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ABSTRACT 

The principal aim of undertaleing this research study was to investigate major 
problems hindering effective apprenticeship training in the TVET institutions In 
Dire-Dawa. To this end, an attempt was made to examine the roles and 
responsibilities of TVET institutions, the organizations and the trainees, the 
degree of cooperation between TVET institutions and organizations and major 
factors such as financial, managerial and social issues. A descriptive survey 
method was employed for the study. Three sample TVET institutions were 
selected on the basis of purposive sampling techniques. The samples used for the 
study were 3 deans, 3 vocational counselors, 163 trainees and 20 worleplace 
supervisors. The respondents' sampling was carried out through availability, 
purposive, stratified and random sampling techniques, depending on the size and 
the nature of the sample respondents. The data for the study was obtained 
through questionnaires, interviews and relevant documents, and analyzed using 
percentages and chi-square test methods. The results of the study depicted that 
inadequate co-operation between TVET institutions and enterprises, reluctance of 
entelprises to offer training, financial and managerial problems made the 
apprenticeship training program ineffective. Thus, trainees suffered from 
hardships of obtaining training places, left unattended in the worleplace, 
assigned on non-relevant workplaces and the sleill they obtained were very low. 
Hence, it was concluded that the state of TVET institutions in the region exhibits 
challenges in implementing apprenticeship training effectively. Therefore, it is 
recommended that to build the capacity of TVET institutions with qualified 
trainers and relevant up to date machineries, equipment and other inputs; 
relevant authorities expected to establish a special unit incorporating chambers of 
commerce and industry, regional TVET council, TVET institutions and other 
stakeholders to overtalee the responsibility to implement sustainable 
apprenticeship training. Furthe/more, enacting apprenticeship regulation should 
receive special attention f01m the government. 

VI 



CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

1.1. Background of the Study 

Education can genera lly be viewed as a crucia l point for ra pid economic growth 

of nations , a nd essentia l for reducing poverty by increasing the productivity of 

poo r , by reduc ing fcrtility a nd provid ing people with the ski ll s they nced to 

pa rt ic ipate fully in economic and in society . 

Tec hnical a nd Vocationa l Education a nd Training (TVET) is one of the sectors of 

education, which can p lay a vital role in national dcvelopmen t in te rms of 

economic growth as well as social m obility. 

Severa l cou ntr ies in S u b -Saharan Africa (SSA) h ave introduced legis lation 

stipulatin g th e need to develop programs focused on prac tica l aspects of 

train in g by organizing in-firm internship (UNESCO , 2 002 ). Consequently, t he re 

h ave been numerous s uggestions fo r assisting school- to work tra n s itions. Many 

of th ese but in particular youth apprenticeship rely on the involvement of 

empl oyers 1I1 providin g work-bascd lea rning opportunities for stude nts 

(Hami lton, 1990; S tern 1990). 

Moreovcr , th e organizalion of lea rning in the workplace has taken a n ew 

s ign ifi cance in the curre nt clima te of various countries. Issues that call for 

better attention o f pre pa ration of you ng people to fi t into th e world of work a re 

not a peculia r ch a racte ri s ti cs of Ethiopia. It a ppears to be a touching issue to 

a ll thc developing countries. This is explained by the words of O'ye nya, 

(1 980 :28) as fo llows: 

Mu ch discussion in the deve loping countries today 
surrounds the relationship between the section of 
socie ty concerned with the supply of manpower - the 
education sys tem and the world of work. 

J 
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To promote qua li ty TVET in Ethiopia, the cducation and t.raining policy of (1994 

E.C.) givcs spccial attcntion to TVET by providing broacl and multi lcvcl 

found ations. Prescntly TVET is divided into training for industry, business, 

agriculturc, health, a nd teacher training. Serious attention is given to 

industrial, commercial and skill trainings as well as training manpower for the 

developmcnt of the program that the country needs (MOE 1994:16- 17). 

Consequently, on March 1, 2004, No 391/2004 TVET law was promulgated. 

This law devotes TVET in gcneral , and apprenticeship , training in particular. 

The document describes th e duties and responsibilitics of enterprises, TVET 

institutions and trainees during the course of apprenticcship training program 

to be conductcd throughout the country (Federal Negarit Gazeta, March 1, 

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

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

The major advantage of apprenticeship trall1l11g is its 
vicinity to the world of work. Trainees are thus 
systematically exposed to the world of work. And learn 
to occupational practice 1I1 a real life situation. 
Experience shows that this leads to significantly better 
training outcomes, practical skills, work attitudes and 
theoretical comprehension of the occupational 
requirements. FUrthermore, enterprises get to know the 
trainees, which often lead to employment after 
graduation. 

Although apprenticeship appears to be an effective means of familiarizing 

trainees very carly with the cond ition of work environment, there are many 

d ifficu lt ies in applying thi s system in many countries. Stating the problems in 

thc TVET systcm of Asian countries, Wallcnborn (1996: 125) have idcntified th c 

following main problems: 

• Financing problcms; 

• Management and implementation problem of education measure; 

• Labor market and employmen t problem; 

• Lack o f co-operation amon g possible train ing providers, and 

• The absence of inadcquate infrastructure. 
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Thc research s ludy by Midle lon , Ziderman and Adams (1 993: 14 ) stated TVET 

tra inin g program in mosl d evclopin g counlries fa iled lo m eet th e dcs ired 

objectives. Accord ing to their findin gs, some of the constra ints for effective 

TEVT imple men la tion a re irrelevanl c urriculum; high tra inin g cost due to low 

s tudcnl - leache r ralio, expensive machinery, tools a nd materials. Sim ila rly, 

according lo Louglo a nd Lili s (1 998:2 1) , the implem en tation of TVET program in 

gen era l a nd apprenticeship train ing in parlic u la r , arc hindered by lack of cla rily 

of curricu lum, probl em in assessmcnt, lack of collaboration betwee n TVET 

instilutions a n d local en te rprises. 

On the top of this, the eSlabli s hment of a pprenticeship is not on ly reqUire s 

changes in th e way TVET ins ti tutions a re organized bu t a lso h ow TVET 

in s ti tulion s a re located (Sweet 1996: 2 7). These schools in economically via ble 

location and /or which had previou s 'seh ool- to-work ' links to employers 

a ppea rcd to be in a good position to established school-based a pprenticesh ips . 

In compari son , in s li tution s in remote , rural or d ecla iming economic location 

found difficu lty in accessing government or private industrics, school link 

agencl es , nationa lly regis te red training providers, and suitable train in g 

experience and e mploym cn l for potenlial apprcnticc in m any cou ntrics. 

1.2. Statement of the Problem 

As th e componen l of the TVET curricula, the apprenticesh ip training programs 

in TVET insti luti on in Dire-Dawa is carried out al the end of each academi c 

year. However , lhc apprenliceship training program is not yielding satisfactory 

results due to cerlain reasons. Some of the principa l constraints a re lack of co­

opera lion belween TVET in s litu l ion s a nd organizations, lack of commitment by 

local organizations to absorb pOlenlia l apprenlice a nd poor managem en t of the 

lra ining program. Therefore, apprenlices a re nol able lo be nefit from this 

lra ining scheme. 

3 
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The curriculum developed by the Ministry of Educalion (M08) in 24 different 

trades a llocated 312 hours for out of school apprenliceship training a nd about 

500 hours for the m a in courses (M08, 2003:8). It can be easily noted that time 

a llocated for a pprenticeship tr aining is more than h a lf of that of major courses 

offered in schoo l training. To this end, by giving special a ttention for 

apprenticeship training program TVET law was promulgated. The document 

clea rly s tipu lated duties and respon s ibil ities TVET institutions, organizations 

a nd trainees during a pprenticeship training program th a t should be fun ctional 

throughout the country. However, the impleme nta tion of apprenticeship 

train in g program is not y ielding satisfactory results because of insufficient 

number small scales industries (SSI) that can meet the growing dema n d of the 

country. 

According to Logiam a nd Ma nkind (1 995 :6), in developing countries, like 

8thiopia, due to the weak nature of industrial base , there are normally not 

enough places to absorb a ll the trainees durin g apprenticeship tra ining. The 

large number of trainees compared to the available opportunities and 

reluctance of enterprises to cooperate is th e prom in ent problem in the 

implementation of apprenticeship training in these countries. 

According to Masersha (2004: 107) th e implementation of appre nticeship 

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

selection of organizations to offer apprenticeship training was not based on 

some definite cr iteria. Moreover, the prepa redness of the organizations to co­

operate was in adequate. 

The previous research m a d e on this area had been focu sed on the a pplication of 

legal framewo rks in the implementation of a pprentices h ip tra in ing. However , 

this study gives emphasis on the role played by TVET institutions and local 

organizations and the ir degree of co-operation to furth er promote the 

implemen tation of appre nticeship training in Dire-Dawa. 
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Therefore, the principal purpose of this study is to investigate problems 

encountered in the implementation process of apprenticesh ip training program 

in Dire-Dawa and com e up with solutions that should be a ppl ied to a lleviate 

these problems. Moreover, the study tries to answer the following basic 

ques t ions: 

1. Wh a t a re th e roles p layed by TVET institutions, local organizations a nd 

trainees in th e implementation of apprenticeshi p train ing program in 

Dire-Dawa? 

2. What are the criteria used to select organizations, assigning trainees, a nd 

supervisors in the TVET in s titutions of Dire-Dawa? 

3. Wha t a re the existing legal frameworks, incentive mechanisms, 

monitoring and supervision prac ti ces during apprenticeship training? 

4. Are there a d equa te releva nt local and international organizations to 

a b,;orb a ll apprentices in Dire-Dawa? 

5 . What a re th e promin ent managerial , social and economical problems 

en co un tered 111 TVET institutions 111 Dire-Dawa implementing 

appren ticeship t raining? 

6. What innovative intervention strategies and mechanisms should be 

applied to promote effective apprenticesh ip training program in Dire­

Dawa? 

1.3. S ignificance of the Study 

By the mean s of a pprenticeship trai ning program, trainee s are systematically 

exposed to th e world of work and learn the occupational practice in a real li fe 

s ituation. However, due to some problems the apprenticeship-tra ining program 

5 



IS not yielding satisfactory res ul ts. Hence this study is expected to b e 

s ignifica nt for th e following reasons: 

1. This s tudy may provide Dire-Dawa's education planners a nd a uth orities 

with some ideas regarding the m ajor problems to implement effec tive 

a pprenticeship training program. 

2 . It m ay help researchers a nd highlights areas of further research on the 

mod es of a ppare nt s hip tra in in g. 

3. It will h elp to find a lte rnative strategies th a t co uld help promoting 

qua li ty apprenticeship training. 

4. The results of th is study may a lso con t r ibute as a dditional informa tion 

a nd serve as a database of the existing materia ls and research find in gs 

in th e field. 

1.4. Delimitation of the Study 

It is obvious that challenges in the provision of TVET in Ethiopia, are many and 

diverse . This study, however, limits itself m a inly on th e implementation of 

a ppre ntices hip tra ining program in Dire-Dawa . Concerning level of train in g 

progra m , those that are aimed at producing m iddle level technicians, 10+2 a nd 

10+3 are chosen for diversified courses, which a rc offered curre ntly . Related to 

field of study busi n ess education, indus tria l technology, a nd construc tion field s 

were considered . Furthermore, the s tudy ineludes government a nd private 

TVET institutions . 

1.5. Research Design and Methodology 

1 .5. 1. Research Methodology 

Th e study used a d escriptive survey method. The reason behi n d using th is 

approach is that the study was a imed at gath er ing data, facts a nd fi gures that 

provide descriptive information on the system and en a bles diagn ostic 

investigation of the problems tha t hinde rs effec tive implementa tion of TVET 

program in ge n e ra l and apprenticeship t rain ing in particul ar . 
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5.1.2. Source of Data 

Both primary and secondary data were u sed fo r th e s tudy . The bas ic d a ta fo r 

th e s tudy were col lected from record s, ques tionna ires a nd inte rview. In th e 

seconda ry da ta, re levan t books , journa ls a nd in terne t which indicate the 

p rac ti ce and problems in implementa tion of TVET both in developed a nd 

developing countries were reviewed to support th e s tudy . In addition to thi s 

variou s rep orts a nd documen ts in TVET insti tution s, local education offices, 

loca l e n te rpri ses were reviewed to obtain relevant d a ta th at supports the s tudy . 

1.5.3. SampZe PopuZation and Sampling Techniques 

In Dire-Dawa Provi s iona l Administrat ion , th ere is on e gove rnment a nd mne 

p riva te TVET in sti tution s . Out of 10 TVET ins titu tion s, one government TVET 

institution and two pri vate TVET in stitution s we re included by purposive 

samplin g. Pu rpos ive sampling techniqu es is u sed to secure a dequate a nd best 

informa tion. Accordin gly, Dire-Da wa TVET College, Top College a nd Micro link 

TVET College we re selecled as sa mples of th e s tudy . When selecting samples 

from pr iva te TVRT in s ti tu t ion s , th e numbers of trainees a nd diversi ty of TVET 

Progra m s offe red were con s ide red. 

Th e sa mples of this s tudy were prin cipa ls, t ra in ees, voca tiona l counselors 

found 1I1 th e sample TVET ins titution s a nd p ersonnel 111 

enterpri ses/o rga nization o ffe ring a ppre nticeship tra inin g . Regarding prin cipal s 

a nd vocation a l counselors, a va ila bility -sampli ng techniqu e were employed due 

to limi ted available numbe rs. 

Rega rding tra inees , there were 755 TVET trainee s ; (460) from gove rnmen t a nd 

(295) from private TVET who took appre ntices hip training in diffe rent 

organ ization s in the acad em ic years of 2 005/06. Ou t of th ese 163 were 

included in th e sample . Based on the propot-tion ate num ber of tr a inees in each 

filed of s tudy, st ra tified sam p ling techniq u e was employed in d etermining th e 
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number of samples from each ficld of s pecia li %ati on. Accordin gly, 99(60.7°/t») 

trai necs in business education, 52(31.9%) in industria l technology and 

12 (7 .4%) in construction from both government and private TVET institutions 

a rc con stituted in the sample responden ts within this group . Fin a lly, ra ndom 

sampling techniq ue was employed to draw sample responde nts from each field 

of s peciali%a tion. 

The othe r group of respondents constitutes 88 organizations that offered 

a pprenticeship tra ining in the c ity . Out of this 20 (25 %) were included in th e 

study u s ing purposive sampling technique. This tec hnique is mainly h elp to 

include organization s from diffe ren t sectors a nd size of operations, thus this 

composition re presents various economic a reas of the region. 

1.5.4. Procedures, Data Gathering Instruments and Pilot Test 

1.5.4.1. Procedures 

In order to iden ti fy major problems in implem e nting a pprenticeship training in 

the TVET institutions of Dire- D8wa, the following procedures were used. Firs t , 

r e levant lite ratures h ave b ee n reviewed to investigate variou s ideas concerning 

the problem under study . Fo llowing that, specific key questions were developed. 

Second, d ocumentary analysis ha s been made. Third, data gathering tools were 

prepa rcd a nd then pi lot tes t have been employed to c heck th e appropriateness \ 

of the items. I~ourth , after improving the data gathering instruments on the 

basi s of pilot test results, ad mini s tra tion of instrume nts were ca rried out and 

eventually a n a lys is of the collected d a ta have bcen made using a pp ropriate 

s tat istical tools. 

1.5.4.2. Data Gathering Instruments 

The main data gathering method, cmployed for this study were questionnaires 

and interviews s ince they a re more appropria te to sccure fac tua l informa tion , 

opinions a nd attitudes in a s truc tural fra mework from respondents . In ad diti on 
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lo thi s, d ocu men ts were a na lyzed to see the e urrenl s ta lu s of apprenlieeship 

tra ining impl ementalion 111 Dire-Dawa c ity provis iona l admini s tration. 

Regarding questionnaires, fou r sel of questionnaires, both open and closed 

e nded type were prepa r ed fo r subj ects of th e study . 

1.5.4.3.Pilot Test 

To avoid the a mbiguily of stalements, th e drafls of ques tionna ires were firsl 

admini ste red to limi ted occ upations. Thus , some vague s ta tements we re 

reclified. Basically, conve nien l l ime was a rra n ged for the respondents in order 

to maximize lh e qualily of res ponses and degree of return. 

1.5.5. Methods of Data Analysis 

Da ta that were collected on the basis of the study through the a foremen t ioned 

instruments were tallied a nd o rganized properly. Th en appropriate statislica l 

tools like percentages, and chi-square were employed wherever they a rc 

necessary. 

1.6. Definition of Key Terms 

Apprenticeship: a business li ke system subslanlially ca rried oUl and regulated 

by slatutory law or cuslom acco rding to ora l or written conlrac l 

whic h imposes mutual obligations on the two parties concerned: 

th e apprentice a nd normally a n employer , who has assumed 

responsibility for glVlng in itial vocationa l tra ining for lh e 

a pprenlice for recognizing occupa tion (UNESCO, 1978:39-40). 

Apprentice: A person undergoing a ppre nti ceship pursu a nl to triparti le 

agree ment concluded among a training institulion , on 

organization a nd a trainee (Fed eral Nega rit Gaze ta, Ma rch 1, 

2004 , No. 39 1/2004). 
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Technical and Vocational Education: re fers to a ll form s a nd levels of educationa l 

process involving in a ddition to ge nera l knowledge, the study of 

tec hnologies a nd related sciences and acqu is ition of practical 

s kills, kn ow-how, a Ltitudes and understanding re la ting to 

occupatio ns in the various sectors of econ omic a nd socia l life 

(UN ESCO,1989:2). 

Trainee : a person wh o pa r tic ipa tes in technical a nd voca ti onal education a nd 

training program provided by a tra ining ins titution with a view to 

acqu iring or upgrading his technical and vocational skill s . 

Curriculum : a sys tem a tic guide for TVET delivery d escribing the didac tical a nd 

m ethodology way proposed to conduct TVET progra m a nd to 

faci li tate th e teaching and lea rning process (MOE, 2006:46). 

Flexibility: possibi lity that qualifi cation can be achieved through d ifferent ty pes 

and dura tion of TVET a nd those TVET providers design a nd 

adju s t programs in accorda n ce with the specific needs of the 

target groups a nd local la bor marke t (MOE, 2006:47). 

Employment: any remun e ra tive work, whether for a n employer or a self 

employed person (UNESCO , 1978: 4 2). 

1. 7 Organization of the Study 

The study was o rga nized into four chapte rs; th e first cha pter deals with the 

problem a n d its a pproach. Therefo re, the bas ic questions that the study 

aLLempted to answe r a nd the research procedure followed we re treated. The 

second ch apter devoted to th e review of th e rclated lite ra ture. Th e third chapter 

describes the presenta tion a nd interpretation of th e d a ta. Finally, chapte r four 

deals w ith th e summary of findings , conclusions a nd recommend a tion s. 
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CHAPTER TWO 

REVIEW OF THE RELATED LITERATURE 

In order to have a brief theorctical framework on the implementation of 

apprenticeship training, thc following chapter provides the m ajor works done by 

various a uthorities in the arca of the problem under study. 

2.1. TVET's Role in National Development 

TVET is one of th e sectors of education, wh ich can playa vital role in national 

dcvelopment in tcrms of economic growth as we ll as social mobility. Accord ing 

to Woodhall (1997: 2 19) Human Capital Th eory has powerful inOuence on the 

analysis of la bor market. Woodha ll notes that investment in cducation a nd 

training provides benefit both to the individual a nd society as a whole. The 

return on investme n t for society will be a s killed workforce that will enable 

global competitions and economic growth, while the return of thc individual will 

bc a bctter career path, incrcascd carning and better quality of life . 

Accord in g to Fagerlind and Shah (1989) the conccpt of "human capital" 

suggests that education and training raises the productivity of workers a nd 

lI1creases their lifetime earl1lng. According to Indermit e t.al (2000: 1) 

governments perceive increased dem a nds for skills when the labor supply 

shows rapid growth, when employment grows quickly or when employment 

increases significantly. They a rgued that governments have called upon TVET 

systems to help unemployed young people a nd older workers get jobs, reduce 

thc burden on higher education, attract foreign investment, ensure rapid 

growth of carnings and cmployment a nd reduce the in equality of earnings 

between the rieh and the poor. But Zymelman (1 976) and Pasehropoules (1 987) 

argue that TVET has less ROR than general education. However, Bencll (1996) 

replies that even though TVET students are less acad emically brilliant; the ROR 

to TVET is sti ll high. Foste r also (1965) aggress ively criticize that vocational 
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school s is a fallacy in development planning but he also points that vocational 

educaLion can be effective if acquired skills will be uti li zed properly . Colin 

(1999) mentions th a t TVET can play vital role for development planning but h e 

warns that if t h e policy makers don 't make it up-to date and TVET in sti tutions 

don'L have enough quali fied faculties and sufficient facilities to offer quality 

TVET, it will noL proven praiseworthy. He also mentions that these are not the 

limitation of TVET but the limita tion of th e educational policy of the country. 

Bennell (1996) viewed that though TVET has a powerful inOu ence in 

development pla nning; indiscrimina tely offering TVET may h ave negative 

impa ct to dcvelopment. Bacchus (1 988) though critic izes that TVET does not 

play an appropriate role in development and he a lso mentions higher 

investment on TVET do no t seems to be compensated for by high re turn. 

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

s ignifican t role of TVET in developmen L as the follows: 

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

According to Masirsha (2004: 16), TVET serves the individual by imparting 

knowledge, skills and a ttitudes that will be used to procure and sustain gainful 

employment. Besides this , society equa lly bene fits from such human resources 

development and it is respons ible for in creased gross n a tiona l product. 

[<rom the above discussions, it becomes clear that from th e economic , social 

and political stand point, nation a l development requires edu cation and training 

which is intended to m ee t the range of diffe rent national needs . These include 

those associatcd with building a n appropriate workforce, a stronger economy as 

well as cohesive liLerate and healthy society. Therefore, a cautiou s step in 
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offering o f TVET program s will h ave th e notewo rthy role in national 

dcvclopmcn l. 

2.2. Features of TVET System 

2.2.1. Policy in TVET 

The combined forces of globalization , technological change and libera lization of 

m a rkets a re c reati n g a more a nd more competitive economic en vironment and 

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

opening n ew jo b opportunities, they are increasingly worker's vulnerability . The 

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

25 to 30 percent are undere mployed a nd about 140 million a re unemployed 

(ILO, 2001) . 

In this cnvironmcnt, t h e qua li ty of the la bor fo rce become a major de te rminant 

III th c compctitiveness, and adaptability of enterprises, workers a nd the 

economy; it a lso poses a c hallenge to the TVET systems to m eet the rapidly and 

continu ously ch a ngin g labor m a rkct dcmands that n eed urgent response in 

many cou ntrics. To tackle thcse problems thc coun t rics should formu late a nd 

implement growth oriented polic ies th a t focus on available a bundant resources 

s uch as huma n resource and la nd. I-knce, th e TVET policy should be d esign cd 

in order to address thc a bove m ention ed socio economic problems (UNESCO , 

1983:1). 

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

system s varies a mong countries and sectors, in m a ny developin g countries, 

the ir invo lvem ent is restricted to th e presences of employers' and workcrs ' 

represcntatives on the training boards a nd committce. Their e ffectiveness in 

s h a ping TVET polic ies and systems d epends largely on: 

• The existe n ce of a strong public policy in favor of private sector 

participation, 
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• Thc strengLh of the priva te sector in stitutions, 

• Their level and quality of representation , 

• A pa rticipative cultur c and effective machinery to enable them to reflect 

their concerns and the realities of this world of work. 

Generally, to promote TVET provisions various policy m easures are taken in 

many countries; shifting the policy focus from inputs to out puts , through new 

financing and ccrtification mec hanisms , involving socia l partners in 

governance, gran ting m ore autonomy to TVET institutions, promoting private 

providers and company based training (Atchoarena, David and Andre, 2002:2) 

2.2.2. Objective of TVET 

A country's TVET system is a decis ive factor dctermining the competitive 

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

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

a nd productivity o f its la bor force . Skilled workcrs and technic ians enhance the 

quality a nd cfficien cy of product development, usage, production and 

maintenance , and they supervise and train workers with lesser skills. The 

d evelopment of a skilled labor forcc makes an important contribution to 

nationa l development (Lugujjo a nd Monyindo 1995). 

By reali ;::ing thc importance of TVET, many countries set objectives of TVET. 

Thc purpose and obj ec tives a dvanced for technical and vocational education in 

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

impleme nted. An overview of many countries clearly indicates the uniformi ty of 

purpose a nd agreement in several obj ec tives. 

Most coun trics have stated in one form or another gencral obj ec tive of TVET as 

follows: 

To provide, alongside general education, knowledge and 
skills in technical and vocational fields in order to meet 
national manpower requirements in agriculture, 
business, industry and other technical service (UNESCO, 
1996: 16). 
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Based on the conceptual framework of TVET, Louks (1988:20) stated four 

central objective of TVET as follows: 

• To train skills workers and middle level manpower's of industry, 

commerce or services. 

• To en courage positive attitude towards manual work 

• To reduce excess demand for h igher education 

• To facilitate the school ing of low achievers. 

2.2.3. Legislation of TVET 

Significant federa l legis lation and reform initiati ves affects TVET provisions in 

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

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

any legal framework for vocational education policies as in many other 

countries. The Indian constitution does not provide specific thoughts or 

directives on TVET. There are no national laws to regulate the efforts in this 

area . The s tates a lso have not resortcd to legislation on TVET. Indian Education 

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

On the contrary, ca recr and technical educa tion programs found in U.S 

secondary and post seconda l-y sch ool exist because of federal legislation. In 

fact, s ince the beginning of federal support for public vocational education as 

mandated by Smith-Huges act of 1917, the federal government has been a 

predominate influence in determining the scope a nd direction of TVET. 

Legislation dealing with TVET in most African countries came into effect much 

later a fter the promulgation of the Education Acts. TVET may have been 

mentioned as was the case of Ashby commission of Nigeria in 1960 and in the 

Kenya Education Act in 1968 but effective policy implementation was to come 

much later on. Vocational training, however, was wel l recognized as proven by 

to establi shm e n t of vocational tra ining Act in Ghana (1970) , Kenya (1971) , a nd 
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Uganda (1 979 ). The re was a c lea r demarcation between vocational education 

and vocational training Lhen (U NESCO, 1996: 17 ). 

Many African countries, Ghana, Kenya a nd Uganda, have introduced legis lation 

s tipulating thc need to d evelop programs focused on prac tical aspects of 

training by orga nizing in firm interns hips for TVET trainees (Atehoa rena a nd 

Andre , 2002 : 11). In Ethiopia, rega rding legis lation of TVET, iL was only on ] sl 

March 2 004 , the law was promulgated. Amongst oth er issues, in it , of 

a ppren ticeship tra ining fully described. 

2.2.4. Financing TVET 

Today, governments in many deve loping countries, like E Lhiopia a re forced to 

make difricult c hoice to co ntrol spending on education, which absorbs a la rge 

s h a re of overa ll government budget. As compared to general education TVET 

programs are expensive; the cost of on e TVET school is equivalent to two or 

three schools of gen eral education. Previously, in d eveloping countries, 

government took th e overall responsibility of rinance TVET progra m with some 

donor agen cies (Ateh oarena, 1966:3). 

Eve n though it is expen s ive, government a nd private sector must recognize that 

TVET is an investment, not a cost, havi n g important returns such as well being 

of the worke rs, in c rease productivity a nd in te rnational compe titiveness . Hen ce, 

runding th e program must be s hared among gove rnment, industry, the 

co mmunity and th e learner. In com e ge nera ting a nd rund raising means s hould 

be ass ign ed by tra inin g institutions in order to a dd up on other funding 

activities. The sh a re balance m ay vary from on e country to a nother, however , 

a ll pa rtners in socie ty who s h are the benefit s h ould take the respons ibility to 

contribute to the c reation a nd on going vitali ty of the TVET system by cost 

s h a ring, incorporating a ppropriate government rin a ncia l in centives (UNESCO, 

1999 :670). 
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As a s trategy of cost c Lllling in TV~T, va rioLl s methods are devi scd. The cos t 

reduc tion meth ods incorpora te s tudent's fees, s pon sors hip of tra in ees, sa les of 

exten sion education service , s ale s of s tudent' s produc ts, introduction of a 

tra ining levy on employer s , and a pprenticesh ip tra ining. Apprenticeship 

training is a ch eap way of tra ining youngsters from s id e of government as the 

cos t o f thi s training is s h a red between employe rs a nd a pprentices (Atchoa rena, 

1994 :164) . 

The m ajo r source of funds in most of the d eveloped coun tries for fu ll time 

apprenticeship education is the payro ll tax levied on most firms. This is formal 

fin ancia l in volve ment of employer with education a nd training (Lauglo a nd 

Lilli s, 1988 :58). 

Acco rding to the World Ba nk policy pa p er (1 99 1:51) 111 d eveloping country, 

tra ining fin ance pol icy has two m ajo r objective s : 

1. To en sure s ta bili ty of funding needed to develop sus ta inable ins titu tiona l 

capac ity . 

2. To c n surc th e leve l of fin a nc ing n eeded to im prove publ ic training. 

To achieve these obj ectives, th e government budgetary financing is no t en ou gh. 

There fo re , divers ify ing the source of training fin a nce is pe rtinent to overcome 

th e budget con stra ints . Employers a nd workers wh o receive its benefits mus t 

increasingly s h a re the cos t of training, Accordingly, expa nsion of enterprise and 

private tra inin g institutions, payroll levis on enterprise , direc t cost from 

employers a n d tra inees must be en couraged. 

Gen e ra lly, in orde r to promote effective system in a country il highly requires 

the development o f feasible TV~T obj ectives, fin a n cing syste m a nd enforcemen l 

of re li able ed u cation acls . 
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2.3. The Two Polar Types of Apprenticeship Trainings 

2.3.1. The Traditional Apprenticeship 

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

learn the skill s for a particular trade or job u sually unde r the tute lage of a 

maste r craftsm a n . It emerged as a system of skill tra ining during the time of 

a n cient Greeks and Romans; and took root as a forma lized training system in 

13 th centu ry. In the traditional apprenliceship system, the master crans men 

agrec contractua lly to train yo ung men in their crafts as much as they mighl 

lheir own sons. Tradilional apprenliceship generally lasts five to seven years, 

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

a nd tools; and basic training in the ski ll s of reading, writing, calculating and 

knowing seriplure. In exch ange, the apprentices provide labor, starting with 

menial tasks at firsl , but gradually becoming more valua ble as their skills 

improved (Unger, 1996:39). 

Traditional a ppre nticeship was the major means of vocational training 111 th e 

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

fun clio nal ve ry well during the Middle Ages, bUl in the 19 th century, it had 

collapsed because of the rapidly developing technology a nd the factory system 

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

three reasons: 

l. The small home industries become more like factories: it becom e more 

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

ap pren lices; 

2. The slarl of division of la bor within the factories: the necessity of training 

ind ividuals for the whole spectrum of the production became too costly 

and very obsolete; and 

3. The increased mechanization 111 lhe industries: there emerged a huge 

demand for unskilled laborers which absorbed both thc tra ined and 

unlrained workers on equal ground s (Gallinelli, 1974) 
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The break down of traditional appren ticeship took place in European cou ntries 

such as England and france; but in Germany unlikc other countries the 

system remai n cd and used as a base for the emergen ce of modern 

apprenticeship including the dual system of trainings. However , in many 

developing cou n tries including Ethiopia traditional apprenticeship h a d a 

s ignificant role in training of crafts or trades. Moreover, it still re m a ined as one 

mode of training for traditional crafts and modern technica l trades in small 

firms of informa l sectors (Middleton , Zeidermen and Adams, 1996: 17). 

2.3.2. The Modern Apprenticeship 

Modern apprenticeship training is considered as one of the mos t efficient cost 

effective m ech a ni s m of training. It saves the cost of the government that was 

supposed to be expended on training for it allows employers to share most of 

the training cost. Moreover, as it provides for the combination of the same 

resources, such as instruc tors, equipment, materials a nd time, to gather the 

total cost p ertaining to national economy will a lso be minimized (Lauglo, 1993; 

Zideman, 1988) . Modern apprenticeship involves a contractua l agreem en t. 

between the apprentice and the employer where the latte r provides training a nd 

allowance in return for the formers untrained labor (Lauterbach, 1994; Unger, 

1996). It takes usually a n average of two to five years for its successfu l 

completion. 

Modern apprenticeship is different from comparative edu cation or a lternative 

training. Lau terbach (1 994:3 12) indicated that in a lternative tra inin g scheme, 

students wh o attended school based technical a nd vocational training in th e 

full time TVET are assigned to different enterprises for the intension of 

facilitating these vocationa l orientation a nd career ch oice, or giving them some 

on -th e job expe rience in the world of work. In such sch em es, th ere is no 

matching between th e cu rricula o f the two training places : the full time 

vocation a l schoo ls and the firms where th e students are ass igned to different in 
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firm intern s hip progra m s whi ch aid them to a dd h a nds-on exp erien ce to the 

prima rily thco re ti cal tra ining they receive in th eir full time schools. 

On the con trary, accordi n g to Atchoare n a a nd Delue r (2002), in the m odern 

a pprenticeship sch em e, the full time voca tion a l sch ools teach only the conten ts 

of voca tiona l theory a nd to some exten t ge n eral subjects, where a s the firm 

place m ajor empha sis on providing job rela ted tra ining, a nd on the 

complem en t ing th e vocation a l th eory by prac tical tra ining. In thi s system 

tra ining is bascd on the complem entary between th e enterprise a nd the sch ool 

in the sen se tha t it involves n o t merely th e sum of th e knowledge a cquired in 

the classroom plus the know-h ow a cquired within the enterprise but a lso th e 

constan t a pplication of the knowledge acquired . Hence , in the modern 

a ppren ticcsh ip trai ning th c two milieu s re in fo rce a nd co mplem ent each o ther LO 

p roduce t ra inces wh o a re better qualified a n d a ble to adapt to the bu siness 

world . in a ddi tion to impor t ing the prac tical skills, modern a pprenticeship gives 

attention to acquire theore tical knowledge a nd work a tti tudes . 

f< inally , the two types of apparent ship tra ining h ave a common objective, th a t 

is, they a re a imed to fa milia rize youngster s to th e world of work. However, 

m odern a ppa ren t s hip tra ining is cons ide rcd a s one of the mos t effective 

m echani s m . I t saves th e cost of the government because employers sh a re mos t 

of the cost . S ince the sam e resources a re combined toge th er , the to ta l cost of 

th e n a tiona l economy will be a lso minimized . 

2.4. Conceptual Framework of Apprenticeship 

2.4.1. The Work Place Learning Environment 

Today's bus iness environmen ts a re ch aracterized by a number of factors su ch 

as in creased co mpe tition s a nd rapid technological ch a n ge that, th eoretically, 

s hould ac t to m otivate a g reate r investm en t in tr a ining. The o rganization of 

learning in th e workplace h as ta ken on a new s ignifican ce in th e curren t po licy 
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climatc of various coun tries. In many respec ts , as Carton , M. (1984: 12) noted , 

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

th e workplace was gradually replaced by more structured approaches to 

learning with rise of specia li st schools a nd colleges. 

The nature of this lea rning that takes place in a workplace varies wid ely . 

Learning can bc associatcd with formal training progra m s that mayor may not 

result in some form of ccrtification. This tends to be associated with the use of 

experts (train ers) who p laya leadin g ro le in transferring the required knowledge 

and skills to workers. However, the workplace is a lso a s ite for informa l or 

incid cntal learn ing. Research evidence points to the value of both types of 

learning in the workplace and th e importance of achieving a productive balance 

bctwee n the two (Hagar, 1997) . In general, it is accepted that on the job 

learning a ids transfer of skills a nd lS more authentic. According to Dennis 

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

the followin g benefits : 

• Increasc the individual workcr's productiv ity; 

• Provide the versatility necessary to meet changing conditions; 

• Provide the most effici ent way to train all rounded worker; 

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

contributing m ember of the community; 

• Promote the focus on science and technology a nd respond to ch anging 

nature o f skilled occupations requiring greater technological a nd 

information processing expertise; and 

• Mainta in the community of skill ed trade. 

Howeve r , on -thc -job, training en vi ronment also has some s ignificant 

disadva ntages fo r learning. Related to this, Ha rris (2 000:34) noted the 

fo llowing: 
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In many instances the goals, methods, ideas and 
strategies of business enterprises are very different from 
those of learning institutions. The former is concemed 
with productivity and survival, the latter with leaming 
and professional growth. Thus, an enterprise is not 
primarily concemed with learning, and in particular, the 
sort of learning that might lead to qualifications. 

Generally, the shift from a supply to a demand driven TVET system has been 

exerted greater pressure on industries to deliver workplace training and 

reclaiming of the work place as on authentic site for learning. In effect, 

vocational learning is increasingly being de-institutionalized. The training 

reforms in many countries have placed greater emphasis on work places and 

the personnel to provide relevant, conceptualized job specific learning 

opportunity in a manner that will contribute to the growing pool of qualified 

workers in a cost effective mann er. 

2.4.2. Vocational Guidance and Placement of Trainees 

Vocational guidance is a type of guidance activity that enables students to 

make decisions for their future career. In connection to this, Herr and Cramre 

(1992:4), describes vocational guidance as "the process on program of 

assistance designed to aid the individual in choosing a nd adjusting to a 

vocation" . 

Vocational guid ance is more than providing information, it is a blend of self 

development to adapt, a changing cultural and economical situation and 

learning and assimilation of career, providing educational, labor market and 

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

According to the National youth administration (NYA) 111 Herr and Cromer 

(1992 :6) the following five guidance goals are identified to increase the 

employability of youngsters 

1. To help trainee evaluatc himself/ hersclf, 

2 . To help trainee make a vocational choice, 
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3. To help trainee p la n his / her training program to achieve this choice, 

4 . To placcs him / h e r in the work, and 

5 . To follow up on th e work assignment to m sure goal results for 

him / h er. 

The pre paration a nd implem entation of vocationa l guidance and job placement 

n ecess itates en acting legislation that defines goals of vocational guidance a nd 

job placement system . It s hould d escribe the ra n ge of service to be provided 

and s tipulate the revel of resource. The legislation should a pply to the service to 

be provided to tra ining in vocational trainin g ins titutions (Jpaye , 1986:98). 

Further m ore , career guidance a nd counsel ing has pa ramount a d vantage for a ll 

stakehold crs of th e education system. Hence, the in teres t of industry , 

individuals aJ1d parents should be considered in guidance and counselin g and 

be sensitive to the n ecd of every trainees a nd c ircumsta nces . Its role should 

include prepa ring students and a dults for th e actual opportunity of career 

ch a n ge during the period of unemployment as well as employment in the forma l 

a nd informa l sectors. Guida n ce and counseling service sh ould bc extended 

bcyond to ed uca tiona l institution; so that it is a ccess ible to the population a t 

la rge (UNESCO, 1999:64). 

Gen era lly, in developing countries like Ethiopia, appropriate vocational guides 

serves not only helping trainees in choosing a nd adjusting to a vocation, but 

a ls o minimize th e wastage of s carcc resou rces, whic h is in vested on tra inees 

due to their wrong or unwi se choice of vocations. 

2.4.3. Contracts of Apprenticeship and Areas of Responsibility 

2.4.3.1. Contracts of Apprenticeship 

Apprenticeship co ntract is co ncluded bctween a n employer and a you ng person 

combinin g on the job tra ining, formal learning and productive work. Once 

en te red into, the agreement places up on both e mployer a nd the you ng pcrson 

a set of rec iproca l ri ghts and duties. The employer agrees to ensure that th e 
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apprentice follows the stipulated program of TVET which wi ll be based on 

national standards formally recognized by thc sector concerned. A non­

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

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

the apprentice agrees to confidentia lly peruse the stipulated program of 

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

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

the hi s/ her age and the stage of this/her appre nti ceship training (Steedman, 

1998: 17). 

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

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

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

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

However, in modern apprenticeship context, apprenticeship contract is an 

agreement concluded among train in g institution; apprentice and employer 

based on mutual interest. All concerned partners should sign a memorandum 

of agreement about apprenticesh ip training so that the tripartite partnership 

can become more mutually inOuential. Such an agreement determines the 

content of apprentices hip training as well as the duties and responsibiliti es of 

the parties. 

2.4.3.2 Areas of Responsibility During an Apprenticeship 

The role of the employer: 

• To provide a safe learning and working environments. 

• To provide qualifi ed work place trainers to mentor apprentice . 
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• To become a regislered employer wilh the Industry Tra ining Authority. 

• To allow the apprentice to atlend lechnical training sessions. 

• Pay the apprentice's wages. 

• Provide opportu nities to relocate th e apprentice to vanous trade related 

work areas within the company. 

• Complete lhe recommended referral form indicatin g the completion of 

apprentice's on the job-training component. 

The role of the appren tice 

• To idcntify an employer in relevant trade a reas that is willing to provide 

apprenliceship train ing. 

• To regisler as on apprentice with th e industry training authorily 

• To be safety conscious at a ll times. 

• Abide by the behavior standard s a nd practices of the work place. 

• Undersland the rights and responsibilities of employees in the workplace. 

The role of industry training authority (ITA) 

• Working with post secondary institutions to ensure that standards of 

tra ining and conception of credentials are met with industry 

requiremenls. 

• Rcgislering app rcnliceship agreements. 

• Revising prior work hours for individuals choosing to acquire trade 

qualification through the challen ge process. 

Processing certificates for qualified apprenticesh ip Journey person 

(Kwantlon University Colleges , 2003). 

2.5. Challenges to Apprenticeships Training 

Technological change is exerting a dramatic influence on apprenticeship 

training in lWo ways. First, there is a shift from the traditional semi-ski lled 

occupation s to lhose thal have a n in crcasing reliance on technology. Business 

and induslry are addressing lhis chan ge by either upgrading the skill 

requirements for exisling trades or by seeking the eSlablishment of new trades, 



some of which might be good condition s for th e use o f the apprenticeship 

model. Second, employers, government, colleges a nd non-gove rnment 

organizations are a ll exploring the use of technology for the delivery of th e 

technical portion of a pprenticeship training. Currently, m ost a pprentices must 

attend a college or private tra d e school to acquire this tra ining. This inc reases 

the need for ll1come support previously provided by Human Re source 

Development center. Dis ta nce learning and computer basic lea rning 

a pproach es ca n make the theoretical portions o f apprenticeship training more 

accessible to m any apprentices. 

In order to imple m ent apprenticeship program effective ly it greatly requires 

mutual understanding of TVET institutions and a pprenticeship providers, 

ente rpri ses . However , cooperation between public tra ining institutions a nd 

employer has been diffi cult to estab lish in the public trainin g systems of m a n y 

developing countries. Two fundamental prob le ms: lack of incentives a nd lack of 

capacity lie at the heart of the mater (Ha r sch bach in Middleton 1993:23). 

As it is m e ntioned above, a lthough enterprises are the fin a l consumers of the 

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

Most enterprises wi ll avoid it if possible on th e ground that th e tra ining is 

expensIve. However, there a re a lso other important reasons for the reluctance 

(UNESCO , 1996:3 1) . 

• Under the presence of economic down turn, mos t ente rprise operate 

be low capacity and fea r that taking inexperienced tra inees would further 

margin a li zed their production a nd profits as well; 

• Trainees on attachme nts a re risk factors for enterprise because they a re 

o ften unins ured against accidents; 

• La rger enterpri ses h ave wider international interests besides tra ining . 

Majorities of loca l ente rprise are still s mall and weak. They do n ot h ave 

sufficient capaci ty to co-operate with TVET institutions to co nduct 

training program s. 
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Th e oth er major problem in thi s a rea is : ina ppropriate method s of assessm enL 

a n d in a d equ ate incenLives for trainees . Althou gh a pprenLicesh ips a re 

consid ered to be a n integra l a nd imporLa nL pa rt of the tra inees training, they 

are often not counted in the ove ra ll evaluations of the tra inees , wh ich lead s to a 

lack of respon s ibility on the pa rL o f bo th pa rtie s involved, tra inees a nd 

e n Lerpri ses (Atehoa ren a Da vid a nd Andre, 2002 :6 1). Obviou s ly , trainees 

a Ue n d in g a ppre nticeship progra m often require suffic ien t fin a n cia l support Lo 

cover Lh eir Lraveling a nd subsis ten ce eosLs. These are in m osL cases too meager 

for Lrainees to value and con cen trate on the availa ble a pprenticeship p rogra m. 

The fina n cia l problem is m uch severe fo r those coming fro m rura l a nd low­

income fa milies . 

Wa len born (1 996 :102), identified Lhe major common problem s 111 th e TVET 

system s provis ion s : 

• Lack of co-operation a m on g potentia l tra in ing providers, 

• Ma n agement and im plementation problems of edueaLion m easures, 

• La bor ma rket a nd e mployme n L progra m s, 

• Pinan c ia l problems, a n d 

• The lack of adequate infrasLructu re. 

Ge ne ra lly, constra ints in co nducting a ppre nticesh ip a s a n in Legra l part of th e 

TVET system a re more complex a n d la rgely diversified as Lh ey a re d iscu ssed 

a bove. However , La u glo a nd Lilli s, (L 988 :2), identified common ch a lle n ging on 

impleme nta t ion of apprentices hips : 

• Lack of c la ri ty of curriculum , 

• Lac k o f p rope r assessm e nt, 

• S h o rtage of qua li fied t ra iners, 

• Lack of statu s or attractiveness to tra inees a nd th eir fa m il ies, 

• Requi r ing high costs, a n d 

• Dem a nding m a nagem e n t capacity, 
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To sum up , challenges of apprenti ceship training in many countries a re more 

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

Therefore to promote effective apprenticeship training strong collaboration 

among TVET institutions, private sectors and the government is crucia l. 

2.6. Strategies to Improve Apprenticeships Programs 

2.6.1. Introducing Outcome Based Approach 

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

necessary skills, knowledge and attitude of trainees, so th at they are able to 

perform according to occupational standards, and hence receive certification. 

Zambia, Tanzania and South Africa, among other African countries, have 

introduced competency-based training. Its implementation IS complex a nd 

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

preparation of new modular curriculum, and the d esign of assessment m ethods 

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

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

instructors and center management to deliver these skills . It can lead to a 

rcduction in training duration as well as greater flexibi li ty (The World Bank, 

2004:82). 

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

economic a n d social development in Ethiopia, and to enable on increasing 

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

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

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

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

the final benchmark of training and learning, and that a ll institutions, ru les 

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

Ethiopians to become competent (MoE, 2006:2) . 
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Gen erally, ou tcome based a pproach is introduced in both d eveloped a nd 

dcveloping co untries and s howed fruitful results . S ince it focuses on th e s kill 

n ced for performa n ce in a s pecific job , it may prom ote Ethiopia n s' TVET 

de live ry if it is introduced nation a lly . 

2.6.2. Introducing Cooperative Training 

The flexibility of TVET d elivery a llows for s tren gth ening a nd fur th c r 

developmen t and d eepe n in g of co-operative TVET. Co-operative tra inin g is a 

mode of TVET provided in pa rtners hip between e nterprises a nd TVET 

in s titution s . Usually, the TVET ins titution s' tra inin g ta kes place ll1 a n 

cnterpri sc, while theory a nd initial prac ti cal expos ure p rov ide the bulk of 

practical. In m ore a d van ccd TVET system for insta ncc in m a ny European 

countrics coopcrative TVET sch em es a re organized as fo rmal a pprenticeship 

training, imply ing a wo rk or a pprenticeshi p contrac t between the tra inee and 

the compa ny (MOE, 2 006:24). 

In times of limited pu b lic resource fo r TVET, coopera tive a nd in -compa ny 

/ e nterprise, tra ining provides a way to tra in more people without increasing 

government s p ending . S ince train ees s pend more ti me ll1 compa m es 

/ enterpri se during their tra ining, more tra inees can be tau ght a t the TVET 

in s t itution / college in the sam e a moun t of t ime without a dditiona l fina n cia l or 

pe rsonnel rcsources . In vestm en ts fo r expe n s ive equipmen t a nd works h ops can 

be reduced if t h e p a rts of the tra ini ng requ iring this equipment are conducted 

in th e co mpa nies / enterpri se . 

2 .6.3. Encouraging Employers Involvement in Apprenticeship 

Young peo plc pla nning to en te r the wo rk fo rce m ay drive con s idera ble ben e fi t 

from school supc rvi sed work-based lcarnin g programs s u ch a s apprenticeship. 

While m a ny edu cators recognize the values of such expc rien cc, few employers 

h ave secm cd enthus iastic a bout becomin g involved in su ch program s. It is 
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proposed that employer involvement in school to work transition could be 

enhanced by innovations in both governmental and non- governm ental policies 

and programs. It is suggested that several dimensions should be kept in mind 

when designing incentives: type of work place, policy level, government versus 

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

participants , and rewarding existing programs versus building paths to 

partnership (Bremer, 2004). 

To encourage more participation by enterprise more innova tive alternatives 

besides paying of rebates should be explored. Some of th is may include: 

• Honoring those companies that are active by awarding scholarships or 

research grants in their names; 

• Naming building or laboratories after them; 

• Recognizing their contributions on graduation days; 

• Allowing them to advertise by exhibiting their products or servIces 111 

institutions. 

2.6.4. Improving TVET's Instructors Training 

Since successful school to work transition can demand a d ifferent set of teacher 

responsibilities than has been the case with traditional education, teacher 

engagement in school to work transition activities would have wide range of 

new and different responsibilities. To identify and delineate TVET teacher's 

involvement in and contribution to school to work transition important to: 

• Involving students in organized work place experiences, 

• Helping students to understand the work place, 

• In volving workplace represcntatives in school curriculum and instruction 

(Gregson, 2005). 

For quality instruction, a continuous supply of teacher and instructional 

personal w ith a substantial level of subject matter mastery is vital. Competent 

TVET teachers and coordinators thus should be continuously prepared on to 
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basis of in tegrating strong theoretical knowled ge with capa ble prac tical s kill s 

t ra ining in the specific occupations . Besides , becau se TVET curricula a re 

dynamic in na ture, a lways n eed chan ges a nd mod ification in line with th e 

con tinuou s ly changing tech nology, continuous technological ch a n ges copin g up 

tra inings s hould be organized for those teach ers and coordinators who work in 

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

Highly skilled , qualified, motiva ted , flexible a nd creative TVET teachers and 

instru ctors a re the backbon e of a ny TVET system, capa ble of adju stin g to 

changing technological environmen ts a nd c reating conductive learning 

environments fo r diffe rent ta rget groups . To this end, th e fundamenta lly 

overhauling the system a nd provision of TVET teachers/ instructor tra ining is 

c rucia l. Thi s he lps to c reate a corps of TVET teach ers/ instructors capable for 

prepari n g tra in ees from d iffe rent target groups and with differen t learning 

requirem e n ts to d evelop re levant occupa tional competencies . System a tic 

tra ining, ed u cation and furth er training will be provided for teach er a nd 

instructors in the TVET system at a ll levels : at the high er education level for 

technical teacher s in to formal TVI£T progra m s as well as at lowe r level for 

instructors in th c non-form a l TVET schemes (M oE, 2 006:32). 

2.6.5. Promote the Role of Vocational Guidance 

In crea sed attention will be given to voca tional guid a n ce to enable fu r th er 

trainees, in pa rticular youth , to choose the right career a nd make full u se o f the 

initial and life long learning opportun ities provided by the TVET system . 

Vocational guidan ce has to start a t school level. However , TVET ins titution s will 

a lso ass ign a nd tra in vocational gu idan ce stafr. They will cooperate with sch ools 

for early orientation of sch ool levels a nd with NGOs, community organization s 

a nd other relevant organ ization to offe r guid a nce to othe r local targe t groups. 

The voca tional guida n ce s ta ff a t TVET in s titutions will be ins trumenta l 111 

faci li tating apprenticeshi ps and prepar ing youth fo r apprenticesh ip tra ining . 
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Moreover, they will also be foca l points in organizing self-employment support 

for TVET graduates. To th is end, The TVET Authorities will develop a concept: 

for the introduction of appropriate vocational guidance structures with in the 

TVET system, including a system of aptitude testing to support personal career 

choices (MOE, 2006:26). 

2.6.6. Encouraging the Income Generating Activities 

Strengthening the income generating capacities of TVET institutions is another 

way to supplement resources available to the TVET systems. Existing income­

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

commercial activities or renting of facilities.) can still be increased by improving 

management and marketing skills of TVET institution managers and by easing 

regulations regarding the use of generated funds. Furthermore, the TVET 

authorities may devices budgetary procedures and/or incentive schemes to 

increase institutions to increase their income generatin g effort (MoE, 2006:34) . 

Instrumen ts to encourage and stimulate an increase in income generating 

activities usually include: 

• Granting autonomy to training institutions in terms of the use of the 

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

usually a first step to cncourage IGAs. 

• Enforce income-generating activities through reduced budgetary 

allocations . 

• Develop training and reorientation of school management towards market 

oriented management approaches. (MoE, 2006:63). 

2.6.7. Introducing Training Levy (Or Training Tax) 

Developing countries use two basic ty pes of payroll training taxes each of which 

reflects a rather different objective; a lthough in practice there are mixed 

models. The revenue rising plans-so called the Latin America model is 
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essentially u sed to support public sector training provis ion, with th e emphasis 

on initial training a t formal public training institu t ion s . The a lte rnative levy 

grant, or reba te, schemc en courages firms th em selves to provide in plant 

tra in ing (Zidcrman , 2003 :91 2). In many cases , the d eclared intension 

undc rlyin g th e introduction of payro ll levy is to lighten public sectors financ ing 

burdens (Atchoa re na , 1996:8). 

2.7. The Practice of Apprenticeship Models from Selected 

Countries 

It is undeniable that various coun tries provide their secondary studen ts with 

diffe rent tra inin g progra ms they think a re releva nt to th eir particu la r needs a nd 

objectives of TVET. It is of para mount to exa mine the experien ce of some 

selected cou n tries in exercising a nd implemcntin g a ppren ticeship program in 

th eir countries . Thus, th e purpose of this section is to examine the experience 

of Germany, and Zimbabwe . 

2.7.1 The German Cooperative Training System 

The cooperativc training system ("du a l system") has a longs ta ndin g tradition 111 

Germany. It is the main form of TVET in Germany, i. e . the majori ty of trainees 

go through coo perative training. Th e coopera tive tra ining syste m dates back 

ma ny cen turies a nd h as evolved from the gui ld -based tra ining of th e Middle 

Ages to its c urrent state. He nce Ge rm a n compa nies /ente rprises a re very much 

involved in training a nd consider it one of their main respon s ibili t ies . 

Compa n ies / cnterprise and th eir representa tives (usua lly the chambers) are 

one of the key stakeholdc rs in Germa n TVET . Thc other is th e state, which sc ts 

the regulatory framework for TVET (Munch, 1995 :49). 

There has been a vocational training act as a federal law s ince 1969 , in which 

the cooperativc training system is regulated; so as to m eet the n eed for sui tably 

qualified ma npower in the la bor ma rket. This voca tional tra ining act con s ti tutes 



the regulatory framework for German cooperative training taking place in a 

company/en te rprise. Regional state school laws govern the p a rt of the training 

t ime s pent in TVET schools. 

In m a n y countries, the cooperative training system differs from pure school 

based education in two respects : 

• The larger part of the training takes place in production facilities or 

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

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

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

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

accepted n a tion-wide. 

• The responsibility of training lies both with the state and with private 

companies/enterprise. In Germany, chambers as a companies/ 

enterprise' representatives posses a vocational committee in which equa l 

numbers of representatives of employers and trade unlOns are 

responsible for making sure the implementation m compames 

corresponds to the respective regulations. 

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

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

cohort covered by vocational training in 1995, 58% were boys and 42% were 

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

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

apprentices, occupa tional segregation is sti ll striking in ce r tain sectors of the 

voca tional training system. Although in recent years, young women's d em a nd 

for apprenticeship places has increased markedly they a re still under ­

presented in the du a l system (43%) a nd concentra ted in a small number of 

specialized occupations that offer fewer prospects for promotion than those m 

which young men are concentrated (Munch , 1995 :88). 
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In Germa ny, thc assessment of tra inees 111 t h e dua l system is based on three 

ty pes of certification : 

• a ce rtificate iss u ed a t th e end of th e training period upon successful 

completion of a n a tiona l fina l examina tion , which all tra in ees mu s t tak e, 

regar d less of indus try secto r ; 

• A cer tificate iss u ed by the firm 's tra iner; and 

• An assessm en t by the vocation a l sch ool, 

The combina tion of th e three a nd their external and internal assessmen ts h elps 

en sure tha t s tanda rd s of compe ten cy a re m a intained a nd n ot left solely under 

th e con tro l of th e firm where th e tra ining ta kes place. These three ce rtificates 

m a ke up a "certification syste m" whose componen ts are ind ependent a nd 

complem e nta ry but n o t coord ina ted (Reiss w ilfriod, 1997 :37). 

2.7.2. Zimbabwe's Apprenticeship Training System 

As the m a in TVET program establis h ed with the arrival o f th e European settle r s 

in the last decad e of the 19"h century, a pprenticeship training was a ffccted 

under the master s a n d servan ts comma nd. Und er this law, contracts of 

apprentices hip were regis tered a nd loosely supervised by th e m agis t rate; 

h owever through vari ou s education a c ts , it has undergone severa l ch a n ges 

(UNESCO, 2002 :237). 

The traditional a ppre nticeship programs (TAP) repres ents a n interesting 

initia tive la u nch ed w ithin the informal scctor tra ining and resource n e twork 

(ISTARN). It is d eveloped on in tegra ted a p proa ch to stren gthen the in fo rma l 

sector , and in creasin g e mploym e n t a nd bus iness valubility within the secto r. 

A TAP is a developm en t in terven tion a imed at providing vocational s kill s 

tra ining whi ch is cost effec tive, releva n t a nd accessible to re latively la rge 

number s o f people . The TAP attempts no t to a lte r th e c h a racter of the 
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traditional apprenticeship or to interfere excessively, but to enhance it. 

Therefore, TAP interventions are aimed to improve the skills transfer process 

and thus increase the abil ity of trainees to create their own jobs. The main 

features of the program a re the following: 

• It is vary f1exible in its operation. 

• It requires minimal cducational cntry level. 

• The training is aimed at the informal sector employm ent and self 

employment 

• It does not involve long-term formal tra ining; average traditional 

apprenticeship duration does not exceed 12 months in total. 

1t is to be noted that graduates from this program who h ave potential to start 

their own business are further supported by: 

• Access to credit for tools or other start up capital; 

• Access to small business management training; 

• Regular monitoring visits by small business advisers to give appropriate 

advice and monitor performance. 

TAP seems to have had a satisfactory success rate in as far as employment is 

concerned for its graduates. Moreover, available data also suggest the program 

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

2.8. Current State of Ethiopian Apprenticeship System 

Traditionally, Tcchnical and Vocational Education and Training (TVET) m 

Ethiopia has been fragmented and delivered by different providers at various 

qualification levels. Both formal and non -formal training is provided by public, 

private and NGOs. Unlike formal training, non -formal training programs are not 

systematically recorded. Informal (on-the-job) train ing is widespread, but due to 

the absence of a systematic testing and certification system there are currently 
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no mechanis m s to recognizc informa l occupationa l learning. Tradition a l 

a ppre ntice s hip in s mall a nd m icro enterpri s e sector constitutes another 

presuma bly impor tant , yet e n tirely un -researc h ed , tra ining en vironment (M oE, 

2006 :3 ). 

In th e year prior to la te 1990, in Ethiopia, technical and vocationa l education 

received le s s a ttention. It gen era lly u sed to occupy a s m a ll , of not a margina l 

position in th e educa tion system of the country . For insta n ce, the Ministry of 

Education (MOE, 2 0 02), indicated that a n avera ge it u sed to occupy only2% of 

the tota l s econda ry school s tudents popUla tion in the years before 2001 /2002 . 

However , in recent years, th e government has made huge efforts to design a nd 

implemen t a new school based technical vocation a l education a nd tra ining 

TVET progra m s in various levels of its educational system. In thi s regard the 

government has dra fted TVET stra tegy . In its s tateme nt, the policy pa pe r s ta tes, 

"para lle l to the genera l education , diversifi ed technical and vocationa l training 

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

2002 :6) 

Thou gh the e nrollm e nt capac ity in th e sec tor is rapidly increasing from tim e to 

t ime, th e coun ty's TVET progra m s are fac ing many ch a llcn ges from diffe rent 

a ngle s. It has been indicated in MOE, (2002 :29) and Wa nna (1 998:62): 

• In adequa te equ ipments a nd facilities, 

• Lack of a ppropriate a nd sufficient number of qua lified tra iners , 

• Non -flexibl e and outdated occupa tional s ta ndard s , 

• In a d equa te fun ctiona l relationships between the training 

institutio n s a nd the real wo rld of work, 

• Lack of inte rest of the s ta keholde rs to pa rtic ipa te in the curriculum 

des ign an d imple men tation, a nd 

• In s u ffi c ien t a n d non -tra n s pa rent management capacities were th e 

m ajor bottlenec k for success of th e progra m. 
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Despite these imme n se structural problem s, importan t reform s teps h ave been 

in trod u ced a fte r the a doption of th e Nationa l TVET s trategy of 2002 a nd the 

TVET proclamation of 2004. In Ethiopia, con cerning th e Governa nce of TVET, 

starlin g from Ma rch 2004 th e Fedcra l Gove rnme nt h as given the ultimatc 

responsibili ty of m a naging th e progra m to th e MoE, particularly to the TVET 

sector office. Accordingly, the office has a power (authori ty) by low to provide 

superior leadcrship and to prescribe s tandards regard ing TVET carried out in 

the country. Moreove r, TVET counc il has been established by law to provide 

a dvice and render service to the, office to en able it to carry out its power and 

duties effectively (Negarit Gazeta, Ma rch 1,2004 :2578). 

In order to provid e options for increasing numbe r of school leaver s, th e 

government c mbarkcd on a m assive cxpans ion of formal TVET some years ago. 

Betwccn 1996 / 07 and 2004 / 05, th e number of TVET schools providi ng formal 

non - agri culture TVET increased from 17 to 199, and enrollment from 3,000 to 

106305 (MOE , 2004 / 0 5). However , despite the en ormous expa n s ion, formal 

TVET only catcrs for less tha n 3% of th e relevant age group. Enrollment figures 

in form a l TVET programs s how a fair gender balance with 5 1% fem a le students. 

Howevcr, girl s are over proportiona li ty represented in bus iness trades a nd 

typical fem a le occupations such as texti le and hospita li ty, a nd und er 

represented in agricultural TVET progra ms a nd som e 10,000 in teacher 

training institutions a nd colleges (M oE, 2004/05). 

Concc rning apprenticeship tra ining program , Ethiopia had its own t radition a l 

a ppren ticeshi p through which cra ftsmen a nd a rtisans were offerin g s kill 

training to the apprentices for centuries. Then, a fte r with the emergence of 

modern vocational education a n d training, modern a pprenticeship I S 

introduced in the TVET system. Th e schem e was design ed to fa milia ri ze 

t ra inees with the real world of work wh o eventually qualified as self or wage 

empl oyces in their specialized areas. The curric ulum d eveloped by th e mini stry 

of education (MOE) for middle level technical and vocation a l education an d 
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training allocates 312 hours for ou t of sch ool apprenticeship training a n d a bout 

500 hours for th e m a in course (M OE, 2003:8). 

To str en gth en th e implementa tion of a pprenticeship program as the compon ent 

of TVET, on 1 Sl March 2004 TVET law was promulgated. Thi s law devotes one of 

its parts fully for apprenticeship training. In thi s document, duties and 

res pons ib ili ty of the TVET institution s, a ppre ntices a nd orga nization s were 

thoroughly covered. 

To s um up , TVET in Ethiopia h ave posed d ifferent reform. At th e present, 

sectors h ave gained policy attention a nd suppor t of th e federa l government. 

Thus, TVET has to respond to th e s kill s need of the la bor market and create a 

competent a nd adaptable work force capable of driving economic growth and 

developmen t. Alth ough greater effor ts a re m a d e to promote Ethiopian 

appre nti ceship progra m of TVET, it is challenged by: 

• Shortagc of a ppre nticeship providing organizations, 

• Organ izations una ble to assign appropria te trainers to guide the 

appren tices, 

• Lack of joint plannin g between apprenticeship providing 

organization s and TVET institutions, and 

• Fin a ncial problem of trainees 
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CHAPTER THREE 

PRESENTATION AND INTERPRETATION OF THE DATA 

This part of the study deals with the presentation and interpretation of the data 

collected from the sample principals, vocational counselors, apprentices a nd 

work place supervisors in organization offering apprenticeship training. The 

relevant data a nd information collected through questionn a ires , interviews a nd 

documen ts were a n a lyzed a nd interpreted . Hen ce, the bas ic questions raised in 

the first chapte r were given a ppropriate treatment. 

Out of th e tola l 189 questionnaires di s tributed to TVET tra inees, 163 (86.2%), 

out of 22 questionnaires distributed to supervisors in organizations offering 

a pprenticeship training 20 (90 .9%) and out of 6 questionna ires distributed to 

college deans and vocationa l counselors, 6 ( 1 00%) were filled and returned. 

Based on the responses obtained from th e sample res pondents, the a n a lysis 

a nd interpretation of the data a re presented following each table . 

3.1. Personal Characteristics of Respondents 

The respondents were asked to furnish their personal (demographic) 

informa tion during the study . Their responses have been s ummarized as under. 
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Table 1: Demographic and Program Information of Trainees 

Items Respondents 
Government 

Private TVET Total TVET 
No % No % No % 

I Sex: 
A. Male 9 1.1 71.8 21 65.6 115 70.6 
B. Female 37 28.2 11 34.4 48 29A 

Total 131 80.4 32 19.6 163 100 
2 Trainin p nro 'ram 

A. 10+2 49 37.4 12 37.5 61 37A 
B. 10+3 82 62.6 20 62.5 102 62.6 

Total 131 80A 32 19.6 163 100 
3 Field of studv 

A . Business 67 5 1.1 32 100 99 60.7 
B. Construction 12 9.2 - - 12 7.4 
C. Industrial Technolopv 52 39.7 - - 52 31.9 

Total 131 80.4 32 19.6 163 100 
4 Occ~ations ofTrrunce'SDarents 

A. Enl0im1ces 48 36.6 14 43.7 62 38.0 
8. Farming 4 3.1 - - 4 2.5 
C. Trades 58 44.3 16 50.0 74 45.4 

Others 21 16.0 2 6.3 23 14.1 
Total 131 80.4 32 19.6 163 100 

As Gan be seen from Table 1, (29.4%) of the total respondents of trainees were 

femal es, and which holds (28.2%) from government and (34.4%) from private 

TVET institutions. This figure shows very lower participation rate of females. 

However, enrollment rate of females in the sample TVET institution were 

(28.5%) out of the total trainees in academic year of 2004/2005 during which 

they took apprenticeship training. Thus, it is possible to deduce that the 

representation of each sex in the study was proportional to the rate of 

enrollments. Hence, the information gathered from the sample respondents 

reflects the idea and opinion of both females and male. Recently, in the present 

academic year 2006/07 th e rate of female 's enrollments raised to 40.8%. Still 

this figure manifests the n eed to promote female participations in TVET 

institutions. 

Regarding the training programs 102 (62.6%) of sample trainees were enrolled 

in 10+3 level whi le th e rest 61(37.4%) were in 10+2 level. Since apprenticeship 

training is m a ndatory, in TVET institutions at the end of each year, m ajority of 

the sample trainees had und ergone apprenticeship training at least for two 
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consecutive programs. Hence, they can provide complete and relevant 

information for th e study . 

As indicted in item 3 of Table I, 99(60 .7%) of sample trainees were enrolled in 

business education in both government and priva te TVET institutions. On the 

o th er hand , in government TVET institution s only 12 (7.4%) were enrolled in 

construction and the rest 52(3l.9%) were in industrial technology . Being the 

p a rticipa tion ra te of females was very low, still their representation in industrial 

and construction fie ld s was insigni ficant. Possible explanation for smaller 

participation rate could be misconception of the society where vocational 

training was conside red traditionally as profession devoted to males. 

Concerning the occupation of tra inee's parents the finding revealed that 74 

(58 .0%) of them were employees while 62 (38.0%) were traders a nd the rest very 

few were en gaged in farming. As it is clea rly seen, the m ajority of paren ts 136 

(83 .4%) were en gaged in non fa rming occupations. 

Table 2: Description of Principals, Vocational Counselors and Supervisors 
b Q l"fi t" F" Id Of St d d S Y ua 1 lea lon, le ulyan ervlce 

Respondents 

No Item 
Principles Vocational Supervisors 

counselors 

1 Qualification No % No % No % 
BA. I BSC 3 100 3 100 1 5 .0 
College Diploma - - - - 2 10.0 
Bellow Diploma - - - - 17 85 .2 

Total 3 100 3 100 20 100 

2 Field of Study : 
Industria l Technology - - - - 3 15.0 
Business Education 2 66.7 2 66.7 14 70.0 
Con struction Technology 1 33 .3 - - I 5 
Textile and Garment - - - - -

Oth ers - - - - 2 10 .0 
Total 3 100 3 100 20 100 

3 Years of service in curren t position 
1 - 5 years - - - - - -

6 - 10 years - 1 33 .3 2 10.0 
11 - 15 years 2 66.7 2 66.7 14 70 .0 
Above 15 years 1 33 .3 - - 4 20 .0 

Total 3 100 3 100 20 100 
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It has been rcco rded in Table 2 of item 1, that a ll principals and vocational 

cou n selors in the sample TVET ins titution s h a d SSc. a nd Sed. Thus all werc 

well qualified to plan a nd orga nize the whole TVET program in gen eral, 

apprcnticeshi p- training program in particular. On the other h a nd, majority 

17(85. 0%) of su pervisors in organizations offe ring a pprenticeship training had 

bellow college diploma while (5.0%) was a degree holder. Therefore , in the view 

of thcir acad emic qualifica tion , it is possible to deduce that the m ajority of the 

supervisors in o rganizations could not offe r valua ble contribu tion to help 

trainces able to obtain suffic ient a nd relevant theoretical knowledge. Delivery of 

qua li ty apprenticeship t ra ining depends to a cons iderable extent on the 

capability of the s upervisor who was responsibl e to train a nd guide a pprentices . 

However, this situation is not m e t sufficiently due to under qua lified levels of 

these personncl. 

Concerning fi e ld of study, only (33 .percn et) of vocational counselor was a 

graduate of psychology while the res t were graduates of industria l technology 

and business education. On the other hand, a ll the sample principals (100%) 

were trained in TVET college at degree level. 

As ind icated in item 3, thc majority of the principals and vocational counselors 

scrvcd for more than 11 years in th e ir current position s . The la rger service 

years of TVET principals indicated the ir famili a rity with a pprenticeship training 

pla nning and organization. Therefore informa tion gath ered from them could be 

reliable and co mplete. 

3.2. Profile of Organization 

The study h ad a lso tried to probe in to the profiles of organ izations that offered 

a ppre nticeship progra m. The resu lts have been summari zed in Ta ble 3. 
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Table 3: Profiles of Organizations Participated in the Provision 
0 f h ' T Apprentices IP raining 

No Items 
Rest onses 

No % 
Level of yo ur organization 

A) Small/informal sector enterprise 6 30.0 
I 

B) Medium size enterprise I 1 55.0 
C} Large modern enterprise 3 15 .0 

Tota l 20 100 
Type of Business: 

2 
AI Manufacturing 2 10.0 
BJ Trade 4 40 .0 
C) Service 14 70 .0 

Tota l 2 0 100 
Type of ownership 
1\) Government 12 60.0 

3 8) Private 7 35.0 
CJ NGO 1 5 .0 

Total 20 100 
No of appre nt ice attended appre nticeship training during the year 
2005/2006? 
AI 1 - 5 12 60.0 

4 BI 6 - 10 7 35.0 
CJ 11 - 15 2 10.0 
OJ 16 an d above . . 

Total 20 100 

Because of the increasingly important ro le played by enterprises in providing 

entry-level employment and expansion in the range of occupations available to 

appren ti ces and trainees, it was importa nt to examme the profile of 

organization s offe ring apprenticeship training. As it can be seen from the Table 

3, supervisors in sample organizations gave responses , concerning the profile of 

their organizations. Accordingly, (55%) of the supervisors indicated that th eir 

organizations belonged to med ium s ize enterprises while the rest (30%) a nd 

(J 5%) were employed undcr small and la rge scales modern sectors, respective ly . 

Therefore, this finding indicates that th e majority of apprentices were 

undergoing tra inings und er medium level enterprises, which could influen ce 

them to obtain adequate practices. 

Item 2 of the same Table d escribes that m ajority 14(7 0%) of sample 

organizations were service-providing organizations and manufacturing accou nts 

for (10%) of the total organizations. This ve ry low proportion of manufacturing 

organizations could not only limit the capacity to absorb trainees but also h ad 

an impact on the economic development of the region . 
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Concerning th e type o f ownersh ip of the sample organization s, great m ajori ty 

12 (60%) were government organizations. Only very few non -government 

organization s (NGOs) were given th e train in g . 

This lower partic ipation of private and n on-government organization to offer 

a ppre nticeshi p training could be due to poor awareness creations and 

coord in ation activities of TVET in s ti tu tion s. 

Regarding th e a bsorption capacity of sample orga nization , the majority (60%) 

s upe rvisors indicated that they offered a m aximum of 5 trainees while (1 0%) 

co nfirmed that they offered less than 10 tra inees in each organization. Thi s 

m a nifests that trainees h ad su ffered from th e problem of getting place for 

apprenticeship trainin g . 

3.3. Conditions of Offering Apprenticeship Program 

An a ttempt was also made to investigate th e cond itions under which th e 

appren ticeship program had been implemen ted. Th e results have been 

summarized in the tables that fo llow a long wi th cor responding discussion. 

Table 4: Condition of Trainee's Accommodation and Proximity of 
Organization 

No Item Responses 
No % 

I Which one of the follo wing was u sed for your accommodation . . 

during apprenticeship tra ining? 
A) Dormitory . . 

8) Your permanent residence 122 74 .8 
C) Ren ted house 26 16.0 
D) Residence of relatives 15 9.2 

Total 163 100 
2 HO\~T fa r was the location of appre nticeship training offering 

organization from your permanent residence';> 

..'\Ll-=-~ kms 25 15.3 
~)6 - JfLkms 88 54.0 .. 
.9..11 - I S km s 29 17.8 
D) 16 - 20 kms 8 4.9 
E)2 1 - 25 kms 7 4.3 

_I] > 25 km s 6 3.7 
Total 163 100 
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As it is cited in the literature of this thes is, the location of the TVET institutions 

and the economic clima te in the community have ramification s in re la tion to 

equity issues with regard to the ability of trainees to access a n employer, as 

we ll as for a n employer exercising user choice III accuslIlg a nationally 

accredited training providers. 

fn light of the a bove concept, item s in Table 4 were con s truc ted to exa m1l1 e 

trai nee's condition of accommod ation and how far they s hould travel to reach 

organizations offering ap prentices hip training. Accordingly , 122 (74.8%) of th em 

asser ted that they attended th eir practice s ituated in their family house . Th e 

rest 26 (1 6%) a nd 15 (9.2%) atte nded u s ing a rented house and rela tives 

resid ence, respectively . Thus, s in ce the m ajority of a pprentices s hared rooms 

and foods with th eir fa milies they were no t exposed for additional expen ses 

durin g their apprenticeship tra ining. 

Con cerning the location of sample organizations, in replying to item 2 of the 

same Table, majority 88 (54%) of them indicated tha t they traveled in the 

radius of no t greater than 10 kms away from their residence during 

apprenticeshi p training. On the contrary, very few 6 (3.7) were expected to travcl 

greater tha n 25 kms. Thus, it is concluded th at the former were living with 

th eir familie s, a nd the later could ca me from neighboring regions such as Jij ga 

to a ttend 10+3 program in Dire-Dawa as it is explained by the trainees . 

Table 5: Assignment of Supervisors 

Item Responses 

No % 
Total 

No % 
Did the organ ization assigned 
workplace supervisors? 
AI Yes 43 26.4 43 26.4 
B) No 120 73.6 120 73.6 -
Total 163 100.0 163 100 
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Basically, well-planncd a nd propcrly supervised work based learning increases 

the in dividual a ppre ntice productivity and improve the success of youth in 

movIng In to employment and becom ing contributing members of th e 

commun ity. To thi s e ffect, organizations are responsible to provide competent 

personnel to supervise a nd s upport apprentice. 

Related to th c a bove idea, Table 5 was con structed to examine wheth er 

supervIsors were assign ed or not in the sample organizations. Accordingly, 

12 0(73.6%) of th e a ppre ntice confirmed that workplace supervisors were not 

ass igned to m onitor a nd support train ees . Thus, th e findi n g reveals that the 

majority of the apprenti ces we re left completely to work independently during 

the trad ing program without a ny form of d irect supervisor , feedback and 

motivation th at could help to enha n ce e ffic ien cy and competency of th e 

tra in ees. 

Table 6: Incentives Offered to Organization 

Rest: ondents 
No Item Principals Vo. Cons. Supervisors Total 

No % No % No % No % 
1 Were there any incentives 

give n to orga nization s 
pa r tici pated in apprenticeship 
tra ining? 
A) Yes 2 66.7 2 66.7 3 15.0 7 26.9 
B ) NO 1 33.3 1 33.3 17 8 5.0 19 73. 1 

Total 3 100 3 100 20 100 26 100 

2 If ye s , what \"'8S the ince ntive 
given? 
A. Tax exemption on important - - - - - - - -

machines a nd equipment 
B. Acknowledgements a nd 2 100 2 100 3 100 7 100 

recognitions 
C. Charge free traini ng fo r - - - - - - - -

employees 
D. Provision of consulta ncy - . - - - - - -

serVIce 
Total 2 100 2 100 3 100 7 100 
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To encouragc more participation by orga nizations offcring apprenticeship 

training more innovative a lterna tives besides paying off rebates such as 

awarding scholarship, naming buildings after them and giving recognition to 

organizations had been identified in many li terature. 

In order to asscs whethcr somc kind of in centives was given to encourage the 

roles of organizations in thc implementation o f apprenticeship, item 1 in Table 

6 was designed . To this cnd, the majority of th e respondents 19(73.1%) 

confirmed that TVET institutions to enhance cooperation capacity of sample 

organizations did not create encouraging conditions. Amongst the respondents, 

supervIsor holds the most 17(85%), the rest principals and vocational 

counselors (33%) cacho In item 2 of th e same table, the responde n ts who 

reacted positively, though they are as few as 7 (26.9%), indicated that 

acknowledgments a nd recognitions were taken as the only incentive 

mechanisms. The rest, other mechanisms listed at A , B and C, were not 

considered a t a ll. Thi s could be some of the reasons for reluctance of 

organizations to participate in offering apprenticeship training. 
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Table 7: Financing Apprenticeship Training 

Respondents 

No Item 
Principal 

Trainees 
Superviso 

Total 

1 

2 

3 

4 

s rs 
No % No % No % No % 

Were trainees c h arged fee s for th e 
apprentices hip trainin g? 
A) Yes - - -
8) NO 3 100 163 100 20 100 186 100 

Total 3 100 ]63 100 20 100 186 100 
Were trainees paid for their labor 
during a pprenticeship trainin g? 
A) Yes - - 16 9.8 2 10.0 18 9. 7 
8) No 3 100 147 90.2 18 90.0 168 90.3 

Total 3 100 163 100 10 100 186 100 
Who covers trainees expenses 
during apprenticesh ip training? 
A) Trainees/ Family 3 100 143 87.7 18 90.0 164 88.2 
8) TVET in s titution - - - - - - - -

C) The organiza tion - - 20 12.3 2 10.0 22 11.8 
D) Sponsorsh ip - - - - - - - -

Total 3 100 163 100 20 100 186 100 
How do you ra le th e capacity of 
trainees to pay for apprenticeship 
training? 
~lJ:!igh - - - - - - - -
J3IMedium - - 8 4.9 2 10.0 10 5.4 
C) Low 3 100 155 95.1 18 90.0 176 94.6 

Total 3 100 163 100 20 100 186 100 

The financial a ttributes of apprenticeship are both complex and important for 

its viability. Th e direct and indirect costs of the training fall to a ll of the three 

partners : employer , apprentice and taxpayer - who potentially benefit from 

apprenticesh ip. As the benefit shared amon gst the relevan t pari ties, so the 

costs should be shared. The apprentice can expect to gain , in terms of expected 

future earnings . The sponsoring employer gain s a large s ubsequent supply of 

skilled labor. The taxpayer and the wid e economy also gain, to extent that a 

greater supply of skilled labor increases productivity, as well as through the 

development of a more educated a nd knowledgeable society . 

In light of the above di scussion , Table 7 describes about how apprenticeship 

training was fin a nced. Accord ingly , as it wa s clearly shown in the ta ble, a ll 

respondents (100%) confirmed that a pprentices were not charged fees for 
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apprenticeship training. Simila rly, th e great majority (90.3%) of the total 

respondents affirmed that the apprentices were not paid wages or a llowan ce by 

the organizations to cover apprentice 's personal expenses . In addition to these 

reply, great majority of the respondents (88.2%) affirmed that expenses of 

trainees during apprenticeship training were fully covered by them or their 

respective families. However, in the contrary, (12.3%) of the trainees and (10%) 

of supervisors ascerta ined that orga nizations were covering apprentices 

expense . On the other hand, a ll respondents did not mention TVET institution 

or sponsorship for these responsibilities in this regard. 

The direct and indirect expenditure of apprenticeship training needs to be 

sh a red among the beneficiaries of the training, namely the employees, the 

trainees and the pUblic. 

In item 4 of the samc Table, responden ts were asked to identify th e capacity of 

trainees to pay for apprenticeship training. To this end, the majority of the 

trainees (94.6%) confirmed that trainees' capacity to pay apprenticeship 

training fe e is found to be low. 

Thus, from this finding it is possible to d educt that no public funds was 

devoted to cover or subsidize apprenticeship training to enhan ce the 

implementation of the program. Therefore, mechanisms such as apprenticeship 

wages, grants and other forms of incen tives shou ld be consid ered for 

organiza tion s offering apprenticeshi p training so as to achieve the desired 

objectives of a pprenticeship training program. 

3.4. Partnership 

This research had attempted to measure the extent of partnership existing 

between TVET institutions and hosti ng organizations . 

50 



Table 8: Degree of partnership between TVET institutions and the organization those 
participated in apprenticeship training 

Alternatives 
No DF 

value P 
Item 

High Medium Low ofX2 value -
No % No % No % 

I Joint organization & 
management of apprenticeship 
training 

Princinais - I 33.3 2 66.7 
Su I)crvisors 2 10 .0 18 90.00 

Total 3 13.0 20 87.0 I 1.252 .263 

2 Preparation of cur ricula & rules 
& regulations for 
annrcn Liccshil) traini llP 

PrincilJals - - - - 3 100 
S~crvisors 20 100 

Total 23 100 

3 Common & com ple mentary L1SC 

of training personllel, materials 
& machine;'v 

PrinciDals - - - 3 100 
Su Dcrvisor - - I 5.0 19 95.0 

Total - - I 4 .3 22 95.7 I .157 .69 

4 Participation in cvaJuation of 
annrenticcs 

Princinab - 2 66.7 I 33.3 
Su ervisor - - 6 30.0 14 70.0 

Total - - 8 34.8 15 65.2 I 1. 546 .214 

5 Financial support fOI" 

Ulml"cnticeship PJ:!.!:P~ 
Pri n cipals - - 3 100 

Sune,"visor - 2 10.0 18 90.0 
Total 2 8.7 2 1 91.3 I .392 .567 

6 Participation in development of 
qualified staff 

Principals - - - - 3 100 

SMcrvisor - - - - 20 100 
Total - - - - 23 100 

7 Advise to TVET institutions 
PI-inciDals - - - - 3 100 

Suncrviso r - - 2 10.0 18 90. 
Total - - 2 8.7 21 91.3 I .329 .56 7 

In order to implement apprenticeship training program effectively, it greatly 

requIres mutual understanding and strong co-operation between TVET 

institutions and organizations. However , co-operation between the two has been 

difficult to establish in the tra ining systems of many developing countries. 

Hence, the data tabu la ted in table 8 designed to investigate the degree of co­

operation between TVET in s titutions and organizations offe ring apprenticeship 
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training. Accordi n gly, the total respondents conrirmed th at a ll the listed areas 

or co-operation were rated low. 

A chi -squar e test was employed to ch eck wh eth er or not perceptual difference 

exists bc twee n the two study groups. Accordingly, th e resu lt m a nirests th a t ror 

1 degree or rreedom at 0.05 level of significance the P value was greater th a n 

0.05 implying that the re is no statistical significan t dirference among perception 

of th e principals a nd supervisors . 

Furthermore, even tho ugh in all areas or cooperation were ra ted low, a mongst 

others , preparation or curric ulum, rules a nd regulation a nd preparation in 

development or qualified s taff were rated very low, rela tive ly . Therefore, th ese 

findings indicated that th e degree of par tners hip between the TVET institu tion 

and organizations in implementation of apprenticeship tra ining were very poor. 

Thus, from these findings one can easily deduce that the proclamation 

concerning apprenticeship training were left as ide a nd ign ored totally. 

5.3. Selection Procedure 

The respondents wcre ask cd to reflect up on th e procedures involved in the 

selection of organization s a nd assignment of trainees for apprenticeship 

t ra in ing. Their responses a re organized in Ta b le 9. 
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Table 9: Organization selection procedure and Trainees Assignment 

Respondents 

No Item 
Vocational 

Trainees Principa ls Total 
Counselors 

No % No % No % 
1 How was the tota l number 

of trainees assigned to 
each orqanization decided? 
A) By agreement made 2 66.7 - - 2 66.7 4 66 .7 

between TVET institution 
& organization 

B) By TVET institution on - - - - - -

the bases of preset 
criteria 

C) By each organ ization 1 33.3 - - 1 33.3 2 33.3 
unilaterallv 

0) On the basis of the - - - - - - - -
statements of law 

E) There is no formal - - - - - - - -
procedures 

Total 3 100 - - 3 100 6 100 
2 Who was responsible for 

organ izing apprenticeship 
training? 
A) The vocational counselor 3 100 96 58.9 2 66.7 100 59.8 
B) The trainers - - 3 1.8 - - 3 1.8 
C) The department head - - 13 8.0 1 33.3 14 8.3 
0 ) The vice-dean - - 16 9.8 - - 16 9.5 
E) The trainees - 35 21 .5 - - 55 20.7 

Tota l 3 100 163 100 3 100 169 100 
3 Were there criteria set to 

select organizations 
participating in 
apprenticeship training? 
A) Yes 2 66.7 - - 3 100 5 83.3 
B) No 1 33.3 - - - - 1 16.7 

Tota l 3 100 - - 3 100 6 100 
4 If yes, which of the following 

were used as major factors 
~~~e of business - - - - - - - -

B) The size of the - - - - - - - -
or(Janization 

C) No of employees - - - - - - - -
0 ) Relevance of the training 2 100 - - 3 100 5 100 
E) Nearness to the TVET - - - - - - - -

F) Facilities delivered to - - - - - - - -
trainees. 

Total 2 100 - - 3 100 5 100 

Depending on the institutional or historical context, th e major crite ria for 

defining the s ize a nd ty pe of enterpri sers include legal statu s, ownership status, 
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a nd th e distinc tion betwee n the operation of a n enterprise at a c raft or 

indu strial leve l or the industry in which a firm operates. 

As it has been stated in the literature, a body empowered by th e state , based on 

guide lines a nd crite ria determined before hand , is expected to select 

o rgan ization s that sh a ll pa rti c ipate in the provision of apprenticeship training . 

Related to thi s con cept, item 1 of table 9 was con s tructed to identify which 

m ech a nis m s were u sed to dctermine the total number of trainees to be sent to 

organ ization s offering a pprenticeship training. Thu s, the m ajority of the 

respondents (66.7) con firmed that it was determined by agreement made 

between TVET institution a nd organizations. The rest (3 3.3%) in d icated th a t 

each organization unilaterally determined the total number of trainees. On th e 

o ther ha nd, in the same item , S , D a nd E were n o t r eplied by a ny of thc 

responden ts. 

[te rn 2 o f the same table, t h e respondents were asked to ind icate the a uthori ty 

in charge of plan ning and organizing appren ticeship training programs in TVET 

institutions . Accordingly, 3 (100%) of the vocational counselors, 96(58.9%) 

train ees, and 2 (1 6.7%) of th e princip a ls indicated that the vocation a l 

counselors were respon sible for thi s purpose. On the other h a nd , quite a 

s ignifican t (41.1 %) of the tra inees indicated that other personnel such as th e 

department head and th e vice-dean, and the trainees themselves were 

responsible for pla nning, m anagi ng th e a pprenticing tra ining program. 

This findin g reveled that vocational counselors were not completely devoted to 

this responsibility . This could be due to th e availabili ty of th e la rge number of 

t rainees in TVET in s titution s and that was difficult to h a ndle by only one 

vocationa l counselor, o r the vocation a l counselors were engaged with othe r 

acad emic activ ities . 
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In item no 2 of Table 9, respondents were asked the presence of any criteria to 

s elects organization offering apprenticeship trainin g. To this end, the majority 

(83.3%) of the respondents ascertained that the selection of the orga niza tion s 

was not carried out through predete rmined cri teria. Therefore this fin ding 

indicates th at the selection process was undertaken without considering at 

least a minimum requirem ent that cou ld fi t with the train ing modules 

presented in the curriculum. 

On th e last item of the same ta ble , respondents wh o answered posi tively, 

regarding the prese nce of preset criteria for the selection of organization , who 

asked to e numerate the c r iteria for e ligibility . Accordin gly, all the res pondents 

confirmed th at only the relevance of the tra ining was the mere criterion u sed for 

e ligibili ty. 

Therefore, it is possib le to say th at a pprentice could possibly attain their 

apprenticeship training in unqualified a nd non-relevan t work pla ces only for 

sake of fu ll -filling the program . 

3.6. Role and Responsibility of TVET Institutions 

An attempt was also m ade to examine the role and played by TVET institutions 

in implementing the apprenticeship tra ining program. Under this topic, 

respondents were asked to rate the activities indicated. Their responses have 

been summarized in Table 10. 
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Table 10: Role of TVET Institution in Promoting Apprenticeship Training 

Alternatives 

Item High Medium Low DF X2 p -

Value value 

No % No % No % No % No 
A) Assigning personn el 

that foll ow-up lhe 
apprenticesh ip 
tra ining 

Supervi s ors - - 4 2 0 .0 16 80.0 
Vocational counselors 2 66.7 1 33.6 

Principals 6 16.7 43 26.4 114 69.9 
Total 6 3.2 49 26 .3 131 70.4 4 .3856 0.42 

6 
13) Con sidering grades 

give n fo r 
a pprenticeship 
train in g as a 
componen t c riteria for 
certification 

Su pervisors 20 100 - - - -

Vocational counselors 3 100 - - - -

Tra inees 13 75.5 32 19.6 8 4 .9 
Total 146 78.5 32 17.2 8 4.3 4 7.9 1 . 126 

C) Considerin g 
suggestions offered 

Supervis ors - - 3 15.0 17 85 .0 
0 

Vocational counselors - - 3 100 - -
Principals - - 29 17 .8 134 82.2 

Total - - 35 18 .8 151 8l.2 2 13.26 .001 

D) Prepare, guidelines a nd 
schedules that help 
proper 
implementation of 
apprenticeship 
traini ng 

S upervisors - - 3 15.0 17 85.0 
Vocatio nal counselors - - I 33.3 2 66 .7 

Prin c ipals 9 5 .5 25 15.3 129 79. 1 
Total 9 4.8 29 15.6 148 79.6 4 2. 027 .731 

E) Work-in coo rdina tion 
with the organ izations 

Supervisors - - 2 10.0 18 90.0 
Voca ti ona l counselors - - 3 100 - -

Principals 5 8 .0 41 25.2 1l.7 7l.8 
Total 5 2.7 46 24.7 135 72.6 4 12.37 0.15 

3 
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Du ties a n d responsibilities to be carried out by TVET institutions to implement 

apprenticcsh ip-train ing program was precisely stated 111 the TVET 

proclam ation. He nce, the items in table 10 were constructed to examine the 

state of TVET ins titutions in promoting a ppre nticeship training. Accordingly, 

the majority of the tota l respondents (70.4%) a ffirmed that activities institution s 

made TVET institutions ass ign professional personn el's to monitor and assess 

the progress of t ra inees were found to be low. Si mila rly, by th e majority of th e 

total respondents confirmed that such a ctivities as considering suggestions 

offered from organizations, preparing guideline a nd sch eduling the training and 

working in co-ordina tion with the organizations were a lso rated low. On th e 

other h a nd , th e maj ori ty of th e total respondents (78 .5%) rated high fo r the 

action ta ken consid ering grades obtained from the appre nticeship training as 

the compon en t of the curriculum. 

In order to ch eck the existence of perceptua l differences a m ong the three 

grou ps a chi -squar e tes t was e mployed. Accordingly the resu lt revealed tha t for 

4 degrees of freedom a t 0.05 level of s ignifican ce, no s tatica lly signi fi cant 

diffe ren ce exis ted in th e perception of the respondents concerning about 

asslgn1l1g professionals, preparing guide line a nd scheduling apprenticeship 

training program considering grades a nd working in coordination with 

organization. 

On the other hand, s ignificant differen ce exis ted a mong the three groups 

concerning about con s idering suggestions offered by organization offering 

apprenticeship training. Moreover , though a ll the three groups ra ted to a high 

degree concerning item B, th e tra inees' response however was relative ly lower 

whcre on ly (75.5%) of them did ra te highly. Therefore, from the above findings it 

can be safely inferred that the efforts made by TVET ins titution s to promote 

apprenticeship t ra ining deemed to be very poor. Since TVET institution a re 

responsible they should ta k e sufficient m easure to enhance th e whole tra ining 

in general a nd appren ticeship training in particula r, with s trong coordina tion 

with legal organization s a nd other stakeh olders. 
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Table 11; Application of Legislation for Apprenticeship Training 

]\!c!?pondents DF Value r-
No Items Prin c~p al Vac . C OlllL Su er TOlal .of X2 Value 

No % No % No % No % 
1 Did apprentice s ing contract of 

agreement for apprenticeship 
traininl.!? 
A Yes - - - -
B No 3 100 3 100 22 100 26 100 

Total 
2 Where the re any laws 

supportin g the implementation 
.of apprenticeship training? 
A) Yes I 33. 1 33.3 4 20 6 23. 1 

3 
BI No 2 66. 2 66.7 16 80 20 76.9 

7 
Total 3 100 3 100 20 100 26 100 2 1.2 1 .273 

3 If yes, which o f the following 
was a :)Plicd? 
A Appren liceship trainin ' act - - - - - - -
B) Apprenticeshi p guide line - - - I 25. I 16.7 

a 
C) TVET law. I 100 1 100 3 75. 5 83.3 

a 
Total 1 100 1 100 4 100 6 100 

Individual contracts be tween trainees and company as well as the 

organizational setting are subject to a d ense set of laws. As cited in the 

literature of this thesis , from the experience of Germany it can be lea rned tha t 

there has bccn a vocational tra ining act as a federal law since 1969, in which 

co-operation training is rcgula ted. This vocational training ac t constitutes the 

regulatory framework for Gcrman co-operative training place in a company. 

Regional state school laws govern the pa rt of the grainin g time spent in TVET 

sch ools. 

The major advantage of a pprenticeship training is its vicinity to the world of 

work. Trainees a re thus systematically exposed to the world of work a nd learn 

to occupa tion a l practice in a real life s ituation . However, this can be only 

achieved by mea ningful co-operation of organization s, a nd backed by low. 

In light of the above disc ussion, table 11 was design ed to examine the 

implementation s tate of apprenticeship tra ining legislation . To this end, in item 

1, sample respondents wcre asked if the re were a ny lows backing the 
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implementation of apprenticeship training. Accordingly, the majority of the total 

respondents (76.9%) confirmed that non-existence of any law backing the 

implementation of apprenticeship tra in ing. On the other hand, (23.1%) though 

they were few, reacted positively. A chi-square test was employed for 2 degrees 

of freedom at 0.05 level of significance and the result revealed that no statically 

significant difference existed among the perception of the three study groups 

concerning the presence of any law supporting apprenticeship training 

indicating agreement of responses among th e respondents. 

In item 3 of the same Table among the respondents who reacted positively, the 

majority (83.3%) indicated that TVET laws were used in the implementation of 

apprenticeship training. Consequently the first item in the same Table 

respondents were also asked whether apprenticeship contract was signed 

among the three parties the trainees, TVET institutions and organizations. 

Accordingly no single respondent from each group confirmed the existence of a 

duly signed apprenticeship contract agreement. 

Therefore, from the above findings it is possibly to deduce that TVET law did 

not adequately diffuse through the whole stakeholders . Besides this, even it 

was known, totally ignored. Thus, trainees could not be benefited form this 

training program. 
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3.7. Performance of Supervisors 

Under thi s topic , tra inees asked to evalu ate their workplace supervIsors . Their 

responses h ave been tabularized in Ta ble 12. 

Table 12: Capabilities and Willingness of Supportive Workplace 

Supervisors 

Alternatives 

Item 
Hi~h Medium Law 

No % No % No % 
How do evaluate your 
wor kplace supervisors? 
Al Skills on presentation 4 9.3 5 11.6 34 79. 1 
BJ SkiIJ on giving practical 36 83.7 4 9.3 3 7.09 

training 
C) Knowledge of th e Sli bject 1 I 25.6 22 5 1. 2 10 23.3 

matter 
OJ Willingness to co-operate 38 88.4 3 7.0 2 4.7 

a n d give technical advice 
E) Capabi li ty to evalua te 3 7.0 11 25 .6 29 67.5 

trainees 

Total 
No % 

43 100 
43 100 

43 100 

43 100 

43 100 

By providing training to apprentices, the supervIsors can play a n essentia l role 

In m a inta ining the integrity of his trade and building the work force of 

tomorrow . Yet, the critical issu e is to wh at extent the workplace tra ine rs a re 

ready, willing and committed to play this role. 

In o rde r to examme workplace supervisors' commitment In course of 

a pprenticeship training in sample organizations table 12 was design ed. On 

doing so, trainees who ascertained for the presence of workplace supervisors 

were asked to rate the level tha t quality supervisor should posses. Accordingly, 

majority of the r espondents affirmed that their supervisors' willingness to co­

operate a nd skills on giving practical tra ining were rated high. Conversely, by 

the m ajority of the responde nts, supervisors ' skills on presentation a nd abili ty 

to evaluate trainee's progress rated low. 
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From these findings it is possible to deduce that work p lace supervIsors 

cou ldn 't sufficicntly carried out the respon sibilities that were expected from 

them. Moreover, the work place supervisors in the sample organization were n o t 

specially trained and properly selected to be invo lved the process of 

apprcnticeship training program 

Table 13: Relevance of Training Content and Skill Obtained 

No Alternatives 

1 

2 

3 

Item High Medium Low Total 

No % No % No % No % 

How do yo u evalu a te the 18 11.0 39 23.9 106 65.0 163 100 
degree of the s kill obta ined 
during a p prenticesh ip t ra ining 
and that of TVET institution? 
How was the degree of 13 7.9 42 25.8 108 66. 3 163 100 
similarity of materia ls for 
practical training in the 
organization and 'I'VE']' 
ins ti tu tion ? 
J-Iow do you evaluate the 25 15. 3 42 25.8 96 58.9 163 100 
relevance o f activi ties t h a t you 
have undergone during 
apprenticeshi p tra ining 
a"ainst vo u I' fie ld o f study? 

Relevance of a givcn t rai ning has a s ignificant role to play with regard to 

externa l e ffi ciency of TVET graduates; wh ich d escribes the relationship between 

th e output of th e training system (gra duates) and economic and social success 

(employment). 

[n light of the above d iscussion, in item no 1 of table 13 t ra inees were asked to 

rate the leve l of s kill obtained in the sample organizations and that of TVET 

in s titutions. Accordingly, 106 (65.0%) of the sample trainees rated low while 18 

(1l.0%) rated high. 

Similarly, as indica ted in item no 2 a nd 3 th e same Ta ble, the m ajority of the 

responde nts 108 (66.3%) a nd (58 .9%) the s imi larity of ma terials for practical 

t raining a nd relevance of the activ ities in organization rated low, respective ly. 
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There fore, th ese findin gs revealed th a t organizations were not selec ted properly 

u sing preset standa rd criteria in order to achieve th e d esired TVET obj ectives . 

3 .7. Retention and Comple tion 

Resp ondents were a ls o enquired to identify th e rate fac tors th a t could influen ce 

s mooth implemen tation of the tra ining progra m . Their responses a re organized 

in Table 14 . 

Table 14: Factors Affecting retention & completion of Apprenticeship 
Training 

Alternatives X' 
p-

N OF Valu Item H igh Medium Low Total Value 
0 e 

No % No % No % No % 
A Financial problem 

Apprentices 9'1 57.7 43 26.4 26 16.0 163 lOO 
Vocational counselors - - I 33.3 2 66.7 3 100 

Supervisors 1 5.0 12 60 .0 7 35.0 20 100 
Total 95 51.1 56 30. 1 35 18.8 186 100 4 25.72 .0 00 

B Higher distance to 
organization for 
apprenticeship 
training 

Al2prenlices 70 42.9 78 47.9 15 9.2 163 100 
Vocational counselors - 2 66.7 1 33.3 3 100 

Supervisors 3 15.0 13 65.0 4 20.0 20 100 
Total 73 39.2 93 50.0 20 10.8 186 100 4 lQ .47 .001 

0 
C Lack of proper 

support from the 
organization 

Apprentices 82 50.3 60 36.8 21 12.9 163 100 
Vocational counselors - - 2 66.6 1 33.3 3 100 

Supervisors - - 14 70 6 30.0 20 100 
Total 82 44.1 76 40.9 28 15. 1 186 100 4 )1.01 .000 

4 
0 Irrelevant tasks and 

duties given to 
apprentice 

Apprentices 9 '1 5 7.6 4 4 2 7.0 25 15.3 163 100 
Vocational counselors 3 100 - - - 3 100 

Su pervisors 6 30.0 9 45.0 5 25.0 20 100 
Total lO3 55.4 53 28.5 30 16.1 186 100 4 7 .978 .092 

E Lack of interest by 
apprentice 

Apprentices 13 8.0 30 18.4 120 73.6 163 100 
Vocational counselors - - I 33.3 2 66.7 3 lOO 

Supervisors 1 5.0 5 25.0 14 60.0 20 100 
Total 14 7.5 36 19.3 136 73.1 186 100 4 1.196 .897 

F Olher personal 
problems 

Apprentices 14 9 .0 35 21.4 114 69.9 163 100 
Vocational counselors - - 3 100 3 100 

Supervisors - - 8 40.0 12 60.0 20 100 
Total 14 7.5 4 3 23.1 129 69.4 186 100 4 5.992 .200 
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A contract of training is successfully concluded wh en an apprentice leaves the 

t ra ining system with a nationally recognize qua lification. The pathway to 

completion can, however , be in terrupted by a number of fac tors such as 

person a l, learning and environmental issues . The li te rature therefore suggests 

that a range o f factors can contribute to all. apprentice decis ion to remain as a 

tra inee . 

Based on this, items in ta ble 14 were construc ted to identify factors those could 

n egatively con tribute for th e completion of apprenticeship training offered to 

apprentice in the local organiza tions. Accordingly, factors such as finan cia l 

problem, lack of proper support , a nd irre levant tasks given to a pprentice were 

rated high by the majority of the total respondents, 5l.1 %, 44 . 1% a nd 55.4%, 

respectively. A chi-squares test a lso is employed to check whether or not 

perceptual diffe rence existed a mong the three groups. Accordingly, the result 

revea led that for 4 degrees of freedom at 0.05 level of significance the P-values 

were les ser than 0.05, implying that there were statistically s ignificant 

differences a mong the perceptions of apprentice, vocational counselor and 

workplace s upervisors concerning financial problem and lack of proper support. 

This d iffe ren ce could occur due to the fact that trainees were the mos t 

concerned groups about th e problems amongst others , therefore, they rated 

high. 

On the other h a nd, factors such as lack of interest by a pprentice a nd other 

personal problems rated low by the majority of respondents 73.1% a nd 69.4%, 

respectively. A chi-squa re test reveled tha t for 4 degrees of freedom at 0.05 level 

of s ignifican ce the P-values were greate r than 0.05 . Hence no statically 

s ignificant diffe rence cxisted among the perception of the trainees, vocationa l 

counselors, and superviso rs concern ing th e low rated factors m entioned above . 

The findings revealed that factors su ch as irrelevant tasks given to the trainees, 

fina n cial problem, lack of proper s upport from the organization were found to 

be the most important reason s for trainee's completion of apprenticeships 
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t ra ining. Prom thesc fini n gs it can be in ferred that factors these negatively 

affected su ccessfu l com ple tion of appre n ticeship training could emanate from 

socia l, econ omic a n d ad m inistrative problem s . 

3.9. How effective were Apprentices? 

Th e par ticipan ts of the s tudy a lso were asked to rate apprentices ac tivities 

du ring the train ing program. Their respon ses have been sum marized in Ta ble 

15 that fa llow a long with correspond ing d iscussion . 

Table 15: Performance of Trainees during Apprenticeship Training 

Alternatives X' I' 
It em High Medium Low Total DF 

valu e Vallie 
No 'YI. No (~I No % No % 

A) Work according lO 

ru les and reou lations 
Supervisors 16 80.0 3 15.0 I 5.0 20 100 

Vocational cou nse lors I 33 .6 2 66.7" - - 3 100 
Total 17 73 .9 5 21.7 I 4.3 23 100 2 4.12 . 127 

B) Utilize too ls and 
machines wi th care 

Supervisors 2 10.0 15 75.0 J 15 .0 20 100 
Vocat iona l counselors I 33 .7 2 66.7 - - 3 100 

T otal 3 13.0 17 73.9 3 13.0 23 100 X' .518 .472 

C) Perform tasks carefully 
Supervisors 2 10.0 17 85.0 I 5.0 20 100 

Vocationa l counselors - - 3 100 - - 3 100 
T otal 2 8.7 20 87.0 I 4. 3 23 100 2 1.63 A58 

D) Co-operate with other 
emp loyees 

Supervisors - - 4 20.0 16 80.0 20 100 
Vocationa 1 counselors - - I 33.3 2 66.7 3 10 

Total - - 5 21.7 18 78.3 23 100 2 .5 18 .772 

E) Perform practical 
act ivities 

Supervisors - - 4 20.0 16 80.0 20 100 
Vocational counselors I 33.3 2 66 .7 3 10 

Tota l 5 21.7 18 78. 3 23 100 I .273 .602 
F. Utilize inputs 
effic ien tly 

Supervisors - - 15 75.0 5 22.0 20 100 --
Vocational counselors - - I 33.6 2 66 .7 3 100 

T ota l - - 16 69.6 7 30.4 23 100 I 2. 13 .144 
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As di s playcd in table 15, th e items were constructed to exa mine the 

performances of a pprentice whil e they were attending apprenticeship trainin g 

in the sample organ izations . Thus, amon g the li sted areas of activities, the 

majority of the total respondenLs 73.9% rated high for working according to 

rules a nd regula tions. On th e contra ry , 78 .3% rated low for co-opera ting with 

other employees a nd prac tical s kill s. On th e other h a nd , the rest activities 

mentioned in item B, C and F were rated moderate by the majoriLy of the total 

responden ts . 

In order to check perceptua l difference existed or not between th e two groups a 

chi-squ a re test was employed for each itcms of table 15 . Accordingly, the result 

revealed tha t for 2 d egrees of freedom a t 0.05 level of significance the P-values 

were grealer than 0.05 . Thcreforc no slatically s ignificant differe nce was exis ted 

on th e perce ptions of the lWO groups conce rning lh e given activities. There fore, 

form th ese findings one can easily deduce that apprentices were behaved and 

performed moderately in organizations offerin g a pprenticeships tra ining. The 

low rated practical skills indicated above could be the result of cumula tive 

problem exisled in the TVET institution. However, it need s fu rth er investigation 

to identify the core problems. Even though TVET institution s curriculum were 

designed in modula r unit and the time a llo tted for p ractical activities made 

higher, trainees were not a ble to exploit the whole avai lable resources to 

enhance the ir skills. 
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Table 16: Follow up Activities During Apprenticeship Training. 

Resnondents 
Item Trainees Voe . Con . Supervisors Total 

No % No % No % No % 

Did TVET institutions assign 
s u pervisors to fo llow up 
trainees' performance during 
aonrenticeshi o trainim,? 
Al Yes 4 5 27 .6 2 66. 7 3 15.0 50 26.9 
BINO 118 72.4 1 33.3 17 8 5.0 136 73.1 

Total 163 100 3 100 20 100 186 100 
If "yes" how frequ ently was the 
follow-LIP? 
AIDa ilv - -

BIOnce in a week 4 8.9 - - 4 8.0 
Cl Once in a two \veeks 8 17.8 - - 8 16.0 
OJ Once in a month 14 31. 1 1 50 .0 1 33.3 16 32.0 
8\ Once in a whi le 19 42 .2 1 50.0 2 66.7 22 44.0 

Total 45 100 2 100 3 200 50 100 

In item one of table 16 respondents were asked to confirm wheth er professional 

from TVET institution s under took any follow-up activities during th e 

a pprenticesh ip training. Thus, most of the responden ts 72 .4% of the trainees, 

a nd 85.0% of supervisors ascertai ned that there were no fa llow-up activities 

undertaken by the TVET institution during apprenticeship training. Though 

th ey were few, 33.3% of th e sample vocational counselors confirmed the 

absence of such on activities . 

Following the response given above , item 2 of the s a me table was designed to 

examine how often the concerned personnel from TVET ins titu tions carried out 

the follow-ups. To thi s end , responden ts who rated positively, 26 .9% of the tota l 

respondents indicated different levels. (44.0 %) of th em confirmed that th e 

follow-up activity was taken once in a while . Though they were as few as 8%, 

confirmed th a t the monitoring ca rri ed ou t once in a week. 

Thus , from th is findin gs once can easily deduce that TVET institution s were no t 

committed to ass ign professionals to monitor a pprentice-tra ining progress at 

work places. Thi s could be resulted from shortage of fin ance , s h ortage of 

trainer s due to summer vacations a nd th e relucta nce of h e TVET institutions. 
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Table 17: Organizations Readiness Offering Apprenticeship Training 

Alternatives 
Item High Medium Low Total 

No % No % No % No % 
How do you e valua te the 

roles of organiza tion in the 

provision of appren tices hip 

tra ining? 

1\) Co-operate a nd work 
with TVET insti tution 

S upervisors 13 65.0 6 30.0 1 5.0 20 10 
Vocational coun selors - 2 66.7 1 33.3 3 100 

Principa ls 12 7.4 53 32.5 98 60. 1 163 100 
Total 25 13.4 6 1 32.8 100 53.8 186 100 

B) I\ssign a ppren ti ce in 
the agreed area of 
work 

Supe rvisors 4 20.0 14 70.0 2 10.0 20 100 
Vocational counselors - - 1 33 .3 2 66.7 3 100 

Trai nees 6 36.8 25 15.3 132 8 1.0 163 100 
Total 10 5.4 40 2 1. 5 136 73. 1 186 100 

C) Give orien tation 
S ueervisors 16 80.0 3 15. 0 1 5.0 20 100 

Vocational counselors - - 3 100 - - 3 100 
Trainees 99 60.7 5 1 3 1.3 13 8.0 163 100 

Total 115 6 l. 8 57 35.0 14 7.5 186 100 

D) Provide raw materials , 
tools , and other 
necessary inputs 

Superviso rs 2 10.0 15 75.0 3 15.0 20 JOO 
Vocational counselors - - - - 3 100 3 100 

Tra inees 5 3. J 23 14.1 13. 5 82 .8 163 100 
Total 7 3.8 38 20.4 141 75 .8 186 100 

E) Evaluate apprentice 
performa nce 

Su pervisors 14 70.0 6 30.0 - - 20 100 
Vocation al coun selors - - 1 33.3 2 66. 7 3 100 

Tra inees 26 16.0 130 79.8 7 4. 3 163 100 
Total 40 2 1.5 137 73.7 9 4.8 186 100 

F. Ass ign workpl ace 
supervisors 

Su pervisors 3 15.0 5 25.0 12 60.0 20 100 
Vocational cou nselors - - 1 33 .3 2 66. 7 3 100 

Trainees 3 1. 8 33 20.2 127 77.9 163 100 
Total 6 3.2 D39 2 1.0 14 1 75.8 186 JOO 
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Effective implemen tation of a ppre nticeship training basically re lay on the ro les 

and respons ibilities of each parties: th e TVET institutions, the organization s 

a nd th e tra inees . However , the commitment that could be mad e by 

organ izations offering a ppren ticesh ip training plays a pivota l roll in the s u ccess 

of the t raining program. 

In order to examin e the role played by sample organizations in promoting 

apprenticeship training, Table 17 was designed intentionally. Accordingly, the 

great majority of the tota l respondents 75.8% confirmed that a lmost all the 

activities such as co-operating with TVET ins titutions, assigning apprentice in 

the agreed a rea of work, providin g necessary inputs and assigning workplace 

supe rvi sors were rated low. 

On the other hand, the majori ty (6 1. 8°/c)) of the responden ts confirmed that 

orientations delivered to the trainees by sample organizations were rated high. 

These findings, disclosed that sample organ izations didn't give greater attention 

in de livering the apprenticeship training in the right way. But, they were rather 

ve ry con scious on giving orie nta tions to minimize risks a nd accidents that 

probably could occur. 

Therefore, it can be concluded that local organizations were not und ers tand the 

objectives of TVET insti tutions since the awareness creation effort made by 

TVET in s titutions were ina dequ a te a nd no incentives m ech a nisms were 

developed to encourage these organization s. 
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3.9. Awareness Creation 

Respond ents were a lso ask ed questions pertinent to th e awareness creation 

ac tivities made by TVET ins titutions. Their responses are presented in Table 

18. 

Table 18: Awareness Creation Activities made by TVET Institutions 

Res ondents 
No Items Principals Vo. Cons. Su pervisors Total 

No % No % No % No % 

1 Were organization made to be 
aware of issues relating to 
aDDrenticesh iD t ra ining 
AI Yes 3 100 3 100 18 90.0 24 92.3 
B\ No - - - - 2 10.0 2 7.6 

Total 3 11. 5 3 11.5 20 76.9 26 100 

2 If your response to item no 2 is 
'yes' how what organizations 
made familiar with the issues? 
A. Through workshop or - - - - - - - -

seminar 
B. Through trainin g of trainers - - - - - - - -

c. Th rough coopcra lion gu ide 3 100 3 100 18 100 24 100 
lines 

O. Throug h Lette rs - - - - - - - -

Total 3 100 3 100 18 100 24 100 
3 The understanding level of 

organization about TVET 
objectives: 
A) I-ligh - - - - 1 5.0 1 3 .8 
BI Moderate I 33.3 1 33 .3 6 30.0 8 30.7 
Cl Law 2 66 .7 2 66.7 13 65 .00 17 65.4 
01 Not understood - - - - - - - -

Total 3 11.5 3 11.5 20 76 .9 26 100 

In many African countries , including E thiopia, TVET system suffers from a 

rela tively poor public image . TVET is usually associated with blue color-jobs, 

low salaries a nd lack of persona l development opportun ities. It is gen erally 

perce ived as a place of last resort for those stud ents who failed to get into 

higher education. This misconception needs to be rectified by creating 

awareness through variou s m echanism s . 
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Yet, th e m a Ul co ncern was to wh a t exte nt TYET in s titution s ma de effort to 

prom ote a pprenticeship tra ining. Thus, in table 18 item 1 was design ed to 

assess the sen s itization effort m a de to en courage fur th er coopera tion of a ll 

con ce rned bod ies In th e implem enta tion of a pprenticeship training . 

Accordingly, a ll t h e principals a nd vocationa l counselors (100%), and th e 

greater m ajority of supervisors 18 (9 0%) confirmed tha t orga nizations offering 

a pprenticeship tra ining were m a de aware o f thi s issue. On the o the r hand , on ly 

few supervisors (10%) were confirmed negatively . 

As can be scen in item 2 of the same ta ble, though th e majority of the to ta l 

respondents (92.3%) re plied posit ive ly, the m ethod u sed for awa re ness creation 

was only through cooperation guideline s other strongest methods like 

wo rks hops or seminars were not employed. 

The last item was design ed to identify the understandin g level of organizations 

a bou t the TYET obj ec tive s . Accord ingly, th e majority (65.4%) of the total 

respondents rated low while others (3 .8%) rated high. 

Ge nerally, th e fin dings in th e a bove ta ble revel tha t even th ou gh th e activit ies to 

c reate awareness a nd organize appren ticesh ip training seemed positive, th e 

mech a nism u sed we re n ot a dequate . Th u s, organization s didn't understand th e 

m a in obj ectives of the TYET progra m in gen e ra l and a pprenticeship training in 

pa rticular. 
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1 

2 

3 

4 

3.10. State of Organizations 

Under th is topic , respondents were asked to rate the levels of readiness a n d 

resource eapaeiLy of organizations offe ring apprenticeship training. Their 

respon ses have been organized in Table 19 . 

Table 19: Adequacy, Willingness and Resource Capacity of Organizations 

Offering Apprenticeship Offering Apprenticeship Training 

Respondents X' 
Items 

Vae.Con. Princi als Trainees Supervisors Total 
DF 

Value 
No % No % No % No % No % 

How do you rale the readiness of 

organizations to participate in 

apprenticeship training? 

A) High satisfactory 3 15.0 3 11.5 

B) Satisfactory 2 66 .7 2 66.7 2 10.0 6 65.4 

C) Unsatisfactory 1 33.3 1 33.3 15 75.0 17 23 .3 

0 ) Highly unsatisfactory 

Total 3 11.5 3 11 .5 20 76.9 26 100 4 1.451 
If your response for item no 1 is 

unsatisfactory or highly 

unsatisfactory which CQuid be the 

reason? 

A) Lack of relevant rules & 

regulations 

B) Lack of awareness about 1 33.3 1 33 .3 2 11 .8 4 23.5 

apprenticeship train ing 

C) lack of sufficient place for 11 76.5 11 64.7 

apprentices 

D) Fear of insufficient skill of ----:--- 2 11 .8 2 11 .7 

trainees 

E) Lack of incentive to 
1-

organizations 

Total 1 58 1 5.8 15 88.2 17 100 
How do you rate to adequacy of 

apprenticeship train ing offering 

organization? 

A) Highly satisfactory 

(3 ) Satisfactory 15 9.2 15 8.' 

C) unsatisfactory 3 100 2 66.7 11 .6 71.2 121 71.5 

0) Highly unsatisfactory 1 33.3 32 19.6 33 33.0 

Total 3 1.8 3 1.8 163 96.4 169 100 4 1.78 
How do you rate the resources 

capacity of organization offering 

apprenticeship training? 

A) Highly satisfactory 36 22 . 2 10.0 38 20.1 
1 

8) Satisfactory 2 66.7 2 66.7 24 14. 16 80 .0 44 23.2 
7 

C Unsatisfaclo 1 33.3 1 33.3 103 63.2 2 10.0 107 56.5 
D Hi hi unsalisfaclo 

Total 3 1.6 3 1.6 163 86.2 20 10.6 189 100 4 49.65 
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In item 1 o f table 19 , respond en ts were a sked to rate th e state of readiness of 

sample organizat ions to offer a pprenticeship training. To this end , the majority 

(65.4%) con firmed tha t th e readiness of sample organizations was 

unsatisfac tory. Consequently, the majority (64. 7%) of the respondents iden tified 

that the m a in reasons for th e relucta n ce was lack of suffic ient place to a bsorb 

tra inees by orga nizations . The rest (23 .5) a n d (1 l. 7%) of the to tal respondents 

iden tified tha t lack of awareness a nd fea r of in suffic ient s ki lls of tra inee 's were 

th e ma in reasons for th e re lu ctance, respective ly . 

A chi-squa re test is employed to check the existen ce of perceptua l difference 

a m on g th e three s tudy groups . Accord in gly, th e result revealed tha t 4 degrees 

of freedom at 0.05 level of significance the P-value was grea te r tha n 0 .0 5 . 

Therefore , there was n o s ta tically s ignificant diffe rence a mon g the perception of 

prin c ipals , supervisor a nd vocationa l counselors concerning the willingnes s o f 

organi zation to pa rtic ipa te in the a pprenticeship-tra ining progra m. Th erefore, 

from th ese findin gs o ne can d educe tha t the unsati s factory commi tment of th e 

organization s could be due to lack of qualified a nd co mmitted vocationa l 

counselor s or vocation a l coun selors were overload ed by o ther academic a n d 

socia l a c tiviti es in the TVET institutions . Furthermore, lack of incentives and 

awaren ess a lso contributes to the relucta nce of organization s to pa rticipate in 

eh tra ining schem e . 

Tn item 3 of the same ta ble, the respond ents were asked to ra te th e availa bility 

of ad equa te a nd releva nt loca l orga nizations to offer a pprentices hip training. To 

this end, th e m ajori ty of th e total respondents (7 l. 5%) confirmed tha t the 

a dequacy was un satis fac tory . A chi -squa re tes t wa s employed a nd no statica lly 

s ignificant differe n ce exi sted a m ong th e perception of th e three groups 

con cernmg th e availa bili ty of adequa te organization s to offer a ppren ticeship 

tra ining. 

72 



The last item was designed to examine th e resource capacity of sample 

organizations offe ring apprenticeship train ing. Accordingly, the majori ty of the 

total respondents (56.6%) ra ted unsatis factory. A chi-square test result 

revealed that there was a statically significan t diffe rence amon g the perception 

of th e four study grou ps regarding th e resource capacity of the sampl e 

organizations . The statically s ignificant differences could bc resulted due to the 

reason th at sin ce the train ees were in the actu al workplace area th ey can judge 

the real resource capacity of the organizations. S ince it confirmed 

unsatisfactory by the majority of the tra in ees; there fore , th e difference can be 

ignored. 

Generally, from the above fin dings it can be conclude th a t trainees were send to 

a pprenticesh ip training s ince it was obligatory in TVET institution. Besides 

this, tra in ees were compelled to s pend their time without achieving the desired 

practical ski lls in the work place training. 
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CHAPTER FOUR 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

4.1. Summary of the Major Findings 

The principa l a im in undertaking this study was to investigate the major 

problem s encountered in implementing effective apprenticeship training in 

TVET institution s in Dire-Dawa. To thi s end , more speci fi cally, the study tried 

to find solutions to th e fo llowing bas ic questions: what are th e roles played by 

TVET in s titutions, tra inees a nd organization s offering apprenticeship? What are 

the exis ting legal frameworks , incentive m ech anisms, monitoring and 

supervision practices du ring appren ticeship training? What a re th e prominent 

manageria l, social and economica l problems encoun te red in implementing 

a ppren tieesh i p-training program? 

How, the study employed descriptive s urvey method; and to address the ra ised 

research questions, th e researcher reviewed re levan t li te rature, prepared four 

sets of questionnaires and analyzed documents. The study was conduc ted in 

three TVET in stitutions. These sample in stitutions were selected on the basis of 

availabili ty sampling for government institutions and purposive sampling 

technique for the private institution s. Th e samples of the study were 3 

principals, 3 vocationa l coun selors, 163 tra inees and 20 workplace supervisors. 

Accordingly, the respondents sampling was carried ou t through purposive, 

availa bili ty, s tra tified a nd random sampling techniques. The trainees were 

selected through both stratified a nd random sampling techniques. On the other 

h a nd , th e principals a n d vocationa l coun selors were selected through 

availabili ty sampling techniques while supervisors of organization were selected 

using purposive sampling. 
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The data and information for th e study was obtained through questionnaires, 

interviews and documentary analysis. The data obtained were a na lyzed using 

percentage and chi-squa re test. Based on the results of the data analysis, the 

following m ajor finings were identified: 

1. According to the finding females' participation rate in the TVET 

institutions were accounted only 29.4% of th e total enrolled trainees in 

the year 2005/06. Moreover, this very low rate was also rcf1ected in the 

industrial and construction fie ld of study. 

2 . Even though there were severa l fields of study in the TVET institutions, 

the finding indicated that majority (6 0.7%) of them were engaged in 

Business edu cation . Other fields such as industrial and Construction 

captures, relatively very few trainees. 

3. Regarding the academic profiles of voca tional counselors and 

principa ls/ deans in the TVET institu tions the finding indicated that all 

(100%) had first degree, which satisfies the standard set by the MoE. 

Concern ing supervIsors in organization, the majority (85.%) had below 

college diploma. 

4. As the findings of the study disclosed, duties and responsibilities of each 

party, the TVET institutions, the organizations and the trainees were not 

tied-up by legal fram eworks 111 order to implement effective 

apprenticeship tra ining as stated in the TVET proclamation. Concerning 

to this, legis lation dealing with TVET in most African countries come into 

effect much latter after the promulgation of education acts. 

5. According to the finding, a large proportion, 85% of the trainees attended 

apprenticeship training III medium and small /informal local 

organizations. Furthermore, the finding depicted that majority (60%) of 
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the sample organizations were service rendering while 30% trades a nd 

10% indus tries . 

6 . The occupational profile of trainee's families depicts th at the majority of 

them were governmen t employees and traders. Thus , the m ajority of the 

trainees were traveling a ma>Clmum of 5kms ra dius to reach 

apprenticeship-offering organizations. 

7. The study disclosed that the selection of organizations for apprenticeship 

training and assignmen t of trainees in sample organizations were not 

based on predetermined standard measurin g criteria . Furthermore, the 

finding revealed that the personnel in charge of assigning apprentices 

were found to be the vocational counselors, the principals, a nd the 

trainees themse lves . 

8. It was found out by the results of the study that, in quite a high 

proportion of organizations offering apprenticeship, supervisors were not 

ass igned to guide and support apprentice. On the other h and, where 

supervIsors h ad been assigned the finding depicted that supervisors' 

theoretica l kn owledge of the tra ining contents, presentation abili ty and 

capa bility to evaluate apprentice's performance were unsatisfactory. As 

cited in the literature, well planned, properly supervised work place 

learning improve the success of youth in moving into employment 

becoming contributing members of the community. 

9. Regarding the degree of co-operation between TVET institutions and 

organizations in the implementation of a pprenticeship , the findings 

revealed that it was low. Particula rly, preparing curriculum, rules a nd 

regulations and the effort made to promote qualified staff were relatively 

ve ry low. Related to this Herschbach (1985), noted that co-operation 
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bctween public tra ining institutions an d employer has been difficu lt to 

establish in thc public tra ining system s of m a n y developing cou ntries . 

10. According to th e great majority of the to ta l respondents (95 .6%), 

awareness crea tion activities to promote a pprenticeship tra ining were in 

a place. However, where these ac tivities had been existed, the fin d in g 

dc picted that the only mechan ism employed were only th rough circula rs 

a nd whic h was not strong. 

11. The Study disclosed th at the institutiona l roles of TVET institutions to 

further promote effective implemen tation of apprenticeship training such 

as assign ing pro fess ional to m oni tor a nd assess trainee's performance, 

co nsidering suggestions offered a nd co-operation s with organization were 

found to be discouraging. Conversely, con sid e ring grades achieved by 

apprentice during apprenticeship training for certification system were 

completely en couraging. 

12 .The results of th is study had sh own th at th e number of relevant 

organ izations offering apprenticeship training, both government and 

private, were inadequ ate. As cited in the li te rature, in developing 

countries, due to the work nature of industrial basis, th ere a re norma lly 

not enough places to absorb a ll the tra inees during apprenticeship 

train ing. 

13 . Majority of the responden ts confirmed th a t the willingness and readiness 

of organizations to offe r a pprenticeship training was low. It was, in fact, 

rcm a rkcd as re luctance of en te rprises to provid e work place training. 

Besides this, th e maj ori ty of these organizations lacked the required 

human , finan cia l and material resources to effectively provide on th e job 

training. Although enterprises a re the final consumer off th e TVET 

products, th ey are reluctant in involving providing places for apprentices. 
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14. The s tudy di sclosed that majority of the a pprentice were found to be very 

sen s itive a nd a lert in keeping rules a nd regulations at work p laces . On 

the contrary, the finding revealed that their abi li ty on practical works a nd 

utiliza tion of inputs were unsatisfactory . 

15. Th c study a lso revca led that en terprises offering in compa ny training 

performance with rega rd to fulfilling their respective roles and 

responsibilities were discouraging. That is, th e e fforts made assigning 

trainees a t re levan t workplace, provid ing apprentice with necessary 

inputs and assigning workplace supe rvisors were not carried out. On th e 

oth er hand, it was ascertained in the finding that sufficient orientation 

had been delivered to the a ppre ntices to keep rules a nd regulations. 

16 . The finding indicated that no incentives , other than recogmzm g 

organizations con tribution on gradu ation days, were given to th e 

organizations those offered a pprenticeship training in order to stimulate 

further coopera tion in the a reas. 

17. Regarding th e fin a n cia l aspects of a pprenticeship training, the finding 

depicted that a pprentice were neither charged training fees nor paid 

wages for their la bor. Moreover , appren tice personal expenses 

(subsis ten ce a nd traveling costs) were fully covered by the apprentice a nd 

or th eir respective fa milies. In many li terature, the major source of fund s 

in m ost of th e developing countries levied on m ost firms. 

18. The study dis closed that the relevan ce of contents of work place 

p ractical training, the simi larity of m a terials and equipment u sed a nd th e 

skill acquired from the organizations found to be very low. Related to 

this, as indicted in the literatu re, in many instances th e goals, methods, 
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ideas a nd s trategies of bus iness en te rprises a rc ve ry diffe rent from those 

of learning institution. 

19. It was id entifi ed by the s tudy that reason s for the re luc ta nce of 

orga n ization s to a bsorb pote n tia l tra inees were s hor tage of suffi cien t 

places, lack of awareness a bout TVET obj ec tives , a nd fear of trainees' 

in suffic ien t s kill s . 

2 0. In re la tion to factors th a t could h ind er effective a pprenticeship tra inin g, 

th e great m ajor ity of the total responde nts indicated th a t reluc ta n ce of 

o rganizations , finan cial problem, in adequa te co-opera tion between TVET 

in s ti tution s and organizations , a bsen ce of a wa reness creation a nd lack of 

incentives m a d e to e n courage organization s were th e major fac tors those 

could have profou nd impact on su ccessfu l implem en tation of 

a pprenticesh ip training program. 

4 .2. Conclusions 

Wi th th e fram ework of n at ion a l training a nd educa tion strategies TVET has 

becom e very importa nt aspects of huma n resourccs d cvelopmen t; and the 

success of su ch strategies is by a nd large dependen t on th e capabili ty of TVET 

in s titu t ions to produce competent trainees on th e n eeds of employers and th e 

will ingn e s s of o rganiza tions to offe r a pprenticeship tra in in g. However, role 

played by of TV ET in s ti tu tions a nd organization s offe rin g a pprenticeship 

training were not satis factory . 

• Factors su ch a s inadequately , law resource capac ity and re luctan ce of 

organization s offe r in g a ppren t icesh ip tra in in g, absence of endeavors 

m a d e to c reate gen era l eco nom ic en vironm en t a nd incentives conducive 

to encourage organ ization s to co-operate du r ing a ppren t iceship 

t ra in in g and lack of standard crite r ia to select o rgani za tions h ave a 
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negative influence on offe ring a d equate and re levant skill to TVET 

tra in ees that m eet the need s of th e employer s . 

• On the top of this, trainees' s kill s in practical activities that were acquire 

from TVET institutions were found to be unsatisfacto ry to win th e trust of 

organizations to offer them major activities in th eir organ izations. Thus, 

fa ilure in organizations to co-operate effectively during apprenticeship 

tra ining is a cumula tive result of conditions which in turn could be 

determin ed by the extent of facilities and availability of qualified trainers. 

• Furthermore, unit in ch a rge of TVET institutions and enterprises re lation 

for organizing a nd monitoring the a pprenticeship training was found to 

be inexistent. The a bsen ce of this trend leaves many individ ua ls trainees 

struggli ng to seek apprenticeship placements for prac tical tra ining a nd 

eventua lly leads to conflicts a nd mismanagement of the a pprenticeship 

trainin g program. 

• To sum up, with in the current prevailing en vironment, it can be 

concluded tha t the apprenticeship training program 111 Dire-Dawa 

demonstrates a cumula tive ch a llenges and thus it IS found to be 

unsatisfactory; there fore, it needs specia l attention to a lleviate th e 

exis ting problems in order to meet the objective of a pprenticeship training 

progra m. 

4.3. Recommendations 

On th e bases of the findings obtained a nd conclusion reached at, the following 

suggestion s a re forwarded to improve the a pprenticeship-training program 111 

gen eral a nd to enhance its effective implem entation in particula r 

1. It was found out th at legis la tion on a pprenticeship agreement issued by 

th e government only states gen era l requirements with out s pecifying 
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models o f operations. Therefore, it needs the development of more specific 

and detailed other legal documents such as apprenticeship training and , 

regu lations a nd apprenticeship training guidelines that compla int the 

m a in law by addressing issues at operational level. Thus it is recommend 

that th e regional TVET council and th e TVET commission should develop 

a nd implement procedures and rules for apprenticeship training for this 

responsibility fa ll under its jurisdiction. 

2. The efforts those a re necessary to strength en the linkage between TVET 

centers and enterprises need highly targeted support, particularly at the 

local leve l, where these relationships are easier to promote. It was found 

that, the great m ajority of the training institutions do not have a unit in 

ch arge of re lations with enterpri ses. Therefore, instructions at a national 

level should have as a function the registering of data concern ing the 

local enterprises, their activities, a nd if possible, their needs. Ta rge ted 

continuin g training activities, th e organization and monitoring of 

appren ticesh ip programs, the provision of labor market assistance to 

graduate a nd later on, a nd their follow-up should also come under this 

responsibility. 

3. It is apparent that wh en industrial bases a re ina dequate , the TVET 

trainees do not have an opportunity for work related practical training in 

real world of work. Therefore , to full this gap production unit where 

trainees could be engaged in producing goals a nd services in rea l-life 

s ituations for customers on semi-commercial basis need to be established 

in TVET institutions. This gives the trainees the opportunity to acquire 

practical experie nces at the s hop Ooor level and a lso enable the TVET 

institu tions to gen erate som e income such as solin g trainees' products, 

maintenance and repair of machines and equipments to supplement 

government gra nts for their operations. 
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4 . There is n o universal model fo r inves ting in a ppren ticeship tra ining. Bu t 

it need s as a prerequis ite a gen era l economic en vironment a nd incentives 

con d u cive to en courage in dividua ls a nd organizations to in vest 

individua lly or jointly. The very thing is tha t organizati on s have critical 

role to play in investme nt in tra ining. The socia l pa rtn ers should 

stren gth en with governme nt for investing in, pla nning a nd implementing 

t ra ining network of coopera tion th a t includes regions . 

5. It was esta bli s h ed that a ppre n t iceship training was co nducted u sually 

du r ing summer vacation. Hence, a ll th e TVET ins titution s availa ble in th e 

region send trainees to o rganization for apprenticeship tra ining on the 

sam e interval. On the o ther ha nd, there are organizations, which were 

ina d equa te and not willing to a bsorb all trainees . Therefore, th ere is a 

la rge gab between the tota l number of apprentice d em a nding place for on 

job -tra ining a nd ava ila ble work places . Thus, tra inees a re compelled to 

a ttend their trainings in n on -relevan t places , or for sure , rema in home. 

Therefore , to overcome thi s obs ta cle, since TVET curricula a re d esign ed 

in modula r unit, spec ia l p rogra m s h ould be d evised a nd arranged so tha t 

tra inees could be sent at differen t sch eduled time. Furth ermore, this 

mech a nism creates opportunities to assign tra iners to supervise their 

t ra inees in organization s without disturbing their u su a l vacations . 

6 . The tas k of organization a pprenticeship training s hould be given to 

autonomous body , su ch as a pprenticeship tra ining a nd entrepren eurs hip 

pen a l, to be organized a t both federal and region a l levels . The 

developm ent of the organ ization s tructure of this body a t a ll levels s hould 

be cen tered on organized a nd flexible integra tion betwee n th e TVET 

in s titu tion s a nd th e world of work . 
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7. I t was discovered that employers had not suffi cient confiden ce in th e 

practical s kill s of TVET tra inees to trust them perform certain duties. Th e 

fu ll exploitation of the potential benefits th at trainees could drive from 

work place training is jeopa rdized by inadequate a nd obsolete facilities for 

practical training In TVET institution s. Many existing faci li ties, 

equipmcnts a nd mate ria ls s hould be up graded a nd improved on the 

basis of thorough a n a lys is. As the governmen t budge t a lone does not 

meet this dem a nds, volun tary contribution of the industry as a whole , in 

th e form of donations of equipment and machinery, opening work shops 

for practical modules and com mon and complementary u ses of these 

physical fac ilities s h ould a lso d eemed as immed ia te via ble possibility. 

8. Th e qua lity of a pprenticeship train ing depend s on the efforts ma de by the 

government to obtain well- trained tra iners a nd vocational coun selors. 

Thus, it is important that priority should be given by the MOE to 

recrui tment a nd ini tial preparation of well- trained teaching staff. To this 

end, training in tegrated into the degree-level program s s hould be conduct 

largely in synergy with business / industry via the inclusion of work­

re lated, p ractical-skills, tra ining in firms . In a ddition , there s hould be 

a rrangements o f continuous professional upgrading at TVET ins titu tions 

throughout instructor's career to en able them to function effec tively. 

9. It was discovered that there was n o re liable cooperation between th e 

TVET in stitutions and the enterpri ses in the a pprentices hip trainin g 

programs. The lack of effective co-operation is pa rtly the cau se of 

maladju stm e nt between the TVET tra ining provided and the needs of the 

industry and th e comme rcial world. Therefore, to reduce th e gap between 

technical a nd vocation a l education offered by institutes a nd the reali t ies 

of e m ploymen t, i t is importan t that th e represen tation of profession a ls a t 

a ll training levels s h ould be reinforced in order to bring improvements. 

Their mission s hould be pedagogic im provements and m anagement of 
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TVET ce nters . [n order to do so, a system of partnership among the 

tra ining in stitutions and enterprises, well assisted by the government, 

n eed to be set up. Thus, they all fi ght fo r th e sam e purpose more 

dynamic training schools for a m ore effi cient professiona l world . 

10. Apprenticeship training promotion sche mes often requires appropriate 

aware ness campaign at variou s levels. Stated differen tly, for furth er 

deepening apprenticeship tra ining and increasing employer's s hare of 

train ing delivery, it is often necessary to reflect clear image of the tra ining 

to employer s. This awareness creation campaign should be accomplish ed 

through th e establishment of a dvocacy system a mong the relevant 

stakeholders fo cusing on mutua l advantages derived from the 

apprenticesh ip-tra ining sch em e. Therefore, the dissemination of 

in formation through mass-m edia, workshop, and panel discussions IS 

expected to be undertaken by MoE, Regiona l Edu cation Bureau (REB) 

and the TVET institution s. Furthermore, other legitimate incentive such 

as provision of training advisory services may be used. 

1l. It was found out that most organizations selected to offer on -the-job 

training were unable or reluctant to disch a rge their training role 

adequately . They lack the capacity to provide structured appren ticeship 

training effectively. Thus, to lesson this problem, the Region a l TVET 

commIssIon and council mu s t set crystal clear criteria relating to th e 

selection of legible ente rprise to provide on-th e-job ra ining, by giving 

special emphasis to the relevance of th e training contents . 

12 . It IS a pparent that when supervIsor I!1 organizations offerin g 

apprenticeship tra ining a re found to be inadequ ate in the knowledge and 

experience for certain specialized pa rts of the curriculum, the TVET 

trainees do not able to get sufficient experien ce in th e industria l settings 

to m ake their time there worth whi le . Therefore, tailor m ade trainings 
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tha l fill lhi s gap s h ould be organized and continuous ly under taken in the 

TVET institution. 

13 . In many ins tances responsibili ty for m a tter s of TVET is solely vested In 

TVET in s titution authorities that lea ve no legal scope for organizing 

system atic training programs in organizations. Thus, a uthorities in the 

s ta te mu s t a ls o take pa rt and play a crucia l role in organizing 

a pprenticeship tra ining. Moreover other apprenticeship training 

organizers and facilitators such as chamber of comme rce or industry 

sh ou ld e ilhe r be founded or stren glhen ed . These cou ld takeover 

responsibi li ty In facilitatin g apprenticeship tra inin g In differe nt 

organizations. As a result more apprenticeship training sch emes cou ld be 

carried out. Furthermore, government policy m a kers are expected to take 

measures for th e development of the small-scale industries and 

entrepren eurs. TVET institutions also should work in collaboration wilh 

industries and m a r ket. 

14 . Since th is s tudy is not 8n end In a rea of implementation of 

appren ti ceship training, furth er study s hould be carried out focusing th e 

need and advantages of cooperative t raining to promote tra n s ition of 

trainees to the world of work. 
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APPENDIX - 1 

ADDIS ABABA UNIVERSITY 

SCH OOL OF GRADUATE STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Questionnaire t o be filled by Trainees 

Introduction: The purpose of th is questionnaire is to gather infor mation and opinion 

regarding the implementation of apprenticeship train ing in TVET insti tutions of Dirc­

lJawa. Thus , yo ur frank, si n cere and timely responses to the items in the questionnaire 

help to meet th e objective o f th e study. 

Please Notc that: 

• No need of writing yo ur name. 

• Where alternative a nswers a re given , please mar k your a nswer usin g an "X" in 

the corresponding box. 

• Please be as brief as possible in answering the open ended questions. 

Thank you in advance fo r taking time to complete this questionnaire ! 

Pa rt one : Genera l B a ckground 

I. Name of the TVET institution 

2 . IIddress of the TVET institution 

II. Zone D B. Woreda 0 

3. Train ing Program enrolled in: 

11.10+1 0 13. lO+2 0 

C. Ke bele 0 

C. 10+3 0 
4. Field of training ___________________ _ 

5. Address where gen e ral secondary education attended: 

II. Region 
0 

11. Worcda 0 

6. Sex: Male 0 Pemale 

7. IIge: 11 . 15 - 20 0 

B. 2 1 - 25 0 

8. Parent's occupation 

II. Ci vil S e rvant 0 

B. ParmerO 

C. Zone 0 

D. Town 0 

0 

C.26 - 3O O E. Above 340 

D. 3 1 - 35 0 

C. Trader 0 

Other __________ _ 



Part Two: General Questions 

1. Who is responsible for organizing apprenticesh ip trai ning s uch as, identification of 

organizations, communication with the organ izations, assign ing tra inees, etc. in 

your TVET institution? 

fl. The Vocationa l COllnselor 0 
[3. The trainer 0 
C. The department head 0 
D. Th e viee dean 0 
E. Through trainees private effort 0 Other ___ _ 

2. Did you sign a con tract agreemen t with organization that offered yo u a pprenticesh ip 

tra ining? fl. Yes 0 B. NoO 

3. Accommodation yo u used during apprenticeship trainin g? 

fl. Rented hOllse 0 
13. Dormitory 0 
C . Your family residence 0 

D. Your relatives residence c:=I 
E.other _ ________________ ___ 

4. What was the distance between yo ur permanent residence a nd the organization 

where you attended apprenticeship trainin g? 

fl. 1 - 5 kms 0 D. 15 - 20 kms 0 
B. 6 - 10 kms 0 E. 21 kms and ahove 0 
C. 1 I - 15 km 0 

5. Who covers the !-,crsonal expense o f tra inees (such as pocket money, transportation 

cost, etc) during apprenticeship training? 

fl. Trainees/Fami liesO 

13. TVET institution 0 
C. The organization 0 

6. Did you pay fee for the appre nticeshi p training? 

fl. yes 0 13. No 0 

D. Sponsorship Agencies 0 
E. publi c fu ndO 

7. If the trainees arc required to share the cost of apprenticeship training how do you 

rate their capacity to pay·) 

fl. High 0 13. Medium 0 C. LowO 

8. For how long did yo u attend a pprenticeship training \vithin each training period? 

fl. ____ Months R. _________ Days C. _______ I-lours 

9. Are there criteria set relating to selection of apprenticeship training offering 

organizations? 

fl. Ycs 0 B. No 0 

2 



10. Ir you r response to question no 9 is "yes" the criteria determ ined to select tha t 

shall take part in the provision of apprenticeship training? (you may choose more 

than one answer) 

A. Type of business 0 
B. The size of the organization 0 
C. No of em ployees 0 
D. Relevance to the training in t he institution 0 
E:. Nearness to the TVET insti t u t ion 0 
F. Facili ties delivered to trainees [==:J 

11 . Il ow docs the number of trainees to be assigned to each organ ization for 

apprenticeship trainin g determined? 

II. By agreement made between 'I'V E,/, inst itution an d organ ization 0 
ll. By TVET institution on t h e basis of p reset c ri teria 0 
C. By each organ ization u nila te ra lly 0 
D. On t h e basis of the statement o f th e low 0 
E. There is no forma l procedure 0 

12. Which of the following factor do you th in k a re s ign ifi cant reasons for trainees ' 

dropout before th ey complete thei r a ppren ticeship tra in ing? Please rate their 

significance. 

Item High Medi um 
Financial problem j inade.f}IJ ate incentives 
Il igh dis tance to the organ ization that offers a pprentice sh ip 
training 
I~ack ofjor~JO<'.f s~l'?rt from the organization. 
Irrelevan~ task s and duties given to apprentice. 
Other personal problem (sLich as health , marriage, etc) 

~.Lack of interest by trainees 

13. \-l ow do YO LI eva lu a te t he degree o f appren t icesh ip tra in ing to t h e s kill s acquired 

from TVET institutor? 

II. High 0 B. Mediu m 0 C. Low 0 
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14. How do you rate the performance of TVET institutions with regard to the following 

dUlie s and responsibilities? 

- -.-
Item High Medium 

Assigning personal that fo\\O\.vs-up appren ticeship training 

Considering grades glven for apprenticeship training as a 

componenl criteria for certification 

Planning & organizing apprenticeship training with enterprise 

Preparing guidelines and schedules that help proper 

implementation of apprenticeship training 

Working in collaboration with enterprises 

Sensitizing organizations offering apprenticesh ip training 

15. Ho\-v do you rate the adequacy of apprenticeship offering organizations in the town 

where your institution is found? 

A. Vary Adequate D 
D. Very inadequate D 

B. Adequate D c. Inadequate D 

16 . Ho\v do you rate the readiness j willingness of organizations offering 

apprenticeship training? 

A. Highly satisfactory D 
C. Unsatisfactory D 

B. Satisfactory D 
D. Highly unsatisfactory D 

17 . !--Im.v do you rate the resource capacity of these apprenticeship training offering 

organizations? 

A. Highly satisfactory D B. Satisfactory D 
C. Unsatisfactory D D. Highly unsatisfactory D 

18. Did your TVET institution asslgn supervlsor who closely monitor your 

performance and beha vior during apprenticeship training? 

A . Yes D B.No D 
19. If "yes", hm<\' frequent was the following-up? 

A. Daily D C. Once in two \\'eeks [=:J 

B. Once in a week [=:J D. once in a month D 
E. Once through out the apprenticeship-training period D 
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20. Which of the follow in g duties and responsibilities were not practical by the 

orga n ization that provided appren ticeship training? 

A. To cooperate and work in coord ination with the relevant 'I'VET institution c:J 
B. To assign th e apprentice in the agreed area of work 0 
C. To give orientation abou t the rules a nd regulations of the organization as 

"veil as advi ce about sa rety rules. c:J 
D. To provide raw materials tools and other necessary inputs for 

a pprentices 0 
E. To evaluate, mark and report the achievements and performance of the 

trainees. 0 
F. To assign supervisors/trainers to follo w-up and support th e trainees 0 

2 1. Qualities that a supervisor should possess a re listed here under. How do you 

evaluate you r supervisor 's capabilities and wil lingness that was manifested during 

a ppre nti ceship training? 
- --

Ite m High Medium Low 
A. Skills on presentation 

B. Skills on giving practical training 

C Knowledge of the subject matter 
- - - -- -

I). Willingness to co-operate and give technical 

adviccs an d SLI pport 
-

F. Capabi lity to e valuate train ee s 

22 . What was the degree of similarity or materials for practical training in an 

organ ization and 'I'VET institution? 

A. High 0 B. Medium 0 c. LowO 

23. Ilow do yo u evaluate the degree of apprenticeship t rain in g to the skill s acquired 

rrom TV I!:']' institution? 

A. High 0 B. Medium 0 c. Low O 

24 . Whi ch of the following problems prevail 10 your institution? (Multipl e responses 

a re possible). 

A. Shortage of trainers 0 
11. Low sk ill of trainers 0 
C. Shortage of train in g m a te ria ls 0 
D. Equipments & fac ilitates 0 
E. Shortage of reference material 0 
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25 . How do you eva luate t he releva nce of the a ctivities you r how undergone durin g 

a pprenti ceship tra ining to your fi e ld of study? 

1I. ll igh 0 B. Med iu m 0 c. Low 0 
26. Would you please s u gges t major p roblem you faced during a pprentices hip 

tra ini n g'? 

11 . __________________________________________________ __ 
B. ______________________________________________ _ 

C. __________________________________________ ___ 

D. ____ ~~--~~----~~------------~----~--~------
27. What pos s ibl e solu t ions would yo u suggest to m itigate the problems you lis ted 

above? 

11 . ----------------------------------------------------
B. ________________________________________________________ _ 

C. ________________________________________________________ _ 

D. ________________________________________________________ _ 
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APPENDIX -2 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Questionnaire to be filled by Vocational Counselor 

Introduction: The purpose of this questionnaire is to gathe r information a nd opinion 

regarding the implementation of apprenticesh ip training in TVET institutions of Dire­

Dawa. Th us, your frank, s in ce re a nd t ime ly responses to the items in the questionnaire 

help to meet the objective o f th e stu dy. 

Plea se Note th at: 

• No need of writing your name. 

• Where alternative answers are given , please mark y ou r answer using an "X" in 

the co rresponding box. 

• Please be as brief as possible in answering the open ended questions. 

Thank YOLI in advance for lak ing lime to complete this questionnai re! 

Part One: Genera l Background 

I . Nam e of the TV ET institution _____________________ _ 

2. Qualification 

3 . Major fie ld of spec ia lization ____________ _ 

4. Total years of service 

5. Year of service as vocational counselor ______ _ 

6. Tra ini ng programs offered: 

1110+ 1 D B . 10+ 1 a nd 10+2 D c. 10+ 1, 10+2 and 10+3 D 

Part Two- General Questions 

7 . The number of orga n izations that can provide appre n ticesh ip trai ni n g in you r 

locality: 

A. Prod u c tive ________ ___ _ 

B. Trade 

C. Service 

Total -----
8 . From these organizations how m a n y of them did provid e appren ticeship trai ning? 

A. Productive ______ _ 

B. Tracie 

C. Service 

Total 



9. Were your given tra ining on vocational counseli n g'~ 

AYes 0 B.No 0 
] O. If ycs , how long was the train in g course? ___________ _ 

11. Currcntly you carry out voca tional counse ling services: 

A. In addition to teaching 0 
13. In addition to other managerial task 0 
C. Being assign only for the tasks 0 

12. Were there laws supporting the impl ementation of apprenticeship training? 

A. Yes 0 B.No 0 
13. If your response to question number 12 is "Yes" which of the followin g v..rere 

employed by your 'I'VE'!' in stitution to promote apprenticeship training? 

A. Apprenticeship gu id e lines 0 
B. Apprenticeship train in g act Cl 
C. Apprenticeship training regul ation and contracts 0 

Others __________________ ___ _ 

14. Who is responsible for organizing apprenticeship training (such as, identification 

of organizations, communication with the organizations, assigning trainees, etc) in 

yo ur TVET institution? 

A. The Vocational Cou nselor 0 
13 . The tra iner 0 
C. The department heads 0 
D. The vice clean ~ 

E. Through trainees private effort 0 
Others _________________ ___ ___ _ 

15. Did trainees sIgn a contract agreement with organiza tions offering apprenticeship 

training 

A. Yes 0 B. No o 
16. Who covers the person al expenses of trainees (such as pocket money, 

transportation cost, etc) during apprenticeship training? 

A. Trainees / Families 0 D. Sponsorship agencies 0 
13. TVET institution 0 E. Public fund 0 
C. The organization 0 

17. 0 appren tice pay fec for the apprenticeship training'~ 

A. Yes 0 B.No 0 
18. If the trainees are required to share the cost of apprenticeship training, hO\/.,I do 

you rate their capaci ty to pay? 

A. IIi gh 0 B. Moderate 0 C. Low 0 
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19. 1I0w do you rate t h e Il cx ibility of TVET curriculum , to m a intain the intercst of 

organiu.llions offering apprenticeship training/employer? 

A. Highly Ilexible 0 C. Less Ilexible 0 
B. Mod erate ly Ilexible 0 D. Not Ilexible 0 

20. The understan di ng of TV ET objectives by t h e relevant s takeholders 

A. High 0 c. Low 0 
B. Moderate 0 D. Not understood 0 

2 1. Arc there criteria set relating to selection o f apprenticesh ip training offering 

organiza tions? 

A. Yes 0 B. No 0 
22. If you response to item number 2 1 is "yes" what were the criteria determined for 

the select.ion? (you may choose more than one answer) 

A. Type of 13usiness 0 D. The numbcr of employees 0 
B. Type o f ownersh ip 0 Others _____ _____ _ 

C. The amount of capital 0 
23 . l-lO\.v docs the number of tra inees to be assig ned to each orga nization for 

apprenticeship tra ining determined? 

A. By agreement made between TVET institution a nd organization c=J 
B. By TVET in stitution on the basis of preset c ri ter ia 0 
C. By each organization u n ilaterally 0 
D. On the basis of the statement of the law 0 
E. There is no formal procedu re 0 

Other _________________________ _ 

24. Which of the following factor do you think are sign ificant reason for trainee s' 

dropout before they complete their apprenticesh ip t raini ng? Please rate th eir 

sign ificance 

Items High Medium 
Financia l problem 
High distance to t h e organ ization th at offers a pprenticeship 
t raining 
Lack of proper support from the organ ization 
Irreleva nt. task and duties given to apprentice 
Lack or interest 
Othe r personal problem s (such as health, marriage , etcl 

25. Ilow do yo u rate the adequacy or app renticeship offering organizations in the town 

where your institution is rou nd? 

A. Very ..tdequate 0 
C. Inadcqu ate 0 

B. Adequate 0 
D. Very inadequate 0 

Low 



26. Ilow do your rate the readiness /willingness of organ ization offering apprenticeship 

training? 

A. Ili gh Satisfactory D 

c. Unsatisfactory D 

B. Satisfactory D 

D. Highly Unsatisfactory D 

27. Ilow do you rate the resource capacity of this apprenticeship offering 

organizations? 

A. High SatisfactoryD 

C. Unsatisfactory D 

B. Satisfac tory D 

D. Highly Unsatisfactory D 

28. Which of the following duties and responsibilities were not practica l by the 

organization that provided apprenticesh ip training? 

A. To co-operate and \:vorl< in accordance with the relevant TVET institution c=I 
B. To a ssign the apprentice in the agreed area of work D 

c. To give orientation about the rules and regulations of the organization at will 

at advice about safety rules D 

D. To provide ra\-v materials , tools, a nd other necessary inputs for apprentices [=:J 

I: . To evalua te, mark and report the achievements and performance of the 

tra inees r=I 
F To assign supervisors/trainers to follovl-up and support the trainees CJ 

29 . Ilow do you evaluate to similarity of materials for practical training in 

apprenticeship offering organ ization and TVI!.:T institution? 

A. High D B. Medium D C. Low D D. Val-y low D 

30. If you r response La item number 30 is "low" or "very low" wh ich one of them well 

equipped? 

A. Th e TVET institution D 13. The organization D 

31. HO\<\' do yo u evaluate the capability of the supervisors , assigned by organization , 

to eva luate the performance of apprentices? 

A.l ligh D B. Medium D C. Low D 
32. Would yo u please list major problems th at constraints the implementation of 

apprenticesh ip train ing? 
A. ________________________________________________________ _ 

B. ____________________________________________________ __ 
C . . 

------------------------------------------------------
D. __________ ~---------------------------------------------

33. What possible solution would yo u suggest to mitigate the problem you listed 

above? 

A. ________________________________________________________ _ 
13. ________________________________________________________ _ 
C. ________________________________________________ _ 
D. ________________________________________________ _ 
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Appendix - 3 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Questionnaire to be filled by Supervisor in Organizations offering apprenticeship 

training 

Introduction: The purpose of this questionnaire is to gather information and opi nion 

regarding the implementation of apprenticeship training in TVI~T institutions of Oire ­

Dawa . Thus , your frank, sincere and timely responses to th e items in the questionnaire 

h e lp to meet: the objective of the study. 

Please Nole thal: 

• No need of writi ng your name. 

• VI/here alternative answers a re g iven, please mark your answer using an "X" in 

the corresponding box . 

• Please be as brief as possible in answering the open ended questions. 

Thank you in advance for taking time to complete this questionnaire! 

Part One: General Background 

1. Name of t he organization ________________ _ 

2 . Address 

A. Zone _____ _ Woreda _____ Kebele _____ _ 

3, Your position in the organization __________ ____________ _ 

4. Years of service __________ _ 

5. Qualification 

6. Sex II. Male D B. Female D 
7. Type of m:vnership A. Government CJ B. Private C. NGO D 
8 . Type of business 

II. Service D B. Manufacturing D C. Tracie D 
9. Number of employees in the organization _______________ _ 

10. r or how long did TVET trainees attend apprenticeship training in your 

organization? 

A. _ _ _ months B. ___ days C. ___ hours 



11 . T he number of TVI!:T trainers atlended apprenticeship train ing in your organization. 

1\. 1997 l';.C 13. 1998 E.C Total 

Part Two: General Questions 

1. How was your organ ization made to provide a pprenticeship training? 

1\. On the basis of instruction/guide lin e ordercd from local administration office D 
B. On the basis of request by local TVl, T institution D 
C. On the basis of disc ussion and agreement made between TVET institution and 

the organization r=I 
D. Through trainees personal e fforts D 

2. To which one of t h e follO\.ving categories docs your organization/ enterprise be long? 

1\. Small informa l sector enterprise (that employee fewer than 10 people) D 
13. Medium s ized enterprise (has stable work force, employ from 10 to 50 wage 

employees) D 
C. Large modern enterprise (has large work force, h ighly qualified employees) D 

3. Are there criteria set relati n g to selection of apprenticeship training offering 

orga nizations? A. Yes c=J B.No D 
4 . If your response to question No 3 is uyes" what arc the criteri a determined to select 

the organization that shall participate in the provision of apprenticeship traini ng? 

(mu lti ple responses are possible ) 

1\. Ty pe of enterprise 0 
B. Type of business D 
C. The s ize of th e organization D 

D. The number of employees 0 
Other _ _ ___ _____ _ 

5. Were you r organ ization mad e to be aware of issues relating to apprenticesh ip 

train in g 

1\. Yes D 13. No D 
6. If your response to question number 6 is "yes" how was your organization made 

familiar with the issue? 

1\. Through a works hop or seminar wh ich participate higher officia ls of the 

TVET institution and organizations /cnterprises c=::J 
H. Throug h trai ning of train e rs / s upervisors about apprenticesh ip t ra inin g D 
C. Ily providing apprenliceship training co-operation guideline to the 

organiza tion c:=J 
Oth e r ______________ _ _ __________ _ 

7 . Who assignees trainees for apprenticeship tra ining in each selec ted organ ization ? 

A. The Vocationa l Counselor 

13. The Department heads 
D 
D 

2 



C. The vice dean D 
D. Through t rai nees personal effort D 

Other __________________________________________________ _ 

8. Which of the following activities were not performed by the TVET institution in the 

process of apprenticeship training? (mu ltiple responses are possible) 

II. To assign an apprenticeship coordinator D 
13. To follow-up and to eva luate the apprenticeship D 
C. To uti lize apprentice evaluation done by your supervis ion CJ 
D. To collaborate with your organization by preparing gu ideline, work and 

schedul e for im plementation of apprenticeship training D 
9 . How does the number of trainees to be assigned to each organization for 

apprenticeship training dctenninecl'? 

II. On the basis of the guidelines of co-operation /statement of the low D 
13. By discussion a nd agreement m ade betwee n TVET institution and 

organization D 
c. By each organization unilaterally D 
D. By TVET ins titution on the basis of predetermined c ri teria D 
E. There is no formal procedure D 

10. 1-1 0\\1 do your evaluate the degree of partnership between your organization and th e 

TVI~T institution relating to the following co-operation areas in the process of 

prollloliJlg apprentice ship training program? 
----------

Item Hi gh Medium -- - -

II 
Preparation of curricula a nd rules and regulations for 

apprenticeship traini.J:l.g 

13 
,Joint organization and ma nagement of ap prenticeship 
training program 

C 
Common and complementary LIse of training personnel, 
materials and machinery 

D Financial SLlI220rt for a21JrcnticeshiI2 2urpose 

E 
Giving allowance to trainces and cove rin g other 
eXEcnses 

F Co-operation in deve lopm en t of qualified staff 

3 
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I I . Duties an d responsibilities expected of appren tices are listed h ere under. How far 

these were practiced by the majority of the trainees during apprenticeship training? 

Item High Medium Low 
fI The ability to work according to th is rules a nd 

regulations of the o rganization 
B The abili ty to Li se tools, instruments machine and other 

equipment with d ue care 
C The ab ili ty to carefu lly perform the task given to 

10 
~prentice 

The abi li ty to co-opera te with other em ployees 
I" The abi li ty to perform practical activities 

[i' The abil ity to utilize inputs efficien tly 
, 

12. How do you eva luate your orgaOlzatIOn commItted to the ImplementatIOn 

apprenticeship training? 

fl. High D B. Medium D C. Low D 
13. If your response to question n umber 12 is "low" which of the following cou ld be 

the s ignifi cant reason for the reluctance'? (mullipJe response a re poss ible) 

A. Lack of incen t ive for the organization c=I 
13. [<'car thai takin g in experienced tra inees would margin alize the organization's 

prod uction and profit.D 

C. On the ground that t h e train ing is expen s ive D 

D. On the ground that trainees arc uninsu red against acciden t c=J 
14 . Do apprentice pay fcc for th e a ppre ntiu..; ::;h ip training? 

A . Yes D B. No D 
15. Did yo ur organization make payments (such as al lowance , transportation cost, 

etc.) to ap pren tice? fl . Yes D 13. No D 
16. Il ov/ do yo u rate the relevance of the curricu lum /the co ntent, th e duties and tasks 

that was learned in the TVI:<.:T institution to the workplace componen t? 

fl. High D 13 . Medium D c. LowD 

17. Il ow do you rate the s imi larity of the materials for practical training in you r 

organization and the TVET institution? 

fl. High D 13. Medium D C. Low D 
18. Were the re incentive give n to yo ur organization for offering apprenti ceship 

training? fl. Yes D B . No D 
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19. If your re sponse to itcm number 18 is cCyes" what was an in centive given? (you 

may choose morc than onc answer) 

A. Tax exemption on imported machines a n d other equipments D 
B. Acknowledgment and recognition D 
C. Charge frce training for employees of the organization in TVET institutionc=J 

D. Deduction of expenses from taxable incomes c=J 

Other __________________________________________________ ___ 

20. Did trainees sign appren ticesh ip contract agreement with your organization? 

A. Yes D B. No D 
21. How do you r ra te the interest of your organization to offer apprenticeship training 

in th e future? 

A.l ligh D 13. Medium D c. Low D 
22. Which of th e following facto r do you t hink are s igni fi cant reasons for apprentice 

dropout before they complete th eir apprenticeship train ing? Please rate their 

significance. 
-

Item High Med ium 
Financial e roblcm i inacicguate incentives 
lIi gh distance to the organization that offer s 
~-cntice shijJ trai n~ 

-.l,ack of..r>roeer SLlpeor t from the organ ization 
Irrelevant tasks a n d duties given to a pprentice 

-~of interest 
Other per sona l problem (such as healh, marriages, etc) 

23 . Th e unde rstanding of TVET objectives by your organ ization is: 

A. High D 13. Moderate D C. Low D D. Not understood D 
24. Would you please list major constrai nts t h a t h inder the implementation o f 

appre nti cesh ip train ing? 
A. __________________________________________________ __ 

B. ____________________________________________________ __ 
C. ________________________________________________________ _ 
IJ. ________________________________________________________ _ 

25 . What possible solutions would yo u suggest to mitigate these p roblems? 
A. __________________________________________________ __ 
13. ____________________________________________________ __ 

C. ------------------------------------------------------
]}. ------------------------------------------------------------

5 
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Appendix - 4 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

A guide for documentary analysis and questionnaire to be filled by TVET 

principals 

Introduction: The purpose of thi s q u estionna ire is to gather information and opin ion 

regard ing t h e impleme n tation of appre n t iceship training in TVET ins titutions of Dire­

Dawa. Thus , your fra nk, sincere a nd timely responses to the items in the questionnaire 

help to meet t he objective of t h e s tudy . 

Please Notc that: 

• No need of \",/riting y OUI' name. 

• Where alternative answe rs a re given , please m ark your anSVlc r using an I'X" in 

t h e corresponding box. 

• Please be as brief as possible in answering th e open e nded questions. 

Thank y o u in advance for taking time to complete thi s questionnaire! 

Part One: Personal Data 

I. Namc of the TVET institution ___ ___________ _______ _ 

2. Scx: A. Malc 0 
3. Your academ ic qualification 

A. Diplom a 0 
I l. 13A/BSc. 0 

4. Your filed of spec ialization 

Major _________ _ 

S. Years or service 

B. Fem a le 0 

c. MA / MSc . 0 
D. Ph.D 0 

Minor ____________________ _ 

A. As a teach er _______ _ c. As cducation officer _____ _ 

6. Age 

B. As a princi pa l ___ _ 

A. 20 - 30 

B. 3 1 - 40 
o 
o 

Others ______________ ___ 

C. 40 - 50 0 
D. Above 5 1 0 



Part Two General Questions 

l. The current number of teaching staff by q ualification 

A. Diploma D. Ph.D ____ _ 

B. BA / BSc.f Bed ____ _ Tota l _____ _ 

C. MA / MSe. ___ _ 

2. Did all concern cd partne rs /your institution , the organ ization and the apprentices/ 

sign contract of agreement about a pprenticeship training? 

A. Yes 0 B. No 0 
3. How do you eva luate the extent of partnership between your TVET institution and 

public and private organizations relating the following co-operation areas in 

promoting apprenti cesh ip trainin g? 

I-:- - -:-c-
Item High Medium Low 

A JOint organ ization and management 
apprenticeship training 

B Prepara tion of curric ula and rules regulations 
for apprenticeship train ing 

C Common and complementary use of training 
personnel, materials and mach inery 

D Pa rticipa lion 111 eva luation and testing of 
~prenticesb.iEJ.raining 

1<: Fin a n~ i ~l sUPEort for lraining purposes --
F Gi ving allowance to trai nee and covering o ther 

cXEcnses 
-~ 

G Participation in development of qualified staff 

4. Who assigns trainees to each selec ted organ izations? 

5. What we re the s trateg ie s devised by your institution to improve links with 

apprenticeship offering organ izations? 

6 . Is there trained /qua lified vocational counselor in your TVET institution? 

A. Yes 0 13. No 0 
7. Who covers trainees' personal expenses during apprenti ceship training? _____ ~ 

8. Did organizalions demonstrate commitment to offer apprenticeship training 

program? 

A. Yes 0 13. No 0 
9. If your answer question number 8 is "No" what were the reason for the reluctance 

10. \-Im·v do yo u rate the adequacy of the follo\oving facil ities in your institution 

A. Hi gh 0 13. Medium 0 C. Low 0 
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11. Were there any incentives given to organization offering apprenticeship training? 

A. Yes D 13. No D 
12. If your answer to question No 11 is "yes" specify 

13. J low do you ra te the availability of trainers in your institutions? 

A. Very adequate D c. inadequate D 
B. Adequate D D. very inadequate D 

14. Ilow do your rate the industrial experience of trainers at you r institutions? 

A. Very high D 13. Hi gh D c. Low D D. Very low D 
15 . Were there professional assistances assigned ciuring apprenticeship training? 

A. Yes D 13. No D 
16. If 'No' specify __________ ___ _ ___________ _ 

17 . How do you rate the understanding of TVET objectives by the relevant 

stakeholders? 

A. Il igh D B. Mode rate D C. Low D D. Not understood D 
18. To what extent are the programs that trainees are studyin g relevant to the \-\forld 

o f work? 

A. Highly relevant D C. Irrelevant D 
B. Releva nt D D. High ly irrelevant D 

19 . How do you rate the adequacy of apprenticeship offering organizations in th e town 

whe re your insl ituLion is found? 

/\. Very adequate D 11. Adequate D C. Inadequate D 
D. Very inadequate D 

20 . limN do your rate the readiness/willingness of organizations offering 

apprenticeship training? 

A. Highly satisfactory D 
C. Unsatisfactory D 

B. Satisfactory D 
D. Highly unsatisfactory 

2 1. Is there any follow-up activity during the apprenticeship training? 

A. Yes D 13. No D 
22. If yo ur response to item "2 1 is yes, how often is conducted? 

D 

A. Once in a week D 
13. Once in a month D 

C. Once in a w hile D 

23 . Did all concerned partners sign memorandum of agreement a bout apprenticeship 

tra ining? A. Yes D B.No D 
24. Were lhcre criteri a set Lo select apprenticeship training offering organization? 

A. Yes D 13. No D 
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2 5 . If yes , please list the main element of the c riteria 

26. Were there any la\vs su pporting the implementation of appre nticesh ip train ing? 

A. Yes D G.NoD 

27. IrYes , speci~ __________________________________________________ __ 

28 . Would YOl!r please state major problems you r institution faced whi le ilTlplementing 

apprenticeshi p train ing? 

A . ~~~~~~~~~~~~~~~~~~~~~~~~~~ 
B. __ ~~~~~~~~~~~~~~~~~~~~~~~~ __ 
C. __ ~~~~~~ __ ~~~~~~~~~~ __ ~~~~~~ __ 
D. ~ ______________ ~ ________________________ ~~~ __ ~~ 

29 . What possible s olu tion you suggest to mitigate t his problem'? 

A . __ ~~~~~~~~~~~~~~~ ____ ~~~~~~~~ 
13 . ---------------------------------------------
C. ~~~~~~~~~~~~~~~~~~~~~~~~~~~~_ 
D. __ ~~~~~~~~~~~~~~~~~~~~~~~~~~~_ 

30 . Please provide students enrolime n t by field of study and sex. 

Year 17ie1d of study 
Number of studen ts 

Ma le Fe m a le Total Remark 
1. 
2 . 

1996 
3. 
4 . 
5 . 

Grand To tal 
1. 
2. 

1997 
3 . 
4. 
5 . 

1---
I. 

Grand Total 

2. 

1998 
3. 
4 . 
5 . 

Grand Total -
1. 
2 . 
3. 

1999 4 . 
5 . 

Grand Total 
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31. Please provide inrormation relating to the experiencing or apprenticeship training 

in your TVET institution in the table presented belm"'. 

"- - -- ---

Number or Trainees Legible for 
Number or Tra inees who 

Occupationa l a rea Completed Apprenticeship 
No 

or Tra ining 
Apprenticeship Training 

Training 
2004 / 2005 2005 T2006 2004 /2005 2005/2006 

Business Education 
1.1. Accountin g 
1.2 "l3ankir;;;-and Insurance 

1-

I 1. 3 " Sa les/marketing 
l A" Purehasi~ 
1. 5. Secretary - I----
1.6.ln formation 'I'echnolo"" 

--
Hotel Service and 

I-

Beautification 
2 .1. Cooki n cr 

2 
2 .2" Bakery and 
COil rectiollcrv 

I-
2"3" HOLise Management 
~ Il oteJ sel-viee -- -

_~ll air ])ress i n~ 
I-- --

Construction Technology 
3. j. Draftine 

3 
3.2. Surveying 
3"3. Wood work 
3A. Road Construction 
3"5. Building constru ction 1---
Industrial Technology 
4_.1 _" Elec tr icity 

4 
4.2. Electronics ----

f--4.3" ilutomotive 
4.4. General mechanics 
4 "5. Machine Technology 1- --
Textile and Garment 

5 
5" I " Texti le cra ft 
5.2. Ta ilorin~ 
5.3. Dress making 
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