
A COMPARATIVE STUDY ON LINKING TVET 

WITH EMPLOYMENT OPPORTUNITIES IN 

GOVERNMENT, NON-GOVERNMENT AND 

PRIVATE INSTITUTIONS IN ADDIS ABABA 

BY >'-.! ~ t\.." 
, ,,' \..:' .. 

ASHEBIR TEKLK . / > 

<' 

A THESIS 
PRESENTED TO THE SCHOOL OF GRADUATE STUDIES 

ADDIS ABABA UNIVERSITY 

IN PARTIAL FULFILLMENT OF THE REQUIREMENTS 
FOR THE DEGREE OF MASTER OF ARTS IN 

VOCA TIONAL EDUCATIONAL MANAGEMENT 

, ... -.. ' . --
.>< 

, • > 

/ 

, 
-"" ; 
\ 
~/.: 

" ::.",' ...... : .. 



ACKNOWLEDGEMENTS 

First of all, I would like to express my wholehearted thanks to my thesis advisor, Ato 

Girma Zewedie (Associate Professor), for his unreserved guidance, critical 

comments and constructIve suggestions through out the course of my thesis 

work. 

My heartfelt and deepest gratitude also goes to my dear wife, W/ro Asnakech 

Eshetu who took the painful responsibility of running the family and supporting 

me in various directions while I pursued my studies in the University. 

I am also grateful to Deacon Solomon Wondimu and Ato Yalew Zelke, from 

Addis Ababa Education Bureau, for their commenting and editing this thesis. 

My sincere appreciation and thanks goes to the Addis Ababa Education Bureau 

staff members, all sample TVET institute principals, Trainers and Vocational 

Counselors; graduates, employers and Addis Ababa MSE Agency staff members 

who collaborates me by giving infOImation and filling questionnaires. 

Finally, I would like to extend my thanks to all of my relatives and friends who 

were at my disposal during the entire period of my studies. 

J.'~'" :~ 
~~!"":0 

' . , . ' 

ADDIS A~A2A ETH; OPiA I . , 
, 1. 

Ashebir Tekle 
August 2007 

[ 



TABLE OF CONTENTS 

PAGE 

ACKNOWLEDGEMENTs---------------------------------------------------------------------- I 

TABLE OF CONTENTS ---------------------------------------------------------------------- II 

LIST 0 F TAB LES ------------------ ------- --- --------------------------------------------------- IV 

A(;FtO~S------------------------------------------------------------------------------------- V 

(;ffJIJPTEFt ONE---------------------------------------------------------------------------------

TffE PFtOBLEM AND ITS JlJPPFtOA(;ff---------------------------------------------------

1.1 Background of the problem----------------------------------------------------------------

1.2 Statement of the problem------------------------------------------------------------------- 5 

1.3 Significance of the S tudy ------------------------------------------------------------------ 7 

1.4 Scope of the Study -------------------------------------------------------------------------- 8 

1.5 Limi tation of the Study--------------------------------------------------------------------- 8 

1.6 Methods and Procedures of the Study---------------------------------------------------- 9 

1.6.1 Source of data ------------------------------------------------------------------------ 9 

1.6.2 Sampling and Sampling Techniques----------------------------------------------- 9 

1.6.3 Instruments of Data co llection ----------------------------------------------------- 10 

1.6.4 Method and Procedures of data analysis ------------------------------------------ II 

1.7 Operational definition of Tenns ---------------------------------------------------------- II 

1.8 Organization of the Study ----------------------------------------------------------------- 12 

(;ffJIJPTEFt TWO 

FtEVIEW OF TffE FtELA TED LITEM TURE 

2.1 ffistory and development of Technical and Vocational 
Ed ucation Trai n in g ------------------------- --------------------------- ----------------- --- 13 

2.1.1 On-the-Job-Training------------------------------------------------------------------ 14 

2.1.2 Apprenticeship 15 

2.2 Labor market oriented system------------------------------------------------------------- 17 

2.3 Linkage between TVET and World ofWork------------------------------------------- 18 

2.3. 1 Emp loyment opportun i ties-------------------------------------------------------------- 20 

2.4 Quali ty and Ftel evance 0 f the trai ni ng--------------------------------------------------- 23 

II 



2.4. I Trainers Quali fi cati on ---------------------------------------------------------------- 24 

2.4.2 Administrators and guidance staff------------------------------------------------- 25 

2.4.3 Training Facilities and Equipment ------------------------------------------------ 26 

2.4.4 Financing Ins ti tutions--------------------------------------------------------------- 27 

2.4.5 Relevance 0 f the training------------------------------------------------------------- 28 

2.5 Labor Market information system--------------------------------------------------------- 28 

2.6 Partnership in TVET ------------------------------------------------------------------------ 29 

2.7 Major causes of Graduate Unemployment----------------------------------------------- 31 

2.8 Employment and Unemployment status in Ethiopia------------------------------------ 32 

2.9 The Practices ofTVET and Employment opportunities 
in some sel ected Countri es--------------------------------------------------------------- 33 

CHAPTER THREE 

PRESENT AnON AND INTERPRET A nON OF THE DA T A------------------------------ 45 

CHAPTER FOUR 

SUMMARY, CONCULUSION AND RECOMMENDATIONS 

4. I S ummary ----------------------------------------------------------------------------------------- 87 

4.2 Conclusions--------------------------------------------------------------------------------------- 91 

4.3 Recommendations------------------------------------------------------------------------------- 92 

References 

Appendices 

III 



LIST OF TABLES 

NO TITLE PAGES 

Description of Principals, Trainers, Vocational Counselors and Graduates by 
sex and ownershi p type. ----------------------------------------------------------- ------- 46 

2 Description of Principals, Trainers, and Vocational Counselors by Service year 48 

3 Academic competency and Industrial experience of trainers ---------------------- 50 

4 Managerial competency and Managerial experience of principal /deans-------- 51 

5 Financial Source and adequacy of budget ofTVET institutions------------------- 53 

6 Training Faci lities and equipment in TVET institutes------------------------------ 54 

7 Partnership between TVET institutes and apprenticeship providing organizations------ 56 

8 The performance ofTVET institutions and apprenticeship providing organizations---- 57 

9 Availability of Labor Market information System in TVET institutions--------- 61 

10 Availabi lity of Employment Opportunities------------------------------------------- 63 

II Availability of self-employment Opportunities--------------------------------------- 65 

12 Factors affecting self-employment ----------------------------------------------------- 67 

13 Factors affecting self-employment----------------------------------------------------- 70 

14 Current Employment status of graduates----------------------------------------- 73 

15 Experiences of the self-employed (individuals-------------------------------------- 74 

16 Experiences of the self-employed (cooperatives) --------------------------------- 76 

17 Willingness of graduates to form cooperatives ------------------------------------- 77 

18 Supports of the self-employed (individual or cooperatives) ------------------ 79 

19 Level of Satisfaction of graduates by their current job------------------------- 80 

20 Factors affecting graduates to find wage employment/start lip self-employment------- 81 

21 Job searching mechanism of unemployed graduates ------------------------------------ 82 

22 Availability and performance of TVET graduate in the organization-------- 84 

23 Training institutions that the graduates trained and perfOlmance of the 

graduates ---------------------------------------------------------------------------------- 85 

IV 



AEB 

AAU 

GTZ 

ICTVET 

IER 

IIEP 

MoE 

Mol 

MSE 

NGOs 

TVET 

UNESCO 

ACRONYMS 

Addis Ababa Education Bureau 

Addis Ababa University 

German Technical Cooperation 

International Cooperation in Technical and Vocational Education 

and Training 

Institute for Educational Research 

International Institute for Educational Planning 

Ministry of Education 

Ministry of Information 

Micro and Small Scale Enterprise 

Non-Government Organizations 

Technical and Vocational Education and Training 

United Nations Education Scientific and Cultural Organization 

v 



Abstract 

The pwpose of this study was to assess employment opportunities of rVET trainees after graduation in Addis 
A baba and 10 identify factors that hinder the graduates to find wage employment and start selJemployment. To 
this end, an attempt was made to look in to the major [aclors that contribute 10 improve employment 
opportunities alld hinder self-employment and wage employments of graduates. In order to address 'he 
objective of the study, a comparative method was employed to see the current conditions of government, nOI/­

government and private rVET institutions, which had given training ill industrial and construction technology, 
with the assumption tliat it could help to know the curren! status of creating employment opporfltnities and their 
problems. These training institutions were selected based on pwposive sampling because to examine the out put 
of well experienced and newly established instiltltes and to evaluate job opportunities. The subjects of the study 
were two experts from Addis Ababa MSE Agency and AEB TVET Department, fOllr principals, JOllr vocational 
counselors, 40 trainers, 150 graduates, and 50 employers that participated in offering apprenticeship training 
or hiring TVET graduates. These subjects were selected based all available sampling technique. Principals, 
vocational counse/ors, and trainers were selected based on random sampling technique. Illformatioll was 
obtained using questionnaire, interview, observation and document analysis. The data were analyzed using 
percentage,freqllency and one way ANOVA. Th e findings oJthe study revealed that the managerial experience 
of principals, partnership with employer organization, labor market information system, training facility, and 
creating job opportunities of /lOll-government TVET institutiolls was beller than government and private 
institutions. Factors such as weak partnership, absence of incentives 10 encourage organizations to cooperate 
the trainees, during apprentices/III), and lack of labor market ill/ormation system have a negative influence 0 11 

creating employment opportunities to TVET graduates. Regarding self-employment opportunities, social and 
economic factors were serious obstacles to create convenient cOl/tiitions. These also prevented them to exploit 
the benefits ofselJemploYlllent, access 10 credit, raw materials and market management. Above all, the support 
of Micro and Small scale Enterprise Agency and other supporters, to be self-employed, were low, too. Finally, 
the degree of employment opportunities of rVET trainees demollstrates that lIoll -government TVET institutions 
were higher than government and private rVET institutions. 

Therefore, the TVET institutes recommended that widen employment opportunities to their graduates, using 
good labor markel illformation, establishing unit of labor markel and allocating budget in the institutions. Th e 
institutions, also expected to peliorm activities like Occupational analysis, Vacancy Study, Tracer Study, 
training !leed assessment, establishing strong relationship with elltelprise, vocational guidance, job-searching 
advice, form clubs and cooperatives organized by the trainees .. Regarding self-employment opportunities, the 
City Micro and Small Scale Enterprise Agency, alld Sub-Citylkebele Admillistratiolls suggested that to work all 
facilitaling and forming of cooperatives, access to credit, supplying of raw materials alld other supports. 



CHAPTER ONE 

THE PROBLEMS AND ITS APPROACH 

This Chapter discusses the background, statement of the problem, significance, 

delimitation, limitation, research design and methodology, operational definition and 

organization of the study. 

1.1 Background of the Problem 

Education and economic development of a country is very much related, the base for 

the development of civilized countries is education , which contributes to the required 

trained man power. The economic advancement of a country leads the citizen to have 

quality education and training, by supplying and financing the necessary materials and 

funds to the education system. However, general education alone can not meet the 

development needs of the society. Due to this effect Technical and Vocational 

Educational Training is introduced in educational sector to prepare the youths for the 

world of work. 

The history of vocational education as stated by Evans (1971: 1-2), in the early history 

of civilized man people probably learned to work through a trial and error during 

invention of productive work. Later man acquired work skills and understandings by 

being told how and by being shown frequently by father to son and mother to 

daughter. The apprenticeship method of teaching a person to work was really an 

extension of the paternal arrangement. Here the learner was placed with a craftsman, 

other than his father, who performs the duties as instructor and treated the boy as his 

own son. These casual methods of preparing people for work have gradually been 

replaced by planned and organized vocational education programs, some of them in 

industry, some in public schools, and others through the combined efforts of industry 

and education. 



Technical and Vocational Education and Training can be provided either within 

school or out side the school system. In school system the model has been regularly 

criticized for that vocati onal schools are expensive and they produce shldents who are 

no more employable than those from academic schools. Out side the school system is 

favored for it is very much linked with enterprises and the world of work in general. 

But in many developing countries the link between tra ining programs and industries 

was not strong. With the absence of such linkage the demand of the changing labor 

market can not attain its equilibrium. As explained by Grunwald, et.al (2004:5-6), 

Vocational Training, traditionally conceived, as inherentl y expensive. It involves 

infrastructure, equipment, training materials, and institutional and personal overheads, 

usually for a fairl y lengthy period of time. A large proportion of these costs are fixed. 

Unit costs become very expensive, particularly with declining levels of enrolment and 

high drop-out rates. Moreover, the crisis of relevance reflects an increasing mismatch 

between the training offered by vocational training programmes and the skills needed 

for dynamic competitive markets. If training is to be relevant, it must attract people by 

responding to their aspirations and their understanding of their own situation, and 

serve them by imparting skills that help them gain access to, and compete in, local 

markets. 

In Ethiopia the long history of medieval period, the transmission and diffusion of new 

technologies would not have been difficult as practically all the smith of the country 

worked for the emperor on the provincial governors. The smiths, whether Jewelers or 

iron workers were organized into workshops, curiously enough known by the lofty 

name known as Jan Shell ami or royal Jewelers (Meried, 1983: 167). 

Moreover (Bahru, 1989:34) stated that, Emperor Tewodros Ii 's had dreams to make 

weapons. He had always asked the foreigners to send professionals to satisfy the 

purpose. His strong objective rested on gaffat. The Emperor had established 

academic and vocational school in gaffat and assigned the miss ionaries to teach 
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Ethiopian youths to make guns. However, the negative outlook of the societies to 

craftsmen, also strongly influence the idea of being vocational, then the dream of 

Emperor was not succeeded. 

During the second half of the nineteenth century and the early decades of the 

twentieth century in Ethiopia, the demand for vocational training was focused 

strongly on the need for practical skills in a variety of basic trades. However, little 

connection was made between education and the kinds of skill and abilities that were 

required in the first step towards modernization. During the early 1940s there was a 

sudden need to fill the gap for skilled personnel created by the departure of many 

Italian technicians and due to this incidence the period, therefore, marked the 

establishment of a number of institutions for technical and vocational education and 

training. 

Even if various efforts had been underway to provide technical and vocational 

training in some institutions, the issue of coordinated training programmes in terms of 

quality and coverage has not been tackled. As a result, the training system did not 

effectively generate a work force initiated for creativity and capable of supporting the 

economic development for it was not based on the economic development trend of the 

country. 

Therefore, in Ethiopia until 1970s technical and vocational education has been 

implemented in different systems. The concept of comprehensive school introduces to 

prepare students for different jobs. To achieve this objective; agriculture, productive 

technology, industrial art, commerce and home economics were offered side by side 

with academic subj ects. But the programs commenced without proper study and the 

idea of World Bank that insisted to advocate vocational education, but this resulted in 

unemployment because of inadequacy of the training system. In general, the condition 

dissatisfied the public. The problem fo rced the government to take new measure and 
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the Ministry of Education (MoE) decided to strengthen a number of selected 

Comprehensive Secondary Schools, establishing additional technical schools and 

introducing the new vocational and technical (10+3) program. It was very limited and 

was not given sufficient attention or policy support . There were only 17 institutions 

that offered Vocational and Technical Education with an annual intake of not more 

than 1000 students. As the quality of education was not high enough, the trainees' 

contribution to the country's development was far below expectations. In fact, despite 

their training, most of the graduates were unemployed. (MoE; 2002:90). 

With the introduction of the Education and Training Policy, the issue of TVET 

development came to be one of the priority areas in the Ethiopian education system. 

Currently as the Ministry of Education (2005 /06) stated, the total number of 

Government, Non-Government and Private TVET institutions reached 269, which 

give training in 25 trade areas excluding agriculture. From these 78 training 

institutions are under Addis Ababa City Government. In addition with this, 120 skill 

development centers have been opened in Addis Ababa with the ultimate aim of 

training the larger number of secondary school graduates with various technical 

skills, for wage employment and self-e mployment in government, non-government 

and private organizations. 

The above points explain the great expansion of training institutions, however, the 

current conditions of the link between vocational training and employment 

opportunities are not thoroughl y assessed. The researcher preferred to undertake the 

comparative analysis of government, non government and private TVET institutions 

currently in Addis Ababa so as to identify the problems that influence the 

employment opportunities of graduates' especiall y in Construction and Industrial 

Technology and to suggest some recommendations. 
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1.2 Statement of the Problem 

According to ILO (1973: 1) the first awareness of unemployment was not came form the 

statistics but form the people seen in cities who obviously had nothing to do. They arrived in 

increasing numbers lived in shanty towns, and many received help form relatives who had 

preceded them. Presumably they had come because their economic (and social) prospects 

were, thereby, improved. 

Keeping youth in school in an educational program relevant to their life goals is a social 

advantage. Young people can make the transition from educational envirorunent to the real 

world successfully when they can perform the work available. They can increase their 

mobility in the world of work if they have continuing access to an educational program 

directly to their occupational needs (Kazan as, cited in Yokunoamlak, 2000:13). 

In developing countries, the problem of unemployment is different, more complex and more 

critical in the high proportion of youth involved. Although the economy is fairly increasing, 

it is not developing in the direction which opens up enough job opportunities to absorb the 

large number of graduated youth people arriving each year to join the labor force (Derebssa, 

1997: 1 0). 

In 1997 Ministry of Labor and Social Affairs report pertaining to unemployment 

revealed that the number of job seekers who had TVET was 53,045 which accounts 

for 4.7 percent of the total unemployment population. Out of this only 10,213 were 

placed 10,2 13 were placed through employment offices. This indicates that there was 

a mismatch of demand and supply of trained manpower which could be attributed to 

low level use of labor market signals and information for manpower planning and 

training (ILO,1997:1) , since then, in fact efforts has been made to alleviate the 

problem. 

Addis Ababa is the Capital City of the Country and the seat of the office of African 

union, other international organizations and embassies, but many social and economic 
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problems of the countries reflect on it. The population of Addis Ababa has grown 

from 1.4 million (1984) to 2.1 million (1994) and it is estimated to be 3.1 million in 

2007, according to the Population and Housing census conducted in 1994. Data 

indicates that the City's Economy is not developing in proportion with population 

growth; unemployment, poverty, housing problem and lack of infrastructure are the 

main problems. Especially unemployment problem is the major one, the rate of 

unemployment in the city is 31.4% percent (CSA, 2005). In view of high 

unemployment rate , market oriented vocational training programs contribute to 

minimize the problem. In order to bring a significant change on the issue, networking 

between vocational training and world of work is the main strategy. 

TVET is a most effective means for society to develop its members' potentials to 

respond to the challenges of the future. Learning for work, citizenship and a 

sustainable future is a joint responsibility of education and a variety of stakeholders in 

the formal and informal socio-economic environment. To this effect, the researcher 

believes that the extent to which vocational training in government, non-government 

and private institutions contribute to enable graduates to be creative and skillful is a 

problem worth study. 

Therefore, the primary objective of this study was to assess employment opportunities 

of TVET trainees after graduation in Addis Ababa and to identify factors that hinder 

the graduates to find wage employment and start self-employment. Accordingly, to 

meet the objective of the study, the following basic questions were addressed as a 

guide treating the problem; 

1. Which of the three TVET institutes (i.e. Government, Non-government and 

Private) gives more employment opportunities for the graduates? 

2. Is there a strong link between training institutions and employers? 
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3. What are the problems faced by the graduates to find wage empl oyment or 

start up self-employment or in their assignment areas as a result of 

incompatibility of curriculum, inadequacy of training fac ilities and lack of 

required qualification and relevant experience of trainers and administrative 

staffs? 

4. What are the successes of experiences of the self-employed (individual or 

cooperative) graduates? 

1.3 Significance of the Study 

In today's rapidly changing world it is essential for technical and vocational training 

to strengthen its linkage with the world of work in order to meet changing 

requirement. The issue of matching technical and vocational training with 

employment is the primary target of any society. The study thus, is significant on the 

basis of the following. 

1. This study also focuses on the status of Vocational training that produces 

skillful manpower that satisfi es the demand of the society. Furthermore 

understand the gap between the training and the market demand, to give some 

recommendations. 

2. It could have importance to take cOITective measures on factors that have been 

operating against employment opportunities ofTVET graduates. 

3. It may also provide suggestions for minimizing unemployment of TVET 

graduates in the future and improving the present TVET program. 

4. The recommendation may give some valuable idea for TVET institutions, 

employers, and poli cy makers that could assess and give attenti on to the 

program. 

5. May assist researchers and highlight areas of focus for furth er research on 

TVET and employment. 
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1.4 Scope of the study 

The study is delimited to Addis Ababa City Government; the 10+2 TVET program 

and the graduates of Industrial and Construction Technology, who were graduated in 

2002/03 and 2003/04 preferred to this study. The first and the principal reason is that, 

to conduct a research work in a country wide would be impractical due to the shortage 

of time, scarce of the resources and the technology used to secure data for the study. 

Secondly, as compared to other regions Addis Ababa has large number of TVET 

institutes and could have high rate of unemployment. The 10+2 TVET program 

graduates had relatively long period of time after graduation and were acquired a 

good experience in the market. Moreover, graduates of Industrial and Construction 

Technology were to some extent available for the researcher and they were working 

in cooperatives. These situations created a fertile ground for the researcher to easily 

access them. 

The study examined some of the factors which hinder employment opportunities. 

These include: relevance of curriculum, training facilities , qualification, experience, 

partnership, labor market information system, employment oppoliunities (wage and 

self-employment), and experiences of self-employed (individuals and cooperatives). 

1.5 Limitations of the Study 

There were some factors that affected the study. These were problem of time and 

scarcity of finance. Similarly, employer organizations were not cooperative to give 

information or to fill the questionnaires. Further more, sampled TVET institutions had 

not done tracer study, and then they had no sufficient information about the 

employment status of graduates. 
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1.6. Methods and Procedures of the study 

The method used for this study was comparative study. Comparative study was 

selected because the research attempted to see the current conditions of government, 

non-government and private vocational trainings with the assumption that it could 

help to get the current status of creating employment opportunities and their 

problems. 

1.6.1 Source of Data 

The Data for the study were obtained from primary and secondary sources. In the 

secondary data relevant books, and journals, which indicate the implementation and 

experiences of vocational education in developed and developing countries were used 

to support the findings of the research. 

1.6.2 Sampling and Sampling Techniques 

According to AEB (2005 /06) there were 19 vocational training institutions cun-ently 

offering training in Construction and Industrial technology, owned by government, 

non-government and private organizations. The Selected out of 10 Government TVET 

institutes 2(20 percent), out of 9 Non-government and private institutes 2(23 percent), 

were chosen using purposive sampling technique. These include Nefas Silk TVET 

institute, Entoto TVET College, Selam TVET College and Addis Ababa Polytechnic 

TVET College. In this regard, the researcher employed purposive sampling; the 

reason was that, to examine the out put of well experienced and newly established 

institutes and to evaluate job opportunities of graduates in the respective institutions. 

The research participants of this study, the total graduates were 2050 in both years, 

from this 1660 (1320 males and 340 females) were from government and 390 (351 

males and 39 females) were from non-government and private institutes. The samples 

were 166( 1 0 percent) from government and 66(17 percent) from non-government and 

private, this is due to available data and high number of graduates in government 

institutes. In addition, total of 160 trainers were in the Construction and Industrial 
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Technology departments in the sample area, 40(25 percent) were selected, from 8 

principals 4(50%) and from 4 vocational counselors 4(100%) also were selected, in 

random sampling method. In addition, 60 employer organizations were selected in 

available sampling method; these organizations had better experience In 

apprenticeship program and hiring graduates, according to the feed back obtained 

from TVET institutions, to know their response about the skill and job opportunities 

of graduates. Moreover, Micro and Small Scale Enterprise Agency and Addis Ababa 

Education Bureau TVET department were interviewed, in order to get first hand 

information. 

1.6.3 Instruments of Data collection 

Questionnaires consisting of closed and open ended items, interview, discussion, 

observation and document analysis were used to gather relevant information for the 

study. Questionnaire was prepared in order to free the respondents from anxiety to 

forward their opinion and heartfelt need. It was also used to have sound information 

on the subject matter from many people at a time. The questionnaire was pilot tested 

to see the validity of each item of appropriateness and language clarity. The pilot test 

was conducted in one government TVET institute in Entoto TVET College. Then the 

questionnaire was revised and developed upon suggestions and recommendations 

collected during the tryout. 

Interview was also used to obtain additional information from key informants. This 

also used as an important tool to exploit the rich experiences and opinion. 

Furthermore, documents, Education and Training Policy, Acts of TVET, Regulations 

and Strategies. Published and unpublished research works were reviewed to fill the 

gap between the previous and the research work. These research works also served as 

a spring board for this Study. Also observation was done to gather additional relevant 

on information the workshop facilities and the working environment, that were 

inaccessible by questionnaire and interview. 
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1.6.4 Method and procedures of data analysis 

Data results were organized and summarized in tables, percentages and cross tabulations was 

used to produce meaningful interpretations. These enabled the researcher to reach at a certain 

conclusions and to forward recommendations. 

1.7 Operational definition ofterms 

Apprenticeship training 

Employment: 

Government (Public) TVET 

Labour market 

Non - government TVET 

Special type of structured and recognized cooperative 

TVET based on a training contract between 

a company and a trainee/apprentice (MoE: 2006). 

Means all work done for you by persons (regard less of age) 

whom you pay, whether permanently or temporari ly 

employed, unless the work is specifically exempted from 

coverage by the provisions of the Act (ILO:2005). 

Technical and Vocational Education Training programmes 

provided by government agencies, which are accessible to 

everybody who meets the defined entry requirements. 

(MoE: 2006) 

Interaction between demand for and supply of labour. 

Employers and workplaces in need of appropriately ski lled 

and qualified workers represent the demand side and 

workers with their specific competencies the supply side of 

the labour market. Hence, labour market demand may 

emerge from skil ls needs in companies and as well as from 

workers, school leavers, and other suppliers of labour in 

need of building occupational competence (MoE: 2006). 

Technical and Vocational Education and Training provided 
by domestic and foreign NGOs, religious Organizations, 
their purpose is not profit making. (MoE: 2006). 
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Private TVET 

Relevance 

TVET 

Unemployment 

1.8 Organization of the study 

Technical and Vocational Education and Training privately 

owned commercial training providers, private companies, 

etc. (MoE: 2006). 

Appropriateness and responsiveness of TVET programmes 

and leaming outcomes to the neeas in the labour market 

(MoE: 2006). 

Technical and Vocational Education and Training. 

Any education, training and learn ing acti vity leading 

to the acquisition of knowledge, understanding and 

skills which are relevant for employment or 

Self-employment. TVET in Ethiopia describe all 

occupational learning and teaching below higher 

education, i.e. below degree level as defined in 

the National Capacity Building Strategy (MoE: 2006). 

A person is only counted as unemployed if he/she is 
without a job and is actually looking fo r work (lLO: 
2005). 

This thesis consists of four chapters. The first chapter deals with the problem and approach, 

and chapter two treats the review of related literature. Chapter three deal with the 

characteri sti cs of respondents, data analysis and interpretation of the data. The last chapter 

contains the summary of the findings, conclusion and recommendations. In addition to there, 

bibliography, sample questionnaire, interv iew guide questions and other relevant documents 

attached to the last part of the thes is. 
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CHAPTER TWO 

Review of the Related Literatu re 

In order to have a brief theoretical framework on the linkage between TVET and 

employment opportunities, thi s chapter will provide the major work done by different 

authorities in the areas of the problems under study. 

2.1 History and development of Technical and Vocational Education Training 

Introduction 

According Eth io-German Co-operation in TVET, (2003: 1) to understand technical and 

vocational education and train ing as acquiring, up-dating, and developing competencies 

which enable people to find employment, earn an income, and improve their 0ppoliunities 

for participation in society. The TVET includes short and long term programmes. whi ch may 

be implemented in a formal. non-formal or informal way. Productive employment and se lt~ 

employment are the best weapons tor fight ing poverty. Technical and Vocational Education 

and Training taps the resources of people and enterprises. It contTibutes to economic 

dynamism. TVET helps people to develop capacities and competenc ies which are necessary 

for the implementation of policies in sectors such as health. water. energy, rural development 

and the environment and for ensuring their broad-based impact. 

Structured learning, in a real-life working envi ronment, is a good tool to ensure that trainees 

acquire relevant ski lls and achieve occupational competency. This needs a close cooperation 

with the private sectors and facilitates public-private partnerships (PPP). thus tapping new 

resources for technical and vocational education and training and ensuring that private sector 

demand is appropriately met. 

The main purpose of TVET, stated by UNESCO and ILO (2002:6), is contribute to the 

achievement of the societal goals of greater democratization and social, cultural and 

economic development, wh ile at the same time developing the potential of all individual s, 

both men and women, for active participation in the estab li shment and implementation of 

these goals, regardless of reli gion, race and age, empower people to contribute to 
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environmentally sound sustainable development through their occupations and other areas of 

their lives, prepare the individual for lifelong learning by developing the necessary mental 

tools, technical and entrepreneurial skills and attitudes, develop capacities for decision­

making and the qualities necessary for active and intelligent participation, teamwork and 

leadership at work and in the community as a whole and enable an individual to cope with 

the rapid advances in information and communication teclUlology. 

2.1.1. On-the-Job-Training 

TVET is concerned with the acquisition of knowledge and skills for the world of work. In the 

course of history, most education achievements came about through participation. 

Preparation for work and adult life happened by interaction, not through training in separate 

institutions. The reason was simple. Most young people took on the tasks of their parents 

know-how to till and irrigate the soil, how to stitch a dress, where to fish and hunt, how to 

feed the herd. In every society knowledge is power, but as long as the knowledge needed 

remained local and specific, it could be transferred directly from parents to child. In many 

countries, so-called on-the-job training is still the predominant method for educating the 

young. 

According to Evans (1971: 10) the oldest method of skill transformation was the father to 

pass on to his sons and for the mother acquired from their parents, plus what they had learned 

by trial and error during a generation of productive work. This developed to on-the-job 

training acquire skill from persons other than parents occurred whenever members of more 

than one family were engaged in productive activity. As time passed on-the-job training has 

always been relatively disorganized. The new worker observes practices, learns by trial and 

error, and occasionally receives direct instruction, if the experienced worker does not feel 

threatened by the potential competition. There is no guarantee that the new worker will learn 

everything about the occupation. Instead he probably will learn only a portion of what is 

practiced in a particular place of employment at a certain time. 
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Evans (1971: II) also added that, the fundamental change in modes of education has come 

about as a result of fundamental change in modes of production. As population density 

increased, further division of labor becomes beneficial. Rather than inheriting ski ll s, it 

became more valuable to specialize and learn a particular trade. Such ski ll could only be 

learned from the masters of that trade, who were not always parents. When ski ll s and tools 

become the basis of lifetime career, they also became an impetus for social organization. 

Craftsmen and artisans gained professional control through the mastery of their trade, which 

they could then translate into a form of social control. A community of practitioners could 

gain a monopoly to exercise certain craft and uphold its standard. 

As stated by lIEP (2004:4) in Europe, gu ilds were the result of the translation of performance 

control to social control. They also provided the model of academic instruction-schools and 

later universities. The latter even took their titles from these guilds, such as 'bachelor' and 

'master'. In this process, training for work became increasingly separated from work and 

often took place in institutions specialized in technical and vocational education. Instruction 

began to take the form of preparation rather than of participation. It became a phase in life 

rather than life itself. This development gained momentum from the development of 

knowledge, which became increasingly universal and general rather than local and specific. 

2.1.2 Apprenticeship 

The apprenticeship method of teaching a person to work was really an extension of the 

paternal arrangement; here the learner was placed with a craftsman, other than his father, 

who not only to took over the instructional duties, but treated the boy as hi s own son. These 

casual methods of preparing people for work have gradually been replaced by platmed and 

organized vocational education programs, some of them in industry, some in public schools, 

and others through the combined efforts of industry and education. 

Apprenticeship training could be defined as a special type of structured and recognized 

training based on a training contract between a company and trainee/apprentice (MoE, 

2006:46). This, thus, takes place alongside work. It is also possible to take a qualification in 
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the fonn of a competence-based test, where students can demonstrate through a practical test 

that they command the ski ll s and knowledge needed for a given occupation, regardless of 

how they acquired that knowledge. Students may take part in competence-based tests without 

preparatory teaching, straight out of working life. 

As indicated by Ryan (1999:7) the favorable contribution of apprenticeship to youth 

employment rate has been noted for many countries, including Austria and Denmark as well 

as Gennany, and led widespread interest in expanding the scale of apprenticeship activity. At 

the same time, there must be more to it than that. Extensive, occupational oriented vocational 

education has not been associated with high youth access to job in Sweden and France. The 

importance of internal labor market in those countries might be seen as accounting for that 

failing, but the same has clearly not been the case in Japan, where internal labor market have 

been most pervasive of all. In sharp contrast to the French case, the 'super-h ighway' service 

provided to Japanese youth by school employer linkages have been underlined by the 

continuation of high rates of youth recruitment during the employment crisis of 1990s. 

National specificity seems, therefore, more important than generic attributes in the links 

between institutions and transition outcomes. 

Apprenticeship training is a particular too l of cooperation between enterpri se and other 

employers and training institution in the delivery of TVET (AEB, 2005 : IS) . However, 

cooperation between public training institution and employers has been difficult to establish 

in the public training systems many developing countries. Two fundamental problems, lack 

of incentives and lack of capability li e at the heart of the matter. This operates on both sides 

of the relationships. Training institutions are accountable to a government ministry, and then 

for routine administration; as a result of effectiveness in placing trainees on the job or 

apprenticeship rarely a criterion for obtaining either a larger budget or promotion. Moreover, 

systems and institutions with few resources, little capacity to develop curricula and rigid 

controls on curricula are unable to respond to infonnation from employers even when it is 

available, or to establish job placement services or dual training arrangements (Middleton, 

1993). Similarly, many finns' especially small ones have neither the resources nor the 

appreciation of the va lue training to take partnership effectively. 
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It is now accepted generally that TVET programs to be good quality and rel evant, they must 

reflect the state-of-the-art in the world of work. To do so, it is advisable that they cooperate 

with the existing enterprise which have the latest technology and production process that 

most TVET graduates will aspire to work with. In this corUlection the Ethiopian TVET 

strategy, under memorandum of agreement, forwarded duties and responsibilities that are 

expected to be carried out by both TVET institutions and enterprises (MoE, 2003:97-99). 

However, most enterprises will avoid it, if possible on the ground that the training is 

expensIve. 

2.2. Labor market-oriented systems of TVET 

As stated by Ethio-German co-operat ion in TVET, (2003:2) diverse economic structures 

where the modern sector, traditional crafts and tTaditional trade coexi st with an informal 

sector need a well-differentiated technical and vocational education and training system. This 

is the on ly way to meet the demand both of enterprises and workers or jobseekers. 

Enterprises need qualified staff; young people need basic voca ti onal training; adults need 

regular training to update and upgrade their vocational skill s. Decision-makers in the field of 

TVET policy have access to comprehensive int<mllation, wh ich takes into accoLUlt the 

interests of the private sector and civil society. The concerned government bodies strengthen 

institutions responsible for the development, management and organization of the TVE'r 

system so that they can implement political directives in a competent manner. To achieve a 

more broad-based impact for TVET, processes are optimized, new resources are tapped. and 

ex isting ones are used more efficiently. This is particularly positive for marginalized groups. 

Content and organizational arrangements are adapted to the participants' spec ilic 

circumslances. This reduces the number of people who dro p out of education and training. 

L.abor market-oriented technical and vocational education and training follows eco n0111IC 

demand . Enterp rises have access to qualified staff to increase their producti vity and capac ity 

for innovation . This makes enterprises and regions more competitive and has a positive 

influence on the investment climate. 
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2.3 Linkage between TVET and World of Work 

In most societies, TVET and work are intimately connected. Schooling is the malll 

institutional experi ences shared by the young, while work is the principal instituti onal 

experiences of adults. Most job and occupations have educational requirements for entry and 

advancement, and the- organizational forms of schooling correspoiiCI closely with the 

organizational form s of work. Further, schooling attainments represent an important 

mechanism for determining social an occupat ional mobility form generation to generation. In 

many nations, schooling is even planned and assessed according to its contribution to 

meeting manpower needs and creating a productive labor force (Psacharopoulos, 1987:146). 

According to, ICTVET, (2003:4) TVET can play an essential role in promoting economic 

growth and the socio-economic development of countries, with benefits for individuals, their 

families, local communities and society in general. Improving education for the world of 

work can help to improve the incomes of poverty-stricken farmers , provide citizens with 

more choices in thei r lives, help to alleviate poverty, and help to empower indi vidual s who 

would otherwise be marginalized. TVET for the wo rld of work also helps to promote good 

citizenship. 

Furthermore, lCTVET stated that, most work opportunities, in the twenty-first century, are 

likely to be centered on new processes and services that require speciali zed knowledge and 

skills not yet avai lable in general education institutions.0n least developed countri es, more 

effective TVET skill s are especially needed to best cope with the demands of the informal 

sector. All of these factors point to the growing importance of TVET for work and 

responsible citizenship in the contemporary world. 

As indicated by Atchoarena, (2000:8-9) besides targeted measures, an important way to 

facilitate the integration of young people into working life is to build closer link between 

schooling and work. [n fact , eva luation results of youth training schemes underline the need 

for intervening when young people are still at school. Two broad types of measures can 

outlined. First, attempts are being made to better integrate the realities of the work place into 

the learning process. School-work integration, by including work-experience programs in 
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schooling process, constitutes a major step in that direction. Second, management reforms 

are advocated to drive the TVET system towards flexibility and responsiveness. With this in 

view, particular attention is given to decentralization policies:'bevolution of management to 

provincial/regional and local authorities and increasing the autonomy of school managers are 

seen as effective ways of ensuring the market relevance of training provision. However, in 

most countries, the appropriate degree of decentralization and of school autonomy remain a 

topic open for debate. Similarly, Carson (cited in Yukonoamlak, 2000: 15) discussed the 

relationship between TVET and World of Work is indivisible and contains the normal value 

of life and necessary part of human activity. As man's demand for more complicated 

production kept on increasing, work oriented education system essential entry to the world of 

work among other factors depends on the level of schooling. On the other hand, Dore 

(1975 :8) argued that education (training) is learning to do a job but it should not be 

considered as entry ticket to get job. If the education system gives much emphasis to 

qualification rather than marketable skills, it will end up in producing examination oriented, 

shallow and unproductive individuals. 

Moreover, there were misconceptions of work. For example in Ethiopia the peasants 

compelled to work hard for survival but the statuesque discouraged skilled workers to 

creatively support them and ease their drudgery. Persecution of artisans and craftsmen 

discouraged effective evaluation of apprenticeship in the culture and hereby diminished 

whatever technology was acquired in history. (Teklehaimanot,2002:2). 

According to Atchoarena, (2000:22) effective transition systems are characterized by a 

number of key ingredients like a health economy, well-organized pathways that connect 

initial education with work and further study; effective combination of education and 

workplace experience; tightly-knit safety nets for those at risk, good infonnation and 

guidance; and effective institutions and processes. 
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2.3.1 Employment opportunities 

According to Atchoarena, (2000: 1-2) in a context of social and economic uncertainty, the 

transition from school to work represents a major concem for, notably, deci sion-makers but 

also parents and students. Today, nations as well as individuals tend to feel anxious for their 

future -in the global economy. Increasingly people who used to see education as a passport to 

employment can no longer take it for granted. Often what worries for them is not the lack of 

economic growth but rather the lack of job opportunities. 

He also added that the integration of youth into working life represents a critical issue in 

developing countries in transition to a market economy, sustained demographic pressure, 

social disintegration and economic stagnation are among the main factors making youth 

transition into the world of work a problematic process. For the most vulnerable young 

people, a failed transition from school to work often leads to social exclusion. 

Middleton, (1993) shows that relationship between training and employment opportunities 

for him when employment opportunities are available or growing and match is made between 

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

and investment, and vocational graduates have had advantage of getting initial employment 

opportunity over their counterparts' general education graduates. More frequently, however, 

conditions are not encouraging TVET graduates. Typical examples are found in low income 

countries where training capacity improve on employment demand. As Middlton stated 

studies in Kenya, Niger, Benin and Tanzania indicated low retums under conditions where a 

third to a half of vocational school graduates can not secure employment for as much as three 

years, on average .. 

At the same time, it is now widely recognized that responsibilities for school-to-work 

transition must be shared with labour-market stakeholders, particularly employers. More than 

any other educational issue, this is an area of public policy that requires a strong commitment 

to partnership. 
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2.3.1.1 Wage Employment 

In the most general terms, labor market theories explanations of how wages are determined 

and workers allocated to different jobs. They provide explanations of why one group of 

workers, such as skilled workers, earns more than another group. such as the unskilled. They 

also provide a basis for our understanding of such labor market problems as discrimination, 

poverty and unemployment and suggest policies that could alleviate them. Currently, there 

are a number of theories that reflect both the complexity of the labor market and the different 

theoretical and political perspectives used as the starting point of their analysis. Consequently 

a number of confli cting interpretation and conceptualization of the labor market and how it 

operates have been developed (Psacharopoulos, 1987: 157). 

Psacharopoulos, (1987) clearly indicated that the dual labor market theory's attack on the 

neoclassical explanation of wage and employment determination is two-fold. First, dual labor 

market economists reject the view that one particular economic relationship can be applied to 

all workers or jobs. Secondly, they argue that the emphasis placed on the role of education 

and other forms of human capital in determining minimum wages and allocating labor is 

unwarranted. Dual labor economists put most emphasis on institutional or demand side 

detemlinants of wages and employment. 

2.3.1.2 Self-Employment 

Entrepreneurship training is a necessary part of any TVET curriculum. It eqUlps TVET 

graduates with skills which enable them to engage in income-generating activities. In this 

way, it helps to develop their community's economy, encourages self-reliance and can be a 
, 

good opportunity to promote growth and profitability of traditional crafts and industries. 

As Atchoarena (2000:6) indicated in developing economies, most of schoolleavers find work 

in the infornlal sector and this pattern is likely to persist in the foreseeable future. It is often 

thought that training can playa key role in improving the ability young people to create 

opportunities themselves within the informal sector. In spite of sharp difference between 

in fornlal economies, on-the-job training including traditional apprenticeship predominates as 

a major form of skill development. Recognizing the need to build existing practices, training 
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program targeted at the informal sector seek to suppOl1 and complement this process. 

Significantly, the study of Atchoarena indicated that many policy interventions, particularly 

in Sub-Saharan Africa, have tried to strengthen traditional apprenticeship schemes, often 

with support from Non-Government Organizations (NGOs). Further international 

comparative investigation is probably required to assess the overall effects of such measures 

and to better understanding the process by which training can contribute to improve the 

income and employment prospects of disadvantaged youth, including through self­

employment. 

The 'crisis of cost' as vocational and technical training is inherently expensive and the 'crisis 

of relevance ' as formal vocational training remains fundamentally focused on wage­

employment - sometimes with self-employment training as a kind of by-product. In essence 

the problem of vocational training is seen as how to respond to the changing labour market 

demands in times of dynamic global markets and rapid teclmological change (Christiaan, 

2002: 18). 

Atchoarena (2000: 125) added that due to lack of employment opportunities in shrinking 

formal economic sector more people have had to seek an alternative livelihood in the 

informal sector. The founders often start small businesses in the informal sector as self­

employment ventures . Self-employment, at best, provides individuals with the autonomy and 

fl exibility to realize their fullest potential, whi le at worst may represent survival of activities 

for the marginal members of the society. Enterprises in the informal sector are not 

homogenous in size, in capital base or infrastructure. At the lower end of the sector, single or 

a minimal number of employees with a very small investment base characterize enterprises. 

While at the higher end they are often as well structured as any simi lar-sized formal sector 

business. 

The development of training capacity in entrepreneurship within the country is also felt to be 

crucial for encouraging people to go to into self-employment. The enhancement of an 

enterprise culture in the country through provision of pre-service orientation courses to 

students of post-primary training and post-secondary institutions, and provision of in-service 
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courses for individuals already in business was initi ated in all technical training institutions 

in the country. 

ILO, in 1998, (cited in Atchoarena, 2000: 130) estimates that only one out of ten of those 

who complete schoolTaniind-employment in the modern sector with theo ther nine seeking 

employment in the infonnal sector, initiating some type of self-employment, or remaining 

with the fam ily to assist in small -scale peasant agriculture. Due to lack of capital and 

experience, the type of self-employment the youth could get is mostly petty trading. Many of 

the youth fresh from school enter at this level. Another avenue of enter for a large sector of 

the youth population is through apprenticing with skilled craftsman or entrepreneu r. 

According to Christiaan (2002: 26) it is universally acknowledged that training by itse lf wi ll 

not create (self-) employment and that other support services and in particular financial 

support is needed for the training graduates to engage in self-employment and set up an 

infonnal sector venture. At the same time the literature appears to be generally in favor of a 

'minimalist' approach, as integrated packages have been proven too costly (and therefore 

unsustainable) and complex to manage (especially for training institutions). The general 

suggestion is for Micro and Small Scale Enterpri ses support organizations to ' network' , but 

no clear guidelines on how to initiate and operate such joint delivery of services have 

emerged. 

2.4 Quality and Relevance of the training 

According to Gichira (2002: 1) quality is a measure of systems effectiveness in meeting its 

training objectives i.e. imparting knowledge and ski ll s to students and trainers. The question 

of qual ity is an important issue in TVET programs. Often, access to jobs that training 

provides depends on the nature and qualities of train ing; and job performance of graduates 

depends on the ri ght kinds of ski ll acquired. Quality education is a prerequisite fo r 

sustainable education development. Making the abstract real, and developing the capacities 

of individuals and societies to work for a sustainable future is, essenti all y, an educational 

enterprise. 
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Quality mainly affects the value and success of education programmes. TVET is often seen 

as 'last choice education ' because of a lack of quality. High-quality TVET, on the other hand, 

leads to a higher status and improved attractiveness of TVET. Also , high quality TVET 

programmes guarantee a strong link between what is learnt and the needs of the labor market, 

with the result that graduates are more likely to tind suitab le employment. Quality assurance 

is, therefore, essenti al at all levels throughout the TVET system. 

There is a clear need for relevant curricula in order to provide quality education. Socio­

economic, political , cultural and technological changes are increasingly transforming 

educational practices across the world. Curricula must be regularly reviewed and reformed to 

reflect these changes and to adequately prepare pupils to respond to their environment and its 

challenges. Improved curricula, relevant to the life of the learner, can increase participation 

in schooling and improve the quality of the education provided. 

2.4.1. Trainers Qualification 

From the inputs of training, trainers are the major component, that help to achieve the 

objective of the training effecti vely and efticientiy. According to Dyankov (1996:32) in the 

many cases the requirement of trainers included technical training in the subject area 

concerned, together with some teacher training or teaching experience. Industrial or other 

work experience was also generally considered as an essential prerequisite. While many 

industrialized countries have established national policies for the continuing professional 

development of technical and vocational teachers, there are countries which do not address 

this issue. In some more advanced countries the national policies for professional 

development of trainers focus on modular and distance/open-learning units of study, 

accreditation of staff development programmes, computer-based learning, mentorship and 

integrated learning. 

To bring the quality of training the ratio of trainer to learner should be reasonable number in 

class room. The ratio of teaching and training staff to learners varies from country to country, 

and sometimes - within the country itself, depending on the availability of training facilities , 

time, space, safety regulations and staff numbers. 
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As stated by Dyankov, (1996:33) many countries have recognized the importance of links 

between educational institutions and industrial and commercial enterprises in order to 

provide present and future teachers with practical experience in industry and commerce, 

thereby assuring that they acquire appropriate knowledge and skills for their teaching. At the 

same time, there are many teclmical and vocational institutions that make use of more 

sophisticated equipment in various industrial enterprises and involve competent staff from 

industries for curriculum development, direct teaching and student assessment - particularly 

in work practice. 

The staff qualification differs considerably between industrialized and developing countries. 

In industrialized countries qualified technical personnel with several years of employment 

experience are recruited and given further pedagogical training in well established in-service 

training programmes. Developing countries in general suffer from shortages of qualified 

personnel, despite the establishment of pre-service teacher-training institutions and costly 

fellowship programmes (Dyankov, 2000:36). 

In supporting the above, the Ethiopian TVET strategy stipulates the following requirements 

with regard to principals, trainers and counselors. These include: a minimum of Bachelor 

degree for trainers, principals and Vocational counselors; and diploma holders for assistant 

trainers and sufficient persOimel for administrative and financial department (MoE, 2002:51-

52). Additionally, every TVET institutions proclaimed, in Negaritgazeta proc.No. 

39112004:2552) shall have a principal, trainers and technical support staff. 

2.4.2 Administrators and guidance staff 

Administrators of technical and vocational education programmes equipped with teaching 

experience in a field of teclmical and vocational education, some work experience in one of 

the fields taught in the progranmle, a broad vision of technical and vocational education as a 

vital element in personal, social and economic development and knowledge of administrative 

techniques and procedures. The heads of technical and vocational education establislilllents 

devote a significant portion of their time to the educational and scientific aspects of their 

work. Sufficient staff should be available to provide the services of counseling and guidance 
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for candidates and students, the preparation, supervIsIon and coordination of all practical 

work and experiments, the maintenance of instruments, apparatus and tools in workshops and 

laboratories and academic support services such as libraries, infonnation and communication 

technology centers and infonnation resource centers (ILO,2001 :20). 

(ILO, 200 1 :21 ) added that Administrators update themselves to date with new admin istrative 

techniques and trends, especial ly through relevant lifelong leal11ing programmes. They 

should receive special training in the methods and problems assoc iated with the spec ific 

features of technical and vocational education programmes, such as flexible entry and re­

entry pattel11s, continuous training in the workplace, and relevance to the needs of the out 

side world . This preparation manage methods approp ri ate to education administration, 

including techniques that utilize infonnation and communication technologies, financial 

planning methods that facilitate the allocation of available resources, given the objectives and 

priorities of the various programmes, and ensure their efficient utilization and contemporary 

human resources management and development methods. 

Guidance staff receives special preparation for their tasks and equipped to make objective 

assessments of aptitude, interest and motivation, and have up-to-date infonnation concel11ing 

education and work opportunities. They acquire a direct knowledge of the economy and the 

world of work through systematically organized visits to enterprises and training periods in 

enterprises. Guidance staff provided with facilities - including the opportunity for practical 

experi ence - to keep up with new information and methods of guidance. Most importantly, 

they should bear in mind the concept that Technical and Vocational Education must be 

avai lable to all as part of the li fe long leal11ing process. It must contribute to personal and 

economic development and respons ible citizenship. 

2.4.3 Training Facilities and Equipment 

Leal11ing is believed to take place through the assistance of educational materials. 

Educational materials include text books, teachers guide, reference books, supplementary 

reading materials, television, radios, plasma, chemicals, teaching aids, sporting goods, paints, 

computers, typewriters and different machines and so on. The role of educational materials 
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in teaching learning process is believed to be crucial. Most, educators agree on the needs and 

importance of textbooks because textbooks have direct bearing on the quality of educations. 

Also in Technical & Vocational Training educational materials like working machines and 

workshop facilities have had a great impact on the quality of training. Throughout history of 

mankind educational materials have I nfluenced education. They provided the teacher with 

tools to engage students powerfully in the learning process and thereby bring about quality of 

education. 

As Heinich, et. al (1999:24) stated one of the most important ro les of educational materials 

is to serve as a catalyst for change in the whole instructional environment. As to them, 

educational materials can be used to faci litate and provide a learning atmosphere in which 

students actively participate in learning process. 

According to Transitional Government of Ethiopia Education and Training Policy (1994: 27-

29) educational materials and facilities are great attention have been given, because they are 

promoters of quality, relevance and expansion of education. 

2.4.4 Financing Institutions 

Bolina, (mentioned in UNESCO and DSE 1996:7) stated how, various financing strategies 

are practiced in different parts of the world. Some of the better known mechanisms for 

financing TVET have been categori zed in Public financing, Enterprise financing, private and 

public sponsor financing and International donor financing. 

As Durango (2000:2) di scussed the public funding of TVET is decreasing in real terms. as 

the shown in the findings the national focuses in most countries in sub-Saharan Africa is 

overstretched by many diverse and ever increasing demands. Within the TVET sector itself 

there are no effective concepts, mechanisms and procedures for prioritizing and justifying 

budgetary appropriations. In many cases this tends to break the small "cake" into too many 

small fragments thus reducing impact. The high cost of TVET has been identified as "the 

financial crisis of education and training systems". 
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Durango also indicates that different and conflicting interest and perspectives between 

governments and the private sector on the areas of focus and utility of public funding. The 

private sector tends to lobby for the focusing of resources on demand-driven formal sector 

training and the skills upgrading of their employees through short-term specific training. On 

the other hand, the government's mandate extends beyond these specific requirements of the 

private sector to include the small scale and informal sectors and other disadvantaged target 

groups like pre-employed and unemployed. Additionally the private sector, parents and other 

organizations participate through donations of equipment and other resources and the support 

of teclmical expertise to different TVET projects and activities like curriculum development, 

assessment and examinations. 

2.4.5. Relevance of the training 

As defined by UNESCO, relevance is the external productivity of the TVET, how well the 

objectives and outputs of the training system are oriented to economic and social 

requirements. The issue of relevance is an area of concern of many countries. In this light 

curricula reform in pursuit of meeting the labour market needs as well as integrating relevant 

socio-cultural needs and incorporation of relevant subjects had become part of the major 

activities of TVET programme. Lack of continued contact between institutional instructors 

and the workplace tend to make the instructors' teaching less and less relevant to the 

changing workplace. The, ILO report, the 1988, suggested that a system of continued 

interaction between workplace and technical institutions must be maintained to preserve 

relevant of teaching contents (Atchoarena, 2000: 135). 

2.5. Labor Market Information System 

Those who design and implement effective employment and training policies need a solid 

understanding of labour markets and how they change. In many countries, however, the 

necessary labour market information is unavailable, umeliable, outdated, misunderstood, 

badly presented or otherwise inadequate. The reasons often include a limited mastery of 

concepts and methods, a lack of analytical skills and inadequate institutional arrangements 

for the collection, analysis and dissemination of labour market information. 
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According to Ryan (1999:11) the contribution of increased labor market fl ex ibility to the 

improvement of school to work transition remains controversial. The relevant policies 

include the introduction of lower youth-specific rates into statutory minimum wages and 

collect agreements, and the encouragement of fixed-term contracts for youth recruitment and 

training. These features have been widely implemented, even in countries whose labor 

market policies have otherwise avoided the deregulatory parad igm. 

Changes might be expected to include employers to employ and train yo ung people than 

would otherwise have been the case. But the effect is theoretically ambiguous: employers 

may also be encouraged to provide only low paid, insecure employment, which little or no 

training content-which for many commentators does not count as an improvement. 

In some developing countries, there is too much graduate unemployment; in contrast there is 

a critical problem of certain skilled labor force which necessi tates government offices to 

import appropriately trained people from abroad (Derebssa, 1997). 

This mismatch suggests that there is lack of labor market infonnation. Labor market 

information system is an essential tool to provide timely data ofTVET centers on the type of 

occupation and number of skilled labor force required by the economy. It serves as an early 

warning system on what is happening in the labor market including the current employment 

patterns and problems associated with it, as well as future trends and opportunities. 

In addition, the provision of good labor market information, vocational guidance as well as 

job-searching services can also play an important role. In some cases, job-searching advice can 

be as powerful as training to help youngsters to find ajob (Atchoarena, 2000: I 0). 

2.6. Partnership in TVET 

The term 'partnership ' has gradually emerged as a new form of governance. In the fi eld of 

TVET it describes co-ordination mechanisms at the system level, as well as co-operation 

between schools and businesses, at the institution level. Partnership may involve a wide 

range of actors including socia l partners, NGOs, community groups, or pri vate providers. 

Although evaluative work is sti ll incomplete, it is now increasingly accepted that the 
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participation of stakeholders can improve the effectiveness of TVET systems. Such a 

consensus largely resulted from the changing role of the state. 

According to Latham (cited in Lannert et. al 1999:8) genuine partnership invo lves not only 

different actors uniting to pursue a common goal, but also mutual respect, transparency, 

balanced power relations and the equitable distribution of benefits makes partnership strong. 

The concept of partnership has also largely benefited from the paradigm shift towards market 

principles. Contraction of the public sector, cuts in government spending, deregulation and 

privatization all imply increas ing reli ance on new actors. The combination of those factors 

and motives contributed to the emergence of the concept of partnership in the literature 

dedicated to development issues, as well as on the education agenda. Govenunent practices 

are changing, accordingly, by adapting the legal and financial framework of TVET and 

providing a 'partner friendly' environment, including a market-oriented regulatory 

framework. 

According to Grunwald et. al ( 2004:22) in any market-oriented society, there are value 

chains around production and distribution , stretching from raw materials through to after­

sales service. To reduce the problem of poor TVET needs, some how to incorporate an 

understanding of these values chains and it needs, wherever possible, to link training to these 

chains as part of the process of linking the world of training and the world of work. Informal 

apprentices work alongside a "master who shares not only a trade or service skill, but also 

information about raw materials, access ing equipment, finance, customers. The apprentice 

gets the opportunity to make links and cO IUlections that will stand him/her in good stead in 

the future. A comprehensive TVET system, which is designed to produce a qualified 

workforce for the development of country, should strengthen the role of the partnership with 

private sector, and on the other hand, minimizes the traditional role of the govenUl1ent in 

managing TVET. That means participation in all aspects of planning, implementation and 

supervision of the TVET system, as well as in training delivery and its development. 
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In keeping with today's world, the labour market is constantly changing. Technological 

development and new means of production and organization of work oblige the human 

labour force to continually adapt and improve its occupational competencies. The education 

system must efficiently meet the varied and ever-growing requirements of the labour market. 

Forging close ties between employers and educators is a promising means of attaining this 

object. Collaborative partnerships are not new between business and education. For example, 

representatives of the business world are invited to participate in the development of 

programs of study. This cooperation ensures greater consistency between the real needs of 

the labour market and the deternlination of competencies that must be acquired in school in 

order to practice a trade. 

Grunwald, et. al (2004:24) also stated that, TVET plays the biggest role in bringing modem 

ways of production, improved technology and social prosperity to the society in changing 

people's attitudes, ways of thinking and working habits. Furthermore, TVET contributes a 

largest portion for the development of a country. However, it needs a big investment; the 

Govermnent alone can no longer bear the ever increasing cost of TVET. The private sector 

and NGOs should be encouraged to share the cost of vocational training in the fornl of 

training levy and apprenticeship. More opportunity (tax incentives) has to be given to the 

private companies (employing agencies) so that they could create job for the graduates. 

Employers should realize that by offering apprenticeship and job placement for the 

graduates, they are fulfilling their social responsibilities. Partnership with Private Sectors and 

NGOs has offer more relevant and meaningful learning experiences, up-grade quality of 

standards, learning material, instructors performance and maximize potential of national 

resources. 

2.7. Major Causes of Graduate Uuemployment 

Unemployment is one of the issues which have been given much attention since the early 

1970s in less developed countries. Surveys of open unemployment (as opposed to under 

unemployment) these countries have generally shown that it is greater in urban than rural 

areas and that within urban areas it is more serious for females than males, for 15-to-24 years 
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age group than other age group and for the more educated, at least up to post secondary 

education (Psacharopoulos, 1987: 145). 

According to Blaug, (1973: 1) the causes of chronic problems of mass unemployment in less 

developed countries are conjunction of unusually high rate of population growth, extremely 

low rates of capital accumulation and imperfect factor substitute ability. 

Psacharopoulos, (1987: 176) added that most dominant causes of graduate unemployment is, 

of course, the stagnation in economic growth, increasing labor market force participation rate 

among graduates. This is true mainly for the female population. In developing countries, until 

recently, the participation rate female graduate in the labor force had remained remarkably 

low because of attitude, traditions and social customs. Lack of interaction between employers 

and institutions of TVET is another reason of graduate unemployment cited by a large 

proportion of graduates in some developing countries, as well as lack of proper information 

about where the jobs are and how to get them. Moreover, if the job conditions allow, 

employers prefer to employ someone with a lower academic qualification and train him on 

the job, they prefer to their non-graduates rather than graduates. Also Blang, (1973:8) 

strengthen this concept by stating that, the problem of gradate unemployment is mismatch 

between the job expectations and generated by the traditional educational system and the job 

opportunities provided by the labor market 

According to Evans, (1971:16) the factor which may be related to education and 

unemployment is the probable effects of education causing youth interest to work only in 

occupations, which have better working conditions. According to the findings of Evans the 

major causes of youth unemployment and graduate unemployment are: the effect of 

minimum wage laws, increased supply of job seekers and effect of education. 
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2.9. The practices of TVET and Employment opportunities in some selected countries 

2.9.1 TVET and employment opportunities in Germany 

The German TVET system which facilitates the school-to-work transi tion for many young 

people is organized in a dual way (system), and leads to over 350 state-regulated and 

_ recognized occupations. Approximately 80% of yo ung people who leam an occupation go 

through this system of part-time work in a company and part-time schooling in a vocational 

school; they obtain either an occupational certificate or an undergraduate degree-a number 

which is significantly higher than in the United States, where only 50% reach the same 

standards (Cook & Furstenberg cited in Lakes, 2005:2). The remaining 20% go into fu ll­

time, school-based training. 

Apprentices are usually between 16 and 25 years old, and they leam their profession in 3 to 4 

years, a period which can be shortened if one has graduated from high school (Idriss I bid.). 

According to Evans and Furlong (cited in Lakes, 2005:30) the German institutional system of 

preparation from school-to-work is based on participatory socialization in extended full-time 

education or apprenticeships. Young Germans must complete their qualifications and training 

programs successfully before they can practice most occupations. Also indicates that the 

highly institutionalized training system ensures excellent qualification levels of skilled and 

craft workers in Germany, and simultaneously protects the individual worker against lay-offs 

or unemployment. Nevertheless, the German vocational education system cannot serve all 

non-college-bound youth. 

From 1993 onward there has been a growing shortage of training places in the East, which 

primarily has been a result of the steadily and substantially increasing number of young 

people looking for apprenticeships. Despite their high motivation, a significant group of 

young people are unable to obtain training for their occupation of choice; instead, they have 

to continue school or find a training contract in the West ( Ertl, 2000). 
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Further discussed, by Miller, (2002:28), that Vocational Education and Training system in 

unified Germany in general is seen better days due to new labor market conditions. Under 

widespread technological change and the circumstances of globalization, some of the 

traditional occupations which were developed according to the guild model were becoming 

obsolete. This problem was magnified in the East where labor markets did not respond to 

upgraded tecimological methods and organizational changes in manufacturing and industrial 

production. While new occupations related to infonnation technology are on the rise, the 

vocational system often cannot accommodate instruction because of the lack of trained 

teachers. The dual system has the advantage in that it integrates real work experience and 

organizational settings with theoretical instruction in vocational schools. The German TVET 

system has been successful because it contributes to a well-trained labor force and compared 

to other European countries has a relatively low unemployment rate 

The dual system functions as a safety net that provides work and training for three to four 

years and prepares young adu lts for the world of work Shavit & MUlier (cited in Lakes, 

2005:3). Yet since German unification training sites are harder to find, particularly in the 

East. The system also does not prepare everybody appropriately for the labor market (Miller, 

2002). Some of the jobs young adu lts are trained have already disappeared; others have 

changed their focus. For students, who attended extended elementary school or intermediate 

school to grade 10, it is also very difficult to enter apprenticeships in fields such as banking, 

insurance, or the travel industry because many students who have achieved the highest school 

degree from the Gymnasium receive those apprenticeships. 

According to Ertl (2000) the Gemlan Department of Labor keeps track of the number of 

youths who are currently enro lled in some kind of vocational education and training with a 

provision that apprenticeships have to exceed the actual demand at 12.5%. According to 

information from the Department, since 2003, there are approximately I million youth not 

involved in the primary labor market, unemployed, or on state assistance. Some 2,145,600 

companies are official training sites, but only 637,700 actually offer apprenticeships, and 

more than 45% of those companies who have the permission to train are not getting involved. 

In 2003 , 47.5% of unemployed youth had not completed an apprenticeship; 21.6% of those 

had not even graduated from the extended elementary school and are particularl y at ri sk. 
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Nearly 500,000 companies in Germany offer training. Pursuant to the Vocational Training 

Act, companies must meet certain suitability criteria, with respect to company type and 

company facilities, in order to be certified for offering training. A company that offers 

training must be suited for hiring trainees, i.e. concluding training agreements with them. 

Companies are not suited if they have repeatedly or seriously violated the Vocational 

Training Act or regulations and provisions issued on the basis of thi s act. Companies are also 

unsuited if they are not permitted to employ children and young people in any capacity. [n 

addition to having the proper personal qual i fications, training instructors must have the 

necessary vocational and pedagogical qualifi cations. Instructors are notmally considered 

occupationally (vocationally) qualified if they are at least 24 years old and have passed the 

final examination in a relevant occupation requiring formal training (Ert! 2000). 

Lakes (2005:9) stated that, alternatively, other examinations can be recognized if candidates 

can show suitable practical experience. Vocational and pedagogical qualifications include the 

ability to plan, carry out and monitor training independently, with an orientation to creative, 

construction action. Each year, some 50,000 people pass instructor-aptitude examinations. 

Significant numbers of people also pass Master's examinations, which also include the 

necessary testing for vocational and pedagogical qualifications. 

Lessons learned 

I. Due to the effectiveness of the dual system most citizens have a good concern for TVET. 

2. Possibilities for further technical training. 

3. Matching the young people expectation and future labor market opportunities. 

4. The dual system functions as a safety net that provides work and training for three to 

four years and prepares young adults for the world of work 

5. Produces effective and efficient, self- motivated worker, show reducing unemployment. 

6. Companies are committed and certified by act to give training for trai nees. 

7. Instructors are well qualified and experienced. 
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2.9.2 TVET and employment opportunities in Kenya 

According to Christiaan (2002:41) Kenya is among the relatively more industriali zed 

countries in Africa. At independence (1963) it started with a well-established economic base 

and the country's industrial sector expanded rapidly betweenI960-70. Most of the progress 

was reversed during the 1980s following two decades as the result of economic 

mismanagement and the structural adjustment policies that were hesitantly adopted. The 

current population of the country is around 29 million. 

Ferej, (2000:123) discussed that; economic perfonnance had been inconsistent over the past 

three decades, since independence. The first decade after independence provided the best 

sustained perforn1ance, averaging a Gross Domestic Product (GDP) growth of 6.7 per cent 

registered for the period 1943-1973. The next two decades resulted in average net declines of 

5.3 percent and 3.6 percent. The 1990s has registered the most inconsistent perfonnance, 

with the lowest perfonnance ever coming in 1993 at 0.2 percent annual growth rate for the 

period between 1984 and the year 2000. 

Unemployment and under-employment have severely increased, a bellowing infonnal sector 

as the residual recipient of labour, earnings declined in the 1980s and 1990s (real average 

earnings fell by as much as 50% in the first half of the I 990s), and the conditions of 

vulnerable groups worsened considerably as the result of reduced access to education, health, 

housing, water and sanitation. Kenya's relations with major donors remain strained in the 

wake of concerns about the political climate and incidences of high-level corruption 

(Christiaan 2002:41). 

Christiaan (op. cit) also indicates that, at present the education and training sector in Kenya 

appears to be in a flux. For a number of years, efforts at sector planning have been underway, 

but the national policy on vocational training has not yet emerged. The process has been 

hampered by the government reshuffle in 1999. As one of the outcomes of this, the Ministry 

of Research, Technical Training and Technology (MRTTT), which up to then was 

responsible for both technical training and the development of the informal sector was split 

up, with basic vocational training becoming the responsibility of the Ministry of Labour 

36 



while the Higher Colleges of Teclmology went to the Ministry of Education. As a result of 

the large number of training initiatives, the continuing institutional confusion on training 

responsibilities, and plain lack of time, the present study will touch only on two aspects of 

the current training sector, both of which represent attempts made to reorient student towards 

self-employment: the 8-4-4 and the introduction of business ski ll s education. 

Since the expanded education opportuni ties after independence did not result in the expected 

automatic employment of the primary school leavers, in 1984 a fundamental restructuring of 

Kenya's education system was decided. Known as "8-4-4" (replacing the "7-4-2-3" system), 

it places emphasis on attitudinal and ski ll s preparation for the world-of-work and self­

employment in particular. New subjects such as woodwork, metalwork, leatherwork, 

tailoring and business skills, together with agriculture, home science and art, were added to 

the curriculum. The new system encountered problems from the start : the implementation 

was done in a hurry without proper testing; most schools lacked teachers, workshops and 

equipment to implement practical education; technical subjects still form only a small part 

(15% oflearning hours) of a broad curriculum offered in primary schools; and the curriculum 

appears to have been made in ignorance of the ski ll needs of the informal sector (Oketch, 

1995). Moreover, the attitude of pupils to technical education is t1.1I1her undermined by lack 

of basic facilities and qualified teachers to hand le the practical subjects in most of the 

schools. Innovative attempts by some schools to use local craftsmen to demonstrate certain 

skills to the students have received negative reaction from the students who feel or believe 

that they know more than the local craftsmen. This has undermined the integrity of practical 

subjects in the eyes of the learners. Teachers' and pupi ls' attitudes to learning practical 

subjects have remained negative. 

The results are consequently mixed: while the curriculum has a number of useful vocational 

elements, the students cannot link what they learn directl y with employment or production; 

only a minority of school-leavers when asked to indicate the source of their skills mention 

practical subjects taught in schoo l. (Shiundi, cited in Oketch 1995). Even a high government 

official told the author once how his daughter had the item for her crafts examination made 

by informal sector entrepreneur. Other observers feel that the cun'iculum is too broad and 
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overloaded on core subj ects such as English, mathematics and science. It is seen likely that as 

one of the outcomes of the current debate on education and training in the country, some of 

the practical subjects will be reduced to optional status or disappear altogether. 

There are a large number of public and private training institutions in Kenya offering 

technical training, including: over 600 Youth Polyteclmics, 20 Technical Training Institutes, 

17 Institutes of Technology and three National Polytechnics; furthermore the National Youth 

Service operates training centers, and there are Industrial Training Centers, and Christian 

Industrial Training Centers . In addition there is a large number of private-for-profits training 

institutes, many of which have come up in recent years and concentrate on courses in office 

and business skills (McGrath, 1997). 

The private sector has in recent years filled part of the vacuum left by the public sector. 

There are no data on the number and quality of non-government training facilities. They 

include various church-owned and other NGO training centers; private-for-profit training 

providers, may of whom have come up in recent years and focus on the development of 

business skills; and the traditional apprenticeship system. 

Lessons learned 

1. The responsibilities of vocational training not only in the Ministry of Education, but 

also shared to Ministry of Labour. 

2. To create job opportunities reorient student towards self-employment. 

3. The fu ndamental restructuring of Kenya 's education system emphasizes on attitudinal 

and skill preparation for the world of work and self-employment in paliicular. 

2.9.3 TVET and Employment opportunities in Ethiopia 

Ethiopia had one of the ancient civilizations in the world and this contributed to the progress 

of human kind. There was a time back in hi story when Ethiopians valued the skill of people 

and as the result; the country was relatively an important center of technology and arts of the 

time. Cultural and architectural remains witness thi s fact. Art, music, culture, agriculture and 

38 



commerce In Ethiopian were pnor to those in the now developed countries. But 

unfortunately; poverty replaced the golden times when coins were noted, ships traded with 

many countries artisans freely exercised and produced goods, and architects designed and 

constructed wonderful monuments. 

In rural society of the country, craftsmen, artisans and skilled people were insulted and 

discriminated. Farming was also viewed as an inferior occupation by some members of 

society. The social outlook on trades and skill, the discriminatory practices of some 

educational administrators, the biased attitudes of educational and training in students them 

selves and some social outlook such as: isolation and despise of crafts men and artisans such 

as: Potters, Blacksmiths, and Tanners. Despite the negative attitudes of the society towards 

artisans and craftsmen, Emperor Menelik II, very similar to that many of his predecessors 

interest, has recorded initiatives in the question of foreigners came in 1877 when he sent a 

message to a Swiss trader in Aden with whom he had business contact, asking him to find 

some young Europeans skilled in various crafts. They were to serve as instructors to 

Ethiopian workers and be employed as govemment Engineers (Pankrust, 1965/66:2). 

Modern education was introduced to Ethiopia during Menelik II in 1908 until 1940s the first 

technical school founded in 1942. In principle, vocation/technical education consists of four 

broad areas: such as industrial education, agricultural education, commercial education, 

social service education i.e. "Home economics and Family Education" (Wanna, cited in IER, 

2002:57). 

Vocational education deals with skills development for employment in the labor market. 

Thus, it has to be sensitive to market forces and be adaptive to changing environment. The 

programs usually serve heterogeneous group of population and prepare them for very 

different occupational segments of labor market, vocational programs are expensive to 

administer as compared to general education program and its financing in developing 

countries is problematic consequently, affecting the quality of the program TVET supply 

trained man power to in the different sectors of the economy, it is a means to alleviate 

economic problems and unemployment. In order to alleviate the problem of unemployment 
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among high school completers, the government in 1962 convet1ed the existing high schools 

into what is called Comprehens ive Schools. The first comprehensive education program 

started at Wlro Siheen comprehensive high school in 1962. Reports related to these 

Comprehensive High schools indicated that the programs commenced with out proper study 

and as a result there was lack of human and material resources, shortage of qual,fiecITeacners 

and limited budget. Thus, the quality of graduates was not as expected and the problem of 

unemployment among high school completers did not improve much and the programs failed 

to achieve its mission (Wanna, 1996:297-298). 

A polytechnic programme was introduced and developed in Ethiopia from the 1970ies with 

Russian sUPPOtt. Students were offered general polytechni c courses in Grades 9 and 10, after 

which three-year advanced technical/vocational training programmes were delivered. The 

programmes prepared middle level skilled manpower and staff for tecimical, managerial or 

administrative positions at paraprofessional level. Teachers assigned to the junior and senior 

secondary schools were expected to have college diplomas and bachelor degrees. Some 

NGOs and missionary groups have also played an important role in vocationa l education and 

skills training. The variety of and even conflicting phi losophies of TVET and sk ill 

development programmes showed to be unsustainable due to discontinuity, poor quality and 

competence, and lack of resources (Tesfaye, cited in Lasonen, 2005). 

After 1984 the curriculum started to decline because it produce too many graduates yet they 

were unemployed, the vocational courses were theoretical and could not meet their objectives 

were not designed in congruence with the teacher training schemes in the field and there was 

no policy support. The problem forced the govenmlent to take a new measure and MoE 

decided to strengthen a number of Selected Comprehensive Secondary Schools, establishing 

additional technical school and introducing the new vocational and technical (10+3) program. 

The change was intended to fi t out the prospect ive graduates with better knowledge, and 

skills which they couldn't cover as the previous 10+2 level. During this period, the number 

vocational/techn ical schools rose from 5 to 17 out of which 14 are government schools and 

the rest three non-government schools. The fornlal training was given in 21 field of 
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specialization that is supported by extell1al donors and the training was given for three years 

to students who completed grade 9 in academic stream. 

After the downfall of the Derg regim, in 199 1, the new govenUllent forces to change and 

amend the education system andt he curriCUlum of the country. Thus the Transitional 

GoverIUllent of Ethiopia education and training policy (1994 : 16-1 7), supports job-oriented 

and more fl ex ible TVET system. The poli cy indicates different ex it points of the general 

education system in grade 4, 8, and 10. 

At the lower level, there is a 4 month Basic training geared to craft, basic bookkeeping, 

construction and agricu lture in the fonn of apprenticeshi p for students leaving after 4 years of 

schooling. The problem at this stage is the students are not mature-enough to be on their own 

after receiving the training. This Basic TVET is not fully operational yet. 

Prevocational training is not given at upper primary level. The argument is that if TVET is 

given at this level, like the Kenyan TVET system, it wi ll serve children for whom primary 

education is tenninal, and thereby prepares them for junior TVET(after grade 8 ). Such post­

primary training will also decrease the pressure when placing students for middle level 

TVET after grade 10. Although the junior TVET, with encompasses, Agriculture, 

construction, industrial Technology and Home Economics is stipulated in the poli cy, it is not 

yet fuIJ y reali zed. The provision of prevocational training at the upper primary level wiIJ 

enable students to choose their future career. However, such practices are not available in our 

system. To this effect, the primary education at upper cycle is inclined to academic 

orientation and students prefer academic education after completing general education 10lh 

grade (Yekonoamlak, cited in IER, 2002:229). 

Middle level tecJUlical education program has started in 2002 (10+ 1, & 10+2) in almost 130 

schools (SkiIJ Development centers, TVET schools, fonner comprehensive secondary 

schools) and would involve 2000 TVET teachers. The teachers have vari ed qualifications 

and experience for becoming instructors in one of 24 trades offered in the new program 

within four main occupational areas. Business Education, Home Science, Construction 
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technology, Industrial Technology but, most of them have not fulfilled the required 

qualification. 

In 2003 the program of TVET developed to 10+3 Diploma program in private institutions by 

getting accreditation from MoE, and this program was impl emented in government 

insfifUfions ii12004. 

Agricultural TVET program was also implemented in country wide, as the MoE 2006 

statistical , abstract stated current status of Agricultural TVET program trainees' emollment is 

37,029 in 25 institutions. Currently, there are 199 government, non-government and private 

TVET Training Institutions. According to AEB 2005/2006 statistical abstract, there are 10 

governments, 68 private and non-government TVET institutions. This is a great quantitative 

expansion of TVET institutions, may affect the quality of training, so the government 

regulate the number of the training institutions and the training quality. 

The effectiveness vocationallteclmical training programs II1 developing countries like 

Ethiopia should be related to economic dynamism of the country. Vocationalltechnical 

schools are more expensive than academic schools, then mode of training for industrial and 

commercia l occupations can be cost effective when the institutions well linked to employers, 

adequately financed, efficiently organized, and sufficiently autonomous to adjust the size and 

content of courses to meet the quantitative and qualitative dimensions of employment 

demand (Middleton, et. al , 1993). 

2.9.3.1 Industrial Technology 

The industrial sector in Ethiopia is in an earl y stage of development. It could be regarded as 

an indicator of the level of industrialization of the economy. The proportion of manufacturing 

of capital vs. intermediate goods vs. consumers goods reflects the structure of this sub-sector, 

particularly its level of industrialization and diversity of its production base. Consumer goods 

account for early two thirds of the value of manufacturing output. This is largely because of 

its dependence on locall y available resources for their inputs and the domestic market of their 

products. There are two categories of the manufacturing sector; the large and medium scale 

manufacturing, and small scale manufacturing category. The public sector owned 
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manufacturing industries constitutes a bigger proportion of large and medium scale 

manufacturing industries both in terms of value added and capital. Although the number of 

establishments owned by the public sector is lower than that of the private sector, the public 

sector establishments accounted for a large proportion of employees, had a higher gross value 

of produclIon, genera!edabigher value adoen and its value of-fixed assets was-higher than 

that of the private sector (MoE & GTZ, 2004: 24). 

According to Federal Democratic Republic of Ethiopia (2003), the Industrial Development 

Strategy, recognizes manufacturing as one of the priority sectors which have a potential to 

contribute to the development of the country. The strategy highlights SO l11e of the sub-sectors 

in l11anufacturing which are according to priority and of which interested investors will be 

accorded directed support and guidance. 

As TVET strategy of Ethiopia (MoE, 2002: 15), the Industrial Technology consists of 

Electricity, Electronics, Auto l11echanics, General mechanics and Machine Technology 

2.9.3.2. Construction Technology 

The construction sector in Ethiopia, for 200112, contributes a very small proportion of GDP 

that is only about 1.5%. This proportion might have increased slightly due to the construction 

activities that undertaken in the past three years i. e. construction of new roads, upgrading of 

ex isting ones, construction of low cost houses and building constructions. However, the size 

of this sector is relatively low. Its contribution to the industrial sector has been constant at 

about 13% frol11 1999/2000 to 200112002. Although the private sector plays a bigger role in 

this sector, its contribution in the overall perfonnance of the sector is lil11ited. Moreover, it is 

dominated by international contractors with local contractors participating only in small 

projects. On the other hand, the sector also is dominant by road construction owned by the 

public sector which accounted for about 61 % of enterprises with paid up capital of more than 

20 million birr, but constituting only about 2% of enterprises (CSA, 1999). The private 

sector, on the other hand, dominates the building constructors industri es, wh ich is the second 

largest activities in the sector, albeit smaller in size. The road construction and commercial 
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building construction accounted for most of the growth in the sector and will continue to do 

so (MoE & GTZ, 2004: 27). 

As TVET strategy of Ethiopia MoE (2002: 15), the Construction Technology consists of 

Building construction, Road construction, Drafting, Surveyi ng and Wood work. 

2.9.3.3 Employment and Unemployment status in Ethiopia 

According to Central Statistical Agency, the 2005 national labor force survey, 50.3 and 40.9 

percent of the employed population aged 10 years and above of the country were unpaid 

family workers and self employed (own account workers), respectivel y. The paid employee 

altogether constituted only about 8.0 percent of the total working population. In rural areas, 

the percentage of the unpaid fami ly workers makes up 54.6 percent. Higher proportion of 

paid employees (42.8 percent) was found in urban areas and small proportion (3.6 percent) in 

rural areas. 

The overall unemployment rate for a country is a widely used measure of its unutilized 

labour supply. Though , the unemployment rate may be considered the single, most 

informative labour market indicator reflecting the general performance of the economy as a 

whole, it should not be interpreted as a measure of economic hardship or of well-being. The 

unemployment rate simply tells us the proportion of the labour force that does not have a job 

but is available to work. The survey result reveals that in March 2005, unemployment rate in 

urban areas of the country was 20.6 percent and while unemployment rate for rural areas is 

only 2.6 percent. In 1994 Population and Housing Census, the urban unemployment rate was 

22 percent and then increased to 26.4 percent in 1999 National Labour Force Survey CSA, 

(2000). The unemployment rates as registered in the Urban BialUlUal Employment and 

Unemployment surveys of October 2003 and April 2004 were 26.2 percent and 22.9 percent, 

respectively. In this survey i. e., in March 2005 National Labour Force Survey (NLFS), the 

rate declined to 20.6 percent. Decline in unemployment could occur either due to creation of 

jobs or shift from unemployment to inactive status. The highest unemp loyment rate in urban 

areas was registered for Diredawa Administration Council (32.5) , in Addis Ababa City (31.4) 

and the lowest for Benishangul Gumuz (10.3 percent). 
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Chapter Three 

Presentation and Interpretation of Data 

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

sample TVET trainers, principals, vocational counselors, TVET graduates, Education Bureau 

TVET departments, Micro and Small Scale Enterprise Agency and Employer organizations. 

The data obtained through questionnaires, interviews, observation and documentary analysis 

were analyzed and interpreted in view of the basic questions raised in chapter one. All 

questionnaire distributed to principals and vocational counselors, 4( 1 00%) of each were fill ed 

and retumed. Out of 40 questionnaires di stributed to trainers 40(100%), out of 60 

questionnaires di stributed to employers 50(83%) and out of 232 questiOimaires distributed to 

TVET graduates 150(65%) were also fill ed and retumed. Based on the responses obtained 

from the sample respondents, the analysis and interpretation of the data is presented 

immediately in the following tables. 
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Table 1;- Description of Principals, Trainers, Vocational Counselors and Graduates by sex, age and ownership type. 

Respondents 

Government Institutions Non government institution Private institutions 

Principal Trainer Counselor Graduate Principal Trainer Counselor Graduate Principal Trainer Counselor Graduate 

no 
Items 

No % No % No % No % No % No % No % No % No % No % No % No % 

sex 

male 
2 100 16 89 2 100 85 85 1 100 10 100 1 100 25 100 1 100 10 100 1 100 23 92 

Female 0 0 2 11 0 0 15 15 0 0 0 0 0 0 0 0 0 0 2 8 

total 2 100 18 100 2 100 100 100 1 100 10 100 1 100 25 100 1 100 10 100 1 100 25 100 

Age 

17·25 82 82 15 59 21 84 
, 

26-35 16 80 16 16 5 50 10 41 10 100 4 16 
I 

36-45 1 50 a a 2 100 2 2 1 100 3 30 1 100 1 100 0 1 100 0 

above 45 1 50 4 20 a 0 0 0 2 20 0 0 0 0 0 

total 2 100 20 100 2 100 100 100 1 100 10 100 1 100 25 100 1 100 10 100 1 100 25 100 
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As shown Table 1, all the principals and Vocational counselors among all sample institutions 

government, non-government and private institutions were males. Furthermore, 2( 11 %) of 

the trainers from government institutes were females . On the other hand, in non-government 

and private TVET institutions there were no female trainers. Possible reason of the very 

small number and tfie absence ofTemale trainers mighTDethe percepfions of the society tha t 

TVET is considered as profession only for males. 

Regarding to graduate respondents, the participation rate of females was 15(15%) and 2 (8%) 

from government and non-govenunent TVET institutes respectively. Similarly, there was no 

female respondent from sampled private institutions; the .reason may be the same as trainers' 

case. 

In the above Table 1, the age distribution of government TVET institutions respondents 

shows that 82 (82%) of graduates were in the age 17-25 , 16 (80%) of trainer and 16(\6%) of 

graduates are in the age 26-35, 50% of principal and 100% of vocational counselors were in 

the age 36-45. And 50% of principals and 4(20%) of trainers were above the age 45. In the 

age structure of non-government institutions, 50 percent of trainers and 41 percent of 

graduates were in the age 26-35, 100 percent of principals and counselors and 30 percent of 

trainers were in the age 36-45 and 20 percent of trainers were above the age 45. Further more 

the private TVET institutions 84 percent of the graduates were in the age 17-25 , 100 percent 

of trainers and 16 of graduates were in the age 26-35. 100 percent of principals and 

vocational counselors were in the age 36-45. 

From the di scussion it may be poss ible for one to recognize that in all TVET institutions 

principals and vocational counselors were in their middle ages and hence, can wisely perfonTI 

their duti es and responsibilities. Non-government and private TVET institutions trainers were 

older than Government TVET institutions. Graduates from non-government institutions were 

older than both from the government and private institutions, thi s shows that trai nees of non­

government TVET institutions was late in completing their general education due to 

different economic and family problems, then they attend vocational training in older age. 
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Table 2: Description of Principals, Trainers, and Vocational Counselors by Qualification, Field of study and Service year 

Respondents 
Government Institutions Non government institution 

Private institutions 
Principal Trainer Counselor Principal Trainer Counselor Principal Trainer Counselor 

No Items No % No % No % No % No % No % No % No % No % 

1 qualification 
I 

Diploma 4 20 4 40 4 40 

B.AlB.Sc I 50 16 80 2 100 I 100 6 60 I 100 I 100 6 60 I 100 

M.AIM.Sc. I 50 0 0 0 0 0 0 

Total 2 100 20 100 2 100 I 100 10 100 I 100 I 100 10 100 

2 Field of Study 
I 

Language I 100 I 100 I 100 

Sociology 2 100 

Management 2 100 I 100 

Industrial tech 10 50 5 50 5 50 

Construction 10 50 5 50 5 50 
Tech 

total 2 100 20 100 2 100 I 100 10 100 I 100 I 100 10 100 I 100 

3 Service year 

1- 5 8 40 4 40 2 20 

6-10 12 60 1 10 1 10 

11- 15 3 30 1 100 6 60 

> 16 years 2 100 2 100 1 100 2 20 1 100 1 10 1 100 

total 2 100 20 100 2 100 1 100 10 100 1 100 1 100 10 100 1 100 
- - -
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As indicated in Table 2 all principals and vocational counselors in sample govenunent, non­

government and private TVET institutions had B.A/B.Sc. and above. Regarding trainers in 

government TVET institutions 4(20%) were diploma holder and the remaining 16(80%) had 

BNB.Sc. Further more, 40% of trainers had diploma and 60% had BNB.Sc. both in non­

government and private TVET institutions. Therefore, from the academic qualification of 

trainers, government institutions had a better academic qualification than both non­

government and private TVET institutions. However, The Ethiopian TVET strategy 

stipulates the following requirements with regard to principals, trainers and counselors. 

These include: a minimum of Bachelor degree for trainers, principals and Vocational 

counselors; and diploma holders for assistant trainers and sufficient personnel for 

administrative and financial department. (MoE, 2002 :51-52). 

Regarding principals from government and non-government TVET institutions, all had a 

bachelor degree in management. On the other hand, 100% of principals from private TVET 

institutions their bachelor degree was in language studies. Hence, the finding depicts that the 

principals in government and non-government TVET institutions had relatively better 

managerial training than private TVET institutes. This implies that all principals in the 

selected institutes were qualified. 

Table 2 also reveals that in the sample government institutions all of vocational counselors 

were trained in sociology, where as both in non-government and private TVET institutions 

were trained in language studies, though, all of them had first degree. 

The above Table 2 shows that all of the principals in government, non-government and 

private TVET institutions, served more than 16 years, on the other hand, 20(100%) of 

trainers in government TVET institutions served from 1-10 years, 5(50%) of trainer in non­

government and 7(70%) of trainers in private TVET institutions served more than 10 years. 

Smaller service year of trainers in government TVET institutions suggests that the trainer 

were younger as compared to non-government and private TVET institutions. 
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Table 3 Academic competency and Industrial experience of trainers 

Respondents 

Government Institutions Non government institution Private institutions 

Principal Counselor Principal Counselor Principal Counselor 

no Items No % No % No % No % No % No % 

1 Industrial experience of trainers 

High 1 50 1 100 1 100 

Med ium 1 50 1 50 1 100 1 100 

Low 1 50 

total 2 100 2 100 1 100 1 100 1 100 1 100 

2 Academic competency of trainers 

Highly 

Competent 1 100 

Competent 2 100 2 100 1 100 1 100 1 100 

Incompetent 

total 2 100 2 100 1 100 1 100 1 100 1 100 

Tt has heen recorded in Table 3 item I, 50% of the principals and vocational counselors ITom 

government TVET institutions said that the trainers had medium industrial experience. 

Moreover, 50% of principals and 50% of vocational counselors responded that trainers had 

low and high industrial experience respectively. On the other hand, in non-government 

TVET institutions all principals said that trainers had high industrial experience and 100% of 

vocational counselors replied that they had medium industrial experience. In private TVET 

institutions, all principals responded that trainers had high industrial experience. 

Additionally, 100% of vocational counselors said that they had medium industrial 

expenences. It is possible to deduce that trainers in non-govenunent and private TVET 

institutions had better industrial experience than the government TVET institutions. 

In Table 3 item 2, further shows that, trainers' of government and non-government TVET 

institutions had were academicall y competent. Moreover, in private TVET institutions 

principals and vocational counselors replied that they were medium and highly competent 

respectively. Also in Appendix 3, The One way ANOV A Table 3 result, besides, indicated 

that there was no significant perception difference among all principals and Vocational 
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counselors in the sampled institutions. The p-value for item I, (0.426 for Principals and 0.816 

for Vocational counselors) were greater than 0.05. The responses indicate that all trainers in 

the sampled TVET institutions were academicall y competent. 

Table 4 Managerial competency and~anagerial experience of principal /deans 

Respondents 

Government Institulions Non government institution Private inslitutions 

Trainer Counselor Trainer Counselor Trainer Counselor 

no Items No % No % No % No % No % No % 

1 
manaqerial competency of principals 
High 2 10 1 50 3 30 1 100 3 30 1 100 

Medium 10 50 1 50 6 60 6 60 

Low 8 40 1 10 1 10 

total 20 100 2 100 10 100 1 10 100 1 100 

2 Managerial experience of principals 

high 3 15 5 50 3 30 

Medium 12 60 2 100 4 40 1 100 7 70 1 100 

Low 5 25 1 10 

total 20 100 2 100 10 100 1 100 10 100 1 100 

As indicated in Table 4 item 1, 50% of the trainers and Vocational Counselors in government 

institutions replied that managerial competency of principals was medium. On the other 

hand, 40% of trainers responded that principals had low managerial competency. In the case 

of non-government and private TVET institutions 60% of trainers responded that principals 

had medium managerial competency and 30% of trainers and all vocational counselors said 

that principals had high managerial competency. As the out put of Table 2, the managers 

from private TVET institutions had not bachelor degree in management, but the response of 

Table 4 shows that as have better managerial competency than government TVET institutes. 

The researcher concluded that, it is too difficult to verify the reliability and validity of these 

responses, because these responses need well developed parameters that used to evaluate the 

managerial competency of principals. Moreover, this was beyond the scope and the 

objectives of the study. This paper, therefore, may not have a room for treating such point. It 

is left to other researchers who will be interested on the subj ect matter. 
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Table 4 in item 2, further shows that, the majority of trainers and vocational counselors in 

government and private TVET institutions revealed that managerial experiences of principals 

are medium. While, in non-government TVET institutions the majority of the trainers said 

that the principals had high managerial experiences. Also in Appendix 3, The One way 

ANOVA Table 4, result-,---oesiiles, indicated that there was no significant perception 

difference among all trainers and Vocational counselors in the sampled institutions. The p­

value for item I, (0.06 for trainers and 0.816 for Vocational counselors) and for item 2, 0.82 

for trainers were greater than 0.05 . According to the data, comparatively principals of non­

government TVET institutions had better managerial experience than government and private 

TVET institutions. 

As available li teratures indicated relevance is the external productivity of the TVET, how 

well the objectives and outputs of the training system are oriented to economic and social 

requirements. The issue of relevance is an area of concern of many countries. In this light 

curricula refonn in pursuit of meeting the labour market needs as well as integrating relevant 

socio-cultural needs and incorporation of relevant subjects had become part of the major 

activities of TVET programme. Based on the question raised to know the rep ly of the 

respondents to the curriculum relevance, the majority (100% of principals, 75% of trainers 

and 100% of vocational counselors) in government TVET institutions replied that the 

curriculum is relevant to the world of work and the rest 15% of trainers replied that highly 

relevant and 10%, said that irrelevant. Regarding non-government TVET institutions the 

respondents reply was not different from the former, 100% of principals and vocational 

counselors; 40% of trainers responded that the curriculum is relevant the world of work and 

60% of trainers indicates that high relevance of the curriculum. Furthermore, the respondents 

of the private TVET institutions were compatible with the aforementioned groups, (100% of 

principal and vocational counselors, 80% of trainers replied that relevance and the rest 20% 

of trainers said that highly relevant) these responses; validate the relevance of curriculum to 

the practical world. The interview result of Addis Ababa Education Bureau (AEB) TVET 

department agreed with the above responses. On the basis of it is possible to arrive at the 

conclusion that the curriculum of industrial and construction technology has relevancy with 

the world of work. 
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Table 5: Financial Source and adequacy of budget of TVET institutions 

Respondents 

Government Institutions Non government institution Private institutions 

Items Principal Trainer Counselor Principal Trainer Counselor Principal Trainer Counselor 

Source No % No % No % No % No % No % No % No % No % 

Government 2 100 20 100 2 100 

Trainees 1 100 10 100 1 100 

Employers 

donations 1 100 10 100 1 100 

total 2 100 20 100 2 100 10 100 1 100 1 100 10 100 1 100 

Adequacy of 

Budget 

Very 1 5 2 20 

adequate 

Adequate 1 100 13 65 1 100 1 100 8 80 1 100 1 100 10 100 1 100 

inadequate 6 30 

total 1 100 20 100 1 100 1 100 10 100 1 100 1 100 10 100 1 100 

As indicated in the literature various fi nancing strategies are used in different parts of the 

world. Some of the belter known mechanisms for financing TVET have been categori zed in 

Public fi nancing, Enterprise financing, pri vate and public sponsor financing and International 

donor fi nancing. Table 5 item I , in government TVET insti tutions, majority of respondents 

(100% of principals, trainers and vocational counselors) rep lied that the fin ancial source of 

thei r institutions was government budget, in non-government TVET inst itutions 100% of the 

budget is covered by donation and the trainees' fee for private TVET institutions. As data 

further revealed that, the adequacy of the budget, 100% of principals and vocational 

counselors, and 65% of trainers, in government institutions, said that there is enough budget 

allocation. On the contrary, 30% of trainers did not agree with this. They believed in the 

scarcity of budget. 

In regarding non-government TVET institutions, the majority of respondents (100% of 

principals and vocational counselors, 80% of trainers) responded that, there was adequate 

budget allocation . Further more, in private institutions all of principals, vocational counselors 

and trainers asserted the adequacy of the budget. 
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Using the above responses it possible to conclude that, the financial source of Government, 

NGOs and private TVET institutions were govemment, donors and trainees respectively. 

Table 6: Training Facilities and equipment in TVET institutes 

Government Institutions Non government institution Private institutions 

Principal Trainer Counselor Principal Trainer Counselor Principal Trainer Counselor 

items No % No % No % No % No % No % No % No % No 

Very 2 10 1 100 5 50 1 100 1 100 

adequate 

Adequate 2 100 8 40 2 100 5 50 10 100 1 

inadequate 10 50 

total 2 100 20 100 2 100 1 100 10 100 1 100 1 100 10 100 1 

Inadequacy of facilities and equipments 

financial 

problem 10 100 

lack of 

trained 

man power 

total 10 100 

Literature discussed that, leaming is believed to take place through the assi stance of 

educational materials like text books, teachers guide, reference books, supplementary reading 

materials, television, radios, plasma, chemicals, and teaching aids, sporting goods, paints, 

computers, typewriters and different machines and so on. The role of educational materials 

in teaching leaming process is believed to be crucial. 

As Table 6 revealed, majority of respondents, all principals and vocational counselors, in 

govemment TVET institutions believed that training facilities and equipment of the 

institutions are adequate. However, half of trainers did not agree with this response, because 

the budgetary allocation could not afford to purchase basic equipment in the desired number 

and quality. This, in tum, might hamper the interest of the trainers to impart their knowledge 

as they wish. Regarding to non-goverrunent and private TVET institutions, the majority of 

respondents said that, the training facilities and equipment were sufficient. Nevertheless, the 

researcher observed the sample private institution had no sufficient facilities and adequate 
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equipment to satisfy the demand of trainees. This observation also supported by graduates' 

response. This enabled to arrive at a certain conclusion that is the training facilities and 

equipment of non-government TVET institutions was better than both government and 

private TVET institutions. 

The question was designed to know whether some kind of pattnership ex ists or not between 

employer organization and (government, non-government and private) TVET institutions. A 

partnership encourages both parties to operate closely together in a prolonged commitment to 

ensure, among other, effective implementation of apprenticeship training and to create job 

opportunities for graduates. In government TVET institutions, 9(45%) of trainers indicated 

the presence of weak partnership, and while 4(100%) of principals and vocational counselors 

asserted the existence of mutual cooperation between enterprises and TVET institutions. 

Similarly, 40% of employer organizations believed in the existence of average partnership 

between them and the rest ( 20% of employers, 20% of trainers and 30% of employers) said 

that weak, no relation at all and strong partnership between them. With regard to non­

government TVET institutions, the majority of respondents, (50%) of trainers and 100% of 

principals and vocational counselors and 10% of employers assure the presence of strong 

partnersh ip between employer organization and TVET institutions. However, 50% of 

employer organizations indicated an average partnership between them. In private TVET 

institutions the majority of respondents (100% of principals and vocational counselors, and 

50% of trainers) repl ied that there was a pmnership between employer organizations and 

TVET institutions. On the contrary, half of the trainers and 30% of employers replied that, it 

was weak partnership and no relation at all respectively. As the interview result of the AEB 

department of TVET replied that the partnership between TVET institutions and Employer 

organization was not sufficient. However, the non-government TVET institutions had a 

better experience. Based on the above responses, non-government TVET institutions have a 

better partnership with employer organization than both the government and private TVET 

institutions. 
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Table:7 Partnership between TVET institutes and apprenticeship providing organizations 

Respondents 

Government Institutions Non government institution Private institutions 

Principal Trainer Counselor Principal Trainer Counselor Principal Trainer Counselor 

Item N N N N N N 
s 0 % No % 0 % No % No % 0 % 0 % 0 % 0 % 

Yes 2 100 12 60 2 100 1 100 9 90 1 100 1 100 8 80 1 100 

No 8 40 1 10 2 20 

2 100 20 100 2 100 1 100 10 100 1 100 1 100 1 100 1 100 
Tolal 0 

Apprenticeship training IS a particular tool of cooperation between enterprise and other 

employers and training institution in the delivery of TVET. As the data in the above table 

(Table 7) reveals, majority of respondents 100 % of principals, 60% of trainers, 100% of 

vocational counselors in government TVET institutions replied that there was a partnership 

between the TVET institutes and apprenticeship providing organizations. Similarly, in non­

government and private TVET institutions most of the respondents replied that there was a 

partnership between TVET institutions and apprenticeship providing organizations. This 

shows that a good start on cooperate with the existing enterprise which have the latest 

technology and production process that most TVET graduates will aspire to work with. 
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Table 8: The performance of TVET institutions and apprenticeship providing organizations 

Respondents 
Private institutions 

Government Institutions Non Qovernment institution 

Princioal Trainer Counselor Principal I Trainer Counselor Principal I Trainer Counselor organizations , 

no Items No % I No % No I % No % I No % No % No % I No % No % No % 

1 Assigning vocational counselor that follows up the apprenticeshi training 

High 2 100 3 25 1 100 6 67 1 100 1 100 1 100 10 29 

Medium 8 67 2 100 2 22 7 88 20 57 
Low 1 8 1 11 1 12 5 14 
Total 2 100 12 100 2 100 1 100 9 100 1 100 1 100 8 100 1 100 35 100 

2 Preparin(1 guidelines and plans in common to conduct the apprenticeship pro ram 
High 

7 58 1 100 6 67 1 100 5 14 
Medium 

2 100 5 42 2 100 2 22 1 100 5 62.5 1 100 20 57 
Low 1 11 3 37.5 10 29 

Total 2 100 12 100 2 100 1 100 9 100 1 100 1 100 8 100 1 100 35 100 

3 Assignin, work place mentor(coach) to guide the apprentices 
Hiqh 1 50 1 100 5 56 1 100 1 100 1 100 10 28 .6 
Medium 1 50 9 75 2 100 4 44 6 75 15 42 .9 

Low 3 25 2 25 10 28.6 
Total 2 100 12 100 2 100 1 100 9 100 1 100 1 100 8 100 1 100 35 100 

4 Considering grade given for apprenticeship training is a component of criteria for certification 
Hiqh 2 100 1 100 5 56 1 100 1 100 1 100 20 57 
Medium 10 80 2 100 3 33 8 100 5 29 
Low 2 20 1 11 5 14 
Total 2 100 12 100 2 100 1 100 9 100 1 100 1 100 8 100 1 100 35 100 

5 Assignin the apprentice in place of appropriate to her/his field of training 
High 1 100 3 33 1 100 1 100 4 50 1 100 5 14.3 
Medium 2 100 8 67 2 100 5 56 2 25 25 71.4 
Low 4 33 1 11 2 25 5 14.3 
Total 2 100 12 100 2 100 1 100 9 100 1 100 1 100 8 100 1 100 35 100 

6 The awareness of aPI renticeship providing or( anizations on the program. 
High 1 50 1 8 1 100 3 33 1 100 4 50 5 14.3 
Medium 1 50 8 67 2 100 6 67 1 100 2 25 1 100 25 71.4 
Low 3 25 2 25 5 14.3 
Total 2 100 12 100 2 100 1 100 9 100 1 100 1 100 8 100 1 100 35 100 

-
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Vocational counselors, in all institutions, have a responsibility to follow up and facilitate the 

practice of apprentice during the program. In Table 8 item I the respondents in government 

institutions 100% of principals and 67% of trainers replied that the perfornlance of vocational 

counselors is high and medium respe.ctiveiy. Similarly, in non-government-TVE"T institutions 

the response of the majority of the respondents (100% of principals and 67% of trainers) 

indicated high performance of vocational counselors. 100% of principals and 88% of trainers, 

from the private institutions responded that the performance of vocational counselors is high 

and medium respectively. On the other hand, 57% of apprenticeship providing organizations 

replied that the performance of vocational counselors is medium. Based on these responses, it 

is possible to say that the performance of vocational counselors in all institutions in 

accomplishing their task in apprenticeship program was average. 

Item 2 in Table 8 intended to know the guidelines and plans designed in common to conduct 

the apprenticeship program. The majority of respondents from the goverrullent institutions 

100% of principals and vocational counselors, 58% of trainers replied that high cooperation 

to prepare the common work plan for the program . In non-goverrunent TVET institutes, 

100% of principals and vocational counselors and 67% of trainers said that there was high 

cooperation in doing common plan of apprenticeship program with apprenticeship providing 

organizations. As the responses of private TVET institutions, most of (62.5%) of trainers, 

100% of principals and vocational counselors replied that there was a medium cooperation. 

On the other hand, 37.5% of trainers responded that there was insufficient cooperative work 

in joint planning of the program. Finally, the majority 57% of respondents, from Employer 

organization, said that there was a medium level of cooperation in preparing gridline in 

apprenticeship program. According to the data, guidelines and plans in common to conduct 

apprenticeship program was satisfactory in government and non-government institutions. In 

private TVET institutes there was a certain gap between the institute and the organization. 

This might be the private TVET institutions had weak partnership with apprenticeship 

providing organizations and also the apprenticeship providing organizations had not given 

attention to private TVET institutions due to various reasons. 
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Item 3 in Table 8 intended to know the assignment of work place mentor (coach) to guide the 

apprentices. The respondents from the goverrunent institutions 100% of vocational 

counselors, 50% of principals and 75% of trainers replied that the performance of the mentor 

is medium. On the other hand, 25% of trainers responded that there was insufficient work 

place mentor penormeooy apprenticeship offering organizations. Similarly, the respondents 

from private TVET institutions 100% of principals and vocational counselors, 75% of 

trainers said that there was high and medium work place mentor respectively. On the 

contrary, 25% of trainers repli ed that mentoring system was low. In non-govemment TVET 

institutions, the majority of respondents (100% of principals and vocational counselors; and 

56% of trainers) replied that there was high mentoring system in apprenticeship offering 

organizations and the rest 44% of trainers said that medium level of mentoring system. The 

majority of the employers 42.9% also revealed that there was medium work place mentoring 

in the organizations. The above responses indicate that apprentices of non-govemment TVET 

institutions had better work place mentoring than both government and private TVET 

institutions. This is directly related to the finding in page 55 (i .e. non-govemment TVET 

institutes have better partnership with employer organizations). The trainees had a chance to 

practice properly what they were learned in their institutions and have got enough support 

through mentor these might create fertile ground to have a better work place experience and 

skill. 

Evaluation is a systematic and objective assessment of activities. It is a tool to know the 

performance of the apprentice. According to the Table 10 item 4, considering grade given for 

the apprentices during their practice, the responses from government TVET institutions, most 

(100%) principals said that was high and 100% of vocational counselors and 80% trainers 

replied that the grading system the performance of apprentice was medium. Moreover, non­

government TVET institution respondents agreed that 100% of principals and vocational 

counselors; and 56% of trainers there was highly accepted the grading system used for 

evaluations of perfornlances. Additionally, the responses of private TVET institutions 100% 

of principals and vocational counselors; and 100% of trainers indicated the high and medium 

grading system respectively. The majority (57%) of employers said that there was highly 

considering the grade of apprentice, during their practice. According to the data, it might be 

said that, there was good consideration of grade given for the apprentices during their 
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practice. This might be made the apprentice to respect their practice and abide by work 

discipline. 

Item 5, in the Table 10 indicates that, assigning theJpprentice in place of appmpriate te 

her/his field of training. The respondents of govenunent TVET institutions, the majority 

(100% of principals and vocational counselors; 67% of trainers) replied that the assignment 

of apprentice was according to their field of training. 

In non-govenU11ent TVET institutions, most respondents 100% of principals and vocational 

counselors; and 56% of trainers said that the assignment of apprentice was high and medium 

respectively. Similarly, in private TVET institutions, 100% of Principals and vocational 

counselors; and 50% of trainers replied that assignment of apprentice according to the field 

of training was high. Moreover, 71 .4% of employers responded that there was a medium 

level practice according to the field of training. Based on the above responses it is possible to 

say that the apprenticeship program held on field of training. 

In relation to the question item number 6, Table 10 des igned to show the awareness of 

apprenticeship providing organizations on the program. The respondents, from government 

institutions (50% of principals, 100% vocational counselors and 67% of trainers) said that the 

awareness was at medium level. On the other hand, 25% of trainers replied that awareness of 

organization in the program was low level. In non-government TVET institutions the 

majority 100% of principals said it was high, while 67% of trainers and 100% vocational 

counselors replied it was medium. Moreover, in private TVET institutions, 100% of 

principals and 50% of trainers agreed that there was high awareness, whereas 100% 

vocational counselors and 25% of trainers responded that it was medium and low level 

respectively. Additional 71.4% of employers replied that there was medium level of 

awareness of organizations on apprenticeship program. According to the above responses it 

is possible to say that, apprenticeship providing organizations had awareness of the program, 

but not appreciable. 

60 



Table 9: Availability of Labor Market information System in TVET institutions 

ReSDondents 
Private institutions 

Government Institu tions Non Dovernmenl institutions 

Principal Trainer I Counselor Principal Trainer Counselor Princioal Trainer Counselor 

no Items No % I'lol% INol% No I % No I %- 11\101 % No % I No I % No I % 

1 Is there labor market information system in your institutions? 

Yes 1 100 3 30 1 100 

No 2 100 20 100 2 100 7 70 1 100 10 100 1 100 

Tolal 2 100 20 100 2 100 1 100 10 100 1 100 1 100 10 100 1 100 

2 If Your answer in the above auestion is "Yes", what was the mechanisms you have used? 
establishing 
strong 
re lationship 
with 
entcmrise 1 100 3 100 1 100 

Total 1 100 3 100 1 100 

3 If your answer in the above uestion is "No", what was the reason? 
No unit for 
labor 
market 
monitorinl!. 2 100 10 50 2 100 7 100 1 100 5 100 1 100 
Jack of 
trained 
mannower 4 20 
Financial 
Problem 6 30 

Tolal 2 100 20 100 2 100 7 100 1 100 5 100 

Literature shows that, those who des ign and implement effecti ve employment and trai ning 

policies need a solid understanding of labour markets and how they change. In many 

countries, however, the necessary labour market information is unavailable, unreliable, 

outdated, misunderstood, badly presented or otherwise inadequate. 

1 

As indicated in Table 9, it was reported in govermnent and private TVET insti tutions all of 

the respondents agreed that there was no labor market infOlmation system in their 

institutions. On the other hand, in non-government TVET institutions 100% of principals and 

vocational counselors, 30% of trai ners replied that there is a labor market in fo nnation 

system. The above data shows there was a good start in non-govermnent institutions than 

both government and private TVET institutions. 

Item 2 in Table 9 intended to know the mechanisms that were used to study labor market 

information system. 100% of the respondents, from non-government institutions, rep lied that 

establishing strong relationship with enterpri se was the only practice that they were used. 
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In Table 9 items 3, with the intention to know the root causes that possibly underlie 

unavailability oflabor market infonnation system, the respondents were requested to indicate 

factor(s) from the list presented to them. So the data were summarized and presented in the 

table above. 

The possible reasons for the unavailability of labor market information system in TVET 

institutions, as disclosed by most respondents fOlm the government and private institutions 

was absence of the units to carry out a labor market monitoring. Similarly, the responses, 

from government institutions twenty and thirty percent of trainers revealed that lack of 

trained manpower and financial constraints were major problems respectively. Employer 

organizations also shared the above responses in the open ended questions. Moreover, the 

AEB TVET department had the same response. 
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Table 10: Availability of Employment Opportunities. 

Respondents 

Government institution Non government institution Private institutions 

Counselo 

Principal Trainer Counselor Principal Trainer Counselor Principal Trainer r 

no Items No % No % No % No % No % No % No % No % No % 

1 In Government organiza tions 

High 2 100 1 10 1 100 

Medium 7 35 2 100 1 100 5 50 1 100 3 30 1 

Low 13 65 4 40 7 70 

Total 2 100 20 100 2 100 1 100 10 100 1 100 1 100 10 100 1 

2 In Private organizations 

High 1 50 1 100 5 50 1 100 1 100 1 

Medium 1 50 8 40 2 100 3 30 6 60 

Low 12 60 2 20 4 40 

Total 2 100 20 100 2 100 1 100 10 100 1 100 1 100 10 100 1 

3 In Non-government organizations 

High 1 100 

Medium 2 100 2 100 5 50 1 100 

Low 20 100 5 50 1 100 10 100 1 

Total 2 100 20 100 2 100 1 100 10 100 1 100 1 100 10 100 1 

The literature shows it is now widely recognized that responsibilities for school-to-work 

transition rnust be shared with labour-market stakeholders, particularly employers. More than 

any other educational issue, this is an area of public policy that requires a strong commitment 

to partnership. According to the responses of the majority of respondents, in Table 10, in 

government TVET institutions (100% of principals, 35% of trainers and 100% of vocational 

counselors; and 65% of trainers) replied that the availability of employment opportunities in 

government organizations is high, medium and low respectively. Similarly, 111 non­

government TVET institutions (100% of principals and vocational counselors, 50% of 

trainers agreed that there was sufficiently available employment oppo11unity in government 

organizations. Moreover, in private TVET institutions 100% of vocational counselors and 
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30% of trainers pointed out that, employment opportunity in govemment organizations was 

medium. On the other hand, 70% of trainers did not visualize the employment opportunity in 

govemment organizations as sufficient. Nevertheless, 100% of principals indicated that, 

employment opportunity in govemment organizations was highly avai lable. 

For item 2 in Table 10 the majority of respondents in govemment TVET institutes (50% of 

principals and 100% of vocational counselors) rep li ed that an employment opportunity, in 

private organizations, was medium. On the other hand, 60% of trainers said that employment 

opportunities in private organizations were low. Most of responses from the non-govenunent 

TVET institutes (100% of principals and vocational counselors, 50% of trainers' indicated 

high employment opportunities in private organi zations. This shows the level of relationship 

that exists between non-govemment TVET institutions and employer organizations in Table 

8. As the respondents, from private TVET institutions (100 % of principals and vocational 

counselors; and 60% of trainers), replied employment opportunities in private organizations 

was high and medium respectively. On the contrary, 40% of trainers said that employment 

opportunities in private organization were low. 

As the data in above Table (Table 10, item 3) revealed majority of respondents, from 

govenunent TVET institutions (100 % of principals and vocational counselors; and 100% 

trainers), repli ed employment opportunities in non-govenunent organizations, as medium and 

low respectively. Similarly, the respondents from private TVET institutions 100% of 

principals and vocational counselors; and 100% of trainers said that, employment 

opportunities were low. On the other hand, responses form non-government TVET 

institutions indicated that 100% of vocational counselors and 50% of trainers replied there 

was a medi um employment opportunities in non-govenU11ent organization. Moreover, the 

responses of 100% of principals and 50% of trainers indicated high and low employment 

opportunities respectively. Most of Employers, in the open ended questions, responded that 

there was mismatch between the number of graduates and the demand of the market. There 

were problems like capacity of fresh graduates and low initiation for work. These problems 

might shrink the employment opportunities. 
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According to Table 10 avai lab ility of employment opportunities in all type of organizations 

to generate employment is not sufficient. However, private organizations were better than 

both the govemment and non-govel11ment organizations. Basicall y, the role of non­

govel11ment organization in generating employment opportunities was weak. In relation to 

this, most TVET graduates, who were unemployed, disclosed that the recruitment procedures 

that are currently practiced by private and non-govel11ment organization didn 't allow TVET 

graduates to free ly compete with other candidates or app licants. This indicates that the 

organizations owned by private and NGOs, were not in their proper track to utilize the 

capacities to improve employment opportunities ofTVET graduates. 

Table 11: Availability of self-employment Opportunities 

Respondents 

Government institution Non government institution Private institutions 

Principa Counsel Principa Traine Counsel 

I Trainer Counselor Principal Trainer or I r or 

N N N N 

0 Items 0 % No % No % No % No % 0 % No % No % 0 

The status of availability of self employment opportunities 

High 4 20 

Mediu 

m 2 100 5 25 2 100 1 100 8 80 1 100 1 100 1 

Low 11 55 2 20 6 60 

No 

availa 

bi lily 4 40 

Tolal 2 100 20 100 2 100 1 100 10 100 1 100 1 100 10 100 1 

Entrepreneurship training IS a necessary part of any TVET curriculum. It eqUIps TVET 

graduates with ski lls which enable them to engage in income-generating activities. In thi s 

way, it helps to develop their community's economy, encourages self-reliance and can be a 

good opportunity to promote growth and profitability of traditional crafts and industri es. In 

the above Table 13, was designed to assess self-employment opportunities that were 

avai lab le to graduates from govemment, non-govemment and private TVET inst itutions, 

Subsequently, the majority of respondents (100% of principals and vocational counselors, 

55% of trainers), from the govenunent TVET institutions, replied that self-employment 
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opportunities for the graduates was medium and insufficient respective ly. Most respondents 

(100% principals and vocational counselors and 80% of trainers) from non-govenmlent 

TVET institutions said that self-employment opportuniti es of graduates was medium. On the 

other hand, the private TVET institution respondents (100% of principals and vocational 

counselors, 60% of trainers and 40%o f trainers) replieatllat there wasmecIium, low and 

unavailability of self-employment opportunities of graduates respective ly. 

Based on the above responses, se lf-employment opportuniti es of graduates was not sufficient 

in all TVET institutions . But comparati vely the non-govenunent TVET institute graduate had 

a little advantage than govell1l11ent and private TVET institutes . This indicated that, there was 

a problem of quality in training and insufficiency in entrepreneurship skill s of graduates. 
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Table 12 Factors affecting self-employment 

Respondents 

Government institution Non government institution Private institutions 

Principal Trainer Counselor Principal Trainer Counselor Principal Trainer Counselor 

no Items No % No % No % No % No % No % No % No % No % 

1 Access to credit 

High 2 100 2 100 1 100 

Medium 10 63 1 100 4 40 1 100 5 50 1 100 I 

Low 6 37 6 60 5 50 

Total 2 100 16 100 2 100 1 100 10 100 1 100 1 100 10 ' 00 1 100 

2 Access to raw material 

High 1 50 1 100 1 100 

Medium 1 50 4 25 1 50 6 60 1 100 2 20 1 100 

Low 12 75 1 50 4 40 8 80 

Total 2 100 16 100 2 100 1 100 10 100 1 100 1 100 10 100 1 100 

3 Access to market 

High 2 100 1 50 1 100 1 10 1 100 

Medium 3 19 1 50 5 50 1 100 3 30 1 100 

Low 12 75 4 40 7 70 

No access 1 6 

Total 2 100 16 100 2 100 1 100 10 100 1 100 1 100 10 100 1 100 

67 



In developing economies, most of school leavers find work in the informal sector and thi s 

pattern is likely to persist in the fo reseeable future. It is often thought that training can playa 

key ro le in improving the capacity of young people to create opportunities themselves within 

the informal sector. However, a complex set of SOcial ana economic challenges are ofte n 

associated with productive se lf-emp loyment and development of small scale enterpri ses such 

as lack of access to credit, materials and markets. 

In th is study an attempt was made to identi fy whether or not there were favorab le conditions 

for TVET graduates to join the infornlal sector. To do so a question item consisting of a set 

of economic and social prerequisite elements was presented to respondents . Consequently, as 

one can see from the data in Table 12 (item I) in government TVET institutions the 

respondents, 100% of principals and vocational counselors, replied that there was high access 

to credit. 63% of trainers said that it was at medium level and 37% of trainers asserted that 

credit was inaccessible. Similarly, the non-government TVET respondents, 100% of 

principals and vocational counselors, said that there was medium level of access to credit. On 

the other hand, 65% of trainers pointed out that there was a problem to access to credit. The 

responses, from private TVET institutions, 100% principals indicated that it was high, 100% 

of vocational counselors and 50% of trainers agreed with medium level of access to credit for 

TVET graduates. 50% of trainers asserted that there was a problem to access credit. As 

indicated in the above response a significant number of trainers in all institutions revealed the 

problem of access to credit for TVET graduates. 

In item 2, so as tri ed to check the access to raw material s for graduates. The respondents, 

from government TVET institutions the majority (50% of principals and vocational 

counselors; and 75% of trainers), replied that there was medium and low access to raw 

materials respectively. In the case of non-government TVET institutions, 100% of principals 

said that high access to raw material s, 60% of trainer and 100% of vocational counselors 

responded that there was medium access to raw materials . On the hand, 40% of trainers 

repli ed that there was not sufficient access to raw materials. Similarly, in private TVET 

institutions, 100% principals and vocational counselors replied that there was high and 
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medium access to raw materials respectively. On the contrary, 80% trainers indicated that 

shortage of raw materials. 

With regard to item 3 in Table 12, responses in government TVET institutions, 100% of 

principals and 50% of vocational counselors, showed that high access of market. The 

majority 75% of trainers said that low access of market. Ii1I1On-government TVET 

institutions, the respondents, 100% of principals and vocational counselors replied that there 

was high access to market. Additionally, 50% of trainers' said that medium access and 40% 

of trainers responded that inadequate access to market. According to the responses, fonn 

private institutions the majority 100% of principals and vocational counselors, level of access 

to market was medium and low for 70% of trainers. As indicated in the above response 

access to credit, access to raw materials and access to market were hinder the self­

employment of graduates. 
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Table: 13 Factors affecting self-employment 

Respondents 

Government institutions Non government institutions Private institutions 

Principal Trainer Counselor Principal Trainer Counselor Principal Trainer Counselor 

no Items No % No % No % No % No % No % No % No % No % 

1 Entrepreneuri al skill of graduates 

High 1 50 1 100 1 10 1 100 1 100 

Medium 1 50 10 50 2 100 6 60 5 50 1 100 

Low 10 50 3 30 5 50 

Total 2 100 20 100 2 100 1 100 10 100 1 100 1 100 10 100 1 100 

2 Graduates' will ingness 

High 2 100 2 100 1 100 3 30 1 100 1 100 

Medium 9 45 6 60 4 40 1 100 

Low 11 55 1 10 6 60 

Total 2 100 20 100 2 100 1 100 10 100 1 100 1 100 10 100 1 100 

3 Parents' will ingness 

High 2 100 1 5 2 100 1 100 1 100 1 100 

Medium 7 35 6 60 5 
I 

50 1 100 

Low 12 60 4 40 5 50 

Total 2 100 20 100 2 100 1 100 10 100 1 100 1 100 10 100 1 100 

4 Other supports, li ke donor group and local NGOs, that facili tate self employment 

High 1 100 1 100 

Medium 2 100 1 50 3 30 1 100 3 30 1 100 

Low 14 70 1 50 4 40 7 70 

No suppo rt 6 30 3 30 

Total 2 100 20 100 2 100 1 100 10 100 1 100 1 100 10 100 1 100 
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As the available literatures indicated, basic entrepreneurship and business management 

training will be incorporated in all relevant TVET programmes. The TVET Authorities will 

provide assistance to TVET providers to develop appropriate training packages, drawing on 

the magnitude of international experience in this field. In order to become successful 

entrepreneur's, people also need self-confidence, creativity, and a realistic assessment ofthe 

market, basic business management skills and openness to risks. 

According to Table 13 item I , to the entrepreneurial skill of the graduates, the respondents 

from the government TVET institutions, 50% of principals, 100% vocational counselors and 

50% of trainers, said that the graduates had medium entrepreneurial skill; on the other hand, 

50% of trainers said that the graduates had low entrepreneurial skill. Similarly, in private 

TVET institutions, 100% of principals, 50% of trainers and 100% of vocational counselors, 

responded that there were high and medium entrepreneurial skills respectively. Moreover, 

50% of the trainers asserted that graduates had low entrepreneurial skills. On the other hand, 

respondents from non-government TVET institutions, 100% of principals, and 60% of 

trainers, replied that the graduates had high and medium entrepreneurial skills respectively. 

Based on the above information graduates from non-government TVET institutions had 

better entrepreneurial skills than both the government and private TVET institutions. 

As indicated in Table 13, item 2 the respondents in government TVET institutions, 100% of 

principals and vocational counselors, said that graduates' had high willing to create their own 

job, on the other side, 55% of trainers replied that graduate had not willingness to be self­

employed. In the same vein, the private TVET institutions responses, 100% of principals 

said that graduates had high willingness to self employment, 100% of vocational counselors 

and 40% of trainers replied that they had medium level willingness. The non-government 

TVET respondents, 100% of principals and vocational counselors, replied that the graduates 

had high level of willingness to create jobs. 

According to the data, it might be possible to say that the potential of creating jobs of non­

government TVET graduates were better than government and private TVET institutions 

graduates. This is linked with the findings of item 1 that showed the superior entrepreneurial 

skill of graduates of non-government TVET institutes. 
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In the above Table 13, it was intended to assess parents' wi llingness to support their chi ldren 

to create jobs. The government TVET institutions respondents, 100% of principals and 

vocational counselors, said that is high. In the contrary, most of trainers (60%) agreed that 

there was a problem of support to chi ldren to be self-employed. Similarly, the respondents 

from non-government TVET institutions, 100% of principals and vocational counselors, 

replied that high willingness, 60% of trainers responded that medium and 40% of trainers 

low. In private TVET institutions the responses, 100% of principals replied that chi ldren high 

level of support, 100% of vocational counselors and 50% trainers responded that medium and 

low willingness of parents to the support their children to become self-employed 

respectively. Based on the above responses, it possib le to say that in all institution the 

willingness of parents to supp0I1 their children to be self-employed was not sufficient. 

In Table 13, item 4, the significant of others like donor group and local NGOs in supporting 

the self-employment of graduates, the respondents, from government institutions 100% 

principals, 70% of trainers and 50% of vocational counselors said that high and medium 

respectively. In non-government TVET institutions respondents, 100% principals and 100% 

vocational counselors, asserted that high and medium support respectively. Conversely, 40% 

of trainers replied that there was low support and 30% of trainers said that no suppOl1 at all. 

From the private TVET institution respondents, 100% of principals held that high support 

and 100% of vocational counselors replied that it was medium. On the other hand 70% of 

trainers responded that there was inadequate support of others like donors and local NGOs 

for graduate to create their own job. According to the data, it might be said that the support of 

others like donors and local NGOs was not sufficient for graduates to be self-employed. 
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Table 14:- Current Employment status of graduates 

Respondents 

Government 
Non government 

Private 

Institutions institution institutions 

Graduates Graduates Graduates 

no Items No % No % No % 

Wage earner 23 23 25 100 23 92 

Self-employed 8 8 2 8 

Working in cooperatives 58 58 

Unemployed 11 11 

Total 100 100 25 100 25 100 

Clearly indicates that the dual labor market theory's attack on the neoclassical explanation of 

wage and employment determination is two-fold. First, dual labor market economists reject 

the view that one particular economic relationship can be applied to all workers or jobs. 

Secondly, they argue that the emphasis placed on the role of education and other forms of 

human capital in determining minimum wages and allocating labor is unwarranted. Dual 

labor economists put most emphasis on institutional or demand side detenninants of wages 

and employment (Psacharopoulos, 1987). Accordingly, Table 14, it was intended to assess 

the current employment status of graduates, accord ing to available data, in government 

TVET institutions, 23% wage earners, 8% self-employed, 58% working in cooperatives and 

II % were unemployed. In the case of non-government TVET institutions from the available 

data, 100% of the graduates were wage earner. Similarly, from private TVET institutions the 

majority 92% of graduates were wage earner and the rest 8% were self-employed. The data 

indicates that the majority of graduates from government TVET institutions were working in 

cooperatives. All of graduates, from non-government TVET institutions were wage earner. 

This indicated that the partnership between non-government TVET institutions and employer 

organizations was strong. 
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Table 15: Experiences of the self-employed (individuals) 

Respondents 

Government Private 

Institut ions insti tutions 

GLaduates Graduates 

No Ite ms No % No % 

I If you are a self-employed, (individually) how did you establish your firm? 

Using family resource 6 75 2 100 

Loan form Addis credit and loan institute 2 25 

Bank loan 

Total 8 100 100 

2 

2 The status of the market competitiveness of your product/service is 

High 20 30 

Average 40 61 

2 100 

Low 6 9 

Total 66 100 2 100 

3 If your answer to the above question is "Low", because of 

low quali ty 4 67 

lack of market 2 33 

problems of the societal attitude 

Total 6 100 

4 If your products/services are low quality, the reason is that 

Lack of skill and experience 

Financial constraint 4 100 

total 4 100 

According to Christiaan (2002: 26) it is universally acknowledged that training by itself will 

not create (self-) employment and that other support services and in particular financial 

support is needed for the training graduates to engage in self-employment and set up an 

informal sector venture. Furthennore, creating a network with Micro and Smal l Scale 

Enterprises is essential. Similarly, the above Table assessed the experiences of the self­

employed graduate ' s. 
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Item 1, establishment of their fin1lS; majority 75% of government graduate replied that the 

family support was their initi al capital for their own business. In the same vein, in private 

graduate, family source was the only one. According to the interview result of Addis Ababa 

Micro and Small Scale Enterprise Agency, they facilitate to the graduates to take initial 

capital loan from Addis Credit and Loan Institutions, most of the graduate did not know the 

procedure of these institutions and lack ski ll how to manage and run their business. Thus, the 

graduates either would not interested to take or bankrupted after taking the loan. Because of 

these the institute put a certain procedures to grant a loan like bringing co llaterals and other. 

Most of graduates, thus, were not interested to take loan from the institute. This indicated that 

the presence of a wide gap between the cooperatives and Micro and Small Scale Enterprise 

Agency. 

Item 2, in Table 15 , the response of graduates from government TVET institutes the majority 

61 % of graduates replied that their market competitiveness of product/service was average 

and the rest 30% and 9% of graduates asserted that was high and low respectively. 

Moreover, in private TVET institutions 100% of graduates said that the market 

competitiveness of their product/service was average. 

In item 3, the reason why market competitiveness of the product is low replied as follows 

from the government TVET institutions the majority 67% of respondents expressed that the 

cause oflow quality of the products/services and for 33% was lack of market. 

Finally in item 4, the causes of low quality of products/service were indicated by govenunent 

TVET institute. All respondents said that financial problem was the cause of low quality of 

product/services. Based on the data it might be possible to say that there were financial 

constraints and lack of market was challenges of self-employed individuals. 
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Table 16:- Experiences oCtile self-employed (cooperatives) 

Respondents 

Government Institutions 

Graduates 

no Items 1\.10 % 

If you are working In cooperatives, how did you establish the 

I cooperatives? 

With the help ofTvET institutes, that you were 16 28 

trained in 

With the help of kebele Administration 2 3 

With the help of Micro and Small scale 13 22 

Enterprise 

By yourself 27 47 

Total 58 100 

2 The Financial Source of your cooperatives 

Personal contribution/family support 52 90 

Loans fonn Addis credit and loan institute 6 10 

Bank loan 

Total 58 100 

The data tabulated in Table 16, item one, the members of the cooperatives graduated from 

government TvET institutions. The majority respondents, 47%, replied they formed 

cooperatives by their own and the rest 28% formed cooperatives by the help of TvET 

institutions, 22% formed cooperatives by MSE Agency. AEB TvET department also 

responded that TvET institutions were not effective in establishing cooperatives. Similarly, 

responded to item 2, the source of their finance was personal contribution/family support, as 

indicated in the Table the contribution of Addis Credit and Loan Institution was insignificant. 

The data collected from the interview of City Micro and Small Scale Enterprise Agency 

indicated that cooperatives had outlook problems, (i.e. Members of cooperatives needs 

cancellation of loan, facilitation of loan with out interest, supply of raw materials by Micro 

and Small Scale Enterprise, absence of initiation to create market access by themselves, 
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handling of place of production place and equ ipment and not interested to do jobs by 

themselves). The government policy on poverty reduction strategy focuses on promoting 

Micro and Small scale Enterprises, but as data indicated that there was a gap between the 

cooperatives and Micro and Small Scale Enterprise Agency. Moreover, the interview 

question raised to know the strong relation ship between the MSE Agency and AEB TVET 

department, the response indicated that there was no strong link, due to various reasons. 

Table 17: Willingness of graduates to form Cooperatives 

Respondents 

Non 

Government government Private 

Institutions institution institutions 

Graduates Graduates Graduates 

no Items No % No % No % 

I IWillingness of graduates to form cooperatives 

High 29 29 10 40 13 52 

Average 32 32 5 20 4 15 .6 

Low 39 39 10 40 8 32 

Total 100 100 25 100 25 100 

2 f your answer for the above question is "low", what is the reason? 

Lack of future expectation to 19 49 9 90 

be productive 

Lack of awareness about 11 28 I 10 5 63 

market condition 

The problem of societal attitude 9 23 3 37 

total 39 100 10 100 8 100 

As Table 17, item I , designed to know, wi llingness of graduates to form cooperatives, the 

majority of responses from government TVET institutions, 39 % of graduates replied that 

willing of graduate was low and the rest was 32% and 29% that was average and medium 

respectively. In non-govenmlent TVET institutions, respondents, 40% of graduate, replied 
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that high and the same percent responded as low, 20% of graduates said that medium level of 

graduates' willingness to form cooperatives. 

Table 17, item 2, indicated the reason wh y the graduates had low willingness to form 

cooperatives. From government TVET institutions, graduates replied 49% that it was due to 

lack of future expectation to be productive, 28% lack of awareness about market condition 

and 23% the problem of societal attitude. Simi larly, from non-government TVET institutions, 

the graduates responded, as 90% due to lack of future expectation to be productive and 10% 

said that it was due to lack of awareness about market condition. In addition, the private 

TVET institutions graduates, 63% agreed that lack of awareness about market condition and 

37% asserted that the problem of societal attitude. From the above Table it is possib le to say 

that graduates of non-government and private TVET institutions had a better initiation than 

government TVET institute to fonn cooperatives. The literature indicates that, the 

development of training capacity in entrepreneurship within the country is also fe lt to be 

crucial for encouraging people to go to into self-employment. The enhancement of an 

enterprise culture in the country through provision of pre-service orientation courses to 

students of post-primary training and post-secondary institutions, and provision of in-service 

courses for individuals already in business was initiated in all technical training institutions 

in the country (Atchoarena, 2000: 125). These facts still hold true. However, developing 

countries including Ethiopia had a limited experience in self-employment opportunities, 58% 

of graduates from government institutions were working in cooperatives, in the open ended 

questions they assure that, working in cooperatives helps graduate to develop self­

confidence, work experience and problem identifications skills. However, they did not take 

orientation and in-service courses that enabled to face different challenges and to understand 

enterprise cultures. 
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Table 18:- Supports of the self-employed (individual or cooperatives) 

Respondents 

Government Institutions Private institutions 

Graduates Graduates 

~ Items ~ % No % 

I Sub-city/ Kebele Administrations providing working place for the graduates 

Excellent 

Very good 14 21 

Good 0 0 

satisfactory 20 30 

Not satisfactory 32 49 2 100 

Total 66 100 2 100 

2 Sub-cily/ Kebele Administrations providing shopping places for the graduates 

Excellent 

Very good 5 7.5 

Good 0 0 

satisfactory 5 7.5 

Not satisfactory 56 85 2 100 

Total 66 100 2 100 

Table 18, item 1, tried to assess the support of Sub-city/ Kebele Administration in provision 

of working place for the graduates, in government TVET institutions. Most (49%) of the 

respondents said that it was not satisfactory and the rest 30% and 21 % replied that 

satisfactory and very good respectively. Similarly, in Private TVET institutes, all the 

respondents replied that it was not satisfactory. 

In order to know the support of sub-city/ Kebele Administration in providing shops to the 

product of cooperatives, respondents were asked to give infonnation about it. The majority of 

respondents 85% of graduates, from government TVET institutions and 100% from Private 

TVET institutions asserted that there was no satisfactory support providing by sub­

city/kebele administrations. Thus it is possible to say that Sub-Cities/Kebele Administration 

had not contributed a lot for the prevalence and strengthening of cooperatives of TVET 

graduates. 
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Table 19 Level of Satisfaction of graduates by their current job 

Respondents 

Non 

Governmen government Private 

t Institutions institution institutions 

Graduates Graduates Graduates 

no Items No % No % No % 

Are you satisfied with your current 

1 job? 

Yes 43 43 11 44 11 44 

No 57 57 14 56 14 56 

Total 100 100 25 100 25 100 

2 If your answer is "No", what are the reasons for your dissatisfaction? 

Lack of market 17 17 

Poor nlture prospect 35 35 2 8 

Poor working condition 26 26 9 36 7 28 

Low salary 22 22 16 64 16 64 

Total 100 100 25 100 25 100 

The data tabulated in Table 19, item one, attempted to address the satisfaction of graduates in 

their job. Most of the respondents, in all institutions 57% in government, 56% in non­

government and private TYET institutions, replied that they were not satisfied with their 

current jobs. The reason for their dissatisfaction was, as the majority 35 % from government 

TYET institutions replied it was poor future prospect of graduates and as the rest 26% and 

22% asserted it was poor working conditions and low salary respectively. On the other hand, 

for 64% of graduates, from both non-government and private TYET institutions there 

dissatisfaction was due to low salary. Also in Appendix 4, The One way ANOYA Table 19, 

result, besides, indicated that there was no significant perception difference among all 

graduates from the sampled institutions. The p-value for item 1, was 0 .993, it is greater than 

0.05. As literature indicated, it is clear that, most of graduates dreamed about an idea l job in 

which they we re motivated . ins pired, respected and we ll paid. But in reality, they have had to 

settle for something that falls a bit short of their ideal. May be it started as their dream job 

and for a time they loved it. But now they find it harder and harder to get through the day. 
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The same is true in the out put of the above table, most of the graduate from all TVET 

institutions were dissatisfied due to poor future prospect and low sa lary. 

Table 20 Factors affecting graduates to find wage employment/ start up sell~employment 

- Respondellts 

Government Instinltiol1s 
Graduates 

no Item s No % 

1 If you are Unemployed, the reason for not to find a job is 

Lack of work experience 5 46 

Not fu lfill the required qualification 1 9 

No job opening 3 27 

Weak employers attitude 2 18 

Lack of occupational attitude of graduates 

Total 11 100.0 

2 If are you unemployed, how long you are stayed? 

One year 4 36 

Two years 2 18 

Three years 5 46 

Total 11 100.0 

3 If you are unemployed, have you tried to create your own job? 

Yes 7 64 

No 4 36 

Total 11 100 

4 If your answer to the above question is "Yes" what problem you have faced? 

Lack of market 1 14.3 

lack of working place 1 14.3 

lack of shop to sale products/service 1 14.3 

financial problem 4 57.1 

Total 7 100 

5 If your answer to the above question is "No" the reason is that 

Financial problem 4 100 

lack of entrepreneurial skill 

Total 4 100 
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Item I in Table 20 intended to assess the reasons of graduate's unemployment. According to 

the avai lable data, all of unemployed graduates were from government TVET institutions, 

46%, 27% and 18% of respondents replied that the causes of their unemployment were lack 

of work experience,job scarcity and weak employers attitude respectively. 

In item 2, the researcher tried to know the duration of graduates as unemployed and skil l 

power, 36 % of graduates asserted that one year, 18% of graduates' were unemployed for 

two years and 46% of graduates were stayed for three years. 

Item 3, stated that, the graduates were tried to create their own job or not, 64% of the 

graduates replied that they were tried to create their own job. 

Item 4, tried to identify their problems, 14.3% of graduates said that lack of market, 14.3% 

lack of working place, 14.3% of respondents replied that lack of shop to sale their products 

and the majority 57. 1 % of graduates pointed out that there was financial problem. Similarly, 

item 5, attempted to answer the question that why the graduates could not create their own 

job. 100% of them said that financial problem. 

Table 21 Job searching mechanisms of unemployed graduates 

Respondents 

Government Institutions 

Graduates 
no Items No % 

1 If you are unemployed for how long you have tried to find a job? 

One time only 1 9 

Always follow up notice 10 91 

Not tried to find a job 

Total 11 100 

2 If your answer to the above question is "one time only" or "not tried to find" the reaso n is 

Hopeless with absence of job opportunities 

There are a large number of competent for a single job 1 100 

Total 1 100 

In Table 21, item I , was forwarded to know the job searching mechanisms of graduates, 91% 

of respondents replied that they always pursued vacancies in the notice. On the other hand , 

9% of graduates had no regular fol low up . For item 2, even if the graduates pursued 

vacancies they did not apply, because of a large number of competent were applied for a 
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single job. The literature indicated that keeping youth in school is an educational program 

relevant to their life goals is a social advantage. Ln developing countri es, the problem of 

unemployment is different, more complex and more critical in the high proportion of youth 

involved. Although the economy is fairly increasing, it is not developing in the direction 

which opens up enough job opportunities to absorb the large number of graduated youth 

people an·iving each year tojoin the labor force (Derebssa, 1997: 10). The result of the above 

table agreed with the literature, but additional new findings described that the problem is 

insufficient work experiences of graduates, inadequate working place and shop, financial 

problems, lack of entrepreneurial skills and lack of hope. These were basic factors that affect 

wage employment and self employments of graduates. 

Problems of TVET institution to produce creative, skillful and productive graduates were 

respondents from government TVET institutions, the majority 57% of graduates replied that 

lack of training facility and rest 27% and 16% of graduates said that lack of qualified trainers 

and lack of relevant curriculum respectively. Similarly in private TVET institutions 80% of 

the respondents agreed that lack of training facility was the basic problem and the rest 16% 

and 4% of graduates replied that qualified trainers and lack of relevant curriculum 

respectively. In non-government TVET institutions, majority 44% of respondents were 

replied that lack of relevant curriculum were the problems of the institutions and the rest 36% 

and 20% replied that lack of qualified trainers and lack of training facilities respectively. 

Thus, one can say that, the problems, both in government and private TVET institutions were 

training facilities, whereas in non-government TVET institutions, the problems was the 

relevancy of the curriculum. As one see from the Education policy cuniculum it is similar 

for all institutions, but the respondents perception was different according to the ex isting 

conditions of their institutions. 
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Table: 22 Availability and performance of TVET graduates in the organization 

Respondents 

Employers 

no Items No % 

1 Are there TVET graduates in your company? 

Yes 50 100 

No - -

Total 50 100 

2 If your answer to the above question IS "yes", how do rate the 

efficiency in their assigned jobs? 

Excellent 

Very good 25 50 

satisfactory 20 40 

below satisfactory 5 10 

Total 50 100 

3 If your answer to the above question IS "below satisfactory" the 

reason IS 

Lack of skill 2 40 

Lack of experi ence 3 60 

Total 5 100 

4 How do rate the relevance of ski II of graduates to their jobs? 

high 10 20 

Average 25 50 

Low 15 30 

Total 50 100 

In the Table 22 items 1, with the intention to know the availability of TVET graduate in the 

organization, all employer organizations responded that TVET graduates were available in 

their organizations. In item 2, the efficiency of graduate in their assigned jobs, 50% of 

respondents replied that it was very good, 40% of employers said that it was satisfactory and 

10% replied that it was inefficiency of graduates . 
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Item 3, the reason for their inefficiency as it was replied by 40% and 60% of employers were 

lack of skill and lack of experience respectively. 

Item 4, in Table 22 rate the relevance of ski ll of graduates. The majority, 50% of employers 

replied as it was average, 20% of replied responded as high and 30% as low. 

Table: 23 Training Institutions that graduates trained and performance of TVET 

graduates. 

Respondents 

Employers 

no Items No % 

1 If TVET graduates are in your company, from which institute they were 

graduated? 

Government institute 17 34 

NGOs institutes 20 40 

Private institutes 13 26 

Total 50 100 

2 Which one has a better performance 

Government institute graduates 23 46 

Non-government institute graduates 27 54 

Private institute graduates . . 

Total 50 100 

3 The reason for their better perforn1ance is 

They have taken quality training 30 60 

They have good ethics and commitment 20 40 

Total 50 100 

In item I Table 23, 34% of employers asserted that TVET graduates were from government 

organizations. Similarly, 40% of respondents replied that from non-government 

organizations . Finally, 26% of the respondents said that they were from private 

organizations. Item 2, also indicated that the perfOlmance of graduates, 46% of responses 

indicated that graduates from government institutions had better performance and 54% of 
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respondents agreed that graduates from non-government institutions had better perfonnance. 

Moreover, the respondents did not assert the better performance of private TVET graduates. 

The last item, 3 identifies the reason for the better performance of the graduates was the 

quality of training that under took in the course of training. Others 40% of employers replied 

that the trainees' good ethics and commitment were the main reason for their efficiency. 

Based on these responses, the efficiency of TVET graduates in their assigned jobs were 

satisfactory. However, some graduates had skill gap and lack of the required experience. As 

literature indicated high-quality TVET leads to a higher status and improved attractiveness of 

TVET. Also, high quality TVET programmes guarantee a strong link between what is learnt 

and the needs of the labor market, with the result that graduates are more likely to find 

suitable employment. The same is true in the out put of the above table, most of graduates 

from non-government TVET institutions had better perfOlmance than both the government 

and privates due to there quality training. Similarly, graduates of government TVET 

institutions had better perfonnance than private TVET institutions. 

The literature discusses that, the private sector and NGOs should be encouraged to share the 

cost of vocational training in the fonn of training levy and apprenticeship. More opportunity 

(tax incentives) has to be given to the private companies (employing agencies) so that they 

could create job for the graduates. Employers should realize that by offering apprenticeship 

and job placement for the graduates, they are fulfilling their social responsibilities. This 

theory is constructive to create conducive environment for TVET graduates, but it was not 

practical, the researcher, intended to know whether some kind of incentives were given to 

encourage the participation of employer organizations or apprenticeship providing 

organizations, 100% of the sampled organization replied that the government was not given 

any incentive to their service. This made them to be reluctant to invite apprentice for 

practice or to hire the graduates in their organizations. 
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CHAPTER FOUR 

Summary, Conclusion and Recommendations 

4.1 Summary~of the-findings 

The purpose of this study was to assess approaches on the degree of employment 

opportunities of TVET trainees after graduation in Addis Ababa and to identify factors that 

hinder the target group to find wage employment and start self-employment. To this end, 

basic questions addressing the factors that determine employment opportunities of TVET 

graduates such as linkage between training institutions and employers, relevance of the 

curriculum to the world of work, training facilities, qualification and relevant experience of 

trainers and administrative staffs, successes of experiences of the self-employed (individual 

or cooperative) graduates, problems faced by the graduates to find wage employment or start 

up self-employment were raised. 

The study employed comparative analysis and it was conducted in two govenmlent TVET 

institutes, one non-government institute and one private TVET institute. The subjects of 

study were 4 principals, 4 vocational counselors, 40 trainers, ISO TVET graduates, and 50 

employers, 2 experts from Micro and Small Scale Enterprise Agency and Addis Ababa 

Education Bureau TVET department. Accordingly, the respondents sampling was carried out 

through purposive, available and random sampling techniques. The institutes were selected 

through purposive sampling, principals and trainers were selected through random sampling 

whi le the graduates and employers were selected through available sampling teclmique. 

Information was obtained from these sample respondents through questionnaire, interview, 

observation of actual setting and documentary analysis. The data obtained were analyzed 

using percentages, frequency and one way ANOV A. As the results of data analysis, the 

following major findings were obtained. 

1. As the findings indicate, the participation of female trainers and graduates among all 

government, non-govemment and private institutions is low. The smaller number of 
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female principals, trainers, and graduates in TVET is the outlook of the society that 

TVET is considered as profession only for males. 

2. Regarding trainers in government TVET institutions 4(20%) were diploma holder and 

the remaining 16(80%) had BA/B.Sc. Furthernlore, 40% of trainers had diploma and 

60% had BA/B.Sc. both in non-government and private TVET institutions. Therefore, 

from the academic qualification of trainers, government institutions had a better 

academic qualification than both non-government and private TVET institutions. 

Principals from government and non-government TVET institutions, all had a 

bachelor degree in management. On the other hand, 100% of principals, from private 

TVET institutions, graduated in the field of language studies. However, all principals 

in the selected institutes were qualified. Similarly, in the sample government 

institutions all of vocational counselors were trained in sociology, where as both in 

non-government and private TVET institutions were trained in language studies, 

though; all of them had first degrees . 

3. With regard to industrial experience and academic competency of trainers, the non­

government and private TVET institutions trainers had better industrial experience 

than the government TVET institutions and all trainers in the sampled TVET 

institutions were academically competent. Furthernlore, principals of non-govenmlent 

TVET institutions had better managerial experience than government and private 

TVET institutions. 

4. According to the majority of respondents, the curriculums of industrial and 

construction technology were relevant to the world of work. 

5. The training facilities and equipment were better in non-government TVET 

institutions than the government and private TVET institutions. 

6. The non-government TVET institutions had a better partnership with employer 

organization than both the government and private TVET institutions. 

7. In relation to labor market information system, most of the respondents replied that 

there was no labor market infonnation system. But, there was a good start in using 

labor market system, in non-government TVET institutions. The mechanisms that 

non-government institutions were used to study labor market information system was 

making strong relationship with enterprise. 
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8. Regarding self-employment opportunities, inconvenient conditions that could attract 

TVET graduates to exp loit the benefits of self-employment were access to credit, raw 

materials, market management and other supporters to be self-employed were found 

to be low, too. 

9. Based on the findings, graduates from non-govenunent TVET institutIons naa better 

entrepreneurial skills than both the government and private TVET institutions. 

10. The perfonnance of graduates, 46% of employers replied that graduates from 

government institutions had better perfonnance, 54% of respondents agreed that 

graduates from non-government institutions had better perfonnance and the 

respondents did not assert the better perfonnance of private TVET graduates. As the 

data indicated most of graduates from non-government TVET institutions had better 

perfonnance than both the govenunent and privates. Similarly, graduates of 

government TVET institutions had better perforn1ance than private TVET 

institutions. 

II. The suppOli of others like donors and local NGOs was not sufficient for graduates to 

be self-employed. 

12. The findings suggest that, the majority of graduates from government TVET 

institutions were working in cooperatives. All graduates, from non-government 

TVET institutions, were wage earners. This indicated that the partnership between 

non-government TVET institutions and employer organizations was strong. 

13. The enhancement of an enterprise culture in the country through provision of pre­

service orientation courses to students of post-primary training and post-secondary 

institutions, and provision of in-service courses for individuals, already in business, 

was initiated in all technical training institutions of the country. However, developing 

countries including Ethiopia had limited expenence 111 self-employment 

opportunities, 58% of graduates from government institutions were working in 

cooperatives. In the open ended question they assure that, working in cooperatives 

helps them to develop self-confidence, work experience and problem identifications 

skills. However, they did not take orientation and in-service courses that enabled to 

face di fferent challenges and to understand enterprise cultures. 
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14. Concerning the majority of self-employed graduates' from Government TVET 

institutions their initial capital for their investment was provided by themselves. 

Even though Addis Ababa Micro and Small Scale Enterprise Agency facilitated to the 

graduates to take initial capital in the fonn of loan, most of the graduates did not 

know the procedure of this institution and lacKSkiTInow to manage and run their 

business. Thus, the graduates either would not interested to take or bankrupted after 

taking the loan. Because of these, the institute put a certain procedures to grant a loan, 

like bringing collaterals and other. Most graduates, thus, were not interested to take 

loan from the institute. This indicated that the presence of a gap between the 

cooperatives and Micro and Small Scale Enterprise Agency. 

15 . Sub-Cities! Kebele Administration provided fertile grounds for the graduates in 

granting working places, halls and shops to store their raw material s, to manufacture 

their product and to sale their final output. However, the graduates did not satisfy 

with it. Because both Sub-CitieslKebele Administration had not contributed a lot for 

the prevalence and strengthening of cooperatives ofTVET graduates. 

16. Majority of the graduates from all TVET institutions were dissatisfied due to poor 

future prospect and low salary. 

17. The wage employment and the creation of self-employments were affected by factors 

such as insufficient work experiences of graduates, inadequate working place and 

absence of shop, financial problems, lack of entrepreneurial ski ll s and lack of hope. 

18. Incentives were not given to encourage the participation of the employers or 

organizations that provide a chance for apprenticeship. This made them to be 

reluctant to invite apprentice for practice or to hire the graduates in their 

organizations. 
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4.2 Conclusions 

In light of the inevitable major findings of the study, the following conclusion is drawn. 

According to the findin gs of the study, in terms of, managerial experience of principals, 

partnership with employer organization, labor market information system, adequate training 

facility, and creating job opportunities non-government TVET institutions was better than 

government and private institutions. 

Factors such as weak partnership, absence of incentives to encourage organizations to 

cooperate the trainees, during apprenticeship, and lack of labor market information system 

have a negative influence on creating employment opportunities to TVET graduates. 

Regarding self-employment opportunities, social and economic factors were serIOUS 

obstacles to create convenient conditions. These also prevented them to exploit the benefits 

of self-employment, access to credit, raw materials and market management. Above all , the 

support of Micro and Small scale Enterprise Agency and other suppol1ers, to be self­

employed, were low, too. 
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4.3 Recommendations 

On the bases of the findings obtained and conclusions drawn, the following suggestions are 

forwarded to improve the employment opportunities of TVET trainees after graduation in 

Addis Ababa and to mitigate problems that hinder the graduates to find wage employment 

and start up self-employment. 

I . For the promotion of equal access of female to TVET courses, more effecti ve forms 

of educational and vocational guidance and counseling must be provided, along wi th 

gender-sensitive guidance and counseling materials. At the same time, the learn ing 

and working environments must be made more suitable for the participation of 

female, overt and covert bias and discrimination must be removed, and a positive 

image and appropriate incentives for female participation in TVET suggested to be 

created by TVET institutions. 

2. Ethiopian TVET strategy suggests that the minimum requirement of qualification for 

a TVET trainer, principals and vocational councilors is first degree trainers, principals 

and vocational counselors, and diploma holders for assistant trainers and sufficient 

personnel for administrative and financial department. (MoE, 2002:5 1-52). According 

to Addis Ababa City context, it is not possible to fulfill the requirement at once. 

Therefore, AEB recommended that give due attention for the in-service training and 

continuous professional development. 

3. Government TVET institutions need to have suitable workshops, rooms for storing 

raw materials and products, production unit, administration and teclmical support 

rooms, library, etc. on top of that, the TVET institutions and responsible official 

suggested to create awareness to participate the community and NGOs, make 

favorable conditions to contribute their own share. 

4. To achieve the objectives of the aspirations of TVET a number of urgent 

considerations should be addressed by AEB TVET department networking with 

stakeholders, the status and prestige of TVET must be enhanced in the eyes of the 

community and the media. This includes rai sing the status of trainers in TVET 

systems through attention to their own skills and competencies and the provision of 
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resources for their task. It will also require strong marketing of the capabilities of 

TVET to its many stakeholders, accompanied by a simplification of TVET in the 

minds of many who find its language, its products and its modalities too complex. 

Publicizing and disseminating models of good practice in TVET are also important. 

5. The TVET institutes recommended to widen employment opportunities to their 

graduates, using good labor market information, by establishing unit of labor market 

and allocating budget in the institutions performing activities like Occupational 

analysis, Vacancy Study, Tracer Study, training need assessment, establishing strong 

relationship with enterprise, vocational guidance, job-searching advice, fonn clubs 

and cooperatives organized by the trainees. Vocational guidance suggested to take 

into account the needs of industry, the individual and the family while preparing 

students and adults for the real possibility of frequent career changes which could 

include periods of unemployment and employment in the infomlal sector, to be 

achieved through close liaison and coordination between lifelong leaming, training, 

the workplace and placement services; ensming that all necessary information 

conceming the world of work and career 0ppOliunities should be available and 

actively disseminated using all available forms of communication; and ensuring that 

those engaged in work should have access to information conceming continuing 

education and training as well as other work opportunities. 

6. In order to encourage the participation of private organizations , 111 apprenticeship 

program or hire the graduates, the govemrnent recommended that to give incentives 

in the form of tax reduction, reward, etc. 

7. Regarding self-employment opportunities, the City Micro and Small Scale Enterprise 

Agency, and Sub-City/kebele Administrations suggested to work on facilitating and 

forming of cooperatives, access to credit, supplying of raw materials and other 

supports 

8. Government and private TVET institutions recommended to give due attention for 

entrepreneur course given in the training program. Entrepreneurial skills will help the 

TVET graduates to acquire the mindset and know-how necessary to make self­

employment a viable career option. 
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9. Although the majority of graduates from government TVET institutions were 

working in cooperatives, they lacked entrepreneurial skill. Therefore officials of the 

City, Sub-Cities and Kebeles suggested to give due consideration for cooperatives to 

be sustainab le. In addition, to make cooperatives sustainable short term training 

should also be given on entrepreneurship, marketmg, business management and etc. 

to build the capacity of the members of cooperatives. 

10. Creating employment opportunities for graduates it needs a strong network between 

stakeholders, li ke AEB TVET department, Micro and Small Scale Enterprise Agency, 

Housing Agency, Addis Credit and Loan Institution, Cooperative Formation and 

Development Agency and TVET Institutes. They suggested that to have a joint 

implementation plan and monitoring system. 

11. Most of the graduates from sample TVET institutions had no satisfaction due to poor 

prospect and low salary. Therefore, employer organizations recommended that to 

give recognition, responsibility, advancement, ownership of the work and fair salary 

fo r the employee to bring satisfaction. 
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Appendix -1 
A Guide to Documentary analysis 

This guide will be filled by TVET Principals. It is aimed to get relevant information on the number of graduates. 
Graduates from 2002/2003 up to 2005/2006 

Occupations 200212003 2003/2004 2004/2005 2005/2006 
M F T M F T M F T M F T 

I 

I 

t 



Appendix -2 

Observation checklist to assess the workshop facilities of institutions 
The purpose of this check list is to gather relevant information on the workshop facilities . 

Facilities in the TVET institutes 
a. Workshop conditions 

I. Enough space (4m/students) 
1. More than Satisfactory 
2. Satisfactory 
3. Not Satisfactory 

ii. Safety precaution, first Aid 
1. More than Satisfactory 
2. Satisfactory 
3. Not Satisfactory 

iii. Space for Storage (tools and materials) 
1. More than Satisfactory 
2. Satisfactory 
3. Not Satisfactory 

b. Adequacy of workshop facilities 
1. Equipment/machines 

a) Very adequate 
b) Adequate 
c) Inadequate 

2. Hand tools 
a) Very adequate 
b) Adequate 
c) Inadequate 

3. Raw materials 
a) Very adequate 
b) Adequate 
c) Inadequate 
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Appendix -3 
Table 3 Industrial experience Academic competency and of trainers 

Respondents 
Government Institutions Non government institution Private institutions F P Value 

value 

I 2 3 No X SO I 2 3 No X SO I 2 3 No X SO 

I Industrial experience of trainers 
Principals 1 1 2 1.5 0 .7 I I 3.0 - I I 3.0 - 2.250 0.426 

Counselors I I 2 2.5 0 .7 I I 2.0 - I I 2.0 - 0.250 0.8 16 
2 Academic Competency 

Principals 2 1 2 ]2.0 - I I 2.0 J - I I 3.0 -
Counselors 1 1 2 1 1 2 1 2.0 I - 1 1 I 1 1 I 1 2.0 I- 1 1 I 1 1 I 1 2.0 I - 1 1 

Significant at alpha level 0.05 

Table 4 Managerial competency and Managerial experience of principal /deans 

Respondents I 
Government Institutions Non government institution Private institutions F value P Value 

L M H No X SO L M H No X SO L M H No X SO 

I Managerial com etency of principals 1 
Trainer 8 10 2 20 1.70 0.65 I 6 3 10 2.2 0.632 I 6 3 10 2.2 0.632 3.003 0.06 

7 

Counselor I I 2 2.5 0.7 I I 3.0 I 3.0 - 0 250 .8 16 

2 Managerial experience of Fincipals 
Trainers 5 12 3 20 1.9 0.6 1 4 5 10 2.4 0.69 7 3 10 2.4 0.69 2.084 0.82 

4 
Counselor 2 2 2.0 - I I 2.0 - I I 2.0 - - -
s 

Significant at alpha level 0.05 



Appendix -4 
Table 19 Level of Satisfaction of grad nates by their current job 

Respondents 
Government Institutions Non government institution Private institutions F P 

value Value 
y N % Nu X SD Y N % Nu X SD Y N % Nu X S 
es 0 mb e 0 mb e 0 mb D 

er s er s er 

I 
I Are you satisfied with your current 'ob? 

Graduates 43 5 10 1.5 0.4 1 14 25 1.5 0.5 1 14 25 1.5 0 0.007 0.993 

7 
0 7 9 1 6 0 1 6 

5 
0 

Significant at alpha level 0.05 
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Appendix-5 

Addis Ababa University 

School of Graduate Studies 

Department of Business Education 

Interview guide to Bureau TVET department head 

The purpose of this interview is to collect data on the degree of employment 

opportunities of TVET graduates from government and non-government 

institutions in Addis Ababa and factors that hinder the target group to find wage 

employment and start self-employment. The success of this study depends on your 

responsible, sincere and timely response. 

1. Do you think that the programs that the TVET institutions provide are 

relevant to both the world of work and countries development? 

2. Would you comment on partnership between TVET institutions (owned by 

government, private and NGOs) and Employer organization. 

3. Do TVET institutions established sustainable institutional set up for labor 

market information system? If not, why? suggest your solution 

4. Do TVET institutions form cooperatives to create employment 

opportunities for graduates? 

5. Do Bureau, Sub-city and TVET institutions have a strong link with Micro 

and Small Scale Enterprise Agency? If not, why? 

6. How do you recommend on, solving the problems of employment 

opportunities to TVET graduates? 



Appendix-6 

Addis Ababa University 

School of Graduate Studies­

Department of Business Education 

Interview guide to Micro and Small Scale Enterprise Agency 

The purpose of this interview is to collect data on the degree of employment 

opportunities ofTVET graduates from government and non-government 

institutions in Addis Ababa and factors that hinder the target group to find wage 

employment and start self-employment. The success of this study depends on your 

responsible, sincere and timely response. 

I . Do you have Strong link with education Bureau TVET section? If not, 

why 

2. If, you have a strong link, please express the major area you have 

worked in past tow years. 

3. Do Micro and Small Scale Enterprise Agency facilitate TVET graduates 

to form cooperatives? If, yes, how is the process going on? / ' 

4. Do Micro and Small Scale Enterprise Agency facilitate TVET graduates 

to have sufficient finance to establish and run their firms? If, yes how 

they get this finance? 

5. How do you recommend on, solving the problems of employment 

opportunities to TVET graduates? 



Appendix-7 

Addis Ababa University 

School of Graduate Studies 

Department of Business Education 

Questionnaire to be filled by trainers, Principals and Vocational 

Counselors of the sampled TVET institutions. 

The purpose of this questionnaire is to collect data on the degree of employment 

opportunities of TVET graduates from govemment and non-government institutions in 

Addis Ababa and to identify the factors that hinder the target group to find wage employment 

or start self-employment. The success of this study depends on your responsible, sincere and 

timely response. 

Please note that:-

.:. No need of writing your name 

.:. Where alternative answers are given please mark your answer using a ".y " in 

the corresponding boxes and brackets 

.:. Please describe well in answering the open ended questions. 

Thank you for using your time to complete this questionnaire. 

I . Name of the institution --------------------------
2. Ownership of the institution 

a. Government 0 b. NGOs 0 c. Private 0 

3. Sex M 0 F 0 

4. Age a. 20-300 b. 31-40 0 c. above 41 0 

5. Major field of study ______________________ _ 
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6. What is your qualification and relevant work experience? 

Qualification (Education) Year of service 

1-5 6-10 II-IS above 16 

a. Diploma ( ) ( ) ( ) ( ) 

b. B.AIB .Sc. ( ) ( ) ( ) ( ) 

c. M.A.IM.Sc. ( ) ( ) ( ) ( ) 

d. Ph.D ( ) ( ) ( ) ( ) 

e. Others ( ) ( ) ( ) ( ) 

Question 7 and 8 respond by Principal and Vocational Counselors; Question 9and 10 are 

respond by Trainers and Vocational counselors 

7. How do you rate the industrial experience of trainers in your institutions? 

a. High 0 c. Medium 0 c. Low 0 
8. How competent academically are most trainers in your institution? 

a. Highly Competent 0 b. Competent 0 c. incompetent 0 
9. How would you rate managerial competency of the principal/dean of your 

institutions? 

a. High 0 b. Medium 0 c. Low 0 
10. How would you rate managerial experience of the principal/dean of your institutions? 

a. High 0 b. Medium o c. Low 0 
II . To what extent are the programs that trainees are studying relevant to the world of 

work? 

a. Highly relevant 0 b. relevant o c. irrelevant 0 
12. Which of the fo llowing are reliable sources of finance for institutions? You may 

choose more than one answer 

a. Govellunent 0 b. Trainees 0 c. Employers 0 d. Donation 0 
e. other ___ _ _ _ 

13. How do you rate the adequacy of budget allocated to your institution? 
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a. Very adequate D b. adequate D c. inadequate D 
14. If your response to item number 13 is "inadequate" which of the following 

mechanisms are employed by your institutions to curb financia l constraints? 

a. Govenunent budget reallocation D b. Providing training service D 

c. consultancy service D d. sales of products produced during training D 
e. other __ -:-_-,--,,-----__=_--:-:-: 

15. How do you rate the training fac ilities and equipments in your institution? 

a. Very adequate D b. adequate D c. inadequate D 
16. If your answer to question number 15 is "inadequate" the reason is: 

a. Financial problem D b. Lack of trained personnel D 
c. other ____ _ _ _ 

17. The partnership between TVET institutions and employer organizations in order to 

facilitate the employment opportunities of graduates? 

a. Strong D b. Average D c. Weak D d. No relation D 
18. Is there partnership between TVET institute and apprenticeship providing 

organization 
in ordcr to faci litate the apprenticeship program? 

a. Yes D b.No D 
19. If your answer to question 18 is "yes" how do rate the performance of the TVET 

In f f d h . h' 'd' ..? S itU Ions an t e apprentices lip proVI mg orgamzalions. 
Item High Medium Low 
Perfom1ance of vocational counselors assigned to follow 
up the training 
Guidelines and plans in common to conduct the 
apprenticeship training 
Work place mentor (coach) to guide the apprentices . 

The faire and objective evaluation of the performance 

of the apprentices 

Offering of apprenticeship according to the existing 

modules or field of study. 

The awareness of apprenticeship providing 

organizations on the program. 
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20. Is there labor market information system in your institution? 

a. Yes 0 b.No 0 

21. If yes, which ofThe fOllowing labor market monitoring-and-analysis techniques are­

frequentl y used by your institution? 

a. Occupational analysis 0 b. Vacancy Study 0 c. Tracer Study 0 

d. training need assessment 0 

e. establishing strong relationship with enterprise 0 f. other ___ _ 

22. If your response for question number 18 is "No", why? 

a. No unit for labor market monitoring 0 b. lack of trained manpower 0 

C. Financial Problem 0 d. other _____ _ 

23. How do you rate the availability of employment opportunity in government 

organization? 

a. High 0 b. Medium 0 c. Low 0 d. No opportunity 0 

24. How do you rate the availability of employment opportunity in private organization? 

a. High 0 b. Medium 0 c. Low 0 d. No opportunity 0 

25. How do you rate the availability of employment opportunity in NGOs? 

a. High 0 b. Medium 0 c. Low 0 d. No oPPoltunity 0 

26. How do you rate the availability of self employment opportunity? 

a. High 0 b. Medium 0 c. Low 0 d. No opportunity 0 
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27. How do you assess the availability of self employment opportunities with respect to: 

Item High Mediwn Low Not availablelNo access 

Access to credi t 

Access to raw material 

Access to market 

Entrepreneurial skill of graduates 

Graduates' willingness 

Parents' wi llingness 

Other supports that faci litate self 

employment 

28. What major problems do you observe in the employment opportunities of graduates of 

TVET? 

29. Please express the factors that influence the wage and self employment of graduates? 

Thank you! 
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Appendix-8 

h.lt i'I hOlI ¥-tile I\. t 
~Ul crl:J> TC'''lt-cr 

r1"l~ P't- TcrueT n~A 
i\."ffJt ~e:f.y.:r- f'i'";J~ oum,e:" 

.eo aom.e:r tl1;/oo·f ~' 9"oC~'<; P'Am<; hao,}"lM·<; ao,}"lit;r'e I-u!\!f'/' 

"'*"'1~, i-ooC"'OJ' P't· 1''''1''l1+ V·'/.;r'}<; I'9"VI itt. tI"'1"ll+<; 1't.'WOJ·'} 

P't. tI 00 'i: m C 'h ,};" " .• .,. I' tnt!f ~ . ~ 1 C'...,~ '} tI "'1 'I' <; ,.,. I' tnt f it""~ A ~ OJ· :: I' tL 0 

oom.e:r ith.+ O'hCit91 ;r"'1~~'''' = "lA7\ 'd, <; ;)I\/..~+ 'I.e l'i-oolP(.'" '/OJ·:: 

MtJ91 oom.e4!1 I'\. 'l"tI' : 

• MU aoll'i: hfit&"A "l9U 

• h"'1t·6J]' uoAit 1'\.f11· OaoAit ooit6OJ. <'\'1'1 OJ·it'l' .eU1 9uAtJ~· 

.em4'oo'''..,j " 

• OtJ'i:'''' 'l'f1:91'f hili-fN·1 05'.1{1 .e"ltl'/,. 

M+{I{1C91<; itM.H.91 7,<;aoit"l<;tl1:: 

1. .r:CJH'91 1'9" faoC-r·OJ· 9"C'Nl'tntlPmOJ' h1A "ltl"+ ~\.e ~ ,) . 

V. I'lj':~;r 0:)'91'7- D . 

V. h'i:i-<;' D rho 11H·<;' D 



4. II'T' f": "~,to <I:'T'C 3 rIDt\llfI' 11:",,·;;, hlY', 9"111 f": 

V. r'T',k}' ",]~Il 0 II . r7flf fllrID<;'C 0 

rho r)rfll"'Ofl' M"C1:/lIh7t\''/lIw t: fll(1)' '?9"'}' 1H",·;;' rIDlY'} 0 
rID . 11/\ ~~---';-:;;;-:;O;-;---';--'--;-;~"'''-;;;----:;;;'-:-. 

~r9"C'}'fI'/rh~t\',/II'+fI' 'T',k'F '\~M' ;;' hlY~ 9"11'};f"': 

V. fl'l: rID' fCj I1UII~ T f'l :/' (1). 1'rID lH: fI':-'~ ~\ 'T' l-}' 0 

II . rnH·fl h'T'lT o 
£1\. 11.'1 -----,---,--,==-----=-cc-=~_=_~~-=----

6. r1;/rID'f "'rIDt.,tfI'~)·· fl.~·C:c!+fI' Y.>7;;'1I·? 

V. ~\fI' 0 II. 1'11'9" 0 
7. fl'T' f'/! -"t, <I:'T'C 6 00t\1lfI' ~\fI' hlY~ fl " ·ooJ'.fl·fl-}' I' pt· 001'111 
1I:p :t'T(1)' '}Cj (1)·rn.;'''']', :t'T(1)' '} ~\ '} Ilo -}, ff!:t' t\? 

rID. hfl</: fl:t'~f' 0 
8. fl'T' f'/! 'I't· </:'T'C 7 rIDt\llfI' hfl'l! fl:t' ~}: hlY', 9"1l'} f-': 

rho 11/\ 
9. I' -" "'] /. fI' 'f. =o-'} '11-11:-::11-· ,'},"OOCj - t\o-9:::;"::OJ'.·----.--h p.o--:C-:-t.:--'T"'", (1)-=-. --=;JC::C;-::;-f II (1). ') .." '19" Po h '} Ilo ,}, 
n:t't\? 

V. h<t:..,, ;;, 0 II. rIDlJhM 0 rho 11;"1';;' 0 
10. 1'1;/00' f 'I' 00 t· '1:fI' -:,: fl J': C:c!+ fI' IJII· hr·',,;;, (1). "']1Jl t\ m;;' 1'*9" 
r1'ool'/! CjT(1)'? 

V. hoo'}'?Il'r "']1Jlt\m;;' "'*9" 0 

rh. h'?t\ "']1Jlt\m;;' 1'*9" 0 
11. hr~';;'(1)· "']1Jlt\m;;' '1'*9" r"'rIDl,': r"'i'jll I' pt, >"U\~9" MT(1)'? 

V. rrID,}'?Il'}' "' *9" " 'rIDt " I!fI':-'~ 0 

1'1. rID'}'?Il:t''P. ft\IY~' "'*9" -'·rIDt."!fI'~r 0 

rho r'?t\ 1'*9" ,,·oot. ,tfI'~)·· 0 
12. r"'i'jtl I' pt· >\6.l\~9" hVISt'T(1)' fJ'.l7(1)· 9"11'}f'}'(h~\,}_~' fli'1,e 
009" l 'T' Y.>if'lt\) 
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v . '1't·+ fflOJ· p't\m'1 M17' 0 

fl . '1'';'' (M""}I]C'1 "lcm~', :/, M'WOJ' 0 
m. t'lll, __________ _ 

13. flC{I,91 J':Cf:')''1 floo'}"}{I 'r -1;/00'.1' 1'0):"'1-)' fflOJ· "}',·~H' 

V. m'}l-Jt· ',OJ' 0 fl . oo~IMli' ',OJ' 0 m . . c'I-J"'I ~OJ' 0 

14. flC{I,91 J':Cf: -}''1 fl"}t\ -1; /00'.1' -"o):"'I-r fflOJ· "}~.:,;~-}, 

V. m'}l-J~ ~OJ' 0 fl. ooI-JMli' ',OJ' 0 m. 'c'1-J"'I ~OJ' 0 

15. flC{I,91 .c'·O:+'1 oo'}"}{I;f''e I]t\(f',. 1;/00'.1' -1'0):"'1+ fflOJ· ,,}',.:';',-}, 

V. m'}l-Jt· ~OJ ' 0 fl. ooI-JMli' ~OJ' 0 m . . c'I-J"'I ~OJ ' 0 

00. 9"'}9" "}"'~'rr f'flOJ'9" 0 
16. flC{I,91 J':Cf:+'1 fl-I; /oo' f "'IlPt\mli' 1"/>'P"'I-}' ool-Jht\ f'lPt\fTJ'i':r·'} 

I' P't· 'If- tl9"9".c'· M:tI fl"'lM,-}' f''''I..c'L'7 '7H'd' M ? 

V .. ~,,91 o fl. I'M" 0 

17. fl'1' f~ -/,t, " l'1'C 17 oot\{I,91 ~,,91 h(f~ I' 'c" C~'-}' ,91,}'1 f''''IlPt\mli' 
1'o):oo,'} I' P'~ n,UIl'.9" fl"'l.h -/' fl+ "'1'M~ ~,9.f 7,'}$Vl, f~;f't\? 

l' "}I] t, -1' h~-"'i' ooI-JM'i' 1H"/''i' 
h1;/oo'f 1'0):"'1-1' lPt\fTJ'i")"} 
floo h ;f'N\ I' "'1.00 'c'fl' ~,"'Il-Jt,91 :r· 
I' P' ~ n&.~l'.9" V·'I,;f' 
I' P' t· 'If- t\9"9"~. '} fl"'lI-J'/'.c" 
f''''I.L~ f'.?~ 00001..1''1 c}1>p.:r· 
lP t\ fTJt;o T '} floo h;f' -I' t\ h .c" C f:.1'-T 
f''''I.oo.c.-fl· I]floo·f f'{lt, ~,&.~l'.9" 

V·'I,;f' 
I' -I' fl "'1"'1 )Ff' '} I' P' t, n&. ~ l'. 9" 
fl,Hll1flli' 00'}1.c" f'ooooin v,',.;f' 
I' P't, 'If- t\9"9"~, h-""'I';"+ 
00'.1''1 oo~·r.tI ~\9.f fflOJ· -1'119" P. 
I' P't· 'If- tl9"9".c'· D.c"tI f''''l.lPm· 
.c.-Cf:'I'-~~ M TC"'lt, oo' f'l ;fOJ' 
,,},}I1(l, 
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18. ~:Cf.·+9' tlP'1r 'If> A9",)".'l.· tlIPAtTJ7;':}~ ~,.'l.·A t\.1P'1' mf> ,}9" p·t;/au.y 
'I' lTD Ir -/::-,~ '} 1'1.4''1' C h au'}''} fl·)· P"'l.Y17m· .'l.' ;J't./ cry', :P </! Y M? 

U. ~,9' D D 
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Appendix-9 

h"lfl hnq ~ 'l.iiCfL t 

~lI l 9" l:J> T C'''l t-9" 

r'}"lY: P'~ -r9"lIC-rn~A 

fI-f;/oo-f -r9"lIC-rCJ p'AmCJ l'oot-<f!J1l"f- rl'";J~ oom,e:,. 
,eu uum,e:,· fI,t; /oo'Y ')'9"UC')'c, p'AmC, huu,},,}{)')'c, uu'}"}{);t''P. I-tAlf'/ · 

T~"'I''''' TooC·"OJ· /-PI" l''''IarH' U'''';t''}c, 1'9"VI {It. fI"'I"n,)'c, I't·'WOJ·'} 

P' t· fluu~mC ~,'}:"'f,''''' I''''l.lf~· '/7~":'} fI"'I'f'C,:r I''''l.Y{) i ' A ~OJ':: I'tLu 

uum,e:,' Md' OhC{)PJ ;J''''I>';H': ,,}A'l,'r)'c, ;)I\~'/:" ",e 1""UUf).J/. ',· '/OJ·:: 

MtJPJ oom,e</:'} 0. Cf"fI·: 

• M" ool\~ ',Y{)&.A,,}9" 

• n"'lt·IT' ooA{) fLY'l '1· OuuA{) uu{)6liJ. 1"I'f',} OJ·{)'f' ,eu'} 9"AtJ:" 

,em</'oo,"..J " 

1. 1'-1'00';"/l0:r T~9" __________ _ 
2. ',..~uu· ,ell;t' 

u. I'oo'}"}{):r D fl. uu'}"}{);t''P. YAlf~ J':C'f: ')' D 

m. I',,}A D 

3, 7.;t' u, OJ'},~' D D 

4. oY;"'I. U. 17-25 D fl. 26-35 D m. 36-45 D uu. h45 O",e D 
5. 1',,'00/.</10')' 1':"9"UC:r q,e'd, ________ _ 

6. nU"} YfI·O')' I' P't· U"~;t' 

U. I' .~ uu OJ 11 :,. 'f' /. <;' D fl. I' "} A f).J Ir ", <;' D 



7. l''7A IP{H';;' hLf'/· .I':C;C-:"I,1 7,·H' .. ·1' t7DlPl.·I, 

U. On,·/'j'Hl .e:;Jtt: D 1'1. O~I"l.fI il.l':C'I 'I?mfl 'hJ:9" D 

u. htt:1';;' D 1'1. t7DI-tM;;' D rho 1":"..,';;' D 
9. I'I'P Y4? 'h~' '/l'PC 9 ooAflfD 1H'·/·;;' hLf~ 9"tny.." 

1'1. 'loy M 1\.1'1 m· D 

(h. "'1VOl.l'\n· M"C"', 1''''l.lPmm· '79"~' 11:/"1';;' MLf'/ D 
00. 1\.11 __ ~~_~ ___ ~ 

10. 9"C'rfD m.e19" n'lA'7I'1" ''i'fD 'Pt"I, 1/10,1';;' hLf'/ 9"1l1Y'I, 

U. OlPl'lm'/'O-r -t/oo·y ""'.1:9" .e.' ;Jtt: D 1'1. MOl\, M..,' ''l.l'.C ,I';;Jtt: D 

rho O'P:I':"1'1 n~M';;' .I'.·C;C-:+ ""'.1:9" .e.';Jtt: D t7D. Ot-flfD D 

IP. MI -=-~-,----=-=-____ _ 
12. 1''''1;''O~ I'nH·O 9"1'T' 

U. l''7A M'/' '''7\'~, D 1'1. hM.fI I'·O.e.·C'I '/lmfJ '1''.1:9" D 

rho I'fJ11l il.l'.·C D t7D. M _________ _ 
13. "'1;" 0 ,k)' 1 1'1"'1'.1:'.1:'1" N' 00 t- </; fD l' tt: 'I7-r 

U. htt:H' D 1'1. t7Dl-thN:' D 

14. ooAflfD I'I'PY't: 'I't, 'h'PC 14 1/N·;;' hLf~ 9"1l1Y'r. 

u. 9"C;t''''1 I'It7DLf1 I'm .e.,{,~' ·I·M· YI'lt7D'l"C D 

1'1. M'lOY U"t;t' YI'I"'1m:/' D 

rho "'1(hnl.l'\n· M"'1;"Ot--r m·m,;t''''1,/ ,r 'I.e Yl'lm· '711fO, "'1~flD 
00. 1\,'1, _________ _ 
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U. h"f:i (WI9" 'l'~ '/OJ' 0 

rho 'l'~ 'HJ). 0 

/.p. 0'1: n!,S.M" 0 

00. 0'/: '/CD' 0 

00. 04: ~OJ· 0 

17. f'.,.try~t- f'oo.y rut\m<;<; ~IU" } YIIOJ' f'rut· 1''19" f'. 

U. h<t:1'<;' 0 II . oo~IM<;' 0 rho 1H'1'<;' 0 
18. ~IU'1 I]lIot- ()t . . eLI'JII·? 

U. nfD 0 II. ht\LI'J9D 0 
19. 1I'l' Y'/: 1'1,. 1l'l'C 19 oot\flfD nt\LI'J9" hln 9"n1Y1; 

U. 'loy MI\,ll 

rho 'l'~ Yt\ln r rut- U' ~,;J- oo'iC 0 00. l1T1'<;' J'.ooOJl1 0 
/.p. t\,i'l _____ ~-_ _ ~ 

20. rut· n'l' hln· rut- try'?7'r YM'II·Ot- 9"n1yt-

U. f' ru t· M"),: try fit·.,. 0 

II. f''''l.&.t\')OJ·1 f")'9"UCt- .I'.Lll Ylltry"J.I\·)· 0 
rho f'rut· M.:t\ Ylloo'iC 

00. r."flttfDf· M;/oo·y rut\m<; YI\rOJ' i1'10. n'/fl1'<;' ooln 0 
00. 1\,1\, _ _ _______ _ 

21. ru/,· ~I'l' hln· 9"1 YUt\ 1tb 1f'i;J-t\? 

22. rut· ~I'l' hlf~' f't-flfD1 rut- lloo<t:mC '1"nL'Pt\? 

U. ~lfD 0 II. ~1t\'1"hCh'9" 0 
23. 111·/,· 'Il'l'C 23 oot\flfD nfD hlf~ 9"1 'fiC 'lm'1"t- ? 

00 . f' 'l1HfI 'fiCO /.p. 1\,1\. _________ _ 
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U. {''1'}tI·ll :r·'1C 0 
.n. 1'1,/1, _________ _ 

--v. n'} .~· 'I.tI. 0 -

.n. 'n-H'('\ YI\U. 'I' 0 
26. 1'1'1' Y1: ..,·t· "?'I'C 26 oo(,\{JfI' n'}Y: 'LtI. OJ,e9u 9u ,}9n 'n-H'('\ YI\U.'I· hlf'/ 

9"'n'}Y-': 

U. {' P't· oY:(,\ f]l'Ioo',o.;. -HI 'i. noo":l'l' 0 

1'1 . {' P't· o.~·(,\ llSC9u M,'}.~· "'1{J;roJ<!:Y {''''L",cnOJ' -'·OJ.<l.<lt onl1'1.'J·D 

.n. I'I>I\=-c--=-=-~~~~~~~ 
27. ('hC{JfI' "'1;hllC OJ,e9" .~·C~+ hUJl'lm~·n-)· -"'./:9" ;JC YI'IOJ' '1~·:';'d· 

u. UJ'}I-Jt· 0 1'1. ool-Jht'I;;: 0 .n .. ~I-J"'1 0 

00. 9"'}9u '1~.:,;~:r (,I'IOJ'?" 0 
28. ('UJl'lm'/·ll -)· -"'./:9" P't· &,111t oo'Y"";;:'1 ?"C;r"'1 tI.;J 1'1"'1 Ij: t·-)· 9"'} -:,:'1C 

Mll-)'? 

U. 1'1 {I j. OJ· ll'l! p'(,\m'1 7,'1 M".~· Yl\rOJ' ~,UJ(,\(lr{n: :l:'1C 0 

1'1. {,"'1 UJ (,\ m;;: '111~, f· -:". 7, 'I' d· 0 

.n. I-JI'IOJ' {''IllY U·'b;r ;JC -"'100;'. ('/'I, 1'1 OJ· P'C'H' ""'9"UC')' 0 
on. /'1,1\ ________ _ _ 

29. {'.-f; /oo·Y ",·ont·'l!fI'1·'} {' P'&. oY:(,\ hoolj:mC n9,Y nfl·,·yr·y.'} ll. '1(,\)1.. 

30. ll"'1UllC ·'· .r.&.~·""'OJ· noop'&'·y. 9",} '1':"9" n '1:,;..,. '1'(,\ ? 9"'} +'1C M 

·llI'lOJ· Y9n '1I'I'? 
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