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Abstract 

The purpose of this study was to examine the need to integrate tourism 

. education and training into technical and vocational education and 

training program to ensure the supply of adequate middle level manpower 

to the tourism industry. The theoretical framework indicates that 

successful manpower planning approach in tourisms involves that the 

evaluation of the present manpower, the projection of future manpower 

needs, the evaluation of the human resource available and, fo rmulating 

the education and training program which required providing the requisite 

qualified manpower. To achieve this objective, the descriptive research 

method was employed. Primary data from 71 respondents (13 higher 

officials of MCT and 58 p ersonnel and marketing departments heads of 

hotels and tour operators), and secondary data from legal documents of 

both entities, were collected. Questionnaire, document analysis and 

interview were used as instruments of data collection. The finding of the 

study revealed that the existing tourism training institutes are unable to 

supply adequate number of trained manpowe r to the extent of the touris m 

industry needs. Besides, the existing tourism business enterprises, namely 

tourist hotels and tour operators are not s trong enough in their number and 

quality of manpower to d eliver am internationally competitive service. The 

theoretical framewo rk indicates that successful manpower planning 

approach in tourisms involves which evaluation of the present manpower, 

the projection of future manpower needs, the evaluation of the human 

resource available and, formulating the education and training program 

required to provide the requisite qualified manpower. In the light of these 

findings, recommendations suggested were, first, to achieve the manpower 

training development programs needs assessment has to be carried out, 

secondly a systematic formulation of the training programs are to be 

designed for the required pre-employment including on-the-Job-training 

needed to upgrade the present employees working in tourism. At last 

recommendations given on the major findings of the s tudy, for the 

development of tourism training institute expansion program are that MCT 

and MOE may maintain a system measure to integrate tourism education 

and training into TVET program to meet the tourism industry human 

resource requirements. 
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~ CHAPTER ONE 

1. THE PROBLEM AND ITS APPROACH 

Thi s cha pter gene rally dea ls with the proble m a nd its approach 

background of the problem, statement of the problem, objective of the 

study, significance of the study, delimitation of the s tudy, limitation of 

study, operational definition of terms and organization of the s tudy. 

1.1 Background of the Study 

Technical and vocational education and training is understood as a form 

of education which prepa res the individual for a n ultimate occupation 

that could constitute the individual's career or basis of such career. 

Various approaches h ave been adopted worldwide to offer TVET either 

within or outside the school system, depending on how a given society 

envisages the role of TVET in the education system. The system a nd 

approach to TVET, however, s trongly influenced by such fac tors as the 

economic, social and political s tructure, in such a way to serve the needs 

of the empowered population group (Mune tsi, 1994: 220). 

Most developing countries have recognized the TVET program as a pool 

to offer skilled manpower in essen tial econ omic sectors (Kerre, 1994). It 

is with this in ten t that Ethiopia ha s diversified the skill t ra ining areas 

and increased the number of training institutions (form a l and non~ 

formal) ma inly for the purpose of producing middle level manpower in 

the fields of the country's essential sectors of the economy. With this 

context education a nd training must take into accoun t the chan ging 

work requirement s in the light of rapid technological changes impacting 

the country's work places. 

TVET program involves imparting the n ecessary cogni tive, psychomotor, 

and affec tive skill s need ed by the indi vidual for effective and efficient 



performa nce in an occupation. It generally takes place after the 

~ 

individua l has gone through some basic education (Munets i, 1994: 219). 

In Ethiopia, at present, the policy stipulates the provision of TVET­

program for students who have completed grade 10 and took the General 

Education Schoo l Leaving National Examination . 

The TVET- system is la rgely to be determined by the country SOClO­

cultural, economic, demographic and technological development. 

Technological progress changes the needs of industry and commerce; 

economic development influences the resources needed to maintain and 

improve the training program; social development changes the climate of 

labor m arket a t all levels and demographic changes influence the supply 

of skilled manpower on labor market and the rate of recruitment of 

trainees in TVET- system (Lugujjo, 1993). 

Ethiopia and other developing countries receiving tourists have installed 

accommodation and oth er tourist fac ilities , a nd may in some cases run 

tra nsport services be tween the generating coun tries and their own 

territories. This does not mean that they have completed control over 

su ch facilities. 

In today's ch anging world, nowhere is changing more evident tha n in the 

current global ma rket economy, that is the liberalization of interna tional 

trade and investment, (ESCWA, 2001). 

According to the WTO , the first legally enforceable rule negotiated to 

cover the twelve international trade inn services 111 this document 

tourism is mentioned as one of these service sectors cove red in the 

agreement; 

Based on the United Nations, Provisional Central product Classification, 

(UN-CPC) it was published by the General Agreement on Tariffs and 

Trades (GATT, 1991), the classification determines the twelve categories 

are li sted as follows , (UN -WTO , 1999). 
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1. Business se rvices 

2. Commun ication services~ 

3. Construction a nd related 

Engineering services 

4. Dis tribution services 

5. Edu cation service s 

6. Environment services 

7. Fina ncial services 

8 . Health related a nd socia l service _ 

9. Tourism and Travel re lated 

serVIces 

10 . Recreational, cultura l and 

sporting services 

11. Tra n sport services 

12 . Other services n ot included . 

Tourism is a key serVIce activity represents three m ajor sources of 

instrumen ts fo r n a tiona l econ omic development, th ese a re: 

:» Direct and indirect employment; 

:» Foreign exchange a nd , 

:» Foreign d irect investments. 

Tourism is a highly international ac tivity that its employees are likely to 

meet forei gn in jobs at a ll levels . Beside to this interna lization of the 

firms a nrl cross boa rded influence of the business standard has led to 

the emerge nce of touris m career education and training imperative. 

Most developing countries including Ethiopia have traditionally 

interrupted in their tourism industry. In ligh t of current globalization , 

these coun tries need to exert more effort in the expans ion of touri s m 

trainin g institution s to compete in the world market. 

In the con text of globa lization a nd the problem of s h ortage of trained 

manpower, the tourism training sys tems are under pressure due to the 

increase marke t demand for trained manpower and the developm en t of 

new work places in th e touris m sector. Decisions a bout tourism training 

ins titution s expansion progra m a re to be made for th e supply of trained 

manpower. 

The proposed scale of development of touris m a nd the required trained 

manpower needs ju s tify th e expa n sion of the tra ining program great the 

indus try standard. The presen t economic statu s of the country shows 

3 



1. Business se rvices 
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3. Construction and related 

Engineering services 

4. Dis tribu tion services 

5. Educa tion services 
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8. Health related and social service _ 

9. Touris m and Travel related 

services 

10 . Recreational, cultura l a nd 

sporting services 

11. Transport services 

12. Other services not included. 

Tourism is a key service activity represents three major sources of 

instruments for national economic development, these are: 

» Direct and indirect employment; 

» Foreign exchange and, 

>- Foreign direct investments. 

Tourism is a highly international activity that its employees are likely to 

meet foreign in jobs at all levels. Beside to this internalization of the 

firm s a nd cross boarded influence of the business standard has led to 

the emergence of tourism career education and training imperative. 

Most developing coun tries including Ethiopia have traditiona lly 

interrupted in their tourism industry. In light of current globalization , 

these countries need to exert more effort in the expansion of tourism 

training institution s to compete in the world market. 

In the context of globalization and the problem of shortage of trained 

manpower, the tourism tra ining systems are under pressure due to the 

increase market demand for trained manpower and the development of 

new work places in the tourism sector. Decisions about touris m tra ining 

institutions expan s ion progra m are to be m a de for the supply of trained 

ma npower. 

The proposed scale of developmen t of tourism a nd the required trained 

ma npower needs justify the expa nsion of the training program great the 

industry standa rd. The present economic status of the country s hows 

3 



that further conside ration to the program expansion of the tourism 

trainirlg program to be answered through the regular TVET program. 

Therefore, the central objective of this study is to examine the 11eeds to 

integrate the tourism education and training into the TVET program for 

the development of the tourism industry in Ethiopia. 

1.2 Statement of the problem. 

Tourism is as much a part of socio-economic development as any other 

related economic activity of today's world. Most developing countries 

including Ethiopia, have the possibilities in tourism development 

program. 

In the context of the phenomenal growth of tourism over the past decade, 

Ethiopia bound to give increasing importance to the development 

tourism. The prevailing conditions of service in the tourism industry of 

testimony systematic program development to be exerted to improved the 

standard skill level of man powered in tourism. Moreover emphasis needs 

to be made to implement the development of expansion of training 

program for manpower entering the sector and for the existing employees 

working in tourism. Therefore, it is important to study the tourism 

training institu tes expans ion program in order to maintain equilibrium 

training to the needs of user of qualified manpower. The TVET 

institutions and the industrial enterprises cooperation has become 

necess ity considering the socio-economic changes of a country, the 

training needs of the labor market and the progress of technology 

(Atchoarena and Oelluc,2002). 

In certain cases, modern industrial sectors have pooled their human 

resources either to establi sh training center or foster the establishment 

of the training centers or schemes for their re spective industrial needs 

(Manyindo, 1993). 
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Nevertheless, the establi shment of effi cient tra ining institutions IS not 

like ly to be an easy task in most third-world countries like Ethiopia. This 

is due to the fact that developing countries cannot a fford the material, 

financial and ma npower requirements sufficiently to ensure adequate 

infrastructural facilities. Moreover, the budget- tightening process may 

make the establishment of n ew training centers the country considers for 

a particular occupation to be in question (kerre, 1994). 

Since TVET- program supposes to serve the res pective economIes, they 

a re genera lly to be influenced by the stage of socio-economic 

development a nd the structure of labor market. Within the present 

condition of the economic sectors the TVET-program of the country may 

need to be re-examined in su ch a way to address the modern industrial 

activities. 

Therefore is realizing the new education and training policy (TeE, 1994) 

is to develop adequate organization for the training of work force in 

diversified occupational areas through TVET institutes . 

In recent decade , massive government a nd private endeavors have been 

perceived to ensure th e diversification of touri sm in Ethiopia, various 

means and measures were u sed to achieve this. Beside to this additional 

measures have to be taken for the development of tourism. 

Though, there has been a n increased interes t in the country's tourism 

potential to contribute to the economic developme n t but very li ttle has 

been done in practice to realize this potential. 

The adopted efforts of to day will enhance the future decisive role of 

tourism as a primary economic sector of the nation. 

Ethiopia with rich cultural heritage, antiquity archaeological sou rces, 

deep-rooted history, increclible spectacular landscape, endemic wild 

5 
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beauty, a nd hospitability has Immen se potential fo r tourism 

deve lopment. Though, there has been widespread~awareness of the 

poten tial benefits, very little has been done in practice to tap this 

potentia l. 

Like agricultura l products, (coffee and oil-seeds) tourism could be grown 

and serve as a s ignifican t economic engine to the country. In a world full 

of competition h aving tourism attraction a lone is not enough. Excellent 

touris m components su ch as accommoda tion, catering a nd tour guide 

are indis pen sable. The n eed for su ch skilled m anpower presupposes 

adequ ate training ins titutes to produce and provide s u ch la bor to the 

indus t ry. 

In this s tudy, the following basic research questions are set: 

1) What a re the exis ting manpower profiles working In the tourism 

industry of the country? 

2 ) What factors determine the country's m a npower planning 

approach for touris m development in Ethiopia? 

3) What are th e press1l1g demands for trained man power 111 the 

tourism indus try of the country? 

4 ) What factor s determine the future projection manpower 

requirem ent in the tourism industry? 

5) What modes of s tra tegies decide th e integration of tourism 

education a n d training into TVET program? 

6 



1. 3 Objective of the s tudy . 

This s tudy has the fo llowing obj ectives . 

1. To survey a nd ana ly s is of the existing number of tra in ed 

manpower in the tourism indus try 

2. To iden t ify the cha ra c teristics of tourism demand to visit the 

country. 

3 . To evaluate th e fac to r s tha t determines the future projection of 

ma npower n eed s in the tourism indu s try. 

4. To inves tigate the n eed s TVET program to meet middle level 

m a npower requiremen t to the tourism industry that could 

con tr ibute to th e growth of the national economy. 

1.4. Significance of then study 

Tourism l S recogn ized as basic a nd desira ble h uma n activity tha t 

deserves en couragement on the part of people a nd government, for its 

crucia l role in th e na tiona l economic growth . This study is believed to 

have the fo llowing s ign ificance: 

1. It su ggests the m anpower p lanning a pproach fo r the 

implem enta t ion of tourism educa tion a nd tra ining program 

developm en t . 

2 . It shows ways of a n a lysis of the present a n d future internation a l 

tou ris ts ' a r rival, a nd rela ted accommodation and other facili t ies 

a nd services n eed s . 

3 . It su gges ts that policy make to reconsider the possible optio n s in 

tourism educa tion a nd tra ining refo rm that could help providing 

a dequate number of middle level manpowe r to th e tourism sector. 

4. it may in itia te a nd encourage ma king fur ther in vestigate in 

touri s m tra in ing development program . 
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1.5 Delimitation of the Study 

The case study was delimited to Addis Ababa city. These data samples 

are not as large as it ought to have been, but the case study was 

representative samples of the country. The similarities in the structure 

a nd administrative set-ups a re greater than the differences in the 

country's touris t s ites . The problems and constraints which exis t are a lso 

similar in m a ny respects to other tourist sites of the country. 

1.6 Limitation of the Study 

Since relevant supporting information on tourism conditions of the 

sectors in Ethiopia that provides the positive and n egative overview of 

human resource training role was identified sca re. This resource 

constraint is due to that the study in this area a ppear s to be initiated a 

new scheme. 

Thus , locating availability as a prima ry sourcc engaged in the field was 

found insufficient task. This points out gaps in examining the sources 

and has not ye t been much explored. 

1. 7 Operational Definition of Terms 

Tour: Journey to various places and coming back in the end to the 

place the journey started from. Tour can be of m a ny types such as 

package tour, guided tour, holiday tour. Strictly speaking a tour is 

undertaken for a period of more than 24 hours . 

Tourism:-Tourism is the sum of the phenomena a nd relationships 

a ri sing from th e travel a nd stay of non-residents , in so far as they 

do not lead to permanent residence a nd a re not connected wi th 

a ny earning activity, but satisfaction. 
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International Tourist:- Is any person on a trip be tween two or 

more countries, while he/sl1e is on route away from his/her usual 

p lace of residence for more than 24 hours, but not more than one 

consecutive year, for leisure, business and oth er purposes. 

A domestic Tourist:- Is a person who travels within the coun tly 

to a place other than his usual place of residence and stays at 

hotels or oth er rented place, uses the s ight seeing facilities for a 

duration of not less than 24 hours, one night and to more than 6 

month s. 

Tour-operations:- Are wholesalers of tourism, the m ajor players in 

the business and m arketing of tourism. Tour operators produce 

package tours by combining different tourism sub-products, such 

as transport, accommodation and organized excursions at fixed, 

all-inclusive prices. 

Travel Agency:- It is an organization which explains the details of the 

tour to the tourist, m akes necessary arrangem ents for the tour in a 

short time , take th em to the maximum number of p laces and give 

the tourists their money's worth. 

Tour Guide:- A person wh o conduct tours with essential information, 

possibly with sufficient multi-lingual tour-guides in touris t venues 

are considered a n important factor in successful tourism. 

Vocational Education:- Is education designed to develop skills, 

abilities, understandings, attitudes, work h abits and appreciations 

encompassing knowledge and information n eeded by workers to 

enter and make progress in employment on a usual and productive 

basis . It is an integral part of the total education program and 

contributes towards the development of good citizen s by developing 

their physical, c ivic, culture and economic competencies. 

9 



1.8 Organization of the study. 

The study is Oi-ganized in five chapters. The first c hapter deals with the 

problem and its approach, ch apter two p resents rev iew of related 

literature, c ha p te r three con tains method s of the study, c ha pter four 

deals with presentation and a n a lysis of data and finally ch apter five deals 

with the summary, con clusion and recommendations. 

10 



CHAPTER TWO 

2. Review of Related Literature 

2.1 Functions of TVET Providing Institutions 

The primary objective of technical and vocational education and training 

is to train a s killed labor force that can adapt to requirements of the 

labor market (Atchoaren a a nd Delluc, 2002) (UNESC , 1990) , (KERRE, 

1994) . In orde r to fulfill their major tasks many branches of education 

are developed to provide different areas of specialization to different 

individua ls. This idea is briefly discussed in the following statement. 

Clearly, education today cannot justify its exis tence by 

providing only academic development: it has to convey the 

necessary s leills for economic development in addition to 

cultural and social developments in order Lhat natural 

resources might be explored for future generation. Such s leills 

would not only enable solution to be f ound to exis ting 

problems but als o prepare young people to worle on the 

unpredictable, complex dynamic problems of the future 

(UNESCO, 1990: 2 0). 

The ma in objec tive of vocational education is to prepare skilled 

young people for occupations. It enables the new generation to put 

its efforts and ac tively participa tes in different development 

progra m of th e socie ty (Eva n s , 1971:9 ). 

2.2 Technical and Vocational Education and Training in 

Africa 

The s pi rit of ind epe nde n ce that swept throu gh the Afri ca n con t inen t in 

the early 1960s heralded a new era that saw a phe no m e na l ex pa n s ion in 
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ed ucation a nd a n increased · demand for availa ble goods a nd servIces. 

Over the past =h a lf a century, Africa has had to face n ew 'cha llenges in 

both the political a nd socio-economic contexts. There is ha rdly a ny 

country that has not been affected by these new challenges. The impacts 

and influences on education and training in general and on technical 

and vocational education a nd training in particular are characterized by: 

>- Fast growing populations most of which are composed of 

youth a nd rural based; 

>- The fragi le political systems some of which has in the past 

adversely a ffected economic and social activities. [n the 

current political democratization process, more are still 

threatened with civil strives that are ethnically or religions 

motivated. 

>- The world economIC receSSlOn experienced over the past 

decade found African economies most vulnerable combined 

with prevalent economic malaise at home, most countries 

experienced high rate of inflation, frequent devaluation of 

n a tiona l curren cies , and high interest ra tes, a ll of which 

adversely affected the growth of business and industry, a nd 

eroded the purchasing power of the people, (Kerre , 1994). 

The a bove s ituation has lead to: 

a) A decline is enrollment in both education and training insti tutions; 

b) Fa lling standards in education and training; 

c) A steady decline in employment opportunities in the public a nd 

private formal sectors; a nd 

d) A ris ing tide of the unemployed a nd under employed 

In Cameroon room for example, Techombe, (1994) s h ows that enro llment 

in TVET dropped from 93, 65 1 in 1987 /88 to 90, 028 in 1990/9 1. 

Si mi la r trends a re revealed in other African countries. 
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In Zimbabwe for exa mple, e nrollment dropped severely from 32.75% in 

198 1 for primary and 67. 10% in 1984 for secondary to 4.02% in 1991 for 

primalY and 6.72% in 1993 for secondary (Munetsi. 1994). 

The rapid expansion fe lt across African states shortly a fter independence 

was basically due to the demand for education as a right and as a result 

of concerted efforts in its democratization. There was a lso a higher level 

commitment from the international community to assist the n ew n a tions 

in self governance. The thrust was for more literacy and academic 

knowledge to take over from the colonial administration. A decade la ter , 

it dawned on most s tates tha t liberal education a lone was not sufficient. 

The school curriculum was no longer relevant to the needs of new 

na tions. They required, beside administrators and clerical officers, a 

cadre of qua li fied scientific and technological manpower to take over and 

develops the nation's productive capacities. Political independence 

without the capability a nd services such as food, hous in g, hea lth care , 

transportation communication , left the new na tion s tates still chronically 

dependent on development nations and donor agencies. In an effort to 

overcome this situation most countries reviewed their educational 

systems resulting in major changes and innovations. 

In Kenya, for example, a new system of education, popularly known 

8.4.4. , was introduced in 1985. It was a result of several national 

education commissions conducted s ince 1964 (Okaka, 1994). 

It embodied the n ew VISIOn of vocational the school curriculum afte r 

discovering that society had been disillusioned by the previous syste m of 

education that was mainly academic. In the Central African Republic, a 

n ational forum on education and training was h eld in June 199 4 . It 

defined edu catio nal and training contents a nd structure. In add ition to 

preschool, level s of ed u cation are as follows : 
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)..- Basic (Prima ry) education, 6 years 

>- Basic education II (Junior secondary education) 4 years sel1lor 

general and technical education 3 years. 

Burkina Faso, Gabon, Chad and Cameroon a lso held nationa l 

Congresses on educa tion and tra ining. Other countries took the 

opportunity of n a tional sovereign conferences (Chad, Ber in, Congo, Niger, 

Togo, Gabon and Zaire jCongo democra tic Republic) to decide on the 

orientations and structures of their education sys tems , (Kabore, 1994) 

A common feature underling educational reforms in Africa is the 

introduction a nd expans ion of technical and vocation a l education in the 

general school curriculum. This is due to the increased realiza tion of the 

importance of technical and vocational education in the national 

development. 

Labour ma rkets, technology and trade are changing dra m a tically a ll over 

the world, and in the labour market manpower demand, the acquiring of 

technical knowledge a nd basic professional skills become more 

imperative as this can lead to job generalization. It is known that 

productivity of la bour to a large extent is a lso determined by the work is 

skills a nd competence. Such quantities a re not brought abou t by 

education alone but through obtaining basic skills of occupations in 

human resource development. 

2.3 Historical Development of Technical and Vocational 

Education and Training in Ethiopia 

The development and nature of education in d ifferen t 

societies vary from one another depending on the ir 

eco nomic, soc ial a nd political conditions . On th e other hand , 
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the demographic condi tion s and economic deve lopment of 

the country requires the availa bili tY of trained manpower in 

the production sector. This 111 turn calls for the 

establishment of different educational institutions with the 

objectives of creating trained manpower for the society. 

Even though traditional church schools have long history in Ethiopia, 

modern education was introduced during the regime of Menelik II with 

the establishment of Menelik II School in 1908. Between 1908 and 1935 

modern education developed fast as opposed to traditiona l education. 

There were about thirty modern schools in various towns of the country 

from 1925 to 1935. But, all these schools were limited to offering 

academic subjects and none of them included vocationa l education in 

their curriculum The edu cational system that h ad continu ed after the 

death of Menelik II by his successors was interrupted during the brief 

Italian occupation (1936- 194 1). After, liberation, however, education was 

reorganized and restarted to provide educated employees to the 

government services (Girma, et a l 1990) . 

The first vocational school, Addis Ababa Technical College, was 

established by Ministry of Education in 194 1, under the name of "Ecole 

National des a rts" commonly Known as "ENDT" French was used as a 

medium of instruction in addition to Amharic. Later on , the Ministry of 

Education ch a nged th e n ame of the school to "Technical Schoo l" and the 

language of instruction became Amharic and English (MOE, 1973: 30). 

Gradua lly, the need for semi-skilled commercial and office personnel led 

to the establishment of commercial school in 1942 in Menelik school 

compound. The course duration was limited to on ly one year u p to 1945, 

to satisfy the manpower need of the country. Another vocational school, 

Asmara Technical School, was opened 111 1953 through a joint 

coo pera tive projec t between the Ethiopia and USA Governments . In 

15 



additio n Lo these schools, the polytechnic institute of Ba hir Dar was 

opened in 1963 by the former USSR- government (MO E, 1973: 40). 

With the a im of ma king curriculum more job oriented in the seconda ry 

schools, the concept of comprehens ive progra m was introduced in 196 1 

to the educa tional system of Ethiopia. The firs t senior secondary school 

to be converted in to comprehensive secondary school was Woizer Sihen 

secondary school of Dessie. After 1961, m a ny senior secondary school 

were adapt to comprehens ive secondary schools . 

The fo llowin g table s h ows the number of such h igh schools adapted to 

comprehen s ive high schools from 196 1 to 197 1 (MOE, 1973). 

Table 1: Number of Comprehensive Schools in Ethiopia: (1961/62-

1971). 

Date started Industrial Home Business Agriculture 

arts economics 

1961 -62 2 1 4 -

1963-64 3 2 2 -

1965-66 1 2 - -

1967-68 6 5 3 4 

1969-70 15 17 17 10 

1971 - 4 5 2 

Total 27 31 31 16 

Source: Glrma et a l (1 990) 

The above ta ble clearly s h ows th at both home-economics and commerce 

had the highest number while agriculture h as the least a nd was the 

la test to develop from the rest. All the vocation a l streams s howed the 

la rgest growth in the year 1969 -70 . 

After 1974, the compreh en s ive secondary school curriculu m star ted to 

dec li ne because of th e inadequacy of the train in g sys te m. Th e progam 
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was not efficient and produced too many graduates a nd yet they were 

unemployed. So, after making some study~ and improvement, the new 

technical and vocational (10+3) program was introduced. As a res ult, 

some comprehensive schools were selected from among the prevlOus 

ones and also additiona l technical schools were established. Currently 

the number of these schools have raisen from four to seventeen and the 

total number of courses in these schools are twenty-four. These schools 

a re located in different regions of the country based on the major 

economic development of the areas (Negatwa, 1989: 4). 

2.4 The Development of Tourism 

The review of related literature relevant tourism in this study is divided 

into two major parts. The first part looks closely at the historical 

development of tourism in genera l (at global level) and the development of 

tourism in Ethiopia in particular. In addition, the various tourism 

development plans are assessed. Understanding the historical 

background of tourism helps us to appreciate the various stages of the 

development of modern tourism and to examine impacts in aspect to its 

developmental stages. As Inskeep (1991 :3) has suggested, it is important 

to appreciate the historical development of tourism, including the 

motivations for travel, so as to understand the trends a nd prospects of 

tourism and to come out with a proper plan . The second part of the 

review would focus on approach to manpower planning in tourism, 

tourism a nd human resource development in Ethiopia. The third part 

contains academic program of Catering and Tourism Training Institute, 

CTTI. 
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th e pas t. Mass movement of people from their home to some other 

_temporary sites , m a inly for leisure and rec~ationa l activities, for a few 

days or week has been seen especially after World War II. Thi s ha s 

clearly been stated by shaw and Williams (1994: 174) as follows : 

One of the most spectacular growth sectors in leisure 
activity after World War II has been tourism becomes 
a marker of status in mode m societies. Not to go 
away is like not Possessing a car or a nice house. 

Such a change of attitude, which is the basis for the emergence of 

tourism, is the outcome of many factors su ch as high standard of living 

and grea ter d isposable income for travel; less working h ours, annual 

vaca tion and a large number of employees who receive paid holidays ; 

higher education levels; rapid and dispersed economic deve lopment; the 

deve lopment of speedy means of transportation and communication 

(Rabinson, 1975:91; Shaw and Williams, 1994: 174; Inskeep, 1991:9). 

Furthermore, the demand for tourism is also influenced by the image­

makers who effecti vely create tourist attractions, such as designers of 

hotels and a ttrac tion s ites, media and travel writers . Toge ther they 

generate what Shaw and Williams (19994: 176) has called "the promises 

of the paradise seller". 

2.4.2 The Development of Tourism in Ethiopia 

The first tourism enterprise known as Ethiopian Tourism and Hotels 

Investment Corporation (ETHIC) was established in 1963. Later, through 

order No. 30/1964, the Ethiopian Tourism Organization (ETO) was 

esta blished in 1964. Finally, under the proclamation no . 182 / 1979 ETO 

was upgraded to th e status of Ethiopian Tourism Commission (ETC) in 

1980 (Aya lew, 1992: 10). Some of the main objectives of the commission 

a re: 
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2.4.1 Hjstorical Development of Tourism 

Modern tourism went through a long series of development processes to 

reach the present s tage . These development processes range from the 

early crude and limited forms of travel, usually made to fulfil basic 

need s, to modern diversified and s pecialized forms of travel. 

The early forms of travel in relation to the historical development of 

tourism are well articulated by Robinson (1976), Inskeep (1991), Shaw 

and Williams (1994) . All of them have more or less followed similar 

approaches in describing early travels a nd the historical developments in 

four aspects: the early travels; during the middle ages; travels from the 

Renaissance period till to world war II and the development of modern 

tourism after World War II. 

In the early period, people traveled for a number of reasons such as 

satisfying basic needs, escaping from enemies, achieving territorial 

expansion, trade, satis fying curiosity of the unknown lands , pilgrimage 

etc. However, besides some common grounds, a ll the early forms of 

man's travel did not fully fit in with today's concept of tourism. From the 

tourist definition point of view, as set by the World Tourism Organization 

(quoted in In s keep, 1991:35), "all travelers are not tourists while a ll 

tourists are travelers". Concerning the early forms of travel and touri sm 

Robinson (1976: 1) has stated that: 

Travel, from the early historical period has had a 

fascination for man: the urge to discover the unknown, 

to explore new and strange places, to seek changes of 

environment and to undergo new experiences. Travel 

to achieve these ends is not new, but tourism, as we 

understand the term today, is of relatively modem 

ongzn. 

Tourism, as has been indicated above, is a modern concept which IS 

distin guished by its mass charac ter from that of t rave ls undertaken 111 
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1. To develop a nd promote tourism a t home and abroad with a view of 

fostering contacts a nd mutual understanding a mong people: ~ 

2. To expand a nd develop accommodation and recreationa l faculties; 

to classify a nd standardize, co-ordinate and supervise hotels a nd 

other tourist facili t ies wi th a view to contributing to the socia l and 

economic development of the country a nd 

3. To preserve and develop Ethiop's natural and cu ltural heritage in 

co-opera tion with the concerned government office and institution s 

(Ayalew, 1992:10) . 

2.5 Approach to Manpower Planning in Tourism 

According to Inskeep (1991: 403) ma npower planning IS applied a 

systematic approach to ensu re th at the right people are in the right job 

at the right time. This is especially important in tourism, which is a type 

of service ac tivity depending in large pa rt of its success on human 

resources . 

Development of manpower planning is an essential input to the 

tourism development and management process. And this will need to be 

viewed, based on the tourism plan , for a ll types and levels of tourism 

related personal, including national and regional, tourism management 

admin istrations. Beside to this the approach to manpower planning 

should include for the accommodation , catering, tour and travel 

m a nagements and operations. (Inskeep , 199 1: 404) . 

Tourism manpower planning a pproach takes in to account both the types 

of jobs and the number of people and their requis ite tra ining to fill these 

jobs. The process of m anpower planning involves four steps: 

2.5.1 Evaluation of the present manpower in Tourism: 

The first step is to conduct a survey of the present existing manpower 

worki ng is tourism for a ll public and private enterprises involved in the 
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sccLor, or sample approach can be u sed if the enterprises are large 

enou gh. (GEE, '1987: 173) pointed out, a decision will need tw be made on 

what activities compri ses the touris m sector:- certainly hotels, tour and 

travel operations, a nd government tourism offices. The survey of the 

present e mployme nt should includes job classification , number of 

employees a nd th eir cha rac teristics (age, sex , education level, etc), with 

any pa r ticular problems and needs identified such as insufficient 

tra ining and deficient qua lifications for the position h eld or high turn 

over. The survey. Should a lso identify the season a lity fac tor of 

employment if exis ts and obtain information from which employm ent 

ratio can be derived, particularly the number of employees per ho te l 

room , which is very u se full projecting the future manpower needs. 

A survey a nd evaluation s hould be mode the status of any existing 

training institutions. This will be importa nt information for input in to the 

late r stage of de te rmining education for input into the later s tage of 

determining education a nd training institut iona l development and 

program required . 

2.5.2 Projecting Future Manpower Needs 

In skeep (1991: 405) pointed out that, the future manpower needs a re 

projected to the same h orizon year as the tourism pla n , if prepared as 

part of a n integrated tourism plan, if prepared as part of an integrated 

tourism planning project, often with intermediate proj ection period s, 

usually for five year intervals. 

Gee (1987: 175) The basis for making m a npower projections at n a tiona l 

or regiona l levels is on the projection of tourists a rrival by number a nd 

type and , of othe r tourists fac ilities and services required, a long with 

considerations of the types of tourism being plan ned. For gross 

employment proj ections, a common techniques is to establish a ratio of 
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number of jobs pe r accommodation unit to include direct employme nt in 

hote ls a nd other facilities a nd services. ~ 

In add ition to the type and quality level of accommodation, the type of 

tourism will include other employment needs. For example, s igh t-see ing 

tourism requires more tour-guides and divers than beach touris m but 

beach a nd marine tourism requires specia lized jobs such as life guards, 

d iver guides, and sport fishing operators and guides . 

The projection of manpower needs can then be m ade by job 

classification, based on the future type and extent of tourism 

development a nd on international formulas that have been establis hed 

for distribution of types of jobs. If tourism a lready exists in the area, then 

the present employees are indicated by job classification, including any 

vacant position s crea ted by employment turnover requiring a number of 

new personnel to keep the sector functioning properly. 

2.5.3 Human Resources Evaluation 

As Inskeep (1991: 406) suggested, an evaluation should be conducted of 

the general human resources available at present and in the future in 

order to determine if there is or will be suffi cient basic manpower to be 

trained in tourists. 

Restating the a bove idea, Gee (1987: 175), has the following to state: 

Human resources eva lua tion can be a n a lyzed to 

determine the future tota l manpower resources 

availa ble. This huma n resources evaluation should 

consider 111 particular the number of you ng persons 

who will be available for employm ent a nd their likely 

basic education levels, as well as the di stribution 

between males and females. 

In this regard, the investigator h as to observe that young people are very 

eager to be trained for work is touris m profess ional sector. He nce , th is 

22 



ind icates that the schools can be con s idered as huma n resources within 

the con tex t of ma n power p la nning for the a rea-, if they are to be helped to 

mee t their cared aspirations, in the view of the TVET progra m . 

According to In s keep (1 99 1), tha t s pecial soc ia ls-cultura l cons iderations 

of the peop le attitude towa rd working in tourism, es pecially in hotel and 

catering employment and whether th ere a re a ny religious or socia l 

restra ints on women working in tou r ism or m en ta k ing cer tain types of 

positions in tou ris m . 

If these, cons idera tion are expected to p resent constraints , there m ay be 

a need for public education to chan ge the a ttitu des to accommoda te th e 

cons traints . 

2 .5.4 Formulating the Education and Training Programs. 

Formulating the educa t ion a nd tra ining p rogra m requ ires that firs t a job­

description a nd employees qu a lification s be ta ken for each job 

classifications . Then , determina tion should be made on the type of 

tra in ing required to provide the necessary qua li fications. Thi s mus t be 

cons idered a long wi th th e training of new per sonnel the additional 

training m ay be both of a remedia l type to bring some personnel up to a n 

accepta ble standa rd , as we ll as training for promotion to higher skill / 

manager ia l level In s keep (1 99 1: 408). 

Most wri te rs su ch as Sheldon (1 989) a nd Gee (1 987), In s keep 

(199 1), have s ta ted that variou s types of educat ion and tra in ing should 

be considered in comprehen sive pla n . Often combined into s ingle pla n or 

progra m to satis fy the va riou s need s, these types of education and 

tra ining include the following. 

~ On -the-job t ra inin g provided 111 the place of employm ent, of the 

sector; 

).- Short cou rses on van ou s aspects of touris m , des ign ed either on 

new subjects or for upgrading the exis ting s kill s. Forma l, regular 
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vocational programs usually in tourism training intuition, or multi 

~ program vocational institutions, ~ 

'j.- Regular University type diploma, bachelor's and master's degree 

programs 

'j.- Study tours, which include visiting places that after examples of 

touris m development and operations; 

~ Tailor-made programs, which may included a combination of some 

academic courses, study tours, and on-the-job attachments. 

~ Correspondence courses, which are available on all aspects of 

tourism management. 

Hotel and tourism training institute can be either government or 

privately operated to m eet the demands the sector. 

• Sheldon (1989) concluded that formal education programs are one oCthe 

keys to develop professional employees, and there by raising tourism 

industry. 

2 .6 Tourism and Human Resource Development in Ethiopia. 

Tourism contributes a great deal to the economic, political, socia l 

development a nd to the growth in the standard of living of the people of a 

country. Economic and social gains are made by introducing the human 

and natural sources of a country to tourists coming from different parts 

of the world Tourism can also playa vital role in the preservation of the 

human and natura l h eritage of a country(UNESCO, 1976}. 

The vast economic potentials of tourism for the development of a country 

like Ethiopia is too obvious to need further elaboration here a lthough 

sufficient atten t ion was not given to this crucial sector and optimal use 

of its potentials is still the greatest challenge. 

The tourism indust ry is basically a labor intensive economic activity, 

meaning that it depends la rgely on th e people working in it. As far as, 

Tourism and human resource in Africa is con cerned, few countries have 

paid the necessary a ttention to the tourism and hote l profession. 
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Even co untries which depend largely on tourism for their economiC 

development needS, candidates for hotel schools are chosen from among 

those wi th the lowes t level of education during career selection. The 

s ituation is still the more serious when we come to tourist tra ining in 

Ethiopia. Ma ny studies so far conducted are unanimous about their 

suggestions that Ethiopia is extremely rich in natura l and cultural 

attractions and resources, and could be perceived as being unique in 

addition to its fine climates, historical-cultural legacy and sen sitive 

beauty. 

This highly promising scenario is however greatly constrained by the lack 

of suitable planning and management of tourist s ites and tourist 

facilities . Many resorts need urgent upgrading as they lack the faci li ties 

expected from them by modern tourists. The acute shortage of trained 

manpower is indispensable for the growth of the industry. Ethiopia is a 

country where the resource development is one of the least developed. By 

contrast, some neighboring countries like Kenya have relatively 

succes~ ful tourism industry a nd advanced training facilities for 

personnel by the ever growing sector. To take one example the Kenya 

Utley College which was established in 1975 is considered to be one of 

the largest and most modern hotel and tourism training colleges even by 

international stand ard. Utalin College has a capacity for training about 

700 students per year. 

Compared to this catering and tourism Training Institutes (CITI) in 

Ethiopia, the only train ing facility available started work back in 1969 

and has and had only an average annua l in take capacity of 90 students. 

The Ins titute beca u se of its small capacity and the s low growth of the 

Tourism industry over the last 30 years has only graduates of 10 10 

students in its regula r program 746 in its extension program a nd 1129 

in skill upgradin g courses. 

Between 1969- 1995, the CITr has trained 268 regular students in front 

office 126 in house keeping, 253 in food and beverage services , 61 in food 



a nd beverage co nlrol, 16 1 in travel preparation, 32 in touri s t gu ides, 27 

in t ravel opera tors a nd 82~in supervisory ma nagem ent. This is obviou s'ly 

a fa r a way from meeting th e ac tua l and future dem a nd in m a npower by 

the touri s m ind u st ry. The m a in reason for th is low leve l of ou tput is, of 

course capacity limitation in teach in g facilitie s like qua lified manpower , 

space, modern teaching a id s , e tc. 

However, in line with the growing m omentu m of the indus try, it is 

indispen sab le to increa se a nd upgraded the appropria te service giving 

enterprises a nd provides in pa rticu la r the necessa ry tra ined manpower. 

Therefore a iming a t fulfilling the demand for s k illed workers for hotels 

and other touris ts' agencies, the Cater ing and Touris m Training Ins ti tute 

CTT! was esta blish ed some twen ty-five yea rs ago. 

Being the only one of its kind in the whole country, it ha s been 

contributing a lot to the sector by tra in ing a large number of workers in 

various field s as food and Beverage Services. Front Office Opera tions, 

Hou sekeeping, Travel Opera tions and Supervisory Ma n agemen t on both 

regu la r a nd s h ort time bases . 

For its en tire con s tructive role in the tourism economiC sector at this 

stage the CTTI fi nd s quite una ble to fu lfill the ever expanding demand for 

adequa te workers. 

2 .7 Academic Program of the Catering and Tourism Training 

Institute, C.T.T.I 

The In s titu te offers d ifferent courses in the regula r , exte n s ion a nd s hor t­

term tra inin g progra m. The in s titute ha s thee academic depa rtmen ts 

na me ly: Hotel Ma n agem ent, Food a nd Beverage service a nd Tou rism 

ma nagemen t Depa r tmen t, the a bove three depa rtments h ave their own 

course con ten ts, term s of tra ining a nd award s given . 
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2.7.1 Hotel Management Department 

Under this department there are four field s of stud ies na m ely: 

2.7.1.1 Hotel Management 

Hotel management is three-year Diploma training progra m focusing in 

the major hotel operational areas namely: Room divis ion/ accommodation 

(Front Office, Housekeeping and Laundry) and Food and Beverage 

operation (Food preparations; Food and Beverage Service). In addition to 

this , students will also take a number of supportive and common courses 

as well as management and business subjects. 

The course also includes industrial attachment in which students will 

undertake hotel practical trainings for at least 6 weeks . 

The following are sample course contents, which a re given to hotel 

Management trainees . 

'i; Front office operations (theory and practical) 

* Cost accounting 

7i; Small business management 

* Tourism 

,;; Computer net working 

* Management 

,;; Food preparation (theory and practical) 

,I; Human resource management 

,if, Language (English and French) 

'i; Psychology 

* Entrepreneursh ip 

7~ Research method s 
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2.7.1.2 Housekeeping and Laundry Supervision 

Housekeepi ng a nd Laundry Supervision is two years Diploma training 

program provides trainees a comprehen sive knowledge that will enable 

them to be professional housekeeper h aving both operationa l and 

supervisory ski lls. The students will undergo hotel practical tra inings 

twice. 

The following a re sample course contents which a re given to 

Housekeeping and Laundry supervis ion trainees: 

~:; Housekeeping a nd laundry Operations (theory and Practical) 

* Front office operations 

,Ii Hygiene, safety and security 

~:; Languages (English and French) 

* Information Technology and Computer Application 

~~ Hotel Accounting 

'* Interior Decoration 

.:-.'!. '.' Flora l Arrangement 

~~ Hotel Law 

" .. \~ Principles of supervision 

~~ Marketing management 

~~ Economics 

* Psychology 

2.7.1.3 Front Office Operations (Reception) 

Front office Operations (Reception) is a year certificate training program 

intended to equip trainees wi th the basics of reception activities. The 

course includes three-months industrial attachment for hotel practical 

train ing. 
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The following a l-e sample course contents which are given to Front Office 

Opera tion s trainees ~ 

1., Fron t office 

* Hospitality industry 

* Accounting 

i~ Computer applications 

i~ Langu ages (English and French) 

* Tourism 

~i Psychology 

ii' Hotellaw 

iii Housekeeping 

1" Food and beverage operations 

~, Hygiene, safety and security 

2.7.1.4 Hotel Supervisory Management 

Hotel supervisory management is 3 and 6 months certificate course for 

Regular and Extension program respectively. This course provides 

participants the n ecessary skill and knowledge that would enable them 

to perform as a Hotel supervisor or as a middle level Hotel Manger. 

The following a re sample course contents, which are given to Hotel 

Supervisory management: 

iii Supervisory Management 

l,i Room Division management 

iii Food and Beverage management 

i~ Communication 

iii Hotel accounting 

l.i Tourism management 

iii Business English 

iii Food and Beverage Control 

~i Psychology 

iii Re search method s 
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2.8 Food and Beverage Department 

Under this department there are three fields of studies these are: food 

preparation , food and beverage service and food and beverage control. 

2.8.1 Food Preparation 

Food prepara tion is three-year Diploma training program 

Thi s course has been carefully tailored for students who wish to become 

qua lified ch efs within hotels, restaurants and large scale catering. It is a 

practical course, which is built on skills a nd integrated theory. The 

course a lso includes industrial attachment s in which students will 

undertake hotel practical trainings. 

The following are sample course contents, which are given to food 

preparation trainees . 

,I; Kitchen Organization 

,I; Menu planning 

-~; Commodities 

"* Methods of cooking 

"~ Kitchen equipment a nd tools 

,I; Beef dishes prepara tion 

,1; Cost and quality control 

,;; La nguages (English a nd French) 

,I; Psychology 

2.8.2 Food and Beverage Service 

Food a nd Beverage Service is a year certificate training program, th is 

course is specifically de sign ed for people who wish to follow a career in 

the hospitality industry as a waiter a nd headwaiter. It is a practical 
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course, whic h is build o n s kill s a nd integra ted theory. The course a lso 

includ@s in d u stria l attachments in which stud ent'~will undertake hotel 

practica l tra inings . 

The following a re sample course contents which a re given to food and 

beverage service trainees : 

* Dining Room Practical 

1., Industria l knowledge 

,~ Menu a nd food knowledge 

l,~ Beverages 

ii' Catering hygiene 

iii Langu age (En glis h a nd French) 

1., Touris m 

'" Psychology 

lI, Introduction to accounting 

ii, Food a nd Beverage Control 

ii' Theory re lated to practical 

2 .9 Food and Beverage Control 

Food and beverage control is a year certificate training program. This 

curse is specifically designed for students who wish to be a food and 

beverage con tro ller in hotels a nd restaura n ts. 

The following are sample course contents , which are given to food and 

beverage control trainees. 

* Food and beverage costing 

ii, Food and beverage operational control 

"* Food a nd beverage reporting procedures 

ii' Food and beverage forecasting 

iii Food a nd beverage se rvice 

i,~ Menu and food knowledge 

31 



* Introduction to accounting 

*' English ~ 

~., 

,.< Catering hygiene 

~'~ Introdu c tion to management 

-" ""~ Commercial law 
~~., 

It-:' Cost accounting 

* Psychology 

~f Accommodation knowledge 

2.10 Tourism Management Department 

Under this department there are two fields of studies these a re: travel 

operation and tourist guid ing, 

2.10. 1 Travel Operation 

Travel operation is th ree years diploma course. The main focus areas are 

tour p lanning, orgamzmg, costing and selling, the various courses that 

enable to do the work are resource knowledge, tour components 

marketing and busin ess correspondence. In addition , some practical 

travel agency knowledge is added. To emphasize the practical aspect of 

training, familiarization tours and industrial attachments are offered. 

The following are sample course contents which are given to travel 

operation trainees: 

'* Introduction to tourism 

,); Tour operation technique and management 

,~ Travel agency operation management 

,i, Tourist gu id ing technique 

,i' Tourism resources 

ii' Marketing 

* Busin ess co rrespondence 

,i, Language (English, French and German) 

,~ Information tech nology 
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2 . 10.2 Tourist Guiding 

It is three years dip lom a progra m. The training focuses on acqUiring 

resources knowledge, tourist guiding techniques, huma n relations a nd 

touris t behavior. Practica l knowledge through familia rization tours and 

industria l attachment is a lso a n essential pa rt of the tra ining. 

The following are sample course contents, which are given to tourist 

guiding tra inees: 

* Touris m 

->if Guiding techniques a nd methods 

'* Resource knowledge 

* History 

* Culture 

1,< Wildlife and bird life 

* Human relations 

* Social aspects of tourism 

* Languages (English , fo'rench and German) 

Source: Catering Tou rism and Training Institutes, (2004). 
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CHAPTER THREE 

3. Method of the Study. 

The method used to conduct this research is a descriptive survey 

method . Because this method is u sed to collec t relevant and adequate 

information essential for this study, describing the service of the tourism 

industry and analyzing the existing training opportunities for su stainable 

development of the sector. As Best a nd Kahn (1 999) state, survey m ethod 

helps gathers data from la rge number of cases at a particular time. 

Besides, this study this study tries to use of methodological 

triangulation . 

This section presents research des ign method of the study, sources of 

data, Instruments of data collection, sampling Techniques a nd sample 

size, procedures of data collection. 

3.1 Research Design 

The paper concerns to adapt a solution for the problem in producing a nd 

the supply of m iddle level manpower for the tourism industry through 

establishment education a nd training facilities in the TVET program, The 

researcher employs the following procedures as to plan, collect, an a lysis 

and interpretation of data, a nd in reporting of the findings. 

3.2 Sources of Data 

The primary data were collected from two sources of entities to address 

the relevant issu es in the study. 

Because of their knowledge ability and because th ey are engaged in or 

concerned with tourism industry, two distinct entities of individua ls 

were conce rned as a source of data. These data sources of entities are as 

follows: 

1. Ministry of Culture and Tourism, higher officials. 
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2. Pe rsona l a nd Marke ting Department Heads o f Travel and Tour 

-
operation a nd, major Hotels administrative ~and personnel 

department head s . 

The basic premise in selecting the minis try is tha t, this office at Nationa l 

level is assumed legis la tive body to the overall tourism m a nagement with 

respect to development policy and the planning and a ll functional aspect 

of tourism a t present. 

The reason behind to select the second entity Travel a nd Tour operators 

and major Hotels as a research site is with regard to their operational 

definition in delivering products and services to touris ts .These are the 

righ t sources to get the proficiency of the existing numbe r a nd type of 

manpower in tourism a nd evalu ate the training needs. 

Relevan t lega l documents and literature a lso u sed from the above 

mentioned two entities a re to cover-up as a secondary source of data. 

3.3 Sampling Techniques and Sampling Size 

In this study, the two purposeful & stratified ra ndom sampling 

techniques were implemented to administer the des igned instruments to 

collect relevan t da ta. And the possible sample s izes were determined as 

from each group by considering the representa tives a nd crucial to the 

study on the respons ibility they possess . 

With thi s regard the following respondents were selected in their direct 

relation s and position with reference to the objectives of the study. 

a. From the group of the Tourism ministry offices, due to their 

res ponsibility wh ich is relevant to the study thirteen profession 

pressure group respondents are deliberately included for this study 

Ill. consultation with the public rela tion a nd informa tion 

management officer of the ministry. 

b. The selection of sample re spondents from the 59 hotel s was 
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determined by cons idering the hotels prese n t categories of 

s tanda rd classification. They were stratified in four categories get 

the representative was of each category technique implemented by 

was s imple ra ndom sampling by using a nother method 13 

respondents from the personnel department heads were selected . 

For 99- licensed tour a nd travel agencies the same sampling 

technique was implanted to select 46 respondents from marketing 

and personnel department head were selected in their capacity to 

give valid informa tion for the study. 

3.4 Instrument of Data Collection 

The researcher determine where kinds of ins truments could be more 

appropriate. Thus, for the success of the study, th e researcher had 

generally employed three types of data gathering instruments 

questionna ire , interview and documen t analysis .. 

Before the main research work started, pilot test on ques tionnaire item 

analysis were m a de. The volunteer informants were considered with 

regard that they are part of th e target population . This gave the 

researcher an opportunity to modify questionnaire item to possess the 

desired qualities of measurements. 

The advisors prior to the dis patching to the fin a l respondents get a ll the 

items of questionna ires and, reviewed and critically commented them 

based on to the objective of th e s tudy. The researcher revised and 

m odify the items to posses to the desired quality of measurem ent. 

3.4. 1Questionnaire 

Questionna ires are most a ppropriate mea ns to gather the required 

informa tion within a given time frame from the sample s ize popula tion 

(Da len , 1979). 

The investigator employs questionna ire, to the Me T officials each set of 
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questionna ire consis ted o f close· ended items. 

The type of questionnaire h as three parts . They a re respondent's 

persona l profile , general questions a nd survey of the m ajor content 

questions. The sample groups of respondents a re chosen with the 

assumptions that they a re origina l sources to anticipate the need for 

adequate number of middle level manpower and presuppose the 

expansion of th e tra ining so as to produce such staffs for the tourism 

industry of the country. 

3.4.2 Interviews schedule 

The interview sch edule was prepared for the selected potentia l 

respondents from th e sample population . These interview schedules 

cons ist of structured item, wh ere the respondents to provide facts and 

non structured where would then the respondents a llowed to make 

opmlOns. 

In obtaining detailed information the respondents a bout a ll types and 

levels of tourism personnel a re systema tically inLerviewed a nd, in dcpth 

interviews have got great attention by the study. The process 

interviewing was recorded by tape recorder. This h e lp to m inimize lose 

of info rmation during the in terview process. 

Before the interview was carried ou t the investigator brief the purpose of 

the interview under th e limit tha t respondent feel at ease, but not hold 

any preconceived notions regarding the out-come of the study . 

3.4.3 Documentary analysis 

To collect relevant data for the study, a wide varie ty of legal documen ts of 

the ministry of culture and Tourism a nd of the sampled tourism 

business en terpri ses records were reviewed. Moreover, da ta a re collected 

repeatedly m a king possible for specified tourism informa tional a nalys is 

and the characteristics of the exis ting manpower. 
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In the documents a na lys is of evalua ting the existing number a nd type of 

employees as well as for projection the future manpower and their 

tra ining need in tourism, the inves tigator consulted as the techniques 

measure III reference to the UN World Tourism Organization legal 

document. 

3.5 . Procedure of Data Collection 

Since the researcher a imed a t identifying problems in tourism servIce 

and intended to show the importance providing Tourism career 

education and tra ining, through TVET, the researcher employed 

questionnaire s and interviews with sample respondents of the target 

population from ministry of culture and Tourism, enterprise s (major 

hotels and Tour-operators). 

The researcher prepared questionnaires and interviews for sample 

respondents from MCT a nd Tourism business community . Before fully 

us ing these too ls, a pi lot study was conducted . Then the question na ires 

a nd interview were adminis tered and data were gathered by the 

researcher. 

As mentioned a bove III sections 3.4 of this pa per pilot test was m ade to 

modi fy the ques tioner item possesslllg th e desired quality of 

measurements . Al so th e process interviewing was recorded by tape 

recorder. This help to minimize lose of information during the interview 

process. 

Lastly, the researcher a lso made observation a nd refe rring documen ts by 

carefully taking notes to obtain information required for the study. 

The resea rche r also convinced to add importa nt ideas through the 

d iscu ssion with trainers and employees includ ing instructors and 

department's head s of CIT! staffs. 
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CHAPTER FOUR 

4. Presentation and Analysis of Data 

In this chapter, the analysis and interpretation of data and the major 

findings a re presented. The collected data are presented with tables. The 

chapter con s ists of three sections, namely demographic characteristics of 

the respondents , analysis of data and discussion of the major results. 

4.1 Demographic Characteristics of the Respondents 

In this section the characteristics of the sample respondents a re 

presented with the help of tables. In an endeavor to inquire the intended 

information for this study, two representative units have been involved 

from the selected two target populations. The first unit of respondent are 

higher officia ls and experts from the MCT departments , (Tourism 

planning and programmmg, research on tourism a nd cultural 

development and tourism promotion and marking department). 

Table 1 Higher official of MeT Education qualification 

and sex. 

Sex 
Educational Total 

Male Female 
qualification 

No % No % No % 

Ph. D 1 7.7 - - 1 7.7 

M.A/MSC 3 23.1 - - 3 23.1 

B.A/ BSC 7 53.8 - - 7 53.8 

Diploma - - 2 15.4 2 15.4 

Total 11 84.6 2 15.4 13 100 
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The second units of respondents were from personnel and marketing 

department heads iind higher experts of Tourism business enterprises, 

which include major hotels and tour and travel operators from the public 

and private sectors . 

As shown in table 1 the demographic characteristic of respondents were 

11(84.6%) males and 2(15.4%) females. 

As to their educational qualification 1 (7 .7%) of the higher official 

respondents is with PH.D and 3(23. 1%) participants are with M.A and 

7(53.8%) of them are B.A holder a nd 2(15.4%) the fema le respondents 

are at diploma level in this respective subjects. thus, all the respondents 

of higher officials adequately fulfill their duties at the places they are 

assigned in the ministry. 

According to the survey returns, as shown in table 2 out of 13 

participants from the hotel industry 10 (76 .9%) of them males the and 

3(23.1 %) of them are females out of ten males respondents 4(30 .8%) 

them are first degree holders, the remaining 6(46.2%) then are with 

diploma level from the hotel industry respondents 3(23.1%) are female 

out of which only 1(7.7%) is with first degree and 2( 15.4%) females are at 

diploma level. 

Based on questionnaires field out by 46 respondents of the travel 

and tour operation 32(69 .6%) are males and 14(30.4%) are females. Out 

of the 32 male respondents 2(4.4%) have masters degree and 29(63.0%) 

males are with academic qualification of Bachelors degree and 1(2 .2%) of 

the male respondents with diploma concerning the female respondents of 

touch operator 5(10.9%) are having first degree and the reaming 9(196.6) 

are with diploma level 
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Table 2: Tourism Business Enterprises (Hotels and tour 

operator) Department heads by Educational 

Qualification and sex 

~espondent Educational qualification Total 

units MA/MSC B.A/B/Sc Diploma Male Female 

Male Female Male Female Ma Fe Ma 

NQ % NQ % N % NQ % N % N % NQ % 

• 
)tel - 4 30.8 1 7.7 6 46 .2 2 15.4 10 76.9 

)ur-operator 2 4.4 - - 2 63.1 5 10. I 2. 2 9 19 .6 32 69 .6 

9 9 

From the above two tables (table 1 & table 2), and moreover, a lbeit 

the repeated attempt by the researcher observation the female 

participation in the positions of MeT is less than the males . In the 

tourism bus iness enterprises both in hotel and tour opera tion sector the 

fem a le participation is a lso less th an the males. These might be resulted 

from the traditiona l socia l attitudes of which m a les individuals have got 

more favora ble chance to m odern education than the fema les. As oan be 

seen ma les got better opportunity by previous tra n s itiona l experience in 

the tourism industry to a higher extent than females. 

Table 3: Respondents (Government officials and Business 

enterprises working in Tourism) by age and 

working experience) 

NO 

3 

14 

Respondent Age - Working experiences Iyears) 

Fe 

% 

23.1 

30.4 

units 20-30 31-40 41-50 Above 50 1-5 6-10 11-15 16-20 Above 20 

MeT 1 4 4 4 3 4 2 3 1 

Hotels - 4 8 - 2 4 6 - -

Tour-Operator 6 32 8 - 7 8 31 - -
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The age of the sample respondents (as table 3) shows of MCT only one 

employee (7.7%) -was with the age of 20 to 30 years; 4(30.B!Vo)of them 

were with the age between 31 and 40 years, 4(30.8%) were between 41 to 

50 years and the remaining 4(30.8%) were above 50 years. With respect 

to the age of tourism business enterprises (Hotel and tour-operators) 

6(10 .3%) respondents were in the age group of 20 to 30 years, 36(62 .1 %) 

were between 31 and 40 years and 16 (27 .6%) were between 41 and 50 

years old . This shows that, the majority (almost 90%) of the respondents 

were above 30 years old . This indicates that under normal 

circumstances, they can express ideas related to the study con sistently 

and with good understanding so that their opinions can be taken as 

acceptable to the study. 

In addition the working expenence in Tourism (table 3) indicated that 

from the MCT 3 (23%) of the respondents have 1 to 5 years working 

experiences, while 4(30.8%) of them had the experience of 6 to 10 years, 

2(15.4%) had of 11 to 15, years , 3 (23.1%) have 16 to 20 years and 

1(7.7%) have above 20 years working experience . 

Hence, the new Ministry of Culture and Tourism was formed in 2005. It 

is important to unders tand tha t the MCT has absorbed its staffs from the 

predecessor ETC as to rein stitute to a full ministry as well as in the 

process of organizing the human resources the staff members including 

the respondents are a lso absorbed by the new MCT. 

As shown in-Table 3, 9(15.5%) respondents of hotels and tour-operators 

from Tourism business enterprises had 1 to 5 years working experience 

12(20.7%) of them had 6 to 10 years and the remaining 37(63.8%) of the 

tourism business community respondents had work- experience ranging 

between 11 to 15 years. The limited years of work experience was due to 

the previous centralized command economic system where by private 

tour operators in Ethiopia were under government control , and private 
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investment had only been permitted S111ce the end of the Derg Regime 

(after 1991). Prior to this the NTO wgs government owned monopoly in 

the sector. 

Among both respondent units, beyond the free market period to the 

specific experiences in terms of tourism related services the employees 

both in the MCT and tourism public and private enterprises work 

experience are impacted by a ra n ge of other places service particularly 

the ETC. Prior to the existing free market period, the work experience of 

both MCT public a nd private tourism enterprises, had been inf1uenced by 

range of tourism related services, particularly the ETC. 

4.2 Analysis of the main data 

4 .2. 1 Hotel Industry 

Using the tourism business community 111 the h otel branch 

questionnaire responses and average responses about the statu s of the 

present tourist hotel enterprises and their present number and type of 

manpower were calculated and compared to the internationa l s tandard 

hotel industry. Data taken from the survey were analyzed in line with the 

research questions . 

\ 
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Table 4 the status of the tourist hotel and their manpower profile in the tourism industry (for 13 personnel officers) 

~ing scale with values 
l~ve ry law 2~low 3=avera e 4~ high 5~ver high 

F % F % F % F % F % 1:Vxf X~LVxf 

No Items 
N 

1 Extent of the hotel activities 

to a typical tourist hotel - - 7 55.8 - - 6 46.2 - - 38 ' 2.92 

standard 
2 Extent of organizational 

classification structure of - - 9 69.2 - - 4 30.8 - - 34 2 .6 

the hotel as the measure to 
the standard of hotel supply 

3 Number of employees in the - - - - 13 100 - - - - '39 3.00 

employment structure to the 
( 

hotel standard 
4 The professional 

qualification pattern of - - 13 100 - - - - - - 26 2 .00 

employees in the different 
section 

5 Extent of employment ratios 
as a measure of the - - 11 84.6 2 15.4 - - - - 28 2.15 

standard of hotel supply 

6 Rate of turn over of the 
employees in the hotel 3 23.1 - - - - 10 76.9 - - 43 3 .3 

7 extent of tourist seasonal 
factor in the hotel business - - - - - - - - 13 100 - -

8 Extent of projecting the 
future manpower needs to - - - - - - 13 100 - - 52 4. 00 

the hotel 
III 

9 Extent of the training 
program of the existing hotel - - - - - - 13 100 - - 52 4.00 

and tourism institutions 

10 Extent of average in take - - 13 100 - - - - - - 26 2.00 

capacity of the existing hotel 
and tourism institution 
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As can be seen from table 4 a bove Ten items for the evaluation of the 

conditions of the !purist hotels fac ilities and of their present manpower 

statu s, for the analysis , data obtained from "personnel and 

administrative officers" through questionnaire served as the primary 

source of information (see appendix A). The views of the respondents 

towards these evaluation methods are presented as follows: 

The hotel industry h ad the n a ture of both standa rd in nature in terms of 

accommodation facilities ranging from lUxury to budget hotel. Based on 

the character of the accommoda tion facilities a nd services they provide, 

they are categorized in to five hotel grading schemes of international 

tourist hotel standard. 

The extent of activities that comprised the services offered by every hotel 

with their particular package of standards, has been reflected by 

6(46 .2%) respondents as "high" and by 7(53 .8%) of them "low" . The 

average mean value for the exten t of the hotel activity (2.92) was equ al 

between low and average. The value a lso indicates that according to their 

present standards some hotels are limited with facilities for current level 

of demand with respect to the s tandard types of facilities and services in 

addition to th e basic ones of accommodation food and drink . 

Th e second item of evaluation for the present utilization of manpower 

was the extent of the classification of the organizational employment 

structure which was responded by 4(30.8%) as "High" a nd by 9(69.2%) as 

s tructured, "low". The mean value for this item (2 .62) was between the 

values of 'low" and average, which indicates that below the average of the 

organization classification structure as measure of the standard of hotel 

supply. This shows that th e model of job classification is not according to 

the standard of tourist hotel supply . Some positions a re essentia l to be 

the same as to the standa rd in operation to con solidate the total needs 

for tha t classification, typically in the four categories of managerial skills, 
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supervisory and high level technical skills, middle level ski lls and basic 

skills. 

Regarding the number of employees in the employment structure of the 

hotel standard, the third survey of the present utilization of manpower, 

surprisingly shows that a ll respondents 13(100%) replied to "average". 

The mean value for this item, (3.00) is equal to the values for average. 

Accordingly, the information now available for this value indicates that 

the employment in the tourist hotel sector has been to the number 

employees in the hotel trade. 

On the other hand, the fourth item for the general structure of 

employment in the hotel branch in the sense that the pattern of 

professional qualifications of the employees in this branch, was 

responded as low by 13(100%) respondents are shown "low" . The mean 

value for the item (2.00) was equal to the value for "low". This value 

indicates that trained personnel in different sections of the hotel branch 

are low. In contrast to the international tourist Hotel standard to the 

extent of skilled manpower was low, which indicates under performance. 

Skilled staffs represent a low proportion of the total personnel employed 

in the hotel branch. One important implication of this question item is 

that the number of skilled personnel for the hotel sector was scarce . But 

the rapid expansion of the tourism sector needs to get first thought to 

this issue of the required qualifications of the personnel employed or to 

be employed . Since the tourism sector and the hotel industry a re 

synonymous, dealing with the tourism sector means dealing with the 

hotel. 

The other item, which analyzes the present manpower in th e tourist hotel 

is presented in the same table the extent of employment ratios as a 

measure to the standard of hotel supply was answered by 11(84 .6%) 
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"low" and by 2( lS.4%) respondents as rated "average". The average mean 

value for this item (2.1S) is the value between the values for "low" and _ 

"average" which indicates the employment ratios are below average to the 

standard. Employment ratios are usually calculated based on the 

average number of employees per hotel room or other types of 

accommodation u nits . Depending on the type and standard hotels, 

general employment ratio vary from O.S to 2.0 employees per room. 

Higher quality hotels will require more employment per room than do low 

quality accommodation, where less services is provided but higher 

qua lity h otels requiring more specia lized position s th a n lo\\·e r qua li ty 

establishment. 

The rate of turn over for the employees in the hotel area was reflected by 

10(76.9%) as it is "high" and by 3(23.1%) as "very low" . The average 

mean value for this item (3.3) is the values between "high' and "very 

high" which is more high employment turn over. As the data suggested 

there is very high mobility of labor between hotels. In such circumstance, 

the employers in fact aggravate the workers tendency to change their 

/ work places frequently by competing with each other for skilled staff, 

which results vaca nt pos itions . Such positions are required to be field by 

corresponding number of new skilled personnel to keep the sec tor 

functionin g smoothly. 

Concerning for the item, th e extent of the impact of seasonal factor in the 

hotel businesses was reflected by all respondents 13(100%) as it has 

been "very high". The mean value for impact of seasonal factor (S.OO) is 

equal to the value for very high. This value indicates that tourism- is 

seasonal in Ethiopia. Because the standard vacation periods in all 

regions of the world correspond to the main festivals ceremony months of 

the orthodox religion in Ethiopia. Which favors tourist conditions. In fact 

tourism is seasonal by nature through out the world . 
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According to the informa tion obtained from th e hotel sample respondents 

to ex{ent of projecting the fu ture manpower ne~s to their respective 

enterprises was re flected by 13 (100%) "High" . The mean value for this 

item (4 .00) is equal to th e value for high. This value indicates tha t th e 

responsible depa r tment head personnel office made projection their 

human resource requirement thus to facilitate the opera tion services to 

the extent of the current employment structure for qualified personnel. 

On the other hand, up on the views of the respondents towards the last 

two items, the extent of the tra ining program of course structure a nd o[ 

the average intake capacity particularly for the government owned the 

only exis ting government owned Catering and Tourism Training 

Institution (CTTI) was answered by all the respondents as 13(100%) as 

"High" and by 13(100%) respondents as "Low" respectively. The mean 

values for course stru cture (4 .00) and for its average in take capacity 

(2 .00) . These values a lso ind icate that the existing course structures at 

tr exis tin g tra ining ins titute a re reflective to the international s tandard 

of the industry needs . But the averages in take capacity or a nnua l 

accommodation capacity of the institute are in sufficient to h andle the 

estimated a nnual n umber of training requirement of the Ethiopian 

tourism industry. 

On the fact that by considering, the present increased number of touris t 

hotels and the future project in hotels a long with the types tourism being 

planned,. These confirms [or the expansion of h otel and tourism training 

institu tion to respond to the needs of annual training requiremen t to 

accommodate pre-employment and upgrading employees for h otels. 
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4.2.2 Tour Operator and Travel Agency 

Like manner, in a n a lyzing the s ta tus of the in tour a n d travel agencies;­

and their p resent m a npower profile, data obtained from Forty Six tour 

opera tors pe rsonne l a nd marketing depa rtments h ead s questionna ire 

entitle "the profi t of the exis ting manpower in tour and travel agencies in 

Ethiopia" (see a ppendix B) served as the primary source of inform a tion . 
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Table 5= the status of the present travel and tour operators and their manpower profile . (For 46 personel and 

m a rketing departmeht heads) 

Rating scale 'o/ith values [, 

l=very law 2=low 3=average 4=high 5=very LVxf 

No Items 
high 

F % F % F % F % F % 

1 Extent of activities composed in your 
, 

enterprise to the international standard - - 34 73.9 12 26. 1 - - - - 104 

2 Extent of classification of the 

organizational employment structure 42 91.3 - - 4 8.6 - - - - 54 

3 extent of employees in the employment 

structure compared to the standard - - 26 56.59 20 43.5 - - - - 112 

4 The sill professional qualifications of 

the employees to the patter of standard - - 34 73.9 12 26.1 - - - - 104 

5 Extent of number of employees to 

tourism reside ratio per year - - 42 91.3 4 8 .7 - - - - 96 

6 Rate of employees turn over in your 1[ ' 

enterprise - - 10 21.7 36 78.3 - - - - 128 

7 extent of impact of tourist seasonal 

factor to your enterprise - - - - - - - - 46 100 230 

8 Extent on the training program of the 

existing hotel and tourism institu te - - - - - - 46 100 - - 184 

9 Extent of average intake capacity of the 

existing hotel and tourism institute - - 46 100 - - - - - - 92 

50 

LVxf 
N 

2.26 

1.17 

2.43 

2.26 

2.08 

2 .78 

5.00 

4.00 

2.00 



As noted in table 6 above twelve items the survey and evaluation on the 

present status of tour and travel operators and their number of trained 

employees compared to the inte~national standard. Accordingly~ the 

views of the respondents towards this survey method were presented as 

follows: 

Based on the nature of information gathered from personnel and 

marketing department heads, the extent of activities that comprises in 

the tour a nd travel agencies regarding to the field of service operations, 

has been reflected by 12(26.1%) respondents was "average" and by 

34(73.9%) respondents was "low". The mean value for the item (2.26) is 

between the values of "low" and "average" which indicates the extent of 

field of services in the existing tour operators is limited . 

r-

The responses concerning for the extent of classification of the 

organization employment structure was answered by 4(8 .6%) "average" 

and by 42(91.3%) respondents "very low", the mean value for 

employment structure (1.17) is between the value of very low and low, 

which indicates the profile of these operators shows that they are 

operating in very low standard in which this result shows that the tour 

enterprises are operating in small scale budget and limited capacity. 

In the survey of the third item of the existing number of manpower in the 

tour and travel agencies based on the questionnaires filled out by the 

26(56.59%) respondents was "low" and by 20(43.5%) of them answered 

"average". The average mean value for this item (2.43) is between low and 

average which indicates that the total average number of employees IS 

below average as compared to the international s ta ndard. 

On the other hand the fourth question item among the survey 

approaches to analyze the existing tour operators and the employees 

working in the area. According to the responses of the 12(26. 1%) 
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participants was reflected "average" a nd of the 34(73 .9%) was depicted 

-= "low". The average m ean value (2 .26) is be~ween low and average. This 

reveals that the number of qualified personnel required for each category 

of employment is s till below average to the sta ndard. Current conditions 

in the Ethiopian tourism industry indicate , in no uncertain terms, tha t a 

great dea l need s to be done to increase the skilled labour because they 

a re the major force of the tourism business. 

According to the responses of the pa rticipants, the ra tio of number of 

employees to the number of foreign tourists arrived per year reflected by 

4(8.7%) respondents a s "average" and by 42(91.3%) as "low". The mean 

value for this item (2.09) is between low and average . These results 

indicate of the weak services and market presence by the existing tour 

operators . 

For the sixth item presented in table 5, the rate of employees turn over in 

the tour-operator, was answered by 10(21. 7%) respondents as "Low" and 

by 36 (78 .3%) respondents as "Average" the mean average value for this 

item (2 .78) is the value between low and average wh ich indicates some of 

the employees leave their jobs for different reasons and create vacant 

pos itions in the area. This arises a need to account as an input in the 

manpower needs to the sector and th eir requisite tra ining progra m to 

keep the tour operation functioning smoothly. 

On the survey of the impact of the seasonal factor affec ts tourism in the 

country in general a nd tour operators in particular, sh ows the a ll the 

46(100%) respondents agreed that- the impact of the seasonal 

phenomena on tourism has been "very high". The mean value for this 

item (5 .00) is equal to th e value for very high. International tourism is 

seasonal 111 nature ; this value a lso indicates tha t tourism is highly 

seasona l 111 Ethiopia. Setting aside its institutional negative impact 
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possibly efforts should be exerted to handle the peak periods which could 

ensure the desired_demand in the area. 

According to the responses of the sample respondents, the exten t of the 

training program of the course structure in the exis ting training 

institutions reflected by all the 46(100%) of them as "high" . The mean 

value for this item (4.00) is equ a l to high. This indicates that th e course 

offered in the respective disciplines in the exis ting hotel a nd tourism 

training institutions are equivalent to the basis level course of 

international standard . Following this, regarding the structure of courses 

of the training progra ms for different disciplin es are fit to the 

requiremen ts. 

On the other hand, concerning on the extent of annual intake capacity of 

the existing tourism training institutes was answered by the 46(100%) 

respondents as "low" . The mean value for this item is 2.00 , This reveals 

that the intake capacities of the existing institutes are insufficient to 

accommodate the annu a l tra ining requirement of the tourism industry. 

For the success of adequate number of manpower tra ining the expansion 

of tourism education and training institution should be considered by 

the Federal Government as a compulsory issue to determine the annual 

institutional training capacity in tourism sector including the tour 

operation area. 

4.2.3 Presentation and Analysis of Data Obtained Through Interview 

with Tourism Business Community 

The an a lysis of data gathered through interview has also shown results 

consistent with findings from questionnaire and observations. It has also 

for the expansion of the education and training progra m considering to 

the present constraints on the availability of skilled la bor in the tourism 

sector. 

53 



The inte rview with MeT officials examined the role of Gove rnment in the 

involvement to adopt a strategy fram_ework for tourism manpower 

planning approach and the expansion of tourism education and training 

program at national level. 

Generally effective statements indicating the strategic policy plan was 

measured to the international standards . 

The MeT participa nts' interviewed and with department heads of the 

tourism promotion and program development on the survey of the 

human resource in tourism and education planning approach on the 

sector and the implemented program and the strategy laid down by the 

Ministry were presented as fo llows. 

An important role of government is to enact and administer legisla tion 

and regulations on tourism. According to Inskeep, "tourism and related 

legisla tion provide the legal basis for the development, management and 

operation of tourism. 

Various specific regulations on tourism related to the international 

standards of staff capabilities and the licensing procedures for agen cies 

and the stand ard classifications system are to be designed and printed 

for implementa tion. These regulations are a lso prepared ba sed on the 

understanding of the needs of skilled manpower for the sector specific 

needs, including the projection of employment requirements by job 

classification. For this purpose the designed a nd implemented education 

and training program approach for the sustainable tourism development 

were high -lighted in the in terview conducted with the officials of MeT 

respondents, and their responses were reported as fo llows: 

Eleven out of thirteen members of MeT official respondents including two 

femal e (HOe) who participated in the interview also pointed out the 
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institutional role of MCT for determining the initiative to the development 

of tourism in Ethiopia. 

The two higher offi cials HOA and HOB (from Research and program 

development, Promotion and planning and, programming department of 

MCT) explained on the country's vision for tourism as follows : 

The researcher: How do you feel Ethiopian's vision for tourism? 

The higher officials: our country Ethiopia has enormous potential as 

tourism des tination. It has a rich array of historic and natural sites with 

the rock -hewn churches of Lalibela, obelisles ofAxum, monasteries of 

medieval periods, the land of diverse culture and tradition of the different 

nationalities. There are protected nine National parks, and others that 

could set it to be competitive in the world tourism industry. Since 2004, 

following on from the opportunity identified by the integrated framework 

diagnostic study on tourism in 2003, there has been an increased level of 

interest from the government in the potential of tourism to contribute to the 

economic g"owth and poverty reduction s trategy. 

In addition the government: 

• Up graded the institution of tourism to a full Ministry with state Minister 

appointed 

• Has committed resources for the rehabilitation of Touris m Training 

Institute. 

• Drafting coherent and much needed tourism development policy. 

• Maintaining essential element of the national and regional tourism plan. 

These facts give evident that there is vision for tourism in the country. 

There is much emphasis given to benefit for economic growth and aim to 

become one of the top tourist destination in Africa by the year 2015. 
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• 

For the other questions, the other participants group from human 

resources and administration department gave explanation to the 
-

question 111 the interview for the rehabilitation of tourism Training 

Institute approach explains in detail as follows: 

The researcher: what forces under pznnzng the demand for the 

rehabilitation of Tourism Training Institute? 

The Higher Officials: In the current competitive world the rapid growing 

economy call for a decision-making to recognize for trained work force that 

required meeting with the corresponding new economic and technological 

levels. This issue helps to identify the planning of manpower in the tourism 

sectors. The manpower planning issue directs for the demand of skilled 

manpower to the tourism industry in the context of the new global 

economy. The second point is that, the ever increasing number and type of 

international tourist arrivals can be considered as a standard measure of 

the manpower projection. The third point is that, a system of the current 

employees assessment reveals that there is lack of skilled labor required 

for competent modem tourism performance standard and also from which 

both employees ratio per hotel room and employees ratio per number of 

hundred tourists are below average.According to the Federal Government 

vision which supported the development of tourism has been drafted and 

reviewed incorporated with integrated human resource planning 

component as input. Beside to these the explosive growth of the tourism 

industry in the country raised a demand for skilled manpower. All these 

factors determine the demand for the rehabilitation of tourism training 

institutes. 

The researcher also interviewed the above mentioned respondents , on 

the current employment characteristics of the country's tourism 

industry ,and th ey explain their view as follows : 
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The researcher: How do you assess the present number and type or 

standard of qualification of employees in the tourism public and plivate 

sectors? 

The HRD 1 : when we are discussing about the tourism industry it includes 

hotel, resorts, tour and travel, and others businesses that cater to 

travelers. Tourism industry is labour intensive economic activity for this 

reason the human resources are the major assets in it. Despite generally 

the limited standards of accommodation and the tour-services the demand 

for the Ethiopian toU/ism is still increasing for its unique tourism potential. 

Bui (ile bu si'less elttelprises serving the sector are not s trong enollgh and 

are operating with very little value added beyond the profitability of the 

individual service provider. Current conditions indicate that sufficient 

attention was not given to this crucial economic sector. The effort taken to 

improve the quality and standard of tourism industry is at the level of its 

infant s tage. Coming to the point the human resource currently employed 

in the sector also need to be upgrade. There is a high scarcity of qualified 

and s killed labor in the entire sector particularly in tour guide services. 

This is because of the limited number of the touris m training institute to 

supply adequate number of skilled manpower to the tourism business 

enterprises. 

The researcher: what are the basic requirements for making the 

p rojection of manpower needs in the sector? 

HRD2: Having s tarted on the issue of manpower projection, it is helpful to 

focus through the touris m sector specific s trategic framework to the 

integrated aspects of the tourism industry s ystem. The strategic 

framework for the tourism sector are collective national vis ion, leadership, 

guiding government policy, s hared s trategic priorities, and public and 

private sectors implementation capacity and resources are prerequisites 

for successful tourism sector management and grow th. If as POlt of an 
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integrated tourism planning project, the future manpower needs are 

projected to the s ame as the s trqtegic fram ework and it is effe ct ively to 

made through which these strategies for development need to be made. 

Beside to this specific tourist's facility plan projection in the context of the 

whole tourism development plan system need to be laid in order to make 

the projection of manpower in order to s uit these by respective slcilled 

manpower need s in the sectors 

4.2.4 Presentation and Analysis Data Obtained 

Through Interview with Tourism Business 

Community 

It is evident that there are substantial differences between standards in 

tourism enterprises hotels and, tour and travel agencies; the same is in 

their quality of employments and in the services they provide to tourists. 

These survey results support the identified weakness of the tourism 

industry middle level ma npower and the supply s ide the training 

institute In terms of number. The tourism business community 

pa rticipants interviewed with personnel and ma rketing departments 

heads responses on the survey of the exis ting manpower a nd the training 

needs to expand tourisms education and training institute for improving 

the ski ll qualification of middle level manpower in the sector. 

The interview to the study approach has been interactive In that the 

present manpower the public and priva te tourism enterprises with a ll 

concerned particularly the hotel and, tour and travel agencies who felt 

apprehens ive about the objective of this paper. In the fact finding 

exerCise , data a nd information were collected through structured 

interview des igned for the purpose by the researches for the existing 

ma npower to the hotel industry and the travel and tour operators with 

pertinent authorities con cerning the existing middle level manpower 

issue a nd the future projection plan in this regard. 
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Ten members of the tourism business participants group, who involved 
- -

in d etailed were interviewed their responses on the- conditions of the 

present utilization manpower and a ny identifying existing problems were 

expla ined . Their views towards the overall background of the tourism 

m anpower and the training program required to provide the requisite 

qualified manpower to the industry needs were as follows. 

The researcher gives for a ll Ten respondents of travel and tour operator 

marke ting department heads a fter a series of statement and asks the 

respondents to th e following question on which the responses include a 

variety of information. However, they a re otherwise not distinct 

responses, so the researcher organizes the responses to consider the 

same as follows: 

The Researcher: who are your main cus tomers and how do you contact 

them to provide the tour services? 

The Department Heads: Our mam customers are foreign tourists, 

domestic tourists including Religion people and foreigners who came for 

business and conferences and also Ethiopians coming from abroad to visit 

relatives. The contact is made through facilitators who are the developers 

of computer reservation, increasingly the intemet is becoming a major 

source of sales of the travel product. In terms of their touring activities, 

especially foreign vis itors come on a pre-booked tour or they may contact 

according to their preferences from intemet to the local tour operator 

directly or through service provider (those conference and business foreign 

tourists) who also facilitate the payment transaction. The type of tour 

depends on the purpose of the visitors. The quality of the services of course 

will depend in terms of the general efficieny, and the caliber of the 

company they have booked with. 

59 



On the other ha nd, participant group including public tour-operator, 
NTO marketing department head, puts their respon ses on the effects 
season a l factor in relation tcFthe number of tour-guides at the enterprise -= 
as follows : 

The Researcher: Does your tour operation service affected by seasonal 
factor and to what extent it affects the employment? 

The Department Head: The arrival of tourist are concentrated in the 
periods of the year in the months from September to February and from 
December to January, which is accounted for nearly 75% of the total 
tourist inflow. The remaining percent is account for the months between 
March and May also in the months ranging June to August. During the 
summer season there are few tourists. In order to satisfy the demand at 
high to visit seasonal months, it is a common experience to employ 
freelancer tour-guides in addition to the direct employees of the tour guides 
depending on the number and language of the residing country where the 
arrived tourists come from. Where these are the demand for tourists 
services that de te rmine the employment in the company. 

Moreover, in this survey evaluation concermng the impact of seasona l 
factor on other six tour-operators and its effect on their employment, on 
the bas is of the information obtained from the interviewed respondents 
results the same to that of the above discussion . Due to the seasonal 
nature of the tourism industry a lmost a ll tour operators explained that 
the employment of ad<iitional freelance tour guides a re common 
experience a ll of them to employ seasonal workers on contractual basis 
during the tourist seasonal period of the year. 
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In like manner, another participant group from three hotel industry 

administrative and personnel offices gave their_perception of the skill 
-

qualification of their employees are expla ined as follows: 

The Researcher: How do you describe the skill qualification of the 

employees in the hotel area? 

The personnel and administration officers: concerning the skill training 

of the w orker, the qualified workers are very limited. More than 60 percent 

of the employees are not taken formal training. In the general structure of 

the employment in the hotel branch employees acquire s kills through 

experience in their stay at work. This is the s ituation which is the major 

weakness of the hotel industry that needs to be improved to the needs of 

the hotels of the tourist standard. Hotels in the other African countries are 

Luxor and have experienced considerable investment as a result boast an 

extensive range of accommodation to international s tandard of four and 

five stars quality. Mostly, tourists visiting the country complain about 

inadequate hotel services and facilities . 

On the same taken: 

The Researcher: In which areas of the hotel sector shows deficient of 

qualified manpowe r? 

The personnel and administration officers: Looking at the hospitality 

-iAdustry, especially the hotel sector it is to -be organized to international 

standard in their level of category. The need for highly skilled manpower 

in the hotel profession is still not at its satisf actory stage. In current 

employment a great degree of deficient area is house-keeping. The house­

keeping profession which IS part and parcel of the accommodation 

industry does not seem to be appreciated in its determinant value that 
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In like manner, another participant group from three hotel industry 

administrative and personnel offices gave their_perception of the skill 
-

qualification of their employees are explained as follows: 

The Researcher: How do you describe the skill qualification of the 

employees in the hotel area? 

The personnel and administration officers: concerning the skill training 

of the worker, the qualified workers are very limited. More than 60 percent 

of the employees are not taken formal training. In the general structure of 

the employment in the hotel branch employees acquire skills through 

experience in their stay at work. This is the situation which is the major 

weakness of the hotel industry that needs to be improved to the needs of 

the hotels of the tourist standard. Hotels in the other African countries are 

Luxor and have experienced considerable investment as a result boast an 

extensive range of accommodation to international standard of four and 

five stars quality. Mostly, tourists visiting the country complain about 

inadequate hotel services and facilities . 

On the same taken: 

The Researcher: In which areas of the hotel sector shows deficient of 

qualified manpower? 

The personnel and administration officers: Looking at the hospitality 

·iAdustry, especially the hotel sector it is to -be organized to international 

standard in their level of category. The need for highly skilled manpower 

in the hotel profession is still not at its satisfactory stage. In current 

employment a great degree of deficient area is house-keeping. The house­

keeping profession which IS part and parcel of the accommodation 

industry does not seem to be appreciated in its determinant value that 
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guests are not served in their choice of accommodation. Currently in most 

hotels of Addis Ababa, th~ room service activity is given by a single person 
- . -

on each floor of a building containing up to nine rooms. But the industry 

standard for allotment in housekeeping service is three persons per two 

rooms allowing for inherent efficiently prevailing in the section. 

On the others hand, another participant group (HOd) including the female 

respondent from the standard regulation and control division of the MCT, 

explain the major requirements to operate as official Tour-operator in 

Ethiopia as follows: -

The researcher:- What are the requirements for licensing tour operator to 

work as officially registered enterprise, and the monitoring system to 

ensure their progresses? 

PA02:- Tourist facility quality standards including the quality level of 

services as well as facilities are established at national and regional level. 

these types of standards are particularly applicable to accommodation, 

and tour and travel services. Tour and travel agencies must meet minimum 

standards of maintaining qualified staffs and being finically responsible. 

The licensing procedure is applied to ensure the minimum s tandards are 

met. It is written in blade and white, and she submitted the written 

document (refer appendix E). 

However, the major thing the private sectors tourism related enterprise 

such as tour and travel agencies are to be examined relative to their work, 

organizational structure, staffing and effectiveness. However, there seem 

little effort is made to implement the established regulation in this regard. 
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The researcher:- What needs to be done about tourism education and 

_training for the sectors to improve the supyly of skilled middle level 

manpower in tourism development program planning. 

Personnel and Administrative Officer:- The major existing problem to 

supply adequate number of middle level skilled manpower to tourism 

sectors is that the limited number of training institutes. the explosive 

growth of the touris m industry in the country raised a demand for skilled 

manpower. For these reasons that the tourism development requires 

particular supply of skilled manpower for which there mus t be appropriate 

training institute. To satisfy these skill manpower supply to the industry 

careful planning and programming is under going in cooperation with 

ministry of education TVET program department to implement specialized 

tourism training facilities in selected vocational institutes. 

Discussion of the Results 

In this part, the data that had been gathered and analyzed were 

discu ssed under there major the themes, in line with basic research 

questions formulated under statement of the problem. These maj or ideas 

of the discussion are: 

,/ Tourism activities and vision 

,/ Approach to manpowered proming 

,/ Models of strategy too integrate tourism education into TVET-

program 

The discussion of the results were integrated with reviews of 

.-J literature that includes views of scholars . 

Tourism Activities and Vision 

To assess the tourism activities that comprise in the classification of 

the sector through the data gathering instruments. Primary data were 

collected from two entities, the MeT higher officials and tourism 
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business department heads . Questioner and interview questions were 

developed . 
~ 

To substantiate the- data, unstru ctured observation a nd documentary 

analysis were a lso made. 

To this end , the higher officials from MCT respond that the tourism 

industry activities are classified into two major sectors, which a re the 

ho tel accommodation sector and, tour and travel agencies. The tourism 

business enterprises participants marked their responses to the products 

and services they provide collectively constitutes th e country's tourism 

sectors a re identified by the hotel industry and tour and travel operation . 

Similarly, the researched further examined and interpreter the data 

which were obtained through document review. Tourism industry is 

classified into two sub~sectors which includes the hote l a nd tour­

operation servIces. In evaluation of man power planning study and, 

education and tra ining program for tourism, the data gath ered from 

( participants a nd from legal documents were discussed as follows. 

Approach to manpower planning 

Sheldon, Pauline J. and check Y. Gee (1987) says successful manpower 

planning in tourism are a pproached systematically to a ll types of tourism 

related personnel at nationa l and regional levels. This planning takes in 

to account both the type of jobs and the number of people and the 

requisite tra ining to fi ll these jobs. 

Manpower planning, involves the four steps, Inskeep (1991) . 

In line with this view, the responses of the participants from tourism 

bus iness enterprises and MCT were identify the under s tated results . 

As the findings -revealed the facilities and field of services classification 

structure in most tourist hotels and in a ll tour and travel en te rprises are 

limited only to the basic ones when compared to th e globa l intern a tional 

standards. 

In both sector s of th e tourism industry, namely the tourist hotel 

accommodation and th e tour opera tion sectors, the two groups of 
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respondents replayed that there is a serious problem on the number of 

trained staff in different fields of the two ~ectors, particularly tour guide 
-

in the tour operation and house keeping in the hotel sector. 

In the same way, the two entities groups response reflected the limited 

number of the employment ratio. With respect to this in the hotel sector 

the average number of employees to hotel rooms or other types of 

accommodation units ratio is low. Also in the tour operation sector, the 

ratio of average number of employees to the annual number of tourist 

arrived is low compared to the international standard. 

In this study thc analysis a nd evaluation on the data obtained from the 

( tourism hotel business enterprises has indicated that there is h igh rate 

of turn over of employees in the hotel industry. As the data suggested 

there is high mobility of labour between the individual hotels . This 

problem was also discussed during the interviews with the hotel 

personnel department heads . They suggest that such situ ation resulted 

because the employers aggravates the employees tendency to change 

their work places frequently by competing with each other for skilled staff 

as a result vacant positions are created. The data obtained from the tour 

operation respondents indicated that 

The rate of employees turn over 111 the tour operation is that some 

employees leave their jobs for different reasons and create vacate 

positions in the a reas particularly in the tour guide field. 

According to Inskeep (1991) tourism is seasona l by nature world wide. 

That is saturation level of visitor use of destination usually is reached 

only during the peak periods of use. There fore, the peak tourist demand 

periods is considered by calculating the concentrated capacity at 

destination in time . 

The data obtained from both the entities participant, shows that on the 

tourist seasonal factor highly affect the two sectors of tourism in the 

country. Seasonality impacts on the industry negatively due to the weak 

investment of the sectors to handle the beak periods. 
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their work places frequently by competing with each other for skilled staff 

as a result vacant pos itions a re created. The data obtained from the tour 

operation respondents indicated that 

The ra te of employees turn over 111 the tour operation I S that some 

employees leave their jobs for different reasons and create vacate 

pos ition s in the areas particula rly in the tour guide field . 

According to Inskeep (1 991) tourism is seasona l by nature world wide. 

That is saturation level of visitor use of destination usually is reached 

only during the peak periods of use . There fore, the peak tourist demand 

periods is considered by calculating the concentrated capacity at 

destination in time . 

The data obtain ed from both the entities participant, shows that on the 

tourist season a l factor highly affect the two sectors of tourism in the 

country. Seasonality impacts on the industry negative ly due to the weak 

investment of the sectors to h andle the beak periods . 
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4.3.Da!a Based on Documentary Analysis 

This section deals with the analysis and interpretation of the data which 

were collected through document review. In an endeavor to inquire a 

solution for th e basic presumed problem of the study the researcher 

apply an approach to expand tourism education and tra ining program to 

prepa re adequate number of middle level m a npower 

sector. 

4.ae. The Hotel Industry 

4.3.1.1 . Accommodation Facilities 

working in the 

This section reveals the existing capacity of tourist accommodation 

through out the understated regions and their present status. 

Overall, the analysis is made on the basis of thc documentary data 

obtained form the Ministry of Culture and Tourism. This table of data 

conta ins the information, name, address, accommodation size and th eir 

present standa rd . 

According to the information collected as mentioned above , currently a 

total of three hundred seventy five hotels of tourist standard a re found in 

the nine regions and two administrative councils . From these a third of 

them are classified into the five categories which interna tiona lly accepted 

conventiona l "sign" in accordance to their presen Cstatus . 

The remaining three hundred nine hotels, becau se of their standard do 

not h ave the star s ign quality rank, however they a re rated to tourist 

standard. And the overall 375 hotels accommodate with 10 ,862 rooms 

and 15,778 beds . 
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Addis Ababa, is wit the highest ac~mmodation, where 59 hotels with 

3059 rooms and 5656 beds are found . All the only five stars two hotels 

(i.e. Sheraton and Hilton) are found in this city. In addition, the other 4 

hotels with four- stars, 9- hotels with two-star, and 3-hotels with one 

star signs are a lso found in Addis Ababa city. Moreover, in the ten 

administrative regions the hotels distribution is analyzed as follows: 

Afar-region, : accommodate 9 hotels with 174 rooms and 221 beds, but 

any of this has a star standard. 

Amhara region:46 hotels with 1,293 rooms and 2,201 beds, in which 

from these, only 3- hotels are award three star and the 

other3-hotels are at the level f one-star sign. 

Benshangul Gumez Region: there found 6-hotels with 122 rooms and 

122 beds but none of these are with the star standard. 

Dire- Dewa Administrative Council: Accommodate 10 hotels with 293 

rooms and 400beds, from which only two hotels are with 

two star standard and the other 2-hotels with the sign of 

one-star. 

Gambela- Region: only one tourist hotel with 22rooms and 44 beds with 

out standard sign of star. 

Harari Region: has 9 -hotels .with 267 rooms and 285 beds out of these 

only I-hotel has a standard of two-star and other 2 -hotels 

are at a one star standard. 
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Oromiya r~ion: a portion of 136 hotels with 3269 rooms a nd 4108 

beds . This pu8ts the region in second place n ext Addis by 

the number fo touris t hotels . From these 3-hotels have a 

sign fo two-s ta r and 4-hotels have s ta nda rd of one-s ta r 

s ign . In Oromiya region, there a re four- h otels h ave a 

s tandard of one-sta r sign . In Oromiya region , there a re 

four h otels known by the na me adama Ras,Bekel Molia, 

Lnagano Wabi-Shebelle, a nd Sodere Wa bi-Shebelle hotels 

having a number of 146, 138,1 60 and 24 1 bed s 

respectively. 

Southern People Nation and Nationalities Region: Possesses 53 hotels 

with 1073 rooms and 1226 beds . Out of which only two of 

them h ave a s tandard of two-star a nd the other 2-hotels 

having a one-star sign . 

Somali region: has 11 touris t s ta ndard hotels which 2 15 rooms and 245 

bed s but not a tta ined the standard level of the star sing. 

Tigray Region: has 35 h otels with 1075bn room s a n d 1270 beds. Out fo 

these only I -hote ls has a fou r- s ta r sta nda rd , 2 -hotel with 

three-star, 2- hote ls with a level of two-sta r a nd 4-hotel a t 

one-s ta r sta nda rd. This region ta kes the second place 

next to Addis Ababa in terms of the auxiliary facilities 

measu re h otel grading scheme the star s s ign(i .e. 9-hotels 

at he level of the s ta rs s ign) 

According to the da ta ob tained from the legal document of the minis try, 

three-hundred nine tour is t s ta ndard h otels found in th e e leven regions 

do not acquire th e standard of the conventional sign "sta r s", becau se of 
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their existing character of accommodation and lack of auxiliary facility 

services they suppose to provide 10 tourists. 

Thus, the above mentioned existing hotels and the ones to be established 

in the future should manage their effort to ensure that each the hotel 

could offers their own particular package of facilities to the extent of the 

growing scheme for standard. And establish tourist accommodation to 

meet the guests' expectation to find many auxiliary facilities, in addition, 

to the basic accommodation services. Besides, to this, regional 

a dministrative bodies and regional tourism bureau are responsible to 

boast the overall investment incentives for upgrading the tourist 

accommodation and great effort incentives for upgrading the tourist 

accommodation standard. 

It IS clear from the current conditions of the stock of hotel 

accommodation, a great effort needs to be exerted to improve and 

increase both in quality standard and quantity number of tourist 

accommoda tion to offer package of facilities to the demand of expected 

number of the international tourists' inflow visiting the country. 

In this aspect, insufficient quality and quantity of accommodation is 

magnified with poor quality services in the hospita lity sector , particularly 

outside Addis where menu are monotonous with little variety and poor 

hotel in house service together with inadequate catching and other 

services such as gym, Swana, Swimming, hair dressing rooms suits and 

shirt laundry, sport fields, banking facilities (in ability to pay with credit­

cards), etc. 
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On the su rvey of the existing employment of the tou rism in du s try, the 

a ttemp t by the investigator to review the legal document of the hotels 

- persona l depa rtments' da ta sources snows tha t d ie hotel s taffs a re 

classified in to fou r categorizes a s follows : 

Table 7: - Hotel staff can be classified in four main categories. 

Mgmt staff Dept. staff Skilled staff Low level staff 

Ma nagers - technician - bill persona l - luggage porter 

Ass . Managers - dept heads - house steward - watchman 

Dept . ma nagers - ass dep . Head -head collar m an - page boy 

- head receptions - hall porter - clear-room 

- main - motor chief - front officer Attendant 

- receptionist - hea d waiter -miscellaneous 

Head barman - hea d wine water - kitchen 

-personnel -barman - security s taff 

sta ff ma nage!' clamber 

- chief accounta nt - m aid books 

- nurse - specia l kitchen 

Worker 

Source: Wabe Shebe Hotel 

Percent of them acquired experience in their stay t work even up to 30 

years a nd 55 percen t in that of the priva tes in this regard. 

Based on the information obtained through documental a nalysis with the 

current genera l s tructural of employment shows, a deficien t area is 

hou sekeeping, which is described by the ra tios, i. e. the average number 

of employees per h otel room. From governmedt owned h otels, here in 

Addis Ababa a t the existing level of employm ent ratio is at th e average of 
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0.1 per. room. That is at average one person on the floor containing nine 

rooms. 

In the private hotels, the ratio IS at the average of 0 .2 per room. 

Compared to the industry norm, the employee per room ratio is less, 

a llowing for inherent in efficiency prevailing in the sector. Based on the 

survey of legal documents on seven government and private hotels, the 

level of edu cation of 20 percent of hotel employees are at elementary 

sch ool level (i .e. gra des 1 to 6, about 15 percent of the employees are at 

junior high school levels (i. e. grades 7 to 8) and 30% of the employees a re 

at high school level (from grades 9 to 12) . Those above grade twelve, 

certificates, a nd diploma are about 5 percent. Based on the information 

from their documents 30 percent of those employed in the industry have 

undergone some sort of on-the-job short term training (i .e . from three to 

sex months) training, a bout 50 percent of them offered at the catering 

and tourism training institute (C.T.T.I). 

Table 8: Distribution of Tourist hotels by their Standards 

No Hotels by their Hotels Rooms Beds 

standard No % No % No % 

1 Very-high standard 7 2.1 1078 9.9 1680 10.6 

2 High standa rd 59 15.7 1396 22.1 3530 

3 Medium standard 309 82 .2 7388 68.0 10568 

Total 375 100 10,862 100 15,778 

Very high stand=those Hotels with five and four star standaTd 

High s tandard= those Hotels with three, two and one star standard 

Medium Standard= tourist Hotel with out no star standard 

( 

7 1 

22.4 

67.0 

100 
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According to the documentary data of the ministry of culture and 

Tourism list of tour operators, there a re ninety nine tour operators which 

-struc tured their offices as a prImary platform for distribution tourism 

products. Considering these licensed tour operators, a ll but one (the 

NTO) are priva tely owned. Some of these tours operators are varying in 

the type of tours and the level of service standards. 

4.3.2 Tour and Travel Operation 

Based on the review of the documentary data of the MCT, from the 

existing 99 tour operators, 80 of them (80.8%) are h aving two to ten 

number of employees , eleven tour operators (11.1 %) are consisted of staff 

number between 11 to 22, and seven of the tour-operators (7.1 %) the 

number of employment from 30 to 74, only the government NTO has 178 

employees (1.0%) moreover, in this survey and evaluation some 

appreciable numbers of tour operation enterprises consist of very few 

staff, up to two persons which is less than the vehicles they possess . This 

is because , when the arrival of tourists are concentrated particularly in 

the two seasonal p eriods of the year Viz. from September to January and 

April, additional number of tour guides will be employed through 

contractual bases in the enterprises, some times even in the la rger 

enterprises, too. This is due to the seasonal n a ture of the tourisms 

industry. But, during the off tourist season, these tour guides will be 

retracted from th e work. The above mentioned tour operators who 

employ the contractual tour guides, recruited their contract worker 

based on multi-lingual proficien cy and give them some orientation. 

With regard to the employee tourist ratio, from the regulation of 

international tourism organization standard, the ratio is 1.6 employees 

per hundred tourists . The total employment in the exis tin g travel and 

tour operators is about 1, 081 (178 

private). (see appendixes ). 

in the government a nd 903 in the 

\ 
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Tables 9- Travel and Tour operators according to their number 

Tour operation Tour-operators Range of Employees 

-
- No % 

-
-

-

Group I SO SO.S 2 to 10 

Groups Il 11 11.1 11 to 22 

Groups III 7 7.1 30 to 74 

Groups IV 1 1.0 17S 

Total 99 100.0 lOS1 

Source = MeT 2006 

Group 1 = Tour operators who employ up to ten workers 

Group 2 = Tour operators who employee up to 22 workers 

Groups 3 = Tour operators who employ up to 74 workers 

Group 4 = The NTO 

There is a shortage of qualified and skilled labour in the sector. This is 

the result of the stagnant development in the expan s ion of the training 

institutes in tourism. The tourism educa tion and tra ining has not 

expanded in capacity and training facility to support the glowing tourism 

interest, it is a lmost the same as it had been for the las t fourty years. 

According to the information collected from the companies personnel 

documents of the tour operators and view of the organiza tional structure 

and per sonal files of the employees, that an average of the divis ion of the 

work force is concentra ted in the car hire service 55% in government and 

36% in the private sector. Almost 32% in government a nd 26% in the 

private sector a re further concentrated 111 m anagement and 

administration. The remaining further area of concentra tion of 

employment is in booking a nd reservation, marketing qnd tour guide . 

While the government NTO h a s 2.S percen t in tour guide a nd 2 .7 percent 

in marketing. While in the private sectors 6 .4 p~~cent are m a rketing and 

33 percent a re in tour guide. 
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The remaining number and percentage of in the priva te is for employees 

in limited number of operators involving hunting and safaris, Birds 

tourism and others permanent workers . 

Table 10: Tour operator division of work 

Division of Private Governmen tal 

Work No (%j No ala 

Car hair 497 55.1 97 54.5 

Management 289 32 54 30.3 

and Adm. 

Marketing 58 6.4 22 12.4 

booking 

Tour guide 30 33.8 5 2.8 

Others 29 3.2 - -

Total 903 100 178 100 

Source: MeT 2006 

In the division of work column, the row by the name others under private 

to represent for limited number of tour operators involving in hunting 

and safaris , working outside Addis Ababa. 

In the case of educational status of employees, that in the private sector 

over 26 percent are of college level employees, about 39 percent are 

about high school level and 35 percent of the employees are at junior 

high school level where as in the governmental NTO about 8 percent of 

the employees are Bachelor-holders, 11 percent of the employees are 

college diploma, 17 percent 0 the employees from junior high school to 

elementary. 

",-. 

Both in the government and in the private sectors most of tour guide 

employees h ave taken on the job short and medium term training of 3 to 

6 moths in CIT!. In language proficiency, tour guides in the private 
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sector nearly 90 percent of them speak English, 9 percent French and 

one percent 9 _erma n . Qn the other hand in the public ~nterprise NTO 

a bout' 12 percent of the -employees speak English and all the fiye tour­

guides can speak English none of them speak other foreign language but 

one tour guide speaks Swahili because he had learned in Kenya. In case, 

when tourists who speak other than English language come to get their 

service, contract workers will be employed accordingly, to give services to 

the touris ts. 

Foreign tourist inflow started during the period of Emperor Haile Selasse 

regime 1962. It was the time a year after the establishment of the first 

touris t office in the history of Ethiopia ha d been em erged , 196 1 (Ayalew, 

1992) based on the data gathered from the former Ethiopia tourism 

organization (ETO) number of interna tional tourists vis ited Ethiopia since 

the birth of the tourism industry had shown increment except in the 

serious of years interna l and boarder political conflict wars the country 

had faced revolt which was genera l following red-teror of the Oerge regim 

(1 974) a nd that of Ethio-Eritrea boarder conflict (1997: 2000). 

According to (Ayalew, 1992:47) interna tional tourist inflow was highest; 

at 12.4 percent compound a nnual rate of growth in the year between 

1962 and 1974. Following a year after the over -throw of the emperor 

regime in 1974 the number of interna tional tourist inflow was reduced by 

40 percent (from 50,220 to 30,640) . The a bsolute withdrawal of 

in timation visitors could be felt particularly in 1977 for this years was 

the mos t grave time when Ethiopia international situation reached the 

worst stage. 

International touris t flow was lowest during the seventeen-year of the 

Oerge regime, at 3 .0 percen t compound annual rate in the year between 

1974 and 199 1. 
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According to statis tical data obtained from Ethiopian tourism 

commission, with the introduction of free-market economic system, since 

1991 in improved conditions for international tourist flow led to a steady 

growth in the number of international tourist visiting Ethiopia. The 

compounds annual growth in international touris t inflow increased by 

6.3 percent compound annual rate of growth in six-years following the 

fall of the derge regime 1991. The period during the boarder conflict with 

Eritrea international tourist flows slowdown by 20 percent (i. e. from 144, 

732 to 90,847) in the year 1977 to 2000. 

Based on the documentary analysis of executive summary of Ethiopian 

tourism commission (2001), international tourist inflow during the years 

of Ethio-Eritrea conflict, despite an over all decline , vacation tourists 

were not a ffected by that condition in which their interest relate directly 

to tourist a ttractions, but this is not due to the promotional efforts, 

availability or tourism infrastructure and facilita tion . In this category of 

international tourists record reveals an actual growth of almost eleven 

percent during this period. 

Conference and business tourist were, however, greatly a ffected by 

conflict as this category of tourists highly sensitive to travel advisory 

given by tourist generating countries. Conference participa nts essentially 

come to Ethiopia not because of promotional efforts, but following 

conferences OAU, ECA and other governmental and non-governmental 

institutions organized in Ethiopia. Since, the conference organizers at the 

Bole international Airport observed facilitation ~oblems at the Airport, 

and face to the time taking conditions of the security inspection and visa 

processes, the Ethiopian residing abroad have also been coming in 
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Examining certain aspects of the tourism demand in so far, as they affect 

the touri :~m industry in th e country , the a na lysis of the da ta indicates 

th e growi~g proportlon of the interna tional tourist dema nd . 

4.4 The Future Manpower Projection and Training Needs 

4.4. 1 The Hotel Industry Manpower Projection 

Based on, a manning level of 1.2. Employees per room and cons idering 

th e projected additiona l 3,000 beds required, by the year 20 12, a total 

additional beds assuming 75% of s ingle and 25% double bed rooms i. e ., 

375 rooms of double bed and 2250 rooms of sin gle bed or a total of 2,625 

rooms. The estimated average annual additional rooms required between 

years 2007 a nd 2012 would be 525, a net annual increase in manpower 

of 630 over the five-year period. 

Based on a manning level of 1.2 per room and on the basis of 

interna tional standards of 15 percent middle level m a nagement s taffing, 

th e training requirement for middle level college diploma would be 126 

persons per year. 

This training need in the hotel indus try is required to ensure the hotel 

s tandard of international s ta tus and worthy of the country potentia l in 

interna tiona l tourism. 

Taking into account both present and future training n eed for personnel 

currently employed (up grading) and prepa ring pe rsonnel to· enter new 

jobs in the industry (per-employment), the tota l m a npower training need 

of the hotel indus try a t the middle management level would add up to 

200 person s per year. 
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4.4.2. Travel Agencies and Tour - Operations Manpower Projection 

As part of a n integrated tourFsm planning projects, the future manpower ..:::: 

needs of travel agencies and tour operation services are projected to the 

same vision, policy and strategy projected to the same vision, policy and 

strategy plan to coordina tion and proactively building capacity to the 

development of tourism. 

According to the common technique established to interna tional 

standard regulation by UN, World Tourism Orga nizations (UN WTO) 

relating to the ration of ma npower to international tourism handled at 

given annual period, rated as ' 1.6 employees per hundred tourists. Based 

on, the review of the ministry of culture and tourism legal document on 

the lis t of the total employment, in the recent licensed tour operators and 

in the statistical da ta of the number of tourist arrival, there is a real gap 

between the supply and demand. 

Thus, the future manpower projection are to be related to the expected 

number of tourists arrival together with the present measure to a djust 

the gap, a long with other new tourism projects being planned. 

In this regard, the classification of manpower projection includes the 

major category of tour and travel operation, tour-guide with the number 

of persons required . 

Based on such relationships, the estimated total manpower requirement 

in tour and travel operation currently would be about 3, 900 more than 

three times as much as the existing total of 1,081 persons to facilitate 

the operation service in modern way to the extent the existing tourism 

demand. Besides, taking into account the employees turnover that c reate 

vacant positions, which must be occupied by new personnel to keep the 

sector services operating at full scope. 
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According to the international formula, the existing labor force needs to 

incrflase to 6,600 skilled labor forces in the five y~s, by 2012 and to 10, 

120 labour forces by the year 2017. 

Based on the current employment structure, tour and travel operators by 

their job divisions (management, marketing, booking and tour-guides), 

the total training needs over the five-year period to be increased by 5520 

skilled persons. ~. 

To distribute this projection of manpower in the sector, for its success on 

human resource, an estimated training need is to be translated to 1,100 

persons per year. This may enable the tour operation to cope with the 

projected increased need for trained manpower with reference to the 

projected growth of the tourism industry. 
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Chapter Five 

5. Summary, Conclusions and Recommendations. 

[n the last part, chapter five deals with the summary, conclu s ion s and 

recommendations. In this section, first, brief summary on the general 

study and the major findings a re presented. Second, conclusions of the 

fundamental findings a re made lastly; some possible recommenda tions 

a re given on the bases of the major findings of the study . 

5.1 Summary 

As stated the mam purpose of the study was to assess the need to 

integrate tourism edu cation and t raining in to TVET program a nd 

manpower planning for tourism development in Ethiopia. 

Pa rticularly, the s pecific objectives of the s tudy were to: 

~ Survey and a n a lysis of th e existing number of trained manpower in 

the tourism industry. 

~ To identify the ch a rac teristics of tourism demand to visit the 

country. 

~ To evalu ate the fac tors that determine th e future projection of 

manpower needs in the tourism industry. 

~ To investigate the needs TVET program to m eet middle level 

manpower requirement of the tourism industry, which could 

contribute, to the growth of the national economy. 

To m eet these objectives the following research questions were raised: 

>- What are the existing m anpower profiles working in the tourism 

industry of the coun try? 
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~ What factors determine the coun try's manpower pla nning 

a pproa ch for tourism development in Ethiopia? 

~ What are the pressmg demands for trained man power m th e 

tourism industry of the country? 

~ What factors determine the future projection m a npower 

requirement in the tourism industry? 

~ What modes of s trategies decide the integration of tourism 

education and tra ining into TVET program? 

To gath er data on the topic, the study was conducted in two entities, the 

first entity includes government officia l working in ministry of culture 

and Tourism a nd th e second includes tourism bus iness communities of 

both priva te and public tour operators and tourist hotels . 

From a ll respondents that data were mainly gath ered through 

questionna ire and interview. Also to substantiate the instrument 

docum ent analysis was m ade. 

The da ta obtained through the mentioned instruments were a na lyzed, 

through frequency counts, percentage, mean valu es and grand mean 

valu e ranking techniques . 

Da ta based on documentary review of the sectors profile were analyzed 

by comparing it with the in te rnational standard 

Major findings 

The analysis of the data disclosed that the tourism indus try is class ifi ed 

in two major sectors, na mely th e hotel a nd tour operation sectors . 
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The study group s u ggested thatcthe problem s faced the enterprises a re, =-

the lack of trained manpower in the section s, on the other ha nd, they 

tried to give their remedial suggestion that the high employees turn over 

had created vacant positions and resulting the employees ratio to the 

places in the sector to be low. 

As a result of the data a nalysis, the training progra m courses structure 

of the existing institutes are respond high to the sam e industry needs, 

the problem the shortage of adequate number of tra ined manpower 

resulted from the limited annual intake capacity of the ins titutes to 

h andle the estima ted number of tra inees to the requirement of the 

industry. 

5.2 Conclusions: 

Based on the findings, though the country possesses enormous tourism 

potentia l as wcll a s identifies high tourists demand visiting the coun try 

the study found that th e tourism indus try faced poor standard of 

accommodation a nd services for tourists. 

Despite the rich tourist d estinations and high tourist demand the service 

provided such as tour operators and hotels present standards in serving 

the tourism industry are weak. 

One of the mos t importa nt findings from the study was n oted that there 

is limited number of tourism training institutes to supply a dequate 

number a nd type of trained m anpower to the extent of the need of the 

tourism industry of the country . Consequently, the existing 

cha racteristics of em ploym ent in the tourism industry indica ted that , 

there is high scarcity of tra ined m anpower in the entire sector of the 

industry. 
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TI~ findings results that the survey oL the pa-s te a nd present tourists' 

a rriva ls was importa nt impute for that a nalysis a nd for case the future 

tourists de ma nd to the country. 

5.3 Recommendation 
The resea rch er strongly recommends that there is a shorta ge of qualified 

and ski lled labor in the entire tourism sector. This is the result of a 

shortage of tra ining institutions in the country. For a comprehens ive 

manpower planning, s tudies have to be prepared to achieve systematic 

formulation of the education and training program to prepare the 

requi red type and number of personnel in tourism, includ ing up grading 

training needed to th e present employees . The tourism training 

institution s hould be developed or upgraded through conducting specific 

feasibili ty study for establishing such institutions as a separate project. 

Furmula ting the education and tra ining program requires first a job 

desc ription and correspond ing employee's description and corresponding 

e mployee 's qualifications for each of the job cla ssification including 

la n guage capability. Establi shment of tourism training institution IS a 

necessary issue , which requires considerable financial investment a nd 

expertise. It is the government a nd the private sectors, especially the 

hotels travel a nd tour perorations, jointly fund s th e training institutions 

in order to meet the finan cial requiremen ts. Nevertheless from the 

present economic status o f th e country, the esta b li shme n t of the touri sm 

training institutions is n ot a n easy task, in this regard the progres sing 

TVET program is highly recommended that it could further respond in 

developing adequ a te organization to train and prepare the required 

number a nd type of personne l to the tourism resources of Ethiopian's 
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tourism industry are not s trong enough 111 foreign 

professional ski lls. 

language and 

Among 10,000 d irect employees in the hotel accommodation tourism 

industry, 10% of them have under gone full skill training, a nd a mong 

n early 100 tourist guides, less than 30% have been granted professiona l 

cards which ensure their tour ism-related qua lifications. The prevailing 

condition s of the Ethiopia n tourism industry certainly give testimony, 

which a great effort need s to be exerted to improve the skills level and 

standard of human resources in tourism. Moreover great emphasis is to 

be made that would require to implement the development of a 

systematic training program for those entering the sector and for the 

existing personnel working in tourism through the establi shment TVET 

institutes to m eet, the modern international tourism s tandard. The 

upcoming vocational training institutes at the tertiary level of education 

are further recommended to response to the diploma courses to fulfi ll in 

this regard. 

Th e proj ec tion of the future manpower and the corresponding tra ining 

need of the Ethiopian tourism industry, on annual tra ining requirements 

are based on the future projection to the accommodation and tour and 

travel operation for s trategic tourism development plan. As recognizing, 

the existing cou rse s tructures at CTTI a re reflective to the international 

standard of the indus try needs , except that the constra ints a re intake 

capacity. However, the volume in the institutes' accommodation capacity 

to the training n eeds is not expanded since the time of its es ta blishment. 

The ch aracteristics a nd attitudes of tourist arrivals , including by 

different purpose ascer tained the extent possible purpose of visit, which 

includes the categories of holiday, business, officia l mission (conference), 
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vis iting re latives, etc. This is cha racteris tics is importa nt as facility 

planning inputs. ~ 

Minimum standards were established for hotels and other types of 

accommodation , based on the size of rooms, provis ion of ancillary 

facilitie s, and other factors source as public health a nd sanita tion 

standard. The whole licensing procedures must be applied to ensure that 

the accommodation meets these minimum standards. 

It is desirable tha t incentive should be given to hoteliers to up grade their 

establishments to the next quality category. A hotel classification system 

needs to be carefully and objectively administered with periodic re 

inspection made to hotels in determining if they should remain in the 

same category or be shifted to a higher or lower one with time period. The 

tourism bureau and regional administrative officia ls h ave to a pply 

system s of designating the acceptable establishments as to meet the 

standard a nd become officia lly approved tourist hote ls . 

Taking into accoun t th e planning period involved in implementing the 

tourism proj ect and given the supply of manpower n eed in relation to the 

growing internationa l tourist inflows as a n extrapolate measure would be 

of the utmost importa n t. 

Thus, an importa nt consideration of s ignifica nt to the TVET-program 

institute will be promisin g and responsive to the specified s ta ndard 

quali ty a nd number of trainee's enrolment in optimum operation. 

The measure tha t would make to involvement of tourism education and 

training into TVET-institute could keep th e projection of manpower and 

tra ining need s a nd s upport that accommoda tion tourism industry 

operation to satisfy prescribed in ternational s tandard of se rv ice. 
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Tour a nd Trave l agen.fles must also meet minimum standards of 

maintaining qualified staffs and being fina ncially res pon s ible. A licen sing 

procedure should be applied to en sure the m inimum s tandards are 

m eeting. Often, bonding or some other form of financial guarantee is 

required to make certain that the agency h as sufficient financia l 

resources and will not suddenly bankrupt, leaving tourist standa rd as 

has happen ed in some of the agen cies . Tour operator quality standards 

should include tour buses, four-wheel drive vehicles and that they a re to 

be insured a nd operate in safe condition and those drivers are properly 

licensed and sufficiently skilled a nd m ora lly mannered. 

Tour and Travel operators should be inspected that they a re s trictly 

obeyed to the establish ed consumer protection legislation for tourists, 

which include that these agencies are in a position to describe the tours 

that they are selling a nd clearly state the tour pricing to keep safe 

tourists from dissatisfaction. 

Tour guides should take th e proper training and licensed only when they 

h ave passes an examination given by the tourism offices , to ensure that 

they are minimally qualified to work as guides. Moreover, unlicensed a nd 

illegal tour guides and tour operators must totally be stopped and find 

ways of skills training a s to take legal recognition after they a re given 

proper training officially. 

Giving space for fur ther investigation on the oth er co mpon ents as input 

of tourism development problema tic issue, the investigator wishes to see 

by other stud ies . 

86 



References 

Arthur D. Little (1968) A Plan for Developing Tourism in Ethiopia. Vol. I 

Addis Ababa. 

Atchoarena D.and Delluc(2002).Revisiting Technical and Vocational 

Education in Sub- Saharan Africa. Paris, the UNESCO 

Ayalew Sisay (1992). Tourism in Ethiopia. ETC: A.A. Ethiopia . 

Best. J.w. a nd Ka hn J.V. (1999). Research in Education. Prentice Hall of 

India: New Delhi. 

CTTI (2004) Information About the Institute: CTTI Library Press: Addis 

Ababa . 

Curilla M. (1987) Regional Tourism Development Program 111 Ethiopia. 

ETC Planning Service: Addis Ababa. 

ESCWA (2001) . Challenges and Opportunities of World Trade 

Organization on Services. 

Ethiopian Tourism Commission (2001) Catering and Tourism Training 

Ins ti tu te: Model Hotel Project. ETC Planning Service: Addis 

Ababa. 

Evans R. N. (1971). Foundation of Vocational Educational. Charles B.C. 

Merril Publishing Company: Ohio. 

Gachtel, B.A. (1983) . Emotional, Behavioral and p sychological effects of 

Chronic Stress. 

Dalen D.B Van (1979) understanding Educational research 

Mc GRA W- HILL Book Company. 

Kabore J. (1994) Education, Training and Employment in Burkina Faso. 

Ministly of Education and Fine Arts (1973). 

Technical and Vocational Education Hard Book Addis Ababa. 

Okaka P. (1994) Technical and vocational education in Kenya, Nairobi 

Robinson H. Silled (1976) A Geography of Tourism, Macdonald and Evans 

limited, Great Britain. 

87 



Gee, C .Y. (1987). Training Needs Assessment in the Travel Indus try. 

- Annals of Tourism Research. Van No straird Reinhold: New 

York. 

Girma Zewdie, etal (1990). Training and Placement of Vocational Teachers 

in Ethiopia. Addis Ababa University (unpublis h ed). 

IANUS (1967) Ethiopian Tourism Development Plan . ETC: Addis Ababa. 

Inskeep .E.(1991). Planning: An integrated and Sustainable Development 

Approach. Van NostFand Reinhold: New York. 

Kerre, B. W. (1994). Technical and Vocational Education in Africa. Dakar. 

Lea J. (1988) Tourism and Development in the Third World. Richard Clay 

Ltd : Suffolk. 

Luujjio, E.( 1993). Cooperation between Technical and Vocational 

Education Institutions and Enterprises. Nairobi. 

Manyindo, B.( 1993 ).Policy and Legislation for TVET to enhance 

cooperation with the world of work. 

Matthew H. G. (1978) International Tourism: A politica l and Social 

Analysis . Schenkman Publishing Company: Cambridge. 

Mohammed Zulfikar (1998) . Introduction to Tourism and Hotel Industry 

vikas Publishing House PVT LTD: New Delhi, India . 

Munets i, N.N. (1994) . Technical and Vocational System in Zimbabwe. 

Negatwa Teklehaimanot(1 989). Evaluating the effectiveness of Curriculum 

Materials of Vocational Courses. Hundder a nd F. reId 

(unpublished) 

Sheldont, Pa uline, J .S .( 1989). "Profes siona lism 111 Tourism and 

hospita li ty." Annals of Tourism Research. 

Shaw G. And Williams M.3rd ed (1995) Tourism and Economic 

development Western European Experience . London printer 

publisher. 

Tchombe, T.M.(19 94 ).Access of Girls of Basic Education in Cameroon. 

Education o f women in Africa. 

88 



Teklhaimanot Hai lesalassie (2002). Misconceptions on TVET in Ethiopia: 

Institute of EducatioQ.al Research. AAU Press. 

Teshome G. Wagaw (1 979). Education in Ethiopia. Ann. Arbor: The 

Univers ity of Michiga n Press. 

Tour-Consult Internationa l (1995) Regional Tourism Development Plan 

for North, West and East Ethiopia. Roma. 

UNESCO (19 76) The Effects of Tourism on socia l cultural values". Anna ls 

of Tourism Research. 

UNESCO (1990). Education, Employment and Work. Paris 

Va n Da len, 0 .8 . (1979). Understanding Educational Research. McGraw 

HILL Book Company: New York. 

World 8ank(1991). Vocational and Technical Education and Training. 

Washington D.C. 

World Tourism Organization (1993) Sustainable Tourism Development: 

A Guide for local planners, Tourism and Environmental 

Publica tions: Ma drid . 

WTo (1999) Commission of th e European Union, Interna tional Monetary 

Fund, Organization for Economic Cooperation and 

Developmen t, United Nations, and World Trade Organization 

Manual on Statistics of Interna tional Trade in serVice , 

provisional draft, 

---- -- ----- ----- .(2006) Compendium of Touris m Statis tics Data 2002-2004, 

Published World Tourism Organizations . 

89 



References 

Arthur D. Little (1968) A Plan for Developing Tourism in Ethiopia. Vol. I 

Addis Ababa. 

Atchoarena D.and Delluc(2002).Revisiting Technical and Vocational 

Education in Sub- Saharan Africa. Paris, the UNESCO 

Ayalew Sisay (1992). Tourism in Ethiopia. ETC: A.A. Ethiopia. 

Best. J.w. and Kahn J.V. (1999). Research in Education. Prentice Hall of 

India: New Delhi. 

CTTI (2004) Information About the Institute: CTTI Library Press Addis 

Ababa. 

Curilla M. (1 987) Regional Tourism Development Program m Ethiopia. 

ETC Planning Service: Addis Ababa. 

Dalen D.B Van (1979) understanding Educational research 

ESCW A (2001). Challenges and Opportunities of World Trade Organization 

on Services. 

Ethiopian Tourism Commission (2001) Catering and Tourism Training 

In s titute: Model Hotel Project. ETC Planning Service: Addis 

Ababa. 

Evans R. N. (1971). Foundation of Vocational Educational. Charles B.C. 

Merril Publishing Company: Ohio. 

Gachtel, B .A. (1983). Emotional, Behavioral and psychological effects of 

. 
Chronic Stress. 

Gee, C.Y. (1987) . Training Needs Assessment in the Travel Industry. 

Annals of Tourism Research . Van No strand Reinhold: New 

York. 

Girma Zewdie, etal (1990). Training and Placement of Vocational Teachers 

in Ethiopia. Addis Ababa University (unpublis h ed). 

IANUS (1967) Ethiopian Tourism Development Plan. ETC: Addis Ababa. 

87 



Inskeep .E.(1991). Planning: An integrated and Sustainable Development 

Approach. Van NostFand Reinhold: New York. 

Kabore J. (1994) Education, Training and Employment in Burkina Faso. 

Kerre, B. W. (1 994) . Technical and Vocational Education in Africa. Da ka r. 

Lea J. (1988) Touris m and Development in the Third World. Richard Clay 

Ltd: Suffolk. 

Luujj io, E. (1993). Cooperation between Technical and Vocational 

Education Ins titutions and Enterprises . Nairobi . 

Ma nyindo, B.(1993).Policy and Legislation for 

cooperation with the world of work. 

TVET to enhance 

Matthew H. G. (1978) Interna tional Tourism: A political and Socia l 

Analysis. Schenkman Publis hing Compa ny: Cambridge . 

Mc GRA W- HILL Book Company. 

Ministry of Edu cation and Fine Arts (1973). 

Mohammed Zulfikar (1998). Introduction to Tourism and Hotel Industry 

vikas Publishing House PVT LTD: New Delhi, India. 

Munetsi, N.N. (1 994). Technical and Vocational Sys tem in Zimbabwe. 

Negatwa Tekleha imanot(1989). Evaluating the effectiveness of Curricu lum 

Materials of Vocational Courses. Hundder a nd F. reid 

(unpublished) 

Okaka P. (1994) Technical and vocational education in Kenya, Nairobi 

Published World Tourism Organizations. 

Robinson H. Slhed (1976) A Geography of Tourism, Macdonald and Evans 

limited, Great Britain. 

Shaw G. And Williams M.3 rd ed (1995) Touris m and Economic 

development Western European Experience . London printer 

publisher. 

Sh eldont, Pa uline , J.S.(1989). "Professionalis m m Tourism and 

h ospitality." Annals of Touris m Research. 

Tchombe, T.M .(1 994).Access of Girls of Basic Education In Cameroon. 

Education of women in Africa. 

Technical and Vocational Education Hard Book Addis Ababa. 

88 



Teklhaima~Hailesalassie (2002). Misconceptions on TVET in Ethiopia: 

Institute of Educational Research . AAU Press . 
. 

Teshome G. Wagaw (1979). Education in Ethiopia. Ann. Arbor: The 

University of Michigan Press. 

Tour-Consult Interna tional (1995) Regional Tourism Development Plan 

for North, West and East Ethiopia . Roma. 

UNESCO (1976) The Effects of Tourism on social cultura l values". Annals 

of Tourism Research. 

UNESCO (1990). Education, Employment and Work. Paris 

Van Dalen, D.B. (1979).Understanding Educational Research. McGraw 

HILL Book Company: New York. 

World Bank (1991). Vocational and Technical Education and Training. 

Washington D.C. 

World Tourism Organization (1993) Sustainable Tourism Development: 

A Guide for local planners, Tourism and Environmental 

Publications: Madrid. 

------------- (1999) Commission of the European Union , International 

Monetary Fund, Organization for Economic Cooperation and 

Development, United Nations, and World Trade Organization 

Manual on Statistics of International Trade 
. . 
In servIce, 

provisional draft, 

------------- (2006) Compendium of Tourism Statistics Data 2002-2004, 

Published World Tourism Organizations. 

89 

I 
I 
I 
I 



- ------~. 

Addis Ababa University 

School of Graduate Studies 

Department of Business Education 

Dear Respondents 

This s urvey questionnaire is design ed to collect data for m asters'. Thesis 

on "Th e impact of Integratin g Tourism Ca reer Education in TVET­

program a nd tourism m anpower pla nning"; for touris m d evelopment 

"Gonda r and Axum s ites" 

Hoping that you a re fully aware of th e case in your pos ition and your 

genuine a nd honest responses a re of grea t value for the s uccess of the 

study. All the informatio n you give wi ll be kept confidentia l. 

Note: 

:r No need of writing your name 

r For items having a lternative answe rs please, encircle the le tters 

(possible to have more than one answer. 

,. Please use "x" m ark wh ere accordingly 

., You can put your opini on in th e space available for more a d ditional 

ones use back pages 

Thank youl 

10 



-
Questionnaire for Business Community 

Part One: Personal Profile 

1. Sex 

2. Age-range 

A. Male 0 

A. 20-25 0 

C.31-350 

B. Fema le 0 

B. 26-300 

D. 36-400 

E. 40 years and above 0 

3. What is your educational status and respective year of servIce In 

tourism sector? 

Academic: -

Qualification Year of service in tourism 

1-5 6-10 11-15 16-20 above 20 

A. Diploma 0 0 CJ 0 0 

B. BA/B.SC. 0 0 CJ 0 0 

C. M.A/M.SC. 0 0 CJ 0 0 

D. Ph.D. 0 0 CJ 0 0 

E. If other , please specify 

4. What is the relation of your field of specialization with tourism? 

A. Direct _ _ _ B. Indirect __ _ C No relation 

Part Two: General Questions 

5. What is the type of tourism business your enterprise involved? 

A. Tourist-o rien ted hotel 

B. Tour and travel operation 

C. tourist a ttrac tion operation (nalure parks, arc haeological and 

hi s toric placed) 

D. if nay other (please spec ify) 



Questionnaire to be filled by Hoteliers 

1. How do you rate s tandard of your h ote l do you r hotel ac tivities com prised 

a typ ical tou rist h ote l s ta n dard in view of a ttrac ting tourists as guest? 

a. Excellen t b. very good c. good d. Average e . be low Ave rage 

2. Th e rate o f o rganizational structure class ification of your hote l? 

a . Exce lle n t b. very good c . good d. Average e . below Average 

3. The numbe r of your employs with res pect to the general employment 

structu re o f h ote l sta ndard? 

a. Excellent b. very good c . good d . Average e. below Average 

4. The profe ssion a l qu a lification s patte m of e m p loyees in the diffe rent Hotel 

sect ions? 

a. Excelle nt b. very good c . good d. Ave rage e. below Average 

5 . . What is t h e extent of em p loyees per room ratio as a s tandard measu re 

o f the hote l supply? 

a . Exce llent b. very good c . good d. Average e. be low Ave ra ge 

6. The rate of tu m -ove r of th e employees in th e you r hotel? 

a. Very high b. High c . good d. Average e . be low Average 

7 . The exte n t o f prevai li ng attitu des of employees towards th e ir work in the 

seC l ions? 

a. Exce llent b . very good c. good d . Avc rage e . be low Ave ra ge 

8. How is your bus iness a ffected by th e seasonal factor? 

a. Ve J-Y h igh b. High c. good d . Average e . be low Ave rage 

9 Rate to proj ec t th e future ma npower needs o f you r hote l? 

a. Ve ry high b. High c . good d . Average e . below Average 



10 . How do you judge the training program of the existing h otel a n d tourism 

training institutions? 

a. Exce llent b. very good c. good d. Average e. below Average 

11. How do you rate the a nnual current in take capacity of the existing 

hotel a nd touris m tra ining institu tions ? 

a. Exce llen t b . very good c. good d. Average e. be low Average 

THANK YOUl 



~.- -- -

Addis Ababa University 

School of Graduate Studies 

Department of Business Education 

Dear Respondents 

Th is survey questionnaire is designed to collect data for masters'. Thesis 

on "The impact of Integrating Tourism Career Education in TVET­

program and tourism manpower planning"; for tourism development 

"Gondar and Axum sites" 

Hoping that you a re fully aware of the case in your position and your 

genuine and honest responses are of great value for the success of the 

study. All the information you give will be kept confidential. 

Note: 

>- No need of writing your name 

>- For items having a lternative answer s please, encircle the letters 

(possible to have more than one answer. 

>- Please use "x" mark where accordingly 

>- You can put your opinion in the space available for more additional 

ones use back pages 

Tha nk you! 

10 
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Questionnaire for Business Community 

, 
Part One: Personal Profile 

1. Sex 

2. Age-range 

A. Male 0 

A. 20-25 0 

C.31-350 

B. Female 0 

B. 26-300 

D. 36-40 0 

E. 40 years and above 0 

3. What is your educational status and respective year of servIce In 

tourism sector? 

Academic: -

Qualification Year of service in tourism 

1-5 6-10 11-15 16-20 above 20 

A. Diploma 0 0 0 0 0 
B. B.A/B.SC. 0 0 0 0 0 

C. M.A/M.SC. 0 0 0 0 0 

D. Ph .D. 0 0 0 0 0 

E. If other, please specify 

4. What is the rela tion of your field of specialization with tourism? 

A. Direct ___ _ B. Indirect _ _ _ C. No relation 

Part Two: General Questions 

5. What is the type of tourism business your enterprise involved? 

A. Tourist-oriented hotel 

B. Tour and travel operation 

C. tourist attraction operation (nature parks, archaeological and 

historic placed) 

D. if nay other (please specify) ________ _ 



-. 

Question.oaife to be filled by Tour operator Department Heads 

I, How do you rate 4le activities comprised in the )10m enterprise to the international 

standard? 

a. Excellent . b. Very good c. Good d . Average e. below average 

'J, . The extent of cias\i fkation of the organizational -employment structure in your tOWl 

operation? 

a. Excellent b. Very good c. Good d. Average e. below average 

:1. The number of yOur employees compared to the e mployment structure standard? , 

a. Very high f,. High C. Good d. Average e. below average 

4. How do you ~~ the extent of skill qualifica:ion of the employees to the patt~m 
of standard? 

a. Very high b Iligh C. Good d. Average e. below average 

5. How do you deseJibc the extent of nwnber of em.ployees to average .tourist received 

ratio per year? 

a. Very high b. High C. Good d. Average e. below average 

6. How do you descli he the rate of the employees turn over in your enterprise? 

a. Very high b IIIgh c.' Good d. Average e. below average 

7. How do you desclihe the impact of seasonal facD r in the enterprise? 

a. Very high b'!ligh C. Good d. Average e. below averags; 

8. Ho'\' do you descril ,c the training course program ,of the existing hotel and touri sm 

training institutions I 

a. Excellent I;. Very good c. Good d. Average e. below average 

9. How do you rate the "vcrage intake capacity o f the =xis!ing hotel and tourism 

ins!i tutions? 

a. ExcellenL b Very good c . Good d. Average e. below average 

-. 



Interview Questions to MeT Higher Officials 
1. How do you feel Ethiopian's vision for tourism? 
2 . What forces under pinning the demand for the rehabilitation of 

Touri sm Training Institute? 

3. How do you assess the present number and type or standard of 
qualification of employees in the tourism public and private 
sectors? 

4. What are the basic requirements for making the projection of 
manpower n eeds in the sector? 

:" . Wh a t Are th e :-eq uiro· ll1ell lS fur licc:nsing LOur oper-aLOrs to work a.> 
officia lly registered enterprise, and the monitoring system to 
ensure their progress? 

6. What needs to be done about tourism education and training for 
the sectors to improve the supply of s killed middle level man power 
in tourism d evelopment program planning? 

Interview Questions to Tourism Business 

community 

1. Who a re your main customers and how do you contact them 
to provide the tour services? 

2 . Does your tour operation service affected by seasonal factor 
and to what extent it affects the employment? 

3 . How do you describe the skill qualification of the employees 
in the hotel area? 

4. [n which areas of the hotel sector s hows deficient o r qualified 
manpower? 

- - ---

\ 

\ 
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Name of H ot els 

, No,of i No.of Postal 
City Rooms Beds Tel.No. Address Fa x No. E · Ma il Rema rks -- i Ad dis 14 I 14 0 111 117654 2211 2 

" , 
.--..1 Ab aba 

. .l._~ 43 01 1 4664777 
.. 

j .. 24 26 a ll 4340932 101 968 

; S.N 

I' 57 

I" , 59 

Arose Holel 

O mcdla Hotel 
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HOTEL IN AFAR 

I 
. -----

NO.of No.of 
J Nan l C o f Hotels 

I Aj;p Gc 

i Region C ity Room s Bed s 

2 

3 

4 

5 

6 

7 

8 

9 

~nc- r·io teT 
- -_. 
A marc H o te l 

----
Awas h 

j Bas ha 

I s;;i1(;'--

l o tc l 

Kcr c yu H o t e l 

lema ! Hote l 

Tana H o tel 

cwane Mo l el Tota l G 

Woll e g a H o tel 

I 
i A fa r , ---; .. 
I 

1 .. , 
I .. 
I , .. 

--f .. 
.. 

" 

" 

____ _ L 

-- r 
Name o f Ho t C! l s I ~c9io n "L_ 

A mba Ras Hote l i . ~ mh;ua I 
! ~mbasse l H ote l l " I 

J I A s hiton Ho tel i - " ! 

Gewanc 12 21 
Aysa ita 10 10 
Awash 16 16 

- .. 13 13 
.. 19 38 

Ay s aita 12 12 
Awas h 15 15 

Gewane 62 81 
Awas h 15 15 

Hotels In Amhara Reg ion 

·-----N·o .o f 

_ C i!y. Rooms 
Dessi e 20 

la libel a 
25 
17 
12 

No.o f 
Beds 

25 
45 
27 
16 

Tel.N o. 
1128 20 
111 11 5 

REGION 

Pos tal 
Te l.N o. A ddress Fax No. 

12 
55011 9 99 

8 
89 

550080 93 
93 " " 

16 
62 

- P osia"'L----,,------ --- -----.--- - ­

Address Fa x No. Rem arks 

~~~~n:~r7: ~~7c' I ! Gorq o ra 

, 7 I ~~~~:~~h;~~ , c,~~ -c~.~.~-------i;~!-----o.B~G~,":~":~.:~d~on'~~:~~,~-~~-~-1--~-~-=~~!J~~~~1~~~J:J~~~~1~~~~;~~~g4~:~:~~[:!E~~1~~~~~!8~8!'~~~~~1~~~~~~j~~~~~~j~~~~~E~~~~ 
I E t hio Sta rHOt"cl - - I ::- --- i---" :,,--: .. ,---=c"'---i--2~7;---J-~32~-I-~20;ic2;;0~2",6-+--'8'3-'1 - -+-------,----+-------,---- _1 

9 [ 'F asTka Ho tc l I " DC5s ie 34 34 112930 
10 i Fo ycraHo le l ----~,, ----i--,G~o~d~n~d~'~'--~---,~,C---r--c2~2C---r-~,~,io~4~0~5---r------------~------------_t--------_i 

11-1' -G-:.nel HOle l, __ _____ i ____ ,'~' __ _Ir-0""Cb:::.:'C~T~'~b~O~' _t--~'~6,_______t--____i'~7--___t--,'~' 0~'~9~9;___I--------'2~6'-----____ +---___ ----'----' __ +"'=:..::-:---1 
12 G h io n HOlel I " Ba hir Oar 30 60 200 323 One Star 
13 1 Go h-a H-Olel- _. - . - - i- -----1- ~~G~O"'~' d~'~'''-----I----~6~2---+-',~,~8~-+----''~, "', o~---+-----G'J""'- <1 .- - - .--------- Three ~ 
l J : He len Ho le l - , ~-_ I O.:~ rc""B~c~'h"'~'~' -r-----;:25;-----t------'2~5i-----t---,8~1~,~2~0~4---+---=-:.:.--+----'------_i----'~::.:=---t 
I S j Je ru s al em Guest .! . .. LOl l ibeli a 19 34 360047 49 -

Ho use I I 3604 80 
16 ,- ---,---O;c~"~;~C,-----t---"A4----t--"'8----t-~'~'~5~4~8C----t-------t----,,----~-ro~n~c'5~1'~'~ 

.-j--- . C", ---rl -'L"':-;'~;b::C:;Cl,:----1r--;3"2c----t-'6;-:4;-----j-'3;-;6"0;;;0"0"8-+-------+------+--------+ 
La t Hol e l - _.- Wo ld ia 54 71 367 - ----=---- - 1----: ---
Ku a libc r Ho!e' 

t; i l ai HOt~" - - - --

" 19 ; l:t l lbe l .1. Ho tel j .. i Des-siC · - . - 20 30 113093 28 ---- - - _ --.- -cO'n~'::<5~,,~,- 1 
20 II M e ro~~ HOle' .. +! KOlllbOICha 29 38 134 
2' Ni Ie Goil(j;r Hotcl- _. .. -">G~O~n~d"'~'-'--------;r--3~6;---'----r--4~6;-----r------,,~,~,~6~0"0-+---'-------+---------t----,---_I 
22 P a py ~u s Hotel - ::!--'B;:'~,~, ;~,~o~,"~-+-"~0~0.-----t-',~5~0.---+-'2~0~5~,~0~0'-----+--"""""2~2~2---+-----------j~----j 

~~~-j ~~i~ :;-~~t~~ef.-=-=- ~_~_ gl----c~",~~~~b-;;~~~,~'----t------,:~~'---------j--,--;32;;;05:--------j----O~6~1 ~~~~~~:;-------j------'=----I- Three St.u 

25 sc b; '-Woir a H~- c,~, - -+ 1---=:---;; .. '-'---'----- -j-----~35;-----+----4~0i----+--------'::::::::"'----+---------'----j-----------+-'--'==::::.-1 
76 Se m en Holel .. Deba rk 13 13 36 ----I-- - --- --+-------j 

l 

I 

Remarks 

" 

" 

" 

" 
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I 
r­
j 

s 

2 
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3 

3 
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3 

3 

3 

3 

4 

4 

4 

4 
4 

AppendiX ~(Cont.) 

r -----·-
_ RC9ior~_ r-

NO.o f No. of Po s ta l 

" Naille 01 Ho le ls Cit~ Rooms Beds Te l .No Address Fax No . Remarks 

7 S~~le;;Pa-r k -H~~~ . _ ~I~~~ ~;!_ i-- Debark 12 " 113481 
. .. --

Gondar 22 26 110300 8 Semen P ar k HOlei 863 
'Shc-blcHo'-cl --- ---- Ocbre Markos 40 711410 9 31 181 

0 -S~ca=-Iand Ho l e l " Bahi, Dar 40 58 206566 447 

,- Tana Ho tel " " 60 " 6 200554 J Star 
-

-Tegu ic i Hotel " Ocbre Berhan 2 10 10 81 1098 -
3 -Tcklc"Hotcl -- " Kombolcha 10 13 56 -
4 Terara Hoie'" " Gondar 32 49 110153 

5 Teu lc Ocjcn H o t!!1 " Oejcn 40 418 27 .. Tou ri s t Hotel " Ocbre M<l,kos 16 21 712425 -
- Tossa Pe n s io n " Dessie 17 17 11 9225126 842 7 -

--
Tscdcy H ote l " " 22 22 711118 b -

• -Wcga gc-n Ho l el " " 19 20 711 050 

0- Woien Hotel " Kombo lcha 16 16 44 -
1 - Ycncgat Kokcb " Ocbre M arkos 22 23 7 1 2992 

Hotel 
2 Gain-Kidanc Ho tel " Gondar 30 38 11 5511 

3 Mcnkorer Ho te l " Debcremarkos 28 28 712725 
4 Embass H o tel " Gondar 18 22 0581 110868 143 
5 DC!lux Ho tC!1 " DC!beremarkos 22 22 05877141 98 
6 Eva h o tel .. Ocbre be rhan 17 27 0116813607 399 Getahunct@hoi 

maillcom 

l\ppendix-2) 

BENSHANGUL GUMUZ 

------_._--
S , . No.of No.of Postal 
No Name of Hote ls Region Ci ty Rooms Beds Tet.No. Addres Fax Remarks 

s No. 
---

1 Agew Ho tel BC! ,..shangul A oo:.s osa 19 / 19 750014 
Gu muz 

2. Equato ria l Hotel .. .. 24 / 24 750152 83 -
3. Ke lem Penison .. " 14 14 750189 - -
4. Ras Dashen Hote l " .. 26 26 750092 

5. Ti lahun Ayc le Hotel " Addis A lem(PawiJ 28 28 
- - ~~-----6. Trhas Hotel " A lmu (Paw i) 11 22 - -. - -



/sc Nam e o f Hote ls 

No 

I~ 
Fasika Hote l 

-Gcr enc Ho tel 

I~ Kulubi H o tel 

, 4 NationalHotcl 1-';:- Oga-den Hotel 

i 
6 . Ras Hotel No .1 

-
T . Ras Hotel No.2 

8 _ Saai Hotel 

,- -I 9 _ Sha lom Hote l 

i 10 
- ._----------I Oil Ho tel 

I ._. --

DIRE DAWA 
AppendiX ~ 
ADMINSTRATIVE COUNCIL 

No.of No.of Postal 
Reg io n C ity Room s Beds Te l.N o. Add ress 

Dire Daw a Oire Dawa 12 12 111 260 -
" " 44 75 11 2544 -
" " 26 26 112914 
" " 35 42 113415 -
" " 24 24 - -
" " 48 77 113255 83 

113606 .. .. 44 75 112880 57 
113255 

" " 23 30 112544 1699 
112238 .. .. 16 18 111491 

.. " 21 21 114181 26 30 

120722 

GAMBELA REGION 

I' os ("r 
I ~q!i (l ll Ci [ ~ No.of No.of Tel.N o. A dd rcss F:I '( 

Rooms Beds No. 
{;;lllIla:b (; :llI1hda 22 44 07- 4 2 

5 100.4 

Fax No. Remarks 

Tw o S ta r 

-
- -
-

-

Tw o Star 

One Star 

-



AppendfX I: 

II A I{ .. \ R IRE G ION A L S TAT E 

- _.- ... -

I~~;~:' ~l:·d~r Postal 
r .,'-," ,"i;III H ' uf IllItd .~ H('[!ion c;') Td. N" . Add ".,., F"x No. E-mai l 

: i:h",,;,. 11" ... , . " " co,,; 
.. -

I I;l r;lr .1'- -:w 66072 1 IUS - I -I. 

1. ',·"' i,,,·" , , ;~. ,- -e. 22 2i 660.122 - - Two S"" 

. '. i -'~II ,,'d .. .. 12 12 660218 45 - -

::~~~~ 
4. II " ;:;:;;;:Jbx II " , el .. --;;- 4z 80 660027 - - lne 5,", 
:" . T ,;,;;;-""" ·' .. --;;- 4z 4'- 66i8s6 - - One S,", - - "1".,,,01",,,, T"r"n 11 ",,·1 --;;- --;;- 26 26 ' 66i546 6775 - -7. 
. - -

W" "dim " 11 " ,d 
.. -;;- 24 24 660m - - Reco mmended x. 

-<> 1<""1,, 1I ",d 2s 30 66S%5 6 12 - (1997) -

., 

OROiVI l YA , REGIONAL STATE - ----_ .. -
i 

._-- --- : 1 i ~Cl . ()f .' 0.01" 1'() .~ lal 

1 ]{clIlOlrks ..... , .. \" .";lIlIl' IIf Ilult'].. , I{f:gio ll : Cil Y Rooms ; Bett.-. 1'cl.1\'o. .·\i.hlr·css Fa x (\' (l • r- .- I Onlllli \ ;t-T N~o , I. ! \ lI a Sc:na I loll' l 16 16 - -r- -z.- ,. . ._-
I ! \Iwhl't:h ,\ h 'I ,lft' ria J IOl d A m ho 50 7::- -'62365/66 287 Two Slar 

i J. I \bllk B a .~slJl11a 1.lId J.! l' .. , 
[ .al1~anu 

40 J 
XII 614]98 

I I 6 1·1225 MoW7 6:" I SII 
I -----_ .. _- ------ .-

4. i \da lll :! .\ l okll~ I !!.!.~ .. !\' aza r' clh .16 4.1 II 0888 2 12 1 - TWO STA R 
I - - -- -, 

\\1;1111;) I{a :- I l oll'J .. .. 66 1.l6 11 1800 I o. , -
-i. . ~..\dd i .' " II nld . .. Zcwa i 12 12 4 10331 -r--7 . . _ ,~ dj"u :\ Iueam ha 11 0 1..1 .. I' lclehar:l 29 29 260019 -
x. · \dtli .~ Fana i\·el.:l' lIIl .. !\'cl.:cllllc 20 20 6 11088/6 1 49 -

I \\ 'o llq'::1 1I IIIei 1803 -- -
'J. .\tlllla :' 11 Zdel.:l' Ii o id .. .\I e lhclmra 22 22 260031 . 

!~I!-- :\irfurec lI old .. Dcb r'c Zeil B B 338068 100 -
II . "1a~. :lr lI uld .. Na:t:lrel h 19 19 11 3425 - -
12. "lclII lI u ld .. Fiche 39 :\1) 3 -
IJ, .,\ Il·rn Shl'W:i I' l oid .. I Wol isso 20 '" 4 10297 - -

-~I .. \ l i! ~'.!.I ... iun ______ .. Nazarelh .15 -- --
40 11 0390 -4 7lJ -

~_~-'-'!" hU E, hi"pi" II ",,, 
.. Amho .'\9 7S 4 10002 --

~~ "\"l·ha!l-n Ii oid .. Asd'l' Tl' rcri 10 10 276 1.10 -
f-'.2- " , ehale" 114111.:1 .. Z ewai 18 18 -4 10132 . -
~~'-ti , ,,, ",,' "."" .. M uoio IS 15 - - -

19, :\:. .~ l·la 1{:ls Il ulel .. " ssda 27 .1(1 - - -
1--211 . . \\\ :1., 11 1\':lliollal l luld .. 8 aZ;lrelh 31 3X 11 4478 11 5 1 TWOSTA I~ 

2 I. .. \ \llIll 1/ II I cI .. .'VI eldl:l ra IS 15 - -
-~-. Ha le ICi s Ii oid --.- .. Coba 47 7 1 - - -

n I Ibk Tcn-:lr:1 Mold .. Dodola 10 IU 16 - -
24. Ik l.:de Mu ll :l Iioid .. Modio 2 1 2 1 6 - - -



·. 

-- ---- .-

:"; ;1 Oil' II f lI lI l d , , r. ,,, -- __ [(\:.!. iu ll 

~:". Hck l' lc ,\1 u lb Ii oid 

::!l •. IIcI, dl' ;\1 .011:1 [I ul d 

2 7. Ih·!.; l· lt- ,\ [ Idla [I olt:! 

t 21'( . ~~~ .... \llIl b Il fll d 
.. Ilnld :!IJ. Ikkl'll' ,\llIlb 

1.0 , Ikkl'k .\Iolb I [Ull" 

: -----
lI . I kJ..: l'Il' ,' Iolla [ [111\:1 

I l. ~ . i~; ' harll' T. .. chail: I i oid 

i .1.3 BcdlallIJ llold 

i . '4 Il i:-. h :II 1J.!,ad I .m l!!l' 
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I 

---
.l .~ ' iTi~hll ftli "far Ilnl l'! , 

i Jl! a r llllll:n [Ifl l t:! 

.1 7 Bush II ul d 

r -'~ ~~~ll ra l ,\ [ udj u Il n l l'! _ . .. 
I .1') ( 'hi la lo Tl'r:lra l lu td 

r 4" ChulTerllch I' l·n ., iun 

I .1 Ibe ma Il u ll· 1 

I 42 De n hel a II nld 

i 4.1 [ h'ra n l I.:l· fe n :1 Il o tel 

n 4 IhT ih {' l'el1."io n 
i "' :' Ih ·.,la Tek:lk:.:ne Ii o lel 

4" I·:arl.!u ... ha 1I III d 

" J.:jda Ii oi d 

" E" ne ll! I ioid I I.: l· j.!I1 .1 

i~---L...!:·a n l:lh il l.: : I ": 1 Iioid 

-

" , .. ",;" 

.'u 

.' 1 

:' :~ -
5.' _ 

1 - ~: -
:'1:'1 

r--
;1, _~ 
57 

5/i 
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1 _ _ -
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(12 --
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15 ~ I I 
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Appendi1C 'c. :Cont.) 

N n.n r N u.o r 1' 0SIa i 

nh [{u flm .. Beth T t'I . I"I.io. Ad d ress 1-' :1\ No. I h'IH :l r k~ 

i\klii I X I X 4 -
N:\ :t.art'ch 52 56 t 12.\ 12 21 

Zen :I i 17 31 -UOO:! I -

L all" all!! 47 I 138 .1 - O ne Star 

S:lhshcmCII I.' 8X I 92 .1 - -
1\ l oy:d c .'-1 I 49 .'0 - - - I ,. 

Hnht, 24 3'1 65 - -
Nazare th " 16 11336) - -

Zcwai 25 25 .41 03.48 -
L ln !-::Hl o 627 1i'iO 620SJ:6 w\\"w. his hall ~:lri . 

cu m 

Deb rc Ze it 16 2 1 338299 265 

ZCW;I\' 20 20 .4 102;:7 - - -

Meld 40 41 165 1 - -
1\ l odi o 10 I II - - - -

Mc tc ha r a 15 15 260079 -
Nckc ml l' 25 25 -
;\t ull io 30 32 160022 -

NaZ:l rc th 10 10 I D ,L'S - -

A m bo 28 28 - - HECOI\IM ENUE 
11 

l\'a7.a rc lh II II "' 10"5<) -
Ne k Clll tc II II 61 18<)2 

iVl clcha r :l 13 2J 160088 - I 
Nckcm lc 20 20 - - , -
i\'azrct h 31 31 112102 -
AlI :lba 28 29 49 -

.. .. - -- 1-- -,---- , .- -
"u.ur ;"·o .u l" 1''' , lal I 

~-- H"ulIl s Bl'th I'l·J. ...... O . I ,\ddn'" , . :1 \ ,\" l{ t' m :II"I" I 
t-- ._0 .. I 

.'\a'£areth 16 I C. I I "X05 I - j 

Dch rc Zc it 16 16 3380 <) 5 - I 
i'ckcm lc 12 12 6 111 7'" i .. 

1\olo\'a lc Jr, 16 4'1 ! 
l\ol iltii o 16 16 I I ~ - I 

,"'i:l1.arct h 26 2H 11 0 155 

A /Ilho .16 36 360053 - I 
.Jilll llla 29 56 110() 71173 -
Zcwai 21 22 "' 1020'" 104 

Asscla II II .112 125 .15:' 

i\ tollju 10 10 

S h:lhClll cnc IS 18 101312 -
N l' kcml c III 10 -

Fic hc I ~ 14 29 -

N ckcml c 18 18 6 11-W9 -
KICiid I 2 r- - - - i .- -

i\ l ell' li :lr:, 17 17 1600 15 -

I 
I 

J\1otlj o I IS' 15 2"'006.' 8" 

Zcn- ai 25 25 -
.Jim m :. 19 56 11 059 _, +--- , 

-- -
'\'l'bl' Tl'feri 17 17 - t-- -- ---

;\ l l'1 chara 2X 2:i 26()U21 ---- - -
-1 :'.\ 

S hashe lll l' n l' 211 21) 101202 ---f-
Ikllrc Zcit .\() .14 JJ05'):, 7S:, -

i\SSci:1 1'1 1'1 31 1393 

J)Ukl'lIl 11 12 518430 21 'lS5 --
Asl'ia III III 

. 1 J , -
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I -- -- - No.uf N .. . nr P ,) .~ I : II 

I : ... r . "oJ II .-:\;~ I~~' ~~~.!, ___ f_~I~<,,·;;"~; '~,,~, _f_-:-:-'( ~· ;~"'·_-_I-'.J<~'~"~"~n~'-j-,I~I '~" ~"~· +--::l~' '~I~. N","n~. -+~.~\~"~d~,·,,~s '\~·1--,I~: :,,,.,-'.N,' ,~,.,-+---,I~<~'~" '~"~'·~I '~.,-..j 
[ 77 1~~gg.~"~n~"~II~'~" ~'·~I -,--,,-.;;-~,---i--,( ~)'~'~"~n~;~,~a-+_~~~1 '~"~'~"~"~'~"_+_~2~7,--j_~2:;7::-+-,2~6~0~O~9~''___1-_~"'____1-__ ~"'-----f-""=-=:,..,,....--..j 
I ~ .. 1."ul:;,n,,\\ahiShd,dklluld .. L;l ll~allu 68 160 - - ONESTA I{ 
r~ I.nlcla 1I0lt:l .. Metehara 10 10 
L~- 1.":l1Il11a D inku lI u ld .. (;oha 10 10 
~_ LII. .. i lIul t:! .. ,\ i cltu 29 29 

! ~2 ,\1:1 11 11: IIlIleI .. 1\lodiu 22 22 
, H-' - ~\ I : lI llm!l (;lItkla I i oid I ·· .. 12 12 , " l ~-'- .' Il·ch ;! ~I\.: Tulrm :l l/ u l l:! .. G ud e r II II 

.\~l·:': l· " ;I:.: n a I l u l l ' ! .. I S hashcltl CIi C 25 25 

52 
10 17 1U 

\ h -' In ihu lI uld 

:\ll' lI ll'wa h I lotel 

I ~ Icndi 30 30 - -
-----j--~-+~~--j~~+'-~~~-+~--j--~--~--~~ .• I Robe 16 16 .t6 

[ Nc kcm lc 20 20 

I X') ,\I c ... cni li uld " AseheTefcri 10 10 

<JU ,\Iesfin l hai le lI ule! " ," felehara 18 18 

~!;;.ra I lu id ,- N:I"I:: lr l.' lh 10 10 

1\ 1 israk Ih'r II ole! .. Ruhe 12 12 
')J 

,\Ii ... r:tk C hu r a I lull'! .. Zcwai 17 17 
:\ Iulu).!e la lI u ld .. ~ I odio 20 20 
.'\'t,:.!: .. "h Il ulel .. I " 16 16 

260030 
111J27 

14 

17.1(, 

1158 

124 

(J:"h I ioid ____ +_-....:·~·--j.I -..".:Z~-,~.'~'·~,,~;-_!-..21~7-_!-~1~7'---+_,:_:c~"=-+_-~"'____+_--'.c..---~---....:.---_1 
<17 ( 7,,~.'~~,,_~,,~i~~,_~. ~!~~~'~:~<~~.-_-. ~ 1" I Nckemtt' 35 J(, 6 1191i6 

~".~S~":=!j'~'t' ·~~:;"~'~I~I ·~"C'·~I~~==========+====='~' ====t==J,N~" ~"~' :I~'~'~'lt' ==4===~2~9===4==~2~9t==t~~~"~==+===i."~==+=====~"~====~======~"=======j '~' I 0 1" ,,:, Bali lIuld ..! Nd ,c ml c 10 10 61236-1 - -
--- i llll 1' "Ia.;c lIotd ,. I Nn:lrclh -I' 56 113800 560 

I til 1' :lrk I luid ,. Z4'W:li 22 22 ~ 106 11 207 

IlI ·1 

Iii:' 
1111, 

I Wi 

111.'\ 

ItP} 
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S () II T II F II N II F (' I () N 
No.of 

Rooms 
No.ol 
Beds 

r-"P::CoC:-s,"a" - T----,----

N;"IfIlC 0 1 Hotci Rcgion 
Te l.N o ( it ., Addrciss Fax Rcmark s 

Sou thern 
_ L __ ~cople_ 

~c--c~~--r--c~---r--~~--+_,,~<o,-_r---------t--N~o~'--r-------'--
- - Arba Minch 10 10 81018 1 

A(Jdis Zcmen ~~~teJ Awassa 13 13 200587 

Arh.l Minch Hotel:: . __ ~A~'7b~a:.;.:M~;~n~c~h'-r--:'~3~ __ t_--'~3:c_--+-~8~'~0~2~0~6:c__r----'-----\ ------_r----....:-.- __ .. 

Arhegnoc h Holel i Awassa 1 3 13 200587 

AII'I;}S S ;} Koke b Holcl .. !, -- " .- 20 20 2002 16 -

AXLIIIl Hotcl .. WOl ai(a~So·do-~- 3 1 510139 -+-----_-----\-.-----r-----:-
Bekclc M91 1 ~ Hotcl .. t .:\;I);I ,\ lill l·h· .J! 35 XIOII·H, 

8ck~ l c M~II~_ ti0J.cl ___ " I \Vnl:!ila $ lHlo 25 25 5 10052 

8 c 11 ~ ~(_9~~ Ho t~.I_----~":-----_;.' -'-,.\~I~·I~,,~, ~" ~I~; '~' ~d~' _t---;-I ~O--_t---;-I ~O--_t--"'~---;;;__t----~-----+------t_------:....----1 

Bc~,:!.c h c rn Ho tc l " ! Awas:;a 1-1 1-1 20 1-133 

Bc t~~~b Ho tc~ ___ -+ ______ 7."------~:--~:_7"~"'7_t--~1 2:c_"'"t_~1~2c..._+_c~~-~:_+_--.-C- ----t_----_r----.-C-----\ 

Ca iro H~O~IC~I7-------+_----~":_----~i~,~\~,I~,,~, ~~~I~;,~'c~h_t--_72~2--_r--~2~2c-_t--8~IO~J~2~Jc-+_--~- :_--r_-----_t----------_+ 

E?ge t Ho te l .. i II OS.~:lIla 19 19 550132 89 

Frcw Go tfa Hote l .. I Sawcla 12 12 

G/Ki rs tos Hotcl " I AW,,"55,," -'7 53 20278 1 30~ 

. Ge ne t Ho te l .. 1 Oil"" I I 11 J 1 030) 

Gct~ m~_~_H_o_t~~. -e----~"c_-----~j __ ~~'~·~--~--3~O~_+--~J~O~_+~J~I 7.0~'~~O~_1--~~·--_1--~--t_--~~---1 

Goh H otc"I~~.~~~_t------~"------~j--~~.I~iJl~k~a~--+_--~I 'c__+--_7271 --_t~'~S*OO~3~3~--t_--~6~2---1--.-C- ---r----~-c...--_1 

Gom bora Fuafuatc .. I lInssana II I I 550852 

Gree n L~~~ ~H~O~I~C~I --~I------·~·------.c..\~\~· ,~,I~a~;'~a~S~·o~J~0ct __ ~1~8C__1.--_718""'--~S~I O~2~9~5c_--I_--~--_+--...c--+----~----~ 

Green I a nd Hotc 1 LI ____ ,," __________ -'-"':':-'·:;;I .,,",,·;\'--_f---;:I O~-I--_,;I .:;fl--_f..;1"O-:-I~075;.1 ---+-----c...--+--.:---+-----.c...- I 

l .l f:1 Hcze hoch Hotel .. Dil l:! 27 27 J I1 2Mi ----J 
" . -• . _ cc...0". '--+--70:--+--;.;;--t-;'-~:;;--+--'---f---":"""+-·-'----1 

l.ll 'l>cl.l Pc II S ion _ i-.---. _;;-___ -.------c---------I_-cI~S;-_Ir_--~1 ";-__ f-':J~I~1~.1~O~Oc...--r_--,..;.-,---+---~- __ +------=------11 

~ ~~ ~:~ O~~ltc I _~.. _ ~ l- -- --: :---·--,,--;;~;~;~·~~::~~~"~·~~~:~r7r,-. +--~~~~c...-f---,;:~~:---jl-'-l O~~~"~'S~'~~--_f----,I~~~J'---t_"":-:""_f---O"'n-'~S~I-a-, .---j ;, 

Mec tl,ll Ho tc l Sou thcrn _ . -l)' i-I i:-;-~l-I--I IX ·.l"i · lil~(' - -----~ 11 

. . . ___ 1 P_eop le I 

.... 1clcse H/Mariam Hotel i " ;\l i,.:1I1 ! 2-1 I 2..t 

Meres.l Hole' ._ - -- i - - ;C. ----------'.,;f)'C; I::'k~, c...--Ir--';1'::O---t--~2"';-J ---rJ" I"""IS"<)"S,--\--""'27.SCC6---+-------+------------! 

Mc Sk ,lfc; .. Hate', -- - ! ···-_::.::.-:..-_--_· ·.-c\~,'·,~,,~,~.\~I~;,-,,'I~,-t---7I ~,---t---7I~,---+~S;-I~O~2~S~I:---+--c;2~O~O~5c;(,--+-------t------_------i 

M o l )! ! Ho rcl 
0". Hotcl 
Orn o Hotel 
Pin.l Ho tel 

_...cI~I~"~~,~'~' n~'~, ---Ic-...cI~~c-__!----1~4c...--~5~5~()2-7"~' --_f----~~~<)----t_--=c...-;I------O"'----_j 

-'.~I ;~n~I,~,~, ---;r_-cI~I~I---r--,I~'~J--_t~7~S~II~O~~~507--r_--~J~'c...--+---c...--r_----~-----! 

_-___ -__ -_-__ · i';J"in::kC;'':-__ t_-c';:O;.-_t--_,;' ,,0--_t,,7,,5':;O';0:;6'i;7c;-t_---i;----Ih"""'+----~-=----! 
I.·' Awassa 32 34 202411112 52 20234 

I 
210335136 3 

201231 

ScrawitHlot~---·--·----·--~·~·------------7.,,------r--'1"2---t--~1P2,--1L...~2*0~0~59~7;--j---------+------+-----------1 

- -
Scs a Hote l I .. j Oilla 22 22 310726 

Shiferaw Hotel ~_ " Awassa 3S 38 201589 714 

St :·9.~brl'clH~-I --:=1~-=_-_-~·~·-------:!C-~y~;~"g~;a=""A~I~e~mC-+--~1~8c--t---C1~8~--r-'=:~9~9"",-+--..:..:c:.---t--.-C--+-----'------\ 

Sunshine Hote l I .~. ------+-I~~D~;I~la~~-t--~,~0C--t---,~O""--r-"3~,~0~,<5.4-l1---~---1--...c __ +-____ ~ ____ _j 

229 
:9~---TamNe Hotol I " j Hossana 17 17 550075 

LuJe5se Bade Ho te l I .. ! Sawe la 10 10 90 

wah, ·St~~bCiie~r-----7.·~·------~I-'w;;;;o~n~d~O~G~e=n=,,;-I---;4~OC--t--"":7~0;---1-~1"0~0~3~3~0~.-I------=----+---'----j-~T~w---:o~S='a~,:--l 

• Wah I -~fhc be II c No.1 1--·---""'''-------+, -"-=;;A~w~'~s~'~a~.:...1--c3~7;---'1-~7~3""--t--2~0~0~O;;:;2~3'-1----"-----+--o...--t-"'"T~w~o:--;S~'~a~,--1 

W:II;i -She b e·il~N~ - · - .. .. 25 50 200001$ One Star 

w a r_~ !"i olc _1 _____ _ .1 _ ---c"c-·-~~--- _-_-r;~~~;; .. ·"·;;;;~~~~..:'~3"~8"----..,t-----~"3~8;~~~~~~2;;0~Ot4g9t';~~~~~"'5"!o2"!o2~-----1f-----..:~:..----1,..----'-~-"-"-':'-~_~_"_'-_-_-I\ 
Wube l Hotol 1 .. I Arba Minch I 19 1 9 810021 

Yalll.:Jrc Hotcl 

-!7 . Yabe ~;cra Hotcl 

.1 8~ ! Yo rd;.n~s.Bo.!£~ ~-=- __ ! 
49 . Zclck c Hotcl ~ .J 

50' - . Arcg~l s h Lo~- I 
5 1 S W t!Y llt!S Hole l 

---

AWilssa 37 42 200093 

Hossana 23 23 550518 

Virga Alem 10 10 234 

Oilla 20 20 310237 
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175 
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AppendiX, . E. (~'c .) 

Major Requirements to operate 
as To ur Operator in Ethiopia 

, Not less th an five vehic les in good condition 4 W .D. Buses 
etc. with a comprehens ive insu rance policy. 

, Office with a ll th e fa c iliti es for a Tour Operatio n Bus iness. 

,. Trai ned Man power in th e Tour Operation Business 

., Communicatio n eq ui pment - Radio, Sate lli te phone, etc. 

, Camping equipment fo r not less than 12 pe rsons. 

, If a Travel Agency Business is inc luded in th e Tour 
O pera ti o n Bus iness An lATA license is also need. 

--- --- --- --



I 
J 

S,. 
No . Name of Tour Operato r 

,- 1. Abyssinian Tou rs & T ravc l 

--: 2. Abba Travel A9Cnc::YP .l~t- . 

3 Ahhey ROil US lour;" E thiol)' ;! 

---
4 Athk3 Tour & T, avel PLC 

5. Admire Ethiopia Tour a"nd Travel PLC 

./ 
6 . Adonay Ethiopia Travel PU:---

7. Amba TOurs 

8. Ark Tou',s & S'a fa ri 

9. Awqash Tou r and 'ira"v el 

10 Bckc lc Mo l la fo ur & Travel 
11 . Bd~ Ab-yssin fa 'fou"rs-"---- - --
12 Betesc o Trad ing 

" Bien Ethiopia Travel 

" Camellol En terprise 

IS. Cii, .. van Tour & Tra"vcl Agency ' 
16 CIOlssical Ethiopia Tc;urs · - ._ .. 

" Comfo rt Car Rent & Tour Operator 

to Connect ion Travel and Tour 

19 Oa wc Emede Travcl-&YOur Agency ·" 
20 Ocwc fou's . ir~-';cT& -Tr.1de p"le - _ .. 

./ 21 Oinkinesh Ethiopi a Tou r 

22 E.~ $ t crn Tr:.vcl &. Tours Agency 

23 ETHIO· OER Tour &. Tr.lvel 

24 El hio Fauna safaris '·' . 

25 Elhio fin PLC 

26 Ethioguzo Tou r and Trave l 

27 Etlli o l and Tou r Oper.l t io n 

28 Elhio Majestic To ur Operator 

29 
in spi re natu re 
Eth io Nationa l To ur & Tra-vel 

'0 El hio Noble PLC 

.. .. 

Add ress 
1'00359 

24539 
60224 

26563 

SO 
- 1249 · 

code 1150 

Append).·~ f 

T!!.I ~p~~ne No. _. 
615740/6 15741 

233/51 1378 511468 

·M<lil 

-~.'~----'''."" 

• 

10 

7 

'i;r-
4 

5 

2 5 

---'-
2 ! 7 

t 7' 
5 

) 1 Eth,op, an Rifl V~ltey SJfaris ccc~=~;~~~~~~iii.~~~~t~;~~~~;;;~;II~~;~~~i~~~~~=~t •• ~2 Ethio Tra vel and Tour · 

33 Ethop Travei 
~ J E:.perie nce ElhiopjOl- Tr.wC! &- fCi-ur-s · 
35 Fana Travel & Tou rs 
36 Fest Ethiopia Trav el and To ur PLC 

37 F.K. explo'-cr 

38 Focus To u; Ethiopia - ... 
39 Four Se ason s Trallel & Tours 
40 Ga laxy Express Se~jces-
41 Ghion Travel & Tours P.l.C 
42 Gize Travel & Tours~' - . 

44 i Green land TOu rs ·S: T-ravel---- -
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