training with their major field s of study and incompetence of 

trainers were the other reasons. 

Moreover, the interview made with the employers disclosed that there was no continuous 

follow-up on the part of the organizations and the institutions. The only follow up or 

monitoring method was the evaluation result filled at the end of the program. Even some of 

the organizations did not have confidence of the trainees and they did not allow using 

machines and tools. This was possibly due to fear of wastage of resources and to some extent 

lack of insurance on the part of trainees. Besides, due to the assignment of more trainees to the 
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organization, they were enforced to train the trainees on shift basis. This was below the allotted 

hours. Delay in the assignment of the organization also affects the duration of the program. 

Some apprentices have also faced difficulties in searching the organizations. 

Hence, we can conclude that the trainees did not get sufficient skills and experience from the 

apprenticeship training. 

3.8. Employment Preference and Employability of graduates 

The following five Tables attempt to assess the employment preference and employability of 

graduates. 

Table XXI 

Employment Preference of Respondents and Graduates Job Opportunities 

• More Ulan one response was possible. 
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TVET, as its name implies, is more of manual work and employment oriented. Hence, the 

trainees should not depend only on government employment; rather they have to be also self­

employed. In line to this, Table XXI, tries to show work favored by respondents, employment 

preference and employment opportunities. Accordingly, as can be observed from Table XXI of 

item 1, 61.01 per cent of trainees and 52.94 per cent of graduates favored office work The 

remaining, 38.99 per cent of trainees and 47.06 per cent of graduates preferred manual work 

Based on the findings, one can imagine that majority of the trainees and graduates did not 

understand the objectives of TVET programs. This could be possibly due to lack of proper 

guidance at the out set of the training and lack of continuous public promotion on the part of 

the government. 

Item 2 of the same Table, indicates the employment preference of graduates and trainees . 

Accordingly, 36.44 per cent of the trainees expected permanent employment in government 

offices, whilst 45 .10 per cent of the graduates preferred self-employment. The most interesting 

finding in this regard is that only 7.84 per cent of the graduates favored government 

employment. One of the expected reasons for the variation in respondents' preference 

emanates from their closeness to the world of work. Because graduates were at the fore front, 

they can realize the importance of self-employment more than the trainees. Conversely, 

trainees were glad to be employed in the government to secure their career. 

Item 3 of Table XXI treats the extent of employment for 10+2 TVET graduates. To this end, 

43 .14 per cent of graduates and 61.54 per cent of trainers suggested that it was medium. The 

Table further shows respondents ranging from 32-37 per cent confirmed that it was low. On the 

other hand, only 5.77 per cent of trainers and 19.61 per cent of graduates attested that there 

were high employment opportunities for 10+2 TVET graduates. 

Regarding item 4 of the same Table, respondents were also asked as to why the job 

opportunities for 10+2 TEVT graduates were low. Consequently, most (82.35 per cent of 

trainers and 52 .63 per cent) of graduates pointed out that the number of graduates exceeds the 

available vacanci es. Following thi s, lack of confidence on the part of the employers and trades 

are not related to the world of work accounted to less than 50 per cent of the respondents. 
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However, the interview conducted with the officials and majority of the employers suggested 

that employment opportunity for TVET graduates, particularly for the sample fields of study 

was not low, unless the graduates preferred office work and high pay. The respondents also 

add that in other occupations there is an over production of graduates which was specially 

pronounced in the business areas. 

Concerning the interest of the employers in hiring the TVET graduates, all of them confirmed 

that they were interested to hire. But due to lack of experience and limited vacancies for 

certificate holders, none of the organizations involved in hiring 10+2 graduates from the 

sample fields of study, except one organization. Of course, there were accountants and 

secretaries hired in the organizations. 

In general, from the above finding, we can conclude that a considerable number of trainees 

preferred white collar jobs which are not in line with the objectives of TVET programs. 

Moreover, the job opportunities for TVET graduates is limited to small privately owned 

organizations and self-employments 

The following Table shows the number of 10+2 graduates in different fields of study from 

2003- 2005 in the regular program. 

2 

3 

Table XXII 

Numbel" of 10+2 Graduates by their trade (2003-2006) 

garment 
I 

Construction 
technology 

Industrial 
technology 

Source: Computed from report ofCGAAEB 
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As can be observed from Table XXII, the numbers of graduates in the three fields of study 

decreased from 3867 in 1995 E.C. to 1404 in 1998 E.C. However, the decrement of graduates 

did not follow simi lar pattern through out the consecutive years. Moreover, this data seems 

inconsistent with the finding in Table XXI of item 4, the number of graduates exceeds the 

available vacancies. As far as Addis Ababa is concerned such number of graduates below 2000 

annually can not considered excess, because there are a lot of constructions and projects that 

can absorb the graduates. 

As the researcher reviewed the report from the city government of Addis Ababa social and 

labor affaires there are 328 and 128, 10+2 TVET graduates registered job seekers in 1997 E.C. 

and 1998 B.C. respectively in the ten sub cities. To some extent this indicates that the number 

of job seekers was not high as compared to the number of graduates. 

Table XXIII 

Trainees Interest toward Self-Employment 

In addition to the resource related factors, the individual interest toward self-employment have 

a significant role to become a competent and successful entrepreneur. With this understanding 

in mind the trainees were asked their inclination toward self-employment. Consequently, the 

data from Table XXIII revealed that majority (73.30 per cent) of the trainees have interest 

toward self-employment. The rest, 26.70 per cent of the trainees did not have interest to 

become self-employed . 

From these finding it is possib le to deduce that if ferti le conditions were arranged from the 

government, institutions and society the graduates could be engaged in self-employment. 
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In the following table an attempt was made to identify the major barriers to self-employment. 

Table XXIV 

Why Self-Employment is Difficult? 

N.B. All Ole respondents did not react to Ole question properly, hence number of respondents 

was not same to the nwnber of respondents replied "No" in table xxi ii . 

As mentioned in the previous discussion, self-employment demands certain support from 

different pal1s In connection to this, trainers and graduates were asked to identify the major 

barriers that hindered from becoming self-employed. Accordingly, as indicated in Table XXIV, 

all respondents agreed that lack of finance was the major problem. As shown the mean value of 

financial problem (I.67 for trainees and 1.5 for the graduates) varied from the other problems. 

This implies that financial problem was a serious problem of all the factors . Next to finance, 

lack of material and lack of working places were cited as the second and third problems, 

however, they were ranked differently by both groups. 

The Table further shows, lack of entrepreneurial skill and lack of interest were the last two 

reasons. As can be seen from the mean value of respondents, lack of interest (4.4) was far from 

the other mean values. This implies that lack of interest was the least factor that hinders the 

self-employment activities. Besides, this finding is consistent with Table XXIII; majority of the 

trainees had interest toward self-employment. Similarly, this finding is inconformity with the 

literatures and study conducted by CSA in 2004; the lack of finance and working places were 

the major problems in self-employment. 

Generally, form the above finding one can deduce that the factors that affect self-employment 

were external factors, which are beyond the graduates ' capacity 

79 



Table XXV 

Employability of Graduates 

* More than one response was possible 

As can be observed from Table XXV of item I, lack of work experience for the TVET 

graduates was the major obstacle raised by the graduates in finding a job which accounted for 

almost half (52.17 per cent) of the respondents. This opinion was consistent with the 

employers' opinion. The employers confirmed that they do not have a vacancy that attract a 

TVET graduate below diploma and zero year work experience. On the other hand, lack of 

vacancies in the field they were trained and low pay were the second and third reason which 

accounted for 26.09 per cent and 21.74 per cent respectively. 

On the contrary, none of the graduates mentioned lack of skill and lack of information was a 

serious problem for finding a job. This finding seems inconsistent with the finding in item 4 of 

Table XXI. According to the researchers view, since the unemployed graduates were closest to 

80 



the grass root and it was affirmed by the employers the lack of work experiences is the 

significant factor for the lack of job, particularly for the sample fields of study. 

Except for quite few portion (13.05 per cent) of unemployed graduates, majority (86.95 per 

cent) of them were searching jobs since they graduated. 

Concerning the employment methods, as indicated in item 3 of Table XXV registering 

through employment agencies and vacancy notices were the dominant method used by the 

unemployed graduates to search a job which accounted for 85 per cent and 70 per cent 

consecutively. 

As to employment duration, graduates were asked about the interval between graduation and 

employment entry; consequently 45 .09 per cent of the graduates reported that they did not 

work at all since they graduated. Conversely, 23.53 per cent of graduates have worked for 

about one to two years. Like wise, 19.62 per cent of the graduates worked for one year. And 

the remaining 11.77 per cent of graduates worked for less than six months. 

As a whole, from the above findings it is possible to conclude that lack of work experience and 

limited vacancies in the fields were the major factors that affect the employability of the 

graduates. 

In addition to close-ended questions and interviews held with respondents, two basic open­

ended questions were also provided to all respondents. These were: 

• What are the major problems that hindered the effective implementation of TVET 

programs? 

• What possible suggestions would you forward to make effective the training programs 

and increase the employability of the graduates? 
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Accordingly, the major ones are depicted hereunder. 

Major problems that affect the TVET progl'ams 

o More number of trainees in the class /workshop, which is beyond the capacity of the 

workshops and resources. 

o Lack of machines and equipment which are used for practical works and delay in 

mai ntenance. 

o Lack of raw materials. 

o Lack of competence and encouragement from the trainers. 

o Improper utilization of time. 

o Poor management systems. 

o Lack of positive relationship between the trainees and trainers. 

o More time spend on theory. 

o Lack of interest on the part of trainees and trainers. 

o Weak connection between the institutions and organization offering apprenticeship 

training 

o Lack of follow up to the apprentices from both parts . 

Basic comments and suggestions 

o Limit the number of trainees per workshop/class. 

o In advance preparation of apprenticeship training from both patts, i.e. the institutions 

and the organizations. 

o Enrollment should be based on interest. 

o Organizing the graduates to become self-employed . 

o On time maintenance of the available machines. 

o Continuous public promotion on the part of the government regarding the program. 
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CHAPTER FOUR 

4. Summary, Conclusion and Recommendations 

This final chapter of the study deals with the summary of findings, conclusions arrived at based 

on the major findings, and recommendations which the researcher assumes to be practical are 

also forwarded . 

4.1. Summary of the Findings 

The study was aimed at assessing the present status of TVET institutions in Addis Ababa in 

relation to their contribution to employment opportunities. To this end, to meet the intended 

objective the study was guided by basic research questions. Factors that affect the status of 

TVET institutions, application of LMIS, job opportunity of graduates, trade demanded in the 

labor market, resources and employability of graduates were raised in the course of the study. 

The study employed descriptive survey method. To address the basic research questions 

relevant literatures were reviewed. The subjects of the study were 236 trainees, 52 trainers, 51 

graduates, 15 employers, and 3 otlicials from the education bureau. It was conducted in four 

government TVET institutions in Addis Ababa. The simple random, purposive, available and 

stratified sampling techniques were used to incorporate pertinent respondents in to the sample. 

Questionnaire, interview, observation and document analysis were used to obtain the relevant 

information from the respondents and institutions under study. 

The data obtained was analyzed using various statistical tools, such as percentage, weighted 

mean, chi-square, rank order correlation and independent sample t-test. As the result of the 

data analysis the summary of the findings is presented in the following orders: 
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1. Characteristics of respondents 

2. Factors that affect the status of TVET institutions 

3. Trainers competence and trainings 

4. Feasibility of the training programs 

5. Application ofLMIS 

6. Employability of graduates 

7. Suggestions and problems forwarded by the respondents 

Characteristics of respondents 

• With regard to respondents' characteristics, the result indicated that the overwhelming 

majority of trainees, graduates and trainers were male. This implies that the participation of 

female was low. Among other things, the low participation of female in the sample fields of 

study was attributed to the wrong perception of the society towards technical and vocational 

training fields . The society assumes that the construction and industrial technology trades are 

not suitable for female. This perception was also shared by the female trainees. Most of the 

female trainees were interested to become nurse, lawyer and economist. 

• As far as age is concerned, almost all (93 .64 per cent) of the trainees and nearly half (60.78 

per cent) of the graduates were in the proper age for secondary education, that is below 20 

years. Similarly, more than 70 per cent of the trainers ' age was below 45 years. 

• Regarding work experience of the trainers it was found that most (94.23 per cent) of the 

trainers work experience was below ten years. This was possibly due to the fact that technical 

and vocational training is a fairly recent phenomenon in the country. 

Factors that affect the status of TVET institutions 

• The study attempted to look in to some of the factors that contribute to the over all 

implementation of the training programs. Accordingly, a considerable number of trainers and 

trainees (36.53 per cent and 27.54 per cent respectively) did not have interest in the training 

programs. Inconvenience of the working environment due to poor management of the 

institutions was at the top of the reasons for lack of interest on the part of trainers. On the other 
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side, lack of interest from the beginning was the dominant reason for those trainees who do not 

have interest in their fields of study. Besides, 43.22 per cent of the trainees joined the training 

due to lack any other options. Hence, this implies that a significant number of trainees joined 

the training programs on the basis of factors other than their interest. 

• One of the most important aspects of the training that should be assessed was the adequacy 

and availability of resources and their relevance to the intended purpose; in this respect the 

following major findings were obtained: 

»> As the findings of the study disclosed, the adequacy of human resources in the 

institutions were medium. The same is true for machines and tools. Conversely, 

the provision of finance was found to be low. 

»> Besides, the study revealed that not only the available machines and tools were 

inadequate but al so they are not appropriate to the level of trainees and trainers 

capacity. The respondents confirmed that the appropriateness of the available 

machines and tools were found medium. On top of these, the availability of 

resources was not considered during the planning of trainees' enrollment. 

»> Majority of the trainees and 41.18 per cent of graduates asserted that the allotted 

time for 10+2 program was not adequate to acquire the necessary skill s and 

knowledge. On the contrary, 75 per cent of the trainers responded that the allotted 

time is sufficient. 

• Although the provision of vocational advice was a prerequisite for the success of trainees' 

career development, the finding showed that more than 60 per cent of the trainees and 

graduates did not get any information regarding the choice of their trades and career 

development before and after they joined the institutions. For those who get vocational advice 

their sources were their parents, friends and the staff. Thus, ·the information obtained from 

them is deemed to be unreliable in view of obtaining accurate and complete occupational 

information. Surprisingly, only 12.36 per cent of trainees and 18.18 of graduates replied that 

they got vocational advice from vocational counselors. Hence, the result of these findings 

indicates that the vocational and counseling services in the institutions were very weak. 
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• Although, the success of the training programs depend on the multifaceted efforts of 

different sectors and organizations, the present participation of employers in the TVET 

institutions was found to be very low. The employers indicated that their participation was 

limited only to train the apprentices. 

• Concerning the importance of apprenticeship to the over all program, most (6l.54 per cent) 

of the trainers and 47.06 per cent ofthe graduates asserted that it was medium. On the contrary, 

only 5.77 per cent of the trainers and 49.02 per cent of graduates responded that it was high. 

Lack of follow-up, shortage of resources and prohibition of trainees in using machines and 

tools were the major problems in the apprenticeship training programs. Moreover, the program 

was not stalted on time and more apprentices were assigned to one organization. 

Trainers' competence and trainings 

The extent of trainers ' competence and training was one important component included in the 

study. Consequently, the following findings were drawn from the analysis: 

• However, the TVET strategy stipulates that trainers ought to have a minimum of first degree 

in their respective fields of study to teach in the colleges, the finding showed that still there are 

a considerable number (36.54 per cent) of trainers who had college diploma. 

• Concerning further training, majority of the trainers have joined further short term training to 

up-grade their qualification. Similarly, most (78 .85 per cent) of the trainers had got a 

pedagogical training. However, still almost one-forth of the trainers did not get further training 

and pedagogical training. Of course, it is important to note that majority of the diploma trainers 

attended in service training to up-grade their qualification. 

• As to trainers ' competence, it was found that majority (63 .56 per cent) of the trainees and all 

of the deans/principals asserted that trainers' competence was satisfactory. 
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Feasibility of the training programs 

• Based on the resu lt of the analysis, majority of the respondents confirmed that the trades 

provided in the institutions are relevant to the world of work. Besides, most of the graduates 

were engaged in the jobs related to their major fields of study. 

• For majority (52.55 per cent of trainees and 63.64 per cent of graduates) of the respondents, 

the correlation between theory and practice during their training session was found to be 

medium. Only 30.08 per cent of the trainees ' 18 .18 per cent of graduates confirmed that it was 

high. 

• According to most of the trainees' the skill they acquired in the institutions was not 

sufficient to start their own business or get employed in other organizations. This implies that 

trainees did not acquire sufficient ski ll . This was due to the fact that more time was spent on 

theory rather than practice, machines and tools were not relevant tu the practical work in the 

world of work, and teachers ' incompetence. 

• Regarding the fields of study prioritized in the labor markets, the result ind icates that 

construction, industrial and business were the three most prioritized fields in the labor market, 

fo llowed by textile and home science. 

Application of LMIS and need assessment 

• Though, the finding shows the trades provided in the institutions are related to the labor 

market, majority of the trainers and all officials asserted that there was no need assessment. 

Enrollment of trainees was decided based on the capacity of the institutions and number of 

students who did not join to the preparatory program. The finding further indicates that lack of 

finance was one of the main problems to conduct need assessments. 
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• Though, it was conducted in scattered manner and not formal the study revealed that the 

tracer study was the only source for LMIS . The inst itutions did not follow-up their graduates. 

Hence, it is difiicult to get a clear picture about the employability of graduates. 

Employability of graduates and employment preferences 

• As far as employment preference is concerned, nearly half (56.78 per cent) of the trainees' 

expected to be permanently employed in the government and non-government organizations. 

Conversely, majority (45 .10 per cent) of the graduates were inclined to become self-employed. 

One of the possible explanations for this could be their closeness to the working environment. 

• About 61.01 per cent of trainees and 52.94 per cent of graduates preferred ofiice work than 

manual work. Thus, we can infer that the trainees ' did not understand the core objective of 

TVET program. 

• The ultimate objective ofTVET was to expand the employment opportunities of the youth . 

To this end, the job opportunities for TVET graduates were found to be moderate. On the other 

side, a considerable number of respondents confirmed that it was low. The lack of confidence 

on the part of the employers and more number of graduates for the available vacancies were 

cited as major reasons for the low job opportunities for TVET graduates. 

Problems and suggestions forwarded by the respondents 

• Finally, according to the open-ended questions provided to the respondents most of them 

identified the following major problems that affect the effective implementation of the training 

programs: 

» In adequacy of the workshops and lack of maintenance. 

» More number of trainees' in the class/workshops. 

» Improper utilization of time. 

» Lack of follow-up in the apprenticeship program. 

» Lack of interest on the part of the trainers ' and trainees'. 

» Poor management system in the institutions. 
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;.. Weak relationship between the institutions and organizations (employers) . 

• In response to the above problems respondents mentioned some of the suggestions as 

follows : 

;.. Limit number of trainees ' and enrollment should be based on interest and ability. 

;.. In advance preparations need to be made for the apprenticeship trainings. 

;.. Organized the graduates to become self-employed. 

;.. The machine and hand tools should be maintained on time. 

4.2. Conclusion 

Based on the forgone major findings, the following conclusions are drawn. 

At the out set, the establishment of TVET was linked to the enhancement of employment 

opportunities to the youth. To this effect, the TVET institutions should be well equipped with 

the basic resources so as to produce competent graduates. 

Though, the trainees ' left with few months to complete their course still a considerable number 

of trainees did not have interest to the training they are pursuing. Similarly, some trainers also 

share this problem. Moreover, the study shows that guidance and counseling services of the 

institutions was very weak. Hence, eligible trainees joined to the institutions either blindly or 

by consulting unreliable source of information. This in turn affects their choice of occupation 

and career developments. On top of these, attitudinal and guidance service problems, the study 

had explored that certain human, material, financial and managerial problems tend to militate 

against the status of TVET programs. 

Technical and vocational training does not offer job to the graduates, rather it equips the 

trainee ' s with basic skills and knowledge which enable him/her to compete in the world of 

work. Unfortunately, majority of the trainees' trained in the institutions did not have 

confidence on the skill they acquired to do a job. This was mainly due to weak correlation 

between the theory and practice in the training sessions and inadequacy of the apprenticeship 

training. The insufficient acquisition of skill and knowledge is a worrisome indicator of their 
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low preparation and incompetence in competing for the jobs available in the labor market and 

to be engaged in self-employment. The lack of finance, material and working places are the 

major factors that deter graduates to be involved in self-employment. 

Besides, the partnership between the institutions and employers was not based on close co­

operation and shared responsibilities. The TVET programs are still supply driven; government 

controlled and financed the institutions. 

In general , due to the aforementioned problems the present status of TVET institutions in 

Addis Ababa is not satisfactory to produce the desired skilled and competent work force to the 

labor market. This in turn affects the employability of graduates 

4.3. Recommendations 

This part of the study attempts to forward actions to be taken in light of the forgone major area 

of concern presented in the findings and conclusions. 

1. Developing a positive attitude towards a training program have an indispensable role in 

the over all achievements of the training objectives. However, a considerable number of 

trainees ' lack interest towards their training In relation to this, the guidance and 

counseling services of the institutions need to inform, advice and motivate the trainees ' 

in the institutions. Besides, the city government of Addis Ababa on collaboration with 

the education bureau, employers, MSE, and chamber of commerce need to promote the 

public at large and the trainee in particular about the programs. 

2. Among other things the feasibility of the training programs depend upon the trainee's 

practical know how acquired during the training. Not only how to do things but also 

what to do. Therefore, it is important to strike the balance between theory and practice 

in the training institutions. To this effect, in addition to the proper training of trainers 

the raw materials, machines and hand tools need to be available in the institutions. 
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3. According to the national TVET strategy it was planned to provide high qual ity of 

training in different forms and levels to large number of trainers, but with a diminish ing 

dependency on government budget in the long term. However, still the institutions are 

at the shoulder of government for resources. Hence, in general, to provide quality 

training and enhance their institutional sustainability the institutions advisable to 

establish a closer relationship with the employers. Moreover, the institutions need to be 

engaged in producing saleable products, because this can strengthen their financial 

resources and it can absorb some of the graduates with in the production centers. 

4. As it is pointed out, if TVET institutions have to playa pivotal role in employment 

expansion, the training has to be effective. This was mainly achieved through practical 

secessions and apprenticeship training. However, the present status of the 

apprenticeship program is facing a problem. Hence, to address this problem: 

A. The city government should take the initiative and involve the employers in 

discussions related to the TVET programs in general and apprenticeship training 

in particular. This helps in obtaining valuable inputs from the employers 

regard ing the programs. 

B. The institutions and the education bureau better to prepare 111 advance the 

trainees ' and select the appropriate organizations offering apprenticeship 

training. This minimized wastage of time in searching the organizations and the 

trainers would not suffer in searching the organizations personally. 

C. a strict follow-up of the apprentices during the training from both sides is 

necessary. The summative evaluation is not enough to measure their 

performances. 

D . Moreover, the government needs to develop an enforcing device to assign and 

train the apprentices in the employing organizations, particularly in the public 

enterprises. 
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5. It is undeniable that self-employment requires finance, material resources and working 

places in addition to the entrepreneurial skill. Therefore, it is suggested that the 

education bureau in collaboration with the Micro and Small scale Enterprises (MSE) 

arrange the financial resources on soft loan basis and the working places as soon as 

they graduated. This would be preferable to arrange before the trainees left their 

institutions. Because, this enhance the employability of graduates and encourage others 

to become self-employed. Ultimately, this shades a light on the trainee ' s employment 

opportunities who are pursuing the training. Moreover, it is advisable to follow-up the 

graduates. 

6. The exi stence of sound management in any organization has a paramount importance in 

performing the day to day activities of the organization smoothly. In light of this fact, 

the management of the TVET institutions is advisable to make efforts to create 

conducive work environment that enable trainers and trainees feel free to participate 

actively in the institutions matter and aired their views. This also helps in developing 

sense of owner ship among the community of the institutions. 

7. However, it is not possible to procure the latest machines or equ ipments for the training 

as the need arises, the avai lable machines and tools should be properly maintained on 

time. 

8. On top of the in adequacy of financial resources the institutions were suffered to obtain 

their allotted budget on time. This is mainly due to lengthy process of disbursement and 

purchasing. Hence, institutions (particularly the middle level TVET) need to be given 

autonomy over their financial resources to respond more effectively to their training 

needs. 

9. Although the avai lable trades are related to the world of work, ifit is not supplemented 

by a regular need assessment it may cause market saturation in some trades . Hence, the 

education bureau and the institutions are better conduct a need assessment on regular 
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basis to protect the undesired effects of training programs. Moreover, is advisab le to 

focus on the demand driven training policy rather than supply driven. 

10. Finally, since the study is not an end on the TVET and employment opportunities 

further in depth study need to be conducted focusing on the employment prospects of 

technical and vocational trainings 
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ADDIS ABABA UNIVERSITY 
SCHOOL OF GR<\DUATE STUDIES 

Annex-l a 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Questionnaire to be filled by trainers, Deans and Vocational counselors 

The purpose of this questionnaire is to co ll ect data on the status ofTVET co ll eges and their 
contribution to emp loyment in Add is Ababa. Hence, your genuine, frank and timely response 
are vi tal in determining the success of thi s study. 
So, I kindly request your contribution in filling the questionnaire honest ly. All responses are 
confidential. 
I nstru ctions: 

A. No need of writing your name. 
B. For altel11ative responses, please mark your response by using a " /" in the 

cOITesponding boxes. 
C. Please be as brief as possible in answerin g the open ended questions. 

Thank you in advance for taking time to complete this questionnaire! 

Part one: Personal Data 
I. Name of the TVET college you are worki ng ____ ________ _ 

2. Sex 

3. Age 

A. Male D 

A. 20-30 years D 

'D . 41-45 years D 

B. Female D 

B. 31-35 yea rs D C. 36-40 years D 

E. above 45 years D 

4. Year of service A. In TVET institutions _______ years 

B. In other organizations _ _______ .years 

If, you have work ex peri ence in other p:ease spec ify __________ _ 

5. Your current position ______________________ _ 

6. Qualification A. Diploma D B. BSc/BA D 

C. MAiMSc D D. PhD D E. other _________ _ 

7. Major field of stud y _____________________ _ 

8. The field yo u are teaching now (for trainers ) _____________ _ 
-

9. Have you ever joined furth er training to up grade your qualification? 

A. Yes D ,. B. No. D -

I[ "yes ", for how long? __ days, __ weeks, _ _ months, _ __ years 

10. Have you ever trained pedagogical training? A. Yes D B. No. D 
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Part Two.: Ge neral questiQns 

I . Do. yau have interest warking in TVET co ll eges? A. Yes 0 B. No. . 0 
Ifyaur respanse is "No", indicate your reasans by ranking each afthe fallawing pass ible 
factars (I far the major reasan, 2 for the next reason, ... and 5 far the last reasan). 

A. Because the wa rking environment is nat conducive 0 
B. Because it is tediaus wark 0 
C Because of limited jab apportunities 0 
D. Because af low socia l status given to. TVET by the public 0 
E. Because af limited oppartunity far further educat ia n 0 
F. Others, spec ify and rank 0 

2. The fallaw ing are a number of paints indicat ing the existence af resaurces to. run the TVET 
programs. Hence, in your apinian rate the items in 5·points according their adequacy and/ar 
ava i labi lit y. 

I far very law 2 ·[ar la w 3 far medium 4 for hioh 5 for very high , , , ~ , 
2.1 Adequacy Qf human reSQurces 1 2 3 4 5 
A Trainers 
B Qualificatian aftrainers 
C Taa l persans 
D Vocatianal caunselors 
E S uppart staffs 

2.2 Avai lability 0.1' training materials and facilities 1 2 3 4 5 
A Machines and equipmen ts 
B Hand taal s 

C Training models/charts 
D Cansumable row materials 

2.3 PrQvisiQn Qf financial reSQurces 1 2 3 4 5 
A Recurrent budget far abtaining row materials 
B Capital budget for purchasing machines and cquipmcnts 

C Budget far project works 
D Budget far fi e ld visit 

2.4 ApprQpriateness Qf the available machines and tQQls 1 2 3 4 5 
A Appropri ateness to. th e laca l situatian 
B Apprapriateness to. the level a ftrain ees 
C Apprapriateness to. the leve l aftra iners 

D Up-ta-date ness 
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3. Is the time allotted for the train ing is program ( 10+2) is sufficient to acquire the 

requ ired knowledge and s kill s~ A. Yes o B. No. 0 

4. Do yo u thi"k the trades pro\ided in the colleges are relevant to the world of work? 

A. Yes o b. No. o 
S. In your opinion, which fi e ld of study is more preferab le in the labor market (rank in 

their order of priority I for the best preferabl e, ... and 5 for the least preferabl e in the 
given box) 

A. Industrial Technology 0 C Construction 0 
B. Business 0 D. T extil e technology 0 

E. Home Science 0 

6. In your view, what is the competenc y of your trainees? A. Very satisfactory 0 

B. Satisfactory 0 C Not satisfactory 0 

If yo ur response is "Not satisfactory", what are the poss ible factors (yo u can choose 

more than one alternat ives)? 
'1·-

A. Trainees do not have interest in the training o 
B. The curriculum is not relevant to the level of the trainees 0 

C The allotted time is not enough to mastery the cou rses 0 

D . Trainers do not have th e required knowledge and skil ls 0 

E . Lack of adequate resources 0 

F. If other, specify 0 

7. Does your college conduct train ing need assessment? A. Yes 0 B. No. D 

If yo ur response is "yes", how often are you assess ing the labor market? 

A. Annually 0 B. Every three year 0 C Every fi ve year o 
D. If other mention -----------------------------

8. What mechani sms are you using to get timely and adequate labor market information 
(on ly for deans/principal s)? 

A, Tracer stud y 0 B. Labor market monitoring 0 

C Need assessment 0 D.AII 0 E. Other mention _ ______ _ 

9. In your opinion, \, hat is th e competency of trainers, counse lors and supporting staffs 

(on ly for deans/princi pals)? 

A. Very satisfactory 0 B. Sati sfactory 0 C Not sat isfactori ly 0 
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10 . How do you eval uate th e partic ipation of stakeholde rs in ge nera l and empl oyers in 

part ic ul ar in plannin g the training being offered in yo ur co ll ege?(onl y deans) 

A . Hi gh 0 B. Moderate 0 

C. Low 0 D. No partici pati o n at all 0 

II. In yo ur view, how do yo u evaluate th e chance of job opportuniti es for TVET graduates? 

A High 0 B. Moderate 0 C. Low 0 

J f yo ur answ er is "Low", what are the poss ibl e reaso ns? 

A . The number o f graduates is greater th an th e availabl e vacancies. 0 

B. Lack confidence o n the part of employers du e to graduates' lack o f 

knowledge and skill s . 0 

C. The fi eld of s tudi es is not re lated to th e world of work . 0 

D. Mention ifothers -------------------------
12. In yo ur opinion , how do you rate the contrib uti on o f the apprenti ceship training to 

the ove r al l training programs? 

A High 0 B. M oderate 0 C. Low 0 

[f you ;:esponse is " Moderate or low", what are the problems? 

A. The organi zati ons /companies do not have suffi c ient resources . 0 

B. Not a ll owing trainees on machines and too ls. 0 

C. No fo llow up in the trai ning. 0 

D . [n approp ri ateness o f th e training w ith the ir major fie ld of study. 0 

E. S up erviso rs ass igned were less q ua lifi ed. 0 

F. M enti on if others ------------------------------
13. Did your co ll ege give vocational guidance (adv ice) to the tra inees? 

A. Yes 0 B. No. 0 

[fyo ur ,respo nse is "yes", was the advice? A. Very sati sfacto ry 0 

B. Sat isfactory 0 C. Unsatisfactory 0 

14 . Do you be li eve th e know ledge and sk ill s the tra inees gained frol11 th e training -is 

adequ ate to s tart th ei r own business or employed in other organi za ti on? 

A Yes , it is adequate 0 B. No t adequ ate 0 
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I f yo ur response is "Not adequate", what arc th e major factors? 

A. The training is not rela ted to the worl d of work. 0 

B. More time is spen t on theory. 0 

C The machines and tool s ava ilable in the institutions are not related to the practical 

work.D 

D. Mention, if others -------------------------------------
15. Currently which of the follow ing approach is used in planning the training programs 

(o nl y for deans/principals)? For exampl e, trainees enrollmen t 

A PlaJ~i1ed and approved by the officials in the Ed ucati on Bureau. 0 

B. Planned by the co ll ege deans and approved by the Education Bureau. 0 

C Plan ned by the depattments and approved by the co llege dean and later by the 

Education Bureau. D 

D. Pl anned and approved by the college deans. 0 

I G. Does the enro llment of trainees consider the availab i li ty of resources and 

infrastructure? 

A. High consideration D B. Moderate considerati on 0 

C Low consideration o D. No consideration at a ll 0 

17. In yo ur co ll ege, what are the major problems that affect the proper implementation 

oflhe trai ning programs? 

18. What alternatives do you suggest to improve the implementation of the training 

programs and emplo yabi li ty oflhe graduates? 

Thanks again 
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ADD IS ABABA UN IVERS ITY 
SCHOOL OF G RADUATE STU DI ES 

Ann ex- I b 

DEPA RTMENT OF E DUCATI ONAL PLA NNING AN D MANAGEME NT 

Q ues ti onn a ire to be filled by train ees (10+2) 

The purpose o f this questionnaire is to co ll ect data on the status of TVET co ll eges and their 
contri bution on employment in Addis Ababa. Hence, yo ur genuine, frank and timely response 
are vita l in de term ini ng the success o f th is stud y. 
So, I kindly request your contri bution in fi lling the q ues tionnaire honestly. All responses are 
confi dent ia l. 
I nstru cti ons: 

A. NO"leed o f wri t ing you r name. 
B. For a ltem ative responses, p lease mark your response by using a "./" in the 

corresponding boxes. 
C. Please be as brief as poss ib le in answeri ng the open ended ques ti ons. 

Tltallk ),011 ill advall ce for lakillg lilli e 10 complete litis questiollllaire! 
Pa r t one: Personal Data 

I. Na me o f the TVET co ll ege yo u att end 

2. What is yo ur age? A. 15-20 0 B. 21-25 0 

D . 30 years and above 0 

3. Sex A. Male 0 B. Female 0 

C. 26-30 0 

4. When d id yo u complete yo ur h igh schoo l? ____________ _ 

5. What is your major fi e ld .If study? ________ ________ _ 

.\ 0 G. Now you are A. I' year 

Part two : Gen eral Qu estion s 

B. 2"" year 0 

I . When yo u compl eted yo ur secondary education (grad e 10), what yo u wa nted to be? 

A. Nat ural Sc ientist 0 F. Lawyer 0 

B. Soc ial Sc ien ti st 0 G. Economist 0 

C. Agricult ura li s t 0 H. Business Manager 0 

D. Heal th Pro fessions 0 I. Technician 0 

E. Engineer 0 .I . Ifot her, spec ify 
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2. Do you like your field of study? A. Yes D 

If "No", wilY? 

A. Lack of job opportunities in the fi eld 

B. I did not have interest from the begging 

C. Lack of encouragement from the trainers 

D. Shortage ofresources in the institutions 

E. If other, mention ....... ...... . 

B. No. D 

D 

D 

D 

D 

3. Is the tra ining yo u are pursuing no w, yo ur A. 1st choice D B. 2nd choice D 

C. 3"1 choice D D. 41h choice D E. Beyond 4 1h choice D 

4. Did you get any information on ca reer possib iliti es and choice of trade before yo u join 

the TVET co lleges? A. Yes D B.No. D .,. 

5. Did you get vocational ad vice after you join the TVET co ll eges? 

A. Yes D B. No. D 
[f you r response to question No.5 is yes, you get it from 

A. Parents D B. Your fri end D c. Vocationa l counse lor D 
D. Staff of the college D E. If other specify _______ _ 

6. Was the advice... A. Very sati sfactory D B. Sati s factory D 
c. Unsati sfactory D 

7. The following are a num ber of points indicating the existence of resources to run the 
TVET programs. Hence, in your op inion rate the items in 5-points according their 
adequacy and availab ility. 1 for very low 
2 for low, 3 for medium, 4 for hi gh, and 5 for very hi gh 

7.1 Adequacy of human r esources 1 2 3 4 5 

A Trainers 

B Quali'fi cation of trainers 

C Too l persons 
0 Vocat ional counselors 

E SuppO l1 staffs 
-

107 



7.2 Availability of trainin g m ateria ls a nd facili t ies I 2 3 4 5 
A Machines and eq uipment 

B H and tools 

C Training C har1s/models 

D Consumab le rQW material s 

7.3 P rovi sion of financi a l resources I 2 3 4 5 
A Recqrrent budget fo r obtaining row mate ri als 

B Capita l budget for purchas ing mach ines and 
eq uipments 

C Budget for project works 

D B udget fo r fie ld v isit 

7.4 A ppropriateness of the ava il a ble machines a nd tools I 2 3 4 5 
A Appropriateness to the local si tuation 

B Appropriateness to the level of trai nees 

C Appropriateness to the level of trainers 

D Up-to-date ness 

8. Is the time a llotted for the training is program (10+3) is sufficient to acquire the 

requ ired knowledge and skills~ A. Yes 0 B. No. 0 
9. Do yo u th.i.nk the trades provided in the colleges are relevant (0 the wo rl d oflVork~ 

A . Yes 0 b . No . 0 
10. In your view what is the competencies of your tra iners? A. Very satisfactoryD 

B. Satisfactory 0 C. Not satisfacto ry 0 
II. Why did you pursuing the training (you can give more than one answers)? 

12. 

A. J like the profession 0 
B. InOuenced by parent 

C. It has better e'llployment opportunity 

D. InO uenced by friends 

E. r do not have other option 

o 
o 
o 
o 

F. I f any other, specify ____________ _ 
In w hat secto r like or expect to be permanent ly emp loyed when you have completed 

your traini ng~ 

A. Government o B. NGO's o 
C. Private organ izations 0 _ D. Self-employed 0 

13. Which type of work do you like~ A. Office wOl~k 0 B. Man ual work 0 

14. [s the skill and knowledge in the training sufficient to star-t your own bus iness or 

employed in other organiza tions? A. Yes 0 B. No 0 
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If"No" , \V h y~ 

A. Training not re lated to th e world of work 0 
B. More time spent on theo ry 0 
C. Machines and tool s in th e instit utions are not 

re lated to the practi cal work 0 
D. If o ther, mention ..... .. ............ .. 

15. What is the ex tent of con'elation between theory and prac ti ce~ 

A. Hi gh 0 B. Med ium 0 C. Low 0 
16. Would yo u like to be self-emp loyed~ A. Yes 0 B. No. 0 

I f you r res ponse is "No", which of the following factor di scourage you? 

(Rank .. I-5 according thei r importance, I [or the major factor that discou rage you 

and 5 to the least factor) 

A. Lack of cap ital 0 B. Lack of mate ri al o 
C. Lack of entrep reneuria l skill and additiona l trainings 0 

D. Lack o f working places 0 E. Lack of interest o 
17. In yo ur co ll ege, what are the major probl ems that affect the proper implementation of 

the training programs~ 

18. What al tern a tives do yo u suggest to improve the implementation of the tra ining 
program~. and employability of the graduates~ 

Thallks agaill 
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ADDIS ABABA UN IVE RSITY 
SCHOOL OF GRADUATE STUDIES 

Annex-l c 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Questionnaire to be filled by 10+2 Gradnates (2005 and 2006 graduates) 

The purpose of this questionnaire is to collect data on the status ofTVET co ll eges and their 
contribution on employment in Add is Ababa. Hence, your genuine, frank and timely response 
are vital in detellllining the success of thi s study. 
So, I kindly request your contribution in filling the questionnaire honestly. All responses are 
con fidential. 
In stru ctions: 

A. No need of writing yo ur name. 
B. For alternative responses, please mark you r response by using a " '/" in the 

cOITesponding boxes. 
C. Please be as brief as possible in answering the open ended questions. 

Part One: Personal Data 
I. Na me of the TVET college you graduated from and 

year __ ~~~ ____________________ -=-=~~ ____________ __ 
2. Sex A. Male_____ B. Female ____ __ 

3. What is your age? A. 15-20 0 B. 21-250 C. 26-30 0 

D. 30 years and above 0 
4. Maj or fi eld 0 f stud Y ____________________________________ _ 
5. Occupational status: Employed __ Unemployed _ Self-employed ___ _ 
G. Type of work you are dOlllg now ( If employed) ______________________ _ 

Part two: General Questions 

I. When you completed your secondary education (grade 10), what you wanted to 
be -------------

A. Natura l Scientist 0 
B. Social Scientist 0 
C. Agriculturalist i.J 
D. i'lealth Professions 0 
E. Engineer 0 

F. Lawyer 

G. Economist 

H. Business Manager 

1. Technician 

o 
o 
o 
o 

J. If other specify ______ _ 

2. Was the training you were attended, your ? A. I SI choice 0 B. 2"d choi ce 0 

C. 3'd choice 0 D. 4'h choi ce 0 E. Beyond 4'h cho ice 0 

3. Did you get any infornlation on career possibilities and choice of trade before you 

join the TVET co ll eges? A.-Yes 0 B. No . 0 

4. Did you get vocati onal advice after you j oin the TVET co ll eges? 

A. Yes 0 B. No. 0 
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If yo ur response to question '10. 5 is "yes", form where did yo u get ~ 

A. Parent s 0 B. Your friend 0 C. Vocational counse lor 0 
D. Staff of the college 0 E. If other speci fy _______ _ 

S. Was th e advice ~ A. Very sat isfactory 0 B. Sa ti sfactory 0 
C. Unsatisfactory 0 

6 . Is th e time allotted for the traini ng is program (10+2) is sufficient to acqu ire the 

req uired know ledge and sk[lIs~ A. Yes 0 B. No. 0 
7. Are the TVET colleges eq uipped w ith necessary reso urces~ For instance, trainers, 

machi nes . eq uip ments, text books, etc. A. adequate 0 
B. Moderate 0 C. Not adeq uate 0 

8. Do yo u think the trades provided in the co ll ege are re levant to the world ofwork~ 

A. Yes 0 B. '10. 0 

9. I s the job you are do ing noll' related to your profession~(fo r em ployed) 

A. Yes 0 B. No . 0 

I f you r ['esponse is "yes", What is the leve l of correlation between the theory you 

learn ed in th e institut ions and the practical work in the wo rld of work ? 

A. High 0 B. Medium 0 C. Low 0 

10. In your view, how do you evaluate the chance of job opportuniti es for TVET graduates~ 

A. High 0 B. Moderate 0 C. Low 0 
If your answer is " Low", what are the possib le reasons~ 

A. The lllllnber of graduates is greater than the ava ilable vacancies. D 
B. Lack confide nce on the part of employers due to graduates' lack of 

know ledge and skills. 0 
C. The field ofsludies is not related to the world ofwork . 0 
D. M en t ion if 0 th ers,..,.-,_::-----:----: _ ___ -::--:---:---:---,---: 

II. In your opinion, which field of study is more preferable in the labor market (rank in 

their order of priority I for the best preferab le ... and 5 for the least preferable) 

A. Industria l Technologv 

B. Business 

E.l-!ome Science 

o 
o 
o 

C. Construction 

D. In fo [111 ati on techno logy 

o 
o 

12. In your oll,in ion, how do yo u rate the contribution of th e apprenticesh ip train ing to the 
over all tra ining program s~ 

A. High 0 B. Moderate 0 C. Low 0 
If you response is "Moderate or low", what a re the prob l ems~ 

A. The organi zations (companies do not have sufficient resources~ 0 
B. Not allowing trainees on mach ines and tools . 0 
C. No follow up in the trainin g. 0 
D. In appropriateness of the training with their major field of study. 0 
E. Sup erv iso rs assigned were less qualified. 0 
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F. Mention iCothers ____________ _ 
13. What factors mi ght induce you to be se lf-employed, please prioriti ze how il11p0l1ant 

yo u think each of th ese factors is? 

A. Financial incen ti ve in the form of son 103n. 0 

B. Material sUppOI1. 0 

C. Additional entrepreneurial training and skill. O 

D. Provision of working places 

E. Interest 

o 
o 

14. In whic h sector would you like to work? A. Private organi za tion 0 

B. NGO's 0 C. Govel1lment organizations 0 D. Self-employed 0 

15. Which type of work do you like? A. Office work 0 B. Manual work 0 
16. Why have you failed to get ajob (for unemployed)? 

A. Lack of inforl11ation 0 B. No vacancies related to l11y field 0 

C. Low sa lary 0 D. Lack of work experi ence 0 
D. Ifothers, l11ention _ _ _____________ _ 

17. Are you searching ajob(for un employed)" A. Yes 0 B. No. 0 
If yo ur response to question number 17 is "yes", through what mechanis l11s" 

A. Employment agencies 

B. Vacancies 

C. Personal contact 

D. By parents and friends 

o 
o 
o 
o 

E. I f othe rs, mention, _ _ _ _ 
18. For how long do yo u engage in job? 

A. 6 months 0 B. I yea r 0 

C. 1-2 ye~·rs 0 D. Not emp loyed since I graduated 0 
19. In your opinion, what are the major problems that affect the proper implementation of 

the training programs? 

20. What altematives do you suggest to il11prove the implel11entation of the training 
programs and el11p loyabil ity of the graduates? 

Thanks again 
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ADDIS ABABA UN IVERSITY 
SCHOOL OF GRAD UA TE STUDIES 

Anncx- 211 

DEPARTM ENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Interview guid e for offic ia ls/experts in the TV ET commiss ion of Addis Ababa 

Personal Data 

I. What is yo ur positi on in the office' ___ ____ ________ _ 

2. What is your year of service' In TV ET cO l11mi ss ion _________ _ 

[n other ______________ _ 

3. Have yo u get an y re fresher course? Yes/No 

I f yes , for ho w long? 

4. What is you r qualifi cation? 

Genera l Questions 

I. Do yo u thin k the resources allocated to TVET co ll eges are suffi c ient to achieve the des ired 

goa ls? 

2. Does your o rganization conduct training need assessment' 

3. III yo ur opini on, is there suffi c ient job opportu nity fo r TV ET graduat es') 

4. Does your o rga ni zation in vo lve the stakeho lder, parti cul arl y the employer or organizat ions 

prov iding ap prenti ceship training to the trainees? 

5. In your v iew whi ch fi e ld of stud y is pri oritized by the labor market' Why? 

6. In yo ur opinion , how do you eva luate th e compete nce o f th e trainers and supporting staff of 

T VET co ll eges? 
'" 

7. To what ex tent you r orga ni zati on arran ge conditio ns for TVET graduates to start their own 

business or se lf-employed? 

8. In yo ur opinion, what a re the major prob lems that affect th e proper implementation of the 

training programs? 

9. What a lt e rn at ives do yo u suggest to improve the implementation of the trai ning program and 

employabilit y o f graduates? 
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