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ABESTRACT 

The main objective of this study was to assess the status and challenge of cooperative training 
in government TVET colleges/institutions of Arada and Gulele sub cites and thereby to identify 
the implementation and constraints, then to provide alternative solution to the identified 
problems. The research methodology employed in this study was descriptive survey method. 
Primary as well as secondQly sources of data were used. The primary sources of data were 
trainees, trainers, industry trainers/ supervisors/, Deans, Vice-Deans, sub city sector heads and 
organizational mangers. As a secondary source of data annual reports, books. journals and 
other printed documents were used. Questionnaires, interviews and focus group di CllS ions 
were prepared, collection and analyzed. The improved questionnaires were administered to a 
sample of 565 subjects composed of 460 trainees, 80 trainers and 25 supervisors or industry 
trainers. A total of 467 (82.7 percent) of the questionnaires were properly filed in and returned. 
The data gathered were analyzed using statistical techniques such as percentage and chi-square 
to tests if there is significant difference between the observed fi-equencies and expected one and 
then the findings were recorded. The following were the major findings: It was found that there 
was no any oral or written orientation which assists trainees for beller achievement of 
cooperative training. The majority of respondents claimed that cooperative training was not 
arranged at the end each competence rather after three or four competencies. There were no 
incentives given for those organizations which participate in cooperative training. It was found 
that memorandum of understanding was not signed between trainees, colleges/institutions and 
organizations. Absence of insurance for possible accident happened on trainees at the company 
training time. Hence from the result of this study, it is possible to conclude that the status and 
challenges of cooperative training in government colleges/institutions was not implementation as 
of the strategy and the guideline. Therefore, to alleviate the above problems, recommendations 
were suggested. The suggested recommendations included: creating awareness and adequate 
orientation for trainers. trainees, organizations and supervisors (industry trainers). creating 
conducive environment for proper implementation of cooperative training. signing memorandum 
of understanding before cooperative training conducted. The government must arrange nel-" 
incentive mechanisms for organizations which give cooperative training jointly with TVET 
institutions/colieges. 

VII 



CHAPTER ONE 

This chapter consists of background of the study, statement of the problem, objectives of the 

study, significance of the study, delimitation of the study, limitation of the study, operational 

definition ofterms and organization of the study. 

1.1 Background of the Study 

Education viewed as one of the most and an essential engine for the take in to industrialization 

by developing as well as developed countries. Countries with rich natural resources and 

financial base could not necessarily get the steady economic development, if it does not have 

educated labor to utilize them (Invoe, 1985). This point elaborate that, a country with well­

educated labor force has a chance to obtain economic success. According to UNESCO (20 I 0). 

education aims help people to develop their attitude, skill and knowledge to make informed 

decision for the benefit of the educated and for economic development of the country. The 

above idea elaborates that education provides not only theoretical information but also practical 

tool which helps to move the society towards economic development. 

To see a promising development in the economy, a country has to improve the quality of its 

human resource, which could be possible through education. A reliable economic change 

however cannot achieve with only academic education but also with vocational training 

(Chengue, 2005). Depending on this idea, most countries in the world like U.S.A, Germany, 

France, Australia, and the like have wisely used their TVET institutions which helped them in 

registering rapid and sustainable social and economic change (winch and Linda, 2007). 

Many developing countries however, have been very reluctant in providing this kind of training 

programs. In African countries, vocational education is a recent phenomenon (AU, 2007) . Even 

after it started the program many African countries including Ethiopia made different designs to 

focus on TVET centers and attention given to produce trainees with some kind of skill in which 

the world of work has been in a serious shortage of skilled man power (Atchoarena 200 I). To 

make the training radically absorbable in the labour market, cooperative training program which 

is included in TVET program is developing trainees with the intention of promoting a work 

based training method (Winch and Linda, 2007). 
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Apprenticeship training is a training method where by trainees get on the job training at the 

completion of theoretical and basic technical and vocational education and training from 

training institutions or at the end of each level (Gebermedhin, 2007). It is as old as human 

history for years people transferring from one generation to the other in the form of 

apprenticeship. Today skills passed based on knowledge of many craft and skill from past that 

largely transmitted through family tradition. As time goes on people developed their skills, 

abilities and attitude. Due to the social and economic development of society the need to 

transmit the required skill purposefully emerged. The method of training through planned 

experIence namely apprenticeship development as a result of social development (Engeda, 

2007). 

In many countries of the world apprenticeship program are regulated by many labor agreements 

as well as by law. The U.S.A system of apprenticeship which was established in 1937 was 

modeled on a 1911 Wisconsin law that named 200 occupations which benefited from , 
apprenticeship program. The first law on apprenticeship came into France in 1851. From 1919 

onwards young people had to take 150 hours of theory and general lessons in one academic 

year. This minimum training time grow to 360 hours a year in 1961 , then 400 in 1986 

(httpllwww.Answer.com). The first Australia apprenticeship legislation different from British 

law was established in 1894. By the end of the 19th century, apprenticeship was well organized 

throughout all states with full responsibilities in regulating and administrating. The 

apprenticeship model of trade training that evolved in Australia has been emphasized on the 

importance of contract of employment and training between the apprentice and employer (Rays, 

2001). 

There are also some examples of modernization apprenticeship system in some African 

countries. For instance, Benin modernized its vocational education and training system in order 

to better meet urban economic demands, with a dual apprenticeship system with altering phases 

of theoretical and practical training in place since 2006, mostly devoted to traditional crafts such 

as masonry, electrical trades and plumbing while one day is spent at school, five days are 

devoted to learning on the job participants can obtain a certificate of qualification after 600 

hours in a training center (AU,2007). 
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Technical and Vocational Education in Addis Ababa being provided at different levels both by 

government, privet profit making institutions and GO's. In the past, the training was limited to 

some government comprehensive and technical schools. However, the 1994 education and 

training policy give emphasis to vocational training by opening TVET colleges and by 

encouraging private investors to participate on this sector. According to Addis Ababa TVET 

Agency report in the year of 20 14 there are 6 government ,59 private and 9 GOs as a total 75 

colleges and 22 government,245 privet and 19 NGOs a total of 288 technical and vocational 

institutions found in Addis Ababa (AACA, 2014). All these colleges and institutions let their 

trainees to get cooperative training at the end of each training competence. Hence, it is based on 

this background that the researcher was initiated to undertake this research. 

1.2 Statement of the problem 

In line with its level of economic development every country has to prepare its own human 

resource needed to participate and contribute more for nation economic building. The countries 

that provide their youth appropriate knowledge, skills, and productivity work experience and 

laying or renewing the foundation for future economic development and social well-being of 

their people. However, if this resource does not adjust with appropriate training method, it is 

difficult to achieve the intended goal (ILOIJASPA, 1993). The above idea point out that, one of 

the most important bases for economic growth is that prepanng manpower with quality 

marketable skills for dynamically changing work environment. 

Technical and vocational training help individuals to develop desirable and effective work 

habits with necessary skill and knowledge of an occupation (Linda, 2000). It also increases 

individual's intellectual capacity and personality in an integrated way to have all round 

participation in socio economic growth of the country (Harrison, 2000). This idea emphasizes 

that, technical and vocational institutes set under the objective of training and rendering service 

accessible to individuals that enable them to participate in the world of work. 

Concurrently, there is a fresh awareness among policy makers in many African countries and 

the international donor community of the critical role that TVET can play in national 

development (AU, 2007). The increasing importance that African governments now attach to 

TVET is reflected in the various Poverty Reduction Strategy Papers that governments have 
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developed in collaboration with the World Bank. One of the most important features of TVET 

is its orientation towards the world of work and the emphasis of the curriculum on the 

acquisition of employable skills. TVET delivery systems are therefore well placed to train the 

skilled and entrepreneurial workforce that Africa needs to create wealth and emerge out of 

poverty. Another important characteristic of TVET is that it can be delivered at different levels 

of sophistication. This means that TVET institutions can respond to the different training needs 

of learners from different socio-economic and academic backgrounds, and prepare them for 

gainful employment and sustainable livelihoods. The youth, the poor and the vulnerable of 

society can therefore benefit from TVET. It is within this framework that the African Union 

Commission is spearheading the development of a new strategy to revitalize TVET in Africa 

(AU, 2007). 

National Training Authorities have been set up in many countries, including Ethiopia, South 

Africa, Botswana, Namibia, Zambia, and Tanzania. Ghana has also recently passed an Act of 

Parliament that establishes a Council for Technical and Vocational Education and Training 

which will have overall responsibility for skills development in the country. In order to achieve 

greater coherence within the diverse TVET system, some countries like Ethiopia have 

established National Qualifications Frame works (MOE, 20 II). 

Recent survey conducted by the AU on the state of TVET in 18 African countries points to a 

number of priority areas for vocational training in Africa. The agricultural sector receives the 

highest priority, followed by public health and water resources, energy and environmental 

management, information and communication technologies, construction and maintenance, and 

good governance. The general recommendations from the member states include the 

development of appropriate competency-based curriculum in these areas and compulsory 

implementation of TVET programs for students in strategic fields such as entrepreneurship, 

computer literacy, agriculture, and building construction. The promotion of handicrafts and 

other indigenous teclmologies was also rated as important for African development (AU, 2007). 

Ethiopia as part of African Union has shown a peer role in implementing TVET. Accordingly, 

National Technical & Vocational Education and Training Strategy is designed by Federal 

Democratic Republic of Ministry of Education (FDRMOE) with the vision that states Technical 

and Vocational Education and Training (TVET) in Ethiopia seeks to create competent and self-
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reliant citizens to contribute to the economic and social development of the country, thus 

improving the livelihoods of all Ethiopians and sustainably reducing poverty (MOE, 2008). 

This strategy was developed with the involvement of a broad range of stakeholders from the 

private and public sectors. It defines the major principles of the intended TVET development in 

the comjng years. The main thrust of the strategy is that TVET development relies on an 

outcome-based system and dedicated and trusting cooperation among stakeholders. 

Pourpared et al in Atchoarena and Delluc (2002:58 ) state that for the improvement of technical 

education and vocational training, system systematically refer to the need to forge closer links 

between training and labor market. The apprenticeship training connects TVET institutes 

/collages/ with companies that help trajnees to improve their practical skill and social 

interaction (Yekunoamlak, 2000). He also added that the training program conduct in different 

organization contribute the quality of vocational graduates to satisfy the immediate skill work 

force needed for society. Since 2004 still today the training programs could fail to achieve their 

goals because of different factors . Among other things, relate theoretical trajning with 

occupational practice in a real working situation results poor performance of the TVET 

institutions. The implementation of apprenticeship program has a lot of problem whjch hindered 

the expected result of trainees in the system (Much ie, 2007). 

According to 2012 annual report of Arada sub city TVET office and 2013 annual report of 

Gulele sub city TVET office, the coverage of cooperative training increase from year to year. 

Even if, the program implemented in the colleges and institutions but organizations are not 

willing to discharge their responsibilities regarding cooperative training, others lack awareness 

about the program and do not assigned trainees in relation to their field of studies. Due to such 

and other circumstance cooperative training is not at required pace to satisfy the intended goal. 

This was one of the reasons that initiated the researcher to conduct this research. In addition to 

this document observation in this sub cities shows, no study was conducted before with the 

practice and implementations of cooperative training. The other reason was the researcher's 

experience in the Arad sub city that is being a worker in TVET office, observed and realized 

that TVET institutes/colleges have problems of implementing cooperative trajning program in 

different industries and service giving organizations. 
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Accordingly, this study is proposed and conducted to assess the status and challenges of 

cooperative training in Arada and Gulele sub cities of Addis Ababa city administration. Hence. 

it is based on this background that the researcher was initiated to wldertake the research based 

on the following leading basic research questions. 

1. What is the nature of cooperative training in government institutions/colleges of Arada and 

Gulele sub cities? 

2. To what extent does the cooperative training program implemented III government 

institutions/colleges of Gulele and Arada sub cities? 

3. What are the constraints observed during the implementation of cooperative training in 

Arada and Gulele sub cities government institutions/colleges? 

1.3. Ob~ective of the Study 

1.3.1. General Objective 

The general objective of the study is to assess the status and challenge of cooperative training 

practice and problems encountered in developing skilled manpower in government TVET 

institutions of Arada and Gulele sub city and to come up with possible recommendations. 

1.3.2. Specific Objectives 

The specific objectives that the study is aimed:-

• To identify the relationship between cooperative training giving organizations and 

institutions. 

• To assess the practice of cooperative training conducted by selected government TVET 

institutions of Arada and Gulele sub cities. 

• To understand major problems observed in government TVET colleges of Arada and Gulele 

sub cities during the implementation of cooperative training. 

• To suggest possible solutions for the problems related to cooperative training program and 

to promote the participation of companies and industries in conducting this mutual training 

system. 
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1.4. Significance of the Study 

Technical and vocational education and training program aimed at implemented effectively to 

respond to the social and economic demand of a country. To this end, assessing the status of 

TVET program implementation and identifying the major problems encountered by the program 

and there by generating necessary information for decision making and taking corrective 

measures is essential. Thus, the study may have the following significance. 

• It may identify the major problems and common constraints encountered to implement 

cooperative training in government TVET institutions/colleges. 

• The study could help the policy makers, development planners, educational officers and 

authorities to get valuable information and to take corrective action which helps to improve 

the participation of companies and industries at a maximum level. 

• The study may serve as a foundation for those who need to conduct further study for the 

topic understudy. 

1.5. Delimitation of the Study 

There are 6 colleges and 22 governments Technical and vocational institutions throughout 

Addis Ababa City Administration (AACA, 2014). It would be very substantial if the study 

covers all these TVET colleges of Addis Ababa City Administration. However, for the sake of 

manageability and to address both colleges and institutions together though the researcher 

delimited the study in Arada and Gulele sub cities. In the selected sub cities there are four, 

government TVET institutions and one college. Of these institutions, the study further delimited 

to 3 purposively selected institutions which represent all government TVET institutions of 

Arada and Gulele sub cities. 

These selected sample TVET institutions are: 

1. Berehane Ethiopia Technical and Vocational Institution 

2. Entoto Technical and Vocational polytechnic College 

3. Aware Technical and Vocational Institution 
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1.6. Limitations of the Study 

This research work could not be totally free from limitations. Due to lack of interest of some 

mangers and experts to participate in interview, adequate data was not generated as it wa 

intended. If all expected interviewees have been fully participated, more insightful qualitative 

data might have been generated to substantiate the quantitative data. In addition. although 

enough number of questionnaires were filled and returned, they were blow intention. However, 

these shortcomings could not bring significant change in over all out comes of this research, 

because both quantitative and qualitative data were generated from majority of the respondents 

and different sources. 

1. 7. Opera tional Definition of Terms 

Technical and Vocational Education :-A training program provided by training institutions 

with a view to acquiring practical skills or upgrading his or her technical and vocational skills. 

(Federal Negarit Gazeta March 1,2004,No 391 /2004). 

T raining: - is a development associated with learning human and technical skills to make the 

employee more effective on a specific job (Timma and Peterson, 2000: 112). 

Cooperative Training:-is training provided by and incorporate with more than one technical 

and vocational education and training providers often offering to TVET that is provided in 

cooperation between enterprises and institutions (MOE, 2008). 

Organization :-A productive and service giving institution which provides cooperative 

training. It could be a small, medium or large enterprises or organization of private, state or 

NGO (MOE, 2002:49). 

Training Institution:- Public, private institution, government or owned NGOs to which 

accreditation certificate is issued by appropriate Accrediting Authority to engaged in the 

progran1 ofTVET (Federal Negarit Gazeta March 1,2004,No 39112004:2553). 

Supervisor:-a person, who supervise the workers or the work done by others, superintendent, is 

responsible for the day to day performance of small group. It may be team or shift. 
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1.8. Organization of the Study 

The thesis was organized into five chapters. The first Chapter deals with the problem and its 

approach that consists of background of the study, statement of the problem, objectives, 

significance and delimitation of the study. The second Chapter presents review of the related 

literature. Chapter three deal with research design and methodology. In chapter four data was 

analyzed and interpreted. Finally chapter five deal with summary, conclusion and 

recommendations. 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

2.1. Historical Background of Vocational Education 

As man invented tools, weapons, clothing, shelter and language for training became essential 

ingredients in the path of civilization. It's generally thought that man began amazing knowledge 

at the beginning of Stone Age. As archeological excavation continue till today in the earth 

inscribed information about the life of people living six thousands or more years ago. The 

pyramid, obelisks, bricks which were built around 3500 B.C., tells us that the era of 

technological development of handcrafts (Craig, 1976). These facts emphasize that knowledge 

and practice of technical skills had a large and ancient origin in the world. 

Similarly, Minale (1993) it's difficult to date exactly in which formal technical education 

started. Nevertheless, different literatures brought in to light that the world Technical and 

Vocational Education and Training (TVET) came in literature of education system at the 

beginning of twentieth century. Regarding the need of formal vocational training Giachino and 

Gallington (1967) stated that, there had been manpower shortage after the 2nd World War. The 

demand for production and maintenance of war machines and air craft search about the need of 

skill training. This disparity made the formal vocational education program inevitable to meet 

businesses and industries within the boundaries of the given educational, social and economic 

structure. So that TVET can be delivered at different levels of sophistication. The above idea 

clear that, TVET institutions can respond to the different training needs of learners from 

different socio-economic and academic backgrounds, and prepare them for gainful employment 

and sustainable livelihoods. The youth, the poor and the vulnerable of society can therefore 

benefit from TVET. 

In Africa the first attempt to introduce technical education was made by missionaries. As stated 

by Minale(1993), colonial education commission emphasized the importance and proposed the 

expansion of practical (vocational) education for the native people. However, all these did not 

bring the expected results due to shortage in educational budget, lack of teachers, teaching 

materials, as well as African views towards the technical skills. They understand that learning 
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"craft skills" would place them in all inferior position compared to those who had received 

acadenlic training. According to Foster (1979), the African's interest for technical skill also by 

lack of jobs, face for some artisans influenced. At that time, there is a fresh awareness among 

policy makers in many African countries and the international donor community of the critical 

role that TVET can play in national development. The point elaborate that, one of the most 

important features of TVET is its orientation towards the world of work and the emphasis of the 

curriculum on the acquisition of employable skills. 

Nevertheless, TVET systems in Africa differ from country to country and are delivered at 

different levels in different types of institutions, including technical and vocational schools 

(both public and private), polytechnics, enterprises, and apprenticeship training centers. For 

example while in West Africa in particular, traditional apprenticeship offers the largest 

opportunity for the acquisition of employable skills in the informal sector, in all of Sub-Saharan 

Africa, formal TVET programmers are school-based. In some countries, training models follow 

those of the colonial power. In general however, students enter the vocational education track at 

the end of primary school, corresponding to 6 - 8 years of education as in countries like 

Burkina Faso and Kenya, or at the end of lower or junior secondary school, which corresponds 

to 9 - 12 years of what is called basic education. 

Studies aimed at examining TVET systems in developing countries, particularly sub-Saharan 

Africa describe the system as being in a state of crisis already for twenty years. Here two of the 

main challenges in TVET delivery system were referred to: quality and relevance. As evaluated 

by the AU (2007) the quality of training is low, with undue emphasis on theory and certification 

rather than skills acquisition and proficiency testing. Inadequate instructor training, obsolete 

training equipment, and lack of instructional materials are some of the factors that combine to 

reduce the effectiveness of training in meeting the required knowledge and skills. With respect 

to relevance, different studies refer to a mismatch between the training offered and the skills 

needed in the labor market, especially in formal public training. In line with this Girma (2009: 

21- 22) stated that, formal public TVET delivery system often does not pay enough attention to 

the market trend. Wanna (1998:60), also witnesses that the quality of training, especially those 

given in vocational/technical schools can be affected by the quality of instructors, curriculum, 

resources, and administration. 
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2.2. General Objective and Type of Vocational Education 

Vocational education, in man power planning education plays a major role to create balance 

between demand and supply. In this regard Timberly (1974:98) point out that, education has 

come to be an investment. The relation between education and employment system is 

influenced by educational institution function and the skilled manpower produced by it. This 

indicates that whatever the cause may be the objective of educational centers must be producing 

trained man power. According to Even (1971 : 10), the central aims of vocational education are: 

Meeting the man power needs of the society, increasing the options available to each student 

and Serving as a motivating force to enhance all types of learning. 

Moreover, Gillia (I 973 :3) describe other basic objective of vocational and technical education 

are; seeks to provide a serious of education and training experience designed to prepare certain 

people for initiating entry in the world of work and to makes provision of technical and 

vocational oriented education and training that enhance trainees ' employability potential and 

consequently increases their usefulness in the working society. 

The above writers emphasize that vocational education is different from other forms of 

education because its main concern is to develop specialized knowledge, skill and attitudes 

required for competent and efficient workers. In other word the main purpose of the program is 

for training and rendering service accessible to individuals that enable them to participate in the 

world of work. 

Similarly, UNESCO (1978) stated the main aim of vocational and technical education are; 

Contribute to the achievement of society ' s goals of greater democratization and social cultural 

and economic development, while at the same time developing at the potential of individuals for 

active participation in the establishment and implementation of those goals and also lead to an 

understanding of the scientific and technological aspects of contemporary civilization in such a 

way that man comprehended their environment and capable of acting up on it. Skilled workers 

and technicians enhance the quality and efficient of productive development. 

So it's essential to note that the content of training they process under which the trainee goes , 
through may vary from time to time and place to place depending on the complexity of task to 

be performed. However, the central purpose and objective of vocational and technical education 
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has always been to train individuals with different occupation. In addition to meet effective. 

efficient and competent manpower needs of a labor market. As stated by lLO (1999), there have 

been several categorized of vocational education and training program. Among them: 

1. Pre-Employment VET: -prepares individuals for initial entries in to employment. These 

are the "traditional" progran1 of vocational education. In most countries in both school and 

in work places in dual system and often operated by national ministries of education. 

2. Upgrade Training: - provides additional training who are already employed their jobs 

changes, technology and work, organization became more complex or they advance within a 

ftrm occupation. 

3. Retraining: - provide training so that individuals who have their jobs can find new ones. 

4. Remedial Vocational Education and Training: - provide education and training for 

individuals who are in some way marginal or out of practical experience and those who 

have been underemployed for a long period of time. 

The above points indicate that, technical and vocational education offer as reference training for 

useful employment. It is incomprehensible to think of development without educating, training 

and re-training peoples to meet the ever changing technology. More importantly, technical and 

vocational training make adults and young men fully qualified and competent to do any kind of 

jobs. Moreover, how to plan and organize are the necessary issues to make vocational and 

technical institutions effective and efficient. Its objective focuses to meet the needs and interest 

of the society. 

Regarding to this, Harries (1965 :34) emphasize the following: 

The responsibility for organizing, planning and operating vocalional program must 
be adapted lo the society 's need for trained manpower. Manpower is nol simply a 
matter of individuals lo produce goods and services. The manpower of any nation is 
the sumtolal of the ability, training and skills of citizens. 

The fact that, meeting the manpower needs of society is essential but it is not an easy task. It 

means changes in attitude and skills of people are differing from production in a firm. There are 

times when the existing needs are out of date to be substitute by the new ones. Furthermore, rate 

of change in the modern world puts special emphasis on the needs of man power, the needs of 

economic development and the needs of technology. To generalize, the most important and 

widely accepted objective of the vocational and technical education is to generate well-trained 
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manpower and serving the community in different occupation. Thus, technical and vocational 

training institutions must take into consideration the quality of the training, interest of 

employing organizations and achievement of the stated TVET objectives. 

2.3. The practice of Cooperative Training in some selected countries 

2.3.1. German-Style Apprenticeship-based TVET system 

TVET provision in different countries differs by the amount of time spent in the classroom 

gaining general skills, versus time spent in the enterprises gaining job-specific skills. In 

German-style "dual" system the theory is taught in educational institutions and practical skills 

are acquired through the apprenticeship in a company. The Gennan system has long been 

admired internationally. It is typically observed that such a system is correlated with lower rate 

of youth unemployment. This correlation need not be because of the causal link from the type of 

system to the employability of the graduates, but it is often interpreted to have such a causal 

link. Few countries have been able to successfully emulate the German system, notably 

Switzerland, Austria and Denmark (Piopiunik and Ryan, 2012). 

German-style dual programs demand very strong participation by employers. In practice, 

German apprenticeship involves four major sponsoring parties - the employer, the public 

authority, the trainee and the trade union (Wber et.a!. , 1987). German apprenticeship system is a 

descendant of the mediaeval institution of apprenticeship within the merchant guilds. It appears 

that in Germany the institutions have emerged that are able to solve the coordination problems 

that are inherent in the cooperative training arrangements. For an in-depth discussion on the 

economics of the apprenticeship systems, as well as the policy debate on school based versus 

apprenticeship based training, refer to (Smith and Stromback, 2001). From the above pointes we 

learned that, in Germen dual cooperative training program both the companies and TVET 

institutions share the responsibility of providing the trainee with best possible job qualification. 

2.3.2. Cooperative Training in Australia 

Cooperative training in Australia is also a transition from school to work or from youth to 

adulthood as in other part of the world. According to Rays (2001) it was provided with funding 

of $1 00 million over the next four years to support state and territory efforts to expand the range 
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of skills and opportunities young people could use to successfully move from school to the 

work place. Its mission was to work together local schools, businesses and the wider 

community to provide a network option, idea, opportunity and information to assist young 

people when they are deciding what they will do after school life. tudents in all secondary 

schools were made to activate under the Go Career-ECE umbrella. chool based ew 

Apprenticeship; career information and guidance was introduced. Training the apprenticeship 

centers attached to the chambers of commerce and industry was made to serve as first instance 

vocational training authorities. The activities of the social partners here are based on powers 

which are partly original and partly delegated. 

The establishment of the apprenticeship center signified the delegation of certain state 

responsibilities, apprenticeship agencies are subject to state instruction and the line of 

institutional command. Apprenticeship centers become federal agencies and indirect elements 

of the federal administration. The apprenticeship center was supported in their work by the 

apprenticeship and youth welfare unites of the chambers of labor. It was mandated to define the 

interest of apprentices, the main tasks of these unites are to monitor the training provided by 

employers and to appoint delegates to important bodies responsible for apprenticeship. 

2.3.3. Cooperative Training in African Countries 

Apprenticeship system in same Saharan African countries for example, easy not integrated 

within the formal system. It acquires its practice from tradition, where the apprentice is formed 

by master artisan who acts as a sort of "father figure" the transmission of knowledge was 

essentially based on observation and imitation. The system belongs to what is commonly called 

the informal sector. In some cases apprenticeship gives rise to expertise. However to the degree 

that training on the job has predominant place "apprenticeship offers few possibilities for 

learning the basic principles and theories on which practices is based" (Atchoarena and Delluc 

2002: 184). 

2.3.4.1. Cooperative Training in South Africa 

In an effort to revitalized apprenticeship mode of TVET, seen as an important asset in the South 

Africa's training culture, the government has designed a new schema called learner ship. This is 

a more flexible and a new form of apprenticeship. They have in the common been added to 
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learning and that a practical assessment of competence be undertake (Atchoarena and Delluc 

2002). Form the above we understood that South African TVET system based on practical 

training that is updated accordingly and fixable depending on the market need. 

According to GTZ (2002), the new learner ship system as specified by the skills Development 

Strategy represents an effort to broaden the present apprenticeship system. Learner ship 

coverage will extend beyond the traditional, blue collar confine of the apprenticeship system, to 

include sport, welfare and range of service. Through learner ship, structured learning and work 

experience may be organized for accreditation with the NQF. Learner ship contracts will be 

formulated between the learner, the provider of structured learning and the organization 

providing work experience for example, the largest supplier of training service for the 

construction industry is the Building Industries Federation of South Africa (BIFSA). 0 the 

learned experience from the above points is that, ~mployers enjoyed tax benefits when they 

inter and completed apprenticeship contract. Also there is more flexible and a new form of 

apprenticeship with common requirement that a work place experiential component be added to 

learning and that a practical assessment of competences was undertaken. 

2.3.4.2. Botswana 

Industry based in Botswana is still very small and has not been able to support apprenticeship 

training model to any significant level. However the ministry of labor and home affairs is 

responsible for the delivery of apprenticeship. The apprenticeship scheme absorbs only 1.5% of 

the school leavers. Furthermore, the views of the employers were that the programs were not 

meeting the needs of industry. The policy states the government should cater for the initial 

broad-based training, while the employer should provide the specialized skill training. As a 

result, the national apprenticeship schema is central in providing skilled artisans. The content of 

apprenticeship program is dawn up in close cooperation with commerce and industry, which are 

represented in program advisor conunittee. Generally, the recent evaluation of the 

apprenticeship training program conunissioned by the Ministry of labor and home affairs, 

recommended that the scheme be modernized and made more flexible to acconunodale or 

fixing training for workers as technology and skill requirements change (Atchoarena and Delluc 

2002). 
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2.4. Technical and Vocational Education and Training in Ethiopia 

Ethiopia has been having an alphabet of its own for many centuries and it has been running its 

educational system in religious institutions. This was going on until early twentieth century 

when modern education was introduced. Towards the end of the 19th Century, several things 

accentuated the need for modern education. The victory of Adwa in 1896 itself alerted Emperor 

Menelik II to realize the inadequacies of church education if Ethiopia was to remain 

independent. The innovations introduced, such as the formation of the Council of Ministers, the 

starting of postal , telephone, and telegraphic systems, the establishment of the state bank and 

printing press, the construction of railway line, etc. all required a new type of personnel or 

qualified civil servants (Ayalew, 2000:8). 

Academic education continued to be provided until· 1936 without the vocational curriculum. 

Immediately after the liberation, there was an urgent demand for trained people to introduce 

modern management and launch a program of reconstruction. It needed technicians of all levels, 

managers, planners, engineers, and other economic-oriented labor force . The immediate 

response to this urgent demand was the establishment of technical and vocational schools to 

train and supply the critically needed trained people in the various areas of technology (Girma, 

2009:26-27). 

According to Wanna (1998 :57), vocational/technical schools established in the years 1940s-

1960s were, Addis Ababa Technical School (1942), Addis Ababa Commercial School (1943), 

Addis Ababa Building Trade School (1946 (Phased out», Ambo Agricultural School (1946), 

Jimma Agricultural School (1944), and Bahir Dar Polytechnic School (1964).TVET was the 

most neglected area in the history of the Ethiopian Education System (FDRE,2005 :5). However, 

since 2000/01 a massive expansion of this sub-sector has been operational. The strat~gic 

thinking behind the expansion of the TVET sub-sector is to meet the middle level human power 

demand of the industry, service sector, and commercial agriculture, which have become very 

essential to the overall development of the country. 

TVET is an instrument for producing technicians equipped with practical knowledge, who 

unlike in the past, would be job creators rather than expecting jobs to be provided by the 

government. The objective is to provide quality education and training in the TVET sub-sector. 
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To this end, the curriculum was revised; skill-upgrading training was given to TVET teachers. 

and experienced teachers were employed to overcome the shortage of teachers. In collaboration 

with the private sector and goverrunent enterprises, an apprenticeship program was also 

introduced to develop the skill of the trainees before their deployment to the world of work. 

(FDRE,2005:5). 

2.5. Objective of TVET in view of Cooperative Training 

The government of Federal Democratic RepUblic of Ethiopia has also set TVET proclamation 

No, 391 :2004 as to provide legal frameworks for the implementation of Technical and 

Vocational Education and Training on March 2004. The proclamation also clearly stated 

industries and service sectors have an obligation to give training in their production or service 

areas. As discussed in the document every organization selected for apprenticeship shall have 

duties and responsibilities. Those are to receive and provide apprenticeship training to trainees, 

assign the apprentice in the place appropriate to his training and to ens me that apprenticeship 

acquired proper work experience, assign a capable supervisor who would enhance the 

knowledge and skills of the apprentice should follow up and evaluate the day to day 

performance of the apprentice (Proclamation No.39112004: 2560). The above duties of 

organization lindustries, commercial and service giving organization! in order to assist the 

trainees to be prepared psychologically have discipline, skill and potential to work competent 

employee and creator of work. 

The training institution has also a clear duties and responsibilities these are stated in (Negarit 

Gazeta Proclamation No.39112004, article 22). As presented in the proclamation the colleges or 

institutions responsible to assign a coordinator who follow and control apprenticeship training 

undergone, uti lize results of performance evaluation relating to apprenticeship training as a 

criterion for certificate, Identify employers and organization suitable for apprenticeship training, 

Support the employers and give advice on how to organize the apprenticeship training, Follow 

up and evaluate whether the trainee has been trained according the registered plan. 

Based on the national TVET strategy MOE (2008, 201 0) state that, the objective of cooperative 

training programs are to train the trainees effectively and cost efficiently a work fo rce which 

possesses the competencies needed on the labor market, to bring stakeholders together to work 
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on the provision of suitably qualified man power MOE chambers and professional associations. 

other Ministries involved in TVET industrial and service providing enterprises which want to 

playa role in, encourage enterprises large and medium as well as small micro enterprises in the 

formal as well as the infom1al economy to participate in the training process voluntarily and 

regularly in their own interest. In addition it also stress to gain a qualified workforce and at their 

own expanses, improve young people's access to cooperative training and to nationally 

recognized certificates and hence to create opportunities for farther education and training, and 

orient trainees regarding the in1portance of work attitudes and ethics e.g. the effectiveness and 

the style of work and how to deal with colleagues and clients. This issue is crucial for the 

trainees ' future employability, and it is best to be learned in the enterprises themselves. 

In general the above statement shows that, cooperative training is the main part of the TVET 

training that takes place in the organizations/companies trainees goes for training for limited 

period of time. To this end the industries/organizations and TVET institutions share the 

responsibility of providing the trainee with the best possible job qualification, the former 

essentially thought practical training and the latter by securing an adequate level of specific, 

general and occupation -related basic competency. 

2.5.1. TVET Strategies of Ethiopia 

According to MoE (2008:12-13) the overall objective of the National TVET Strategy is to 

create reduction and social and economic development through facilitating demand-driven, high 

quality technical and vocational education and training, relevant to all sectors of the economy, 

at all levels and to all people. 

Specifically, the National TVET Strategy aims to create and further develop a comprehensive, 

integrated, outcome-based and a decentralized TVET system for Ethiopia, Strengthen TVET 

institutions in view of making them Centers for Technology, Capability, Accumulation & 

Transfer Create a coherent framework for all actors and stakeholders in the TVET system, , 

Establish and capacitate the necessary institutional set-up to manage and implement TVET in 

ensuring quality management system (QMS), Strengthen the private training provision and 

encourage enterprises to participate in the TVET system, Strengthen the culture of self-
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employment and support job creation in the economy, to develop a sustainable financing system 

for TVET with efficient and cost-effective delivery systems. 

2.5.2. Policy Iss~es and Legal Frameworks in Ethiopian TVET System 

It is u.nderstood that vocational education has a relatively longer year's age. This can be 

providing by historical and archeological evidences. The obelisks ofAxum, Fasil building of 

Gonder and the churches of Lalibela could be good example. However, alone the older forms, 

even the modem day's vocational education of Ethiopia were form seven the modem day ' s 

vocational education of Ethiopia was not supported by policies, strategies and legal 

frameworks. With regard to this issue MOE, (2002:2) state that in the longer years of education 

and training in Ethiopia there was not as such a clear policy by which to evaluate and 

accordingly shape its direction. In the fact what existed in the recent days was a mismatch of 

eclectically combined directives extracted from a host of unrelated experiences. 

Taldng the above mentioned problems into consideration, the transitional government of 

Ethiopian took measures in establishing a new education and training policy in 1994 which is 

on practice at the present moment. On the bases of this policy, the TVET section is in a reforn1. 

In the course of implementation the policy, the TVET section strategy was developed for the 

first time in 2002 by the Ministry of Education which is revised in 2006. It was after the second 

draft strategy of TVET that other documents (strategies and guidelines) such as: financing 

TVET vocational guidance and counseling; Accreditation guideline, permeability of TVET and 

apprentice ship guideline developed. All these documents are extended parts of the TVET 

strategy. In strengthening this idea (MOE, 2006:9) state that "important reform steps have been 

introduced after the adoption of National TVET strategies of 2002 and the TVET proclamation 

of 2004". 

So as to achieve the objectives and there by ensure economic development in the country, the 

strategy developed in accordance to the economic policy of the nation including the agriculture 

and industrial policies. Farther more, the Addis Ababa city government education bureau TVET 

department has also set TVET strategy that would help to conduct the training accordingly. The 

region's TVET was developed on the bases of National TVET strategy in line with the socio 

economic context and human resource development of the city. Thus, the major objective of the 
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strategy contains: mechanisms, rule of TVET system, identification and outline of activities and 

institutions necessary to implement the TVET -OSAC (occupational standard Accreditation and 

Certificate) system in Addis Ababa. 

On the other hand, the apprenticeship training program which is part and parcel of TVET is 

already legal ground with proclamation 2004. Apprenticeship training practice is taking place in 

the whole of the national on this legal base and some guideline emanated from this source. 

Since November 2005, Vocational Education and Training (TVET) sector of Ethiopia has been 

reforming its overall system in the framework of the engineering capacity building program 

(ECBP). In the context of TVET reform, the new TVET strategy (2006) was developed and 

discussed with a wide range of stakeholders. This strategy outlines the paradigm shift to the 

reformed TVET system, which will demand driven and outcome-based. Among the objectives 

that the documents focused was to strengthen and encourage enterprises to participate in the 

TVET training system. Based on this, apprenticeship training program was changed and 

cooperative training framework developed and implemented in the country (MOE, 2006). 

2.5.3. Curriculum Issues with Regard to TVET 

A systematized type of education or training might be unthinking without curriculum. Because 

curriculum help as a road map for education or training by answering the basic questions what 

and how. According to MoE, (1993 : 1) defined curriculum as an educational program grounded 

on a clearly stated educational policy addressing a country 's developmental problems and 

needs. Such curricula should be able to develop knowledge, skill and attitude. In short, 

curriculum is a planned body of learning experiences organized by grades and levels, presented 

as syllabus, teachers guide, pupil's text, teaching aids and other educational inputs. 

On the basis of the new educational and training policy of 1994 a new TVET program has been 

launched. According to the report of GTZ, (2000:4-5) diversified technical and vocational 

training have been provided for those who leave school at any level of education. Three major 

programs were designed to practice the training the first basic vocational training program for 

those who completed first cycle of the primary school (grade 4) or dropout of primary school 

second cycle (grade 5-8) with an appropriate age, the second Junior vocational training program 

for those who completed primary education and may not want to continue general education 
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(9-10) or dropout of first cycle secondary school and the last one middle level TVET program: 

which the five level (10+1, 10+2, 10+3,10+4,10+5) for those who successfully completed 

general education (grade 10). 

This is after the identification of the three major programs of TVET revision of the old and 

design of the new TVET curricula came into existence (Mekonen, 2004:37). The TVET 

curriculum is designed in modular approach for its more flexibility, easy to integrating to other 

courses and adopted to individual needs (MOE, 2001: I) According to MOE (2006:48) the 

training module is structured into occupation, jobs, duties and tasks. Occupation is the major 

area in which trainees can be qualified .jobs are the main frame work to be performed in the job 

and tasks are the smallest possible activities in the duties. 

The entire curricula comprise four major parts; main course, supportive course, common course 

and business course. The main courses contain the major parts of training including 

apprenticeship. The supportive courses are the foundation and prerequisite courses for main 

course. The next part of the curriculum is the business course that is designed to provide 

necessary skills to the trainees and enable them successful enterprises. This course is expected 

to help trainees in planning managing and selling their products in the competitive market; and 

the last part of the curriculum is the common courses. The courses are mathematics, information 

technology and civic education. The purpose of teaching these courses is to prepare trainees [or 

higher education or farther training whenever they want and satisfy the requirements. The 

overall training assumes 70% practiced and 30% theory and of courses the evaluation 

considered both the theoretical and practical parts in terms of product, time and quality (MoE, 

2002:14-15). 

Curriculum should not static but it should be dynamic that corresponds to all types of changes 

in this world. Regarding this issue Bobbitt, (1981:183) state that "since society and the world 

are in a process of constant change and since the curriculum must correspond to the needs of 

this changing world, supervisor can be assure of a continuous need for curriculum 

development". That is on this regard the Ethiopian TVET on demand for reviewing the 

curriculum on practice referring on the TVET strategy draft. 

Page 23 of 77 



According to MoE (2006:29) the existing TVET curricula will gradually be phased out when 

the national occupational standard is being introduced. ew curricula will accordingly be 

developed based on the new educational standard. This new curricula will no longer be 

federally binding curricula. In fact each TVET provider may and should develop its own 

curricula based on the specific needs of its target groups and occupational standard. 

2.6. Overview of Cooperative Training in Ethiopia 

Cooperative training system in Ethiopia is derived from the "dual training system" of Germany 

and refers to mode of training delivery of technical and vocational education and training that 

combines training in enterprise and institution based on a training plan collaboratively designed 

and implemented by industries and respective TVET institutions. Under this system, the 

industries/companies and the TVET institutions share the responsibility of providing the trainee 

with the best possible job qualifications, the former essentially through practical training and 

the latter by securing an adequate level of specific, general and occupation-related basic 

competency. The word "cooperative" refers to the two parties providing training: the concept 

"system" means that the two parties do not operate independently of one another, but rather 

coordinate their efforts. The guiding principle is that as all parties involved, namely: the 

industry, the trainees and TVET institutions will gain immediate and long-lasting benefit; they 

will choose it (MoE, 2010:6). 

This cooperative training, as stated above, is a new phenomenon in the Ethiopian TVET 

System. In cooperative training, the trainees are expected to spend a certain part of their time in 

the training institute and most of the time in an enterprise that undertakes tasks related to their 

occupational training. It is believed that this type of cooperation benefits both the training 

institution and the enterprise leaving aside the advantages the government and the trainees 

derive from it. 

Cooperative training IS expected to play its role in improving the quality of the current 

Ethiopian TVET system. Any enterprise who can provide a working place to trainees, machines 

for training, tools, consumables, materials and which can also assign a training coordinator/ 

supervisor can be a cooperative training partner. As far as occupational activities of the 

enterprises, in one way or another, if the activities of an enterprise have similarity with 
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occupational training, any enterprise, large or small, can take part in cooperative training (MoE. 

2010:6). 

To make the enterprises and other business organizations cooperate with the TVET institutions 

they have to be involved in planning, developing the objectives and strategies, etc. of the 

system. In Ethiopia, despite the due emphasis given to technical and vocational system by the 

government, the participation of enterprises in cooperative training programs is still very low. A 

study conducted by Wauna (1998:61), has come up with the conclusion that though there are 

some efforts by such rVET institutions as the Addis Ababa Technical School, Entoto 

VocationaUTechnical School, and General Wingate School to create links with enterprises, the 

status of the other institutions is not well documented . It should be indicated that job placement 

of vocational/technical program graduates is one of the indicators of effecti ve training system. 

In order to keep current with the state of the art practice, there is a need for collaboration 

between TVE institutions and enterprises to enable students gain skills and to enable teachers to 

retool in their own occupations. In this relationship, tangible benefits accrue to both educational 

institution and the informal/formal sector (UNESCO, 1997:73-74). Here, it has been tried to 

explain what cooperative training is, the participants in the program, and the benefits derived 

from the program by each participant. The source and the way cooperative training is expected 

to be put into practice and the condition of cooperative training, including the major problems 

being faced, in Ethiopia have been discussed . 

The literature review part of the research has tried to further emphasize the objectives of TVET, 

mention some of the major institutional factors (both human resource-related and nonhuman 

resource-related) that influence the training of TVET students. The human resource related 

factors included rVET management, interpersonal relationships, training staff, and guidance 

and counseling services. The non-human resource-related factors, on the other hand, comprised 

of such things as curriculum content, school facilities, instructional materials, and cooperative 

training. The recent developments in TVET in Africa, particularly Ethiopia have been to some 

extent raised here and there throughout the chapter. 

Page 25 of 77 



2.6.1. Steps in Cooperative Training 

2.6.1.1. Planning Cooperative Training 

According to TVET strategy MoE (2008,2010) states that, before starting cooperative training 

program, enterprises and TVET institutions should negotiate and agree on types of occupations 

in demand and jointly develop a training plan right from the occupational standard or from a 

curriculum derived from this. A training plan shows topics of the curriculum to be taught either 

enterprise or in TVET institutions. Cooperative training cannot be successful without a training 

plan. Similarly, (MoE, 20 I 0) indicates that Planning of a cooperative training can also begin at 

the outset of curriculum development. The curriculum developers/trainers at a TVET institution 

should invite relevant experts from companies to take part in the process in order to jointly plan 

topics/competences to train at TVET institution or at the company/work place. Accordingly, 

this training plan forms an integral part of the curriculum, maintained both at the training 

institutions and at the companies. 

2.6.1.2. Establishing Cooperative Training Sites 

Cooperative training needs two venues: one at TVET institution and one -at enterprise. These 

two venues must be secured and assigned for the program by both parties. Remember: 

cooperative training cannot be done at one site only (MOE, 20 I 0). 

2.6.1.3. Memorandum of Agreement 

A memorandum of understanding is a major reference document showing every roles and 

responsibilities of partners in cooperative training. Therefore, this document has to be signed by 

representatives of top managements of enterprise and TVET respectively and kept at both 

places for regular reference. The Memorandum of agreement include the name and address of 

involved parties (TVET institution, enterprise and trainees) nature and objective of cooperative 

training, responsibility of each partners and signature, status of trainees, monitoring and 

evaluation, expected outcome and occupational area training duration and data (MOE,20 1 0). 

2.6.1.4. Allocating Resources and facilities needed for cooperative Training 

With regard to material facilities, verspoor (1993: 19) mention that poor material facilities due to 

economic problem are one of the main bottlenecks in the implementation of educational reform 
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in developing countries. He also noted that most of the activities in cooperative training such as 

planning, preparing teaching material, coordinating and facilitating program activity, allocating 

and distributing budget providing technical assistance, and monitoring and evaluation are 

carried out by the region. Similarly, with regard to physical facility Sethi (2001 :21) indicate that 

the information pertaining to the basic training facilities existing in the establishment for 

different designated trades if any to be ascertained with respect to classroom facilities 

instructional staff and material and faculties for conducting theory, practice examination 

should be ascertain before sending trainees to start practical training. Generally, it is difficult to 

undertake cooperative training without adequate facilities in both the institution and the 

organization offering cooperative training for both regular and extension programs. 

2.6.1.5. Financing Cooperative Training 

The challenge of cooperative training program also the development of a financing mechanism 

that will facilitate the generation of additional resources needed to implement and strengthening 

cooperative training and TVET system in general (MOE 2008). In relation to this, the tradition 

of fmancing cooperative involves sharing of coast between employers and trainees. With 

regards to payment for cooperative training program Budhram (2001 :5) state that trainees earn 

while they learn, instead of racking up expenses for educational opportunities, shelhe will be 

paid a salary while in a training. As the knowledge and skill improve, so well the salary. All the 

organizations pay at least a minimum wage and many pay much more. Therefore, a new 

concept of cost sharing in TVET with the intention that all beneficiaries (including trainees, 

employers in all sectors and the community) contribute to the cost of training according to their 

capabilities. In this regard, the stakeholders and the government shall playa significant role as a 

source of finance to meet TVET needs and make the cooperative training program effective. 

2.6.1.6. Monitoring Training Progress and Evaluation 

As indicated on MoE (2010) cooperative training guideline to monitor trainee enterprise record 

will be necessary to determine training progress. This should be a balance between periodic 

formal performance reviews by the vocational counselor rrVET teacher and informal daily 

observations and feedback from the enterprise trainer. Assessment of trainees during the 

training the training program is held in enterprises /organizations/ and TVET institutions by the 
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enterprise trainer and TVET trainer. This generally shows that both parties are responsible to 

evaluate trainees effectively. 

Monitoring training progress process 

Enterprise trainer & vocational Counselor rrVET trainer 

training paine ¢==:JTrainee record book 

Monitoring/evaluation 

National assess~nt and Certification 

Monitoring trainees and enterprise records will be necessary to detemline training progress. 

This should be a balance between periodic formal performance reviews by the vocational 

counselorrrVET-trainer and informal daily observation and feedback by the enterprise trainer. 

Assessment of trainers during the training program is held in enterprise and TVET institution 

by the enterprise and TVET-trainers. It is believed that majority of trainees undergone 

cooperative training shall pass the assessment because they experienced the real competencies 

required in the occupational standard. Competency includes what are known as employability 

skills the ability to support the work place through communication, team work, problem 

solving, self-management, planning, organizing, technologies, learning, and taking initiative. 

2.7. Learned from TVET Evaluations 

During the last few decades, it has been increasingly common to evaluate projects and 

interventions both run by the government or NGOs. Evaluation is seen as a vehicle to ensure 

better accountability, as well as a tool to improve efficiency and quantify the actual impact. 

VET programmers, especially the active labor market progran1ffiers in the US were path­

breaking in this increased reliance on evaluations in general, as well as in terms of the analytical 

tools that were developed for this purpose. Decades of evaluations of the public training 

progran1ffiers in the United States, the United IGngdom, and other developed countries have 

shown that the returns to such programmers are very low. For the survey of the impact 
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evaluation ~f such programmers, see for instance (Carneiro and Heckman, 2003). Therefore 

these findings do not necessarily extend to the typical pre-employment training schemes, such 

as institutional TVET in Ethiopia. Still, these evaluations are informative in terms of the tools 

employed and the evaluation issues to be overcome. 

According to Attanasio.et.al (2011) evaluates vocational training In Colombia through a 

randomized intervention. The Vocational training consisted of three months of in class training, 

followed by three months of on-the-job training of young people between ages 18 and 25 in the 

two lowest socio economic strata in the population. The training was provided by the private 

institution that had to participate in the bidding process. The study found that the returns to 

vocational education were positive for women. Salaried earnings increased by 20% for women. 

The earnings increased both because of increased productivity and because of increased 

employment. For men, the only discernible effect of the program was shifting from the informal 

to formal sector. 

2.8. The Role of Vocational Guidance and Job Integrating Service in 

Relation to Cooperative Training 

Vocational guidance is the assistance offered by institutions to match trainee' s abilities or 

skills, knowledge and interest to market demand and community. Vocational guidance helps 

trainees to plan their training and careers as well as prepare for being employable (MOE 

2006:4).this is to mean that the goal of vocational guidance is to provide all consumers with 

data and tools for total vocational decision making as based on a mixture of vocational, 

educational and personal social factors . 

On the other hand vocational counseling is an analytical and cognitive examination of one's 

professional abilities, job market opportunities and personal desires. (MOE, 2006:4). In a very 

simple language, vocational consoling matches on individuals to and employment area for the 

purpose of producing a satisfying career and a delighted human being. It helps trainees to 

integrate vocation to the rest of their life. 

Basically, vocational consoling can be helped process for anyone who is uncertain about future 

direction, unfulfilled in a present position, or unsuccessful in acquiring employment. 

Elaborating the service of vocational guidance and counseling will further make vivid the role. 
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As the result as Robert in MoE (2006:9) vocational guidance service includes making available 

to the individual cumulative evidence about his abilities interest and attitudes, supplying 

compressive factual information about education and occupational opportunities, providing for 

the counseling of individuals; and providing means for aiding the placement and adjustment in 

the individual's career. Precisely speaking vocational guidance has to do with the provision of 

relevant data to those who are in need of it and vocational canceling has to do with the critical 

examination of individuals' professional ability, desire and job marketing opportunity. 

Furthermore the unpublished document for vocational guidance and counseling for TVET 

institutions states that MOE (2006:4-5), vocational guidance and counseling program help the 

institution to offer appropriate occupational training, to provide quality training, build good 

partnership with relevant stakeholders, to have well organized information system and 

documentation. Also let trainees to identify their own talent, strengths and weakness, family 

expectation and national requirements to sort out the personal relevance of the educational 

and vocational options available, to develop career adoptability to be able to take advantage of 

opportunities as they occur, to overcome self -defeating behavior, gain self-confidence and 

learn life skills, to cope with the reactions to job loss of anger, depression and apathy, and 

learn to take continuing positive action to become employed again and to identify alternative 

occupation, when current employment in jeopardy. 

In addition to the above mention roles the new TVET strategy (2006:26) state that, an 

increased attention will be given to vocational guidance to enable future trainees, in particular 

Youth, to choose the right career and make full use of the initial and life- long learning 

opportunities provided by TVET system. Vocational guidance has to start at a school level. 

However TVET institutions will also assign and train vocational guidance staff. They will 

cooperate with schools for early orientation of school leavers and with GOs, community 

organizations and other relevant organizations to offer guidance to other local target groups. So 

to generalize that, vocational guidance staff at TVET institutions will be instrumental in 

facilitating cooperative training program and preparing youth for labour market. They will also 

be focal points in organizing self-employment support for TVET graduates. 
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According to Woube (2006) study, without qualified teacher meeting the goals of basic 

education, primary/secondary and higher education is unthinkable. This shows that 

trainers/instructors playa vital role in meeting the desired goal. Therefore, trainers of technical 

and vocational education and training (TVET) occupational fields should have relevant 

qualifications, besides, ski lled professional working outside education invited to teach in 

schools/instructors in order to link the world of work closely to the classroom. 

2.9. The Need for Qualified Trainersllnstructors in TVET 

No education could succeed without the provision of highly qualified and motivated teachers. 

Since, TVET can adopt flexible learning and scheduling patterns and local industrial , 

agriculture and service enterprises can be involved through work-study, co-operative education 

and apprenticeships it needs well qualified instructors/trainers for its effectiveness (wamoto, 

2005). 

As stated in Ethiopia, TVET strategy document, the shortage of a sufficient corps of TVET 

teachers/instructors represents the most sever obstacle to TVET development in Ethiopia. 

According to (MOE, 2006), the quality of TVET teachers/instructors has suffered as a result of 

the low status of their profession. Most TVET teachers/instructors have relatively low formal 

qualifications, severely affecting TVET delivery at higher qualification levels. Furthermore, 

technical teachers are often unmotivated. They did not choose to become technical teachers, but 

were placed in technical teachers ' colleges because there were no other options available. The 

existing TVET teachers/instructors are (mostly) inappropriately practically skilled, i.e. not 

competent to provide TVET in accordance with the occupational standards. This is a result of a 

training system that long emphasized theoretical knowledge though often not aligned with 

modem technology require~nent of the world of work, (MOE, 2006).Delivery of quality TVET 

is dependent on the competence of trainers/ instructors ' competence measured in terms of 

theoretical knowledge, technical pedagogical skills as well as ablest with new technologies and 

the workplace,(AU, 2007). 

According to Woube (2006) study, without qualified teacher meeting the goals of basic 

education, primary/secondary and higher education is unthinkable. This shows that 

trainers/instructors playa vital role in meeting the desired goal. Therefore, trainers of technical 
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and vocational education and training (TVET) occupational fie lds should have relevant 

qualifications, besides, skilled profess ional working outside education invited to teach in 

schools/instructors in order to link the world of work closely to the classroom. 

2.10. Major Challenges of Cooperative Training in TVET 

With the intention of producing technical and professional skilled man power, TVET in 

Ethiopia has been practiced since 1940s. However, the expectation and the actual practice do 

not seem to meet each other. Initial training is still input oriented and follows curricular 

requirements instead of workplace and labor market requirements. Extending its suggestions 

tried to put what should be done in the coming five years. TVET program will focus on creating 

quality oriented and demand driven system that can produce adequate and skilled technical and 

vocational human resource for the implementation of Agriculture development led 

industrialization and poverty reduction strategy (MoE, 2006:28). 

The above mentioned rationales do try to ensure the difficulties of TVET resulted from lack of 

or insufficient work place exercise. Thus cooperative training may fill the gap and brings up to 

the expectation of the training status. None the less, this is not an easy task for various reasons 

as in the following. Here it is worth mentioning one scholar suggestion is a certain meeting 

regarding the challenges of Ethiopia TVET. The TVET status and public awareness contribute 

to this endeavor. This could mainly be the task of political leaders, media, and other concerning 

parties. Undoubtedly, it is also demand finance which might be allocated to TVET either in the 

publ ic or private enterprises. Any way the question of public needs emphasis for its significance 

in the change of TVET reform. Employers must be convinced that TVET graduates can produce 

added value, patents must be convinced that TVET in general and apprenticeship in particular 

gives their children good chance to make living, the young person must be convinced that 

TVET not a dead end street. If TVET is looked up to be the chance for drop out for any reason 

all reform steps end up in the middle of nowhere. 

It is not a matter of only focusing on the issues raised but also all efforts to maintain training up 

to the challenges to achieve higher standards in production and competitiveness need to be 

joined. Simultaneously, training should participate effectively in achieving the national 

objectives on the economic and social levels, and fully utilize human resource including 
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minorities disabled, females and those with special needs. Participate in increasing the 

interaction and integration between the roles of the government, the production and service 

sector and the occupational association in all aspects related to training work force 

development. 

As stated by Atchoarena and Delluc (2002), the difficulties with the promotion of technical and 

vocational education and training can be attributed to a number of issues, among the others 

limited acceptance by young people and their families as the benefits expected from VET 

(relative to general education) in terms of access to jobs, better payor job promotion are far 

from obvious. Moreover, existing VET programs are often perceived as an unattractive option 

leading to dead-end jobs. Therefore, it is only seen as an inferior alternative to general 

secondary schooling. The high shares of informality in economic activities and employment 

lower the potential for productivity increases, technological innovation and formal job creation. 

Stronger employer demand for better skilled workers in more productive activities would 

generate stronger incentives for participation in formal VET; however, given existing fim1s and 

jobs, traditional apprenticeships after primary education seem sufficient to gain access to 

employment. 
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3.4. Sample and Sampling Technique 

In Addis Ababa there are about 6 colleges and 22 government TVET institutions. According to 

the data from Addis Ababa TVET Agency (2013/14) the total enrollment of the trainee for the 

academic year 2013/14 is 9375 trainees and 1,456 trainers. In Arada and Gulele sub cities I 

college and 4 government institutions found among 2023 trainees and 351 trainers found as a 

total in selected sub cites. 

3.4.1. Technical and Vocational Institutes 

The study focused on the current status of cooperative training in government institutions found 

in Arada and Gulele sub cities. Four institutions and one college are existing in the sub cities. 

Among those 3 (60%) of them were selected purposively for the study. The rationale behind 

using purposive sampling technique in determining sample TVET college/ institution was based 

on diversity of training programs offered. The three selected TVET colleges/institutions are:-

1. Berehane Ethiopia Technical and Vocational Institutions. 

2. Entoto Technical and Vocational Polytechnic Collage. 

3. Aware Technical and Vocational Institutions. 

3.4.2. Management groups 

Moreover, 3 Deans, 3 Vice-deans, 4 counseling and job integrating officer,2 heads of TVET 

offices from the two sub cities and 10 organizational mangers were selected using purposive 

san1pling technique. Additionally 3 out-came based officers from both sub cities were included 

as respondents by using purposive sampling technique. They were selected purposely is that 

decisions and supervision are made with these bodies. So, that they are in a position to provide 

sufficient information about the issues under study. 

3.4.3. Trainers 

There were 273 trainers in 3 selected TVET institutions. Out of this population 80(30%) trainers 

were selected using simple random sampling technique. This technique was used is that; 

trainers in the deftned population have an equal and independent chance of being selected for 

the sample and have the same probable of being selected so that it would be representative. 
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3.4.4 Trainees 

In the three selected TVET institution h If' . ere were a tota 0 1526 tramees who took cooperative 

training in different organizations, out of this 460 (30%) were selected in the sample. The 

trainees were stratified according to their field of study with an attempt to incorporate ideas of 

trainees from all areas of training in the study then selected using simple random sampling 

technique. This technique has the same probable of being selected so that it would be 

representati ve. 

3.4.3. Cooperative Training Giving Organization 

There were a total of 110 cooperative training giving companies out of which 25 (23%) were 

selected in the study using simple random sampling method . In order to apply this method all 

organizations were list down in alphabetical order and assigned for their name numerical value 

and the samples were chosen using lottery methods. After selecting the organizations 25 

supervisors /industry trainers were selected by using purposive sampling method aimed mainly 

to include supervisors who train and evaluate trainees in the organizations. So that the condition 

and practice of the situation incorporated and they were the one to provide sufficient 

information about the issues. 

3.5. Data Gathering Tool and procedure 

3.5.1 Questionnaires and interview 

In order to obtain primary information pertaining to the subject of the study open and close 

ended questions, interview, personal observation in the institutions, focus group discussion and 

observation of documents were employed. Questionnaire was considered for it is appropriate to 

obtain data from many people at a time and for it is inherent characteristic that it provides an 

opportunity to express their idea and opinion confidentially and freely. So that, questions were 

prepared composed of both open and close ended items addressing the basic questions raised for 

trainees, trainers and supervisors /industry trainers/and administered. 

In addition structured interview was prepared and used as an instrument to collect useful 

infonnation fTom deans, vice deans, counseling and job integrated officers, sub city TVET 

office heads, sub city outcome base training officers and organization mangers. Moreover, 

document analysis was considered as one of data gathering instrument to assess and investigate 

information in relation to the implementation of cooperative training program. 
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3.4.2. Observation 

Observation was implemented in all selected TVET institutions and hence shops, classrooms, 

training materials and also organizations which give cooperative training programs were 

observed. The observation checklist was prepared which helped to observe and recorded on 

how trainee were practice in the training shops, classrooms, and practical working area in the 

organizations. In addition education policy documents, government programs, strategies, 

guidelines and brochureslbooklets, were extensively reviewed to obtain deep-seated infonnation 

and data about the cooperative training and its implementation. 

3.4.3. Focus Group Discussion 

Unstructured interview items of focus group discussion containing items on current status of 

cooperative training program were prepared. In the FDG discussion 12 trainees and 8 trainers 

whom voluntary selected and the discussions were recorded with note. It was conducted in 

Amharic up on the participants' preference and consecutively transcription was done after 

discussion. The discussion with trainees was held at Berehan Ethiopia TVET institution on 

April 22/2014 from 8:45am - to12:30 pm and with trainers on May 7/2014 from 1:50 pm-

3:00pm at Entoto college. The discussion was more helpful to triangulate the infonnation 

collected with questionnaires and interviews. 

3.6. Procedure of Data Collection 

One set of questionnaire was employed for collecting data from trainers, and supervisors. The 

other set of questionnaire which was translated in to Amharic was employed to collect data 

from trainees. In order to get a better relevant data, the questionnaires included both close­

ended and open ended items. The designed questionnaires and interview questions were 

explicitly examined with the basic question by the advisor and necessary correction was made. 

The final revised questionnaires and interview questions were get approved by the advisor and 

administered by the student researcher accordingly. Before administering the questionnaires' 

handed over a brief orientation was held to the respondents about the purpose of the study, the 

importance and how to fill the questionnaires' and confinned the anonymous data collection 

and completion to increase their confidence and feel free in their response. 
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Subsequently, to retrieve further information structured interview was conducted "''lith deans. 

vice-deans, Arada and Gulele sub cities TVET office heads, outcome based officers, job 

integrated and vocational guidance officers and organization mangers interview was used 

respectively. After the data collected through questionnaires'. interview, focus group discussion 

and observation were then analyzed and interpreted using appropriate techniques. The findings 

of the study summarized and critical reflections were made and finally implications forwarded 

based on the findings and conclusion of the study. 

3.7. Method of Data Analysis 

The data which collected through different instruments were presented, analyzed and 

interpreted in light of the research basic questions. Accordingly, the raw survey questioners' 

data collected from candidates through both closed and open ended questionnaires were tailed, 

organized, coded and presented in tables depending up on the nature of the data. Hence, to 

describe the results for each of the specified items in the survey questionnaires frequency count 

and percentage were employed in the analysis. While, the qualitative data obtained from the 

relevant documents, open-ended questions, structured interview and FGD were transcribed, 

scrutinized/analyzed and interpreted along with quantitative data to build up the accuracy, 

reliability, and validity of the findings. Moreover, relevant literatures were used to discuss and 

interpreted the output of the data. 
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS AND INTERPRETATION 

The general objective of this study was to assess the status and challenges of cooperative 

training in goverrunent institutions of Arada and Gulele sub cities. In order to achieve this 

objective, data were obtained using different instruments. This chapter presentation, analysis, 

and interpretation of the data were presented. Generally, out of the total number of sanlple on 

which the study was conducted 467 (82.7%) of the respondents participated actively in 

answering the questions. So out of 460 questionnaires distributed to trainees 371 (81%) were 

filled and returned. From 80 questionnaires distributed to trainers 71(88.8%) were filled and 

returned. Among 25 questionnaires distributed to organization supervisors /industry trainers/ 25 

(100%) were filled and returned. As the returned questionnaires were adequate for the purpose 

of this study therefore numerical analysis was based on this figure. Interview was also 

conducted with the college/institution Deans, Vice Deans, head of the two sub cities TVET 

offices, sub cities TVET outcome based officers and organization managers. Besides focus 

group discussion was conducted with trainers, trainees and job integrating officers in two 

different TVET institutions with two groups. Moreover, inforl11ation was gathered through 

document analysis using observation checklist. The information gathered through interview, 

focus group discussion and document analysis was described qualitatively in words to give 

answer for the basic questions. 

Hence, on the basis of the responses obtained from the respondents, the analysis and 

interpretation of the data are presented below each table. 
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Table 4.1 Characteristics of Respondents 

no Item categories trainers trainees supervisors 
no % no % no % 

I. Sex a. Male 51 
b. Female 

72 196 53 21 48 
20 28 

Total 
175 47 4 16 

Marital 
71 100 371 100 25 100 

2 a. Married 25 35 - - -
statues b. Single 41 58 - - -

divorced c. 5 7 - - -
d. Other - - - - -

Total 71 100 - - -
3 Age a. 15 -19 years 236 64 

b. 20-29 years 37 52 129 35 4 16 
c. 30-39 years 24 34 6 1 II 44 
d. 40-49 years 10 14 - - 10 40 
e. 50 and above - - - - - -

Total 71 100 371 100 25 100 
4. Educational a. MAIMSC 5 7 2 8 

background b. BA/BSc 14 20 13 52 
/program c. Level I - - 96 26 - -
attained for d. Level 2 - - 110 30 
trainees/ e. Level 3 26 37 102 27 4 16 

f. Level 4 2 1 29 48 13 4 16 
g. Level 5 5 7 15 4 2 8 
h. other ........... - -

Total 71 100 371 100 2S 100 
5 Service years a. Below 5 years 20 28 - -

b. 6-10vears 24 34 6 24 
c. 11-20 years 7 10 15 60 
d. 2 1-30 years 12 17 3 12 
e. 31 and above 8 11 1 4 

Total 71 100 2S 100 

As can be seen from item 1 of Table 4.1, the trainer respondents 51 (72%) were males and 20 

(28%) of respondents were Females. The above data shows that the participation of females as a 

trainer in government TVET institutions/ colleges/ as compared to their male counter parts is 

very low. On the overall objective of national TVET strategy indicate that, ensuring equal 

access for women is one of the focuses (MoE, 2008).Therefore, it requires due consideration 

and maximum effort on the part of TVET management officials in each hierarchy, women 

associations and government to empower and bring females to position in the system. 

As can be seen from item 1 of Table 4.1, 196 (53%) of trainee respondents were females. So, it 

indicates that there was good participation offemale trainee in the sample institutions/colleges. 
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Concerning industry trainers /supervisor respondents 4(16%) were females and 21(84%) of the 

respondents were males. So, this implies that there I'S I art" . f fi al . ow p IClpatlOn 0 em es as supervisors 
Or industry trainers as compared to thel'r al . . 

m e counterpart. Therefore, It reqwres encouragement 

and motivation of females to bring them to such activities in the selected organizations. 

The finding indicates that the ages of respondents vary. Thirty seven (52%) trainer respondents 

were in the age of twenties, 24 (34%) thirties and 10 (14%) of respondents were in the forties. 

On the other side 236 (64%) trainee respondents were between 15 and 19, 129 (35%) were 

between age 20 and 29 whereas 6(1 %) were from 30-39 years old. This shows that the majority 

of trainers and were young aged and capable of giving the training physically and mentally. In 

the same way trainees also higher institution aged students and actively acting in the labour 

market. Regarding the Age of supervisor respondents, 4(16%) were between 20 and 29 years, 

11(44%) were between 30 and 39 years and 10(40%) of them respondents were in the age 

between 40 - 49 years. so the data indicates that the supervisors in the productive aged. 

Item 4 of the same table, is regarding to educational background of trainers in the selected 

TVET government institutions/ colleges. The Table shows that the majority of trainers 26(37%) 

were level 3 graduates or C level trainers and 21(29%) of respondents were level 4 or C level 

trainers. On the other hand 14(20%) of the trainers were BAIBSc degree holders. The above 

data indicates that the institutions/colleges do not have sufficient number of B-level and A level 

trainers as needed. This might have enforced the institutions to give most of the training by C­

level trainers which must be given by B and A level trainers and therefore it might have 

contributed for the low competency of the trainees in their national COC assessment. 

Accordingly, the training program trainees attained were included in the study. Concerning their 

level of training 96(26%) of them were from level 1. 1 10(30%) from level II, 102(27%) trainees 

were level III, while 48(13%) of respondents were level IV and 15(4%) of trainee respondents 

were level V. This shows that the majority of trainees taken as a sample were more experience 

in cooperative training program. 

Item 5 of table 4.1 , Shows service years of trainer respondents of them 20(28%) have below 5 

years of service, 24(34%) have 6-10 years of experience, 7(10%) have 11 - 20 service years, 

12(17%) have 21 _ 30 years of experience and 8(11 %) trainers have more than 31 years and 

above experience. 
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Thus, from the above data, in the sample training colleges/institutions the majority of trainers 

were with below 10 years of training experience. This implies that, more experienced trainers 

were not there. Based on the interview held with deans and vice deans of the sample 

Institutions/colleges, it was discovered that the employing structure and the low salary made 

experienced trainers not to apply to get employed in the colleges/institutions so high turnover 

rate of trainers is seen each year. The data indicates that the sample institution lack experienced 

trainers at each level to train using cooperative training and discharge their responsibilities 

properly. 

Item 5 of the same Table shows service years of supervisors /industry trainers/. Accordingly 6 

(24%) have 6-10 years of experience, 15 (60%) have II - 20 years of service, 3 (12%) have 21 

- 30 years of experience and 1 (4 %) supervisors have more than 31 years and above experience. 

The data indicates that the majority supervisors are well- experienced to follow up and coach 

trainees during cooperative training time. 
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Table 4.2- Select Training Field 

No Item Categories 
Trainee 

I How do you choose 
No % 

your field of study a. Own choice 124 33 
b. The institution forced me 161 43 
c. With the help of vocational counselor 21 6 
d. By the orientation given by the - -

department 

e. Friends convince me 59 16 
f. If other specify . 6 2 

Total 371 100 
2 In your institution, a. According to the interest oftraioees 48 13 

streaming trainees to b. By the decision of institution's 144 39 
various field of study is management committee 

conducted c. Partially based on the interest of the 171 48 

trainees 

d. If other please specify - -
Total 371 100 

Table 4.2.item 1 analysis concerning the selection of training field that trainee applied in the 

sample institutions and college, indicate that, 124 (33%) of the trainees responded that their 

field of study was their own choice. While 161 (43%) confirmed that the institutions /college 

enforced them for the selection of training fields but the rest 59 (16%) of the respondents 

claimed that they have selected on the basis of peer groups influence. 

As indicated in the above fact the majority of respondents ascertained that, the institutions or 

the college enforced or assigned trainees in different fields of study. This implies that the 

interest oftrainees was not taken into consideration. 

Item 2 deals with the criteria to assigned trainees in each field of stream that was conducted in 

the institutions under study. As shown in table 3, 48 (13%) of trainers respond that trainees 

were assigned in the field by their interest and ability. One hundred Forty Four (39%) trainers 

claimed that the trainees were assigned by the decision of institution management committee. 

But, 171(48%) of the trainers responded that placement was done partially based on the interest 

of the trainees. The majority of the respondents asserted that placement of trainee is done by 
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partial interest of trainees. From the interview 'th d . . 
WI eans and gUidance officers It was found 

that placement of trainees was done by th . . ' 
elr prevIOUS result and their choice of interest. This 

implies that there is no standardized criterion which . t b h . . 
IS se y t e sample Colleges /mstItutes of 

concerned officials. 

Table 4.3 Orientation for Cooperative Trainino 
b 

No item Categories Trainee Trainers 
I Do you take orientation no % no Xl 

before you were assigned for a. Yes 14 4 2 
cooperative training? b. No 357 96 69 0.17 

Total 371 100 71 

As stated in review of literature, one of the main objectives of Guidance and job integrating 

service in TVET institutes is to develop understanding, interest and good attitude about the 

institutional and cooperative training. In addition, create an easy awareness about the world of 

work and integrating graduates with job MoE (2010). These have been achieved, if the guidance 

services would have been entertained the discussion strongly and properly. Otherwise, it might 

conclude that such training program will influence the quality and objective of the cooperative 

training. 

As it is illustrated in table 4.3 of item 1, 14(4%) of trainees and 2(3%) of trainers confirm that 

there was orientation given for trainees regarding cooperative training. The majority of the 

respondents 69(97%) of trainers and 357(96%) of trainees responded that they did not get any 

orientation before they were send to cooperative training. However, in the interview conducted 

with dean and vocational guidance and job integrating officers, it was explained that orientation 

was given for trainees in selected institutions/colleges by guidance officers. This indicates that 

there is a conflict of ideas between the institutions /coUege/ management group and trainees and 

trainers. 
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Table 4.4:- Legal Framework and Int t eres of Train t d .. . ees owar s Cooperative TraIning 

No Item Categories Trainers trainees Supervisor 
X

2 

No % no % No % 
l. Trainees . interest a. More interested 3 4 33 9 3 12 

towards b. lnterested 6 8 64 17 5 2 13.69 
cooperati ve c. Less in terested 42 59 140 38 1 1 44 
training d. Disinterested 20 28 134 36 6 22 

Total 71 100 371 71 25 100 
2. Did you sign Yes 29 41 175 47 9 36 

memorandum of 
1.94 

understanding with No 42 59 196 53 16 64 
the organization Total 71 100 371 100 2S 100 
which agrees to 

conduct the 

cooperative 

training? 

The analysis concerning the need and interest of trainees towards cooperative training that they 

practiced in the organizations shows that the majority 42(59%) of trainer, 140 (38%) trainees 

and II (44%) supervisors confirm that they were less interested towards the training. From this 

data we conclude that there is absence of high interest. It might be because the trainees not 

assigned for practical training on their field of study, guidance and counseling service could not 

create awareness and lack of proper orientation about the environment. In addition, interview 

with deans and job integrated officers it was asserted that most of the trainees raise a question of 

financial support to cover their transport cost and uniform expense. They also explained that 

most organizations could not allow trainees to practice on the recent machines and equipment; 

rather they let them to be engaged on activities out of their field of study. 

Cooperative training is one among the tools that create bond between stockholders and TVET 

institutions. It aims at raising the quality of training, by enlightening trainees to real world of 

work MoE (2008). Also MOE (2010) guideline indicates that the agreement must sign between 

the three parties with trainee, organization and institution or colleges. Hence, the critical aspects 

of training need to be supported by close communication and understandable rules and 
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regulating based on respondents 29 (41%) of trainer, 175(47%) of trainees and 9(36%) of 

supervisors replied the presence of memorandum of agreement, on the other hand the majority 

42(59%) of trainers andl96 (53%) trainees and 16(64%) supervisors answered that they did not 

have any signed agreement between the colleges or institutions, and trainees. The above finding 

implies that most organizations do not have any signed agreement and even those few 

organizations which signed the agreement did not include trainees at all. Thus, the colleges or 

institutions should give serious attention for proper implementation of the cooperative training 

guideline. 

In addition, from the interview done with organization managers and college deans, vice-deans 

and organizational managers it was ascertained that organization were not interested to sign the 

agreement and were not willing to cooperate for acting as a training center. 

The chi-square test result also indicates that there is no statistically significant difference 

among the opinion of respondents since the calculated value 1.94 is less than the critical value 

5.991 at a = 0.05 and df= 2. 
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Table 4. 5. Criteria for Selection and PI 
acement for Cooperative Training 

No Items 
Categories 

I Are there criteria set for the 
Trainers 

selection of cooperative training 
No % 

a. Yes 58 82 
organization? 

b. No 13 18 
Total 71 100 

2 lf your answer yes for question a. Availability of machines to 20 28 
number 3, what if the followino ., conduct the training 
are among the criteria? b. lnterest of the organization 31 43 

c. Availability of trainers in the 16 23 

industry 

d. Type of ownership 2 3 

e. Other 2 3 

Total 71 100 

According to item 1 of table 4.5, 58 (82%) of the trainers answered that there was a criteria set 

for selection of cooperative training giving organizations. While the rest 13 (18%) of the 

trainers responded that there was no criteria applied for the selection of cooperative training 

companies. Item 2 of the same table also tried to assess the points that includes in the criteria. 

As the figure in item 2 reveals, 20 (28%) trainers confirmed that one of the criteria was 

availability of machines to conduct the training. The other 31(43%) of trainers replied that, the 

interest of the organization was the dominant factor to assign trainees for cooperative training in 

companies or industries. Furthermore the interview with the college deans was asserted that, 

when they assigned trainees to cooperative training, there was no criterion set except depending 

on the willingness and interest of the organization. Likewise job integrating officers had also 

said that, we tried to communicate with organizations so, they did not give any chance to 

observe the working areas, machines rather they accept trainee depending on interest and 

manpower needs. 

Therefore, it's possible to conclude that institutions send trainees for cooperative training 

depending on the interest of the organization. In the literature emphasized that the preparation 

h e d· tud t C cooperative training is that assessing and selecting potential p ase lor sen mg s en s lor 
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partners (MoE, 2010). So in order to have sound b' . . . 
. aSlS of tramIng, techOical and \'ocational 

institutlOnS should make some kind of adjustm t' h . 
en In t e selectIOn of orgaruzations. 

Table 4.6- Adequacy and Appropriateness of C . . . . 
ooperahve Trammg Penod of time 

No Item Categories Trainers Trainees 
I Cooperative training 

No % No % Xl 
periods were arranged? a. At the end of each 22 31 102 28 

competence 

b. F or a specified period 5 7 36 10 4.96 
c. Shifting system 3 4 46 12 
d. After taking 3 or 4 41 58 187 50 

competencies 

e. Others - - - -
Total 71 100 371 100 

2 What is your opinion a. More than enough 8 II 12 3 9.085 
with regard to the b. Enough 28 39 170 47 
duration of training at c. Not enough 35 49 189 50 
practical training Total 71 100 371 100 

As can be observed from Item 1 of table 4.6, 22(31 %) of the trainers and 102 (28%) of trainee 

respondents responded that cooperative training period arranged at the end of each competence. 

The others 5(7%) of trainers and 36(10%) of trainees confirmed that it was arranged for a 

specified period while 3(4%) of trainers and 46(12%) trainees answered that the practice was 

arranged in shlfting system. On the other hand, 41(58%) of trainers and 187(50%) trainees 

replied that practical work training organized after taking 3 or 4 competence. Thus, the majority 

of the respondents claimed that the training takes place after taking 3 or 4 competence. In 

addition from the interview with job integrating officers, they ascertained that the training was 

done after taking 3 or 4 competence. 

The chi -square test result also shows that there is no statistically significant difference among 

the opinion of respondents si'nce the observed val ue 4.96 is less than the critical value 7.815 at 

a = 0.05 and df= 3 
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As can be seen from Item 2 of the same the Table, the majority 35(49%) of trainer respondents 

and 189(50%) of trainees confirmed that the duration Ipractice time lof cooperative training was 

not enough. Furthermore the FDG discussion with trainee assures that cooperative training 

fce time was inadequate to acquire basic skills. prac I 

The chi - square test result show that there is statistically significant difference among the 

. 'on of respondents since the observed value 9.085 is greater than the critical value 5.991 at OplID 

(l == 0.05 and df = 2 
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Table 4.7:- Assigning Trainees to Practical Training 

N Item Categories 
Respondents 

0 Trainees Trainers supervisors X" 
~ Who assign trainees to 

No % No % no % 
the selected a. Vocational Counselor 83 22 18 25 6 24 . . ? b. Trainers Iteachers organIZatIOn . 

99 27 26 37 12 48 
11.42 c. Organization 's request 74 20 8 I I 3 12 

d. Through trainees personal 69 19 9 13 2 8 
contact 

e. College management 46 12 10 14 2 8 
Total 371 100 71 100 2S 100 

2 Who determine the a. Interest of the organization 88 24 10 14 6 24 
number of trainees 12.81 

assigned to the selected b. Based on the guideline 46 12 12 17 2 8 
organization? c. By training institution 109 29 27 38 I I 44 

d. No formal procedure 58 16 6 8 5 20 

e. Up on the agreement between 70 19 16 23 41 4 

institution and organization 

Total 371 100 71 100 2S 100 

3 Do you think that a. Yes 169 46 23 32 -
organization assign b. No 202 54 

4.15 
48 68 -

trainees for cooperative Total 371 100 71 100 -
training based on field 

of study? 

4 If you say No for a. Absence of field of study in 64 32 12 25 -
number 3, what are the the organization 

10.15 

possible reasons b. Lack of supervisors in the 24 12 6 13 -

field of study 

c. Organization do not 80 40 17 35 

understand the importance of 

cooperative training 

d. Employees in the organization 29 14 9 19 

are not voluntary to supervise 

5 2 4 8 
e. Other 

Total 202 100 48 100 
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Regarding assigning of trainees to the selected or . . 
.. ganlZatlOn respondents to item number 1 of 

t ble 4.7 who saId vocatlOnal counselor among th t . 
a. e raInee respondents were 88(22%),Trainers 
18(25%) and supervIsors 6 (24%). But 99 (27%) of trainees 26(370/) T . 
'. /0 ramers and 12(48%) of 

upervisors claImed that traInees were assigned by t ' Th . 
s ramers. Ose who replied through trajnees 

Personal contact were 69(19%) of trainees, 9(13%) trainers and 2(80/) . Th I": 

/0 supervIsors. e lact 
implies that the assignment was done by trainers. But the guideline MoE (2006) clearly stated 

that the vocational councilor and job integrating officer is responsible to do so. 

The chi -square test result show that there is no statistically significant difference among the 

opinion of respondents since the calculated value 11.42 is less than the critical value 15.507 at a 

== 0.05 and df = 8 

One of the problems of conducting apprenticeship training in African countries is lack of 

industrial fabric and trained supervisor (Gosskov, 2000). Particularly, in Ethiopia, the number 

of trainees assigned to an organization was not proportional to the availability of human and 

material facilities (Masresha, 2004). He also added that lack of coordination between training 

institution, industries and trainees was the main reason that hinders the implementation of 

cooperative training. 

With this regard 70 (19%) of trainees and 16 (23%) trainers stated that the number of trainees 

sent to cooperative training was determined by agreement between college and organizations. 

While others 88 (24%) trainees, 10 (14%) trainers and 6 (24%) of supervisors were claimed that 

the number was determined by the interest of the organization; the majority 109(54%) trainees, 

27 (38%) trainers andII (44%) supervisors specified that the number of trainees for cooperative 

training was determined by training colleges only. 

On top of this the interview with heads of cooperative training offering organizations was 

explained that, the number of trainees sent to their organization did not match with the 

equipment, machines and with the facilities of their organization. So, sometimes they were 

enforced to assign trainees in shift program. 

I f d· n the allocated cooperative training That fact implies that trainees were not proper y prac Ice I 

h there was lack of coordination between TVET time properly. Thus, it can be concluded t at 

colleges/institutions/ and organizations. 
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The chi -square test result also indicate that there is no statistically significant difference 

ng the opinion of respondents since the calculated value 12 81· I th h .. 
aJ]l0 . IS ess an t e cnhcal value 
5 507 at a = 0.05 and df= 8 I . 

Concerning the assignment of trainees for cooperative training, 169(46%) of trainee 

respondents and 23 (32%) of trainers replied the assignment done based on their field of study. 

While the rest 202 (54%) trainees and 48 (68%) trainers replied that practical training takes 

place in the organization did not relate with their field. Those who replied negatively were 

asked to indicate the possible reason for which they were not assigned with their field of study. 

Consequently, 64(32%) trainees and 12 (25%) trainers asserted that absence of fields of study. 

Others 80 (40%) trainees and 17 (35%) trainers answered that organizations did not understand 

well the importance of cooperative training. The other 29 (19%) trainees and 9 (19%) trainers 

respond that some employee in the organization was not voluntary to supervise. The rest 24 

(12%) trainees and 6(13%) trainees respond that there is lack of supervisor in the field of study. 

As the interview discussed with organizational managers indicate that sometimes there were 

conditions which enforced them to assign trainees out of their field, such as the fear of 

accident and that they did not quite confident with the skill of trainees. Thus, from the above 

data it is possible to conclude that the majority of trainees attending cooperative training in the 

practice firms were out of their training fields . 

The chi -square test result also implies that there is statistically significant difference among the 

opinion of respondents since the observed value 4.15 is greater than the critical value 3.841 at a 

= 0.05 and df= 1 
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r ble 4.8:-Cooperative Training Incentive M h . a ec aDlsm 

~ Item Categories 
Trainers supervisor 

0 

~ Is there any incentive 
No % No % X! a. Yes 
- -

mechanism for b. No 
- -

organizations which 
71 100 25 100 

Total 

participate in cooperative 
71 100 25 100 

training 

~. What ways do you suggest Tax exemptions on imported a. 
27 38 16 64 

encourage organizations machines and equipment 

which participate in b. Charge 
5.03 

free training for 10 14 - -
cooperative training? company employees in 

TVET colleges 

c. Give land for expansion free 22 31 9 36 
of tax 

d. Give incentive with 7 10 
certificate 

e. Nothing at all 2 3 

f. Other 3 4 

Total 71 100 25 100 

Incentive to cooperative training organization was one of the issues posed to respondents . Based 

on that 71 (100%) of trainer respondents and 25 (100%) supervisors answered that there is no 

any incentive mechanism undergone for those organizations which participated on cooperative 

training. 

Accordingly 27 (38%) of trainers and 16 (64%) of supervisors confirmed that cooperative 

training offering organizations can be encouraged by making tax exemptions on imported 

machines and equipment. Others, 10 (14%) trainers asserted that organizations can be 

encouraged by charge free training for company employers in TVET colleges/institutions. The 

rest 22 (31 %) of trainers and 9 (36%) of supervisors claimed that the organizations should be 

given land for expansion free of tax. 
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The interview conducted with organization I 
. . a managers and colle 

most orgamzatrons are not interested to partici . ges deans also asserted that 
. . pate In cooperative trai . 

were explamed that there IS no any enCOura rung. As a reason they 
gement or any structu I 

overnrnent for those that participate in . ra system by the side of 
g cooperative training A th 
kind of incentive must be developed. In add.f . s ey put as a solution some 

1 IOn as document observation b 
there is 110 any encouragement means stated· h y student researcher 

In t e proclamation and oth 
Therefore, it is safe to conclude that there .. er related documents. 

IS no any Incentive mech· . 
organizations. anism whIch encourages 

Table 4.9:- Follow up of Cooperative Training 

.... No Item Categories 
Trainee Trainers 

No % No % Y! 
I. How do trainees a. Depending on the attendance and 74 20 10 14 

be evaluated in daily activity record book 3.117 

cooperative b. Depend on the supervisor feedback 169 46 42 59 
training program? c. With the interest of organization 102 27 15 21 

d. Other 26 7 4 6 
Total 371 100 71 100 

2 How many times, a. Daily 56 15 3 4 
do TVET trainers b. Once in a week 115 31 45 63 

25.3 

visit trainees c. Two times in a week 90 24 13 18 
while they are in d. Not at all 95 26 6 8 
cooperative e. Other 15 4 4 5 
training Total 371 100 71 100 

In the literature review it was indicated that vocational training should be tied to the real world 

of work. The evaluation of cooperative training will draw a real picture of trainees ' performance 

and their achievements as well as its mechanism to get feedback about Technical Vocational 

and Training system MOE (2010). 

Based on this item 10f table 4.10,74 (20%) trainee andIO (14%) trainers were replayed that 

trainees evaluate based on attendance and daily record book. Whereas the majority of 

respondents 169 (46%) of trainees and 42 (59%) of trainers answered that the performance 

evaluation in cooperative training time was done depending supervisor personal feedback. 
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Th chi -square test result also shows that there is no st f f II . . 
e . a IS Ica y slgruficant difference among 
opinion of respondents Since the calculated value 3 117' I .. 

the . IS ess than the cntlcal value 7.815 
- 0 05 and df = 3. ata - . 

Thus this fmding indicates that the evaluation takes place d d d . 
' epen e on the SupervIsor personal 

~ dback rather than documents and daily activity record book Th . . 
lee . s. at means It was SImply done 
fi the so called evaluatIOn at the end of the training proClT<>~ AI fr 
or 6<U111. so om the fact concluded 

that, if there was no daily record book trainees were left completely to work independently 

within the training practice without any SUpport and motivation from the supervisor that could 

help to raise productivity and good work morals. 

The effort of TVET colleges to assign trainers to monitor the practical trammg during 

cooperative training and about the frequency of the follow up shows that, the vast majority 115 

(31%) trainees and 45 (63%) trainers confirmed that the follow up takes place once in a week. 

While 90 (24%) trainees and 13 (18%) trainers answered two times in a week. Fifty six (15%) 

of trainees and 3 (4%) trainers claimed that the visit done daily. The rest 95 (26%) of trainees 

and 6 (8%) of trainers were responded that they did not get any follow up or support from 

TVET institutions or from their trainers. 

In the open ended question when the respondents asked to explain the reason and they explained 

that financial problem and lack of interest to do so were the reason. This was supported by the 

job integrating officers and deans of TVET institutions during the interview with writer of this 

thesis. They asserted that they assigned trainers to follow up the training program in each day 

but not implemented accordingly because of shortage of man power, trainers lack interest and 

lack of supervision from the management. 
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ble 4.10:- Relation between Theoretical and P t· . . 
1a rac lcal Trammg 

< (tern Categories 
Trainees 

To what degree is the cooperative 
No % 

~ a. High 14 3.77 training relate with the training you b. Medium 195 
took in your college or institution 52.5 

c. Low 162 43.6 
Total 371 100 --

The find ing shows that relation of training offered in colleges linstitutes with that of 

organizations lindustrial finns. As the data show 195 (52.5%) of respondents point out that the 

training and practice in the organization was moderately related. The rest 162 (43.6%) of 

trainees replied that there is low relationship between the training at institutes and practical 

training practiced in the organizations. 

The data show there was gap between the theoretical training in institution/college and the real 

working environment. Trainee respondents explained in the open ended questions why the 

reason is that when they went to organizations they did not assigned in appropriate training 

area, the others implies that, most organizations were not interested even to teach using their 

machines and equipment and sometimes in the institutions competencies might not be covered 

before they were send to practical training. Therefore, it is safe to conclude that, there is 

difference between what is thought theoretically in the training centers and what is applied in 

the real work practically in the organizations. 

Table 4.11 :- Planning and Preparation of Cooperative Training 

No Item categories Trainees trainers supervisors 

No % no % no % x" 

1 Were there planning and 
11.8 205 55 48 67 7 28 preparation for cooperative a. yes 

33 18 72 training? b. no 166 45 23 

37 1 100 71 100 25 100 
Tota l 

5 20 39.51 
12 3 17 24 2 Did organization c. yes 

97 54 76 20 80 
participate in the design, d. no 359 

100 25 100 implementation and Tota l 371 100 71 
evaluation of cooperative 
trainin~ 
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'tern 1 of table 4.12, respondents were asked t 
On 1 '. . 0 answer whether there was . 

aration for cooperatIve trammg or not. Majority f th . plannmg and 
prep . 0 e tramees 205(55%) and 0 

. rs indicated the eXistence of pre-planned and, 48(67Yo) of 
tram

e 
preparation for appropriative tr . . 

other hand, 18 (72%) supervisors, 23(33%) trainers and 166(45o/c)' al.nmg. On the 
'. 0 tramees replted the non-

existence of planmng and preparatIon for cooperative training. Th fr . '. 
. us om this findIng It is 

ossible to conclude that even plannmg was prepared b TV . '. . 
p. . y ET InstitutIOns It's degree of 
'1l1plementahon was very low. Accordmg to the interview cond t d 'th. . 
I uc e WI Job mtegrated officers 
and deans of Aware, Brehane Ethiopia and Entoto TVET' f' . . 

lOS ltutlOns, this findIng was also 
strengthened. According to their respond that the college has _ 1 . . 

pre pannIng and preparatIOn for 
cooperative training but not implemented as required So that th I . . 

. e p an was nomInal and It was 
not put in to practice. The chi - square test result also shows that there I'S st t' t' 11 . 'fi 

a IS Ica y slgm leant 
difference among the opinion of respondents since the calculated value 11 8 . th h 

. IS greater an t e 
critical value 5.991 at CL = 0.05 and df = 2. 

The cooperative training guideline MoE (2010) emphasized that before assigning trainees for 

cooperative training the pre-planning phase must be completed that is prepare, design and plan 

together with the organizations. Thus TVET institutions or colleges must give due attention and 

work cooperatively with stakeholders for the effectiveness of cooperative training. 

Accordingly, item 2 of the above table, asked respondents whether there was effective 

communication between TVET institutions and organization. Thus, the finding revealed that the 

majority of respondents 359(97%) of trainees, 54(20%) of trainers and 20(80%) of supervisors 

were confirmed that there was no communication at all. Thus this finding show that there 

appeared to be less communication between the Institutions and employers who are major 

actors of the training which is little and may have influenced the quality and implementation of 

cooperative training. 
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I 4 12:- Finance of Cooperative Tral'n' 1sb e . 109 

--- Categories 
~ (tem Trainees Trainers Supervisors XT 

~ Did you face No % No % 
fU1ancial problems No % a. yes 354 95 55 
during cooperative b. 

77 19 76 no 20 5 16 
training time? 

23 6 24 28.3 
Total 371 100 71 100 25 100 

----If your answer is a. Trainees should pay for 4 I 2 

2 
yes which one of the training offered 

3 2 8 

the following do b. The government should 165 44 42 
think solve allocate 

59 12 48 
you budget for 

financial problems cooperative training 
23.26 

on cooperative program 

training program? There should c. be 137 37 21 30 8 32 
cooperative training 

fund raising committee 

d. Cooperative giving 54 IS 3 4 2 8 
organization should pay 

for trainees 

e. Other 1 I 3 3 4 1 4 

Total 371 100 71 100 25 100 

Regarding finance of cooperative training the majority 354(95%) of trainees, 55(77%) of trainer 

respondents and 19(76%) of supervisors responded that they face financial problems during 

practical training in the industries. The chi - square test result also indicate that there is 

statistically significant difference among the respondents since the calculated value 28.3 IS 

greater than the critical value 5.991 at a = 0.05 and df= 2. 

To seek opinion from respondents on how to resolve some of the problems related with finance, 

questions were presented to trainees, trainers and supervisors. As the result, the majority 

165(44%) trainees, 42(59%) trainers and 12(48%) supervisors replied that it was the 

government responsibility to allocate budget for cooperative training. Establishing cooperative 

t 
. .. d . 1 t· fiorwarded by 137(37%) trainees, 

rammg fund ralsing committee was the secon major so u IOn 

21(30%) trainers and 8(32%) supervisors. 
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. terview held with deans were selected for p t. 
The In rac Ice stressed that one of th . 

during the training was the trainee financial robl e mam problems 
face P em. One of the reasons whi h 

. ees drop the practical training or the course t t 11 c some of the 
tratn . 0 a y was financial problem related t 

Port. Because, sometimes the practical training ffi .. 0 
tranS 0 er orgaruzatlons are f:ar from .d . F· . reSl ence of tramee. or Instance a tramee who study at E ttl . 
area . n 0 0 co lege 10 Construction field might 
h ve been sent for practice at condominium constrict" . 
a Ion 3ieas around Hanamariam / 'Ie; 

tPftY9"/ or bole bula bula /(Ifb n·t.\n,,../ from Shirom d Th 
. . e a. e other for example cost of 

uniform /some orgaruzatlOns or factories have their own k . 
wor urufom1l and safety 

materials/shoe .. ./ so, as they concluded that trainee enforced to 11th. . 
cover a IS costs durmg the 

cooperative training time. 

As the college deans said there was no any fmancial rule which let to cover all c~sts of trainee 

and trainers on the cooperative training time. As discussed in the literature the dual system of 

Geffilany experience has the official Germany law, which regulates the fonn of contract. The 

contract between the two parties includes objectives, structure and duration of apprenticeship 

(includes daily work, vocations and the probationary of period, method of payment and level of 

salary). 

The chi - square test result also shows that there is statistically significant difference among the 

opinion of respondents since the calculated value 23.6 is greater than the critical value 15.507 at 

a= 0.05 and df = 8. 

Therefore we conclude that by taking a lesson from other countries, the Addis Ababa TVET 

agency, sub city sectors and the colleges must work together to facilitate some kind of cost 

compensation methods for the effectiveness of the program. In addition it is needed to go 

through with the guidelines and develop rules which govern training and sick solution for 

implementation of cooperative training as a whole. 
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I 4 13:- Participation of stakeholders in TVET S Tab e . ystem 

<r"'jtem Categories 

Supervisor 

~ IJn what way a. on cooperative training agreement 
No % 

14 56 does your b. As a Source of employee 

organization On development of occupational standard 
2 8 c. 

participate in d. Not at all 
1 4 

7 28 TVET system e. Other 
1 4 Total 
25 100 

c-

Respondent supervisors in item 1 of table 4.14 in which requested h th h 
' weer t e company have 

Participated or not. Accordingly, 14(56%) replied that they participated to . . 
give cooperative 

training. The remaining 7(28%) of supervisors were answered that they did not have any 

participation in TVET system. In the interview conducted with vice deans was confirmed that 

one of the challenge that TVET colleges face is that the grading system in the company and in 

the institution is not the same. They also explained that, the evaluation result given by the 

companies do not show the skill he/she acquired from the cooperative training. Similarly, 

vocational guidance and job integrated officers it was found that, most of the time the result 

which was sent from organizations was almost all similar and scored an average 98-100% 

while, their result in the institutional training is less as compared to that of cooperative training 

program. 

This implies that there is lack of understanding on organizations about TVET system and its 

objectives and the grading and assessment done without considering the trainee real 

performance. In light of this the participation of stockholders on TVET not considered the 

stated objective ofthe system. 
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fable 4.14: Problems and Suggested Solutions 

--No Item Categories 

Trainers 

~ ~o you think that training a. Yes No % 

problems in the college b. No 64 90 

IInstitution has influence on Total 7 10 

the cooperative training? 71 100 

"2 Which of the following, do a. Established diversity committee 
you think, solve problem on b. Give financial support to training 

10 14 

cooperative training 10 14 m c. Arranged workshops and seminars to 16 
general? concerned bodies 

23 

d. Establishing cooperative training committee 11 15 
containing trainees trainers and supervisors 

e. Revise the cooperative training program 24 34 
guideline 

Total 71 100 

One of the focus of the study is to assess institutional problems that had influence on 

cooperative training program. Thus, the majority 64(90%) of respondents claimed that the 

problem, challenges and obstacles that occurred in the institution had great influence to 

cooperative training result and performance of trainees in general. 

In the data show respondents to put solution related with cooperative training according to its 

priority. Therefore the majority of trainers put as a first major solution is to revise cooperative 

training guide. Secondly they responded that arranged workshops and seminars with 

stakeholders, trainers, trainees and concerned bodies. On the third stage they forward that. 

establishing cooperative training committee includes cooperative training participating parties. 

In addition as explained with the interview conducted with deans, vice deans and sub cities 

sector managers stressed that the first priority as a solution start from revising the guide line and 

d I . lb' nee of trainees and other training 
eve op cooperative training rules speCial y a out 1l1sura 

I I . that arranging seminars and 
re ated problems. The second point that they put as a so utiOn was , 
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s to concerned bodies are mandatory 
'orkshoP 

II I've training and TVET system. 
to tackle the ov 1 

era 1 aWareness bl 
coopera 1 

pro em of 

415:-Guidance and Counseling Service to T . 
fa ble • ralJlees 

~ ItelD Categories 
Trainers 

~ f-Q; guidance and job integrating 

officer render counseling service for 
No % a. Yes 

trainee in the field you train? 
10 14 

b. Yes sometimes 
21 30 

c. No 
40 56 

Total 71 100 ---
Vocational guidance helps the learners to identify their strength I. . 

, va ues, mterest and attitudes. It 
helps them also to use in school and out of school experience and t I . 

o earn more about their 
potential (UNESCO, 1996). 

On this regard the study access how the training program was cooperative with stakeholders. 

The analysis indicate that table 40(56%) the majority of trainer respondents replied that there 

was no discussion made between parents, employer agencies, trainers and trainees. In addition 

with interview it was ascertained that there was no relation with stakeholders. The other 

interview discussed with organizational managers assured that they did not have strong bond 

with rVEr colleges or institutions except the letter sent for cooperative training. Therefore, it is 

possible to conclude that a linkage between the TVET institutions and stakeholders found to be 

weak. In order to improve the relationship, parents, employers, trainers and trainees must work 

together otherwise the cooperative training program considered as somebody responsibility 

rather than their own. 
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Table 4.16:- Influence of College R I e ated Problem C s on ooperative Training 

'-No Item Categories 
Trainee Trainers X" 

Is college 1 related a. Yes 
no % no % 

problems influence 358 96 56 79 
cooperative training? b. No 13 4 15 21 

33.12 

Total 
371 100 71 100 

Which of the following 2 a. Shorta('e qualified trainer 
college related factors b. Low skill of trainers 

96 26 1 I 15 

influence cooperative 
53 14 6 8 

training? c. Shortage of moderate 102 27 28 39 
training equipment and 

15.19 
machines 

d. Shortage of reference 40 1 I 3 4 
materials 

e. Content not covered in the 76 20 20 28 
training time 

f. Other 4 1 2 3 

Total 371 100 71 100 

3 In your area of training a. More of theory and less of - - - -
how is the training practical 

1.0 
conducted? b. More of practical and less - - - -

of theoretical 

c. 50% practical and 50 58 16 8 11 

theoretical 

d. 70% practical and 30% 313 84 63 89 

theoretical 

Total 371 100 71 100 

4 Is there any other means a. Yes 258 70 56 79 

for trainee who could not b. No 113 30 15 21 
2.53 

get cooperative training Total 371 100 71 100 

practices? 

Employers and service delivering organizations complain about the graduates of colleges that 

they were not practically and psychological competent for actual work situation. Some of the 

reasons frequently raised were trainee low academic performance and evaluation system used to 

certify trainees. Other, complain that the college human and material facilities arc below the 
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requirement set by MoE. Here trainees and train 
. . . ers were asked whether college related factors 

·nfluence cooperative trauung or not Surp .. I 3 0 . 
I . rIsmg y, 58(96 Yo) oftramee and 59(79%) trainers in 
all of the colleges or institutions confirmed positively Th h· 

. e c I-square test result also shows that 

there is statistically significant difference among the opinion of respondents since the calculated 

value 33.12 is greater than the critical value 3.841 at Ct = 0.05 and df = 1. 

Regarding college related problems and its influence 102(27%) trainees and 28(39%) trainers 

asserted that shortage of training material highly influence cooperative training, while 96(26%) 

trainees and 11 (15%) trainers confirmed that shortage of qualified trainer related with the 

training course was the second factor that affect trainee that influence cooperative training. 

Seventy six(20%) trainees and 20(28%) trainers were confirmed that the third reason is that the 

content/competency/not covered in the institutional training time also the other factor that 

influence the effective achievement of trainees during cooperative training time. The chi -

square test result implies that there is statistically significant difference among the opinion of 

respondents since the calculated value 15.19 is greater than the critical value 11.071 at a = 0.05 

and df = l. 

Hence, this finding indicate that cooperative training problems were not limited to the practical 

training center/organizations/ rather factors related with the collage such as shortage of training 

materials, low academic skill of trainers and competences not covered on the college training 

time also have effect on cooperative training conducted in the organization. 

How TVET outcome-based training implemented in the sample institutes where the research 

was conducted. Accordingly, the majority 313(84%) of trainees and 63(89%) trainer 

respondents claimed that the training given in the institutions/colleges is related with the 

strategy that is 30% theoretical and 70% practical. 

One of the focus of the study is to assess the related trammg for those not assigned in 

. . . h d . d· t 258(70%) trainees and 56(79%) trainers answered cooperative trammg. As t e ata III Ica e 

positively. The rest 113 (30%) trainees and 15 (21%) trainers respond that there was no any 

compensation method. 
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r ble 4. 17 - Willingness of Organization ~ C . 
II or Ooperahve Training 

--;- Item Categories Trainers Supervisors 

1 Willingness of 
total X

2 

No % No % 
organization to accept a. High 7 2 5 20 12 30.58 
and provide b. Medium 168 45 6 24 174 
cooperative training? c. Low 196 53 14 56 210 

Total 371 100 2S 100 396 
c.-

The TVET system must be directed and implemented with th . I f e IllVO vement 0 many 

stakeholders. The different stakeholders will contribute to thel'r own e rt' . d xpe lse, expenences an 

capacities in order that their combined efforts improve the relevance and effectiveness of the 

TVET system (MoE, 2010 and proclamation No 391 /2004). One of the considerations in this 

regard is to check if enterprises fulfill their duties and responsibility properly as stated in the 

proclamation and guideline. Therefore respondents were asked to rate willingness of 

organizations to receive and provide cooperative training. Accordingly, a great majority of 

respondents, trainees 196(55%) answered that the willingness of most organizations to accept 

and provide cooperative training was low, on the part of supervisors 14(56% ) responded that it 

was low. The rest 168 (45%) trainers and 8(32%) supervisors claimed that organizations have 

medium interest to cooperate practical training service. 

In addition, as explained by the interview with deans was found that, most organizations not 

willing and interested to work cooperatively with them. As they explained the major problem 

faced in cooperative training system was organizations lack awareness and fear of accidents that 

might be occurred on trainees during practical training. 

h I k f · terest and willingness on the part of 
Thus it can be conclude that t ere was ac 0 III , 
stakeholders, though TVET institutions or Colleges cannot bring any change alone. Therefore, 

the government and concerned bodies look over it and seek solution on the gaps face on the 

rules, proclamations no 39112004 and cooperative training guide. 
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b
le 4.18:- Result and Similarities of M h' 1a ac IDes and Equi me . p ot ID Cooperati',re T . . rammg 

~ Item Categories 
Trainee 

No % 

--r- Do you get the expected a. Yes 83 22 
skill from cooperative b. No 288 78 
training? Total 371 100 

2. 
How do you evaluate a .Highly similar 50 13 
similarities of machines b. Moderately similar 102 27 
and equipment you c. There is no 219 59 
practiced in similarities 

college/Institution with Total 371 100 
that of organization? 

As can be seen from the analysis that 20, 83(22%) of trainee claimed that they get the expected 

skill from cooperative training. the rest 288(78%) of trainees responded that they did not get the 

expected skills from cooperative training practice. Therefore it is safe to conclude that the 

training did not attain the expected result because of different factors. 

The above table deals with the relation of training materials, machines and equipment in the 

institutions with that of industrial firms. Accordingly 102(27%) of trainee respondents answered 

that the equipment and machines were moderately similar with that of the organizations 

Ilndustrial firms. The majority of respondents 269(73%) claimed that there was no similarities 

between machines in the firms and in the colleges. 

As indicated in the above data the majority of the respondents affirmed that the equipment in 

the institution was not compatible with technological change. In addition, in the open ended 

question, when the respondents explain what the reason was, they indicate that lack of updated 

training machines and materials is the first problem they face. For instance, respondents from 

Garment department stressed that they used old sewing machines in the institutes and when they 

sent to practice with electrical sewing machines. Thus, if these variations continue, trainees 

might develop lack of interest to the cooperative training program. They also face challenges in 

order to adjust themselves with the labor market in general. 
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fable 4. 19: Supervision and Assign 
ment of Trainees in the Organization 

...- Item Categories 0 

-- How do your organizations assign 
Supervisor 

1 
trainees for cooperative training? 

No % 
a. Based tra' on mees competence 4 16 
b. On the interest of organization 14 56 
c. On the interest of the trainee 3 12 
d. Other I 4 

Total 25 100 

2 With what criteria are you selected a. Based on educational background 6 24 
from other employee in order to be b. With performance evaluation 2 8 
company supervisor? c. Depending on my interest 5 2 

d. Enforcing to do so by the 10 40 

organization 

e. Other 2 8 

Total 25 100 

3 Who supervise from the college a. The college nnstitution 3 12 

nnstitution the cooperative management team 

training? b. Trainers 13 52 

c. Vocational guidance and job 7 28 

integrating officers 

d. Other 2 8 

Total 25 100 

One of the focuses of the study is to assess the assignment of trainees and supervisors in the 

organization. The majority 14(56%) supervisors responded that assignment of trainees takes 

place based on the interest of the organization. Thus, the fact implies that the assignment for 

cooperative training laid on the interest of the organization. But the guideline MoE (2010) state 

that trainees must assign based on the competence took at the training institution. So, both 

organizations and the training college or institutions work together to conducted cooperative 

training program. 

As indicated in item 2 of the same table, the majority 10(40%) of supervisors/industry trainers 

replied that, they were chosen as supervisors by their organizations as additional task. As stated 

in review of literature, both parties must assign responsible coordinators for the program. While 
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, ~or a specific occupation can be a coordinator from TVET institution and an traJ1ler l' , 

a , d personnel in related occupation mUst be assigned as a supervisor or coordinator expen
ence 

" , , 
gam' zatlOn side to assure the program IS runnmg as desired (MoE 2010) Thus if the the or , , , 

[roJ11 d' h' " 
tation was not accor mg to t e gUldelme It would be wastage of time and resource, iJ11pleJ11en 

, g the assignment of supervisors from the college/institution side shows that 13(52%) ConcemJl1 

, ors answered that trainers are the one who supervised the cooperative training from f supe[VIS , 

o ' (tution, Thus it is safe to conclude that the trainers follow up and supervise the rVET UlS I 

perative training program, coo 
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Table 4.20:- Factors that Affected th I 
e mplementation of Co . 

. operative Training Program 
To what extent did the following f: t 

ac or affected the im Ie . 
program? p mentatIOn of cooperative training 

No Item 
Categories 

Trainee 
I. Lack of adequate support 

from the college 
No % 

or a. High 
institution management 

104 28 
b. Medium 171 46 
c. Low 96 26 

Total 37J 100 
2 Lack of raw materials for a. High 161 43 

practical training b. Medium 144 39 
c. Low 66 18 

3 Lack of adequate Total 371 JOO 
laboratories /shops/ a. High 160 43 

b. Medium 130 35 

c. Low 81 22 

Total 371 100 

4 Lack of technical qualified a. High 188 51 

trainer d. Medium 143 39 

e. Low 40 II 

Total 371 100 

5 Lack of similarities of a. High 164 44 

materials and equipment in b. Medium 110 30 

TVET and organization c. Low 97 26 

Total 37J 100 

The finding shows that support of the institutions management for the success of cooperative 

training program. Accordingly 104(28%) of trainees respond that lack of adequate support from 

college or institutions management affects highly, others 171 (46%) the majority claimed 

medium. The rest 96 (26%) trainees respond that low effect on implementation of cooperative 

training. 
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The analysis concernmg relation to the provISion of raw materials majorIty 161(43%) of 
. s replied that insufficient raw materials d . 

tratnee an consumable mputs were given for practical 
training affected highly the implementation of cooperative training. 

Regarding to the adequacy of laboratories and shops for practical training, 160 (43%) trainees 

described that it was in adequate and the laboratories and workshops were not well equipped 

with machineries and materials and it influence was high. While the others 144(39%) answered 

the influence was medium. This finding indicates that no sufficient and well equipped shops 

that let them to relate well with practical cooperative training and the real world of work. 

Pertaining to relatedness of training content during cooperative training with what they studied 

at rVEr institutions. On this majority 164 (44%) of trainees responding that machines and 

equipment that practiced in the institutions/colleges was one of the major factors that diminish 

the quality of cooperative training. Accordingly, the majority of respondents indicated that to 

open ended questions ascertained that mismatch between training given in the 

college/institution and practical training assignment in the organization was very high. 
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CHAPTER FIVE 

summary, Conclusion and Recommendations 

5.1. Summary of the major findings 

TI rna]' or objective of this study was to assess the status and Cll 11 f " , 
le a enges 0 cooperative trammg 

, uovernment institutions in Arada and Gule1e sub cities In order to ach' th' b' , h 
111 0 ' leve IS 0 ~ect\Ve , t e 
study attempted to answer the following basic research questions: 

I, What is the nature of cooperative training in government TVET institutions of Arada 

and Gule1e sub cities? 

2, To what extent does the cooperative training program implemented in government 

institutions of Gulele and Arada sub cities? 

3. What are the constraints observed during the iinplementation of cooperative training in 

government TVET institutions of Arada and Gulele sub cities? 

The study was carried out in three government TVET institutions/colleges of Arada and Gulele 

sub cites, The necessary information was collected using questionnaires, interview, focus group 

discussion and observation, Then the data obtained through tools were analyzed using 

percentage and the qualitative data were discussed, 
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The following are the major findings d f 
rawn rom the analyses: 

1. In relation to the selection of trainee field of . . 
. study the vast maJonty forty three present of 

trainees claimed that they selected their field f db. . . 
o stu y y the enforcement ofthe 1l1stItutIOn 

/college. 

With respect to orientation for trainee b ' . 
s a out cooperatlve traming it was revealed by the 

vast majority 97 percent of trainee respondents, there was no any oral or written orientation 

which assists trainees for better achievement during th ' . . e cooperatIve trammg. 

In relation to the selection of organizations for cooperative training 82 percent of trainers 

describe that there was selection criteria of organizations for cooperative training. As the 

majority forty three percent of trainer respondents claimed that the selection of the 

organization was not based on the predetermined criteria but with the need and interest of 

the organization. The interview conducted with deans and vice deans also asserted this 

idea. Therefore, according to the fmding the selection of the organization that could offer 

cooperative training was carried out without considering the criteria stated on the 

cooperative training guideline by MoE (20 I 0) rather it depends on the interest and 

willingness of organizations and in haphazard manner since there was no clear criteria. 

2. Regarding the adequacy and appropriateness of cooperative training time, the majority 58 

percent of trainer respondents and 50 percent of trainees responded that the cooperative 

training was arranged after taking three or four competencies which were contradicted 

with the guideline as stated to attend at the end of each competence. Furthermore 

regarding the duration of training time allocated for cooperative training 49 percent of 

trainers and 50 percent of trainees responded the practical training time was not enough to 

achieve the expected objective. 

3. With respect to the assignment of trainees in organizations the majority 27 percent of 

trainees as well as 26 percent of trainers and 48 percent of supervisors revealed that the 

responsibility of assigning trainees to each organization was facilitated with trainers 

contact with the organizations. Moreover, 22 percent of trainees, 25 percent of trainers and 

d that the assignment takes place with vocational 24 percent of supervisors answere 

counselor and job integrating offi cer. 
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4. The majority 54 percent of trainees a d 68 
.. n percent of . 

assignment of tramees for practical t .. . tramers confirmed that the 
rammg m the orga· . 

field of study. Relatively 60 per t f. ntzatlOns was not related with their 
cen 0 tratnees and 35 . 

most organizations mislmderstood I k percent of tramers claimed that 
or ac ed a clear awarene b . 

and this is the basic reason for tmrelated . ss a out cooperalive training 
assignment of practical trainin 

5. The study showed that surprisingly almost all . . g. 
tramers and supervisors· d· d 

were no any incentives giv f, . m Icate that there 
en or cooperative trainin F rth . g. u ermore, 38 percent of trainers 

and 64 percent of supervisors mentioned th t h 
.. a t ere was no tax exemption on imported 

machmes and eqUipment. 

6. In line with legal framework of cooperativ t . . . . e ramlDg 59 percent tramers, 53 percent of 

tramees and 64 percent of supervisors made I th c ear at memorandum of understandina was 

not signed between trainees, institutions and 0 .. hi · '" . . rgamzatlOns w ch bllld them to provide 

proper trammg. 

In relation to follow up of trainers on the way the tra·· . d I· d . . mlllg IS e Ivere to tralllees dunng 

cooperative training, 46 percent of trainees 59 percent of tr . d I I alDers rna e c ear t lat 

evaluation of trainees on practical training time depends on supervisor' s feedback given at 

the end. Besides this , 31 percent of trainees and 63 percent of trainers confrrmed that most 

trainers visited the training once in a weak. Therefore, the evaluation takes place without 

considering the cooperative training guideline and does not based with documents. 

7. Regarding the relation between the theory thought and practice at the actual work place 

52.5 percent of trainees revealed that it was an average. 

In relation to planning and preparation of cooperative training 55 percent of trainees, 67 

percent of trainers confirmed the existence of pre implementation phases i.e planning and 

preparation for cooperative training. Furthermore, the vast majority that is 97 percent of 

trainees, 76 percent of trainers and 80 percent of supervisors pointed out that the 

preparation phase conducted in TVET colleges/institutions did not involve organizations. 

8. With respect to finance of cooperative training almost all trainers and trainees claimed that 

they face financial problem during cooperative training time. Besides this 54 percent of 

trainees, 70 percent of trainers and 52 percent of supervisors in selected college/ 

institutions and organizations believed that to solve financial problem related to the 

. . . nment should take the first priority Second establishing fund 
cooperative trammg gover ' 

Page 73 of 71 



raising committee and third organizations sho . 
. uld pay for tramees as pocket money would 

put as a solution for cooperative training fi . I 
mancla problem. 

9. Regarding constraints that are observed it is reveal d b h 
. e y t e majority of respondents 96 

percent of trainees and 80 percent of tr . 
amers confmned that problems related to 

institutions influence the implement r f . 
a IOn 0 cooperative training. Moreover the vast 

majority of respondents described as f t th f+: . 
ac ors at a lect the practice of cooperative training 

in the selected colleges include shortage of training m t . 1 d I I'fi' f a ena an ow qua I IcatlOn 0 

trainers, the fact that trainers skill was below the required standard, shortage of 

manpower as industry trainer and shortage of training material in the organizations were 

the major problems mentioned. 

In line with willingness of organizations to accept trainees and provide the training 

cooperatively, 53 percent of trainers and 56 percent ofstIpervisors indicate that it was low. 

With respect to the result of cooperative training 78 percent of trainees reported that they 

did not get the expected skill from the cooperative training. In relation to supervision and 

assessment of trainees in the organizations, 56 percent of supervisors indicated that the 

assignment of trainees in organizations was depended on the interest of the organization. 

10. Regarding machines and equipment that are found in the institutions 59 percent of trainees 

responded that they do not have similarity. In addition to this, the vast majority of trainees 

indicate that are lack of adequate support from the institution management, lack of raw 

materials for their practical training, lack of well-equipped workshops, lack of technically 

qualified trainers. These would be taken as factors that affected the implementation of 

cooperative training program. 
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D"ET 

tl)1\ w u III 'h:Uli. m:- t ming..;:) ,ui\ 

n:: in TYET :-~:-t m. im I m nt3ti n, 1d ya\u:ui)!l t 

f3tiy tnining. ~uidan' 

f rg;:uuZ:Hi n f)r rotin' training. suit f 

n i :i n f tro.in ' in th org31lizmi n were n t impl ment d ' f 

peratiye training ;:uideline.Hen it, I arly 'h w- that th 

(ween e srrategIe- an gui elin ' and that of urrent pro ti e. Therefore th~ wrall 

con lusi n th:lt. the urrenr tams of training in the g y mment 

insTimtio c \lege of Aroda and Gulele sub cities were found t be lack of quality. 
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5.3 Recommendation 

On the basis of the findings obtained throu h . . . . 
. . g questIOnnaires, mtervlew document analysis and 

focUS group diSCUSSIOns, and the conclusion mad . 
. e with respect to the current status and 

challenges of cooperative training in the gove . . . 
rnment 1l1ShtutIOns of Arada and GuleIe sub cities 

the following recommendations are forwarded. 

1. Provide orientation and adequate training fi b h . 
or ot tramees, trainers as weII as for 

organizations which give cooperative training. 

Since trainees and trainers as well as supervisors or industry trainers in the industry 

comes from different walk of life· they might even have bl f d d· , a pro em 0 un erstan mg 

how to play their role and how to discharge their responsibility properly during the 

cooperative training period. to create awareness about cooperative training colleges or 

institutions should arrange and give seminars, workshops ,short-term training and 

distributed pamphlets to cooperative training partners such as company or industry 

owners, managers, supervisors, trainers ,trainees and their parents. Hence, orientation 

and adequate training is necessary for the aforementioned cooperative training pattners 

in general and trainees in particular. 

2. Create conducive environment for proper implementation of the cooperative training. 

Most practical trainings are related with machineries, so, it might have risk for trainees. 

If accident occurred, unless trainees are insured organizations may be in dilemma to 

ac~ept the cooperative training agreement. Thus, it is recommended that the concerned 

parties that are MoE, Federal and Addis Ababa TVET agencies should endorse 

regulations, rules and guidelines concerning insurance coverage of cooperative training. 

TVET institutions or colleges must also build the capacity of their trainers to improve 

the quality of the training. 

The overall objective of national TVET strategy is to create a competent, motivated 

adoptable and innovated workforce in Ethiopia contributing to poverty reduction, social 

d 
. d velopment through facilitating demand driven, higb quality technical 

an economic e 
. . d·· elevant to all sector of the economy, at all level 

and vocatIOnal educatIOn an trammg, r 
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to all level and to all people in need of k'll 
. SIS development. Th . 

used as a bndge between in school t . . us, cooperahve training is 
rammg and the world of w 

govenunent /MOE/ has to implement a ne . . ork. Therefore. the 
w gUldelme which treated h . 

and enforces organization to take and . d ' t e coast, Insurance 
.. provi e practical training to trainee b " 

them properly In theIr respected field f . s y aSSlgrung 
o study. Besides this the ov 

arrange new incentive mechanisms such ad' g ernment must 
. ' S re uchon of tax about 2 percent on im orted 

machmes and eqUipment for orcranizations' p 
. ' ., . b cooperative training which give cooperative 

trammg Jomtly WIth TVET institutionsl 11 .. . . . co eges. In addItion to this, TVET 

InstItutIOns/colleges must arrange transport h' I ve IC es to tackle the transport problem 

especially trainees. 

} As clearly stated in the literature TVET system ' ' fi , IS a speci IC sector that needs to work 

Jec Ive t s sta eholder must together with the other stakeholders. So to achieve the ob' t' hi k 

, an assessment an participate in preparation of curriculum occupational standard d d 

evaluation MoE (2008). Thus, the colleges, sub city TVET sector offices and TVET 

agency in general work with all rounded participation of stakeholders. 

3. It is the production of a competent and responsible citizen who contributes to eradicate 

poverty in Ethiopia. Technical Vocational Education and Training needs working together 

with the different stakeholders continuously to enrich and strengthen the education sector 

in order to enhance ownership and realized shared goals. These could be achieved by 

making agreement between trainees, enterprises and TVET institutions based on the 

cooperative training rules. The main objective should be producing trainees who are 

competent and rational consumer in society by creating partnership between organizations 

and TVET institution. Thus, they all straggle for the same reason; self-motivated training 

TVET institution for a more resourceful professional world. Therefore, the 

governrnentIMOE/, Federal TVET Agency and Addis Ababa TVET Agency must 

implement a new rule which leads organizations lenterprisesl to work cooperatively and 

commonly benefited from cooperative training and TVET training system too. 

Generally if the problems indicated in the finding are alleviated and if the points 

recommended above are implemented, they will have their own contribution to promote 

the quality of the cooperative training and to make trainees more competent. 
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AUDIS ABABA UNIVERSITY 
SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION 
DEPARTMENT OF EDUCATIONAL PLANING AND MANGMENT 

-------------------------------------
Questionnaire to be filled by the TVET institutions/collages trainers 

The purpose of this questionnaire is to collect relevant data for the study on "status of 

cooperative training in Arada and Gulele sub city government institution" Your 

cooperation in providing relevant and accurate information is highlyimportant for the 

success of the study. Please be frank and respond to each item as accurately as possible and 

be sure that the information you provide kept confidentially and use only for academic 

purpose. 

Instruction: 

.:. No need of writing your 

.:. Where alternatives are given, please mark 0 in the corresponding space . 
• :. For the open-ended questions, try to give precise answers. 

Thank you in advance for your cooperation 

Part one 
I. Name of the TVET institution ......... ........... ........... ........ . . 

2. Personal Data: 

2.1 Sex: 

2.2 Marital status: 

a) Male D b) Female D 
a) Married D b) Single D c) Divorced/separated D 
d) Other D 

2.3 Age range a) 20-29 years D b) 30- 39 years D c) 40- 49 years D 

d) 50 years and above D 
2.4 Field of study .... .... .... , ........... , .................. . ... .. 

a) MAIMSc D b) BA/BSc D c) level 3D 2.5 Educational qualification: 

d) level 4 D e) levelS D f)if other, please state .................. .. 

2.6 Courses/subjects you are currently 
teaching/training ............... ·· ·· ························· . 

2.7 Years work experience ........................ .. 

a) Below 5 years D 
e) 31 and above 0 

b)6-10 years D 

..... . . - , .................... . 

c)II-20 yea rs 0 d)21-30 years 0 

2.8. Work load/per-weak! .................................. .. 
.. , ..... . 



Part two: - el ctiou and arranocln t f . 
eo en 0 cooperatIve training 

.:. Where alt mati \' ar giv n. pi a marl-. ~ 
••• F h ~ in Ih (' 1rre'ponding _p3 e. 
• or t open-ended que tions try to (live pr' . • 

'. '. e ~ · I an. \\ ers 
Is there any inCentIve mechan ' ~ " . " Ism or orgamzanons which participate in 
cooperatIve trammg yes no 

I . In your institution. streaming trainee to various field of t d' d s II ) IS con uCled 

a. According 10 the interest of trainees 0 
b. By the decision of institution's management committee 0 
c. Partially based on the inlerest of the trainees 0 
d. If other please specify ..... .... ..... ..... . ...... .... . .. .. . .. 

2. Who assigns trainees to the selected organization? / Possible to select more than one 

option! 

a. Vocational counselor D 
c. organization's request D 
e. collage management D 

b. trainers / teachers 0 
d. through trainees personal contact D 

3. [s there a criterion set for selection of cooperative training organization? 

a. yes 0 b. No D 

4. If your answer yes for question number 3, which of the following are among the criteria? 

a. availability of machineries to conduct the training 0 b. interest of the organization D 
c. availability of trainers in the industry 0 d. type of ownership D 
e. If other, please specific .. ........ ....... ..... .... . ... ·· .. ·· ·· .. ·· .. ··· ··· ·· .. 

S. What criterion is employed in assigning trainees for cooperative training?lPossible more than 

one answer! 

a. interest of the organization D 
b. field of study D 
c. interest of trainee 0 
d. If other, please speci fic .................... ......... .. ...................... . 

6. Did you sign memorandum of understanding with the organization which agree to conduct 

the cooperative training? 
a. Yes 0 b. No 0 



7. If your answer for question number 6 is" "I 
. yes w lat are the c t f understandmg? on ent 0 the memorandum of 

8. Is college related problems influence Cooperative training? 

a. yes D b. NoD 

9. ~hich of the following problems did you face in your collagelinstitution during the training 
time? Please rank from 1- 5 

a. shortage of qualified trainees D 
b. shortage of modem training equipment and machines 0 
c. shortage of input for practical training 0 
d. shortage of reference materials D 
e. If other, please be specific .... . .............. .. ...... .. ...... ..... .. .. .... .......... .. .... .. 

10. Have you given orientation to your trainees about the cooperative training before they are 
deployed to industries to get the cooperative training? 

Yes D No 0 
II. If your answer for question number 8 is "yes "what are the content of the orientation? Please 

list down 

12. Who determine the number of trainees assigned to the selected organization? / Possible to 

select more than one option! 

a. Interest of the organization D 
b. Based on statement of the low D 
c. By training institution D 

d. Up on the agreement between institution and organization 0 
e. No formal procedure D 



13. Cooperative training periods were arranged? 

at the end of each competence 
a. o 
b. for specified period 0 

c. shifting system 0 
d. if other, please state ... ... . . .. ...... . ... ... ... . ... .. . 

g uratlon perIod/tllne/. 14. Please would you mention the cooperative trainin d ' " 

15 Do you think the period you mention in number 12 is . . d ":11 ? convenIent to cop up trainees with the 
expecte Sru S . 

. ' a. Yes 0 . b. No 0 
\6. Wlllmgness of organtzatlons to accept and provide cooperative training? 

a.High 0 b. medium 0 c.low D 
17. Were there planning and preparation for cooperative training? 

a. yes 0 b. No 0 
18. Do organizations participate in the designing, implementation and evaluation of cooperative 

training? 

a.yes 0 b.No D 
Part Two:- implementation of cooperative training 

19. Do you think that organizations assign trainees for cooperative training based on their field of 

study? 

a. Yes 0 b. No 0 
20. If the answer in number 16 no, which of the following are possible reasons? IPossible to select 

more than one option! 

a. Absence of field of study in the organization 0 
b. lack of supervisor in the field of study 0 
c. organization do not understand the importance of cooperative training 

d. employees in the organization are not voluntary to supervise 0 
o 

e. If other, please be specific ........................................................ .. ...... .. · 



Our area of training, how is the training condu~ted? 
21. lnY ~ . 

a) More of theo: and less practical 0 
b) More of p~actlCal and less of theoretical 0 
c) 50% practical and 50% theoretical 0 
d) 30%theory and 70% practical 0 
e) If others, please speci fic . . . ... .. .. .... . . .. .. ..... . ... .. . . .. .. . .... ... . 

... . .... ... . ..... ..... . 
22. What is your opinion with regard the duration of training at the work place? 

a. more than enough 0 b. enough 0 c. not enough ~ 

23. Did organizations assign appropriate supervisors/trainers for cooperative training? 

a.yes D b. No o 
24. lfyour answer for question number 23 , yes to what extent do they assist the trainees during the 

practice time? 

a. highly D b. sufficiently o c. moderately Od. low ~ 
e. very low D 
25. If your answer for question number 24 is no, will you please mention the possible reasons? 

. ..? 
26. To what extent organizations interested to participate in cooperative traInIng . 

a. more interested 0 b. interested D c. less interested D 
d. disinterested 0 

d. I f others, please specify ... .... .... ... . .. ... ·. · ····· ··· · ·· · ··· ····· ··· ······· ······ ····· ·· 

27. How do trainees be evaluated in cooperative train~n~ program? , 
a. Depending on the attendance and daily activity record book 

b. Depend on the supervisor feedback 

c. With the interest of organization .. . ..... .. ...... .. . . 
d. If others, please specify . . ... . ... :.: .. .. : .. ··· · ·· ~:l·· ·t~~; ~~ · i·~·~~operative training? 

28. How many times, do TVET trainers VISit traInees w I e 

D c two times in a week 0 b. once in a weekly . a.daily 0 
d. not at all 0 e. other ......... ······ .. ....... . ...... . ........ . ... . ... .. 



If your anSwer is choice" d" for question numb 2S . 29. 'bl I er whIch one of th f< I . reas
on

?/ POSSI e to se ect more than one option!/ e 0 lowmg is possible 

a. shOrtage of man power 0 b. lack of concern from the 0 management 

hortage of finance for per dime 0 d. respo 'bT I c. s nSI I Ity eft for organizations 0 
If others, please specify .......................... . e. . ....................................... .. 

r em 0 tramees on coope t' . . 30. Which of the following do you think solve financial p obi f' 
program? / Possible to select more than one option! ra Ive training 

a. trainees should. pay for the training offered 0 
b. the government should allocate budget for cooperative training program 0 
c. cooperative giving organization should pay for trainees 0 
d. there should be cooperative training fund raising committee 0 
e. If others, please specify ....... .. . . .... ...... .. .. ··· .. ··· ·· .... .... · .. · .. .. · .. ........ .. · .. .. 

31. Do you think that training problems in the college/institution have an influence on the 

cooperative training? 

a. yes o b.No 0 
32. Did you face financial problems during cooperative training time? 

a. yes 0 b.No 0 
33. Which of the following, do you think, solves problem on cooperative training in general? 

/ Possible to select more than one option! 

a. established diversified committee 0 
b. give financial support to training 0 
c. arrange workshops and seminars to concerned bodies 0 

. . . t ' and supervisors 0 
d. establishing cooperative training committee containing trainees, ralners, 

e. revise the cooperative training program guideline 0 
34. Is there any other means for trainee who could not get cooperative training practice? 

a.yes 0 b. No o 



If YOur answer to question nwnber 34 is 'yes' h 
35. wat~ili~? 

--------------
36 Do you render guidance and Counseling service to t' . 

. d d I raInees In the field y IT' they strengthen an eve op self-confidence in their effort d h' ou aIn so that 
an ac levement? 

,) y", 0 b) Som";m" Y" 0 0) No 0 
37. If your answer to question 36 is 'No', why? 

Please specify _____________________ _ 

38. ill what way did ~our college or sub city encourage organizations which Participate in 
cooperative trainmg? / Possible to select more than one option! 

a. tax exemption on imported machines and equipment 0 
b. charge free training for employees of the company in TVET colleges 0 

c. give incentive with certificate 0 
d. If others, please specify ... .... ...... ..... .. ... .. .. . .. ... .. ......... .. ...... .. ............. .. 

39. In your institution, trainees ' streaming to various fields of study is conducted; 

a) According to the interest of trainees 0 
b) By the decision of institute's management committee 0 
c) Partially based on the interest of the trainees 0 

d. If others, please specify ................... ....... ..... ......... ... .......... .... ...... .. .. .. 

40. How do you evaluate interest of trainee during cooperatIve tramIng . . . .? 

a. high 0 b, medium 0 c. very low 0 d. very low 0 
41 . Would you mention some of the problems tbat your college or you face when implementing the 

cooperative training program? 



2 Would you mention some solutions, which could be helpful to run the cooperative training 
4 . smoothly and indicate ways how the aforementioned problems be solved? 

Thank you for your good cooperation © 



ADDIS ABABA UNIVERSITY 
SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION 
DEPARTMENT OF EDUCATIONAL PLANING AND MANGMENT 

~~--------------------------------------
Questionnaire to be filled by the TVET institutions/collages Trainees 

The purpose of this questionnaire is to collect relevant data for the study on "status of 

cooperative training in Arada and Gulele government institution" Your cooperation in 

providing relevant and accurate information is highly important for the success of the 

studY. Please be frank and respond to each item as accurately as possible. Be also sure that 

the information you provide kept confidentially and use only for academic purpose. 

Please note that 

Q in the corresponding space. 
} No need of writing your name 
} Where alternatives are given, please mark 
} For the open-ended questions, try to give precise answers 

Part one: - General Background 

I. Name of college/institution 

2. Personal data 

2.1 Sex male 0 female 0 
2.2 Field of training ...... ... ... ······················ ·· ········ ···· ····· .. . 

a)Level I 0 b)Level 11 0 
2.3 The training program you attend is 

e) Level V 0 
c) Level III 0 d) Level IV 0 

3. Age a/ from 15 up to 19 0 b/from 20 up to 29 0 cl from 30 upt039 0 

d/ 40 and above 0 . . 
. tation of Cooperative Trammg 

Part two:-Selection and Implemen 

I. How did you choose your fie ld of study? 

a. Own choice 0 
b. the institution forced me 0 0 
c. With' the help of vocational counselor 

. b the department 0 
d. by the orientation given Y 

e. Friends convinced me 0 
f. If other specify ... , .. , .. , ....... .... . . , 

., .. , . . .... . 
.. . . . .. ........ . , 



2. Who assigns trainees to each selected organl'zat' '" 
Ion lor COoperat" . . 

program?lPossible to select more tha' Ive training 
none optlon/ 

a. the vocational counselor 0 
b. the teacher or trainer 0 
c. through trainees personal effort 0 
d. lf others, please specify ............ . 

•••••• '0 • .... ..... 
3. Who determine the number of trainees assig ed h .. ..... ... .................. ... . 

n to t e selected organization? 

a. Interest of the organization 0 
b. Based on statement of the low 0 
c. By training institution 0 

d. No formal procedure 0 
e. Up on the agreement between institution and organization 0 

4. Do you get the expected skill from cooperative training? 

a. yes D b. NoO 

5. if your answer for question number 4 is no what do you think is the reason? 

6. How do you evaluate your institution towards cooperative training? 
a. more interested C=:J b. interested 0 c. less interested 0 
b. Disinterested D 

7. Did you sign memorandum of understanding with organization that offers cooperative training? 

a.yesD b. No D 
8. If your answer for question 6 is yes would you please list some of the main points in the 

agreement? 

9. Who covers your personal expense during cooperative training time? Possible to select more 

than one option 
a. TVET colleges/institutions D 
b. Organizations 0 
c. Trainees/ families 0 
d. Public fund 0 
e. I f others, please speci fy . . .. ......... . .... ... ................................... . 



10. Who guides and follows up your work d . . 

. unng cooperative traini ng? Possible to select more than one optIOn 

Industry Supervisor 0 
b. Trainers from your collage 0 
c. The collage management tean1 0 

a. 

d. If others, please specify 
...................................................... '" 

I I. How many times, do TVET trainers visit trainees wh'le th' ' .. 
I ey are In cooperative trammg? 

a. daily D b. once in a weekly 0 c. two times in a week 0 
d. not at all D e. if other, please state ................................................ .. 

12. If your answer for question number II is choice" d" which one of the fOllowing is possible 
reason? / Possible to select more than one option! 

a. shortage of man power o b. lack of concern from the management 

c. shortage of finance for per dime 0 d. responsibility left for organizations 

e. If others, please specify ............ . . . ...................... ... .... . 

o 
o 

13. How your college/institution do monitors the training in the organization during your 

cooperative training time?/ Possible to select more than one option! 

a. Directly observing trainees at work 0 
b. Asking supervisors about trainees performance o 
c. Using trainees performance result 0 
d. Ifothers, please specify ..................... . ... . ..... . . . .......... . 

14. To what degree is the cooperative training related with the training you took in your college or 

institution? 

a. High D b. Medium D c. Low 0 
15. If your response to question number 14 is b or c what is the reason? 

16. Do you think that organizat ion assign trainees for cooperative training based on field of study? 

a. yes D b.No D 
17. If you say No for number 16, what are the po~si b~e reaOsons? 

a. Absence of fi e ld of study in the organIzat IOn 

b. Lack of supervisors in the fi eld of study D .. 0 
c. Organization do not understand the importance of coopera.tive trammg 

d. Employees in the organization are not voluntary to supervIse D 
e. T f others, please speci fy .. . . . . . . ... ... ... . .... . ... . ..... . ........... . 



18. How do you evaluate similarities of I . mac lmes and equipment .. 
with the organization? you tram m the college/institution 

a Highly similar 0 c. there IS no similarity b. moderately similar 0 .. . 
19. If your answer for question numbe 1&' b r IS or c how do you explain the difference? 

rammg program? 20. How do trainees evaluate in cooperative t .. 

a. Depending on the attendance and d '1 .. 0 al y actiVity record book 

b. B~ perso~al relation with the supervisor 0 
c. With the mterest of the organization D 
d. Other. .................... . ...... · ........ · .... · ...... · .. · .... · 

20. Is college related problems influence cooperative training? 

a. Yes 0 b. no 0 
21. Which of the follo~ing problems did you face in your college during the training time? 

a. shortage of tramers D 
b. low skill of trainers o 
c. shortage of moderate training equipment and machines 

D 
D 

d. shortage of reference materials 

e. contents not covered in the training time D 
f. If other, please state ................................................ · 

22. When cooperative training program did takes place in the academic years? 

a. at the end of each competence 0 
b. at the end of the semester 

c. at the end of each month 

d. during week end 0 

o 
o 

o 

e. if other, please state .. .... . ............ ··· .................... · .. · .. · .... · 

23. what is your opinion with regard to the duration of training at practical cooperative training? o 
a. More than enough 0 b. enough 0 c. not enough 

24. Which of the following do you think solve financial problem on cooperative training program? 

a. trainees should pay for the training offered 0 
b. the government should allocate budget for cooperative training program 0 
c. cooperative giving organization should pay for trainees 0 
d. there should be cooperative traini~g fund raising committee 0 



25. In your area of training how is the training conducted? 

a) More of theory and less of practical 0 
b) Moore of ~ractical and less of theoretical 0 

c) 50Yo practtcal and 50% theoretical 0 
d) 30% theoretical and 70%practical 0 

e) If others specify ................................... . .................. 
Part three:- Factors affecting the implementation of cooper at· t .. 

Ive raInIng program 
26. To what extent did the following factors affect implementation of cooperative training 

program? /please put 0 for your choice 

No Item 
Response 

high medium low 
26.1 Lack of adequate support from the organization which 

provide cooperative training 
26.2 Lack of adequate laboratories and shops 

26.3 Lack of raw materials for practical training 

26.4 Lack of technical qualification trainer 

26.5 Lack of similarities of materials and equipment in 
TVET and organizations 

27.Did you take orientation before you were assigned for cooperative training? 

a.yes D b.No D 
28. If your answer for question number 27 is "yes "what are the content of the orientation? 

Please list down 

29. What option did your collage/institution practice for competencies not covered by cooperative 

training? 

a. give additional time for practice in the collage D 
b. send trainees to other collages or institution D 

c. there is no solution give at all D 
d. if other, please state ....... ... .. ... ...... ······· · ·· ··· ····· · ··· 

. ... ? 
30. Were there planning and preparation for cooperative trammg. 

a. Yes D b. no D 



31. Did r,;aniL.lti't partil.'ipt, in Ih' d\.'~\t:n, impl,'m,'nl.tti"11 \11<1 '\,llu,lIi'lfl \It "'I'P':(,lti\' 
tr:llmng . 

a. '.0 b. nO 
3 •. Would you plea.!! Ii t major problem. you til e I during cooperathc training program? 

33. What solution would you suggest to solve the problems you listed above? 

Thank you for your good cooperation © 



ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION 

DEPARTMENT OF EDUCATIONAL PLANING AND MANGMENT 

Questionnaire to be filled by organization supervisors !industry trainers! 

The purpose of this questionnaire is to collect relevant data for the study on "status of 

cooperative training in Arada and Gulele government institution" Your cooperation in 

providing relevant and accurate information is highly important for the success of the 

study. Please be frank and respond to each item as accurately as possible. 

Please note that 

~ No need of writing your name n 
~ Where alternatives are given, please mark ~ in the corresponding space. 

~ For the open-ended questions, try to give precise answers 

Par t one:- General background 

1. Name of organization ..................................................... . 

2. Sex male D female D 
3. Field of specialization ..... ................ . . ... . . .... .... ............ . . . 

4. Age range a) 20-29 years D b) 30- 39 yearsD c) 40- 49 years D 
d) SO years and above D 

S. Year of service aJ from 6-10 years D bl from 11-20 years D 
cl from 21-30 years D dl from 31 and above D 

6. Educational qualification: a) MNMSc D b) BAlBSc D c)1 level I D 
d) level 2 0 e)level3 f) level 4 

h) if other, please state . ........ .... .. . ... . 

Part two:-Implementation of Cooperative Training 

1. How do you monitor cooperative training program? 

a. Directly observ ing trainees at work 0 

g) levelS 

b. Asking the college trainers about trainees performance 0 
c. Us ing trainees performance result 0 
d. Other . .. .......... ······· ·· · ········· .. . 



2. Which of the following problems did you [;. . . 
. ? ace In your organtzatlOn during the training time. 

a. shortage of trainers 0 
low skill of trainers 0 

c. shortage of moderate training equipment and machines 

d. shortage of reference materials 0 
e. topic not covered in the training time 0 

b. 

o 
f. Others ............................................. .. . 

3. How did you explain level of communication with TVET colleges for cooperative 
training? 

a . High 0 b.low o c. medium o 
4. In what way did your college or sub city encourage organizations which participate in 

cooperative training? / Possible to select more than one option! 

a. tax exemption on imported machines and equipment 0 
b. charge free training for employees of the company in TVET colleges D 
c. give incentive with certificate 0 
d. If others, please specify ... .... . .. . ..... . .... . .... . .... ... .. .. ... .... .... . ... ...... .... ... .. . 

5. How do you evaluate interest of trainees during cooperative training? 

a.high D b, medium 0 c. very low D d. very low D 
6. If your response for question number 5 is c or d what do you think is the reason? 

. ..? 
7. Willingness of organization to accept and provide cooperative traInIng . 

h· h D b. medium D c. low D a. Ig . .. 7 
8. How your organizations assign trainees for cooperative traInIng. 

a. Based on t ra inees competence 0 
b. On the interest of the orga nization 0 
c. On the interest of the tra inee 0 
d. Other ............................................... · .. · ...... ·· 



9 With what criteria you are selected fi '. rom other empl . 
{industry tramer? oyee In order to be supervisor 

a. based on educational background 0 
b. with performance evaluation 0 
c. depending on my interest 0 
d. assign by the organization 0 
e. other ......... .. ......... '" . ... . . . . . .. .. ... .. .. ........ . 

10. In what way does your organization participate in TVET system? 

a. on cooperative training agreement 0 
b. as source of employee 0 

c. on development of occupational standard 0 
d. other ... .. .... .. ..... ..... ... .. . .. . 

II . Who assign trainees to the selected organization? 

a. Vocational counselor D 
c. Organization's request 0 
e. Collage management D 

b. Tra iners /teachers 0 
d. Through trainees personal contact 0 

12. How is the number of trainees to be assigned in your organization determined? 

a. the interest ofTVET institution 0 
b. with interest of the organization 0 
c. based on statement of low 0 
d. up on the agreement between institution and organization 

e. if other please state .......... .. ...... .. .................... ........ . 

13. Did you face financial problems during cooperative training time? 

a. yes 0 b. no 0 . . . . 
14. Which of the following do you think solve financIal problem on cooperatIve traInIng program? 

a. trainees should pay for the training offered 0 
b. the government should allocate budget for cooperative training program 0 
c. cooperative giving organization should pay for trainees 0 
d. there should be cooperative training fund raising committee 0 



15. Adequacy of planning and preparatio fI . 
a. high 0 b. low n or CooperatIve training? o c.medium 0 

16. To what extent is the cOoperative t . . 
ratntng related to tra' . 

trained in their colleges/institution? tnees wIth the theory they 

a. very high 0 b. high 0 
c.mediumD diD 0 . ow e. very low 

17. If your answer for question number 16' h' b . 
done before the training? IS Ig please would you Itst down the activities 

18. Who supervise from the collage/institution the cooperative training? 

a. the collage/institution management team o 
b. trainers 0 
c. vocational guidance and job integrating officers 0 
d. if others, please specify .................................................. . 

19. Are the trainees equipped with the necessary skill when they came to your organization 
for practical training? 

a. yes D b. NoD 

20. 19 Your answer for question number 19 is no please, will you mention some the basic 
problems? 

21. Is there any incentive mechanism for organizations which participate in cooperative training? 

a. YesD b.noD 

22. 
. ..? Were there planning and preparation for cooperative trammg. 

a. Yes D b. no D 
23 . Did organization participate in the design, implementation and evaluation of cooperative 

training? 

a. Yes D b.no D 



24. What do you think are some of the problems that hinder the cooperative training 
program? 

25. What do you suggest regarding possible solution to conduct the cooperative training 
program properly? 

© . . V 
Thank you for your good cooperation 



ADDIS ABABA UNIVERSITY 
SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION 
DEPARTMENT OF EDUCATIONA L PLANING AND MANGMENT 

Interview Questionnaires prepared for coil D 
d 

ege eans, Vocational 
counselors an Arada and Gulele sub cities · b· . ]0 mtegratmg officers 

The purpose of this questionnaire is to collect rei t d . ..' evan ata for the study on "status of 

en institution Your cooperation in cooperative trammg m Arada and Gulele governm t ' . . " 

Important lor the success of the providing relevant and accurate information is highly . .. 

Y as POSSI e. Be also sure that study. Please be frank and respond to each item as accuratel 'b' I 

the information you provide kept confidentially and use only for academic purpose. 

1. What is your specific role in relation to training conducted in your collage 

linstitution? 
2. Did the college plan for cooperative training and identified training capacity of the 

organ ization? 
3. Is there a specific guideline for implementation of cooperative training? What are the 

key issues of this guideline? How do you see the cooperative training offered her 

via-a-vies the guideline? 
4. What factors assist or hinder in implementation of cooperative training and how you 

mention the cooperative training? . ' ." ? 
S. Do you assign supervisor to advice and follow up the tramee m cooperative trammg. 

If yes how much it frequent they are doing it? 
6. Do you think that cooperative training evaluation result show the ski ll that the trainee 

gained? Is there a feedback mechanism? What does it show? 
7. What are the major problems that affect the quality and effectiveness of cooperative 

training program in your institution or collage? 

8. What solution do you suggest fo r the problems encountered? 

Thank you 



ADDIS ABABA UNIVERSITY 
SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION 
DEPARTMENT OF EDUCATIONAL PLANING AND MANGMENT 

Interview Questionnaires prepared for orga' t ' DIza IOn mangers 

The purpose of this questionnaire is to collect relevant data fi th d 
or e stu y on "status of 

cooperative training in Arada and Gulele goverrunent' t't t' ,. Y " 
inS I U Ion our cooperatIon In 

providing relevant and accurate information is highly 'I In port t fi h an or t e success of the 
study. Please be frank and respond to each item as accuratel 'bl B I Y as POSSI e. e a so sure 
that the information you provide kept confidentially and use only for academic purpose. 

I. Does your organization have any agreement with TVET institutions/colleges to give 

cooperative training for trainees? If yes what is the nature of this agreement, if no 

how you implement it? 

2. Do you think that cooperative training practice is implemented accordingly to with 

the guideline and occupational standard? 

3. Do you think that TVET cooperative training been accomplished as anticipated? 

4. Did your organization invite by Addis Ababa TVET agencylMinistry of Education to 

participate in curriculum preparation or occupational standard development? 

5. What kind of advantage do you get by conducting cooperative training for trainees 

from TVET institution or other bodies? 

6. Do you assign supervisor to advise the trainee in cooperative training? If yes how 

much it frequent they are doing it? Is there any advantage? 

7. Do you think that cooperative training evaluation result that your organization sent 

show the skill that the trainee gained? 

8. What are the major problems that affect the quality and effectiveness of cooperative 

training program? Please explain on the part of trainees, TVET colleges/institutions 

and in your organization. 

9. What solution do you suggest for the problems encountered? 

Thank you 



ADDIS ABABA UNIVERSITY 
SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION 
DEPARTMENT OF EDUCATIONAL PLANING AND MANGMENT 

Interview Questionnaires prepared for Arad and Gulele sub city TVET 
Sector Mangers 

The purpose of this questionnaire is to collect relevant data for the study on "status of 

cooperative training in Arada and Gulele government institution" Your cooperation in 

providing relevant and accurate information is highly important for the success of the 

study. Please be frank and respond to each item as accurately as possible. Be also sure that 

the information you provide kept confidentially and use only for academic purpose. Do you 

think that cooperative training in the college/institution implement accordingly with the 

proclamation and guideline? 

I. Do your offices follow up organizations who give cooperative training? 

2. What factors assist or hinder in implementation of cooperative training and how you 

mention the cooperative training? 

3. Do you follow up/ supervise the trainee/college about cooperative training? If yes 

how frequent you are doing it, what kind of feedback you gave them? Ifnot why? 

4. Do you think that cooperative training evaluation result show the skill that the trainee 

gained? . 

5. What are the major problems that affect the quality and effectiveness of cooperative 

training program? 

What solution do you suggest for the problems encountered? 6. 

Thank you 



ADDIS ABABA UNIVERSITY 
SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION 
DEPARTMENT OF EDUCATIONAL PLANING AND MANGMENT 

Interview Questionnaires prepared for Arad and Gulele sub city TVET 
outcome based officers 

The purpose of this questionnaire is to collect relevant data for the study on "status of 

cooperative training in Arada and Gulele government institution" Your cooperation in 

providing relevant and accurate information is highly important for the success of the 

study. Please be frank and respond to each item as accurately as possible. Be also sure thaI 

the information you provide kept confidentially and use only for academic purpose. Do you 

think that cooperative training in the college/institution implement accordingly with the 

proclamation and guideline? 

1. Do you think that cooperative training in the college/institution implement 
accordingly with the proclamation and guideline? If not what is the reason? 

2. Do you think cooperative training guideline has any draw back? If yes explain it. 
3. Do you think that trainees get cooperative training in each competence and in each 

level? If not what is the reason? 
4. How do you describe the percentage of the cooperative training program in your 

institution regarding its coverage and its quality? 
5. What factors assist or hinder the implementation of cooperative training and how you 

. . . ? mention the current practice of the cooperative trammg program . 
6. Do you follow up / supervise the trainee/college about cooperative training? If yes 

how frequent you are doing it, what kind of problem you observed and feedback you 

gave them? Ifnot why? . ' 
7. Do you think that cooperative training evaluation result show the skIll that the tramee 

gained? . ' 
h . blems that affect the quality and effectiveness of cooperative 8. What are t e major pro 

training program? ? 

What solution do you suggest for the problems encountered . 9. 

Thank you 
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:. fJ"I.l1fJ h oz fJA A 1/<;.11·7'6 PLC 
: . .P6...e- -flC'!}- m:r11 !J.1!J. ~? ",:t:tJ.GJ." 
, t;:l1dJ OJ,e 11H' PLC 
, 1Ull-A-A /lc,etr1 Ji S" 1111 'r'1 mlf A-tLlv/1fl"7vnc 

t · GY Construction 
I llf:C' X'f-1 fJ111.]-?hn1 
I z,:J·:fm- OJC-P fJ11l.]·?h7i1 
I T1}. AI1?.]- fA.tth,7·6h uolluoC 1IC,:J;J­
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1/,ZCuoJ:J''1 'l'h/J;:l:£A /1f:1: 
, -: ..r rk"7'I:h A'IIIJ 1J.(,'i- PLC 

I UrIlDJI'''l liIH-C PLC 

IY/-1·l!q:6'}'7 IIC1: 

'fCT /If:~: 
~ - -

• A?~ UJ/S /,-1'/'7/X"III.,1-

• /'A~ /lYOrr.'I-c PLC 

• ESC /r/,.-l'F-A-,r -ne'/:-'IiJ'l-7 bC7d.n'J 

• /,-£IJ II-t-oy £0/6 /,.p/o;/}{"/f],,)'-

• /,if..!J h11//,.p/o;/}{"/f],-l_ 

• U7C /''P'j: r,l-/JTOIlf"f" 6..-t-f"£O:"f A.)!'Jt1. 

• /,if..!J h!1l/£O/9//,.p/O;/}{"/f],7' 

• /'if.~ £O/2/,.p/o;/}{"/!L.)'. 

rfMO. 'J'l-CT ~.eJlT: 

Iqt. ifIG:J' IICy. 

I' ?f'1C Jit1·oz~ryo F-fl/~/Ji.. 'j'I'C'f'if.~11 
• UDtf.oy u-n.'J F'flPfl/Ji.. 'j'I-CT?~1I 

• '7J!oy Ji.. J'I'CT?~1I 

laJ. :J.'1 if! GZ if! G ''i' II cy. 

I DD-/I.e.e- Ji/rfl/rfl//,. 1'/'CT d-,e 11 

, t1f",e A 1'1-CT if..e 11 

};f1.flt11,r Ji/rfl/rfl/A 1'1'cr if..e1! 

, '''"l1016\./:· Tflfl' Ji.. 'j'l'CT ?~11 

, d-t}.e Ji.. 1'1'C T if. ~ 11 

, rhUDG Ji..1'i·CT ?~71 nJim;p"~ 33 .e-CJ!".:r- ontrLtror1 J.11A '1111:: 

ht11Fp- ~C 

~tj:r 
<:::::"~ 

un II!! .(J.~ J\ u-~ 
l\1de:;c Yimer Ahmad 

rll l". !·L./ ..... /.). ,fl. /1-4r 'f", fl"~ _~ 
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r J?:C~ 1~ tlA h :. _____________ _ 
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~. ,... I (I 

7 . OMIAfTJ]. Ph-r-i-t\<; ~.;:>(j: 7'1111- ro:t- ·}- hI-J9°,J''L Mc\"l1-I(I-TCi'f~IIC/M t'lAfTJ~=J' f'l'cimlm·IMl'f ·J'!'.I'.:"'·:, 

7.1. ________ __ 

7.2. ________ _ 

7.3. ____________ . ______________ _ 
7.4. ______________________ _ 

7.5. __________________ _ 

8. Oh·f('}j'a>· a>f!.'r O~CJ.S:· ,t: f-riTO.~fI · flAIlJ'1':r- M P'1r "'f!. ilAm'Oro- ft'lm+ M-t-!f1-

8.1. ___________________________________________ __ 
8.2. _____________________________________ _ 

8.3. _____ _ _ . ........ -.--------------------------

9.1. __________ ______ ... .... _ ......... . 
9.2. _______ . ___________________ _ 

9.3. ______ _ 

9.4. __________ ---'-___ ____ -:--:-:--:-::-:::-::::-
Mf!. M <f>lfl'-r Ml-r j'Pf."f 1-hhl'l~~1- h"If!. ilMln+ M-r j'ff-:f -rhhl'l~~1-

P/1t\,~ >,flt\fTJ1 6.Cc 'Y: -. _____ . ___ _ 

1{'t·TCi'jf!,IIClt.ClJ'Tf _____ _ _ 

"'1t'1M.!:- 01. fl1.U :"1\ >'1~ /1'[ 1'11-'rUC'''' h~I'I' lIP-h"'L'H:'ii'} .MfTJt\: : 

02. {"II.V .:'/>1\ >'1~ /1'[ Mt\{I}1 In~ f!,.,.uolf]t\:: 

f!.(1 fTJt\ .. 
03. fH.U .f-~; >.'}~ /1'[ 9"'iiCl) .P'lrl "'1M-MC /1.11 t'r h~t\ .. 

04. g.t! :t.};. f' (;{\Alll~ J?:C'f.·,;: ("iU1-~ ht\,I'IO-'I' -r.,.fJf!." 
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--. - - - - -- -ENT() .d) TVET POLY TECHNIQW<: COLLEGE 

COMI) ANY IENTERP I{ ISE 
FO/'lll Nu. f 2 

ON THE JOn TUAN1NG PLAN WRITING FORMAT - --_. __ ._ -_._--- ---
- -Name of company or enterprise:_ 

-- --Name of company trainer:-
Position of tbe company trainer:-

Telephone number of Company trainer: -_ 
Telephone number of company:_ 
Fax number of company:_ 
College trainers names:-

College trainers telephone number:-
Trainees filed of OCcupation:_ 
Trainees training level :_ 

Tei~phone number of the college :- 0111238765/66 
Fax number of the collage :- 0111231096 

Serial 
Duration allotted in Brief description of unit of competency 
hours or weeks 

Number 

. 

, ·th the college trainer. . 
Note:- One copy will be kept WI rtment head for documentatIOn. 

One copy will ·be given to the depa 



--,-------
ENTOTOTVETColleg~e--------------~--~---l 

Trainee~ cooperatjve Trai~i~ Perfor~~~nc-e -- ~----'I---- -
Evaluation format I 

Pagt I of I I 
~-------'---------------------.-l ____ ----' 

Form 10 _ 15 

Y ar-200 __ _ 

partment: __ Occupation :-____________ _ 

lining Level ___________ what year of training _______ _ 

me of college trainer ___________ Telephone number of trainer _____ _ 

)mpetency TitIe: _____________ Total Training Hours : _________ _ 

)Operative Training hours :-____ .....:....:'--_____ _ 

!Ole of company trainer /supervisor :- ____________ supervisors telephone lIumhCI- ____ _ 

- -- - --
Performance result 

10 Trainees Name Trainees signature 
Satisfactorily Not yet Rcmark 
Competent Satisfactorily 

I Competent -
I - - -
i -_ ... - I--- - -. 
I - --- - - -
[ ...... 

; -. --- -
I . -
f , 

I ------.~ 

f ---

I .- - ---

j -.- .-

J 
I -. 

J 
- -

I 
. 

t --
I . 

--I 

. -~" f. r~ the trainees performance result . 
OTE: Put '''-I'' Mark on the respective c?lumn" {> -

~t~re of company Trainer /SupervIsor :- ---------
[)ate:-_____ ---



I 
I 

I 

L 
/'11"- I "II 

I 

I 

-._J ___ ..... _._ 
Trainees COOI)CI·ati~ .. T . .. 

1 l r,lIll1l1g /1('1"(01"111<111("(' 

Evaluation fOl"lnal 

"- - . -'.-

Fo rill ~ 0 _ 1(. 

Ycar-200 pepartmcnt: __________ _ 

Name of trainee: ______________________ _ 
Occupation : ___________ . __ _ 

Training Level -----_______ what year of training _ 

Name of college trainer: ----------__ Telephone number o( trainer _____ _ 

Name of company Ismail business enterprise _________ Telephone number _____ . __ 

Name of company trainer Isupervisor : ______ _ 
Telephone number of company trainer ___ _ 

.--Cooperative Performance result NO Competency Title (s) Training 
Trainee's 

hours Satisfactorily Not yet signature Remar 
Competent Satisfactorily 

Competent 
----

. f the trainees performance result. illTE: Put "..J" Mark on the respectIve ?olumns or 
lignature of company Trainer /SupervIsor:- _ _ ___ ____ _ 
Date:-. ________ _ 
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filCY}-J..,'l-f-A-f '~/uv./''l./IV-J-,~YO 
r},rp '1};;U~: r'r7171C IJAln~ JrflA flhf:,p :rR' 

~ ) ('1 .... .,.~ ('Jtll :111' ')Y" \' 1\ .\ • ______ _ 

,~ t.~ ----------~~--~~---- --- -----A'/" ):}., ,'llll/lIl,)' ,' ,I"} ,111/:/, _____ _ 

Y'ho .ryiJll,"f!: . ex-,t, r)Y~' _______ _ 

c) (\()Acn~cn ... {'h UJ nJ'Y, , l'.f,tll t1Jt(l}' AcH "f1P.1. ______________ _ 

fl9" ______ _ 

~C~ ____________ _ 

cp '}-------

fl9" _______ __ 

~C~ ________ _ 

ro-/uo/J' f p','CPI f'fltr 'L~~ ' UDt ________________________ = 
fl9" ______________ _ 

~C~ _________ _ 

{'~r~ av· UD t id'l+ J'f' + __________________________ -======= 
fl9" ___ ----

~C~ __ -----------
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9. I,), i\,r· I(IlIC:I (fl/t:,-~....:<A~'\:s~' -'-' (~\.l=-(~\\:!"'--..-JC~'\'~'\L)~'\:!...--_I'>;<'('C)' -("'(,' \ -:.\\\.J\.Y"t\ L\('Ic,,,,, ~t1,17<) 7\..'111/11 / 

__ 'I~" ;)"'I.I~\. 'H'cr /r.e. ·/lI.I':C ."( :,. 

/t'hll'l'Olfl' . , .!/:~" wt.\f/(":'':[. ""HIIi'i II.I':C:(;)·:-i-·; (II·fl',' n"IH1C flAmt;" Ii aut'lm l' <t:,!!'f.';' 

('~"·iU"((IJ.(; ilAm'7(11.·} r,m{Jrn:/' 1,~u'i:""Ii(lI ' 1I ·l"tn :h'i· ·/;lrm·F/·/t'l/ ., .!I:?u (l1·fl',' 1111.11 flAmr; 

IICf,: 1""I. IJ'Ii ~I"" WAf/I .... :.:-i· 1i-1'''/f]C A~"~".I':r; 1i:1"(I'IlC flAm'7cII' lI'''I.'VIi'I''t-II'-'· nU·.I' II": 

/JCII"I""" 1/t/A"'I''7 (,r,mli'/II .)· £/U (,1.\,11 ,,(1:(11"; lIi,"'A"I'i'· ~,"'I'/ '}H' I)'L.:I '/ ','A ·; '(1/ 

.!',u't;"t.\: :1111.11 Ot"pL.l. (\'I ·",ClC A,)"~U'<': 1'·)··(I ·(lC I)Arllt;"m' Iirm(II·fl.!': '(I ": I'V",· "'A"/ "t,°:'{-
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