
THE IMPLEMENTATION OF APPRENTICESHIP TRAINING 

PROGRAM IN TVET INSTITUTIONS IN DIRE-DA WA 

~ l1D\ ' • (:
.~Il~t: 

A THESIS SUBMITTED ~O '" 

THE SCHOOL OF GRADUATE ~TiJDIES ~.1 ); 

ADDIS ABABA UNIVERSITY J.. 
,/A~ 

IN PARTIAl, FULFILLMENT OF THE REQUIREMENTS FOR THE 

MASTER DEGREE IN EDUCATIONAL PLANNING AND MANAGEMENT 

BY 

MllIRETEAB TEKLU 

JULY 2007 

ADDIS ADABA 



ADDIS ABABA UNIVERSITY 

SCHOOLS OF GRADUATE STUDIES 

THE IMPLIMENTATON OF APPRENTICESHIP TRAINING 

PROGRAM IN TVET INSTITUTONS IN DIRE DA W A 

BY 

MllIRETEAB TEKELU 

COLLEGE OF EDUCATION 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Approved by board of Examiners: 

j)r . ,/ekLl accJfull,"" ;4[</ >iI-<-/ 

Chairman, Dept, Graduate Committee 

Advisor 

Internal Examiner 

Signature 

~ 
Signature 



ACKNOWLEDGMENTS 

First of all, I wish to express my sincere appreciation a nd deepest gratitude to 

my thesis advisor , Dr. Tilaye Kassahun for his guidan ce an d constructive 

comments for the successful completion of this study. 

My special thanks extend to my wife W/ ro Wagaye G / Medhin and my beloved 

sis ters and brothers without whose encouragement the completion of this 

program could have becn diffi c u lt. 

Finally, I would like to extend my thanks to a ll principals, vocational counselors 

and trainees in sample TVET institutions a nd supervisors in the sample 

organization offerin g a pprenticeship training fo r their sincere provision of 

pertinent data for the study. 

I 

1 
I 
I 
I 
J 



TABLE OF CONTENT 

Content Page 

Acknow ledgments ...... .. ..... . ........ .. . . .. . ...... . ........ . . ... . ..... . .... .. . .. .. ....... i 

Table of Contents ........ . ........................... . ..... . .. . .. ...... . .. ..... ... .......... ii 

List of Ta bles ............ . .. .. .. .. . .. . ............ .. . .. . . ..... . ........ . ............. . .. ....... iv 

Abbreviations ................... . .. . .... . .. ... .... ............. . ......... ........... . ........ v 

Abstract ... .. .... . .. .. ........ .. .. ................ ... ... ........... .. . .. .. .... .. ................. vi 

CHAPTER ONE: The Problem and Its Approach ..... . ....................... 1 

1.1. Backg round of the Study ............................. . ..... .. .... . ...... . ..... 1 

1.2. Statement of the Problem ... .. ..... .... .. . .. .. ...... ... . .... .... .. ... .......... 3 

1.3. Significance of the Study ... ........ . .............................. . ......... 5 

1.4. Delimitation of the Study ....................... . ..... . ........ . .. . ............ 6 

1. 5. Research Design and Methodology ........ . ..... . ...... .......... .. ....... 6 

.5. I. Methodology ................................... ... ... . ..... ... ...... .. ... ..... . . 6 

1.5.2. Source of Data .................... ... ................. ... .......... .......... .. 7 

1. 5 .3. Sample Population and Sampling Techniques .......... .. ...... 7 

1.5.4. Procedure, Data Gathering In s truments and Pilot Test .... 8 

1.5.5. Method of Da ta Analysis ............................... .. . . .. . ............ 9 

1.6. Definition o f Key Terms .......... .......... .. ............. .. .......... .. . .. . .... 9 

1.7 . Organization of the Study .......... . .. . ... . ............... .. ....... . .......... 10 

CHAPTER TWO: Review of the Related Literature ......... . ................ 1 1 

2 .1. TVET's Role in National Development. ............... .. ....... . .......... 11 

2.2. Features of TVET Systems ..................... .. .. . .. ... .. ......... ..... .. ... 13 

2.2 .1. Poli cy in TVET .................. . .. ........... .... .. . .................... .. . . .. 13 

2 .2. 2. Objective ofTVET ...... . ............. . ................................... . .. 14 

2 .2. 3 . Legislation of TVET .... ... ..... .. ..... .. ..... ..... . .. . .............. . .. ... ... 15 

2 .2.4. l'inancing TVET .............. . ..... .. ........................................ 16 

2 .3. The Two Polar Ty pe of Apprenticeship Training ..................... 18 

2.3. I .TheTraditionaIApprenticeship ....... ......... ....................... 18 

11 



2 .3.2. The Modern Apprenticeship ....................... . ..... . ........ ........ 19 

2.4 . Conceplual Framework of Apprenticeship ..... . ......... ............ . 20 

2 .4. I. The Workplace Working Environment.. ................... .... ..... 20 

2.4 .2 . Vocational G uidancc and Placcme nt of Trainees ...... . ....... 22 

2 .4. 3 . Contracts o f Apprenticeship and Areas of 

Responsibilities ................................................. . .... . ........ 23 

2.5. C h allenges to Apprenticeship Trai ning .................................. 25 

2.6. Slralegies to Improve Apprenticesh ip Programs ..................... 28 

2 .6.1. Inlroduc ing Oul-comc Based Approach ................... .. ...... 28 

2 .6. 2. In troduci n g Co-operative Training ...... ................... . .. . .... . . 29 

2 .6. 3. Promote the Role of Vocalional Guidance ......................... 29 

2 .6.4. Encouraging Employer Involvement in Apprenticesh ip 

Tra i ning .................................................... . ..................... 30 

2 .6. 5. Improving TVET's Instructors Training.................. .31 

2 .6. 6. Encouraging the In come Generatin g Activities ................. 32 

2 .6.7 . In troducing Training Levy (or Tax) ...................... .. ......... 32 

2.7. The Prac tice of Apprenticeship Modcls [rom Selectcd 

Coun trics ...................................... ................................ .... .. 33 

2.7. 1. Th e German Co-opera tive Trainin g System ...................... 33 

2 .7 .2 . Zimbabwe 's Apprenti ceship Training System .......... .... ..... 35 

2 .8. Current State of Ethiopian TVET Systcm ............................. 36 

CHAPTER THREE: Presentation a nd Interpretation of the Data ..... 40 

CHAPTER FOUR: Summary, Conclusion and Recommendation ..... 74 

4 .l. Summary .... .......... .... .............................................. .. ........... 74 

4 .2 . Conclusions .................... .. ... .. .. .... . .............. .. .... .... .......... ... .. 79 

4 .3 . Rccommendations .... .. . .. ... .... ....... ... ........... .. ...... ... .... ........... 80 

Bibl iography 

Appcnd iccs 

11 1 



LIST OF TABLES 

Table Page 

1. Demographics and program information of apprentice .............. 41 

2. Description of principals , vocational counselors and supervisors 

by qua lification, field of study and service .................................. 42 

3. Profiles of organizations offering apprenticesh ip 

training .................................................. ........... . .44 

4. Condition of trainee's accommodation and proxim ity of 

o rgan ization ......................... . .45 

5. AssignmenL of Supervisors .... . .46 

6. IncenLives given Lo organizations ......... . .................... . .............. 47 

7. Financing apprenticeship Lraining ........... .... . ............................ 49 

8 . Degrcc of parLnership beLween TVET in s tituLions ................. . ..... 5 1 

9. Organizations selection procedure &, Lrainees assignment .... 53 

10. Rolc of TVET in sLiLutions in promoLin g apprenticeship 

training ................................................................................ . 55 

11. Legislation for apprenticcship training .................................... 58 

12. Capabi lities and willingness of workplace Lrainers .......... . ....... 60 

13 . Relevance of Lh e Lraining con Lcnt and skill obLaincd ..... .......... 6 1 

14. Factors affecting retcntion and completion of 

apprenLiceship ............................................. . ........ .. ...... .... ... 62 

15 . Performance of tra inees during apprcnticesh ip training ........... 64 

] 6. Follow-ups of apprenticeship training activities ...... ................ 66 

17. Organi zations' rea diness offering apprenticeship Lraining ........ 67 

18. Awarencss c reaLion acLiviLies ..... ...... .............. . ........................ 69 

19. Adequacy, Willingness and resource capaciLy of 

organ izaLions ................................................. . ..... ... ... ... .. . .. .. . 7 1 

IV 



ABBREVIATIONS 

Th e followin g a bbrevia tion s are u sed in the s tudy 

E.A.A: 

ETP: 

IGA s: 

ILOs: 

ITA: 

ISTAI<N: 

MOE: 

NGO: 

NTVETS: 

NYA: 

REB: 

ROI~: 

SSA: 

SS ]: 

TAP: 

TVET: 

UNESCO: 

Educa tion a l Annual Abstract 

Education a nd Training Policy 

In comc Generating Activ ities 

International La bor Orga nizations 

Industrial Tra ining Authority 

Informal Sector Trainin g a nd Resource Sector 

Ministry of Education 

Non -Government Organization s 

Nat io nal Technica l Vocational Education and Training S trategy 

National Youth Admi nistrH1"ion 

Region al Educationa l Bu reaus 

Rate o f Return 

Sub Saharan Africa 

Small scale industries 

Traditional Apprenticeship Training 

Technical and voca tion a l educatio n training 

Un ited Nations, Educalion al, Scientific and Cultura l Organ ization 

v 



ABSTRACT 

The principal aim of undertaking this research study was to investigate major 
problems hindering effective apprenticeship training in the TVET institutions In 
Dire-Dawa. To this end, an attempt was made to examine the roles and 
responsibilities of TVET institutions, the organizations and the trainees, the 
degree of cooperation between TVET institutions and organizations and major 
factors such as financial, managerial and social issues. A descriptive survey 
method was employed for the study. Three sample TVET institutions were 
selected on the basis of purposive sampling techniques. The samples used for the 
study were 3 deans, 3 vocational counselors, 163 trainees and 20 workplace 
supervisors. The respondents' sampling was carried out through availability, 
purposive, stratified and random sampling techniques, depending on the size and 
the nature of the sample respondents. The data for the s tudy was obtained 
through questionnaires, interviews and relevant documents, and analyzed using 
percentages and chi-square test methods. The results of the study depicted that 
inadequate co-operation between TVET institutions and enterprises, reluctance of 
enterprises to offer training, financial and managerial problems made the 
apprenticeship training program ineffective. Thus, trainees suffered from 
hardships of obtaining training places, left unattended in the workplace, 
assigned on non-relevant workplaces and the skill they obtained were very low. 
Hence, it was concluded that the state of TVET institutions in the region exhibits 
challenges in implementing apprenticeship training effectively. Therefore, it is 
recommended that to build the capacity of TVET institutions with qualified 
trainers and relevant up to date machineries, equipment and other inputs; 
relevant authorities expected to establish a special unit incorporating chambers of 
commerce and industry, regional TVET council, TVET institutions and other 
stakeholders to ovel1ake the responsibility to implement sustainable 
apprenticeship training. Furthermore, enacting apprenticeship regulation should 
receive special attention form the government. 
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CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

1.1. Background of the Study 

Education can generally be viewed as a crucial point for rapid economic growth 

of nation s, and essential for reducing poverty by increasing the productivity of 

poor, by reducing fcrtility and providing people with the skills they nced to 

participate fully in economic and in society. 

Technical and Vocational Education and Training (TVET) is one of the sectors of 

education, which can play a vital role in national deve lopment in terms of 

economic growth as well as social mobility. 

Sevcral countrics in Sub-Saharan Africa (SSA) have introduced legislation 

stipulating thc n ecd to dcvelop programs focused on practical aspects of 

training by organizing in-firm internship (UNESCO, 2002). Consequently, there 

have been numerous suggcstions for assisting school-to work transitions. Many 

of these hut in P8ft'ir.ui8f youth 8pprentir.eship rely on the involvement of 

cmploycrs 111 providing work-based learning opportunities for students 

(Hamilton, 1990; Stern 1990). 

Moreover, the organization of learning in the workplace has taken a new 

significance in the current climate of various countries. Issues that call for 

better attention of preparation of young people to fit into the world of work are 

not a peculiar characteristics of Ethiopia. It appears to be a touching issue to 

all the developing countries. This is explained by the words of O'yenya, 

(1980:28) as follows: 

Much discussion In the developing countries today 
sUiToLmds the relationship between the section of 
society concerned with the supply of manpower - the 
education system and the world ofworlc. 
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To promotc quality TVET in Ethiopia, thc cducation and training policy of (1994 

E.C .) givcs spcc ial attc n tion to TVET by provid in g broad and multi lcvel 

foundations. Presently TVET is divided into tra ining for industry, busincss, 

agriculturc, health , and teacher training. Serious attention is given to 

industri a l, commercia l and s kill trainings as well as training manpower for the 

devclopm cnt of the program that the country need s (MOE 1994:16- 17). 

ConscqucnUy, on March 1, 2004, No 39 1/2004 TVET law was promulgated. 

This law d evotes TVET in general, and apprenticeship , tra ining in particu lar. 

The documcnt describes thc duties and rcsponsibili tics of enterprises, TVET 

in stitutions and trainees during the course of apprenticeship training program 

to be conducted throughou t th e country (Federal Ncgarit Gazeta, March 1, 

2004) . Thc major advantage of apprenticeship training I S best explained by 

National Alliance of Business (1992: 13), as fo llows: 

The major advantage of apprenticeship training is its 
vicinity to the world of work. Trainees are thus 
systematically exposed to the world of work. And Ie am 
to occupational practice in a real life situation. 
Experience s hows that this leads to significantly better 
training outcomes, practical skills, work attitudes and 
theoretical comprehension of the occupational 
requirements. Furthermore, enterprises get to know the 
trainees, which often lead to employment after 
graduation. 

Although apprenticeship appears to be an effec tive m ean s of familiarizing 

trainees very early with the condition of work environment, there are many 

difficulties in a pplyin g thi s system in many countries . Stating th e problems in 

the TVET systcm of Asian cou ntries, Wall enbo rn (1996: 125) h ave identified the 

following main problems: 

• I" inaneing problcms; 

• Ma nagement an d implementation problem of cducation measure; 

• Labor market and employment problem ; 

• Lack of co-operation a mong possible training providers, and 

• Thc absence of inadcquate infrastructure. 
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The re search study by Midleton , Ziderman and Adam s (1993 : 14) stated TVET 

training progra m in most developing countrics failed to meet the desired 

objectives . According to thei r findings, som e of the constraints for e ffective 

TEVT implementation a rc irrelevant curricu lum; high training cost duc to low 

s tudcnt - teach er ra tio, expen s ive machinery, tools a nd materials. Similarly, 

according to Louglo a nd Lilis (1 998 :2 1), the implementa tion of TVET program in 

gcneral a nd apprenticesh ip training in particula r, arc hindercd by lack of clarity 

of curriculum , problem in assessment, lack of collaboration between TVET 

institutions and local entc rpri ses . 

On the top of this , the establis hment of apprenticeship is no t only reqUlres 

chan ges in the way TVET institution s arc organi zed but also how TVET 

institutions arc located (Sweet 1996: 27). Thcsc schools in economically viable 

location and / or which had previous 'school- to-wo rk ' links to employers 

a ppea rcd to be in a good position to established school- based a ppre nticeships . 

In comparison, institutions in remote, rural or declaiming economic location 

found difficulty in a ccessing government or private indu stries, school link 

agen cies, nationally regis te red trainin g providers , a nd suitable tra ining 

experi ence and employme nt for potential a pprc ntiee in many countries. 

1.2. Statement of the Problem 

As the component of the TVET cu rricu la, the apprenticeship tra ining programs 

in TVE']' institution in Dire-Dawa is ca rried out at the end of each academi c 

year. However , the apprenticeship training p rogra m is not y ielding sati s factory 

results due to ccrtain reasons. Some of the principal constraints are lack of co­

operation betwcen TVET institutions an d organization s, lack of commitment by 

local orga nizations to absorb potential appre ntice and poor m a nageme nt of the 

tra inin g program. Therefore , apprentices arc not ab le to benefit from th is 

tra ining sch cme. 
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The curricu lum developed by th e Mini s tI-y of Education (MoE) in 24 d ifferent 

trades a llocated 312 hours for out of school a pprentices hip tra ining a nd about 

500 hours for the m a in co urses (MoE , 2003:8). It can be easily no ted that time 

a llocated for a pprenticeship t ra inin g is more th a n h a lf of that of major courses 

offe red in school training. To this end, by giving special a ttention for 

apprenticeship tra ining progra m TVET law was promu lgated. The document 

clearly s tipulated duties a nd respon s ibilities TVET institutions, organizations 

a nd tra inees during a pprenticeship training program that should be functional 

throughout the country. However, the implementation of apprenticeship 

tra ining program is not yielding satisfactory results because of insufficient 

number small scales industri es (SSI) that ca n meet the growing demand of th e 

country . 

According to Logiam and Ma nkind (199 5 :6), in developin g countries, like 

Ethiopia, du e to th e weak nature of industrial base , there a re normally not 

enough places to absorb a ll t he train ees during apprenticeship training. The 

large number o f tra inees compared to the ava ilable opportunities a nd 

reluctance of enterprises to cooperate is the prominent problem in the 

im plementation of a pprenticeship training in these countries. 

According to Masersha (2 004: 107) the implementation of apprenticeship 

training program in Oromiya, had not been backed by legal fra meworks and the 

selection of o rganiza tions to offer apprenticesh ip training was not ba sed on 

some definite crite ria . Moreover, the preparedness of the organizations to co­

operate was inad equa te. 

Th e previous research m a de on this a rea had been focused on the a pplication of 

legal fra meworks in the implemen tation of a pprenticeship tra ining. However, 

thi s s tudy g ives emphasis on th e role played by 'I'VET institutions a nd local 

organizations and their d egree of co-operation to further promote the 

implementation of apprenticeship train ing in Dire-Dawa. 

4 
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There fore, th e p rinc ipa l pu r pose of thi s study is to inves tiga te problem s 

en counte red in th e imple m enta tion process of a pprenticeshi p tra ining program 

in Dire-Dawa an d come up with solutions that sh ould be a pplied to a lleviate 

th ese problem s . Moreover , the study tries to a n swer the followin g ba si c 

qu estions : 

1. What are th e ro les played by TVET in stitu tions, local o rganization s a n d 

tra inees in th e implem en ta tion of a pprenticeship tra ining program in 

Dire- Da wa '? 

2 . Wh a t a re the c ri teria u sed to selee t organiza ti on s, assigning trainees, a nd 

supervisors in the TVET in stitu tion s of Dire-Dawa ? 

3 . What a re the existing legal fra m eworks, in centive m ech a nis ms, 

m onito rin g a nd su pervis ion prac tices during a pprenticesh ip t raining? 

4 . Are th e re a d equ ate re levant local a nd inte rna tion a l organization s to 

a bsorb a ll a pprentices in Dire-Dawa? 

5 . What a re th e promin en t m a nageria l, socia l a n d econ omical problem s 

e ncountered 111 TVET in s titu tion s 111 Dire-Dawa implem enting 

apprenticeship t rainin g? 

6. Wha t innovative in tervention strategies a nd m ech a nisms s hould be 

applied to promote effective apprentices hip tra ining progra m in Dire­

Da wa ? 

1.3. Significance of the Study 

By th e mea n s o f a pprentices hip training progra m , t ra in ees a re system a tically 

exposed to the world of work a nd learn the occ upation a l prac tice in a real life 

situa tion . However, d u e to some problems th e a ppre nticeship-tra ining progra m 
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is not yielding satisfactory results. Hcnee this study is expected to be 

sign ificant for thc following reasons: 

1. This study may provide Dire-Dawa's education planncrs and authorities 

w ith some ideas rega rding the major problems to implement effective 

apprenticeship training program. 

2. It may help research ers and highlights a reas of fur th er research on the 

modes of apparent ship training. 

3 . It will h e lp to find alternative strategies that could help promoting 

quality apprenticeship training. 

4. The results of th is study m ay a lso con t ribute as additional information 

and serve as a database of the exis ting materials and research findings 

in the field. 

1.4. Delimitation of the Study 

It is obvious that challen ges in the provision of TVET in E thiopia, are many and 

diverse. Thi s study, however, limits itself mainly on the implemen tation of 

appren ticeship training program in Dire- Da wa. Concerning level of t ra ining 

program, those that arc aimed at producing middle level technicia n s, 10+2 and 

10+3 are chosen for divcrsified courses, which arc offered currenLly. Related to 

field of study business education , industria l tec hnology, and construction fields 

were considered. Purthermore, the study includes government a nd privatc 

TVET insti tution s. 

1.5. Research Design and Methodology 

1.5.1. Research Methodology 

The study u sed a descriptive survey method. The reason behind using this 

approach is that the study was a imed at gathering data, facts and fi gures that 

provide descriptive information on the system and enables diagnostic 

investigation of the problems that hinders effective implementation of TVET 

program in ge neral and apprenticeship training in particular. 
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5.1.2. Source of Data 

Both primary a nd second ary data were u sed for the study. Th e basic data for 

th e study were coll ected from record s, questionna ires a nd inte rview. In the 

second a ry data, relevant books, journa ls and in te rnet which indicate the 

prac tice and problems in implementation of TVET both in d eveloped a nd 

developing coun t ries were reviewed to support the s tudy . In a ddition to thi s 

variou s repo rts and documents in TVET in s titutions, local education offices, 

loca l en te rp rises were reviewed to obtain re levant da ta that supports th e study. 

1.5.3. Sample Population and Sampling Techniques 

In Dire-Dawa Provi s ional Administration , there is one gove rnmen t a nd nm e 

private TVET institutions. Oul of 10 TVET institution s, one gove rnment TVET 

in stitution a nd two private TVET in s titution s were included by purposive 

sampling. Purposive sampling techniques is u sed to secu re adequa te a nd best 

inform ation. Accordingly, Dire-Dawa TVET College, Top College a nd Mierolink 

TVET College were s cleeted as samples of th e study. When selecting samples 

from private TV ET in s titution s, the numbe rs of trainees and diversity of TVET 

Programs offe red were considered. 

Th e sam ples of this study were principals, trainees, voca tiona l counsclors 

found 111 the sample TVET institutions a nd personnel 111 

enterpri ses/ orga nization offering apprenticeship trainin g. Regarding princ ipals 

and vocation al coun selors, availability-sampling techniqu e were employed due 

to limited available numbe rs. 

Rega rding tra in ees, there were 755 TVET trainees; (460) from government a nd 

(295) from private TVET who took apprentices hip trainin g in diffe renL 

organizations in th e academ ic years of 2 005/ 0 6 . Ou t of these l 63 were 

included in the sample . Based on the proportionate number of tra inees in each 

filed of study, stratified sampling techniqu e was employed in d eterminin g the 
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number of sa mples from each field of s pecia lizati on. Accordingly, 99 (60.7%) 

t ra inees In business education, 52(31.9%) in industria l technology a nd 

12 (7.4%) III con stru ction from both government a nd priva te TVE:T institutions 

a rc constituted in the sample respondents within thi s g roup. Finally, random 

sampling technique was employed to draw sa mple respondents from each fie ld 

of specia liza t ion. 

The other g roup of responde nts constitutes 88 organizations that offered 

appren ticeship training in the c ity. Out o f th is 2 0 (25 %) were included in the 

study u s ing purposive sampling techniqu e. This tec hnique is m ainly h e lp to 

include organ izations from d iffe rent sectors a nd s ize of operations, th u s this 

composition represents various economic a reas of th e region. 

1 .5.4. Procedures, Data Gathering Instruments and Pilot Test 

1.5.4.1. Procedures 

In order to ide ntify major problems in im ple men ting a pprenticeship training in 

the TVET in sti tutions of Dire-Dawa, the fo llowing procedures were u sed. Firs t , 

re levant litera tures h ave bee n reviewed to investigate various ideas con cerning 

th e pro blem under study. Following that , specifi c k ey questions were developed. 

Second , docu m entary ana lys is has been m a de. Third , data gathering too ls were 

prepared and the n pilot test h ave bee n employed to check th e a ppropriateness \ 

of th e items. Fourth , a fte r improving th e da ta gath e ring instruments on the 

basis of pilot tes t results, a dministration of instruments were carried out a nd 

eventua lly a n alys is of the collected d a ta have been m a d e using appropri a te 

s ta tistica l too ls. 

1.5.4.2. Data Gathering Instruments 

Th e m a in da ta ga thering method , employed for this study were questionnaiJ::s:.'l 

a nd interviews s ince they are more appropria te to secu re factu a l information, 

opinions a nd attitudes in a structural fra m ework from respondents. In addition 
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to this, documcnts were analyzcd to see Lhe eurrenL staLus of apprenticeship 

Lraining implementaLion 1I1 Dire- Dawa c ity provi s ional adminisLraLion. 

Regarding quesLionnaires, four seL of questionnaires, both open and closed 

ended type we re prepared for subjects of the study. 

1.5.4.3. Pilot Test 

To avoid Lhe ambigu iLy of sLaLements, the drafLs of quesLionnaires werc firsL 

administered to limitcd occupations. Thus, somc vague statements were 

rectified. Basically, conven ienL Limc was a rranged for the respondents in order 

to maximizc Lhe quality of responses and degree of return. 

1.5.5. Methods of Data Analysis 

Data that were eollectcd on the basis of Lh e sLudy through Lhe a forementioned 

instruments wcrc tallied and organized properly. Then appropriate statisLieal 

tools like percentages, and chi-square werc employed wh crever Lhcy arc 

nccessary. 

1.6. Definition of Key Terms 

Apprenticeship: a busincss likc system subsLan Lially carried ouL and regulatcd 

by sLaLutory law or cusLom according to oral or written conLract 

which imposes mutual obligations on the two parties concerncd: 

the apprentice a nd norma lly an employer, who has assumed 

responsibil ity for glVll1g in itial vocational training for Lhe 

apprentice for recognizing occupation (UNESCO, 1978:39-40). 

Apprentice: A person undergoing appren Liceship pursuant to LripartiLe 

agreement concluded among a training institution, on 

organizaLion and a trainee (Fedcral NegariL Gazcta, March 1, 

2004, No. 39 1/2004). 

9 
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Technical and Vocational Education: refers to all forms and levels of educational 

process involving in a ddition to general knowledge, the study of 

technologies and related sciences and acquisition of practical 

skill s, know-how, attitudes and understand ing relating to 

occupations in the various sectors of economic and social life 

(UNESCO,1989:2). 

Trainee: a person who pa rticipates in technical and vocational education and 

training program provided by a training institution with a view to 

acquiring or upgrading his technical and vocational skills. 

Curriculum: a systematic gu ide for TVET delivery describing the didactical and 

methodology way proposed to conduct TVET program and to 

facilitate the teaching and learning process (MOE, 2006:46) . 

Flexibility: poss ibility that qualification can be achievcd through different types 

and duration of TVET and those TVET providers design and 

adjust programs in accordan ce with the specific needs of the 

target groups a nd loca l labor m a rket (MOE, 2006:47). 

Employment: any remunerative work, wh ether for an employer or a self 

employed person (UNESCO, 1978:42). 

1. 7 Organization of the Study 

The study was organ ized into four chapters; the firs t chapter dea ls with the 

problem a nd its a pproach. Therefore, the ba s ic questions that the study 

attempted to answer a nd the research procedure followed were treated. The 

second chapter devoted to the review of the related literature. The third chapter 

describes the presenta tion a nd in terpretation of the data. Finally, chapter four 

deals with the summary of findings, conclusions a nd recommendations. 
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CHAPTER TWO 

REVIEW OF THE RELATED LITERATURE 

In ord e r to have a brief theore tical framework on the implementa tion of 

a pprenticeship t ra ining, the following c h a pter provides the major works done by 

various a uthorities in th e a rea o f the problem under study . 

2.1. TVET's Role in National Development 

TVET is one o f th e sectors of education, which can playa vita l role in na tional 

deve lopment in terms of economic growth as well as socia l m obili ty . According 

to Woodha ll (1 997:2 19) I-Iuman Capita l Theory h as powerful influence on th e 

a n a lysis o f labor marke t . Wood h a ll no tes that investment in education and 

training provid es be n efit both to the individua l a nd society as a whole. The 

return o n investment fo r society will be a skilled workforce that will e n able 

globa l compe titi ons a nd economic growth, while the return of the individual will 

be a better career path, inc reased earnin g a nd better qu a li ty of life . 

Accord ing to JCagerlind a nd Shah (1 989) the concept of "huma n capital " 

s u ggests that education a nd tra ining rai ses th e productivity of workers a n d 

II1 c reases th eir lifetime earnll1g. Accord ing to Indermi t et.al (2000: 1) 

governme n ts perceive increased dema nds for s kills wh en th e labor supply 

s hows ra pid growth , w hen employmen t grows quickly or w hen employm ent 

inc reases s ign ificantly . They argued th a t governments h ave called upon TVET 

system s to help unemployed yo ung people and older worker s ge t jobs, reduce 

the burden on high er education, attrac t forei gn inves tment, ensu re rapid 

growth of earnings and employ ment a nd reduce the inequali ty of earnings 

between the ri c h a nd th e poor. But Zym e lman (1 976) a n d Paschropoules (1987) 

a rgue that TVET h as less ROR t h a n gen e ral education. However , Benell (1996) 

re plies that even though TVET students a re less acad emically brilliant; the ROR 

to TVET is still high. Fos ter a lso (1 965) aggressive ly c riticize that vocational 
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schools is a ra llacy in dcvelopment plann in g but h e also points that vocational 

education ca n be erfeetive if acquired skills will be utilized properly. Colin 

(1 999) mentions that TVE:T can play vital role for deve lopment pla nning but he 

warns that ir the policy makers don 't make it up-to da te and TVET institutions 

don't have enough qua lified faculties and sufficient raeilities to offer qua lity 

TVE:T, it wi ll not proven praiseworthy . He a lso mention s that these a re no t the 

li mitation of TVET but the limi tation of the educationa l policy or the country. 

Bennell (1996 ) viewed that though TVE:T has a powerful influen ce in 

d eve lopment planning; indiscriminately orre ring TVE:T may h ave negative 

impact to d evelopment. Bacchus (1 988) thou gh cri tic izes that TVE:T does not 

pl ay a n appropriate role in development a nd h e a lso m e ntions higher 

investment on TVET do not seems to be compen sated ror by high return . 

However , the definition given by UNESCO , (1985: 2 ) can expla in a good 

s ignificant role or TVET in development as the follows: 

rVEr refers to all forms and le vels of Educational 
process involving, in addition to general knowledge, the 
study of technologies and related sciences and the 
acquisition of practical skills, know-how, attitude and 
unders tanding relating the occupations in the various 
sectors of economic and social life. 

Acco rding to Masirsh a (2004: 16), TVET serves th e individual by imparting 

knowledge, s kills a nd attitudes that will be used to proc ure and sustain gain ru l 

employment. Besides this , society equally benefits from such huma n resources 

development a nd it is responsible ror increased gross n a tional product. 

From the above discuss ions, it becomes elea r that from the economic, social 

and political stand point, nationa l developme nt requires education and training 

which is intcnded to meet the ra n ge of different national needs. These in clude 

th ose assoc iated with building an appropriate workforce, a stronger economy as 

,veil as cohesivc literate a nd healthy socie ty . Thererorc, a cautious step in 
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offering of TVET programs will have the noteworthy role In national 

developmcn t. 

2.2. Features of TVET System 

2.2.1. Policy in TVET 

The combined forces of g lobalization, technological change and liberalization of 

markets are e rcating a more and more competitive economic environment and 

changing the very nature of work and work organization. At the same time as 

opening new job opportun ities, they are increasingly worker's vulncrability. The 

ILO 's World Employment Rcport that, of a world labor force of 3 billion workers, 

25 to 30 percent are underemployed and about 140 million are unemployed 

(ILO, 2(0 1). 

In this environment, the quality of the labor force become a major determin a nt 

111 the compctitiveness, and adaptability of enterprises, workers and the 

economy; it a lso poses a challenge to the TVET systems to meet the rapidly and 

conti nuously changing labor market dema nds that need urgent response in 

many countries. To tackle these problems the countries should formulate and 

implement growth oriented policies that focus on available abundant resources 

such as huma n resource and land. Hence, the TVET policy should be designed 

in order to address the above m entioned socio economi c problems (UNESCO, 

1983: 1). 

Though th e role of the private sectors partners in designing TVET policies a nd 

systems varies among countries and sectors, in many developing countries, 

their involvement is restricted to the prese nces of employers' and workers' 

represen tatives on the tra ining boards and committee. Their effectiveness in 

shaping TVET policies and systems depends largely on: 

• The existence of a strong public policy in favor of private sector 

partici pa tion, 
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• Thc strength of the private scctor institutions , 

• The ir levcl a nd quality o f reprcsentation, 

• A participa tive culturc and effec tive machinery to en a ble them to reflect 

their concerns and thc realities of th is world of work. 

Gencrally, to promote TVET provisions various policy measures a re taken in 

m any countries; s hiftin g thc policy focus from inputs to out puts, through new 

fin ancing a nd certifi cation m cchanisms , involving social partners in 

governance, granting more au tonomy to TVET institutions, promoting private 

providers a nd company based training (Atchoarena, Da vid and Andre, 2 002:2) 

2.2.2. Objective of TVET 

A country's TVET system is a decisive factor determining the com petitive 

strength and level of development of its economy . The level of competence of a 

country's skilled workcrs and technicians is centrally important to the [lexibility 

and productivi ty of its la bor force. Skilled workcrs and technicians enhance thc 

qua lity and efficien cy of product development, usage, production and 

m a inten a ncc, a nd they supcrvise 8 m.l tra in workers with lesser skill s. The 

development of a skilled la bor force m a kes an importa nt contribution to 

national dcvelopmen t (Lugujjo and Mony indo 1995). 

By realizing thc importance of TVET, m a ny countries set objectives of TVET. 

Th c purpose and objectives a dvanced for technical and vocational educa tion in 

a given country delineate the scope within which TVET is to be developed and 

implemented. An overvi ew of many coun t ries clearly indicatcs the uniformity of 

purpose a nd a grcemcnt in scveral objectives . 

Most countric s h avc stated in one form or a nother genera l objective of TVET as 

follo ws : 

To provide, alongside general education, knowledge and 
skills in technical and vocational fields in order to meet 
national manpower requirements 111 agriculture, 
business, industry and other technical s ervice (UNESCO, 
7996: 16). 
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Based on the conceptu a l framework of TV!!;T, Louks (1988:20) stated four 

central objective of TV!!;T as follows: 

• To train s kill s workers a nd middle level manpower's of industry, 

commerce or serVlces . 

• To en co urage positive a ltitude towards manual work 

• To reduce excess de m a nd fo r high er education 

• To facilitate th e schooling of low achievers. 

2.2.3. Legislation of TVET 

Signifi cant federa l legislation and reform initiatives affects TVET provis ion s in 

many countries. The importance accorded to TVET in a given society is re flected 

in the existing legisla tion establishing it. In India, for example, there is h ardly 

any legal fra mework for vocation a l education policies as in many other 

countries. Th e Indian con s titu tion does not provid e s pecific though ts or 

directives on TVET. There a re no n ationa l laws to regulate the e ffor ts in this 

area. Th e s ta tes a lso have not resorted to legislation on TVET. Indian Education 

in general is non -legis lative in nature (Porter, 1998). 

On the contrary, caree r a nd technica l education programs found in U.S 

secondary a n d post secondary sch ool exis t becau se of federa l legislation. [n 

fact, s ince th e beginning of fede ra l support for public voca tiona l ed ucation as 

m a nd ated by Smith-Huges act of 1917, the federa l gove rnmen t has been a 

predominate influen ce in determining the scope a nd d irection of TV!!;T. 

Legislation dealin g w ith TV!!;T in most Africa n countries came into effec t much 

late r afte r the promulga tion of thc !!;ducation Acts. TV!!;T may have been 

mention ed as was the case o f Ashby commission of Nigeria in 1960 a nd in the 

Ke nya Education Act in 1968 but effective policy implementa t ion was to come 

much la te r on. Vocationa l tra ining, h owever, was wcll recogn izcd as prove n by 

to establi s h men t of voca tiona l tra ining Ac t in Gh a n a (1970), Kenya (1971), a nd 
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Uganda (19 79). Thcrc was a clear demarcation bctwecn vocationa l education 

and vocation al training thcn (UNBSCO, 1996: 17). 

Many African countrics, Ghana, Kenya and Uganda, havc introduced legislation 

stipu lating the necd to develop programs focused on practical aspects of 

training by organizing in firm interns hips for TVET trainees (Atchoarena a nd 

Andre, 2002: J 1). In Ethiopia, regarding legislation of TVET, it was only on J st 

March 2004, the law was promulgated. Amongst other issues, in it, of 

apprenticeship training fully described. 

2.2.4. Financing TVET 

Today, governments in many d eveloping countries, like Ethiopia are forced to 

makc diffi cult choicc to control spending on education , which absorbs a large 

share of overall government budget. As compared to general education TVBT 

programs a re expensive; the cost of one TVBT school is equivalent to two or 

three schools of gene ra l education. Previously, in developing countries, 

government took the overall responsibility of finance TVET program with some 

donor agencics (Atchoarena, 1966:3). 

Even though it is expensive, government a nd private sector must recognize that 

TVET is an investment, not a cost, having importa nt returns such as well bein g 

of the workers, increase productivity and international competitiveness. Hence, 

fundin g the program must be s h ared among government , industry, the 

commun ity and thc learner. In comc gcnerating and fund raising means should 

be assigncd by training institutions in order to add up on other funding 

activities. The share balance may vary from one country to a nother, however, 

a ll partners in society who share the benefit should take the responsibility to 

contribute to thc c rcation a nd on going vitality of the TVET system by cost 

sharing, in corporating appropriate governm en t financia l incen tives (UNESCO, 

1999:670). 
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As a stratcgy of cost cutting in TVET, varIOUS methods arc devised. The cost 

reduction meth od s in corporate s tude nt's fees, s ponsors hip of tra inees, sales of 

extcnsion education service , sales of s tudent' s products, introduction of a 

training levy on employers , and apprenticeship t raining. Apprenticeship 

training is a ch eap way of tra inin g youngsters from s ide of government as the 

cos t of this training is s hared between employers and a pprentices (Atchoa rena, 

1994:164). 

The major source of funds in m ost of the developed countries for full time 

apprentices hip education is th e payroll tax levied on most firms. This is formal 

fin a n cial in volve ment of employer with educa tion a nd tra ining (Lauglo and 

Lilli s, 1988:58). 

According to the World Bank policy paper (1 99 l: 5 1) 1I1 developing co untry , 

t ra inin g finance policy has two major objectives: 

1. To c n surc stabili ty of fund ing needcd to develop sustainable in s titutiona l 

ca pac ity . 

2. To ensu re the leve l of fin a ncin g needed to improve public trai ning. 

To achievc these objectives, th e government budgetary fi n a n cing is not enou gh. 

Th erefore, diversifying the so urce of training fi nance is pertinent to overcome 

the budget con s tra ints. Employers and workers wh o receive its b enefits must 

increasingly share the cost of training, Accordingly, expansion of enterprise and 

private training institutions, payroll levis on enterprise, direct cost from 

employers an d trainees must be encouraged . 

Generally, in order to p romote effective system in a country it highly requires 

the development of feasi ble TVET objectives, fin a n cing system a nd enforcemen t 

of re liable education acts. 
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2.3. The Two Polar Types of Apprenticeship Trainings 

2.3.1. The Traditional Apprenticeship 

Traditional apprenticeship is a form of skill training program in which students 

learn the skill s for a particular trade or job usually under the tutelage of a 

master craftsman . It emerged as a system of skill training during the time of 

ancicnt Greeks and Romans; and took root as a formalized training system 111 

13th century. In the traditional apprenticeship system, the master crafts men 

agree contractually to train young men in their crafts as m uch as they might 

their own sons. Traditional apprenticeship generally lasts five to seven years, 

during which the master provided his apprentice a room, boarding, clothing 

and tools; a nd basic training in the skills of reading, writing, calculating and 

knowing scripture. In exchange, the apprentices provide labor, starting with 

menial tasks at first, but gradually b ecoming more valuable as their skills 

improved (Unger, 1996:39). 

Traditional apprenticeship was the major m eans of vocational training in the 

western world until the second industrialization in the mid 19th century. It was 

functional ve ry well during the Middle Ages, but in the 19th century, it had 

collapsed because of the rapidly developing technology and the factory system 

of production that came with it. The reasons for its collapse can be explained by 

three reasons: 

1. The small horne industries become more like factories: it become more 

difficult for the master to maintain th e same type of relationship with the 

apprenlices; 

2 . The start of division of labor within the factories: the necessity of training 

individuals for the whole spectrum of the production became too costly 

and very obsolete; and 

3. The increased mechanization in the industries: there emerged a huge 

demand for unskilled laborers which absorbed both thc trained and 

untrained workers on equal grounds (Gall inelli, 1974) 
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The break down of tradition a l appren t iceship took place in Eu ropean countries 

such as En glan d and l7rance; but in Germany unlike othe r countries the 

system remaincd a nd used as a basc for th e e merge nce of modern 

a pprenticeship including the dual systcm of trainings. However, in many 

developing countries including Ethiopia tra ditional a ppre nticeship had a 

s ignificant role in training of c ra fts or trades. Moreove r , it still remained as one 

modc of training for traditional c rafts a nd m ode rn tcchnical trades in sma ll 

firms of informa l secto rs (Middleton, Zcidermen a nd Ad a ms, 1996 : 17). 

2.3.2. The Modern Apprenticeship 

Modern apprenticeship tra ining is cons idered as one of the most effi cient cost 

effective mcchanism of t ra ining. It saves th e eost of the governm en t that was 

supposed to be cxpended on training for it a llows employers to share most of 

the training cost. Moreover, as it providcs fo r the combina tion of the same 

resources, such as instructors, equipment, m ateria ls a nd time, to gather thc 

to tal cost perta ining to n a tiona l economy will a lso be minimized (Lauglo, 1993; 

Zidcman , 1988). Modern apprenticesh i r involves a contractual agreemen t 

betwecn the apprentice a nd the employer where the la lle r provides training and 

a llowan ce in rcturn fo r the form ers untrained la bor (Lautcrbach , 1994; Unge r , 

1996). It takes usua lly an average of two to five years fo r its successful 

comple t ion. 

Modern apprenticcship is diffe rent from comparative education or a lternative 

training. Lauterbac h (1 994:312) indica ted that in alte rnative training scheme, 

studcn ts who attended school based technica l a nd vocational training in the 

full time TVET are ass ign ed to diffe rent enterprises for the intension of 

facili tating these vocational orientation a nd career choice, or giving them some 

on -the job experience in the world of work. In such sch emes, there is no 

match ing bc twee n th e curric ul a of the two training places : th e full time 

vocational schools a nd the firms wh ere the students are assigned to different in 
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firm intern s hip programs which a id th em to add hands -on experience to the 

primarily theoretical training they receive in their full time schools. 

On the co ntra ry, according to Atchoarena and Deluer (2002), in the modern 

a ppre nticeship scheme , the full time vocational schools teach only the contents 

of vocational theory a nd to some extent general subjects, where as the firm 

place majo r emphasis on providing job re lated tra ining, and on the 

complementing the vocation al theory by practical training. [n this system 

tra ining is based on the complementary be tween the enterprise a nd the school 

in the sen se that it involves not m erely the sum of the knowledge acquired in 

the classroom plus the know-how acquired within thc enterprise but also the 

constan t a pplication of th e knowledge acquired. Hen ce, in the modern 

a pprcnticcship training th e two milie u s reinforce a nd complem e nt each other to 

producc trainees who are bctter quali fied a nd able to a da pt to the business 

world. [n a ddition to importing th e practical skills, modern apprenticeship gives 

a ttention to acquire theore tica l knowledge a nd work attitudes. 

fi'in a lly , the two types of a pparen t s hip training have a common objective, that 

is , they a re a im ed to familiarize youngsters to the world of work . However, 

modcrn apparent s hip training is con s idered as one of the most effective 

mechanism. I t saves the cost of the government because employers sh a re most 

of thc cost. Since the same resources a re combined togethcr, the tota l cost of 

thc nationa l economy will be also m in imized. 

2.4. Conceptual Framework of Apprenticeship 

2.4.1. The Work Plac e Learning Environment 

Today's business environments are characterized by a number of factors such 

as inc rcased competitions and ra pid technological change that, theoretically, 

s h ould act to motivate a greate r invcstment in training. The organization of 

lea rnin g in th e workplace h as ta kcn on a new s ignificance in th e curren t policy 
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climate of various cou ntr ies. In ma ny respects, a s Carton , M. (1984 :12) noted , 

lcarning about work h as come fu ll c ircle. Once it is valued as a learning s ite , 

the workplace was gradually replaced by more stru ctured approaches to 

lea rning wi th rise of specia list schools and co lleges. 

Th e n a ture of this learn ing that takes place in a workplace va ries wide ly. 

Learn ing can be assoc iated with formal training programs that m ayor may n o t 

res ult in some form of ce rtification. This tends to be associated with the u se of 

experts (train ers) who play a leading role in transferring the required knowledge 

and s kills to workers. However, the workplace is also a site for informal or 

inc idental learning. Resea rch evidence points to the value of both types of 

learning in th e workplace a nd the importance of achievin g a productive balance 

between the two (Hagar, 1997). In general , it is accepted tha t on the job 

learn in g aids transfer of skills a nd IS more a uthentic. Accord ing to Dennis 

(2000 :252), well planned , properly supervised work based learning can provide 

th e fol lowing benefits: 

• Increase the individual worker's produc tivity; 

• Provide th e ve rsa tili ty necessary to meet c hanging condition s; 

• Provide the most e fficient way to train all rounded worker; 

• Improve the success of youth in moving in to employment and becoming 

contributin g membe r of the community; 

• Promote the focus on scien ce and technology and respond to changing 

nature of skilled occupations requ IrIng greater techno logical a nd 

information processin g expertise; and 

• Mainta in the community of skilled trade . 

However , on -th e-job, training environme nt 

di sadvantages for learning. Related to this, 

following: 
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In many instances the goals, methods, ideas and 
s trategies of bus iness enterprises are very diffe rent from 
those of leaming institutions. The former is concemed 
w ith productivity and survival, the latter with leaming 
and professional growth. Thus , an enterprise is not 
primarily concemed with leaming, and in particular, the 
s ort of leaming that might lead to qualifications. 

Gencrally , thc shift from a s upply to a dcmand driven TVET system h as been 

exerted greater pressurc on industries to deliver workplace tra ining a nd 

reclaiming of th e work place as on a uthentic s ite for learning. In effec t , 

vocationa l learning is incrcasingly being de-institutionalized. The traini ng 

reform s in m any countries have p laced g rcater emphasis on work places a nd 

th e pcrsonnel to providc relevant, conceptualized job specific learning 

opportun ity in a m anner that will contribute to the growing pool of qua lified 

worke r s in a cost e ffective manner. 

2.4 .2. Vocational Guidance and Placement of Trainees 

Vocational guidance is a type of guida n ce ac tivity that enables studen ts to 

make decisions for their futu re career. In connec tion to t hi s, Herr and Cramre 

(1 992:4), describes vocational guidancc as "the proccss on program of 

assis tance dcsigned to a id thc individua l in choosing and adjusting to a 

vocation". 

Vocationa l gu id ance is more than providing information , it is a blend of self 

development to a d a pt, a ch a n ging cul tura l and economical s itua tio n a nd 

learnin g a nd assimilation o f career , provid ing educational, labor m arket a nd 

economic opportunities information (Ipaye, 1986: 94-95) 

According to the Nationa l yo uth ad ministration (NYA) in Herr and Cromer 

(1992:6) the following fivc guidance goals a re identified to increase the 

employabil ity of youngs te r s 

1. To h elp t ra in ee eva luate himself/herself, 

2 . To help trainee make a vocational c hoice, 
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3. To help trainee plan his / her training program to achieve this choice, 

4 . To pl aces him / her in the work, and 

5. To follow up on the work assignment to insure goal results for 

him/her. 

The preparation and implementation of vocational guidance and job placement 

necessitates enacting legislation that defines goals of vocational guidance and 

job placement system. It s h ould describe th e range of service to be provided 

a nd stipu late the revel of resource . The legislation should apply to the se rvice to 

be provided to train ing in vocational train in g institutions (Ipaye, 1986:98) . 

Further more , career guidance and counseling has paramount advantage for a ll 

stakeholders of the education system. Hence, the interest of industry, 

individuals and parents should be considered in guidance and coun seling and 

be sensitive to the need of every trainees and circumstances. Its role s hould 

include preparing students and adu lts for th e actual opportunity of career 

change during the period of unemployment as well as employment in the formal 

and informal sectors. Guidance and counseling service shou ld be extefl(lc<..1 

beyond to educational institution; so that it is accessible to the population at 

large (UNESCO, 1999:64). 

Generally, in developing countries like Ethiopia, appropriate vocational guides 

serves not only helping tra inees in choosing and adjusting to a vocation, but 

also minimize the wastage of scarce resources, which is invested on trainees 

due to the ir wrong or unwise c hoice of vocations. 

2.4.3. Contracts of Apprenticeship and Areas of Responsibility 

2.4.3.1. Contracts of Apprenticeship 

Apprenticeship contract is concluded bctwecn a n employer a nd a young person 

combin ing on the job training, formal learning and productive work. Once 

entered into, the agreement places up on both employer and the youn g person 

a set of reciprocal rights and duties. The employer agrees to ensure that the 



apprentice follows thc stipulated program of TVET which wi ll be based on 

national standards formally recognized by the sector concerned. A non­

negotiable part of the agreement will be that on the job training will be 

complimented by the off the job training in on education ins titution. [n return, 

the apprentice agrees to confidentially peruse the stipulated program of 

education and training, to undertake productive work related to his/her course 

of training within the company and to accept a training wage appropriate for 

thc his/ her age and the stage of this/ h er apprenticeship training (Steedman, 

1998:17). 

A self-employed person is not a worker within the labor law; however, 

apprentice is brought within the pure view of the labor law, even if only 

probation. A labor law, according to Ipaye (1986: 187), defined as: 

A branch of law which creates a contract of employment 
between one person and another for the purpose of learning a 
trade or woricing for wages, either or not the contract is to the 
executed independent of control and regulate all rights and 
duties incidental to that relationship both under the common 
law and the statue. 

However, in modern apprenticeship context, apprenticeship contract is an 

agreement concluded among training institution; apprentice and employer 

based on mutual interest. All concerned partners s hould sign a memorandum 

of agreement about apprenticeship training so that the tripartite partnership 

can become more mutually inOuential. Such an agreement determines the 

content of apprenticeship training as well as the duties and responsibilities of 

the parties. 

2.4.3.2 Areas of Responsibility During an Apprenticeship 

Th e role of the employer: 

• To provide a safe learning a nd working environments. 

• To provide qualified work place trainers to mentor apprentice. 
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• To become a registered employe r with the industry Training Authori ty. 
• To a llow the a p pren tice to attend technical tra ining sessions. 
• Pay th e a pprentice's wages . 

• Prov id c oppo rtu nities to relocate th e a ppre nti ce to variOUS tra d e re la ted 
work a reas within th e compan y. 

• Com pl ete the recommended refe rra l form ind icating the completion of 
apprenticc's on the job-tra ining com ponen t. 

Th e role of th e a pprentice 

• To idc n tify a n employe r in re levant trade a reas that is willing to p rovid e 
a ppre n ticcshi p tra ining. 

• To regis ter as on a pprentice wi th th e industry tra ining authori ty 
• To be safely con scious at a ll times . 

• Abide by th e be h a vior standa rds a nd prac tices o f the work place . 
• Under stand th e rights a nd respon sibilities of employees in the workplace . 

Th c ro le of indus try training authori ty (ITA) 

• Working with post seconda ry in s ti tution s to e n s urc th a t s ta nda rd s o f 
tra ining a nd con cep tion of cred entials a re m et with industry 
requircments. 

• Rcgisterin g apprenticeshi p agreements . 

• Rev is ing pr ior work h ours for ind ividua ls choosing to acquire tra de 
qua lification through the ch a llenge proces s. 

Processing certifi cates for qu a lified a pprenticeship Journ ey pe rson 
(Kwa ntlon Univers ity Colleges, 2 003 ). 

2.5. Challenges to Apprenticeships Training 
Tec hnological ch a n ge is exe rt ing a dram a tic influen ce on a ppren ticeship 
tra inin g in two ways. First, there is a s hift from th e tra ditiona l semi-skilled 
occu pa ti on s to thosc th at h avc an in creasin g relia n ce on tcehnology. Bu s iness 
a nd in d u s try a rc a d d ressing this ehangc by either u pgra din g th e s kill 
requi rem en ts fo r existin g trades or by see ki ng th e establis hment of new trad es, 
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some of which might be good cond itions for the use of the apprenticeship 

mode l. Second , employe rs, government, colleges a nd no n -government 

organizations arc a ll exploring the use of technology for the delivery of the 

techn ical portion of appre n t iceshi p t ra ini ng. Currently, most apprentices must 

attend a college or private trade sch oo l to acqui re th is train in g. Thi s increases 

the need for JI1come support previously provided by Human Resource 

Development center. Distan ce learning and computer basic learning 

approaches can make the theoretical portions of apprenticeship tra ining more 

accessible to m a ny appren tices. 

In order to im plem ent apprenticeship program effective ly it greatly requires 

mutual understandin g of TVET in s titution s a nd a ppre nticeship providers, 

enterprises. However, cooperation between public training institution s and 

em ploye r has been diffi cult to establ ish in the public train ing systems of many 

developing countries. Two fundamental problems: lack of incen tive s and lack of 

capacity lie at the h eart of the mater (Harschbach in Midd le ton 1993:23). 

As it is m e ntioned above, a lthough ente rprises a re the fin al consumers of the 

TVET products, they a re reluctant in involving to provide places for apprentices. 

Most e nterprises will avoid it if possible on th e ground th at the training is 

expensIve. However , there a re a lso other important reasons for th e reluctan ce 

(UNESCO, 1996: 3 1). 

• Under th e presence of economic down turn, most ente rpri se operate 

below capacity a nd fear that taki n g inexperienced tra inees would further 

marginalized th eir production a n d profits as well ; 

• Trainees on attachments a re risk factors for enterprise because th ey a re 

often unin s ured against accidents; 

• Larger enterprises h ave wider inte rn a tional interests besides training. 

Majori ties of local enterprise a rc sti ll small and weak. They do not have 

suffici ent capacity to co-operate with TVET ins titutions to conduct 

training programs. 
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The other m ajor problem in this area is: inappropriate methods of assessment 

a nd inadequate incentives for trainees. Although apprenticesh ips are 

considered to be an integra l and important part of the trainees training, they 

arc often not cou nted in the overa ll evaluations of the t ra inees, which leads to a 

lack of responsibility on the part of both parties involved , trainees and 

enterprises (Atehoarena David and Andrc, 2 002:6 1). Obviously, trainees 

aUending apprenticeship program often require s uffic ient fin ancial support to 

cover their traveling and subsistence costs. These are in most cases too m eager 

for trainees to value and concentrate on the available a pprenticeship progra m. 

Th e finan cia l problem is much severe for those coming from rural and low­

income families. 

Walen born (1 996: 102), identified the major common problems in the TVET 

systems provisions: 

• Lack of co-operation among potential training providers, 

• Management and implementation problems of education measures, 

• Labor market and employment programs, 

• Financial problems, and 

• The lack of adequate infrastructure. 

Generally, constraints in conducting apprenticeship as an integral part of the 

TVET system a re more complex and largely diversified as they are discussed 

above . However , La u glo and Lillis, (1988:2), identified common challenging on 

im plementation of apprenticeships: 

• Lack of elarity of cu rriculum , 

• Lack of proper assessmen t, 

• Shortagc o f qualified trainers, 

• Lack of s tatus or attractiveness to trainees and their families, 

• Requiring hi gh costs, and 

• Demanding management capacity, 
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To sum up, challenges of apprenticeship training in many countries are more 

common a nd complex, as it is explained above. This also hold true in Ethiopia. 

Therefore to promote effective apprenticeship training strong collaboration 

among TVET institutions, private sectors and the government is crucial. 

2.6. Strategies to Improve Apprenticeships Programs 

2.6.1. Introducing Outcome Based Approach 

In the outcome based TVET system, the goal of TVET providers is to create the 

necessary ski lls, knowledge and attitude of trainees, so that they are able to 

perform according to occupational standards, and h en ce receive certification. 

Zambia, Tanzania and South Africa, among other African countries, h ave 

introduced competency-based tra ining. Its implementation IS complex and 

must include the development of standards based on job analysis, the 

preparation of new modular curriculum , and the design of assessment methods 

and new performance test. The value of competency-based training is that it 

focuses on the skills needed for performance in a job, and it places pressure on 

inslructors and cenlcr managemenl lu deliver lhese skill s. It can lead to a 

reduction in training duration as well as greater Oexibility (The World Bank, 

2004:82). 

To create a competent, capable and adaptable workforce to be th e backbone of 

economic and socia l development in Eth iopia, and to en able on increasing 

number of Ethiopians to find gainful employmen t a lso self employment in to 

different economic sector of the country, the TVET system, in line with many 

modern TVET system worldwide, will be re-organized into on outcome based 

system. Thus, identified competencies n eeded in the labor market will become 

the final benchmark of training and learning, and that all institutions, rules 

and regulations of the TVET system will be redefined so that th ey support 

Ethiopians to become competent (MoE, 2006 :2). 
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Generally, outcome based approach is introduced in both developed and 

developing countries and s howed fru it ful results. Since it focuses on the skill 

need for performance in a specific job, it may promote Ethiopians' TVET 

delivery if it is introduced n a tionally. 

2.6.2. Introducing Cooperative Training 

The flexibili ty of TVET del ivery a llows for strength ening and further 

development and deepe nin g of co-operative TVET. Co-operative training is a 

mode of TVET provided In partnership between enterpri ses and TVET 

instiLuLions . Usually, the TVET institutions' training takes place In an 

enterpri se, while Lh eory a nd initial practical exposu re provide the bulk of 

practical. In morc advanced TVET system for instance in many European 

countries cooperative TVET schemes are organized as formal apprenticeship 

Lraining, implying a work or apprenticeship contract between the tra inee and 

the company (MO E, 2 006:24). 

J n times of limited public resource for TVET, cooperative and in -company 

jentcrprise , training provides a way to t rain more people without increasing 

government spending. Since trainees spend more time In compames 

j enterprise during their training, more trainees can be taught at the TVET 

institution j college in the same amount of time without additional financ ial or 

personnel resources. In vestments for expensive equ ipment and workshops can 

be reduced if the parts of the training requiring this equipment are conduc ted 

in the companies j enterprise. 

2.6.3. Encouraging Employers Involvement in Apprenticeship 

Young people planning to enter the work force may drive considerable benefit 

from school supervised work-based learning programs s uch as apprenticeship. 

While many educators recogn ize the va lues of su ch experience, few employers 

have seemed enthus iastic about becoming involved in such programs. It is 
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proposed that employer in volvem ent in sch ool to work transition could be 

en h a nced by innovations in bo th governmenta l a nd non- governme ntal polic ies 

a nd programs. It is suggested that severa l dimensions should be k ept in mind 

when designing ince ntives : type of work place, policy level, governmen t versu s 

non -government, size of participating employers, motivations of business 

participants, a nd reward in g existing p rograms versu s building path s to 

partnership (Bremer , 2004). 

To en courage more partic ipation by enterpri se more innovative alternatives 

besides payi n g of rebates should be explored. Some of thi s may include : 

• Honor ing those companies that are active by awarding sch olarships or 

research grants in their names; 

• Naming building or la bora tories after them; 

• Recognizing their contributions on graduation d ays; 

• Allowing them to a dvertise by exhibiting their produc ts or servIce s 111 

institutions. 

2 .6.4. Improving TVET's Instructors Training 

Since su ccessfu l school to work tra n s ition can demand a different set of teacher 

responsibi lities than has been the case with trad itiona l education , teacher 

e ngagement in school to work transition activities would h ave wide range of 

n ew a nd different responsibilities . To identify and delineate TVET teacher's 

involvem e n t in a nd contribution to school to work transition important to: 

• Involving s tude nts in orga nized work place experiences , 

• Helping students to understand th e work place, 

• In volving workplace representatives in school c urriculum and instruction 

(Gregson , 2 005 ). 

F'or quality in s truction, a continuous s upply of teacher a nd instructional 

person a l with a subs ta ntia l level of subj ect m a tter mastery is vital. Compe tent 

TVET teachers a nd coord inators thus should be con tinuously prepared on to 
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basis of intcgrating strong theoretica l knowledge with capable practical skills 

tra ining in the s pecific occupations. Besides, because TVET curricu la a re 

dynamic in nature , a lways need changes a nd modification in line with the 

continuously ch a n ging technology, continuous tcchnological ch a n ges coping up 

t ra inings s h ould be organ ized for those teachcrs and coordinators who work in 

the resp ectivc programs (Murna n e and Levery, 1996). 

High ly s killed , qualified, m otivated , flexible a nd c reative TVET teachers a nd 

instruc tors a re the backbone of any TVET system , capable of adjusting to 

chan ging tcchnological environments a nd creating conductive lcarning 

cnvironmc nts for diffe rent ta rge t groups. To this end, the fund a m e nta lly 

overhauling the sys tem a nd provision of TVET teach ers/ in s tructor training is 

c rucial. This helps to create a corps of TVET teachers/ in s tructors capa ble for 

preparing tra in ees from diffe re nt target groups and with different learn ing 

requiremen ts to develop relevant occupa tional competencies. Systematic 

training, cducation and further training will be provided for teacher and 

instructors in th e TVET system at a ll levels: a t the higher edu cation level for 

technical teachers in to forma l TVET program s as well as at lower levcl for 

instructors in th e non- formal TVET schcmes (MoE, 2 006:32) . 

2.6.5. Promote the Role of Vocational Guidance 

Increased atte ntion will be given to vocationa l guida n ce to enable fur ther 

trainees, in pa rticu lar youth , to choose the right career a nd make fu ll u se of thc 

initial and lifc long learning opportu ni ties provid ed by the TVET system. 

Vocation a l gu idance h as to start at school level. Howevcr, TVET institutions will 

a lso assign a nd train vocational guidance stafr. They wi ll coopera te with schools 

for early oricnta tion of school levels and with NGOs, community organization s 

and other rel evant organization to offer gu id a n ce to other local target groups. 

Thc vocati on a l gu id a nce staff at TVET in stitutions wi ll be instrume n ta l 1I1 

faci li tating apprcnticcships a nd prcparing youth for appre nticesh ip training. 
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Moreover , th cy will also be focal poin ts in organizing self-employment su pport 

for TVET graduates. To this end, Th e TVET Authori ties will d evelop a concept 

for thc introduc tion of a ppropriate vocational guidan ce structures with in thc 

TVET system, including a systcm of a ptitude testing to support person a l carcer 

ch oices (MOE, 2 006: 26). 

2.6.6. Encouraging the Income Generating Activities 

Strengthcning th e income generating capacities of TVET institutions is another 

way to supplemcnt rcsources availablc to the TVET systems. Existing income­

gcnerating activities , (e .g. th e sale of products produced by students, 

commercia l activities or renting of fac ilities .) can still be increased by improvin g 

managcment a nd marketing skills of TVET institution man age rs a nd by easing 

regulations rcga rding th e u sc of generated funds. Furthermore , the TVET 

a uthorities may devices budgctary procedurcs and/or incentive schem es to 

increase ins ti tu tions to in crease their in come generating effor t (MoE , 2006:34). 

Instrumcnts to e ncourage and s timul ate an increase in in come generating 

ac tivitics usua lly include : 

• Granting autonomy to training institution s m term s of the u se of th e 

generated funds (with in the overall legal and regulatory framework) is 

usually a first step to encourage IGAs. 

• En forcc incomc-generating ac tivities through rcduced budgetary 

allocations. 

• Develop t ra inin g a nd reorientation of school m anageme nt towa rd s marke t 

oriented m a nagement approa ches . (MoE , 2 006: 63). 

2.6.7. Introducing Training Levy (Or Training Tax) 

Developing countries use two basic types of payroll training taxes each of which 

reflects a rather different objcctive; a lthough in practice there a re mixcd 

models. The revenuc risin g plans-so callcd the Latin America model is 
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essentia lly used to support pub lic sector training provision , with the emphasis 

on in i ti a l training at formal public tra ining in s titution s . The a lternative levy 

grant, o r rebate, sch eme en courages firm s themse lves to provide in pla nt 

trai ning (Zide rm a n, 2003 :9 12). In many cases, the declared intens ion 

underlying the introduction of payroll levy is to lighten public sec tors fina ncing 

burd en s (Atch oarena, 1996:8 ). 

2.7. The Practice of Apprenticeship Models from Sele c ted 

Countries 

It is undeniable that vanous countries provid e their second ary students with 

different training progra m s they think a re releva nt to their pa rtic ular needs a n d 

objectives of TVET. I t is of para m ount to examine the experience of some 

selec ted countries in exercis ing a nd implementing apprenticeship program in 

their countries. Thus, th e pu rpose of this section is to exam ine the experience 

of Germany, and Zimba bwe. 

2.7.1 The German Cooperative Training System 

The cooperative training system ("dua l system ") has a longstanding trad ition in 

Germany. 1t is the m a in form of TVET in Germa ny, i. e . the m ajority of trainees 

go through cooperative tra ining. The coopera tive training system dates back 

many centuries a nd h as evolved from the gu ild -based training of the Middle 

Ages to its current state . Hen cc German companies/enterprises a re ve ry much 

in volved in training a nd consider it one of th eir main respon sibilitie s. 

Companies /enterprise a nd the ir representatives (usually the c hambers) a rc 

one of the key stakeh olders in Germa n TVET. The othe r is th e state, which sets 

the rcgu latory framework for TVET (Mun ch , 1995:49). 

There has been a voca tion a l tra ining ac t as a federal law since 1969, in which 

the cooperative train ing system is regulated; so as to m ee t th e need for suitably 

qualified manpowe r in th e labor market. This vocationa l training ac t constitutes 



the regulatory framework for German cooperative training taking place in a 

company/enterprise. Regional state school laws govern the part of the training 

time spent in TVET schools. 

In many countries, the cooperative training system differs from pure school 

based education in two respects : 

• The larger part of the training takes place in production faci li ties or 

service companies/enterprise in industry and commerce. In Germany, in 

company / enterprise training of three to four days per week IS 

complemented by one to two days per week school-based training for 3 to 

3 1/ 2 years time. This leads to a training certificate, which recognized and 

accepted nation -wide. 

• The responsibili ty of training lies both with the state and with private 

companies/ enterprise. In Germany, ch ambers as a companies/ 

enterprise ' representatives posses a vocational committee in which equal 

numbers of representatives of employers and trade ul1lons are 

responsible for making sure the implementation 111 compal1les 

corresponds to the respective regulations. 

Since the early 1980s, many studies have examined the distribution of boys 

and girls in the vocational training branches. Out of two thirds of the age 

cohort covered by vocational tr a ining in 1995, 58% were boys and 42%, were 

girls, compared to 75% and 25% respectively in 1950 (Schmidt and Alex, 1998). 

While the situation has improved in terms of the percentage of women 

apprentices, occupational segregation is still striking in certain sectors of the 

vocational train ing system. Although in recent years, young women's demand 

for appren ticeship places has increased markedly they are still under­

presented in the dual system (43%) and concentrated in a small number of 

specialized occupations that offer fewer prospects for promotion than those 111 

which young m en are concentrated (Munch, 1995 :88). 
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In German y, the assessm ent o f t ra inees 111 t h e dua l system is based on three 

types of certification: 

• a ee rtificatc is su ed at the end of the trainin g pcriod upon successful 

completion of a nationa l fin a l examina tion , which a ll trainees must take, 

regardless of industry sector; 

• A certificate is sued by the firm's trainer; a nd 

• An assessm ent by the vocation a l school, 

The combin a tion o f the three a nd their external and interna l assessm ents helps 

en s ure th at stand a rd s of competency a re mainta ined a nd n o t left solely und er 

the control of the firm w h ere th e training ta kes place. These three certificates 

make Li p a "certifica tion system" whose components a re independen t and 

complementary but not coo rdinated (Reiss wi lfriod , 1997:37). 

2.7.2. Zimbabwe's Apprenticeship Training System 

As th e m a in TVET program establi s hed with the arrival of the Europea n settlers 

in the last decade of th e 19"h centUl-y, apprenticeship tra ining was affecteo 

under th e masters a nd servan ts comm a nd. Under this law, contrac ts of 

apprenticeship were registered a nd loosely supervised by the magistrate; 

h owever through variou s education acts, it has undergon e s evera l changes 

(UNESCO,2002 :237) . 

The tradit ional a pprenticeship progra m s (TAP) represents a n interesting 

initiative la unc hed within th e informal secto r training and resource n etwork 

(ISTARN) . rt is d eveloped on integra ted a pproac h to strengthen the informa l 

sector, and increasing employment and bus iness valubility within the sector . 

A TAP is a development in tervention a imed at providing vocational skills 

tra inin g w hich is cost effe ctive, relevant a nd accessible to relative ly large 

numbers of people . The TAP attempts not to a lte r the ch a racter of the 
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traditional apprenticeship or to intcrfere excessively, but to enhance it. 

Therefot-e, TAP intcrventions arc a imcd to improve the skills transfer proccss 

and thus incrcase the a bi lity of trainees to create their own jobs. The main 

features of thc program arc the following : 

• It is vary flexibl e in its opcration. 

• It requircs minimal cducational cntry levcl. 

• The training is a imcd at the informal scctor employment and self 

employment 

• It does not involve long-term formal training; average trad itional 

apprenticeship duration does not exceed 12 months in total. 

It is to be noted that graduates from this program wh o have potential to start 

their own business are further supported by: 

• Access to credit for tools or other s tart up capital; 

• Access to sma ll busincss management training; 

• Regular monitorin g vis its by small business advisc rs to give appropriate 

advice and m onitor performance. 

TAP secms to have had a satisfactory success rate in as fa r as employment is 

concerned for its gradu ates. Moreover, available data a lso suggest the program 

is cost effective (Atchoarena, David and Andre, 1996 :284). 

2.8. Current State of Ethiopian Apprenticeship System 

Trad itionally, Technical and Vocational Education and Tra ining ('I'VET) 111 

Ethiopia has becn fragmcnted a nd dclivered by d ifferent providers at various 

qualificalion Icvels . Both formal and non -formal training is provided by public, 

private a nd NGOs. Unlike formal training, n on -form a l tra ining programs are not 

system atica lly recorded. Informal (on -thc-job) training is widespread, but due to 

the abscnce of a systematic testing and certification system there are currently 
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no mechanisms to recognize informal occupational learning. Traditional 

apprenticeship in small and micro enterpri se sector constitutes another 

presumably important, yet entirely un -researched, training environment (MoE, 

20063) . 

In the year prior to late 1990, in Ethiopia, technical a nd vocational education 

received less atlention. It gen era lly used to occupy a small, of not a m arginal 

position in the education system of the country. For instance, the Ministry of 

Education (MOE, 20(2), indicated that an average it used to occupy on ly2% of 

the total secondary school students population in the years before 2001/2002. 

However, in recent years, the government has made huge efforts to design and 

implement a new school based technical vocational education and training 

TVET programs in various levels of its education a l system . In this regard the 

government has drafted TVET strategy. In its statement, the policy paper states, 

"parallel to the general education , diversified technical and vocational training 

will be provided for those who leave schools from a ny level of education" (MoE, 

2002:(1) 

Though the enrollmcn t capacity in the sector is rapidly increasing from time to 

time, thc county's TVET programs are facing many challcnges from different 

angles. It has becn indicated in MOE, (2002:29) and Wanna (1998 :62): 

• Inadequate equipments and facilities, 

• Lack of appropriate and sufficient number of qualified trainers , 

• Non-Oexible and outdated occupational standards, 

• Inadequate functional relationships between the training 

institutions and the real world of work, 

• Lack of interest of the stakeholders to participate in the curriculum 

design and implementa tion , and 

• In sufficient and non-transparent management capacities were the 

major bottleneck for success of th e program. 
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Dcspite thcsc immense structu ral problems , importanL reform steps h ave been 

inLroduced aflcr lh e adoplion of lhe National TVET strategy o f 2002 and the 

TVET proclamation of 2004. In Elhiopia, co ncerning lh e Governance of TVET, 

s larlin g from March 2004 thc Federal Governmen l has given the ultimatc 

responsibili ly of m a n agin g the program to the MoE, particularly to the TVET 

sector office. Accordin gly, the office has a power (a uthority) by low to provide 

s upcrior leadership a nd to prcscribe standards regarding TVET carried out in 

the country. Moreover, TVET council has bcen established by law to provide 

a dvice a nd rcnder service to the, office to enable it to ca rry out its power a nd 

duties effective ly (Negarit Gazela, March 1,2004: 2578). 

In order to provide oplions for increasin g numbcr of sch ool leavers, the 

gove rnmenl cmbarkcd on a massive expansion of forma l TVET som e years ago. 

Between 1996/07 a n d 2004 /05, lhe number of TVET schools provid ing formal 

n on - agricu llurc TVET increased from 17 to 199, and enrollmcnt from 3,000 lo 

106305 (MOE, 2 004/05). However, despilc the en ormous expan sion , formal 

TVET on ly calers for less than 3% of th e relevant age group. Enrollment fi gures 

in formal TVET progra m s s how a fa ir gender ba lance with 51 % fe m a le students . 

Howcver, girls are ovcr proportionalilY reprcsen tcd in business trades and 

ly pical female occupations such as textile a nd hospitality , and under 

represen ted in agri cul lura l TVET programs and some 10,000 in teacher 

train ing ins tilulion s a nd collegcs (MoE, 2004/05). 

Concerning apprenti ccsh ip training program , Ethiopia h a d its own tradition a l 

apprenticeship through which craftsm en and artisans werc offering s kill 

training to the a pprentices for ce nturies. Then, a fte r with the emergen ce of 

modern vocalional education and lraining, modern apprenticesh ip I S 

inl roduced in the TVET syslem. The sch eme was designed to fami liarize 

tra in ees w ilh the real wo rld of work who even tua lly qualified as self or wage 

empl oyees in their specialized a reas. Th e curriculum dcveloped by the ministry 

of edu cation (MOE) for middle level techn ical a nd vocalional education a nd 
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training a llocatcs 3 12 hours for out of school a pprenticeship training a nd about 

500 hours for th c main course (MOE , 2 003: 8 ). 

To strengthen the implementation of a pprenticeship program as the component 

o fTVET, on I SI Ma rch 2 004 TV ET law was promulgated. Thi s la w d evotes one of 

its pa rts fully for a pprenticeship tra inin g. In th is document, duties a nd 

respon s ibili ty of the TVET institutions, apprcntices a nd organiza tions were 

thoroughly covcred. 

To sum up , TVET in Ethiopia have posed diffe ren t reform . At the present, 

sectors h ave gained policy attention a nd s upport of the federal government. 

Thus, TVET has to respond to the s kill s n eed of the la bor market and c reate a 

competent a nd a daptable work force capablc of driving economic growth and 

developme nt. Although greater effor ts are made to promote Ethiopian 

appre nticeship progra m of TVET, it is challenged by: 

• Shortage of a pprcn ticeship providing orga nization s, 

• Organizations un a ble to ass ign appropriate tr a iners to guide the 

apprentices, 

• Lack of j oint planning between a pprenticeship providing 

organizations and TVET in s titutions, a nd 

• Fina ncial problem of trainees 
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CHAPTER THREE 

PRESENTATION AND INTERPRETATION OF THE DATA 

This part of th e study deals with the presentation and interpretation of the data 

collected from the sample principals, vocational counselors, apprentices and 

work place supervisors in organization offering apprenticesh ip training. The 

relevant data and information collected through questionnaires, interviews and 

documents were analyzed and interpreted. Hen ce, the basic questions raised in 

the first chapter were given appropriate treatmcnt. 

Out of the total 189 questionnaires distributed to TVET trainees, 163 (86.2%), 

out of 22 questionnaires distributed to supervisors in organizations offering 

apprenticeship training 20 (90.9%) and out of 6 questionnaires distributed to 

college deans and vocational counselors, 6(100%) were filled a nd returned. 

Based on th e responses obtained from the sample respondents, the analysis 

a nd interprctation of the data are presented following each table. 

3.1. Personal Characteristics of Respondents 

The respondents werc asked to furnish their personal (demographic) 

information during thc study . Their responses have been summarized as under. 
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Table 1: Demographic and Program Information of Trainees 
-

Items Respondents 
Government 

Private TVET Total 
TVET 

No % No % No % 

I Sex: 
A. Male 94 7 1.8 2 1 65.6 11 5 70.6 
8. fo'emalc 37 28.2 II 34A 48 29A 

Total 131 80A 32 19.6 163 100 
2 Training program 

A. 10+2 49 37.4 12 37.5 61 37A 
B. 10+3 82 62.6 20 62.5 102 62.6 

Total 131 80A 32 19.6 163 100 
3 Field of study 

A. Business 67 5 1.1 32 100 99 60.7 
B. Construction 12 9.2 - - 12 7A 
C. Industrial Tech nology 52 39.7 - - 52 3 1.9 

Total 131 80A 32 19.6 163 100 
4 Occupations of Trainee 's parents 

A. Emplovees 48 36.6 14 43 .7 62 38.0 
B. Farmin 1 4 3.1 - - 4 2.5 
C. Trades 58 44 ,3 16 50.0 74 45.4 

OUlcrs 2 1 16.0 2 6.3 23 14.1 
Total 13 1 80.4 32 19.6 163 100 

As oa n bc seen from Ta ble 1, (29.4'Yc») of th c to tal responden ts of tra inees werc 

fem a les, and which holds (28 .2%) from government and (34 .4%) from private 

TVET in s titutions. This figure s hows very lower participa tion ra tc of females . 

However, cnrollment rate of females in thc sample TVET institution were 

(28 .5%) ou t of th e total train ees in academic year of 2004 /2005 during wh ich 

they took apprenticeship tra in ing. Thus, it is possible to deduce that the 

represcntation of each sex in the s tudy was proportion a l to the rate of 

e nrollments . Hence, the information gath ered from the sample rcspondents 

renccts the idea a nd opinion of both fcmales a nd male. Recently, in th e prcsent 

acad emic year 2006 / 07 th e ra tc of female's e nrollments ra ised to 40.8%. Still 

this fi gure manifests th e need to promote female partic ipa tions in TVET 

institutions. 

Regarding the tra ining programs 102 (62.6%) of sample tra in ces we re en rolled 

in 10+3 level while the rest 6 1(37.4%) were in 10+2 level. S ince apprenticeship 

tra ining is m a nda tory , in TVET institution s at the e nd of each yea r, majority of 

the samplc trainees had undergone apprenticeship training at Icast for two 
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consecutive programs. Hence, they can provide complete a nd relevant 

information for the study. 

As indicted in item 3 of Table I, 99(60.7%) of sample trainees were enrolled in 

business education in both government and private TVET institutions. On the 

other hand, in governmen t TVET institutions only 12 (7.4%) were enrolled in 

construction and the rest 52(3 l.9%) were in industrial technolob'Y. Being the 

participation rate of females was very low, sti ll their representation in industrial 

and construction fields was insignificant. Possible explanation for smaller 

participation rate could be misconception of the society where vocational 

training was considered traditionally as profession devoted to males. 

Concerning the occupation of trainee's parents the finding revealed that 74 

(58.0%) of them were employees while 62 (38.0%) were traders a nd the rest very 

few were engaged in farming . As it is clearly seen, the majority of parents 136 

(83.4%) werc engaged in non farming occupations. 

Table 2: Description of Principals, Vocational Counselors and Supervisors 
by Qualification Field Of Study and Service , 

Respondents 

No Item 
Principles Vocational Supervisors 

counselors 

1 Qualification No % No % No % 
BA./BSC 3 100 3 100 1 5.0 
College Diploma - - - - 2 10.0 
Bellow Diploma - - - - 17 85 .2 

Total 3 100 3 100 20 100 

2 rield of Study: 
Industrial Tcchnolog)' - - - - 3 15.0 
Business Edl..lCation 2 66.7 2 66.7 14 70 .0 
Construction Technology 1 33 .3 - - 1 5 
Textile and Garment - - - - -

Others - - - - 2 10.0 
Total 3 100 3 100 20 100 

3 Years of service in current position 
1 - 5 ycars - - - - - -

6 - 10 years - 1 33.3 2 10.0 
11 - 15 years 2 66.7 2 66.7 14 70 .0 
Above 15 years 1 33.3 - - 4 20 .0 

Total 3 100 3 100 20 100 
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It has been recorded in Ta ble 2 of item 1, th at a ll principals a nd vocational 

counselors in the sample TVET institutions had BSc. a nd Bed. Thus a ll were 

well qu a lified to plan and organize the whole TVET program in general, 

a pprenticeship-training program in pa rticular. On the other h and, majori ty 

17 (85 .0%) of supervisor s in organiza tion s offering apprenticeship training had 

bellow college diploma while (5 .0%) was a degree holder. Therefore , in the view 

of th cir acad emic qualification, it is possible to deduce that th e majori ty of the 

supervisors in organizations could not offer valuable contribution to he lp 

tra inees able to obtain sufficient and relevant theoretical knowledge. Delivery of 

quali ty apprenticeship training depends to a considerable extent on th e 

capability of the s upervisor who was responsible to train a nd guide a pprentices. 

However , this situation is not met sufficiently due to und er qualified levels of 

th ese personn el. 

Conce rning fie ld of study, only (33.percnet) of vocational counselor was a 

graduate of psychology while the rest were graduates of industrial technology 

and business education. On th e other hand, a ll the sample principals (100%) 

were trained in TVET college a t degree level. 

As indicated in item 3, the majority of th e principals a nd voca tiona l counselors 

served for more th a n 11 years in their current positions . The larger service 

yea rs of TVET principals indicated their fa miliarity with apprenticeship training 

planning and organization. Therefore information gath ered from them could be 

reliable and complete. 

3.2. Profile of Organization 

The study had also tried to probe into the profiles of organizations that offered 

a pprenticeship program. The resul ts h ave been summarized in Table 3 . 
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Table 3: Profiles of Organizations Participated in the Provision 
of Aeprenticeship Training 

No Items 
Responses 

No % 
Level of ~OUI- organization 

1 
A) SmallLinformal sector enteq~rise 6 30.0 
B) Medium size enterpr ise 11 55 .0 
C} Large modern enterprise 3 15.0 

Total 20 100 
Type of Business: 
A) Manufacturing 2 10.0 

2 
B) Trade 4 40.0 
C) Service 14 70 .0 

Total 20 100 
Type of ownershil2 
1\) Government 12 60.0 

3 B) Private 7 35.0 
C) NGO 1 5 .0 

Total 20 100 
No of apprentice attended apprenticesh ip training during the year 
2 00s/2006? 
AI 1 - 5 12 60.0 

4 BI 6 - 10 7 35 .0 
C)11 - ls 2 10.0 
DI 16 and above - -

Tota l 20 100 

Because of th e increasingly importa nt role played by en terprises in providing 

entry-level employm ent and expansion in th e range of occupations available to 

a pprenticcs and tra in ees, it was importa nt to examme the profile of 

organizations offering a pprenticeship train ing. As it can be seen from the Table 

3, supervisors in sample organizations gave responses, concerning th e profile of 

their organizations. Accordingly, (55%) of the supervisors indica ted tha t their 

organizations b elonged to m edium size enterprises wh ile the rest (30%) and 

(15'Yo) were employed under small a nd large scales modern sectors, respectively . 

Th erefore, th is finding indicates that the m ajori ty of apprentices were 

undergoing tra in ings under medium level enterprises, which could influence 

th em to obtain adequate practices. 

Item 2 of th e same Table describes that majority 14 (7 0%) of sample 

organization s were service-providing organizations and manufacturing accounts 

for (10%) of the total organizations . This very low proportion of m anufacturing 

organizations could n ot only limit the capacity to a bsorb trainees but a lso h a d 

a n impact on the economi c development of the region. 
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Concerning the type of ownership o r the sample organizations, great majority 

12(6001<,) were government organizations. Only very rew non -government 

organizations (NGOs) were given the training. 

This lower participation of private and non -government organization to ofrer 

a ppre nticeship training could be due to poor awareness creations a nd 

coordination activities of TVET institutions. 

Regarding the absorption capacity of sample organization, the majority (60%) 

supervisors indicated that they offered a maximum of 5 trainees while (10%) 

confirmed that they orfered less than 10 trainees in each organization . Thi s 

manirests that trainees had suffered from the problem or ge tting place for 

a pprcnticeship training. 

3.3. Conditions of Offering Apprenticeship Program 

An atte mpt was also made to investigate the conditions under which the 

a pprenticeship progra m had been implemen ted. The res ults have been 

summarized in the tables that rollow a long with corresponding discussion. 

Table 4: Condition of Trainee's Accommodation and Proximity of 
Orgamzation 

No Item Responses 
No % 

1 Which one of the follm:ving ... vas used for your accommodation - -

during apprenticeship training? 
1\) Dormitory - -

81 Your permanent residence 122 74.8 
C) Rented hOllse 26 16 .0 
01 Reside nce of re la tives 15 9.2 

Total 163 100 
2 How far ... vas the location of apprenticeship training offering 

~anization from y our permanent residence'? 
Al I - 5 km s 25 15.3 

~Lf!....=lQ.. k~ ___ . 88 54.0 ---- ---
~ I 1...=.!. 5 kms __ . 29 17.8 
D) 16 - 20 klTls 8 4.9 
E) 2 1 - 25 klTls 7 4.3 
F) > 25 klTls 6 3.7 

Total 163 100 -
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As it is cited in the literature of this thesis, thc location of thc TVET institution s 

and the cconomic climatc in the community have ramifica tions in relation to 

equity issues with rcgard to the ability of trainees to access an employer , as 

well as for an employer exercising user choice m accusm g a nationally 

acc rcdi ted training providers . 

In light o f the above concept, items in Table 4 were constructed to examllle 

trainee's condition of accommodation a nd how far they should travel to reach 

organizations offering appren ticeship training. Accordi ngly, 122(74.8%) of them 

asserted that thcy aLLended their practice situated in thcir family hou se. The 

rest 26( 16'Yo) a nd 15(9.2%) attended using a rented house and relatives 

residence, respectively . Thus , since the majority of apprentices shared rooms 

and food s with their fam ilies they were not exposed [or add itional expenses 

during their apprenticeship training. 

Conccrning thc location of sample organizations, in replying to item 2 o[ th e 

same Table, m ajori ty 88 (54%) of thcm indicated that they travelcd in the 

radius of not greater th a n 10 kms away from their residence during 

apprcnticcship training. On the contrary, vcry [ew 6 (3.7) were expected to travel 

greate r th a n 25 kms. Thus, it is concluded that the former were living with 

their families , and the later could came from neighboring regions such as Jijga 

to attend 10+3 program in Dire-Dawa as it is explained by the trainees. 

Table 5: Assignment of Supervisors 

,----
Item Responses 

No % 
Total 

No % 
Did the organization assigned 
workplace supervisors? 
A) Yes 43 26.4 43 26.4 
B) No 120 73 .6 120 73 .6 
Total 163 100.0 163 100 
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Basically , well -p lanned a nd properly supervised work based learning increases 

the individua l ap pren tice prod u c tivity a nd im prove the success of youth in 

m ov 1l1g 111 to e mployment a nd becoming contributing members of the 

community . To this e ffe ct, organizations a re responsible to provide competent 

personnel to supervise and support apprentice. 

Related to the a bove idea, Table 5 was constructed to examme whether 

supervIsors were assign ed or no t in the sample organ izations. Accordingly, 

12 0(73 .6%) of th e appre ntice confirmed tha t workplace supervisors were no t 

ass ign ed to monitor a nd s upport trainees . Thus, the findin g reveals that the 

maj ority of the a ppren tices were left comple tely to work ind ependently during 

the trading program without any form of direct supe rvisor , feedback a nd 

moti vation th a t could help to enhance effic iency and competency of the 

t ra in ees . 

Table 6: Incentives Offered to Organization 

Res]] ondents 
No Item Principals Va. Cons. Supervisors Total 

No % No % No % No % 
I Were there a ny incentives 

given to organ izations 
pa r ticipated in appre n ticeship 
training? 
AI Yes 2 66.7 2 66.7 3 15.0 7 2 6 .9 
BINO 1 33.3 1 33.3 17 8 5.0 19 73. 1 

Total 3 100 3 100 20 100 26 100 

2 I f ye s, w hal \·vas lhe incenti ve 
~n? 

A. Tax exemption on important - - - - - - - -

m achines an d equi pment 
13. Ackn ov,dedgcm e nts a n d 2 100 2 100 3 100 7 100 

recognitions 
C. Charge free trainin g for - - - - - - - -

em ployees 
D. Provis ion of con s ultancy - - - - - - - -

servi ce 
Total 2 i OO 2 100 3 100 7 100 
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To encouragc more participation by organizations offering apprenticeship 

tr a ining more innovative alternatives bcsides paying off rebates such as 

awarding scholarship, naming buildings after th em and giving recognition to 

organizations had been identified in many li terature. 

In order Lo asses whether some kind of inccntives was given to en courage the 

roles of orga nizaLions in Lhc implementation of apprenLicesh ip , item 1 in Ta ble 

6 was designed. To this end, Lhe majoriLy of the respondents 19(73.1%) 

confirmed th a t TVET institutions to enhance cooperation capacity of sample 

organizations did not create encouraging conditions. Amongst the respondents, 

supervisor holds the most 17(85%), the rest princ ipa ls and vocational 

counselors (33%) each. [n iLem 2 of the sam e table, the respondents who 

reacted pos itivcly, though they are as few as 7(26.9%), indicated Lhat 

acknowled gments and recognitions were Laken as the only incentive 

mechanisms. The rest, other mechanisms li sted at A, Band C, were not 

co nsidered aL a ll. Thi s could be some of the reasons for reluctance of 

organ izations Lo participate in offering appre nticeship train ing. 
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Table 7: Financing Apprenticeship Training 

Respondents 

No Item 
Principal 

Trainees 
Superviso 

Total 

1 

2 

3 

4 

s rs 
No % No % No % No % 

Were trainees charged fees for the 
aPl)renticeship tra ining? 
A\-Yes - - -

81 NO 3 100 163 100 20 100 186 100 
Total 3 100 163 100 20 100 186 100 

Were trainees paid for their labor 
durin" apprenticesh ip training? 
f\l Yes - - 16 9.8 2 10.0 18 9.7 
13\ No 3 100 147 90.2 18 90.0 168 90.3 

Total 3 100 163 100 10 100 186 100 
Who covers tra inees expenses 
durin" anorenticeship train in,,? 
1\1 'l'raineeS/Family 3 100 143 87.7 \8 90.0 164 88.2 
rn TV!';T institution - - - - - - - -
CI The organization - - 20 12.3 2 10.0 22 1l.8 
DI SnonsorshiD - - - - - - - -

Total 3 100 163 100 20 100 186 100 
How do you ra te the capacity of 
trainees to pay ror appren ticeship 
train ing? 
AI Hi"h - - - - - - - -

BlMedium - - 8 4.9 2 10.0 10 5.4 
C\ Low 3 100 155 95 .1 18 90.0 176 94.6 

Total 3 100 163 100 20 100 186 100 .. 

The financial attributes of apprenticeship arc both complex and important for 

its viability. The direct and ind irect costs of the training fall to a ll of the three 

partners: employer , apprentice and taxpayer - wh o potentia lly benefit from 

a pprenticeship. As th e benefit s h a red amongst the relevant parities, so the 

costs s hould be s hared. The a ppren tice can expect to gain, in terms of expected 

future earnings . The spon soring employer gains a large subseq u e nt supply of 

skilled labor. The taxpayer and the wide econ omy also gain, to exten t that a 

greater s upply of skilled la bor increases productivity, as well as through th e 

d eve lopment of a more educated and knowledgeable society. 

In ligh t of the above discussion, Table 7 de scribes about how apprenticeship 

training was fin a n ced. Accordin gly, as it was clearly s hown in th e table, al l 

respondcnts (100%) confirmed that apprentices were not charged fees for 
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apprcnticesh ip training. S imila rly, the great majority (90.3%) of the total 

respondents affirmed that the apprentices were not pa id wages o r a llowance by 

the organizations to cover apprentice's personal expenses. In a ddition to th ese 

reply, grcat majority o f the respondents (88.2%) affirmed th a t expenses of 

tra inees during a ppre nticeship tra ining werc fully cove red by them or their 

rcspective fa milies . Howcver , in the contrary, (1 2 .3%) of the tra in ees and (10%) 

of su pcrvisors a scerta ined that organizations wcrc covering a pprenticcs 

expense. On th e o the r h a nd , a ll responden ts did not mention TVET institution 

or sponsorship for these responsibilities in thi s regard. 

The direct a nd indirect expenditurc of apprcnticeship training n eeds to be 

shared among the bencfi c iaries of the training, nam ely the employees, th c 

trainees and th e p u blic. 

[n item 4 of th e samc Table, rc spondents were ask ed to identify the capacity of 

trainces to pay for apprenticeship training. To this end , the majority of the 

trainees (94.6%) con firmcd that trainees ' capacity to pay appren ticeship 

tra in ing fee is foun d to be low. 

Thus, from thi s finding it is possible to deduct that no public funds was 

devoted to cover or subs idize a pprenticeship tra ining to enha n ce the 

implementation of the program. Therefore, mechanisms such as apprenticesh ip 

wages, gran ts a nd other form s of inccntives s h ou ld be considered for 

orga nization s offcrin g apprenticeship trainin g so as to achieve the d esi rcd 

objec t ives of apprcnticeship train ing program. 

3.4. Partnership 

This research had attemptcd to measure th e cxtent of pa rtnership exis ting 

between TVET in stitution s a nd hos ting organiza tions. 
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Table 8: Degree of p a rtnership between TVET institu tions and the organization those participated in apprentice ship training 

Alternatives 
No 

DF value P Item 
High Me d ium Low ofX2 value r--

No % No % No % 
I J oin!. organiza t ion & 

management of a ppren t iceship 
lrai l1 i n~ 

Pri ncipa ls - I 33 .3 2 66.7 
S u pCfviso rs 2 10 .0 18 90 .00 

Total 3 13 .0 20 87 .0 I 1,252 .263 ----
2 Prepar atio n of c u rri c u la & rules 

& regulations for 
a ppre nti ceship train ing 

Principals - - - - 3 100 
Supervisors 20 100 

Total 23 100 
3 Common & complemen tary Li se 

of lrai n in g personne l, mater ials 
& m <'lchin cry 

Pr incipals - - - - 3 100 
Supervisor - - I 5 .0 19 95 .0 

Total - 1 4.3 22 95 .7 1 . 157 .69 
4 Par Li cipa. lion in eval u a tion o f 

appren tices 
Prin cipa ls - 2 6 6 .7 I 33.3 

Superviso r - 6 30 .0 14 70.0 
Tota l - - 8 34 .8 15 65 .2 1 1.546 .2 14 

5 Fi n a n cial su pport for 
apprcn tic~~iE p urpose . _ .. _ 

f--~'~ -- ---f--'~ -,;--_____ ~ __ Principal s 3 100 
~ ______ .§.~.pcrvi sor 2 100 18 90.0 

Tot al 2 8.7 2 1 91. 3 1 .392 .567 
6 Partic ipation in deve lopment of 

qual ified staff 
Prin cipal s - - - 3 100 

Supe rvisor - - - - 20 100 
Total - - . - 2 3 100 

7 Ad vise to '['VET institu t ions 
Pri ncipals - - - - 3 100 

Suoerviso r - - 2 10 .0 18 90. 
Total - 2 8 .7 2 1 9 1.3 1 .329 .567 

In ord cr Lo implem ent a pprentices hip t ra ining progra m effec tively, it grea tly 
reqUlrcs mu tu a l u nd c rs ta n d in g and s tron g co-opcration b e tween TVET 
in s ti tu tion s and o rga niza tion s . However , co-opera tio n be twcen th e two h as been 
d iffi cu lL to es tablish in th e t ra ining systems of many d eveloping countries. 
Hence, th c d ata tabulaLed in ta ble 8 d esign cd to in ves tigate the d egree of co­
operation between TVET in s titutions a nd orga n ization s offering a pprenti ces hip 
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training. Accordingly , thc tota l respondents confirmed that a ll the li sted a reas 

of co-operation were rated low. 

A chi -square test was employed to check whether or not perceptual difference 

exis ts betwecn the two study groups. Accordingly, the resu lt manifests that for 

1 degree of freedom at 0 .05 level of significance the P value was greater than 

0.05 implying th at there is no statistical signi fi cant difference among perception 

of the principals and supervisors . 

Furthermore, even though in a ll areas of cooperation we re rated low, amongst 

others, preparation of curriculum, rul es and regulation and preparation in 

developmen t of quali fied staff were rated very low, relatively. Therefore, these 

findin gs indicated that th e degree of partnership betwee n the TVET institution 

a nd organ izations in implementation of apprenticeship training were very poor. 

Thus, from these fin dings one can easily deduce that the procla m ation 

concerning apprenticeship tra ining were left as ide and ignored tota lly. 

5.3. Selection Procedure 

The respondents were asked to reflect up on the procedures involved in the 

sclection of organizations and assignment of trainees for apprenticeship 

training. Their responses are organized in Table 9. 
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Table 9: Organization selection procedure and Trainees Assignment 

---- -
Respondents 

No Item 
Vocational 

Trainees Principals Total 
Counse lors 

No % No % No % 
1 How was the tota l number 

of trainees assigned to 
each organization decided? 
A) By agreement made 2 66.7 - - 2 66 .7 4 66.7 

between TVET institution 
& orQanization 

B) By TVET institution on - - - - - -

the bases of preset 
criteria 

C) By each organ ization 1 33.3 - - 1 33.3 2 33.3 
unilaterally 

0) On the basis of the - - - - - - - -

statements of law 
E) There is no formal - - - - - - - -

procedures __ -- ----
Total 3 100 - - 3 100 6 100 

2 Who was responsible for 
organizing apprenticeship 
traininQ? 
A) The vocational counselor 3 100 96 58.9 2 66.7 100 59.8 
B) The trainers - - 3 1.8 - - 3 1.8 
C) The department head - - 13 8.0 1 33.3 14 8.3 
0) The vice-dean - - 16 9.8 - - 16 9.5 
E) The trainees - 35 21.5 - - 55 20.7 

Total 3 100 163 100 3 100 169 100 
---;;-

3 Were there criteria set to 
select organizations 
participating in 
apprenticeship training? 
A) Yes 2 66 .7 - - 3 100 5 83.3 
B) No 1 33.3 - - - - 1 16.7 

Total 3 100 - - 3 100 6 100 
4 If yes , which of the following 

were used as major factors 
A) Type of business - - - - - - -----. 
B) The size of the - - - - - - - -

organization 
C) No of employees - - - - - - - -

0) Relevance of the training 2 100 - - 3 100 5 100 
E) Nearness to the TVET - - - - - - - -
F) Facilities delivered to - - - - - - - -

trainees. 
Total 2 100 - - 3 100 5 100 

Depend ing on the institutional or h istorical context, the major criteria for 

defining the size a nd type of en te rprisers include lega l sta tus, ownership s tatus , 
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and the distinction betwcen th e operation of an en terprise at a craft or 

industrial level or thc industry in which a firm operates. 

As it h as been stated in the literature, a body empowered by the state, based on 

guidelines and criteria determined before hand, is expected to select 

orga nizations that shall participate in thc provision of appre nticeship training. 

Related to this con ccpt, itcm I of tablc 9 was constructed to identify which 

m cchanisms were u sed to determine the tota l number of trainees to be sent to 

organiza tion s offering a pprenticcship training. Thus, the m ajori ty of the 

respondents (66 .7) confirmed th at it was determined by agreemen t made 

between TVET institution and organizations. The rest (33.3%) indicated that 

each organization unilaterally d etermined the total number of trainees. On thc 

other hand, in t h e same item, B, 0 and E were n o t replied by any of the 

respondents. 

Item 2 of the same table, the respondents were asked to indicatc the authority 

in charge of planning and organizing apprenticeship training programs in TVET 

institu tions. Accordingly, 3(100%) of the vocational counselors, 96(58.9%) 

trainees, and 2 (J 6.7%) of the principals indicated that the vocational 

counselors were responsible for this purpose. On the oth er hand, quite a 

significant (41. J %) of the trainees indicated that other personnel such as the 

d epartme nt h ead a nd th e vice-dean, and the trainees themselves were 

res ponsible for planning, managing the apprenticing training progra m. 

This finding reveled th at vocational counselors were no t completely devoled to 

thi s responsibi lity . This cou ld be due to the availabi li ty of th e large number of 

trainees in TVET institutions and that was difficult to handle by only one 

vocationa l counselor, or thc vocational counselors were engaged with other 

acadcmic activi li es . 
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In item no 2 o f Table 9, respondents wcre asked the presencc of any criteria to 

selects organiza tion offering apprenticeship training. To thi s end, the majority 

(83.3%) of th e responde nts ascertained that the selection of the organizations 

was not carricd out throu gh predetermined criteria. Therefore this finding 

indicatcs that the sclection process was und ertaken without cons idering at 

least a minimum requirement tha t could fit with the training modules 

presen ted in the curriculum. 

On th e last item of th e same table, respo ndents who answered positively, 

regarding th e prcsencc of prcsc t crite ri a for the selection of organ iza tion, who 

asked to enumerate the cri teria for e ligibility . Accordingly, a ll the respondents 

confirmed that on ly the relevan ce of the training was the m ere criterion used for 

e ligi bil i ty . 

Therefore, it is possib le to say that a pprcnticc could possibly attain their 

a pprenticeship training in unqualificd a nd n on-relevant work places only for 

sake of fu ll -filling the progra m. 

3.6. Role and Responsibility of TVET Institutions 

An attempt was a lso m a de to examine the role a nd played by TVET institution s 

in implementing thc apprenticeship training progra m. Under this topic, 

respondents were asked to rate the activities indicated. Their responses have 

been summarized in Ta ble 10. 
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Table 10: Role of TVET Institution in Promoting Apprenticeship Training 

Alternatives 

Item High Medium Low DF X2 p -

Value value 

No % No % No % No % No 

1\) I\ssigning pe r sonnel 
that [ollow-up the 
appren tieesh ip 
training 

Supervisors - - 4 20.0 16 80 .0 
Vocational counselors 2 66.7 I 33.6 

Principals 6 16.7 43 26.4 114 69.9 
Total 6 3.2 49 26.3 131 70.4 4 .3856 0.42 

6 
8) Considering grades 

given for 
apprenticeshi p 
training as a 
component cri teria for 
certifi cation -

Supervisors 20 100 - - - -

Vocational counselors 3 100 - - - -

Trainees 13 75.5 32 19.6 8 4.9 
Total 146 78.5 32 17.2 8 4.3 4 7.91 .126 

C) Consideri ng 
suggestions offered 

Su pervisors - - 3 15.0 17 85.0 
0 

Vocational counselors - - 3 100 - -

Principals - - 29 17 .8 134 82.2 
Total - - 35 18.8 151 81. 2 2 13.26 .001 

D) Prepare , guidel ines a n d 
schedules that h elp 
proper 
implementation o[ 
apprenticeship 
training 

Su perviso rs - - 3 15 .0 17 85.0 
Vocational counselors - - 1 33.3 2 66.7 

Principals 9 5.5 25 15.3 129 79.1 
Total 9 4.8 29 15.6 148 79.6 4 2.027 .731 

E) Work-in coordination 
with the organ izations 

Supervisor s - - 2 \0.0 18 90.0 
Vocatio nal counselors - - 3 \00 - -

Principa ls 5 8.0 4 1 25.2 11.7 71.8 
Total 5 2.7 46 24.7 135 72.6 4 12.37 0. 15 

3 
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Duties a nd responsibilities to be carried out by TVET institutions to implement 

apprenticeshi p-training program was precisely stated m the TVET 

proclamation. Hence, the items in table 10 were constructed to examine the 

state of TVET institutions in promoting apprenticeship training. Accordingly, 

the majority of the total respondents (70.4%) affirmed that activities institutions 

made TVET institutions assign professional personnel's to monitor and assess 

the progress of trainees were found to be low. Similarly, by the majority of the 

total respondents confirmed that such activities as considering suggestions 

offered from organizations, preparing guideline and schedulin g the training and 

working in co-o rdination with the organizations were also rated low. On the 

other hand, the majority of the total respondents (78.5%) rated high for the 

action taken considering grades obtained from th e appren ticeship training as 

the component of the curriculum. 

In order to ch eck the existence of perceptual differences amon g the three 

groups a chi -square test was employed. Accordingly the result revealed that for 

4 degrees of freedom at 0.05 level of significance, no statically significant 

difference existed in the perception of the respondents concerning about 

asslgnmg professionals, preparing guide line and scheduling apprenticeship 

training program considering grades and working in coordination with 

organization. 

On the other hand, significant difference existed among the three groups 

concern ing about considering suggestions offered by organization offering 

apprenti ceship training. Moreover, though all the three groups rated to a high 

degree concerning item B, the trainees' response however was re latively lower 

where only (75.5'1'0 ) of them did rate highly. Therefore, from the above findings it 

can bc safely inferred that the efforts made by TVET institutions to promote 

apprenticeship training deemed to bc very poor. Since TVET insti tu tion are 

responsible they should take sufficient measure to en hance the whole training 

in general a nd apprenticeship training in particular, with strong coordination 

with lega l organizations and other stakeholders. 
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Table 11: Application of Legislation for Apprenticeship Training 

Respondents DF Valu e p-

No [Lems Principal Voc. C Ollll .. Su er Total of X2 Value 

No % No % No % No % 
1 Did appre ntice sing con tract of 

agreement for apprenticeship 
traininJ!,.? 
AI Yes - - - -
BINo 3 100 3 100 22 100 26 100 

Total 
2 Where there ~U1 y laws 

supportin g the implementation 
of apprenticeship tI"ainin ,? 
A) Yes I 33 . I 33.3 4 20 6 23 .1 

3 
BI No 2 66. 2 66.7 16 80 20 76 .9 

7 
Total 3 100 3 100 20 100 26 100 2 1. 2 1 .273 

3 If y es, which of IJ1 C following 
was appl ied? -
A) Apprenticeship trainmg act - - - -
B) Apprenticeship guide line - - - I 25. I 16.7 

0 
C) TYET la w. I 100 I 100 3 75. 5 83.3 

0 

Total I 100 I 100 4 100 6 100 

Individu a l contracts between trainees a nd company as well as the 

organizational settin g are subject to a dense set of laws. As cited in the 

literature of this th esis , from the experience of Germany it can be learned that 

there h as been a vocational training act as a federal law s ince 1969, in which 

co-operation training is regulated. This vocational trainin g act constitutes the 

regulatory framework for German co-operative training place in a company. 

Regiona l sta te school laws govern the part of the graining t ime spent in TVET 

schools. 

The major advantage of apprenticeship training is its vicinity to the world of 

work. Trainee s a re thus systematically exposed to the world of work and learn 

to occupa tional practice in a real life s ituation. However, this can be only 

ach ieved by mea ningful co-operation of organizations , a nd backed by low. 

In light of the above disc ussion, table 11 was d esign ed to examine the 

implemcntation s tate of a ppre nticeship tra ining legislation. To this end, in item 

1, sample respondents we re asked if therc wcrc a ny lows backing the 
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implementation of apprenticeship tra ining. Accordingly, the majority of the total 

respondents (76.9'll,,) confirmed that non-cxistencc of any law backing th e 

implemcntation of apprenticcship training. On the other hand, (23.1 %) though 

they wcre few , rcacted positively. A chi -square test was employed for 2 degrees 

of frecdom at 0.05 level of significance a nd the result revealed that no statically 

s ignificant d ifference existed among the perception of the three study groups 

concern ing the presence of any law supporting apprenticeship training 

indicatin g agreement of responses among the respondents. 

In item 3 of th e same Table among the respondents who reacted positively, the 

majority (83.3%) indicated that TVET laws we re used in the implementation of 

a pprenticeship training. Consequently the first item in the same Table 

respondents were a lso asked whether apprenticeship contract was signed 

among the three parties the trainees, TVET institutions a nd organizations. 

Accordin gly no single respondent from each group confirmed the existence of a 

duly s igned apprentices hip contract agreement. 

Therefore, from the above findings it is possibly to deduce that TVET law did 

not adequately diffuse through the whole stakeholders. Besides this, even it 

was known, totally ignored. Thus, trainees could not be benefited form this 

training program. 
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3.7. Performance of Supervisors 

Under thi s topic , trainees asked to evaluate their workplace supervI sors. Their 

responses havc been tabularized in Table 12. 

Table 12: Capabilities and Willingness of Supportive Workplace 

Supervisors 

Alternatives 

Item Hi;!h Medium Law 
No % No % No % 

I-low do evaluate your 
workpl ace supervisors? 
Al Skill s on orescn tation 4 9.3 5 11.6 34 79. 1 
Bj Skill on giving practical 36 83.7 4 9.3 3 7. 09 

training 
C) Knowledge of th e s u bjec t I I 25 .6 22 5l. 2 10 23.3 

matter 
Dj Willingness to co-operate 38 88.4 3 7.0 2 4.7 

and I!ive technical advice 
Ej Capability to eval u ate 3 7.0 1 1 25.6 29 67.5 

L trainees 

Total 
No % 

43 100 
43 100 

43 100 

43 100 

43 100 

By providing training to a ppre ntices, thc supervisors can play a n essential role 

in maintaining th e integrity o[ his trade and building the work force o[ 

tomorrow. Yet, the c ri tical issue is to wh a t extent the workplace trainers a re 

ready, willing a nd committed to play this role. 

In ordcr to examll1C workplace supervisors' commitment Il1 course o[ 

a pprenticeship training in sample organizations ta ble 12 was d esigned. On 

doing so, trainees who a scerta ined [or the presence o[ workpla ce supervi sors 

were asked to rate the level that qua lity supervisor should posses. Accordingly, 

majority of thc respondcnts affirmed that th e ir s upervisors' willingncss to co­

opera tc a nd ski ll s on giving practical training were rated high. Conversely, by 

the maj ority o[ the respondents, supervisors' skills on presentation a nd abi li ty 

to evaluate trainee's progress rated low. 
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From these findings it is possible to deduce that work place supervisors 

couldn't sufficiently carried out the respon sibilities that were expected from 

them. Moreover, the work place supervisors in the sample organization were not 

specially trained and properly selected to be involved th e process of 

apprenticeship training program 

Table 13: Relevance of Training Content and Skill Obtained 

No Alternatives 

1 

2 

3 

Item High Medium Low Total 

No % No % No % No % 

1-I0Vo/ do you evaluate the 18 11.0 39 23 .9 106 65.0 163 100 
degree of the skill obtained 
during apprenticeship training 
and that or TVET institution? 
How was the degree of 13 7 .9 42 25.8 108 66.3 163 100 
similarity of materials for 
practical train ing m the 
organization and TVET 
institution? 
Hov,r do you evaluate the 25 15.3 42 25.8 96 58.9 163 100 
relevance of activities that you 
have undergone during 
apprenticeship training 
against your field of stllrlV? 

Relevancc of a glvcn training ha s a signifi cant role to play with regard to 

external efficiency of TVET graduates; which describes the relationship between 

the output of the training system (graduates) and economic and social success 

(employment). 

In light of the above discussion, in item no 1 of table 13 trainees were asked to 

rate the level of skill obtained in the sample organizations and that of TVET 

institutions. Accordingly, 106 (65.0%) of the sample trainees rated low while 18 

(1l.0%) rated high. 

Similarly, as indicated in item no 2 a nd 3 th e same Table , the majority of the 

respondents 108 (66.3%) and (58.9%) the similarity of materials for practical 

training and relevance of the activities in organization rated low, respectively. 
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Therefore, these findings revealed th at organ izations were no t selected properly 

using prese t standard criteria in order to ach ieve the desi red TVET objectives . 

3.7. Retention and Completion 

Respondents were a lso enquired to identify the rate factors that could influence 

smooth implementation of th e training program. Their res ponses are organized 

in Table 14. 

Table 14: Factors Affecting retention & completion of Apprenticeship 
Training 

Alternat ives X' 
p-

N DF Valli 
Item High Medium Low Total Value 

0 e 
No % No % No % No % 

A Financial problem 
Anl)renLices 94 57. 7 4 3 26.4 2 6 16 .0 163 100 

Vocational counselors - I 33.3 2 66 .7 3 100 
Su oervisors 1 5,0 12 60.0 7 35.0 20 100 

Total 95 51. 1 56 30.1 35 18.8 186 100 4 25.72 .000 

B Higher distance to 
organization rOl-
apprenticeship 
training 

AEprcntices 70 42.9 78 47.9 15 9.2 163 100 

Vocational counselors - 2 66. 7 1 33 .3 3 100 
Supervisors 3 15.0 13 65.0 4 20.0 20 100 

Total 73 39.2 93 50.0 20 10.8 186 100 4 19.47 .001 
0 

--
C Lack of proper 

support from the 
organization 

Annrentices 82 50.3 60 36.8 21 12.9 163 100 
Vocational counselors - 2 66.6 I 33.3 3 100 

SUDcrvlso'-s - - 14 70 6 30.0 20 100 
Total 82 44 I 76 40.9 28 15,1 186 100 4 ? 1.0 I .000 

4 

D Irrelevant tasks "U1e1 
dUlies given to 
apprentice 

Apprentices 94 57.6 44 27.0 25 15.3 163 100 
Vocational counselors 3 100 - - 3 100 

Supervisors 6 30.0 9 45.0 5 25.0 20 100 
Total 103 55.4 53 28.5 30 16.1 186 100 4 7.978 .092 

E Lack of interest by 
apprentice 

Apprentices 13 8.0 30 18.4 120 73.6 163 100 
Vocational counselors - I 33 .3 2 66.7 3 100 

Su pervisors 1 5 .0 5 25.0 14 60.0 20 100 
Total 14 7 .5 36 19.3 136 73 .1 186 100 4 1.196 .897 

F Other personal 
problems 

Apprentices 14 9.0 35 21.4 114 69.9 163 100 
Vocational counselors - - - - 3 100 3 100 

Su pervisors - - 8 4 0 .0 12 60.0 20 100 
Total 14 7.5 43 23 . 1 129 69.4 186 100 4 5.992 .200 

62 



A contract of training is successfully concluded when an apprentice leaves the 

tra ining system with a nationally recognize qualification . The pathway to 

completion can, however, be interrupted by a number of factors such as 

personal, learning and environmental issues. The li terature therefore suggests 

th at a range of factors can contribute to an apprentice decision to remain as a 

trainee. 

Based on this, items in table 14 were constructed to identify factors those could 

negative ly contribute for the completion of apprenticeship training offered to 

apprentice in the local organizations . Accordingly, factors such as financial 

problem, lack of proper support, and irrelevant tasks given to apprentice were 

rated high by the majority of the total respondents, 51.1%, 44.1% and 55.4%, 

respectively . A chi-squares test a lso is employed to check whether or not 

perceptual difference existed among the three groups. Accordingly, the result 

revealed that for 4 degrees of freedom at 0.05 level of significance the P-values 

were lesser than 0.05, implying that there were statistically significant 

diffe rences a mong the perceptions of apprentice, vocationa l counselor and 

workplace supervisors concerning fin a ncial problem and lack of proper support. 

This difference could occur due to the fact th at trainees were the most 

concerned groups about the problems amongst others, therefore, they rated 

high . 

On the other hand, factors such as lack of interest by apprentice and other 

personal problems rated low by the majority of respondents 73.1 % and 69.4%, 

respective ly . A ch i-square test reveled that for 4 d egrees of freedom at 0.05 level 

of significance the P-values were greater than 0.05. Hence no statically 

sign ificant difference existed a mong th e pe rception of th e trainees, vocational 

counselors , and supervisors concerning the low rated factors m entioned above. 

The findings revea led tha t factors such as irrelevant tasks given to the trainees, 

fin a ncia l problem, lack of proper support from the organization were found to 

be the most important reasons for train ee's comple tion of apprenticeships 
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training. From thesc fini ngs it can be inferred that fac tors these negatively 

a ffected su ccessfu l completion o[ apprenticeship trainin g could emanate [rom 

social, econo mic a nd adm in istrative problems. 

3.9. How effective were Apprentices? 

The participants of the study a lso were asked to rate a pprentices activities 

during th e training program. Their responses have been summa r ized in Table 

15 th at fa llow a long with correspondi ng di scu ssion . 

Table 15: Performance of Trainees during Apprenticeship Training 

A lte rnatives X' P 
LtCIll High Medium Low Tola l OF 

"H ille Value 
No 'X, No % No % No 'Yu 

A) Work according 10 
rules and rcoulmions 

Supervisors 16 80.0 3 15.0 I 5.0 20 100 
Vocat ional counselors I 33.6 2 66.7" - - 3 100 

Total 17 73.9 5 2 1. 7 I 4.3 23 100 2 4.12 .127 
B) Utilize lools and 

machines \vith care 
Supervisors 2 10.0 15 75.0 3 15.0 20 100 

Vocational cOLlllse lors I 33.7 2 66.7 - - 3 100 
Total 3 13.0 17 73.9 3 13.0 ?' -, 100 X- .5 18 .472 

-
C'J Perform tasks carefully 

-
Supervisors 2 10.0 17 85. 0 I 5.0 20 100 

Vocational coun selors - - 3 100 - - 3 100 -- --
To la l 2 8. 7 20 S7 .0 I 4.3 ?' -, 100 2 1.63 .458 

D) Co·operate wi th other 
cmplotees 

Supervisors - - 4 20.0 16 so.o 20 100 
Vocational counse lors - - I 33.3 2 66.7 3 10 

TOla l - - 5 2 1.7 IS 78.3 23 100 2 .5 1S .772 

E) Perform practical 
activities 

Supervisors - - 4 20.0 16 80.0 20 100 
Vocat ional counse lors I 33.3 2 66.7 3 10 

Tolal 5 21.7 18 78.3 23 100 I .273 .602 
F. Uti lize inputs 
effi cient ly 

Supervisors - - 15 75. 0 5 22.0 20 100 
Vocational counse lors - - I 33.6 2 66.7 3 100 

Tot al - - 16 69.6 7 30.4 23 100 I 2.13 .144 
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As displayed In table 15, the items were constructed to exam in e the 

performances of a pprentice while th ey were attending apprenticeship traini ng 

in the sample organiza tions. Thus , a mong the listed a reas of activ ities, the 

majority of the total responde nts 73 .9% rated high for working acco rding to 

rules a n d regu lations. On the contrary, 78.3% ra ted low for co-operating with 

other employees and practical skill s. On the other hand , the rest ac tivities 

mentioned in item B, C and F' were ra ted moderate by the majority of the total 

responden ts . 

In order to check perceptua l difference existed or not between the two groups a 

chi-squa re tes t was employed for each items of table 15. Accordingly, the resu lt 

revealed that fo r 2 degrees of freedom at 0.05 level of s ignificance the P-values 

were greater tha n 0.05 . Therefore no s ta ti cally s ignifi can t diffe rence was existed 

on the perceptions of the two groups concerning the given activities. Therefore, 

form these findin gs one can easily deduce tha t a pprentices were behaved a nd 

performed moderate ly in organization s offering apprenticeships train ing. Th e 

low rated prac ti cal skills indicated a bove could be the result of cumulative 

problem existed in the TVET institution . However , it n eeds fur th er inves tigation 

to identify the core problems. Even though TVET institution s curriculum were 

designed in modula r unit and the time a llo tted for practical activities m ade 

high er , trainees were not a ble to exploit the wh ole avai lable resources to 

enhance their s kills. 
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Table 16: Follow up Activities During Apprenticeship Training. 

Rcsp':ondcnts 
Item Trainees Voe, Con. Supervisors Total 

No % No % No % No % 

Did TV(,;T institutions assign 
s upervisors to follovv up 
trainees' performance during 
aoorenti ceshio t rain ing? 
A1Yes 45 27.6 2 66. 7 3 15.0 50 26.9 
BI NO 1] 8 72.4 1 33.3 17 85.0 136 73 .1 

Total 163 100 3 100 20 100 186 100 
If "yes" how freq uently was the 
follow -un? 
1\) Da il v - -
810nce in a week 4 8.9 - - 4 8.0 
C) Once in a two weeks 8 17.8 - - 8 16.0 
))\ Once in a month 14 31. I I 50.0 I 33.3 16 32.0 
E) Once in a while 19 4 2 .2 I 50 .0 2 66.7 22 44.0 

Total 45 100 2 100 3 200 50 100 

In item one of table 16 respondents were asked to confirm wheth er professiona l 

from TVET institutions undertook any follow-up activities during the 

appren ticeship trainin g. Thus, most of the respondents 72.4% of the trainees, 

and 85.0% of su pervisors asccrtained that thcre wcre no fallow-up activities 

undertaken by the TVET institution during a pprenticcship training. Though 

they were few, 33.3% of the sample vocational counselors confirmed the 

absence of such on activities. 

Following the rcs ponsc given above, item 2 of the same table was designed to 

examin e how often the concerned personnel from TVET institution s carried out 

the follow-ups. To this end, respondents who rated positively, 26 .9% of the total 

respondents indicated different levels. (44.0 %) of them confirm ed that the 

follow-up activity was taken once in a while. Though they were as few as 8% , 

confirmed that the monitoring carried out once in a week. 

Thus, from this findings once can easily deduce that TVET institutions were no t 

com mitted to assign professiona ls to monitor apprentice-train ing progress at 

work places. This could be resulted from shortage of fin a nce , shortage of 

trainers due to summer vacations and the reluctance of he TVET institutions. 
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Table 17: Organizations Readiness Offering Apprenticeship Training 

Alterna tives 
Item High Me dium Low Tota l 

No % No % No % No % 
How do you evaluate the 

roles of organization in the 

provision of apprenticeship 

training? 

A) Co-operate and work 
with TVET institution 

Supervisors 13 65 .0 6 30.0 1 5.0 20 10 
Vocational counselors - 2 66.7 1 33 .3 3 100 

Princ ipals 12 7.4 53 32.5 98 60.1 163 100 
Tota l 25 13.4 6 1 32.8 100 53.8 186 100 

\3) Assign app ,'entice in 
the agreed area of 
work 

Supervisors 4 20,0 14 70,0 2 10,0 20 100 
Vocational co unselors - - 1 33,3 2 66,7 3 !0O 

Trainees 6 36.8 25 15.3 132 81.0 163 100 
Total 10 5.4 40 21.5 136 73.1 186 100 

C) Give orientation 
Supervisors 16 80,0 3 15,0 1 5,0 20 100 

Vocational counselors - - 3 JOO - - 3 100 
Trainees 99 60,7 5J 31.3 13 8,0 163 100 

Total 115 61.8 57 35.0 J4 7 .5 186 100 

D) Provide raw materials , 
tools , and other 
necessary inputs 

Supervisor s 2 JO,O 15 75 ,0 3 15,0 20 JOO 
Vocational counselors - - - - 3 100 3 100 

Trainees 5 3, J 23 14.1 13.5 82.8 163 100 
Total 7 3,8 38 20.4 14 1 75.8 186 100 

E) Evaluate apprentice 
performan ce 

Supervisors 14 70,0 6 30,0 - - 20 100 
Vocational counselors - - 1 33,3 2 66.7 3 100 

Tra inees 26 16,0 130 79,8 7 4 .3 163 100 
Total 40 21.5 137 73,7 9 4.8 186 100 

p, Assign workplace 
supervisors 

Supervisors 3 15,0 5 25 ,0 12 60,0 20 100 
Vocational counselors - - I 33.3 2 66,7 3 100 

Trainees 3 1.8 33 20,2 127 77,9 163 100 
Total 6 3.2 0 39 21.0 141 75.8 186 100 
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Effective im plemen tation of apprenticeship training basically relay on th e ro les 

a nd responsibi li tics of each parties: the TVET in s ti t ution s, the o rgan ization s 

a nd th e trainees . However, the commitment th at co uld be m a de by 

organ izati on s offering a pprenticeship tra ining plays a pivo ta l ro ll in th e su ccess 

of the tra ining progra m. 

In o rder to examine th e ro le pl ayed by sample organization s in p romoti ng 

apprenticeship t raining, Ta ble 17 was d esign ed intention a lly. Accord ingly, th e 

great major ity of the to tal responde n ts 75 .8% confirmed that a lmost a ll the 

ac tivities s u ch as co-operating with TVET ins ti tutions, ass igning apprentice in 

th e agreed a rea of work, providing necessary inputs a nd assigning workp lace 

su pervisors were ra ted low. 

O n the oth e r h a nd , t h e m ajo ri ty (6 1.8%) of the responde n ts confirmed th at 

orienta tion s d elivered to th e trainees by sample organizations were ra ted high. 

These findings, disclosed th at sample organizations didn 't give greater attention 

in delivering the a pprc nticeship tra ining in th e right way. Bu t, th ey were rath er 

very con scIOus on g lvm g orie n tation s to minimize ri sk s a nd accidents that 

probably cou ld occur. 

There fore, it can be concluded that local organiza tion s were no t understan d the 

obj ectives o f TVET in s ti tution s s in ce the awaren e s s c reation e ffo rt m a d e by 

TVET institutions were in a d equ a te a nd no incentive s m ech a nism s were 

developed to encourage these o rganization s . 
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3.9. Awareness Creation 

Respondents were also asked questions pertinent to the awareness creation 

activities made by TVET institutions. Their responses are presented in Table 

18. 

Table 18: Awareness Creation Activities made by TVET Institutions 
--~ 

Res ondcnts 
No Items Princinals Vo. Cons. Supervisors Total 

No % No % No % No % 
1 Were organization made to be 

av.rare of Issues relating to 
apprenticeship training 
AI Yes 3 100 3 100 18 90.0 24 92.3 
BlNo - - - - 2 10.0 2 7 .6 

Total 3 11. 5 3 1l.5 20 76 .9 26 100 

2 If your response to item no 2 is 
'yes' how what organizations 
made familiar \:vith the issues? 
A. Through \vorkshop or - - - - - - - -

semInar 
B. Through training of trainers - - - - - - - -

C. Through coopcra lion guide 3 100 3 100 18 100 24 100 
lines 

Dcl'.hrough Le tters - - - - - - - -

Total 3 100 3 100 18 100 24 100 
3 The understanding level of 

organization about TVET 
objectives: 
AI Hie:h - - - - 1 5 .0 1 3.8 
Bl Moderate 1 33.3 1 33 .3 6 30.0 8 30. 7 
CI Law 2 66.7 2 66.7 13 65.00 17 65.4 
6) Not understood - - - - - - - -

Total 3 1l.5 3 11.5 20 76.9 26 100 

In many African countries, including Ethiopia, TVET system suffers from a 

relatively poor public image . TVET is usually associated with blue color-jobs, 

low salaries and lack of personal development opportuni ties . It is generally 

perceived as a place of last resort for those students who failed to get into 

higher education. This misconception needs to be rectified by creating 

awareness through various mechanisms. 
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Ye t, th e m a in concern was to wh at exte n t TVET in s titu t ion s m a de efrort to 

promote a pp renticeship tra ining. Thus, in ta ble 18 ite m 1 was design ed to 

assess the sen s itization efrort made to e ncoura ge rurther cooperation or a ll 

concern ed bodies 111 th e implemen ta tion of a ppren tices hip tra ining . 

Accordin gly, a ll the princ ipa ls and voca tiona l counselo rs (100%), a nd the 

greater m aj ority of supervi sors 18(90%) confirmed tha t organizations orre ring 

a pprentices hip training we re m a de aware o r this is sue. On the other ha nd , only 

rew supervisors (10%) were conrirmed n egative ly . 

As can be see n in ite m 2 o r the same ta ble , though th e majority of th e to tal 

responde n ts (92 .3'%) replied positively, th e method used ror awa reness c reation 

was only through coopera tion guidelines other stronges t method s like 

works h ops o r seminars were n ot employed. 

The last item was d esigned to identiry the unders tanding level of orga nizations 

a bout the TV ET objectives . Accordingly, the maj ority (65.4%) of th e tota l 

re spondents ra ted low w hil e o th ers (3 .8%) rated high . 

Gen e ra lly, the rindings in the a bove table revel th a t even th ough the activ ities to 

c reate awa re ness and orga nize appre n t ice s hip trainin g seem ed positive, th e 

mech a nism Ll sed were not adequate. Th us, o rganization s d idn 't unders ta nd th e 

main objecti ves of the TVET program in gen eral and a pprenti ces hip tra ining in 

particula r. 
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No 

1 

2 

3 

4 

3.10. State of Organizations 

Und er this top ic, res pondents were asked to rate the leve ls of rea diness an d 

resource ca pacity of organ iza tions offeri n g a pprentices hip tra ining. Their 

responses h ave been orga nized in Tab lc 19. 

Table 19: Adequacy, Willingness and Resource Capacity of Organizations 

Offering Apprenticeship Offering Apprenticeship Training 

Respondents X' 
Items 

Vee.Con. Principals Trainees Supervisors Total 
OF 

Valu e 
No % No % No % No % No % 

How do you rate the readiness of 

organizations to particlpale In 

apprenticeship training? 

A) High satisfactory 3 15.0 3 11,5 

B) Satisfactory 2 66.7 2 66.7 2 10.0 6 65.4 

C) Unsatisfactory 1 33.3 1 33.3 15 75.0 17 233 

D) Highly unsatisfactory 

Tota l 3 11 .5 3 11.5 20 76.9 26 100 4 1.4 51 
If your response for item no 1 is 

unsatisfactory or highl,{ 

unsatisfactory which CQuid be the 

rea son? 

A) Lack of relevan! rules & 

regulations 

B) Lack of awareness about 1 33.3 1 33.3 2 11 .8 4 23.5 

apprenticeship training 

C) l ack of sufficient place for - - 11 76.5 11 64 .7 

apprentices 

0) Fear of insufficient skill of - 2 11 .8 2 11 ,7 

trainees 

E) Lack of incentive to -
organizations 

Total 1 5.8 1 5.8 15 88.2 17 100 
How do you rate to adequacy of 

apprenticeship training offering 

organization? 

A) Highly satisfactory 

B) Sa tisfactory 15 9.2 15 8.8 

C) unsatisfac tory 3 100 2 66 .7 11 .6 71.2 121 71 .5 

0 ) Highly unsatisfactory 1 33.3 32 19.6 33 33.0 

Total 3 1.8 3 1.8 163 96.4 169 100 4 1.78 
How do you rate the resources 

capacity of organizatior offering 

apprenticeship training? 

A) Highly satisfactory 36 22 . 2 10,0 38 20,1 
1 

(3) Satisfactory 2 66.7 2 66 .7 24 14. 16 80.0 44 232 
7 

C Unsatisfactory 1 33.3 1 33.3 103 63 .2 2 10.0 107 566 
0 Highly unsatisfactory 

Tota l 3 1.6 3 1.6 163 86.2 20 10.6 189 100 4 49.65 
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In itcm 1 of table 19, res pondents were asked to ra te the state of read iness of 

sample organ izations to offer a pprenticeship training. To this e nd , the major ity 

(65 .4%) confirmed that the readiness of sample organizations was 

unsatisfactory. Consequently, th e m ajority (64.7%) of the respondents identified 

th a t th e main reasons for th e reluctance was lack of su fficient place to a bsorb 

trainees by organizations. Thc rcst (23.5) and (11.7%) of the total respondents 

identificd that lack of awareness a nd fcar of in s uffic ien t ski ll s of trainee's were 

th e m a in reasons for the re luctan ce, respectively . 

A chi -square test is employed to ch eck the existence of perceptua l difference 

a mong the three study groups. Accordin gly, the resu lt revea led that 4 degrees 

of freedom a t 0.05 level of s ignifica n ce the P-value was greater than 0.05. 

Therefore, there was no statically s ignificant difference a mong the perception of 

principa ls, supcrvisor a nd vocational counselors con cerning the will ingness of 

organization to pa rtic ipate in the a pprenticeship-tra ining program . Thereforc, 

from thcse findin gs on e can dcduce that the unsMis factory commitment of the 

organ izations could be due to lack of qualified a nd committed vocation a l 

counselors or vocational counselors we re overload cd by other academic a n d 

social ac tivities in the TVET institutions. Furthermore, lack of incentives and 

awareness a lso contributes to the reluctancc of organization s to participate in 

eh training scheme. 

In item 3 of thc sam e table, the respondents were asked to rate the avai la bi li ty 

of a dequa te and releva nt loca l organizations to offer a pprenticeship tra ining. To 

this end, th e majority of thc to ta l responden ts (71. 5%) confirmed that the 

a dequacy was unsatisfactory. A chi-square test was employed a nd no statically 

s ignifi cant d iffcren ce existed a mong th e perception of th e three groups 

concern ll1g the availabi lity of a d equa te organization s to offe r apprenticeship 

t ra ining. 

72 



The last item was designed to examine the resou rce capacity of sample 

organizations offe ring a pprenticeship training. Accordingly, th e majority of th e 

total respondents (56 .6%) rated unsatisfactory . A ch i-squ a re test result 

revcaled that there was a s tatically s ignificant difference a mong the perception 

of the fou r study groups regard ing the resource capacity of the sample 

organizations. The statically significant d ifferences could be resulted due to th e 

reason that s in ce the tra inees were in the actual workplace area they can judge 

th e real resou rce capacity of the organizations. Since it confirmed 

unsatis factory by thc majority of th e train ees; th e re fo re, the diffe rence can be 

ignored. 

Ge ne ra lly, from the above findings it can be conclude that trainees were send to 

apprenticeship train ing sin ce it was obligatory in TVET in stitution. Besides 

thi s, trainees were compelled to s pend their time without achieving th e d es ired 

practical skills in the work place trainin g. 
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CHAPTER FOUR 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

4.1. Summary of the Major Findings 

The principal aim in undertaking this study was to inves tigate th e m ajor 

problems encounte red in imp lem enting effective a pprenticeship training in 

TVET in s titu tion s in Dire- Dawa. To th is end, more s pecifically, the study tried 

to fin d solutions to th e following basic question s: what a re the roles played by 

TVET in s titutions, trainees a nd organiza tion s offering a ppren t iceship? What a re 

the existing legal fram eworks, incentive m ech a nis m s, monitoring a nd 

su pervision practiccs during appren ticcship training? What are the prominent 

m a n agerial, social and econ omica l problems encou n tered in implementing 

apprenticesh ip-trainin g progra m? 

How, th e s tudy employed d escriptive survey method; a nd to address th e raised 

research questions, th e researcher reviewed re levant literature, prepared four 

sets of questionnaires and analyzed docum ents. The study was conducted in 

three TVET in s titution s. These sample institutions were selected on th e basis of 

availabili ty sampling for governm ent institutions a nd purposive samplin g 

techniqu e for the private in stitutions . The sample s of the study were 3 

p rincipa ls, 3 vocationa l counselors, 163 trainees a nd 20 workplace supervisors. 

Accordingly, th e responden ts sampling was carried out through purposive, 

availa bility, st ratified a nd random sampling techniques. The tra inees were 

selected through both stra tifi ed a nd random sampling techniques . On the other 

h and, the principals a nd vocation al cou n selors we re selected through 

availabili ty sampling techniques whi le supervisors of organization were selected 

u s ing purposive sampling. 
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The data and information for the study was obtained through questionnaires, 

interviews and documentary analysis. The data obtained were analyzed using 

percentage and chi-square test. Based on the resu lts of the data analysis, the 

followin g major finings were identified : 

l. According to the finding females' participation rate in the TVET 

institutions were accounted only 29.4% of the total enrolled trainees in 

the year 2005/06. Moreover, this very low rate was also reflected in the 

industrial and construction field of study . 

2. Even though there were several fie lds of study in the TVET institutions, 

th e finding indicated that majority (60 .7%) of them were engaged in 

Business education. Other fields such as industrial and Construction 

captures, relatively very few trainees. 

3. Regarding the academic profiles of vocational counselors and 

principals/ deans in the TVET institut ions the finding indicated that all 

(100%) had first degree, which satisfies the standard set by the MoE. 

Concerning superviso rs in organization , th e majority (85.%) had below 

college diploma. 

4. As the findings of the study disclosed, duties and responsibilities of each 

party, the TVET in stitu tions, the organizations and the trainees were not 

tied -up by legal frameworks 111 order to implement effective 

apprenticeship tra ining as stated in the TVET proclamation. Concerning 

to this, legislation dealing with TVET in most African countries com e into 

effect much latter after the promulgation of edu cation acts. 

5. According to the finding, a la rge proportion, 85% of the trainees attended 

apprenticesh ip training 111 medium and small/ informal local 

organizations. Furthermore, the finding depicted that majority (60%) of 
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the sample organizations were service rendering while 30°/c, trades and 

10% industries. 

6. The occupational profile of trainee's families depicts that the majority of 

them were government employees and traders. Thus , the majority of the 

trainees were travel ing a m axll11um of 5kms radius to reach 

appren ticeship-offering orga nizations . 

7. The study disclosed that the selection of organizations for apprenticeship 

training a nd assignment of trainees in sample organizations were not 

based on predetermined standard measuring crite ria. Furthermore, th e 

findin g revealed thaL the personnel in charge of assigning apprentices 

were found to be the vocational counselors, th e principals, and the 

trainees themselves. 

8. I t was found out by the results of the study that, in quite a high 

proportion of organizations offering apprenticeship, supervisors were not 

ass igned to guide a nd support apprentice . On the other hand, where 

s upervIsors had been assigned the finding depi cted that supervisors' 

theoretical knowledge of th e training contents, presentation abili ty and 

capabili ty to evaluate apprentice's performance were unsatisfactory. As 

c ited in the li terature, well planned, properly supervised work place 

learning improve the success of youth in m oving in to employment 

becoming contributing members of the community. 

9. Regarding the degree of co-operation between TVET institutions a nd 

organizations in the implementation of a pprenticeship, the findings 

revealed that it was low. Particula rly, preparing curriculum, rules and 

regulat ions and the effort made to promote qua lified staff were relatively 

very low. Re lated to this He rschbach (1985), noted that co-operation 
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bctwccn public training institutions and employer has been difficult to 

establis h in thc public training systems of many developing countries. 

10. According to the great majority of the total respondents (95.6%), 

awareness creation activ ities to promote apprenticesh ip training were in 

a place . However , where these ac tivities had been existed , the findin g 

dcpicted that the only mechanism employed were only through circulars 

and which was not strong. 

11. The Study disc losed that the in s titutional roles of TVET institutions to 

further promote e ffective implementation of appren ticeship tra ining such 

as assigning professiona l to monitor and assess trainee's performance, 

co nsid ering suggestions offered and co-operations with organization were 

fou nd to be discouraging. Conversely, considering gra des achieved by 

a pprentice during apprenticeship training for certification system were 

completely en couragin g. 

12.The resu lts of th is study had sh own that the number of relcvant 

organizations offering a pprenticeship tra ining, both government a nd 

private, were inadequate . As c ited in the literature , in developing 

countries, due to the work na turc of indus trial basis, there are norma lly 

not enough places to absorb a ll the trainees during apprenticeship 

training. 

13. Majority of the respondents confirmed that the wi llingness and readiness 

of organization s to offer a pprenticeship training was low. It was, in fac t , 

remarkcd as re luctancc of enterprises to prov ide work place training. 

Besid es this, th c majority of these organizations lacked the required 

human , financial a nd material resources to e ffectively provide on th e job 

training. Although enterprises a re the final con sumer off the TVET 

products, they are reluctant in in volving providing places for a pprentices. 
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14. The study disclosed th a t majori ty of the appren t ice werc found to be very 

sensitive a nd alert in keeping rules a nd regulation s at work places . On 

the contrary, the findin g revealed that their ability on practical works and 

uti lization of inpu ts were unsatisfac to ry. 

15. Thc study a lso rcvealed that en terpri ses offering in company training 

performance with regard to fulfilling their respective roles a nd 

responsibilities were discouraging. Tha t is, the efforts made assigning 

tra inees a t releva nt workplace, providing apprentice with necessary 

inputs and assigning workplace supervisors were not carried out. On the 

o th er h and, it was ascertained in the finding that sufficient o rientation 

h a d been d e livered to the apprentices to keep rules and regulations . 

16. The finding indicated that no ince ntives, oth er than recogl1lzmg 

organiza tions con tribu tion on graduation days, were given to the 

organizations th ose offered apprenticeship training in order to stimula te 

further cooperation in the a reas. 

17 . Regarding the fin a n cia l aspects of a pprenticeship tra ining, the finding 

depicted that a pprentice were n either charged training fee s nor paid 

wages for the ir labor. Moreover, apprentice personal expenses 

(s ubsistence and traveling costs) were fully covered by th e apprentice and 

or their respective families. In ma ny lite ra ture, th e major source of fund s 

in most of the d eveloping countries levied on m ost firms . 

18. The s tudy disclosed tha t the relevance of conten ts of work place 

prac tica l training, th e simi larity of materials and equipme nt used and the 

s kill a cquired from the organizations found to be very low . Related to 

this, as indicted in the literature, in m a ny insta nces the goals, methods, 
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ideas and s lratcgies of business enlerprises arc very diffe rent from those 

of learning institution. 

19. 1l was identified by the study that reasons for the reluctance of 

organizations to absorb potential trainees were shortage of sufficient 

places, lack of awareness about TVET objectives, and fear of trainees' 

insufficient skills. 

20 . [n re lation to factors that could hind er effective apprenticeship training, 

the great majority of the total respondents indicated that re luctance of 

organizations , financial problem, inadequate co-ope ration between TVET 

institutions and organizations, absence of awareness creation a nd lack of 

incentives made to encourage organizations were the major factors those 

cou ld have profound impact on successful implementation of 

apprenticeship training program. 

4.2. Conclusions 

With the framework of national training an d cducation stralegies TVET has 

become very important aspccts of human resources dcvelopment; and the 

succcss of such strategies is by a nd large dependent on the capabili ty of TVET 

institutions to producc competent trainees on the needs of employers and the 

willingness of organizations to offer apprenticeship tra ining. However, role 

played by of TVET institutions and organizations offering a pprenticeship 

training were not satisfactory. 

• Factors such as inadequately, law resource capacily and reluctan ce of 

organizations offering apprenticesh ip tra ining, absence of endeavors 

made lo create genera l econom ic environment and incentives conducive 

to e ncourage organ izations to co-opcrate during apprenticeship 

training and lack of standard crite ria to selcct organizations have a 
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negative influence on offering adequate and relevant skill to TVET 

trainees that meet the needs of the employers. 

• On the top of this, trainees' skills in practical activities that were acquire 

from TVET institutions were found to be unsatisfactory to win the trust of 

organizations to offer them major activities in their organizations. Thus, 

failure in organizations to co-operate effectively during apprenticeship 

training is a cumulative result of conditions which in turn could be 

determined by the extent of facilities and availability of qualified trainers. 

• Furthermore, unit in charge of TVET institutions and enterprises re lation 

for organizing and monitoring the apprenticeship training was found to 

be inexistent. The absence of this trend leaves many individuals trainees 

struggling to seek apprenticeship placements for practical training and 

eventually leads to conflicts and mismanagement of the apprenticeship 

training program. 

• To sum up, with in the current prevailing environment, it can be 

concluded that the apprenticeship training program 111 Dire-Dawa 

demonstrates a cumulative challenges and thus it is found to be 

unsatisfactory; there fore, it needs special attention to alleviate the 

existing problems in order to meet the objective of apprenticeship training 

program. 

4.3. Recommendations 

On the bases of the findings obtained and conclusion reached at, the following 

suggestions are forwarded to improve the apprenticeship-training program 111 

general and to enhance its effective implementation in particular 

l. It was found out that legislation on apprenticeship agreement issued by 

the government only states general requirements with out specifying 
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models of operations . Therefore, it needs the d evelopment of more specific 

a nd dctai led other legal documents su ch as apprenticeship tra ining a nd 

rcgulations and apprenticeship training guidelines th at complaint the 

m ain law by addressing issues at operational level. Thus it is recommend 

th at the regional TVET council and the TVET commission s hould develop 

a nd implement procedures and rules for a ppren ti ceship training for this 

responsibility fa ll under its jurisdic tion. 

2. The efforts those a re necessary to strengthen the linkage between TVET 

cen te rs a nd enterprises need highly targeted support, particularly at the 

local level, wh e re these relationships a re easier to promote. It was found 

that, thc great majority of the training institutions do not have a unit in 

charge of relations with enterprises . Therefore, instructions at a national 

level should have as a function the registering of data concerning the 

local enterprise s, their activities, a nd if possible, their needs. Targeted 

continuing training activities, thc organ ization and m onitoring of 

apprcnticesh ip programs, the provision of labor market assistancc to 

graduate and later on, a nd their follow-up should a lso come under this 

responsibility. 

3. It is apparen t th at when industrial bases are inadequate, the TVET 

trainces do not h ave a n opportunity for work re latcd practical training in 

real world of work. Therefore, to full this gap production unit where 

tra inecs could be engaged in producin g goals a nd services in real-life 

situations for customers on semi-commercial basis need to be established 

in TVET institutions. This gives th c trainees the opportunity to acquire 

practical experiences at th e shop noor level and also en able the TVET 

institutions to generate some income such as soling trainees' produ cts, 

maintenance and repair of mach ines and equipments to supplement 

government grants for their operations. 
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4. There is no universal model for inves ting in apprenticeship training. But 

it needs as a prerequis ite a genera l economic environment and incentives 

condu cive to en courage individuals and organizations to invest 

individually or jointly. The very thin g is that organizations have critical 

role to play in investm en t in tra ining. The socia l partners should 

stren gthen with governmen t for investin g in, planning a nd implementing 

t ra ining network of cooperation that includes region s . 

5. il was established that apprenticeship tra ining was conducted usually 

during summer vacation. Hence , all th e TVET ins titutions avai lable in the 

region send trainees to o rganization for apprenticeship training on the 

same interval. On the other h a nd , th ere are organizations, which were 

inadequate a nd not willing to absorb a ll trainees . Therefore, there is a 

large gab between the total number of a pprentice d em a nding p lace for on 

job-training and available work places. Thus , trainees a re compelled to 

attend their trainin gs in non-relevant places, or for sure, remain home . 

Therefore, to overcome this obstacle, since TVET curr icula a re designed 

in modular unit , special program should be devised and arranged so that 

trainees could be sent at different scheduled time. Furthermore, this 

mechanism creates opportunities to assign trainers to supervise their 

trainees in organizations without disturbing their u sua l vacations. 

6. Th e task of organization apprenticeship trainin g s hould be given to 

autonomous body, such as appren ticeship training a nd entrepren eurs hip 

penal, to be organized at both federal and regional levels. The 

development of the organization structure of this body at a ll levels should 

be cen Lered on organ ized and flexible integration between th e TVET 

in stitutions and the world of work. 
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7. It was discovered that employers h a d not sufficient confidence in th e 

practical skills of TVET trainees to trust them perform certain duties . Th e 

full exploitation of the potential benefits that trainees could drive from 

work place training is jeopardized by inadequate a nd obsolete faciliti es for 

prac tica l training m TVET institutions. Many existing facilities, 

equipments and materials should be up graded and improved on th e 

bas is of thorough analysis . As the government budget a lone does not 

mcet thi s demands , voluntary contribution of the industry as a whole , in 

the form of donations of equipment a nd machinery, opening work s hops 

for practical modules and common and complementary uses of these 

physical faciliti es should also deemed as immediate via ble possibility . 

8. Th e q ual ity of apprenticeship training depends on thc efforts made by the 

government to obtai n well-train ed trainers and vocational counselors. 

Thus , it is important that priority should be given by the MOE to 

recruitment and ini tial preparation of well-traincd teaching s taff. To this 

end , training integrated into the degree- level programs should be conduct 

largely in syn ergy with business / industry via the inclusion of work­

related, practical-s kill s, training in firm s . In addition, there shou ld be 

arrangements of continuous professional upgrading a t TVET institution s 

throughout instructor's career to enable them to fun c tion effectively . 

9. It was discovered that there was no reliable coope ration between the 

TVET institutions and the enterprises in the apprenticeship training 

programs. The lac k of effective co-operation is partly the cause of 

maladjustment between the TVET training provided and the needs of the 

industry a nd the commercial world. Therefore, to reduce the gap be tween 

technical a nd vocational education offered by in stitutes and the realities 

of e mployment, it is important that the representation of profession a ls a t 

a ll tra ining levels should be reinforced in order to bring improve ments . 

The ir mission s hould be pedagogic improvements and management of 
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TVET centers. In order to do so, a system of partnership among the 

training institutions a nd enterprises, well assisted by the government, 

need to be set up. Thus, they a ll fight for the same purpose more 

dynamic training schools for a more effi cient professional world. 

10. Apprcnticeship training promotion schemes often requires appropriate 

awareness campaign at various levcls. Stated differently, for further 

deepening a pprenticeship training and increasing employer 's share of 

train ing delivery, it is often necessary to reflect clear image of the training 

to employers. This awareness creation campaign should be accomplished 

through the establishment of advocacy system among the relevant 

stakcholders focusing on mutual advantages derived from the 

apprenticeship-training scheme. Therefore, the dissemination of 

information through mass-media, workshop, and pan el discussions IS 

expectcd to be und ertaken by MoE, Regional Education Bureau (REB) 

and thc TVET institutions. Furthermore, other legitimate incentive such 

as provision of training advisory scrvices may be used. 

11. It was found out that most organ izations selected to offer on-the-job 

training were unable or reluctant to discharge their training role 

adequately. They lack the capacity to provide structured apprenticeship 

training effectively. Thus, to lesson this problem, the Regional TVET 

commI SSIOn and council must set crystal clear criteria relating to the 

selection of legible enterprise to provide on-the-job raining, by giving 

specia l emphasis to the relevance of the training contents. 

12. I t IS apparent that when supervIsor 111 organizations offering 

apprenticeship training are found to be inadequate in the knowledge and 

experience for certain specia lized parts of the cu rriculum, the TVET 

trainees do no t able to get sufficient experien ce in the industrial settings 

to make their time there worth while. Therefore, tailor made trainings 
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that fill Lhi s gap s hould be organized a nd continuou sly underta ken in the 

TVET in s titution. 

13. In m a ny ins ta n ces res pons ibiliLy for m a tter s of TVET is solely vested 111 

TVET ins titution a uthorities that leave no legal scope for organizing 

systemati c tra ining program s in organization s . Thus, authorities in the 

s tate mu s t als o ta ke pa rt a nd play a crucia l role in organizing 

a ppren Liceshi p tra ining. Moreove r other a pprenticeship training 

organIzers and facilitators su ch as ch a mber of commerce or indu s try 

s hould e iLhe r be found ed or s tre ngthened. The se could ta keover 

respons ibili Ly In facilitaLing a ppren ticeship training In diffe renL 

organization s. As a resul t m ore apprenticeship tra ining sch emes could be 

carried o ut. Furthermore , government policy m a k ers a re expected to tak e 

m easures fo r th e d evelopment of th e s m a ll -scale industries a nd 

entrepren eurs. TVET institutions a lso should work in colla boration wi th 

industries a nd m a rket. 

14 . Since this s tudy IS n ot an end m area of implem enlalion of 

a ppren l iceship tra ining, furth er s tudy sh ould be carried out focusing the 

need and advan tages of cooperative l ra ining Lo promote t ra n sition o f 

trainees to the world of work. 
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APPENDIX - 1 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Questionnaire to be filled by Trainees 

Introduction: The purpose of this questionnaire is to gather information and opinion 

regarding the imple m en tatio n of apprenticeship training in TV ET institutions of Dirc­

Dawa. Thu s, your frank, si n cere and timely responses to t he items in the questionnaire 

help to meet the objective of the study. 

Please Note that: 

• No need of writi ng your name. 

• Where alternative answers are given, please mark your a nswer using an "X" in 

the correspond in g box. 

• Please be as brief as possible in answering the open ended questions. 

Thank you in advance for taking time to com plete this questionna ire! 

Part one: Genera l Background 

I. Name of the TV!!:T institution 

2. Add ress of th e TV I,T institution 

A.7-oneD B. Woreda D 

3. Train ing Program enrolled in: 

A. 10+ 1 D 13. 10+2 D 

C. Kebele D 

C. 10+3 D 
~. I' iclcl of training ___________________ _ 

5 . J\ddress where general secondary education attended: 

A. Region 
D 

13. Woreda D 

6 . Sex: MaieD Female 

7 . Age: A. 15 - 20 D 

13 . 21 - 25 D 

8. Pa rent's occupation 

A. Civ il Servant D 

13. Farmer D 

C. Zone D 

D. TownD 

D 

C. 26-30 D I,. Above 34 D 

D. 31 - 35 D 

C. Trader D 

Other ____________ __ 



Part Two: Ge neral Questions 

I. Who is responsible ror organizin g apprenticeship training such as, identi fi cation of 

organizations, commun ication with the organ izations, assign in g trai nees, e tc. in 

your TVET institution? 

A. The Voca tional Counselor O 

B. The trainer 0 
C. The department head 0 
D. The vice dean 0 
E. Through trainees pri vate effort 0 Other ___ _ 

2. Did you sign a contract agrcement with organ ization that offered you apprenticeship 

training? A. Yes 0 B. NoD 

3. Accommodation you used during apprenticeship training? 

A. I~ented house 0 D. Your relatives residence c=J 

B. Dormitory 0 E. other __________ _ 

C. Your fam ily residence 0 
4. What was t h e distance between your permanent residence and the organization 

where you attended apprenticeship training? 

A. 1 - 5 kms 0 D. 15 - 20 kms 0 
11 . 6 - 10 kms 0 E. 21 kms and above 0 
C. I I - 15 km 0 

5. Who covers the personal expense or trainees (sLich as pocket money, transportation 

cost, etc) during appren ticesh ip training? 

A. Trainees/FamiliesO 

B. TVET institution 

C. The organization 
o 
o 

6 . Did you pay fee for the a pprenticeship train in g? 

A.yes 0 B.No 0 

D. Sponsorship Agencies 0 
E. public fundO 

7 . If the trainees arc required to s ha re the cost of apprenticesh ip training ho\v do you 

rate their capacity to pay? 

A.lligh 0 B. Medium O C. Low 0 
8. For holV lon g did you attend apprenticeship training within each training period? 

A. ____ Months B. ____ _ Days C. ____ I-lours 

9. Are there criteria set re lat ing to se lection of apprenticeship training offering 

organ izations? 

A. Yes 0 B. No 0 

2 



10. If your response t.o question no 9 is "yes" t.h e crileri a determined to select that 

shall t.ake part in the provision of apprenticeship training? (you may choose more 

than one ans\ver) 

A. Type of business 0 
Fl. The size of the organization 0 
C. No of employees 0 
D. Relevance to the training in t h e institution 0 
I~. Nearness to the TV ET institution 0 
F. Facilities delivered to trainees c=I 

1 L How docs the number of trainees to be assigned to each organization for 

apprenticesh ip training determined'? 

1\. By agreement made between TVET institution and organization c:J 
B. By TVET institution on the basis of preset criteria 0 
C. By each organization unilaterally 0 
D. On the basis of the statement of the low 0 
E. The re is no form al procedu re 0 

12. Which of the following factor do you think are significant reasons for trainees' 

dropout before they complete their apprenticeship training? Please rate their 

significance. 
'--. 

Item I-ligh Medium 
Fiw;U1cial problem j inadequate incen tives 
High distance to the organization that offers apprenticeship 
training 
Lack of proper sLIF[lC>l~ from the organization. 
IrrelevanJ: tasks and duties given Lo apprentice. 
Other personal eroblem (such as health , marriage , etc) 
Lack of interest by trainees 
~. ---

13. How do you evalua te the degree of apprenticeship training to the skills acquired 

from TVET institu tor? 

A. Hi gh 0 B. Medium 0 c. Low 0 

o 
J 

LQ\~I 



14. How do yo u ra te the perfo rm a nce of TVET institutions with regard to the following 

duties a nd responsibilit ies? 

~ 

Item High Medium 

Assignin g pe r sona l that rollows-up apprentices hip training 

Considering grades given ror apprenticeship training as a 

component c riteria [or certifica tion 

Plannin g & o rganizing apprenticeship training with enterprise 

Preparing g uidelines and schedules tha t help proper 

implem enta tio n of apprenticeship training 

Workin g in collaboration w ith enterprises 

Sensi tizing organizations offering apprenticeship training 

15 . Il ow do yo u ra te th e adequacy of apprenticeship o ffering orga niza tions in the town 

whe re your institution is found '? 

A. Val-), Ad eq ua te 0 
D. Ve ry in8ciequate 0 

B. Adequate 0 C. Inadequ a te 0 

] 6. How do you rate th e readiness j willin gness of organizations offering 

apprenticeship trajning? 

A. lIig h ly sa tisractory 0 
C. Un sa ti srac tory 0 

B. Satis rac tory 0 
D. Highly unsatisrac tory 0 

17 . How d o yo u ra te the resource capacity or these apprenticeship training offering 

organ iza tion s~? 

A. Highly sa tisrac tory 0 
C. Un sa ti s ractory 0 

B. Sati s ractory 0 
D. High ly un s atisractory 0 

18 . Did your TV8T institution a ssign s upe rvis or who close ly monitor your 

perfo rma nce a nd behavior during apprenticeship training? 

A. Ye s 0 13. No 0 
19. If "yes", how frequent was th e fo ll owing-up? 

A. Da ily 0 C. Once in two weeks 0 
B. Once in a week c=J D. once in a month 0 
8 . Once throu gh ou t the a pprenticesh ip- tra ining period 0 

4 
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20. Which of the following duties and responsibilities were not practical by the 

organization that provided apprenticeship training? 

A. To cooperate and work in coordination with the relevant 'I'VET institution c=J 
13. To assign the apprentice in the agreed area of work 0 
C. To give orientation about the rules and regu lations of the organization as 

well as advice about safety rules. c=J 
D. To provide raw materials tools and other necessary inputs for 

apprentices 0 
E. To evaluate , mark and report the achievements and performance of the 

trainees. 0 
F. To assign supervisors/trainers to follo\-v -up and support the trainees c=J 

21. Qualities that a supervisor should possess are listed here under . How do you 

eval uate YOll r supervisor's capabilities and willingness that was manifested during 

apprenticeship training? 
,--

Item High Medium Low 
A. Skills on presentation 

B. Skills on giving practical training 

C. l(nov,rjedge of the subject matter 
--- - ----

D. Willingness to co-operate and give technical 

advices and su pport 

V. Capability to evaluate trainees 

22 . What \vas the degree of similarity of materials for practical training in an 

organization and TVET institution? 

A. High 0 13. Medium 0 C. LowO 

23 . 1-1011' do you eva luate tl,e degree of apprenticeship training to the skills acquired 

from TVET institution? 

A.High 0 B. Medium 0 C. LowO 

24. Which of the following problems prevail In your institution? (Multiple responses 

arc possible). 

A. Shortage of tra iners 0 
B. Low skill of trainers c=J 
C . Shortage of training materials 0 
D. Equipments & facilitates 0 
E. Shortage of rderence material 0 

5 



25 . How do you evaluate the relevance of the activities you r how undergone durin g 

appren ticeship trainin g to your field of study? 

1\.l ligh D 1:3. Medium D C. Low D 
2 6. Would you p lease suggest major proble m you faced during apprenticesh ip 

training? 

1\. ______________________________________________ _ 
B. __________________________________________________ __ 
C. __________________________________________________ __ 
0. __________________________________________________ __ 

27 . What possible sol u tion s would you s u ggest to mitigate the problems you listed 

above? 

A. ________________________________________________________ _ 

1:3 ________________________________________________________ _ 

c. ---------------------------------------------
0 . ________________________________________________ _ 

6 



APPENDIX -2 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Questionnaire to be filled by Vocational Counselor 

Introduction: The purpose of this questionnaire is to gather information and opinion 

regarding the implementation of apprenticeship training in TVET institutions of Dirc­

Dawa. Thu s, your frank, sincere and timely responses to the items in the questionnaire 

help to meet the objective of the study. 

Please Notc that: 

• No n eed of 'writing your name. 

• Where alternative answers are given, please mark your answer using an "X" in 

the corresponding box. 

• Please be as brief as possible in ans'vvering the open ended questions. 

Thank YOLI in ad vance for laking t im e La complete this questionnaire! 

Part One: General Background 

I. Name of the TVET institution _______ _______ ______ _ 

2. Qualification 

3. Major field of specialization _________ __ _ 

4. Total years of service 

5. Year of service as vocational counselor ___ _ _ _ _ 

6. Training programs offered: 

A lO+J D B. 10+ 1 and 10+2 D c. 10+ J, 10+2 and 10+3 D 

Part Two- General Questions 

7 . The number of organizations that can provide apprenticeship training in your 

locality : 

A. Productive ________ _ _ _ _ 

B. Trade 

C. Service 

Total - - - --

8 . From these organizations how many of them did provide apprenticeship training? 

A. Productive _______ _ 

B. Trade 

c. Service 

Total 



9. Were your given train ing on vocational coun seling? 

A. Yes D 13. No D 
10 . If yes , how long was the training course? ___________ _ 

I 1. Currently you carry out vocational coun seling services: 

A. In a ddition to teachin g D 
8. In addition to other managerial task D 
C. 13eing assign only for the tasks D 

12. Were there laws supporting th e implemen ta tion of apprenticeship training? 

A. Yes D 13. No D 
13. If you r response to question number 12 is "Yes" which of the following were 

em ployed by your TVET institution to promote apprenticesh ip training? 

A. Apprenticeship guidelines D 
B. Apprenticeship train ing act D 
c. Apprenticeship training regulation a nd contrac ts D 

Othors __________________ ___ _ 

14. Who is responsible for organizing apprenticeship training (such as, identification 

of organizations, communication with the organizations, assigning trainees, etc) in 

your TVI'.:'!' institution? 

A. Th e Vocational Counselor D 
13 . The trainer 0 
C. The department heads 0 
D. The vice dean 0 
E. Through trainees private effor t c=J 

Others _____ ___________ ____ _____ _ 

15. Did trainees sign a contract agreement \-\lith organizations offering apprenticeship 

training 

A. Yes 0 13. No D 
16. Who covers the personal expenses of trainees (such as pocket money, 

transportation cost, etc) during apprenticeship training? 

A. Trainees / P'amilies 0 D. Sponsorship agencies D 
B. TVET institution 0 E. Public fund 0 
C. The organization 0 

17 . 0 apprentice pay fec for the apprenticeship training? 

A . Yes 0 13. No 0 
18. If the trainees are required to share th e cost of apprenticeship training, hm.\! do 

you rate their ca pacity to pay? 

A. ll igh D 13. Moderate C. Low D 

2 



J 9. J low do you rate the Ocxibi li ty of 'rVET c urriculum ) to maintain the interest of 

orga ni za tion s offering apprenticesh ip tra ining/employer? 

A. High ly Oexi ble 0 C. Less Oexible 0 
13. Mod erately Oexib1e 0 D. Not Oexib le 0 

20. The understanding of TVET objectives by the re levant stakeholders 

A High o c. Low o 
13. Moderate 0 D. Not understood 0 

2 1. Are there criteria set relating to selection of appren ticeship tra ining offering 

organizations? 

A. Yes 0 13 . No 0 
22 . If you response to item number 2 ] is "yes" what were the cri teria determin ed for 

the selection? (you may choose more than one answer) 

A. Ty pe of Business 0 D. The number of employees 0 
8. Ty pe of ownership 0 Others __________ _ 

C. Th e amount of capital 0 
23 . How docs the number o f tra inees to be assigned to each organization for 

apprenticeship training determined? 

A. By agreement made between 'I'VET institution and organization c=J 
Il . l1y TVET institution on th e basis of preset c riteria 0 
C. l3y each organization uni late ra lly CJ 
D. On the basis of the s ta tement of the law 0 
E. There is no formal procedure 0 

Other _ ________________________ _ 

24 . Whi ch of the following factor do you think are significant reason for tra inees) 

dropout before th ey complete their apprenticeship training? Please ra te their 

significance 
- Item s High Medium 

Financial problem 
High distance to the organization t h a t o ffe rs appren ticeship 
tra inin g 
Lack of proper s upport from the organization 
Irrelevant task an d dLlties given to apprentice 
Lack of in terest 
Other personal problems Jsueh as health , marriage, etc) 

25. IlolV do you rate the adequacy of apprenticeship offering organizations in the town 

where your institution is found? 

A. Vcry ddequate 0 
C. Inadequate 0 

13. Adequ ate 0 
D. Very inadequate 0 

3 
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26. !-IO\", do your rate the readiness / willingness of organi%ation offering apprenticeship 

training? 

A. lIigh Satisfactory 0 
C. Unsatisfactory 0 

ll. Satisfactory 0 
D. I lighly Unsatisfactory 0 

27 . How do you rate the resource capacity of this apprenticeship offering 

organi%ations'~ 

B. Satisfactory 0 A. High SatisfactoryD 

C. Unsatisfactory 0 D. Highly Unsatisfactory 0 
28. Whi ch of t.he follow ing duties and responsibilities were not practical by the 

organization that provided apprenticeship trainin g? 

A. To co-operat.e and work in accordance with the relevant TVET institution CJ 
B. To assign the apprentice in the agreed area of work 0 
C. To give orientation about the rules and regulations of the organization at will 

at aclvice about safcty rules 0 
D. To provide raw material s , tools , and other necessary inputs for apprentices [=:J 

E. To evaluat.e, mark and report the achievements and performance of the 

trainees c=J 
F. To assign supervisors/trainers to follow-u p and support the trainees 0 

29. How do you evaluate to similarity of materials for practical training In 

apprenticeship offering organization and TVET institution? 

A.I-ligh 0 ll. Medium U c. Low 0 D. Va l-y low 0 
30. If your response to item number 30 is "low" or "very low" wh ich one of them well 

equipped? 

A. The TVE:T institution 0 B. The organization 0 
31. How do you eva luat.e the capability of the supervisors, assigned by organization , 

to evaluate the performance of apprentices? 

A. Ili gh ll. Medium c. Low 0 
32. Would you please list major problems that constrai nts the implementation of 

apprenticeship training? 
A. ________________________________________________________ _ 
B. ________________________________________________________ _ 
C. ________________________________________________________ _ 
D. ________________________________________________________ _ 

33. What possible sol ution wou ld YOLl suggest to mitiga te the problem you listed 

above? 

A. ________________________________________________________ _ 
B. ________________________________________________________ _ 
C. ________________________________________________ __ 
D. __________________________________________________ __ 

4 



Appendix - 3 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

DEPARTME NT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Questionnaire to be filled by Supervisor in Organizations o ffering apprenticeship 

training 

Introduction: The purpose of this questionnaire is to gather information and opi n ion 

regarding the implemen tatio n of apprenticeship traini n g in TVE'!' institutions of Dire­

Omv8. Thus) your frank, sincere a nd timely responses to the items in t he questionnaire 

help to meet t h e objective of the study. 

Please Note thal: 

• No need of writi ng your name. 

• Where alternative answers are given ) please mark yo u r answer Llsing an "X" in 

the corresponding box. 

• Please be as brief as possible in answering the open ended questions, 

Thank you in advan ce for taking tim e to complete this questionnaire! 

Part One: General Background 

1. Name of the o rganization ________________ _ 

2 . Address 

A . Zone _____ _ Woreda _____ Kebele _____ _ 

3. You r position in t he o rgan ization ______________________ _ 

4 . Years of service ___ _____ __ _ 

5. Quali fication 

6 . Sex A. Ma le D 13. Female D 
7 . Ty pe of ownershipA. Gove rnment D B. Private C. NGO D 
8. Type of business 

A. Service D B. Manufacturing D C. Trade D 
9 . Numher of employees in the organization _________ _ _____ _ 

10. For how long did TVET trainees attend appren ticeship training in your 

organization? 

A. ___ months 13. _ __ days C. ___ h ours 

I 
I 

I 

J 



II . T he numbcr of TV I~T trainers attended apprenticeship training in your organization . 

1\. 1997 ]'; .C B. 1998 E.C Total 

Part Two: Genera l Questions 

1. I-I ow was you r organization made to provide apprenticeship training? 

1\. On the basis of instruction /guid elin e ordered from local ad ministration office 0 
11. On the basis of request by local TVET institution 0 
C. On the basis of disclission and agreemcnt made between TVET institution and 

the organization c=J 
D. Through trainees personal e ffor ts 0 

2. To which one of the follo wing categories does your organ ization / enterpri se belong? 

1\. S m a ll informal sector ente rpri se (that employee fewe r than 10 peo ple) 0 
B. Medium sized enterprise (has stable work force, employ from 10 to 50 wage 

e mployees) 0 
C. La '-ge modern enterprise (has la rge work force, highly qualified em ployees) 0 

3 . I\re there criteria set relatin g to se lection of apprenticeship training offering 

organizations? A. Yes c=J 13 . No 0 
4. If your response to question No 3 is "yes" what arc the criteria determined to select 

the orga nization that shall participate in th e provision of apprenticeship training? 

(multiple responses are possible) 

1\. Type of enterprise 0 
11 . Ty pe of business 0 
C. T he size of th e organization o 

D. The number of employees 0 
Other ____________________ __ 

5. Were your organization made to be aware of issues relating to apprenticeship 

tra ini ng 

1\. Ye s 0 B. No 0 
6. If your response to question number 6 is "yes" how was your organization made 

familiar with the issue'2 

1\. Through a workshop or semin a r which participate higher officials of the 

TV I~T in stitution and organ izations / entcrprises c=J 
13. Th rough training of trainers / supervisors a bout apprenticeship traini n g 0 
C. 13)' providing appren ti ceship train ing co-operation guideline to the 

organization c=J 
Other ________________________________________________________ __ 

7. Who assignees trainees for apprenticesh ip training in each selected organization? 

1\. Thc Voca tional Counselor 0 
13. The Depa rtment heads 0 
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C. The vice dean 0 
D. Through t.rainees personal effort 0 

Other __________________________________________________ _ 

8. Which of the following activities were not performed by the TVET institution in the 

process of apprenticeship training? (multiple responses are possible) 

1\. To assign an apprenticeship coordinator I:=J 
B. To follow- up and to evaluate th e apprenticeship 0 
C. To utilize apprentice evaluation done by your supervision c=J 
11, To collaborate with your organ ization by preparing guideline, work and 

schedule for implementation of apprenticesh ip tra ini ng CJ 
9 . Ilow docs the number of tra inees to be assigned to each organization for 

apprenticeship training determined? 

/I. On the basis of 111e guidelines of co-operation/statement of the low 0 
B. 13y discussion and agreement m ade bet\Vee n TVET institution and 

organization ~ 

C. 13y each organization unilaterally 0 
D. l1y TVET institution on the basis of predetermined criteria 0 
E. There is no forma l procedure CJ 

10. How clo your evaluate the degree o f partnership between your organization and the 

TVI£'!' institution relating to the following co-operation areas in the process of 

promoting apprenticesh ip training program? 
- -- ----- ---- -- - -

I--::- __ Item I~- Medium -- --

/I 
Preparation or c urri c ula and rules and regulations ror 

apprcnti.ceship trainin g 

13 
Joint organization and management or apprenticeship 
tra ining program -

C 
Common and complementary use of training personnel, 
materials and machine~)'_ 

D Financial support for apprenticesh ip purpose 

E 
Giving allowance to trainees and covering other 
eXl2cnses 

F Co-operation in development of qualified staff 

3 
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11. Duties an d responsibili ties expected of a pprentices a rc listed here under. How far 

these were practiced by the majority of the trainees durin g apprenticeship tra inin g? 

~~ -- ---
Item High Medium Low 

A The ability to work accordin g to thi s rules and 
regula tion s of the organization 

G The ability to usc tools , instruments mac hine a nd other 
eq uipm en t with due care 

C The a bility to care fully perform the task given to 
appren tice 

D The ability to co~operate with other employees 
E The a bility to Eerform Eractical activities 
F The ability to utilize inputs efficiently 

12 . How do yo u evaluate yo ur orgamzatlOn comm itted to the ImplementatIOn 

apprenticeship training? 

II. Hi gh o B. Medium o 
13. If your response to question number 12 is "low" which of the following could be 

the s ign ifican t reason for the relucta nce? (multiple response arc possible) 

A. Lack of in centive for the organization c=J 
13 . Fear that taking in experienced trainees would margin a lize the organization's 

production and profit. D 

C. On the ground tha t t h e training is expensive 0 
]) . On the g round tha t trainees a rc uninsured against accident 0 

J 4. Do appren tice pay fcc for the apprenti ceship training? 

A. Yes 0 B . No 0 
J 5 . Did you r organ ization ma ke payments (such as allowance, tra n s portation cos t, 

etc. ) to apprentice? II . Yes 0 13. No 0 
16. I-low do you rate the relevance of the curriculum /the content, the duties a nd tasks 

that was learn ed in the TVET institution to the workplace com ponen t? 

II. High 0 l3. Medium 0 C. Low D 

17. Il ow do yo u rate the s imilarity of the materials for practical trainin g in your 

orga nization a nd the TVET institution? 

II. Hi gh o 13. Medium o C. Low o 
18. Were there incentive give n to your organ ization for offering apprenti ceship 

training? A. Yes 0 ll . No 0 
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19. If your response to item number 18 is "yes" what was an incentive given? (you 

may choose more than one answer) 

A. Tax exemption on imported m achines and other equipments c=J 
13. Acknowledgm ent a nd recogn ition 0 
C. Charge free tra inin g for employees o f the o rgan ization in TVET institution D 
D. Deduction of expense s from taxable incomes c=J 

Other ____________________________________________________ _ 

20. Did tra inees sign appren ticeship contract agreement with your organiza tion? 

A. Yes 0 B. No o 
2 1. How do you r rate the inte rest of your organi zation to offer apprenticeship training 

in the futu re? 

A. High 0 B. Medium 0 C. Low 0 
22 . Which of the foll owing factor do you think a re significant reasons for apprentice 

dropout before they complete th e ir apprenticesh ip t ra ining? Please rate their 

significance. 

Item High Medium 
Financ ial problem / inadequate incentives 
Il igh distance to the organiza tion t h at o ffers 
~renticcs~~raini~ 

Lack of.2,:,'per su[,£ort from the organization 
Irrelevant tasks and duties given to aEErentice 
Lack of interest 

.5)[h·(; r per~()lla l pro blem (such as heath , marriages, ete) 

23 . The understanding of 'I'VET objectives by your organization is: 

A. High 0 13. Moderate o C. Low 0 D. Not understood 0 
24. Would you please list m ajo r constraints t hat hinder the implementa tion of 

apprenticeship training? 

A. __________________________________________________ __ 
13. ________________________________________________ __ 
C. ____________________________________________________ __ 

D. ____ ~~--~~----~------------~-----------------------
25. What possible solutions wo uld you sl.l ggest to mitigate these problems? 

A. __________________________________________________ __ 
13. ____________________________________________________ __ 
C. ________________________________________________ __ 

]) . ------------------------------------------------------------

5 

LO\~I 



Appendix - 4 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

DEPART MENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

A guide for documentary analysis and questionnaire to be filled by TVET 

principals 

Introduction: The purpose o f this questionnaire is to gathe r in fo rmation and opi n ion 

regarding the implemen tation of apprenticesh ip t raining in TVET in stit ution s of Dire­

Dawa. Th u s, you r fra nk , si nce re a nd timely responses to th e items in t he questionna ire 

help to meet the objective of t h e study. 

Please Note th at: 

• No need of wr iting your name. 

• Where alternative answers are given , p lease mark your answer Ll sing a n (IX" in 

t h e corresponding box . 

• Please be as brief as possible in answeri ng th e open end ed questions. 

Thank you in advance for taking time to complete th is question n aire! 

Pa rt One: Perso na l Data 

1. Namc of the TVET in stitu tion ___________________ __ _ 

2. Sex: A. Male D 
3. Your academic qualification 

A. Diploma 

13. SAl FlSc. 

D 
D 

4. Your filed of specialization 

Major _________ _ 

5. Years of service 

B. Fcma le D 

C. MA / MSc . D 
D. Ph .D D 

Minor __________ _ 

A. As a teac h e r _______ _ C. As educa tion o fficer _____ _ 

6. Age 

B. As a principal ___ _ 

A. 20 - 30 

S .3 1 - 40 
D 
D 

Others _ _ _____ _ 

C. 40 - 50 D 
D. Above 51 D 



Part Two General Questions 

I. The current number of teaching staff by qualification 

A. Diploma D. Ph .D _____ _ 

B. 13A/ BSc./ l3cd ____ _ Total _____ _ 

C. MA/ MSc. ___ _ 

2. Did a ll concerned partne rs / your institution , the organization a nd the a pprentices/ 

sign contract of a g reement a bout apprenticesh ip training? 

A. Yes D B. Na D 
3 . How do you eva luate the extent of partnership betwee n your TVET institution and 

public and pri vate orga nization s relating the following co-operation areas in 

promoting apprenticeship tra ining? 
'-----' Item High Medium Low 

T .. Joint organization and management 
apprenticeshi p training 

B Preparation o f curricula and rules regu la tion s 
fa r a pprenticeship train ing 

C Com mon a nd compl ementa ry usc of t raining 
personnel , materials and machinery 

D Pa r t ici pa lion 111 eva lu a tion and testing o r 

-- a pprcnli ccsl!il~JI~ i n i ng 
1<: Fina ncial s upport. [o r ~aining purposcs ___ --
F Gi ving allowa nce to trainee and coveri n g other 

C-
cXEcnscs .-
Participat.ion in develo pment or qualiried starr 

4. Who a ssigns tra inees to eac h selected organiza tions? 

5 . What were th e s trategies devised by your institution to improve links v.lith 

apprenticeship offe ring organizations? 

6. Is there trained / qualified vocationa l counse lor in your TV ET institu tion ? 

A. Yes D B.No D 
7. Who covers t rainees' pe r son a l expe n ses during a pprenticeship training? _____ _ 

8 . Did orga niza tions demonstrate com mi tmen t to offer apprenticeship trainin g 

progra m ? 

A. Yes D 13 . No D 
9. If your answer question number 8 is "No" vvhat were the reason for t he reluctance 

] O. I-Jow do you rate th e adequacy of the followin g fac il ities in your institution 

A. Hi gh D 13. Medium D C. Low D 
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11. Were there any incentives given to organization offering apprenticeship tra ining? 

II. Yes D 13. No D 
12. If your answer to question No 11 is "yes" specify 

13 . Il ow do you ra te the ava il ability of trainers in your institutions ';> 

A. Very adequate D C. ina dequate D 
B . Adequate D D. very inadequate D 

14. I low do your rate the industrial experience of train ers a t your institutions? 

II. Very hig h D 13. lIigh D C. Low D D. Very low D 
15. Were there professiona l assista nces assigned during apprenticeship training? 

A. Yes D 13. No D 
16. I f'No'spec i ~ ________________________________________________ _ 

17. I-low do yo u rate the understa nding of TVET objectives by the relevan t 

stakeholders? 

A. lligh D 13. Moderate D C. Low D D. Not understood D 
18. To v."lat extent are the programs that trainees are studyin g re levant to the world 

of work? 

II. Hi ghly relevant D 
13. Relevant D 

C. Irrelevant 

D. Highly irrelevant 

19. Ilow do you rate the adequacy of apprenticeship offe ri ng organizations in the town 

where your institut.ion is found? 

II. Very adequate 11. IIdequate D C. In adequate D 
I). Vcry inadequate D 

20. Ilow do your rate the readiness/willingness of organizations offering 

apprenticeship training? 

II . lI igh ly satisfactory D 
C. Unsatisfac tory D 

13. Satisfactory D 
D. Highly unsatisfactory 

21. Is there any follow-up activity during the apprenticeship training? 

II . Yes D 13 . No D 
22. If your response to item "2 1 is yes , ho\\' often is conducted? 

A. Once in a week D 
13. Once in a month D 

C. Once in a while D 

23. Di d <-'Ill concerned partners s ign memoran dum of agreement about apprenticeshi p 

training? II. Yes D 13. No D 
24 . Were there c ri teria set to select apprenti ceship training offering organization? 

A. Yes D 13. No D 



25. If yes , please list the main clement of the criteria 

26 . Were there any laws supporting the implementation of apprenticeship training? 

A. Yes D 13. NoD 

27. If Yes, specify _________________________ _ 

28. Would your please state major problems your institution faced \Vhile implementing 

apprenticeship training? 

A. ________________________________________________________ _ 
B. ________________________________________________________ _ 
C. ____________________________________________________ __ 

D. ____ ~~~~--------~--~--~~~~~-------------
29 . Wh a t possible solu t ion you suggest to mitigate this problem? 

A. __________________________________________________ _ 
13. ________________________________________________________ _ 
C. ____________________________________________________ __ 

1). _-------------------------------------------------------
30. Please provide students enrollment by fi e ld of study a nd sex. 

Year Field of study 
Number of students 

Male Female Total Rem a rk 
1. 
2 . 

1996 
3. 
4. 
5. 

Grand Total 
1. 
2. 

1997 
3. 
4 . 
5 . 

Grand Total 
- - - ---- - -

1. 
2. 

1998 
3. 
4. 
S. 

-- Grand Total 
- -;--=--

1. 
2. 
3. 

1999 4. 
S. 

Grand Total 
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31 . Please provide information relating to the experiencing of apprenticeship training 

in your TVI!.:'!' instit.ution in the table presented below. 

- -- --

Number of Tra inees Legible fo r 
Number of Trainees who 

Occupational area Completed Apprenticeship 
No 

of Training 
Apprenticeship Tra inin g 

Trainin~_ 

f---
2004 / 2005 2005 / 2006 2004 / 2005 2005 / 2006 

Busincss Education 
1.1. Accoun t ing 
1.2.Banking a nd In s urance 

1 1.3. SalesL m arketing 
1.4. Purcha s il~ 

1.5. Secretary' 
1.6.lnformation Technology 
Hotcl Service and 
Beautification 
2. 1. Cooking 

2 
2 .2. Bakery a nd 
con fe c tionery _ -
2 .3 . Iiouse Ma nagement -- f-----
2.4. Ilotel service 

- --- -- -- -
2. 5 . I la ir Dres sing -- - -- - -----
Construction Technology 
3 . I. Drafting 

3 
3.2 . Surveying 
3.3. Wood work 
3.4. F<oa d Construction 

-- .).5 . Building construc tion 
Industrial Technology 
4...LElectricity 

- -

4 
4 .2. lolcctronics -- - - -
4 .3 . Automotive 
-- ._- -
4.4. General mechanics 
4.5. Machin e Techno logy _. 
Textile and Garment 

5 
5 . J . Tex tile c raft 

f---
5.2. Tailorin[ --

- 5.3. Dress makillg 
- -

5 



Submission Approval Sheet 

Th is thesis h as been submitted for examination with m y a pproval as a 

university advis or. 

Signa ture :--=---?ftJ.~~ 

Date of Submission: _________ _ 



Submission Approval Sheet 

I, the unde rsigned declare that this thes is is my o riginal work and h as 

n ot been presen ted for a degree in any oth er university, and tha t a ll 

sources of m a terials used for the thesis have been duly acknowledged. 

S ignature: ~~ ,-Z 
Da te: .July 200 7 


	MX-M464N_20191231_152625
	MX-M464N_20191231_152959

