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ABSTRACT 

This thesis was aimed at conducting a research study retating to the tmptementation of Apprenticeship 

T raining prog ram in Government TVET Institutions in Oromia. The main purpose of the study was to 

investigate bottlenecks for the successfut implementation and the quatity of apprenticeship training . To this 

end , an attempt was made to took in to the link between TVET institutions and the world of work and the 

fundamental factors affecting this link such as the legal frame work, work place learning environments, 

Roles of each participating party and the state of resources devoted to the training. A descriptive survey 

method of study was employed to identify the major problems encountered in the course of implementing 

apprenticeship training in seven TVET institutions found in four zones of Oromia. These sample TVET 

institutions were selected on the basis of purposive sampling. The subjects of the study were 7 principals, 7 

vocational counselors, 282 trainees and 72 workplace supervisors. The respondents sampling was carried 

out through random, purposive, stratified and availability sampling techniques, depending on the nature and 

size of the sample respondents. Information was obtained using questionnaires, interviews and documents. 

The results of the study depicted that the apprenticeship training was not backed by legal framework and 

the selection of organizations was also not based on some definite criteria. The preparedness of the 

organizations to cooperate and an attempt made to enhance further cooperation, for instance by offering 

incentives, were inadequate. Thus, trainees were excluded from the training due to inadequacy of 

organizations, inconvenience of the training period, and financiat difficulties. Hence, it is concluded that 

trainees run the risks of not being insured for accidents that occur on production activities and that 

organizations did not recognize the cost of apprenticeship training as an investment, for efforts made in this 

regard was not satisfactory. Therefore, it is recommended to enact apprenticeship regulation and to create 

stronger awareness through information campaign so that other organizing bodies such as chambers of 

commerce and industry could share the responsibilities of facilitating apprenticeship training. 
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CHAPTER ONE 

THE PROBLEM AND ITS APP ROACH 

1.1. Background of the study 

Technica l and vocational education and training can be provided either within school or outside 

the school system. As explained by Atchoarena (1994: 145-146), the former model has been 

regularly criticized for that vocational schools are expens ive and they produce students who are 

no more employable than those from academic schools. The second model is favored for it is 

very much linked with enterprises and the world of work in general. But in many developing 

countries the link between training programs and industries was not strong. With the absence of 

such linkage the demand of the changing labour market cannot attain its equilibrium. According 

to Middleton, Ziderman and Adams (1993: 14), theory based learning, curriculum which did not 

consider the need of the society and the relevance of the training to the local situations, and high 

cost per trainee due to low student-teacher ratios, expensive machinery, tools and materials are 

the cumulative contributors for this mismatch. 

In Ethiopia, during the second half of the nineteenth century and the early decades of the 

twentieth century the demand for new knowledge was focused strongly on the need for practical 

skills in a variety of basic trades. An attempt to meet this demand was initially made by 

foreigners and little connection was seen between education and the kinds of skill and abilities 

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

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



technicians and due to this incidence the period, therefore, marked the establishment of a number 

of institutions for technical and vocational education and training. 

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

institutions, the issue of coordinated training programmes in terms of quality and coverage has ~ 

not been tackled. As a result, the training system did not effectively generate a workforce 

initiated for creativity and capable of supporting the economic development for it was not based 

on the economic development trend of the country. 

Therefore, in Ethiopia until the early 70s of twentieth century technical and vocational education, 

whether in special ized schools or in the slowly developing system of comprehensive education 

was regarded as second- class by the younger generation in spite of the rewards available to those 

w ith technical and vocational skills and knowledge. During then the secret of success was 

attached to the result that entry at the top with a University Degree. Besides, within the fonnal 

school system the superficial introduction of technical skills within the so-called comprehensive 

curriculum failed, and employers were not anxious to take the products of the system. The reason 

for this failure was, the subjects that the students were taught in the school were more of 

academic subjects for its primary and immediate objectives were mainly preparing educated 

Ethiopians for various clerical and administrative vacancies (MOE, 1984:48-49). 

/Because of the Ethiopian govemment's inception of New Economic Polic i ce 1992 it has been 

believed that trained and trainable citizen is necessary to socio-economic development. Thus, 

attempts have been made to comprehend the actual situation under serving the economy as a 

whole through vocational training. With this condition precedence, the economic policy laid 
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fou ndati on for pri va te entrepreneurs to participate and invest in the field ofTVET and give ample 

opportunity through encourag ing them by creating conducive environment for investment. 

J With the introduction of the new Education and Tra ining policy, the issue ofTVET development 

came to be one of the priority areas in the Ethiop ian educati on system. In compliance with this, in 

1997 twenty-five sk ill development centers have been opened in four regional states wi th the .\' 

ultimate aim of training the larger number of secondary school leavers wi th various technical 

sk ill s, mai nly for se lf-employment in private sector. 

However, since the scope and access to TVET was limited, no more than 6% of school leavers 

had the opportuni ty to attend the training. The participation of girls in TVET was less than 15% 

and nearly all girls choose the traditionally female occupations such as secretarial and home 

w.1 l.) 
-1\' 

economics. The quality of training was also poor because of inadequate funding, lack of 
U) cl'-- --

appropriate and adequate equipments and faciliti es, insufficient number of <jualified trainers and - ----
'\ 

inflexible and outdated curricular and inefficient management (MOE: 2002). - -

Yet the demand of employers for appropriately trained skilled labour is high. Therefore, reform 

and reorganization and expansion of the TVET system are found to be necessary. Among the 

aims of such measures the major ones are: to increase the relevance of the TVET system, 

improve the access in general, and that of girls in particular to TVET, improve the efficiency of 

the system and, in general, promote Vocational skill training in collaboration with private and 

public employers in order to foster economic development. In line with this the education and 

training policy of Ethiopia (MOE, 1994: 16 ' - 17) states that parallel to general education, 

diversified technical and vocational training wi ll be provided for those who leave school from 

any level of education. Among these diversified training areas the one which is offered for those 

who completed grade ten for the development of middle level manpower was launched in 200 I in 
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all regIons of the country. Based on this, currently 11 4 government (See Appendix) and 19 

private & NGO TVET centers that were located in all regions of the count ry are providing 

trai ning programmes at 10+1, 10+2 and 10+3 leve ls in twenty four non-agricultural trades with 

the total enro llments of36,462 trainees (MOE: 2002). 

The Economic Development Strategy for Ethiopia and the Micro and Small Enterprises 

Development Strategy under score the need for an industrial development that makes extensive 

use of natural resource base and locally available manpower on a sustainab le basis. Both strategy 

documents emphasized the idea that in the frame of the agricultural led industriali zation, large, 

medium, small and micro industrial establishments, as well as construction and service 

enterprises will create employment opportunities if provided with skillful human resources. This 

reality coupled with the fact that the number of people earning their living from the informal 

sector activities and small scale manufacturing industries is eight fold larger than those engaged 

in the medium and large scale industrial establishments shows that it is an important source of 

wage and self employment of TVET trainees. Hence, the two fundamental objectives of 

providing TVET in Ethiopia were stated in (MOE: 2002) as: 

To enhance the agricultural development led industrialization of the country 
through training and supply of new generation of quality middle level skill man 
power to the industrial, service and constmction sectors, and contribute to the 
development of the industrial, constmction and service economies through 
quality and quantitative capacity development of TVET and thereby improve 
the supply of middle level skilled manpower. 

To this end, currently TVET is provided at different levels and by different agencies both public 

and private, within the formal educational system and outside of it. First, there are higher (L) 

education institutions that train top-level professional and technical personnel. Second, below the 

University level, there are a number of Technical and Vocational Training schools and institutes, 
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which cater for the training of personnel at the middle and lower levels for different occupations. 

A third category of TVET institutions comprises training centers attached to certain public and 

parastatal agencies to provide quality but certificate level training for the employee or would be 

employees of those agencies. The fourth category is the informal on the job training that is going 

on practically in all types of non-farming areas in the apprenticeship style. 

The curriculum developed by the Ministry of Education (MOE) in 24 different trades allocates 

312 hours for out of school apprenticeship training and about 500 hours for the main courses 

(MOE, 2003:8). The purpose of offering apprenticeship training in different enterprises is 

believed to familiarize trainees with real work life who eventually qualify as self or wage 

employees in their specialized areas. In an economic climate where there are greatly reduced 

opportunities for wage employment, like Ethiopia, greater emphasis has been placed on the 

potential contribution to the economy by the self -employed and informal sector. Thus, to attain 

this objective, among other things cooperation with enterprises to meet acute skill through 

apprenticeship training is the crucial aspect of the training process and at the same time demands 

attention. 

Moreover, as Atchoarena (1996:5) indicated, compared to other training modes, apprenticeship 

training is characterized by its capacity not only to train but also to organize the process of 

transition of the young labour force to the labour market. Generally, experiences show that 

linkage of technical and vocational training programmes with business and industry will 

inevitably yield a number of improvements in the preparation of relevant and well-qualified 

graduates. 

5 



1.2 Statement of the Problem 

Apprenticeship has a long hi story of se rving traditional trade areas in Ethiopia. Its merit in 

serv ing the skill needs of different sectors is today fully recognized. However, the extent to which 

the education system of the country considered that the TVET system has a role to play in 

expanding and consolidating skill development in these sectors varied. Put differently, the 

endeavor made through policy intervention for improvement of traditional apprenticeship, 

through introducing school based components, and establishing or expanding modem forms of 

apprenticeship training in view of serving the needs of the economy would be reflected by the 

value attached to the TVET system. 

Based on the Education and Training Policy of Ethiopia (ETP), the curriculum developed for 

middle level technical and vocational education and training program, provided for a new scheme 

of apprenticeship training program that became functional through out the country. According to 

Logjam and Mankind (l995:6), in developing countries, like Ethiopia, due to the weak and the 

nature of industrial base, there are normally not enough places to absorb all the students during 

apprenticeship training. The large number of students compared to the available opportunities and 

reluctance of enterprises to cooperate are the prominent problems in conducting apprenticeship 

training in these countries. Atchoarena and Andre (2002 : 272) explained the benefits from this 

training program and the challenges in implementing as follows: 

Beyond serving the needs of the micro-enterprises of the crafts industry, 
apprenticeship schemes, defined as lhe combination of school-based and 
company-based training, managed through partnership, can also be seen as a way 
to transform a rigid, inward-looking, public rVEr system. In many countries this 
avenue has not yet been much explored. Yet in most places around th e world, 
getting businesses to commit themselves to training young people represents a key 
challenge. In fact, employers are increasingly considered to be the best placed to 
provide the right kind of training, and also to teach the values and attitudes 
applicable to working life. 
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To thi s effect , the researcher beli eves th at the ex tent to which the current apprenticeship- tra ining 

programs conducted in different organ izations contribute to the quality of TVET graduates 111 

response to the need of the economy is a subject worth studying. 

The purpose of thi s study is, thus, to identify problems encountered in implementing 

apprenticeship-training programs in productive and serv ice rendering organizations in Oromia 

region. The study will try to seek answer for the following basic questions. 

I . What is the condition of the legal frameworks and supporting guidelines within which 

organizations parti cipate in apprenticeship train ing? 

2. What is the state of resources and readiness of the organizations to provide apprenticeship 

training adequately? 

3. What roles of personnel in organizations, TVET institutions and trainees are not prevalent 

to ensure the quality of the apprenticeship-training program? 

4. What are the financial , material and human factors and related guidelines for conducting 

apprenticeship training? 

5. What are the prominent administrative, social and economic problems encountered 1I1 

implementing apprenticeship training? 

6. What planning, organizing and contro lling mechanisms help effective apprenticeship 

training program? 
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1.3 Significance of the Study 

Successful implementati on of apprenti ceship training program helps to come up with the 

intended profile of middle level technicians in various trades. However, some problems may 

hinder the successful implementation of the programme, which in turn affect the overall quality 

of the training. Hence, conducting a study to identify the problems pertaining to apprenticeship 

training could have the following contributions: 

I . By revealing the implementation problems, the study may bring them to the attention of 

policy makers and curriculum designers at the Ministry of Education and other concerned 

authorities for appropriate action. 

2. As apprenticeship-training program is the emerging programme, the writer hopes that 

the study will enrich the existing literature in the field of technical and vocational 

education and training. 

3. It may also helps as stepping - stone for others who intend to carry out in-depth study on 

the problem. 

4. It may also provide an alternative approaches or solutions to the problem under 

investigation. 

1.4 Delimitation of the study 

TVET in Ethiopia is carried out both in a formal and non-formal education and training systems 

at various levels. Thus, Government, Non Government Organizations (NGO) and private 

institutions are the main providers ofTVET programs on the bases of short and long terms. From 

these training program, those which aimed at producing middle level technicians (t 0+ I , 10+2 

and 10+3) were chosen for diversified courses are offered at these levels. 
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The new middle level technical and vocational education and training program, of which 

apprenticeship training is compulsory, is being implemented through out the country. Currentl y 

114 Government TYET institutions and 19 NGO and private TYET institutions are providing 

these training programs to those who completed general education at the level of grade ten. Out 

of these training institutions, thirty-six Government and two NGO and private TYET institutions 

are found in Oromia region (MOE: 2003). 

To conduct a research work in all of these training institutions would be impractical for various 

reasons, of which the limitedness of the technology used to secure and sort out the data for this 

study was the major one. Therefore, to make the study manageable, it was delimited to the 

apprenticeship-training programmes undertaken in government TYET institutions in the region. 

The student researcher decided to conduct the study in oromia because the largest share of 

technical and vocational education and training institutions and trainees, 38 out of 114 or 33.3% 

and 10042 out of51459 or 19.5% (MOE, 2003: 104) respectively, in the country are found in thi s 

region. Besides, supervision reports at the Ministry of Education revealed the existence of the 

problem starting from the time when the number of both trainees and training institutions were 

very much less than the current figure. Further more, the study was delimited to the Government 

TYET institutions in Oromia for the great majority of the trainees in the region are absorbed by 

these institutions compared to those in NGOs and private institutions. 
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1.5 Research Methodology and Procedures of the Study 

1.5.1 Method of the Study 

In thi s study, descrip ti ve survey method of study was employed. This method was chosen for its 

appropri ateness to reveal the current problems in the implementati on of the apprenticeship­

training program and to describe the extent to which the problem has affected the quality of 

technical and vocational education. 

1.5.2. Sample Population and Sampling Technique 

As already mentioned, in Oromia, 36 government technical and vocational education and 

training institutions that were located in different zones are currently offering training. Out of 

these institutions, seven that are found in four different zones of the region were chosen using 

purposive sampling techniques as sources of pertinent, adequate and reliable information for the 

study. The rational behind using purposive sampling technique in determining the sample TVET 

institutions was, in the first place, that the total number and the diversity of training areas in these 

institutions are higher than that of others. The second intention for so doing was that this 

technique is appropriate to avoid the probable focus in a certain geographic area and fi eld of 

training so that the conditions in different areas will be reflected and the study becomes 

representative. Therefore, while selecting sample TVET institutions, the number of trainees, 

geographic area and diversity of technical and vocational training programs offered were 

considered. Accordingly, TVET institutions found in Arsi, East Shoa, West Shoa, and East 

Wollega zones ofOromia were purposefu lly selected as samples of the study for they were in line 

with these considerations (See Appendix 5). The subjects of this study were principals, trainees, 
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vocational counselors found in sample TVET institutions and work place supportive superv isors 

in organizations offering apprenticeship training. 

Regarding the respondents sampling, principals and vocational counselors were incorporated in 

the sample by using availability-sampling technique for the manageability of their number. The 

other group of the respondents constitutes I 127 TVET trainees who took apprenticeship training 

in different organizations. Out of these 282 (25%) were included in the sample. Based on the 

proportionate number of trainees in each field of study, stratified sampling technique was 

employed in determining the number of samples from each field of study with an attempt to 

incorporate ideas of trainees from all areas of training in the study. Accordingly, 169 (60 %) 

trainees enrolled in Business Education, 5 1 (18 %) in Industrial Technology, 28 (10 %) in 

Construction 20 (7%) in Hotel Service and Beautification andl4 (5 %) in Textile and Garment 

Technology constituted the sample respondents within this group. Then random sampling . 
technique was employed to draw a sample respondent from each field of study. The total number 

of organizations that offered apprenticeship training in the sample zones was 289 (see appendix 

6). Out of this, 72 (25%) were included in the study using purposive sampling technique. The 

reason for employing purposive sampling technique here was mainly aimed at including 

organizations from different sectors (service, production and trade) and different sizes of 

operation (micro and small, medium and large) so that the situations in various areas of the 

economy could be incorporated. 

1.5.3. Source of the Data 

The data for the study was obtained from both primary and secondary sources. In the secondary 

data, relevant books, journals, universal declarations and legal documents that reflect the 

I I 
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experiences of apprenticeship training in developing as well as developed countries were 

consulted to supplement and to serve as the bases for the instruments and findings of the study. 

More over, various reports and documents in TVET institutions were reviewed to obtain pertinent 

data such as the number of trainees, trainers and organizations offering apprenticeship trai ning 

and the like. 

1.5.4. Instrument of Data Collection 

As it has already been mentioned the subjects of the study were principals, vocational counselors, 

trainees and supervisors. In order to gather first hand information pertaining to the subjects of 

the study, questionnaire and interview questions were set and administered. Questionnaire was 

used for its appropriateness to secure data from many people at a time and for its natural 

characteristics that allow informants express their ideas and opinions freely and confidentially. 

Thus questionnaires composed of both open ended and close-ended items, addressing the basic 

questions raised, were set and administered. Besides, interview was used as an instrument to get 

information from higher officials, especially on issues relating to policy and overall institutional 

matters 

1.5.5. Procedures of Data Collection 

The data gathering instruments used in the study were drafted on the basis of the reviewed 

literature and the intended data to be collected. Before distributing them to the sample 

respondents, pilot testing was made so as to make essential corrections and maintain their 

validity. After getting corrected all items, the distribution and continuous follow up during the 

collection process were made. To maximize the quality of the responses and the rate of return the 

time convenient for the respondents was arranged. The researcher did make the objectives of the 
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study clear to all of the sample respondents at the ve rge of ques tionnaire administration in order 

to avoid confusion and facilitate ease of administration. A close foll ow - up was also made to 

immediately correct problems that arose during the filling in of the questionnaires. 

1.5.6 Data Analysis 

Depending on the nature of the data collected and the type of questions the following statistical 

too ls were used. 

• Percentage was used to questions demanding quantitative measurements. 

• Chi-square was used to qualitative measurements such as perception of respondents in 

relation to the availability of faciliti es, resources and state of preparedness during 

implementation of apprenticeship training program. 

1.6. Definition of Terms 

Apprenticeship Training: - means job training undertaken by a trainee 10 an organization 

pursuant to an agreement concluded among a training institution, an organization and 

trainee to enable the trainee to put to practice the technical and vocational education 

and training he acquired in a training institution and to be acquainted with work. It is 

employer based or a work based method for learning and gaining qualifications. The 

training is mostly trade specific and restricted under the contract with one employer 

(Federal Negarit Gazeta, No.39112004: 2554). 

Informal Sector: - Broadly characterized as consisting of units engaged in the production of 

goods or services with the primary objective of generating employment and . incomes 

to persons concerned (Atchoarena, 1995: 135). 
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Technical and Vocational Education: - refers to all form s 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, attitudes and 

understanding relating to occupations in the various sectors of economic and social 

life (UNESCO, 1989:2). 

Vocation: - A calling, as to particular occupation, business of profession (Good, 1973:644). 

Training Institution: - means a public or private institution, or one owned by a non­

governmental organization, to which a pre-accreditation license or an accreditation 

certificate is issued by the appropriate Accrediting Authority to engage in the 

provision of technical and vocational education and training (Federal Negarit Gazeta, 

March 1,2004, No.39112004: 2553). 

Trainee: - means a person who participates in technical and vocational education and training 

program provided by a training institution with a view to acquiring or upgrading his 

technical and vocational skills (Federal Negarit Gazeta, March I, 200'4, 

No.39112004:2553). 

Organization: - means a production, trade or servtce rendering institution selected by the 

appropriate body to provide apprenticeship training to trainees (Federal Negarit 

Gazeta, March 1,2004, No.39112004: 2554). 
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Apprentice: - means a person undergoing apprenticeship pursuant to a tripartite agreement 

concluded among a training institution, an organi zation and a trainee (Federal Negarit 

Gazeta, March 1,2004, No.39 112004: 2554). 

1. 7. Organization of the Study 

The study was organized to four chapters. The first chapter deals with the problem and 

its approach. Therefore, the basic questions that the study attempted to answer and the 

research procedure fo llowed were treated under this chapter. The second chapter was 

devoted to the review of the related literatures. The third chapter was used for the 

presentation and interpretation of the data. The fourth chapter dealt with the summary 

of findings, conclusions and recommendations. 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

In order to have a brief theoretical framework on the implementation of the apprenticeship­

training programme, this chapter is devoted to provide the major works done by different 

authorities in the areas of the problem under study. 

2.1. The Role of TVET in National Development 

It is apparent that Technical and Vocational education serves the individual by imparting 

knowledge, skills and attitudes that will be used to procure and sustain gainful employment. 

Society equally benefits from such human resources development and it is responsible for 

increased Gross National Product (GNP). 

The Human Resources Development Report (UNDP, 1994:3) underscores the United Nation's 

lifelong commitment to engage in a battle for peace on two fronts: The security front (to secure 

freedom from fear) and the economic and social front {to secure freedom from fear and the 

economic and social front (to secure victory from want). The latter is inextricably linked to job 

security where TVET is a major contributor (UNESCO, 1998: 24). 

Evidence from World Bank studies (World Bank, 1988; 1991) and case studies of TVET in the 

African region (Kerre: 1995) clearly point out that investment in TVET is worth while no matter 

what the economic status of the country may be. 

Further evidence from the newly - industrializing countries show that TVET is largely 

responsible for providing a pool of skilled human resources essential for such critical sectors of 
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the economy as agricu lture, manufacturing, construction , communicati on, transportation and 

commerce (Ken'e, 1997: 25) . 

With increasing technologica l development and libera lized world markets, a country ' s TVET 

system wi ll increasingly become decisive in determining the competitive strength and level of 

development of its economy. Ever since independence, most African countries have had to 

grapp le wi th the problem of "too many people looking for jobs and too many jobs going 

unfilled." While there is a growing number of the unemployed among the educated, there is a 

persistent shortage of human resources with the technical ski lls required in various sectors of the 

economy (UNESCO, 1998: 25). Therefore one can easily observe that there is a mismatch 

between available technical human resources and the type of employment opportunities avai lable 

in the world of work and therefore graduates of TVET institutions are expected to fill this gap 

and eventually contribute to the national development. 

The recognition of the important role that TVET plays in the nation's development has been 

J 

echoed in several ways. The call by students, parents and employers, for quality and relevant 

TVET programmes is becoming louder each passing day. Both TVET institutions and industry 

have to cooperate in order to meet this demand. Because as Kerre (1996:97) contends, the 

institutions are best placed to provide quality, utilizing the human resources and facilities they 

have, whilst industry is best placed to provide relevance through the necessary input into TVET 

curricula and the industrial experience through attachment (Kerre, 1996: 96 -97). 

2.2 The Objectives of TVET -a Basis for Apprenticeship-Training 

It is a widely accepted fact that the primary objective of TVET is to train a ski lled -labour force 

that can adapt to the requirements of the labour market. The TVET policies followed by the 
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newly independent deve loping countries, including Ethiopia, were aimed at providing the 

managers and skilled labour, which these countries needed to support the growth of the modern 

sector. 

Historical evidences reveal that in the late 1970s the economies of developing countries, 

especially African, entered a period of recession and economic crisis. The growth of modern 

sector employment slowed sharply as a result of spending cuts in the public sector and massive 

lay-offs to maintain productivity in the private sector. The consequence was a rapid rise in 

unemployment among young people, particularly those who had completed their secondary 

schooling. The rapidly growing informal sector absorbing much of the labour force gradually 

forced the structure of employment in these countries to change (Atchoarena and Andre, 

2002:37). Furthermore, according to World Bank (1990: 16), the contribution of skills to 

production is the best justification for vocational education and training, and the record shows 

that training does increase productivity, as measured directely and in terms of increased earnings. 

However, TVET has also been expected to achieve additional societal goals, and the expectations 

have been especially high for pre-employment training. 

Among these the productivity objective of TVET is based on the fact that rates of return on all 

forms of training have been substantial. Where economic expansion has been sustained, or where 

modem sector employment is large relative to the output of post-primary education, TVET 

graduates have been more readily absorbed into the labor market. According to World Bank 

(1990: 16) high rates of return result from the pre-employment center-agencies in middle-income 

countries and developing countries. 
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Another object ive that TVET is expected to achieve is the supply objectives which aimed at 

production of skill ed labor in anticipation of demand. An early objective for investment in pre­

employment training was the replacement of expatriates in skilled positions. It was also thought 

that training would create a reserve of skilled labor that wou ld stimulate economic growth. Where 

growth has been constrained and the efficiency of TVET reduced by inappropriate economic 

policies, the outcome has been over investment in pre-employment training, with consequent 

high rates of graduate unemployment and underemployment, low rates of utili zation and high 

unit costs. The problem has been particularly acute in low-income economies, like Ethiopia, with 

high rates of population and constrained expansion of modem sector employment (World Bank, 

1990: 17). To cite some relevant examples in relation to this, in Honduras, where unemployment 

rates have reached 25%, only 60% of vocational graduates find employment in their field of 

training; in Bangladesh, employment rates for vocational graduates are less than 50%. Recent 

studies in a number of low income African countries reveal similar results; an example in Benin, 

where only 28% of lower technical secondary school graduates are able to find wage employment 

(World Bank, 1990: 17). 

Furthermore, TVET programme is believed to attain employability objectives with special 

attention to access for youth and the disadvantaged to the world of work. The notion that 

vocational skills improve the employment chances of economically and academically 

disadvantaged youth is the recent and progressive. It is also well known that vocational skills are 

more appropriate in improving employability than general education. It is also hoped that TVET 

will improve attitudes towards skilled blue-collar work diverting youth from the white-collar jobs 

that are in increasingly short supply. 
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It goes without saying that larger scale unemployment of youth is a widespread and persistent 

social and economic problem in developing countries. This is resulted from a rate of population 

growth unmatched by expansion of employment. It has also been a major problem in European 

economies, where large-scale manpower supply programs have been instituted in an attempt to 

facilitate the transition from school to work. The programs typically consist of intensive 

counseling and labor market matching activities, learning by-doing in developmental work 

experience, and training in fomlal institutions and on- the- job, all while participants receive 

various levels of subsidies from the state (World Bank, 1990 : 18). 

Large-scale provision of pre-employment TVET has been the policy choice in a number of 

developing countries. These policies have encountered a significant paradox. On the one hand, 

efficiency requires that TVET be closely tied to the nature and volume of employment demand in 

the modem sector, with the other hand, youth searching for any form of wage employment need 

ski lls relevant to all sector to increase their flexibility in tight labor markets. (World Bank 

1990:19) 

While the record of large scale formal TVET in improving the employability of poor youth in the 

absence of complementary employment policies is not good, there is reason to believe that 

programs closely tailored to employment opportunities can be effective, although the marginal 

contribution in tems of the numbers trained and placed may be small (World Bank 1990:19). 

An equally important further justification for TVET is that it enables young people with less 

academic ability to learn a craft or manual trade, thus enabling them to find gainful employment. 

This is, of course, a major rationale for vocational training those countries that have achieved 
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high levels of secondary enrollment overa ll , and can thus stream students based on academic 

achievement to an appropri ate form o f educat ion (World Bank, 1990:2). 

Economists have argued that vocational education will lead to employment for the disadvantaged 

only when unemployment is low. When unemployment is high, placemen t of a vocationally 

trained person may di splace an untrained person. Unemployment is not reduced, but the 

education and trai ning levels of the unemployed drop (World Bank, 1990:22). Thus, care should 

be taken in providing TVET as a means of offering employment opportunity. It must contribute 

to an endeavor to maximize an aggregate rate of employment. Unless over supply of ski lled labor 

and stagnant employment growth have led to downward substitution of skills further lowering the 

cost-effectiveness of education (World Bank 1990:26) . 

Governments also use pre-employment TVET as a means to divert young people into futures 

other than higher education or white-collar work. Where employment opportunities are few 

relative to demand, and resource constraints limit higher education these policies are generally 

defensive in nature. And this is usually referred as diversion objectives or changed attitudes and 

destinations (World Bank, 1990:26). 

Imported models of TVET, which were developed in a context of economic growth, proved 

incapable of supplying skilled labour that meet the highly varied requirements of countries ' 

production systems. A wave of criticisms concerning the ineffectiveness and high cost of TVET 

began to be heared , and this form of education has been called into sharp question on the grounds 

that it is poorly suited to labour markets dominated by informal- sector employment. In relation 
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to thi s numerous criticisms ofTYET that has been voiced by the World Bank, Cousin and Moura 

Castro we re summarized in Atchoarena and Andre (2002:38) are li sted as follows: 

• Poor quality; 
• Very high cost; 
• Training not suited to actual-socio-economic condition; 
• Disregard of the informal sectors need; 
• Disregard of the labour market and of the high unemployment rate among 

graduates. 
Later on with the changes in the labour market, the objectives of TYET have become more 

diverse: they are no longer simply economic but also social , including the fight against poverty 

and integration of young people into the work ing world. 

On the other hand, Caillods in Atchoarena and Andre (2002: 38) asserted the need to pursue two 

other major objectives, which are to train the workforce for self-employment and to raise the 

productivity of the informal sector. The fact that the system is ossified and impoverished makes it 

all the more difficult for TYET to take up these new challenges. According to Middleton and 

Demsky in Atchoarena and Andre (2002:38) criticisms of TYET has led to cuts in the volume of 

training provided in public institutions and to shifting more of the responsibility for providing 

initial training in this area to enterprises and private institutions. Thus, from this it is possible to 

deduce that TYET objectives must include the mechanisms to encourage enterprises and private 

institutions in provision of initial training. 

Generally, it is only after a country comes up with an appropriate development strategy that 

educational change, such as the introduction of vocational or prevocational subjects, might 

increase the contribution of education towards raising general productivity. In such a changed 

context education might help with efforts. It is only through delivery of more practical based 

training both in the TYET institutions and in the real world of work, by conducting 
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apprenticeship training, that all of the above mentioned object ives of TVET get their target 

success fu II y met. 

2.3. Policy in TVET 

Experiences in developing countries like Ethiopia, where problems of youth unemployment and 

low economic growth are far more severe, externa l agencies play an important part in policy 

formation , through conditions for grants and loans, and sometimes through high - level policy 

advisers. Through external pressure, many countries have been induced to launch 

Vocationali zation polices and have endeavored to build internal acceptance for these policies, 

often with little support from the concerned institution and clienteles . But agency policies may be 

reversed and leave governments with out further support for policies, wh ich were externally 

induced in the first place. 

Therefore, attention must be given to the expected implementation problem, such as 

apprenticeship training, while formulating policy. Fore instance, curriculum policy should be 

customer oriented instead of producer oriented. It should begin with an audit of the ski ll 

requirements which people need in their normal daily life, including their working life, followed 

by the matching of these requirements against what the schools are providing (Lauglo and Lillis, 

1988:49). 

TVET programs are not unique in being subject to competing jurisdictional claims between 

different governmental agencies, in evolving with shifting priorities in responses to changing 

economic contexts or in resulting from external pressures. But they are in many other respects 

more complex in their management requirements than conventional academic school subjects. 
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The complex ities aris ing out of the mode of po licy fornlUlation are therefore important as an 

add itional problem to overcome in their implementation (Lauglo and Lilli s, 1988 : 19). 

2.4. Governance of the TVET System 

Traditionally, the organization of the education system, including TVET, is the responsibility of 

the state. It is thus up to the state to co-ord inate training policy with other government initiatives 

and decisions. Accord ing to Atchoarena and Andre (2002:36), which government Ministri es or 

departments shou ld oversee thi s branch of the education system is the basic question. Lanneret et 

ai, in Atchoarena and Andre (2002:36) asserted, in response to this question, that there is no 

single answer, since each country is in a different situation and has different concerns, and since 

responsibility for supervising the education system may shift according to the educational and 

political strategies of governments . Experiences of some countries reveal that they have divided 

responsibility for TVET among several Ministries, usually the Ministry of Education (responsible 

for organizing and managing initial technical training in co-ordination with general education) 

and the Ministry of Labour (responsible for vocational training of skilled workers and craftsmen). 

Others have created a Ministry of TVET in order to insure better co-ordination between TVET 

and to raise skill levels. In Togo, which took this step in 1984, the Minister follows the opinions 

and recommendations of a high-level advisory body whose membership includes the ministers 

for Education and labours as well as representatives of labour and employers. 

Coted d'! Voire had a Ministry for TVET, but since October 2000 technical education has been 

under the authority of the Education Ministry and Vocational Training under that of the Ministry 

of State with responsibility · for vocational training and employment, which is attached to the " ~." 

Ministry of Labour, the Civil Service and Administration Reform (Atchoarena and Andre, 
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2002:36). Some vocational training programmes often remain under the supervi sion of sectoral 

Ministri es: health, civil engineering, agriculture, transport, etc even when there is a specific 

Ministry for TYET (UNEYOC, 1996). 

In Mauritius, an authority dedicated to vocational training was created in 1988: the industrial and 

vocational Training Board (lYTB). This body is managed and supervised by a governing board 

consisting of seven public-sector members, including representatives of the Ministry for 

Employment, Education and Industry, and seven private sector members, elected for a maximum 

of two-year terms. The primary aim of forming this board, and of making it autonomous, was to 

streamline administrative procedures and ensure rapid, effective decision-making (Atchoarena, 

1996). 

The intimacy and interaction of people with one another necessitated the importance of 

organization. In relation to this, organization deals with the structure and assigning of task to the 

respective workers in order to achieve the intended objectives. Accordingly, the administrator has 

the responsibility to coordinate both the task and the people in an organization (Massie,1987: 61). 

It goes without saying that administration in general education and TVET has many features in 

common. The elements they share in common include financial affairs, facilities, staff, trainees of 

the same academic background and the like. On the other hand, their difference is related to the 

unique characteristics of TYET. Job related courses, source of income, higher per trainee costs, 

and close relationship with labour market are some of the peculiar features of vocational training 

(Gilli, 1976:55). 

Responsibility for TYET at the policy leve l is clearly manifested in existing legal and 

constitutional frameworks. However, administrative responsibility at the institutional level is 
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very much diversified and varies from one country to the other. This divers ity is mainly clue to 

the uniqueness of comprehensive technica l and vocational educati on. Three distinct features 

main ly account for it : 

I. The educational component is formal and is taught in the school curriculum. 

2. The training component is provided in both formal and informal training institutions 

3. Non-governmental organizations, private proprietors, religious organizations etc offer 

non-formal and informal TVET. 

The situation in Ghana, Zimbabwe and Kenya can illustrate this observation. In most 

Francophone countries, the Ministry of Education has the overall responsibility for formal 

education including technical and vocational education. However, other Ministries run some 

technical and vocational training programmes. It is quite obvious that with increased demand .for 

occupational training and the escalating cost of training there is a need to harmonies the provision 

of TVET to avoid the duplication and wastage that is currently going on. Harmonization will 

further enhance quality and relevance with appropriate certification (UNESCO, 1998: 26). 

2.5. The Need for Co-Operation between Enterprises & TVET Institutions 

International recommendations for the improvement of TVET systems systematically refer to the 

need to forge close links between training and the labour market. This search for a better match 

between jobs and training is based on a two - homed problem: 

A) The labour market today is often considered being characterized by an acute shortage of 

skilled labour, as reported by many employers. Paradoxically, many economies suffer, at 

the same time, from rising unemployment, particularly among the young people leaving the 

education system, as reflected in graduate employment rates. 
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B) The pace of technologica l change requires workers to have new qua lifications in order to 

perform the tasks requ ired in modern jobs and thus to raise compet itiveness ( poupard et. 

aI , 1995). 

To cope with these two issues, technical and vocat ional education and train ing must establi sh 

close links with enterprises to make it easier for graduates to make the transi ti on from school to 

work. Co-operation between TVET institutions and enterprises can come in several forms , 

ranging from sandwich training to co ll aboration in research and development (Atchoarena and 

Andre 2002:58-59). 

Dual modes of training are a widely accepted form of cooperation between TVET institution and 

enterprises. It consists in training youth both in a school environment and in forms. Use of both 

the enterprise amI the school as training sites is considered essential to improving the integration 

of young people in the labour market. 

According to Greffe in Atchoarena and Andre (2002: 60), this form of training is based on the 

complementarities between the enterprise and the school, in the sense that it involves not merely 

the sum of the knowledge acquired in the class room plus the know-how acquired within an 

enterprise, but also the constant application of the knowledge acquired. The two milieus reinforce 

and complement each other to tum out trainees who are better qualified and better to adapt to the 

business world. 

Although there are a few, but significant, exceptions e.g. Botswana, South Africa, Zimbabwe -

most African countries have very little experience with dual forms of training in TVET. Hence 

several countries, such as cote d ' ]vorie, Kenya and Congo, are developing this form of 
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cooperation with business in order to work towards a closer match between the supply and the 

dema nd fo r training. 

Although dua l training appears to be an effecti ve means of familiarizing trainees very early with 

the conditions of the work environment, there are many difficulties in applying this system in 

many countri es. One of the reasons for this is it requires first and foremost that enterprises be 

willing to provide training and consider it as a long-term inves tment in human resource 

development. I f such training is to give young people a true immers ion experience in the 

company, careful organization of in - firm practical training and superv ision of trainees is al so 

required. These conditions, not always met in developed countries, are hardly satisfied in most of 

sub - Saharan Africa (Atchoarena and Andre 2002: 60). The implementation of the dual system 

in each country within its context is not an easy task. Besides, it is not patterned and the related 

problems are not uniform any where. 

The lack of an industrial fabric in the countries of Sub-Saharan Africa is generally considered as 

a major obstacle to the development of dual training. Thus, dual training should indeed not be 

thought of as a one - way delivery system, i.e. from TVET institutions to enterprises, but also 

from enterprises, particularly in the informal sector, towards TVET institutions. However, taking 

account of the informal sector' s requirements entails setting up new forms of partnership, so that 

all stakeholders are consulted (Atchoarena and Andre 2002: 60). For the success of this 

cooperation dual training in which trainers and craftsmen are closely involved in defining and 

managing programmes, requires that centers be autonomous so as to free them the interior of 

centralized bureaucratic procedures. 
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The other form of cooperation between enterprises and TYET institutions come in to being 

through in - firm internships ror pupils. Internships in companies, which are relatively common 

in Sub - Saharan Africa, may be described as a partial co-operation between TYET institutions 

and businesses. They allow young trainees to absorb the soc ial and occupational conditions of 

their chosen specializations via a first contact with the business world. Internships thus allow 

students to add hands - on experience to the primarily theoretical training they receive in their 

institutions 

However, the expansion of the in - firm internship approach faces many obstacles in sub-Saharan 

Africa, due to the wide gap between the demand for work - experience programmes and the 

supply capacity of industry. In practice, it is generally impossible to provide internships for all. 

Moreover, training institutions do not have a well- organized process for assigning internships to 

pupils; in most cases, pupils 'negotiate' their internship individually and the institutions merely 

approves their applications. As a result, pupils are not closely monitored, and no evaluation is 

made of their performance and behavior during in-firm internships (UNEYOC: 1997). 

Furthermore, although such internship are considered to be an integral and important part of the 

pupil's training, they are often not counted in the overall evaluation of the pupil, which leads to a 

lack of assiduity on the part of both parties involved (enterprise and pupil) (Atchoarena and 

Andre 2002: 61). While handling the issue of the need for cooperation the benefits derived from 

such cooperation must be considered. Because unless the cooperation intended yields a win-win 

situation for both parties involved, its realization becomes very remote. Thus, when it comes to 

the types of co- operations cited above, both TYET institutions and enterprises benefit from such 

cooperation in many ways. Institutions benefit when students and staff get opportunities to 

experience the latest practices in industry. Institutions also benefit from industrial donations and 
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consultancy contracts. Enterprises benefi t by us ing professional staff in research and 

development acti viti es. This will enhance their production capacities and markets. Since they are 

in most cases the eventual consumers of TYET graduates they benefit from well-qualified 

manpower (Kerre, 1996: 97). 

Government 's policies in Germany, France and Britain have been strongly directed at promoting 

move towards business and industry involvement in education and training. This seems to have 

been prompted by two considerations. First governments in Britain and France have now 

accepted the responsibility, long been recognized in Germany, for providing a systematic national 

approach to preparing young people for entry into work. Second each nation views it self as 

being in severe economic competition with other industrialized and trading nations and believes 

that success in that completion will depend importantly on the skills and adaptability of the labor 

force. Both considerations have argued strongly in favor of any enhanced role for business and 

industry in education and training (Lauglo and Lillis, 1988:65). 

Legal and policy frameworks must support the conditions under which industry participates in 

TVET programmes. The existence of such documents helps to guide TVET institutions and 

enterprises in their cooperation. Furthermore the provision of these legal and policy documents 

helps to avoid the unorganized practices of approaching individual enterprise and mutually agree 

on some formula of cooperation for the placement of trainees in the industry for apprenticeship 

training. (Kerre, 1996: 97). Therefore, in order to have a reliable and uniform procedure for 

cooperation that should exist between enterprises and TVET institutions the presence of policy 

and legal frameworks is crucial. Legislation and initiatives of government agencies have been 

important in setting out the guidelines for these activities, revising the organizational frameworks 
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necessary and providing financial incentives for companies to increase job training opportunities 

(Lauglo and Lillis , 1988:56). 

The qualities wh ich employers want in school leavers are qualities, which are equally valuable to 

those looking for work, the self-employed or those training or re-training. They are the ability to 

learn, the abi lity to get on well with other people, the ab ility to communicate, reliability, basic 

literacy and innumeracy and an understanding of how the community 's wealth is created (Lauglo 

and Li lli s, 1988:49). 

2.6. Conceptual Framework of Apprenticeship Training 

It is now widely accepted that training must have relevance to the existing world of work and 

that quality must be determined in outcomes. No matter the cost or rigor of training, it cannot be 

considered high quality if it does not enhance the work and income opportunities of the trainee. 

However, there is a need to be clear about what outcomes and objectives are intended. This 

includes being clear where there is a social function or equity dimension to skills development. 

With the failure of the current development strategies to do much to improve the standard and 

quality of life in the traditional sector, it is not surprising that the political leaders and their key 

policy makers continue to think that some changes in the curriculum content of schools, such as 

diversification, the linking of practical work with academic studies or providing work 

experiences as part of general education, would help to solve their unemployment problems 

(Lauglo and Lillis, 1988 :43). 

Linking work and ski lls requires a detailed understanding of the major changes in the world of 

work in recent years. This must take account of the nature of changes at the global, national and . -."_. 
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loca l levels and the opportunities that ex ist at each level for skill s interventions that can support 

successful economi c activiti es (UNESCO, 2000) . 

Basically apprenticeship -training in its informal form has its origin when man began to live 

together and started to produce for his basic needs. It is particularly di fficult to specify what 

apprenticeship training in the context of a nation means. In most countries of the world, the law 

stipulates what apprenticeship training is and is not. potentially attractive ways of defining and 

measuring apprenticeship training such as prescriptively to specify a standardized minimum set 

of attributes for a training program to be classified as apprenticeship contract are not 

feasible(Deakin and Morris, I 998). 

Apprenticeship training, during the middle age, was served under the guilds association, which 

was intended to protect the interest of members in the same craft. Since the transmission of 

family heritage and unconscious learning was not satisfactory, apprenticeship training became a 

reality. This consists of youth learning any trade under the supervision of master craftsmen 

according to the pre-established specifications. Training and production are integrated towards 

the development of the apprentice into adult life during the operation of the system (Hanson, 

1977:24 and Brubacher, 1987:6). 

The rapid development of power machinery and the increased demands for goods led to a greater 

demand for mass production. Hence, industrial revolution was considered as the main reason for 

the decline of the then form of apprenticeship training and emergence of new type of formal 

schools. At this time too, industries that offer apprenticeship training usually supplemented by 

trade theory. After completion of the course, trade test is administered and certificates of 

accomplishment will be awarded. Whenever there is vacancy the employer prefers to employ the 
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apprentice in hi s company rather than recruiting an individuals who are not familiar with the 

nature of the work of the company (Laugo, 1993: 31-32). 

Modern apprenticeship training is considered as one of the most efficient cost effective 

mechanism of training. It saves the cost of the government that was supposed to be expending 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 instructors, equipment, materials and time, together 

the tota l cost pertaining to the national economy will also be minimized (Laugo, 1993: 34). As it 

has already been stated in chapter one, beyond serving the needs of the micro-enterprises of the 

crafts industry, apprenticeship schemes, defined as the combination of school-based training, 

managed through partnership, can also be seen as way to transform a ri gid, inward-looking, 

public TVET system. This avenue has not yet been much explored. Yet, in most places around 

the world, getting businesses to commit themselves to training young people represents a key 

challenge. In fact, employers are increasingly considered to be the best placed to provide the right 

kind of training and also to teach the values and attitudes applicable to working life (Atchoarena 

and Andre 2002: 272). 

2.6.1. The Workplace Learning Environments 

The shift from a supply to a demand-driven· TVET system has been exerted greater pressure on 

industries to deliver workplace training and a reclaiming of the workplace as an authentic site for 

learning. In effect, vocational learning is increasingly being de-institutionalized. The training 

reforms in many countries have placed great emphasis on workplaces and the personnel in them 

to provide relevant, conceptual ized job-specific learning opportunities in a manner that will 

contribute to the growing pool of qualified workers in a cost effective manner. The critical issue 

is to what extent workplaces are committed to, and able to meet, this challenge. 
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Today 's business environments are characterized by a number of fac tors such as increased 

competition and rapid technological change that, theoretically, should act to motivate a greater 

investment in training. The organization of learning in the workplace has taken on a new 

significance in the current policy climate of various countries. In many respects, as Candy and 

Mathews (1998: 11-12) note, learning about work has come full circle. Once valued as a learning 

site, the workplace was gradually replaced by more structured approaches to learning with the 

rise of specialist schools and colleges. 

The nature of thi s learning that takes place in a workplace varies widely. Learning can be 

associated with formal training programs that mayor may not result in some form of 

certification. This tends to be associated with the use of experts (trainers) who playa leading role 

in transferring the required knowledge and skills to workers . However, the workplace is also a 

site for informal or incidental learning. Research evidence points to the value of both types of 

learning in the workplace and to the importance of achieving a productive balance between the 

two (Hager 1997). In general, it is accepted that on-the-job learning aids transfer of skill and is 

more authentic. 

However, the on -the-job environment also has some significant disadvantages for learning. In 

many instances the goals, methods, ideals and strategies of business enterprises are very different 

from those of learning institutions. The former is concerned with productivity and survival, the 

latter with learning and professional growth. Thus an enterprise (especially a small business) is 

not primarily concerned with learning, and in particular the sort of learning that might lead to 

qualifications (Harris/ Simons/ Bone 2000). Some employees might be required to work in 

isolation and have no one to learn from; or that experts may not be available or sufficiently 
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skilled in teaching or wi lling to teach learners. Some working envi ronments (because of noi se, 

e.g.) are not practicable for teaching purposes. Evans (1993, 8) notes that access to a range of 

suitable acti vi ti es can be problematic. 

Learning from only one work situation - and often from one senior worker - may mean that there 

is one way of working being learned, and that the ability to question and critique is not 

developed. Further, workplaces may not be up-to-date in either their equipment or practices; and 

few encourage workers to learn for the future rather than the present. Employees can be taught 

bad habits and practices as well as good (Harris et al. 1998). 

Potentially, the workplace can offer a "rich", if not sometimes problematic learning environment. 

The on-site learning environment makes a valuable contribution to the development of 

apprentices as tradespersons and workers and the study explored in detail the nature of that 

contribution Harris et a!. (1998, 151). The on-site learning environment offers: 

A real world environment where task management and contingency management skills 

are integrated into the learning process (that is, certain types of knowledge, in particular 

procedural [how to do it] and strategic [when to do what] knowledge can be well 

developed in workplaces. 

Learning relationships that are usually one-to-one or built around small groups of 

workers. These arrangements can promote opportunities for the apprentice or trainee to 

become immersed in the learning! work process. If constructive, these personal 

relationships can result in interactions with senior or more experienced colleagues where 

the meanings of trainees' actions and understandings can be made explicit through a range 

of interpersonal processes including discussion, questioning and challenging of ways of 
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working (Harris et al. 2000). This is essential if the learning process is to move beyond 

mere participation. 

Opportunities for the development of trainees' confidence to approach the formal 

components of their training, especially in relation to assessment and increasingly to 

become independent and critical learners. 

Therefore, on and off-job learning environments contribute valuably but differently to 

apprentice's learning. Learning in off-site environments offers a set of contrasting experiences in 

which to learn. 

2.6.2 The Role of the Workplace Trainer 

The workplace trainer is assuming an increasingly critical position in the provision of training 

opportunities. Trends in both developed and developing countries suggest that this shift will 

become enshrined as a central element in skill formation policies in the near future, as more 

initiatives seek to achieve the twin goals of making training an attractive undertaking for 

employers and of ensuring that training is relevant and useful for workers. 

With increasing responsibility for training being expected of enterprises, and higher value being 

placed upon on-job workplace learning vis-a-vis off-job institutional learning, enterprises are 

experiencing and will increasingly experience the press for more training. As the political move 

for more TVET in schools grows, there will also be pressure for more workplace rnentoring and 

coaching a result of continuing demands for work placements from schools (Smith! Harris 2000). 

Furthermore, greater knowledge and awareness of training is required in enterprises in order to 

make wise decisions concerning training. The critical issues is to what extent workplace trainers 
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(especia ll y in micro and small enterprises) are ready, wil ling and ab le to meet this enhanced 

commitment and to fu lfill thi s increasingly importan t ro le. 

The key assumption here is that quality of training in the workplace depends to a considerab le 

extent on workplace trainers, broadly defined as not only those actually designated as trainers or 

human resource developers but also regular workers/employees who in some way help others 

learn in their sett ing (Gillis et. al. 1998 ; Harris et. al. 2000). 

2.7. Legislation of Apprenticeship Training as a Part of TVET System 

The importance accorded to TVET in a given society is refl ected in the existing legislation 

establishing it. It can be observed that legislation dealing with technical and vocational education 

in most countries came in to effect much later after the promulgation of the Education Acts. 

Technical and vocational education may have been mentioned as was the case with the Ashby 

Commission of Nigeria in 1960 and in the Kenya Education Act in 1968, but effective policy 

implementation was to come much later on (UNESCO - BREDA, 1995). 

In connection to this the experiences of most of African countries reveal that much concern was 

not given to facilitate the legal ground. Vocational training, however, was well recognized as 

proven by the establishment of vocational Training Acts in Ghana {I 970), Kenya (l971) , Uganda 

(l979) , Swaziland (1982), and Zimbabwe (l978). There was a clear demarcation between 

vocational education and vocational training then. The latter was the focus of the Vocational 

Training Acts. After it become obvious that the educational systems adapted from the colonial 

regimes were mainly academic leading to mass production of unemployable school - leavers, 

various changes were introduced as each country reviewed and reformed its educational system. 

Most of these changes came in the 1980s and the 1990s. 
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In Nigeria , for example, the Nat ional policy on Education of 198 1, effected in 1982, laid 

emphasis on technical and vocational education in the restructured (6-3-3-4) school system. In 

Kenya, a series of educational review commissions culminated in to the establishment of the 8-4-

4-school system in 1985. The curriculum was expanded beyond the confines of the formal school 

curricu lum. A new ministry responsible for post school vocational education and training was 

established in 1988 and a new vision for TVET articu lated in a sectional paper on Manpower 

Development (Okaka, 2001: 25-29). Ghana's constitution of 1992, through articles 25 and 38, 

reviewed its education system and revitalized technical and vocational education. The 

polytechnic Law further complemented this in 1992, which establi shed polytechnics as tertiary 

institutions. In Uganda, an Education Review commission submitted the government a white 

paper on technical and vocational education in 1992. The paper called for the restricting of 

education to include technical and vocational education from primary to tertiary levels. It called 

for the integration of TVET and business education as well as equipping technical training 

institutions with modem tools and equipment (UNESCO, 1998:25). 

Several countries III sub- Saharan Africa have introduced legislation stipUlating the need to 

develop programmes focused on the practical aspects of training by orgamzlIlg III - firm 

internships. In Cameroon, for example, the official programmes governing TVET institutions 

provide for practical internships in enterprises during the holidays at the end of the school year. 

The objectives of pupil's internships must be clearly defined and communicated to companies 

training officers. The company-training officer should also receive instructions from the TVET 

institutions about methods of monitoring and evaluating the internship of the pupil concerned. 

Ghana, Kenya, cote d 'Ivoire, Senegal and Uganda have also taken measures to facilitate in -
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firm internships for TVET pupils (Atchoarena and Andre 2002: 61). Thus, it can be inferred from 

thi s practice that the aim of internship and dua l systems is related to each other, of whose primary 

objective is to fami li arize trainees with the real world of work, which in many countries tied with 

the legal frameworks. In Ethiopia it was only on 1st March 2004 that TVET law was 

promulgated for the first time. This law devotes one of its parts fully for the apprenticeship 

training. In this part of the document duties and responsibilities of organizations, trainees and 

TVET institutions during apprenticeship train ing were given full coverage. Besides, the main 

elements in the contract of apprenticeship training that shall be concluded among the TVET 

institution, an organization and an apprentice were listed in the law( Federal Negarit Gazeta, 

March 1,2004, No. 39112004). 

2.8. Financing Apprenticeship Training as a Component of TVET System 

Financial administration deals with the budget process and effective utilization of funds. 

Financial plan and control procedures involve flow of funds from clients to the business and 

marketing system (Massie, 1987: 187). The financial aspect of vocational training forced 

governments to search for cost reduction mechanism. This is because vocational training is 

expensive and the government alone cannot afford the expense. The cost of one TVET institute is 

equivalent to two or three schools offering general education (Atchoarena, 1996: 3 and 

UNESCO, 1996: 20-37). 

As a strategy of cost cutting III vocational training, vanous methods are devised. The cost 

reduction methods incorporate student fees , sponsorship of trainees, sales of extension education 

service, sales of student's products, introduction of a training levy on employers (up to three 

percent payroll tax) and apprenticeship training. Apprenticeship training is a cheap way of 
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training of youngsters from the side of government as the cost of this training is shared between 

employers and apprentices (Atchoarena, 1996: 3-5 and Atchoarena, 1994: 164). 

Thomas, Moxham and Jones in Metcalf (1985: 76) indicated that is should be seen from the 

dimensions of initiating. The training function; servicing and co- coordinating the training 

function fixed training capital; working training capital ; providing instruction; giving instruction; 

and wages of trainees, net of trained out put value . 

Moreover, (Ryan 1980) suggested three cost categories value of net output, compensation of 

worker and best alternative income of trainee in a given period. He indicates that both the 

employer and trainee may bear the costs of job training. Accordingly the individual bear costs in 

the form of foregone earnings and the cost to the firm is trainee pay less net trainee output. 

Ryan (1980) states that the most accessible cost are the resources committed by employers to 

courses of formal training conducted in company schools, which can be estimated in a relatively 

straight forward manner from accounting records and purchase prices "Earnings foregone can be 

got from direct estimates personal interviews and data on the relevant labour market. 

Metcalf (1985: 78) stated that estimating the cost to the firm for on the job training is difficult. 

The problems he mentioned include: (I) the price the output of the trainee is sold for (ii) how to 

measure trainee's output; (iii) how to measure trainee's usage of other resources such as 

equipment and instruction, and of the value to the firm of alternative uses of such incremental 

resources. Thus, we require information on the variation within the experiences of productivity, 

supervisory requirements, machine wear and tear etc. 

40 



The major source o f funds in most of the developed countries for full -time apprenti ceship 

education is the payroll tax levied on most finns. This is formal financial involvement of 

employer with education and training (Lauglo and Lilli s, 1988:58). In Germany employers bear a 

large proportion of the costs of training recouping much of this by utili zing the relatively cheap 

labor of apprentices (Lauglo and Lillis, 1988:66). 

There is no ev idence that any particular mode of financing (by state, employer or trainee) or 

administration industry through presumably the great reliance on public funding the great the risk 

that changes in government budget priorities wi ll adversely affect business i industry 

involvement in the future (Lauglo and Lillis, 1988 :67). 

As a fonn of training, apprenticeship can be analyzed within the framework of the human capital 

theory, the training entail s a cost, which includes the time spent by the master and other 

employees supervising the apprentice. At the beginning of the training period the apprentice's 

productivity is the marginal product of an unskilled worker. During the training period the 

apprentice's productivity rises gradually. Thus, workers shou ld pay for their training if they 

receive transferable ski lls. Similarly, employers shou ld pay the cost if the ski lls delivered are 

specific. The more specific the trai ning is the greater the probability that the apprentice wi ll 

continue working for the firm after training is completed (Atchoarena and Andre 2002: 272). 

The introduction of fees for TVET beyond the first cycle of general secondary educations (Grade 

10) was stipulation in the education and training policy of Ethiopia and related strategies such as 

education and training and capacity building strategies. Although training fees are not uncommon 

n the Ethiopia TVET system, its must be conceptualized within the financial structure for other 

career path beyond grade 10. At the moment other training or higher learning schemes including 
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the agricultural TVET programs and training in the hea lth sector are not only free of charge, but 

even granted further benefits to their students such as meals, accommodation allowances. 

Therefore, while students in other educational streams do not this situation gives warning to take 

care when use r fees in the TVET system are introduced to confirm its compatibility with similar 

instruments in other educational streams implemented side by side (MOE,2003:7-8). 

Given the prevailing living standard in Ethiopia it must be secured that tuition fees must not 

exclude the poor from formal TVET system. As a possible measures to mitigate the social 

consequences of an introduction of training fees the following are provided in MOE, (2003:8): 

• Introduction of a loan scheme 
• Introduction of a graduate tax scheme 
• Scholarships from employers and other institution 
• Participation of trainees in production activities of the institutes 
• Exemptions of poor trainees from fees. 

From these possible measures the introduction of both loan and graduation tax schemes, which 

would be similar to what is currently being applied for higher educations, seem an appropriate for 

TVET at this juncture. Because it is cumbersome to trace and invoice trainings after graduation 

as the target labour market of almost all of the TVET programs it self- employment and the 

informal sector. Moreover, the bureaucratic efforts required in the process would be an un 

proportional from the perspective of cost-benefits analysis. 

From another angle it is possible to think of some scope for productive work of trainees in the 

training centers in order to earn the fees, including services work for the institution, production 

work in the workshops and the like because this option had both productive and income 

generating components should be encouraged. But it may be feasible to cope with individual 

cases of hardship rather than solving the problems at stake due to the limitedness of the capacities 

in the training institution. 
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To expect needy students on the basis of means testing it is the most rivaled option to prevent the 

exclusion of the poor from TVET. The practice of such an exemption may require the poor to 

provide statements of verification from administration organs like a model that had already been 

implemented in Addis Ababa during the time tuition fees were charged in public TVET. The 

poss ible misuse of di scretional power of the administration organ is hoped to be obverted by the 

involvement of institution in the approval of the exemptions. It can be assumed that once fees are 

introduced the better off segments of the TVET candidates will tend to move to private school 

leavi ng the public training institutions to the poor trainees thus a scheme of tuition fees combined 

with an exemptions scheme is likely to have positive equity implications (MOE, 2003 :8) 

Employees are expected to contribute to the training system for they are direct beneficiaries of 

the TVET system. As a means of contribution training levy are introduced on a national scale 

and across industries based on the payroll of the employers. Often levy schemes have been 

introduced side by side with the establishment of training funds which are managed by tripartite 

or stakeholder-driven boards granting the responsibility for the spending decisions to stake 

holders in the TVET system, in particular to the employers who are contributing in to the funds 

through levy payment (MOE, 2003:11-12). 

Incentives and mechanism to encourage training institutions to embark on Income Generation 

Activities (IGAs) include training and reorientation of training institutions management towards 

market oriented management approaches as well as an appropriate degree of financial autonomy 

of the institutions in particular the right to retain part of income within the intuitions affairs in 

some countries yields encouraging results (MOE, 2003: 17-18) 
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2.9. Major Constraints in Conducting Apprenticeship Training as an 

Integral Part of the TVET System 

Among the common constraints on implementation of apprenticeship are: lack of clarity of 

curriculum, problems in assessment, shortage of teachers, lack of status or attractiveness to 

students and their families, high costs, and demanding management requirements for establishing 

such subjects and meeting their logistics needs for materials, maintenance and repair of 

equipment (Lauglo and Lillis, 1988:2 1). Practical subjects often suffer from low status, 

recruiting students who take such subjects as a second choice to academic and more prestigious 

courses or options for which they have failed to qualifY. Morale can be low, among students and 

teachers alike ( Lauglo and Lillis, 1988:22). 

The constraints discussed above are such that prevail even when finance is available and the 

commitment to implement is strong. Vocationalization on a large scale and at a fast pace is 

unlikely to succeed. Successful implementation requires concentration of resources in depth. 

Such concentration is possible when specialized vocational training institutions are established. 

But it is usually beyond the capacity of an education system, notably so in developing countries, 

when the attempt is to vocationalize the curriculum through out an entire stage of secondary 

schooling like the recent case in Ethiopia. The daunting problems of "System-wide" 

vocationalization are compounded when the policy is to implement rapidly. Yet, when policy 

seeks to address the important concern of school- leaver unemployment, there are political 

pressures for rapid and large-scale implementation (Lauglo and Lillis, 1988:24). 

Employers in England, France and Germany make similar criticisms of the schools. These 

include lack of connection of school curricula with the world of work, the schools preoccupation 
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with academic study and credentials inadequacy of basic skill training and the consequent 

unprepared ness of schoolleavers for work ( Lauglo and Lillis, 1988:66). 

Stating the core problems in the TVET systems of Asian countries Wallenbom, (1996: 102), have 

identified the following five main problems that took concrete shape. 

• Financing problems 
• Management and implementation problems of education measures 
• Labour market and employment problems 
• Lack of co-operalion among possible Iraining providers and 
• The absence of an adequate infrastructure 

The institution of TVET within the formal field of education more often than not must be 

supported entirely by the state because the private sector is not willing to make funds available. 

Consequently the state is mostly left with the sole responsibility for TVET. It is obvious that 

sophisticated educational offers in fields of technical occupations tie up a lot of public funds 

(BolinaI994). On account of their objectives of educational and social policy developing 

countries endeavor to create wherever possible nation wide education systems since funds are 

scarce however this is done at the expense of TVET centers with a sufficiently high quality level. 

This problem is also felt in the private sector for a variety of reasons companies lack the financial 

funds for vocational training. In small firms this can often be attributed to the dearth of capital of 

the individual companies, which resects their financial leeway. Medium sized and large 

companies, which tend to have the necessary financial means, have often not yet grasped the 

eminent importance which vocational training has for productivity boosting and quality 

enhancing measures. 
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not using it effectively. There is a need therefore to introduce alternative management strategies, 

so that the levy fund can be used for various training programs including industrial attachment, 

apprenticeships, bursaries, and loans for business startups and payment of salaries and allowances 

for teachers and students involved (Kerre: 1996). 

2.10.2. Incentives for Co-operation 

To encourage more participation by enterprises, more innovative alternatives besides paying of 

rebates should be explored. Some of this may include: 

• Honoring those companies that are active by awarding scholarships or research 

grants in their names, 

• Naming buildings or laboratories after them, 

• Recognizing their contributions on graduation days, 

• Allowing them to advertise by exhibiting their products or services in institutions 

Participating institutions should allow teachers paid leave to be attached to enterprises to gain 

more experiences in their specialized areas. Trainees should be given decent allowances to enable 

them meet their transportation and subsistence costs while on attachment (Kerre: 1996). 

2.10.3. Proper Management oflndustrial Attachment 

The practice in TVET system should be devoted to institute a well-planned national system for 

industrial attachment. This should include specified responsibilities by : 

• Co-operating enterprise and their personnel, 

• Co-operating institutions and lecturers, 

• Trainees on attachment. 
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The same also applies to a possible participation of companies in co-operative forms of training. 

In Vietnam for example, only 30% of the costs are borne by the public sector with the balance 

being defrayed by private industry which as is known also has to shoulder the bulk of the 

expenses of the German Dual systems. Yet obviously only very few Vietnamese firms are in a 

position or willing to assume the costs for such qualification schemes (Wallenbom 1996: 102). 

Lack of cooperation among providers of education is among the core problems of the provision 

ofTVET. Moreover, there is a series of largely typical causes for low development in the area. In 

the first place bureaucratic procedures and jurisdictional disputes between public and private 

authorities were mentioned by the completely insufficient legislative stimuli to promote co­

operation forms of training by the corresponding government. Conditions such as these gave rise 

to the demand voiced by the African group of participants that the image and the status of TVET 

in developing countries must be raised also and particularly for TVET carried out in co-operation. 

The causes of lacking co-operation between private firms and state operated schools continue 

from the policy level right to the implementation level: there are no effectively working 

institutions which could promote monitor and guide this cooperation (Wallenbom 1996: 103). 

2.10. Future Strategies to Promote Apprenticeship Training 

A causal observer may be over whelmed by the above constraints impinging upon the 

cooperation between TVET institutions and enterprises to promote apprenticeship training. 

However, prospects do exist where these constraints can be eliminated or at least be minimized. 

2.10.1. Industrial Training Levy Fund 

The industrial training levy fund has been effective in mobilizing funds from enterprises for the 

purpose of training. The levy fund account has a huge surplus indicating that the enterprises are 
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The attachment exercise should be assessed and its results used in the final grading of concerned 

trainees (Kerre: 1996). 

2.10.4. The Need for Industrial Training Authority 

In order to manage more effectively and expand industrial training levy and to co-ordinate 

industrial training there is a need for an industrial training authority with the autonomy to carry 

out its responsibilities (Kerre: 1996). 

2.10.5. The Need to Enforce the Industrial Training Act 

In many developing countries potential enterprises do not comply to their industrial training act. 

There are no specific grounds for enforcement or prosecution of those who refuse to co-operate. 

However, the approach should be to exhaust all available mechanisms before enforcing the Act in 

order to create a positive image and relationship between TVET institutions and enterprises 

(Kerre: 1996). 

2.10.6 Introducing a socially acceptable system of training fees in public training 

institutions 

This strategy encourages the introduction of tuition fees in public training institutions for formal 

training programmes. However fees in TVET will only be introduced side by side with an 

introduction of cost recovery schemes in other educational streams. An isolated introduction of 

cost recovery in TVET only would probably jeopardize the efforts to improve TVET. The 

suggested schemes by the MOE, (2003:9i) encourages an average cost sharing rate through fees 

of around 30% by the year 2000 while the fee level will increase with increased level of training. 

Fees are based on current estimates of average annual recurrent training cost of birr 2,250 per 

trainees. This figure was assumed to be revised every year by considering the capacities of the 
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students and the real cost development. Thus, actual amounts and conditional of fees must be set 

by regional TVET Authorities and by individual schools in order to adjust the cost recovery 

policy to the particular environment and requirements of the regions. 

An exemption scheme will also be developed in order not to exclude poor trainees from 

participating in TVET. However, the training institution at the expense of income to be obtained 

from training fees should not cover the . cost of the exemption scheme. It is therefore suggested 

that training institutions in conjunctions with their management boards and the regional TVET 

institution develop scholarship schemes for exempted trainees funds for scholarship may come 

from local employers of any other individual or institutional donors including NGOs, Woreda, 

Zonal and Regional Administrations and special funds for socially marginalize groups of the 

populations. A major responsibility to lobby for sponsorships and to organize their allocation will 

rest on the training institution It can be assumed that local business and donor will be particularly 

dedicated to support students in training institutions in their neighborhood. For this reasons the 

acquisition and organization of sponsorship is best done through decentralization (MOE, 

2003:10). 

Due to the economic environment of the institution some institution will experience a higher rate 

of exempted trainees than other Thus to contract these imbalances between image TVET 

institutions the regional TVET authorities are expected to develop regional scholarship fund and 

the like (MOE, 2003:10). 

• 
2.10.7 A Comprehensive and Gradual Approach to Cost -Sharing with Employers 

The multi -layer and long - tenn approach to cost -sharing with employers in Ethiopia include 

participation in planning and implementation of the TVET system, stimulation of voluntary 
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contribution (both in cash and kind) real involvement in the delivery of training and finally, at the 

later stage, a more systematic financial participation through some kind of training levy (tax) 

system. This employers training cost sharing scheme may be put in to effect in three phases. At 

the first phase employers will be involved in policy and decision- making and all relevant aspect 

of regulation and implementation of the TVET system such as standard setting, testing labour 

market analysis etc. The federal TVET office takes over the responsibility of setting the 

legislative framework for full participation of employers involvement, while regions and training 

institution are concerned with implementing stakeholder participation (MOE, 2003 :15-16). 

During the second phase employers are enlarged to get involved in training delivery through 

apprenticeship training and other ways of cooperative training .The regional TVET authorities in 

conjunction with the federal TVET office are responsible for further deepening apprenticeship 

training and develop hotheads to increase employers shares of training delivery. Another form is 

investment in training through establishing their own training centers and sponsoring the TVET 

system through donation in cash and kind. The third and fmal phase is the introduction of a levy 

system that compels all employers to contribute. The implementation of this system requires 

thorough discussions as to the merits and demerits of the system through participation of all 

stakeholders (MOE, 2003:16). 

2.10.8 Increasing Income Generating Activities (lGA) of Training Institutions 

There will be no restriction requiring the kind of IGAs, as long that comply with the law and do 

not negatively affects the quality of the training. Thus, it must be ensured by the responsible body 

that IGAs do not impede the training activity. 
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Public tra ining institution are expected to increase the share of generated income of the total 

recurrent cost to up to 30% .In order to stimulate training institution to pursue an active IGAs 

approach, the expected share of generated income of the overall recurrent spending will be 

deducted from the public subsidy to the institution. In compliance to this appropriate regulation 

and procedures will be developed by the regional governments (MOE, 2003:20). 

Production centers in the TVET institutions would be suited to partly solve budgetary difficulties 

of the institutions: the sales proceeds of the products manufactured could serve to mitigate the 

financial bottlenecks of the partner institution. This possibility was even mentioned before the 

alternative of taking up loans for an improvement of TVET. An argument that can be advanced 

against production schools is that the market often has an overbearing influence on the range of 

TVET: if only a few easily marketable products are produced no broad- based vocational 

qualifications can be acquired (Wallenborn, 1996:104). 

2.10.9 Improving Efficiency ofTVET 

It is clear that generating additional income cannot exhaust a sound financial base of TVET. 

Thus, it should also focused on possibilities of cost saving in relation to the outcome of the 

training. To this end, institution should gradually move towards more management autonomy and 

a market oriented approach. Thus, managers of TVET institutes will have a greater responsibility 

in order to get the right trainees and to sell tailor made courses to industry and other potential 

clients. In order to incarnate a market approach to training intervention will concerned on: 

• Incentives to increase capacity utilization of the TVET institution partially through 

participation in an output-oriented system of financing. The providing of perrnanence­

based allocation to the TVET institutions regarding the costs incurred for training. 
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• Reform of the financial management in order to avoid costly and contra-productive 

bureaucratic procedures, in particular regarding procurement. TVET institutions will be 

granted more autonomy in financial management in accordance with their managerial 

capabilities. The spending decision and procedures given to the management of the 

training institution on the subsidies in the form of block grants must adhere to public rules 

and principles thus an increased financial autonomy will be accompanied by a new 

auditing system together with relevant regulation at regional level. 

• Modern controlling and monitoring system through the establishment of managing boards 

of training institution. 

• Creating financial management structures in public TVET institution (MOE, 2003:25-

26). 

In sum, a gradual approach to management autonomy that accompanied by the formation of 

appropriate structure for financial management will be essential. 

2.10.10. Strengthening the Private Training Sector 

The instrument to strengthen the private training sector include a conducive licensing and 

accreditation policy, conducive legislation concerning the operation of private providers, various 

instrument to ease access to the market (Access to land and create, tax holidays), recognition of 

certificates, and public subsidies to private training providers, an instrument which has been in 

one way or the other introduced in many other countries. Therefore an appropriate policy will be 

further elaborated and implemented having the following elements, 

• Improvement of the accreditation system 

• Implementation of the policy to grant private training providers land 
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• Improvement of access of private training providers to public TVET services such as 

further training of trainers and other employees 

• Better cooperation between the public and private TVET sector in planning of TVET in 

order to prevent a crowding out of the private training market by the public TVET 

system. 

• Support and facilitation of access to credit 

• Tax and custom incentives (MOE, 2003:27-28) 

Tax incentives and other financial relief to be granted to companies engaged in training: thus the 

expenses spent by firms on training should either be made tax-deductible or -as in the case of 

Malaysia where the state has recognized the important function of TVET for the development of 

the country-the public sector should shoulder 80% of the costs which companies defray to qualify 

people. For particularly disadvantaged target group's scholarships, loans and grants are also 

deemed to be a viable option (Wallenborn, 1996:104). 

2.11 The practices of Apprenticeship Training in Some Selected Countries 

Apprenticeship models vary greatly from one 'country to another. The extent of government 

intervention in regulating the system and in financing apprenticeship is among the key variables 

that differentiate national models. The purpose of this section is, thus, to review recent initiatives 

taken to expand and modernize apprenticeship schemes delivered by the TVET system. 

2.11.1 South Mrica 

In the 1960s and early 1970s the South African economy experienced unprecedented growth. In 

this context there was a growing demand for skilled labour. Employers enjoyed, tax benefits 

when they internal and completed apprenticeship contracts. In the history of South African the 

53 



Manpower Training Act of 1981 allowed all its citizens to embark upon apprenticeships and the 

system was governed by a single Act for the first time. It also introduced a number of other 

innovations, many of which were inspired by changes taking place within the British training 

system. The following were included in the innovations. 

• The introduction of a National Training Board (NTB) to advise the Minister of 

Manpower on training issues (replacing the earlier Apprenticeship Board set up under 

the 1944 Act). 

• The introduction of the competency - based modular training system for the 

apprenticeship system 

• The introduction of a decentralized system of volunteer industry training boards (with 

optional trade union participation) with the power to manage existing trade training, to 

nominate new trades for designation and pay grants to employers from their own 

training levies (Atchoarena and Andre, 2002: 281). 

• In an effort to revitalize apprenticeship mode of TVET, seen as an important asset in 

the South Africa training culture, the government has designed a new scheme called 

learner ships. These are a more flexible and a new form of apprenticeship. They have 

in common with apprenticeship the requirement that a workplace experiential 

component be added to learning and that a practical assessment of competence be 

undertaken. The newly designed scheme needs to meet the following criteria, 

according to (Atchoarena and Andre, 2002: 281): 

• Structured learning combining them and work place experience, 

• Demand - led training; 

• Flexible and less costly; 
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• Integrates theory and practice; 

• Leads to a recognized qualification under the National Qualification Framework 

(NQF). 

These learner ships are not restricted to blue-collar trades but they can be offered in any ofNQF 

learning areas and at any of the NQF levels (in general, further or highly education). That is they 

can respond flexibly to the changing needs of the labor market. Under the skills development 

Act, Sector Education and Training Authorities (SETAs) is required to submit learn ships to both 

South Africa Qualification Authority and to the department of labor for registration .The skill 

development Act further require a tripartite agreement between the leamer, a training provider 

(accredited by the SAQA) and an employer. This was designed to overcome the growing divide 

between the workplace and the training providers (Atchoarena and Andre, 2002: 283). 

When seen from a provider's perspective, the learner ship system offers a new source of funds 

with the objective of providing incentives to employees to take on more learners, employers are 

offered grants that take due account of the costs of training. This is eventually hoped to provide 

an exposed market for providers. The funding regulations which set up the formwork for grant 

allocation to employers for learners from SETAs was also launched in June 2001 (Atchoarena 

and Andre 2002: 283-284). 

2.11.2 Zimbabwe 

The Traditional Apprenticeship Program (TAP) was launched within the Informal Sector 

Training and Resource Network (ISTARN). ISTARN is a joint venture between the Zimbabwean 

and German government and receives financial and technical support through GTZ. Within these 
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frameworks, TAP programs are being run manly in the technical collage utilizing the excess 

capacity during the holiday and it is also offered by rotational training centers (Atchoarena and 

Andre 2002:284). 

A TAP is a development intervention aimed at providing vocational skills training which is cost­

effective, relevant and accessible to relatively large number of people. The TAP attempts not to 

alter the character of the traditional apprenticeship or to interfere excessively, but to enhance it. 

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

the ability of trainees to create their own jobs. The main features of the program are: 

• The training is aimed at the informal-sector employment and self-employment; 

• It requires minimal educational entry level (The ability to read, write and perform basic 

calculations) 

• It does not involve long -time formal training. On average the traditional apprenticeship 

duration does not exceed 12 months in total including about 6 weeks of institutional based 

(theoretical/practical) training. 

• It is very flexible in its operation and graduates who have 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 advises to give appropriate advice and 

monitor performance. TAP seems to have had a satisfactory success rate in as far as all 

payment is concerned for its graduates. Furthermore, the impact of TAP and other 

IST ARN components is considered significant in as far as employments creation is 

concerned (Anchorman and Andre, 2002:284-285). 
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2.11.3 Botswana 

The Ministry of Labour and Home Affairs is responsible for the delivery of apprenticeship. For a 

long time, at the level of craft training, an apprenticeship program based on the grammar model 

was the main form of training. A requirement for following the training programme is a contract 

with a sponsoring employer. The industrial base in Botswana is still very small and has not been 

able to support such a training model to any significant lever. The apprenticeship scheme only 

absorbs 1.5 Percent of the school- leavers. Furthermore the views of the employers were that the 

programs were not meeting the needs of industry. A recent evaluation of the apprenticeship 

training program commissioned by the Ministry of Labour and Home Affairs, recommended that 

the scheme be modernized and made more flexible to accommodate or fixing training for workers 

. as technology and skills requirements change (Atchoarena and Andre, 2002: 273-274). 

The revised national policy on education directed that new programmes be introduced to cater for 

the growing number of school leaves to prepare for both formal employment and informal sector 

activities. The policy states that government should cater for the initial broad-based training, 

while the employers should provide the specialization skill training. As a result, the national 

apprenticeship scheme is central in providing skilled artisans. In the past apprentices training was 

conducted within limited and rigidly standardized trade course, commerce and industry voice 

according to the standards. This resulted in the establishment of programmes that give candidates 

full-time, pre-service education with more practical experience at the colleges, but also with a 

much under scope in the chosen vocational area. Hence, while the larger portion of apprentices' 

trainingiakes"place in"industry, the institution-based component is provided by technical college 

under the Ministry of Education and company based is under the Vocational Training Center 
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(VTC) .In this framework, technical collage have been offering two-year full-time courses to 

cover the first two years apprenticeship scheme (Atchoarena and Andre, 2002:274). 

For both the former and present apprenticeship schemes, and the Botswana Technical Education 

Program (BTEP), employers have always been involved with the course programs although this 

partnership produced unequal results. The content of the programs are drawn up in close co­

operation with commerce and industry, which are represented in Program Advisers Committees 

(PAC). In line with the national policy on vocational education and training (NAPVET, 1997), 

the new apprenticeship is also considering courses that give the candidates more flexibility in 

their learning (Atchoarena and Andre, 2002: 274). 

Lesso1ls Leamed 

• In all the reviewed countries employers' participation in training delivery is an increasing 

concern and forms part ofTVET policy intervention. 

• Some countries are well advanced, in terms of policy development, in modernized 

apprenticeship schemes to integrate them in to a national qualification framework and move 

from the traditional time-served model to an emerging competency-based model. 

• The linkages between apprenticeship intervention and self-employment seem to be 

promising, although comprehensive evaluations were not available. 
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2.11.4 Basic Elements of the German Dual System Of Vocational Training 

The dual system does any fonnal admission prerequisites by law. All school leavers, regardless 

of what school-leaving certificates they have, can learn any recognized occupation requiring 

fonnal training. In actual fact, however, opportunities for admission and the actual number of 

people who enter certain occupations depend on pre-qualification. In the dual system, a 

combination of learning and working provide the base for teaching vocational skills. The system 

seeks to teach theory and practice, and to impart structured knowledge and action competence, in 

their proper context. Different learning sites are involved, the company and the vocational school, 

interact in keeping with their different emphases, but their tasks are not rigidly divided. School is 

not reserved solely for teaching theory, and in-company training involves more than simply 

practice. (Federal Ministry of Education, Science and Culture: 1996). 

Under the dual system, vocational school and companies have a joint educational responsibility. 

Trainees spend one to two days in vocational school and three or four days in their company. 

Vocational schools also establish specialized classes oriented to the various relevant occupation -

and they do so on a super-regional based for less-proper occupation-and state co-ordinates its 

framework regulation for training in companies and training in vocational school, in fmal 

examinations, trainees must show that they have acquired the necessary practical skills and 

theoretical knowledge from companies and that they have mastered the course material, as taught 

in vocational school ,that is central to the vocational training in question. 

Vocational training in the dual system is based on occupational concept which says, occupations 

requiring fonnal training should be oriented to the group of qualification that are typical for the 

relevant work"j)rocessesA>peciali·zation is pennitted, as a compliment to the basic qualificatiun'-­

requires for each occupation in question, but it must be taught within an occupation context. 
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Vocational training should prepare people for specific occupation, to be pursued immediately 

after the completion of training, but it should also prepare people for further learning. Vocational 

training must build bridges to further training for this reason, two of its important components 

include promoting willingness to learn and fostering personality development to work in the 

knowledgeable society, people must be able to plan, carry out and check their work 

independently. Vocational training within the dual system should be oriented to this aim. 

Additional qualifications, in addition to regular training, can suppose this aim and lead to further 

training. The system central aim is to promote employability in a changing workplace-a 

workplace that is shaped both by technical development and by the people who work in it. 

For this reason, state-accredited occupations required formal training, and federal regulation on 

examination for further training, is designed in co-operation with the social partner (employers' 

and employees' representatives). This applies to overarching structural issues as well as to 

individual legal provisions. This approach thus fully reflects the workplace's requirement and the 

need to foster learning and personal development (Federal Ministry of Education, Science and 

Culture, 1996). 

The most important types of initial vocational training in Germany is, by far, special system of 

co-operation between companies and vocational schools (the so called "dual" system), based on 

the Vocational Training Act (Berufsbildungsgeset) of 1969. Among the basic elements of the 

dual system: 

It is termed "dual" because all students receive training at two sites, namely in the firm 

and in part -time vocational colleges. Most of the training (usually three/ four days a 
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week) takes place in-house. 

complete. 

The training program generally takes three years to 

The legal foundation for training is different for each place of learning (the federal 

government is responsible for the regulation of company training and the different Lander 

for school-based training). The in-house part of the training is based on uniform 

regulations issued by the federal government in accordance with the Vocational Training 

Act. 

The system is also called "dual" because governmental organizations and the economic 

system co-operate in providing education. The dual system is not limited to traditional 

apprenticeship in the crafts trades but covers 380 "federally recognized occupations" in 

trade and administration, industry, services, agriculture, health etc. The following 

statistics provide a better picture: 

In the past ten years, more than 70 per cent of individuals in each age group were trainees 

in one of the recognized training jobs. Therefore, examinations in vocational training are 

the most common examinations in Germany. 

In 1988 nearly 1.5 million students were tested in different examinations based on the 

Vocational Training Acts. 

The passing rate in the final examinations varies between 85-95 per cent ( OECD,1996: 

158). 
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2.12. The Development ofTVET in Ethiopia 

Since western schooling was introduced in most developing countries, including Ethiopia, it has 

always had a strong vocational focus. It was essentially geared towards preparing individuals for 

jobs in the emerging European or expatriate dominated sectors of these economies. Traditional 

knowledge and culture came to be de-emphasized by schools offering Western - type education 

which was considered necessary to equip students eventually to become clerks and junior 

functionaries, either in government departments or in the private sector, teachers, preachers, 

catechists and later even priests. For such jobs an academic education, which stressed reading 

and writing skills and some general knowledge was considered necessary and this was the kind of 

vocational instruction that the primary schools offered. Later, as the number of educated 

individuals outstripped the demand for these white- collar jobs in the developing countries, 

attention became focused on gearing the curriculum to prepare students to occupy such roles as 

farmers, and farmers wives, especially within rural communities. In this changing context 

practical subjects began to be taught as part of the program of vocationalzing the curriculum of 

these schools. The hope was that the training which they would provide would better equip the 

students with the kind of skills and attitudes that would encourage them to seek manual rather 

than just white - collar occupations (Lauglo and Lillis, 1988:32). 

Regarding the development of TVET in Ethiopia, compatible to what is stated above, historically 

one can discern four phases: the first development was when some schools were opened to give 

training in a semblance of vocational subjects in 1886 and later the establishment of a school in 

1930 to give vocational and technical training. The second phase is the establishment of a full­

fledged modem technical school in 1942. The third phase has waited for a long time until the 

1960s when a number of comprehensive schools were opened to cater for academic as well as 
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vocational training. The last phase is the establishment of a series of special schools, which were 

planned to be precursor institutions for a polytechnic education in Ethiopia to give TVET in a 

variety of fields (Nigat Education series, 1996:49). 

In Ethiopia the traditional attitudes towards relegation of skilled workers persisted until the 

upsurge of the revolution in 1974. During then Ethiopia was involved in the process of cultural 

changes. Ethiopia found her self in 1974 with a very poorly developed system of TVET, most of 

which was provided directly by larger organization for the in service training of their own 

personnel. Within the formal school system the superficial introduction of student to areas of 

technical skills in the comprehensive curriculum was a failure, and employers were not anxious 

to take the product of the system. At that time, only an estimated 2000 students in a total of 

81,000 emolled in the senior secondary school were following practical courses (MOE, 1984: 48-

49). 

The assessment of the past have that employers were often not satisfied with the outcome of 

training. In practical, they complain at the lack of training as well as inappropriate training 

contents. Consequently, the employers did not equally accept certificate that were given from the 

formal training system to the then trainees, as a testimony for the successful completion of the 

training. Moreover, the only way to formal TVET qualification was through the formal training 

programmes. In the absence of an independent testing system, skilled people who have acquired 

their competencies outside the TVET system, i.e. in non -formal training courses, learning on the 

job, self learning, traditional apprenticeship, etc. have no chance to obtain a formally recognized 

certificate. This also leads to a take off transparencies in the labor market, where skilled people 
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with different kinds of formal and non - formal certificate and reference are competing for 

employment (MOE, 2003:7-8). 

According to MOE, (2003:3) in the current TVET system a number of TVET program are 

offered at certificate levels. These comprise post grade 10 middle level training, post grade 8 

Junior level training as well as basic level training accessible to school drop outs after completion 

of grade four (see appendix 7). 

Basic level technical and vocational training aims at performance of basil skills that make a living 

competencies to improve the basic needs condition and for mining work in rural areas. Junior 

level technical and vocational training is performance of pre-vocational competencies in a 

selected occupational area on initial stage to carry out simple work process. 

Middle level Technical and vocational Training with performance of basic vocational or 

entrepreneurship deals with competencies in a selected occupation to carry out a variety of work 

activities such as simple equipment operation and maintenance within a supervision process, 

particularly in a program that lasts for one year. 

Another form of middle level technical and vocational training is that lasts for two years .It is 

performance of intermediate technical and vocational or entrepreneurial competencies in a 

selected occupation to carry out a variety of work activities such as production work operations 

and maintenance of relatively complex equipment system within a non-routine work process 

required considerable authority. 

The third form of middle level technical and vocational training has a training length of three 

years. It is performance-of'advanced technical and vocational or entrepreneurial competencies in ~.~ c"~··, 

a selected occupation to carry out advanced skilled work activities such as analysis, evaluation, 
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operation and maintenance of complex equipment or systems and workshop organization within a 

non-routine work process required autonomy and particular guidance of theirs (MOE, 2003 :5). 

The contents of the programs were built on each other thus the successful completion of one 

training program provides the entry requirements for the next higher qualifications level. 

However, according to MOE (2003:5) to step from basic to junior level and from junior to middle 

level the educational gaps are expected to be filled by additional bridging courses. Since the 

training programs are designed in a modular way entry and exit within different program can 

flexibly be handled. 
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CHAPTER THREE 

PRESENTATION AND INTERPRETATION OF THE DATA 

This chapter deals with the presentation and interpretation of the data gathered from the sample 

principals, vocational counselors, TVET Trainees and organizations or employers offering 

apprenticeship training. The data obtained through questionnaires, interviews and documents 

were analyzed and interpreted in view of the basic questions raised in chapter one. Out of the 14 

questionnaires distributed to principals and vocational counselors, 14 (100%), out of 282 

questionnaires distributed to TVET trainees, 228 (79.7%) and out of 72 questionnaires distributed 

to supervisors in organizations offering apprenticeship training 64 (89%) were filled and 

returned. Based on the responses obtained from the sample respondents, the analysis and 

interpretation of the data is presented immediately following each table. 

3.1. Characteristics of the Study Population 

Table I 
Description of Trainees by Sex, Training Program, Occupation of Parents and Field of Study 

Restonses 
No Items No 0/0 
I Sex 

t\lMale 117 51.3 
B) Female III 48.7 

2 Training Program 
A 10+1 78 34.2 
B 10+2 99 43.4 
C 10+3 51 22.4 

3 Occupation of your parents 
A) I Employee (Gov't I PYTINGO) 49 21.4 

B) Fanning 127 55.6 
C) Trade 31 13.8 
Others 21 9.2 
Total 228 100 

4 Field of study 
Business Education 142 62.3 
Hotel Service & Beautification 17 7.3 
Construction Technology 23 10.2 
Industrial Technology 38 16.5 
Textile and Garment -,.-.. '-."", - " . 8 3.5 
Total 228 100 
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As can be seen from Table I (48.7%) of respondents in the sample of trainees was a female. This 

figure is consistent with the data released by Oromia Education Bureau and the MOE indicating 

the participation rate of females (49.4%) in TVET in Oromia (MOE, 2003: 84). Thus it is 

possible to rightly deduce that the representation of each sex in the study was proportional to the 

rate of enrollments and the data provided by the sample trainees reflects ideas and opinion of 

both female and male. More over, from the drastic increase in the number of female enrollments 

in TVET it also sounds logical to infer that the traditional attitude towards TVET, considering it 

as the profession to be devoted only by males is changing. 

Concerning the training programs in which sample trainees were enrolled in, 78(34.2%) were 

attending 10+ I program and the rest 150 (65 .8%) were enrolled in 10+2 and 10+3 programs. 

Since apprenticeship training, according to the curriculum, is mandatory after completing TVET 

program that offered within a year, it sounds logical to infer that the majority of the sample 

trainees have undergone apprenticeship training at least for two consecutive programs and can 

provide complete and reliable data in relation to the implementation of the apprenticeship training 

program. 

Regarding the occupation of parents of trainees, 127 (55.6%) of them were engaged in farming 

activities while 49 (21.4%) and 31 (13.8%) of them earn their living from employment in 

different organizations and trade respectively. Therefore, as farming takes place in rural areas and 

the great majority, if not all, of apprenticeship offering organizations are situated in the towns the 

findings from the occupation of families of trainees indicate that majority of trainees need to 

leave their localities for towns to attend the apprenticeship training. 

--""-' €oncerning the occupational training area of the sample trainees, majority ofthem"(62.3%) were 

attending business education and very few (3.5%) were trainees of textile and garment 
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technology. The representation of the sample respondents was consistent to the proportionate rate 

ofTVET trainees in each major fie ld of study. 

Table II 
Description of Principals, Vocational Counselors and Supervisors by Qualification, Field of 

study and Service years 

SI 
Respondents 

No. 
Items Princi a ls Voc.Coun* Supervisors 

No. % No. % No. % 
I Qualification 

B. N B.Sc. And 7 100 6 85.7 9 14.1 
above 
College Diploma - - I 14.3 13 20.3 
Below Diploma - - - - 42 65.3 
Total - - - - 64 100 

2 Field of study - - - - - -
Business Education I 14.3 2 28.6 17 26.6 
Hotel service & - . - - 3 4.7 
Beautification 
Construction - - - - 8 12.5 
Technology 
Industrial I 14.3 3 42.8 20 31.2 
Technology 
Textile and Garment - - - - - -
EdPM 4 57.1 - -
Other I 14.3 2 28.6 16 25.0 
Total 7 100 7 100 64 100 

3 Service year in your 
Current position .. 
1-5 years - - 5 71.4 - -
6-10 years - - 2 28.6 - -
II- IS years 2 28.6 - - 7 10.9 
> 16 years 5 71.4 - - 57 89.1 
Total 7 100 7 100 64 100 

* Vocational Counselors 

It has been revealed, in Table II iteml, that all principals in the sample TVET institutions had 

bachelor's degree and above. Regarding the vocational counselors in the sample TVET 

institutions 6 (85.7%) were degree holders. Although a university degree was set as a minimum 
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requirement to undertake activities directly pertaining to the training offered at this level, the 

vocational counselors did not fully attain the desirable level. 

Regarding the supervisors who took the responsibility of guiding and following up the day-to-day 

activities of trainees while they are in apprenticeship training offering organizations, only 22 

(34.4%) had college diploma and above while the substantial number 42(65.6%) were below 

college diploma. Therefore, from the academic qualification of supervisors it is possible to 

deduce that the majority of them did not attain the academic qualification that allow them proper 

implementation of apprenticeship training by sharing experiences that were developed both 

through education and extended years of services. 

Qualification of trainers in the sample TVET institutions reveal that the majority (84%), 

according to (MOE : 2004), of them had a college diploma in the areas of TVET. Yet the 

education and training policy suggests that trainers at this level ought to have a minimum of flfSt 

degree. Although a university degree was set as a minimum requirement to undertake activities 

directly pertaining to the training offered at this level, the TVET trainers did not fully attain the 

desirable level. Thus, from this it can be rightly deduced that these under qualified trainers were 

not in a positions to provide the required level of quality training to their trainees. 

As indicated in item 2 of Table II 5(71.4%) of vocational counselors were graduates of Technical 

and vocational Education and Training at various levels. On the other hand 4(57.1 %) of the 

principal were trained in educational planning and management. From the interview held with 

these principals it was further discovered that two of them had TVET back ground. -Hence, the 
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finding from the data secured depicts that principals in TVET institutions had good managerial 

training and they also had a background in TVET. 

Regarding the service years of principals, vocational counselors and supervisors, Table II item 3 

shows that all of the principals served for more than 16 years in their current position. The 

majority of the supervisors in the apprenticeship offering organizations 57(89.1 %) too served for 

more than 16 years having their current title. The longer years of service of the principals implies 

maturity to shoulder responsibilities entrusted to them. The service year of supervisors in the 

organization also indicates that they acquired the required level of practical skills that would be 

obtained through an extended years of services. Therefore, from this it is possihle to infer that 

supervisors shared their rich practical experiences to trainees during the apprenticeship training. 

Table ill 
Condition of Trainees' Accommodation and Proximity of Organizations 

No Items Responses 
No % 

I Which one of the following was used for your 
accommodation during apprenticeship training? 
A) Dormitory - -
B) Your permanent residence 31 13.8 
C) Ren ted house 143 62.7 
D) Residence of relatives 54 23.5 
Total 228 100 

2 How far was the location of apprenticeship training 
offering organization from your permanent residence? 
A) 1-5 kms 6 2.6 
B)6 - IOkms 12 5.1 
C) 11 - 15 kms 14 6.1 
D) 16-20kms 6 2.6 
E) 21 - 25 kms 2 1.0 
F) >25 kms 188 82.5 
Total 228 100 
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In item one of Table III respondents were asked to indicate the condition of their accommodation 

while attending apprenticeship training. In providing answer to this question, 143(62.7%) of them 

asserted that they attended apprenticeship training using a rented house for their shelter. Thus, 

from this one can easily deduce that majority of trainees incur additional expenditure for rooms, 

food, transport and the likes during the course of apprenticeship training. 

Regarding the distance of organization where trainees did apprenticeship training from their 

residence, in reply to item 2 of the same Table, 190(83.6%) of respondents confirmed that they 

were expected to travel at least 21 kilometers to attend apprenticeship training. The respondents 

whose permanent residences situated between six and twenty kilometers away from organizations 

offering apprenticeship training accounts for 13 .8% of the total respondents. Again this further 

indicates that trainees who did apprenticeship training being with their families or relatives also 

incurred additional expenditures for transportation if not for accommodation. Thus, the fmdings 

imply that the financial requirements for the apprenticeship training are not only those directly 

associated with the training in the organizations but extra personal expenses of the trainees. 

Therefore, if this problem remained unsolved, it could cause high rates of dropouts and complete 

exclusions from the training. 
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3.2. Presentation of the Data 

Table IV 
Condition of Legal Framework for Apprenticeship Training 

Respondents Table Calc 

No Items Principal D Value ulate 
Voc. Coun. Superv. of x' d x, s F 

No % No % No % 
I Were there any laws 

backing the 
implementation of 
apprenticeship Training? - - 2 28.6 22 34.4 
AlYes 
B)No 7 100 5 71.4 42 57.8 

Total 7 100 7 100 64 100 2 5.991 3.518 
2 If Yes, which of the 

fO llowing laws were 
applied? . 
A)-TVET law 
B) Labour proclamation 2 100 22 100 
C) Apprenticeship decree - - - - - -

3 Did trainees rrVET 
institution sign 
apprenticeship contract? - - - - - -
A)Yes 
B) No 7 100 7 100 64 100 
Total 7 100 7 100 64 100 

a = 0.05 

Apprenticeship training links TVET institutions with the companies. In so doing it provides 

ample opportunities to trainees to improve the practical skills. Thus, this vital aspect of training 

needs to be backed by law. As cited in the literature of this thesis, from the experiences of 

countries like Germany it can be learned that the legal foundation for training is different for 

each place of learning (the federal government is responsible for the regulation of company 

training and different states (Lander) for school- based training). 
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In light of the above discussion, under item I of Table IV, respondents were asked to indicate the 

availability of laws backing implementation of apprenticeship training. The majority of the total 

respondents, all of the principals, 5(71.4%) of vocational counselors and 37 (57.8%) of 

supervisors in organizations offering apprenticeship training replied negatively, showing the 

non-existence of legal frameworks on which apprenticeship training was based. A chi-square test 

was calculated to check whether perceptual difference exists between the three study groups. 

Accordingly, the result revealed that for 2 degree of freedom at 0.05 level of significance the 

critical value of chi-square was found to be greater than the calculated x2 implying that there is no 

statistically significant difference in perception. Even there were misconceptions among those 

respondents who replied positively. This was manifested by their responses to item 2 for all of 

them thought that labour proclamation was a binding law for apprenticeship training undertaken 

by TVET trainees. In actual sense this law applies to the traditional type of apprenticeship 

contract to be signed between the employer and the unskilled worker on voluntary basis. Thus 

based on the responses of the majority, it is safe to infer that there were no general laws allowing 

the provision of apprenticeship training. 

Item 3 in the same table was intended to examine whether or not apprenticeship contact was 

signed among the three parties" trainee, TVET institution and organizations. Accordingly, no 

single respondent from each group indicated the existence of such contract. From the findings in 

Table IV one can easily infer that the apprenticeship training undertaken so far had no legal 

foundation from which duties and responsibilities of each participating party were to be 

developed. 
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Table V 
Criteria used to Select Organizations and Assign Trainees 

Respondents Table Calcula 
N Items Principa Trainees Voc.Coun. DF Value ted x' 
0 N % No % No % of x' 
I Were there any criteria set to select organization that could offer apprenticeship 

training? 
A) Yes 3 42.9 · · 1 14.3 
B) No 4 57.1 · · 6 85.7 

Total 7 100 · · 7 100 1 3.841 1.4 
2 If yes, what were the maior factors to be considered in the process of selection? 

A) The number of employees . . . . . . 

B) The amount of capital · · · · · · 
C) Type of ownership · · · · · · 
D) Relevance of the activities the organizations engaged 3 lOa · · I lOa 

in to occupational area of training 
E) Qualification of employees · · · · · · 

3 Who assigns trainees to each selected organization? 
A) The vocational counselor 7 lOa 144 63 .3 7 lOa 
B) The trainer/teacher · · 18 7.7 · · 
C) Through trainees personal contact · · 39 17.3 · · 
D) Principals · · 27 11.7 · · 

Total 7 100 228 100 100 100 6 12.592 7.902 
4 What criteria were used to assign trainees to respective ·organization? 

A) Field of training 2 28.6 29 12.8 2 28.6 
B) Distance 
C) Interest of trainees 2 28.6 2 28.6 
D) Chancel Draw 3 42.8 199 87.2 3 42.8 
Total 7 100 228 100 7 100 

5 How was the total number of trainees assigned to each organization determined 
A) By the organization unilaterally 5 71.4 · · 7 100 
B) By the TVET institution of the bases of criteria · · 
C) By the agreement reached between 2 28.6 · · 
TVET institution and organizations 
D) By the statement of the law · · 
Total 7 100 · · 7 100 
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As it has already been stated in the literature of this thes is a body empowered by the state, based 

on guidelines and criteria determined before hand, is expected to select organizations that shall 

participate in the provision of apprenticeship training. On the basis of this, item I of Table V was 

constructed to identify whether or not criteria were set to select apprenticeship training offering 

organizations. To this end, the majority of the respondents, 4(57.1 %) of principals, and 6(85.7%) 

of vocational counselors reveal the non- existence of criteria on which the selection of 

appropriate organizations for apprenticeship training is to be based. The chi-square test result 

revealed that, for I degree of freedom at 0.05 level of significance, the critical value of x2 was 

greater than the calculated x2 implying that there was no statistically significant difference 

between the perception of the principals and vocational counselors. This finding indicates that 

the selection procedure was undertaken in haphazard manner and had no uniformity in setting 

minimum requirements needed of organizations to be selected for provision of apprenticeship 

training. 

On item no. 2 of Table V respondents who answered positively regarding the presence of preset 

criteria for the selection of organizations were asked to enumerate the major elements in the 

criteria. Accordingly, all of the respondents asserted that the mere criterion used was the 

relevance of the activities organizations engaged in to the training area in which apprenticeship 

training was demanded. Thus, even where criteria were set, important factors such as the 

availability of human and material resources in the organization were not given due attention or 

missing. 

On item 3 of the same table respondents were asked to indicate an authority in charge of 

assigning trainees to apprenticeship training offering organization. Therefore, all of the 
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principals and vocational counselors and 144(63.3%) of trainees ascertained that the task of 

assigning trainees to each organization was done by vocational counselors. Quite a reasonable 

proportion of trainees in the sample respondents (36.7%) indicated that the assignment of 

trainees to respective organization was the responsibility of other personnel such as trainers, 

principals and even trainees themselves could choose their own organization. A chi-square test 

was calculated to detect perceptual difference among the three study groups. The result revealed 

that there was no statistically significant variation among the responses of the principals, trainees 

and vocational counselors. From the responses given to this question, a lesson can be derived 

that those in charge of assignment of trainees to apprenticeship offering organizations vary from 

institution to institution. The same holds true regarding the criteria used during the assignment 

process, as reflected by the responses given to item 4. That is since the responses given for field 

of training, chance and interest of trainees were proportional it shows disparity in criteria used. 

Item 5 was constructed to identify the mechanisms used to determine the total number of trainees 

to be sent to apprenticeship training offering organization. To this end, all of vocational 

counselors and 5(71.4%) of principals revealed that each organization has discretionary power to 

determine the total number of trainees that will be assigned to its organization. 
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Table VI 

Promotion of Apprenticeship Training 

Table Cal 
N 

Items Princip Voc. Supervisor 
Total 

D Value cula 
0 als Coun. s F of x' ted 

N % N % No % No % x' 
I Which of the following 

authorities took part in 
facilitating and selecting 
organizations for the 
apprenticeship training? 
A) The TVET institution 7 100 7 100 56 87.5 70 89.4 
B) Initiative from the 2 28.6 I 14.3 8 12.5 II 10.6 
organization themselves 
C) Local /state/ administration - - - - - - -
0) Employer's association - - - - - - -
E) Trade union - - - - - -

2 Were any promotional activities 
undertaken regarding 
apprenticeship training program? 

A) Yes I 14.3 - - 3 4.7 4 5.1 
B) No 6 85.7 7 100 61 95.3 74 94.9 

Total 7 100 7 100 64 100 78 100 2 5.991 1.61 
3 If your response to question no. 

2 is 'yes' what was the 
mechanism employed? 
A) Provision of apprenticeship - - - - - - - -
guideline to organizations 
B) Sensitization meeting with - -
stakeholders I 100 3 100 4 100 
C) Training of work place - - - - - - - -
trainers (supervisors) 
0) Through broadcast (Media) - - - - - - - -

In Table VI respondents were asked questions that help to depict the state of promotional 

activities . undertaken in relation to apprenticeship training. Thus item one was constructed to 

identify the experiences so far passed to make organization offer apprenticeship training. 

Accordingly, the great majority of respondents, all of the principals, and vocational counselors 

and 56(87.5%) of supervisors in apprenticeship offering organizations contend that TVET 

institutions took over the responsibility of inducing organizations provide apprenticeship training. 
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The data reveals that the involvement (contribution) of other responsible bodies such as regional 

state, unions and associations was not brought to the surface. 

The second item in the same table was designed to assess the commencement of the sensitization 

program to encourage cooperation of all the concerned bodies. Unfortunately, as can be seen 

from the table, all of vocational counselors, 61 (95.3 %) of the supervisors in apprenticeship 

training offering organizations and 6(85.7%) of principals ascertained that no sensitization 

activity had been undergone. The chi-square test result revealed that for 2 degree of freedom at 

0.05 level of significance the critical value of x2 was greater than the calculated x2 implying that 

there was no statistically significant difference among the perception of the principals, vocational 

counselors and supervisors in organizations offering apprenticeship training. As can also be seen 

from the reply of respondents in the table even where some such promotional activities were 

undertaken, its adequacy to meet the purpose was very remote for all of the respondents in this 

group confirmed that it had been undergone through incidental arrangement of meeting with 

stakeholders. 

In sum, the finding in the above table reveals that the responsibility to create awareness and 

organize apprenticeship training was solely levied on TVET institution whose voice is too 

remote, however near, to be heard by organization to react accordingly. Put differently the 

authorities in the different hierarchy of state, associations and trade union contribution to the 

fulfillment of apprenticeship training was no more than not at all. 
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Table VII 
Assignment of supervisors 

Were supportive workplace supervisors assigned for you? 

Responses 
Alternatives Total 

No % No % 
A) Yes 87 38.2 87 38.2 

B)No 141 61.8 141 61.8 
Total 228 100 228 100 

With increasing responsibility for training being expected of enterprises, and higher value being 

placed upon on-job workplace learning Vis-a-vis off-job institutional learning, enterprises are 

experiencing and will increasingly experience requests for more training. As a systematic move 

for more TVET grows, there will also be pressure for more workplace mentoring and coaching as 

a result of continuing demands for work placements from schools. 

The critical issue is to what extent workplace trainers (especially in micro and small enterprises) 

are ready, willing and able to meet this enhanced commitment and to fulfill this increasingly 

important role. As mentioned in the literature some trainees might be required to work in 

isolation and have no one to learn from or that experts may not be available or sufficiently skilled 

in teaching or willing to teach learners. In light of this, Table VII was devoted to investigate the 

availability of supportive work place supervisors. To this end, majority of the respondents 

141(61.8%) confirmed that supportive workplace supervisors were not assigned to guide and to 

share their experiences. Based in this finding it is especially informative to note that, in quite high 

proportion of workplaces, there were not people selected especially to help apprentices with their 

learning at work. Due to this finally trainees will be obliged to learn by themselves, to work in 

isolation and have no one to learn from. 
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Table VIII 

Capabilities and Willingness of Supportive Workplace Supervisors 

Alternatives 
Items 

Hieh Medium Low Total 
No % No % No % No % 

How do you rate the 
following qualities 
supervisors should possess? 

A) Theoretical knowledge 6 6.7 9 10.7 72 82.6 87 100 
B) Skill in practical 

activities 62 70.7 25 29.3 - - 87 100 
C) Methodology to deliver 

training - - 22 29.3 62 70.7 87 100 
D) Capability to evaluate 

the Performances of 
apprentices - - 8 10.7 78 89.3 87 100 

E) Willingness to share 
their skills to the 
apprentices 84 96.0 3 4.0 - - 87 100 

F) Willingness to listen to 
apprentices about what 
they would like to learn 73 84.0 14 16.0 - - 87 100 

In Table VIII trainees who replied positively regarding the assignment of supervisors were asked 

to rate to what extent their support was effective to enhance their skills while doing 

apprenticeship training. To this end, majority of the respondents ascertained that their 

supervisors' skills in doing practical activities and their willingness to share their experience 

according to the apprentices need were rated high. Conversely, the majority of the respondents 

rated the theoretical background, methodology in delivering training and their capability In 

evaluating apprentices' performance low. 
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From these findings it is especially informative to state that supportive workplace supervisors 

were not selected especially to help apprentices with their learning at work. It is also worth 

mentioning that those selected in a quite very few organizations did not have the necessary 

methodological knowledge to deliver training to apprentices and finally to evaluate their 

performances. Trainees pointed to a number of conditions in their work places that were absent 

from their work places. Among these missing aspects the major ones are summarized here under. 

• Opportunity to talk to their supervisors about what they would like to learn was 

lacking, as indicated by (64%) of the trainees. 

• Opportunity to practice their skills was an aspect that was not happening, as revealed 

by (78%) of the trainees. 

• 56% of the trainees were not aware of exactly what is required when being assessed 

their performance during apprenticeship training offered in the organizations. 

• 92% of the trainees indicated that they were not given an opportunity to have their 

competence formally assessed while at work. 
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Table IX 
Performance of Trainees During Apprenticeship Training 

Alternatives Table Calcul 

Total D ated x' 

Items Hi2h Medium Low F Value 

No % No % N % No % of x' 

0 
A) To di ligently perfonn 

the apprenticeship 
training 

Supervisors 56 87.5 8 12.5 - - 64 100 

Vocational Counselors 7 100 - - - - 7 100 

Total 63 88.7 8 11.3 - - 71 100 2 5.991 0.986 

8) To work according to 
the work methods of 
the organization 

Supervisors 63 9S.4 I 1.6 - - 64 100 
Vocational Counselors 7 100 - - - - 7 100 

Total 70 98.6 1 1.4 - - 71 100 2 5.991 0.014 
C) To utilize machine! 

equipment with care 
Supervisors 60 93.S 4 6.2 64 100 

Vocational Counselors 4 57.1 3 42.9 7 100 
Total 64 90.1 7 9.9 71 100 2 5.991 9.517 

D) To perfonn practical 
activities 

Supervisors 15 23.4 49 76.4 64 100 
Vocational Counselors 4 57.1 3 42.9 7 100 

Total 19 26.8 52 73.2 71 100 2 5.991 3.658 
E) To cooperate with other 

employees 
Supervisors 58 90.6 6 9.4 64 100 

Vocational Counselors 2 28.6 5 71.4 7 100 
Total 60 84.5 11 15.5 71 100 2 5.991 18.546 

F) To utilize inputs 
efficiently. 

Supervisors 12 IS.7 52 81.3 64 100 
Vocational Counselors - - 7 100 7 100 

Total 12 16.9 59 83.3 71 100 2 5.991 1.579 
G) To produce quality 
products 

Supervisors 7 10.9 57 89.1 64 100 
Vocational Counselors - - 7 100 7 100 

Total 7 9.9 64 90.1 71 100 2 5.991 0.848 
a - 0.05 
• = Significant difference 
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The items in Table IX were designed to investigate the state of trainees' readiness and ability to 

accomplish apprenticeship training effectively. Thus, among the given indicators of trainees' performance 

while doing apprenticeship training, majority of the total respondents (88.7%) and (98.6%) rated 

apprentices diligence and willingness to work according to the work methods of the organizations as high. 

On the other hand, apprentices' abilities to perform practical activities, to utilize inputs efficiently and to 

produce quality products were rated low by the majority of the total respondents. The chi-square test result 

revealed that for 2 degree of freedom at 0.05 level of significance the critical values of x, were greater 

than the calculated x' implying that there was no statistically significant difference regarding all these 

measuring elements among the perception of the supervisors and vocational counselors. 

Trainees' capacity to utilize machine I equipment carefully and cooperate with the employees in the 

organizations were rated average by the majority of the total respondents. But the chi-square test result 

revealed that for 2 degree of freedom at 0.05 level of significance the critical values of x, were less than 

the calculated x' implying that there was statistically significant difference between the perception of 

supervisors and vocational counselors regarding trainees' efficiency to utilize machines and to cooperate 

with other employees. This significant difference emanates from the level of closeness of the two study 

groups to the performances of trainees. Thus, since supervisors have more opportunity to view the 

activities of trainees while they were doing practical work it is wise to ignore this difference and to depend 

on the responses of the majority. Therefore, from these findings it is possible to deduce that trainees sent 

for apprenticeship training were psychologically ready enough to engage in practical activities in the 

world of work. But, sadly enough, the status of their acquaintance with practical skills to come up with 

quality products was below the level of compromise. This has further negative implications on the quality 

of the training trainees received from their respective TVET institutions, which is of course the cumulative 

result of quality of trainers, inputs for practical training and the condition of the learning environment. 
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Table X 
Roles of TVET Institution in Promoting Apprenticeship Training 

Alternatives 
Unde- Total 

Items High Medium Low cided 
N % N % N % N % No. % 
o. 0 o. o. 

A) To consider grades given 
for apprenticeship training 
as a component of criteria 
for certification 

Supervisors 64 100 - - - - - - 64 100 

Vocational Counselors 7 100 - - - - - - 7 100 

Principals 7 100 - - - - - - 7 100 

Total 78 100 - - - - - - 78 100 

B) To assign personnel that 
follow-up the 
apprenticeship training 

Supervisors - - - - 64 100 - - 64 82.06 
Vocational Counselors - - - - 7 100 - - 7 8.97 

Principals - - 7 100 - - 7 8.97 
Total - - 78 100 - - 78 100 

C) To prepare guidelines and 
schedules that help proper 
implementation of 
apprenticeship training 

Supervisors - - - - 62 3.1 2 3.1 64 82.06 
Vocational Counselors - - - - 7 100 - - 7 8.97 

Principals - - 1 14.3 6 85.7 - - 7 8.97 
Total - - 1 1.3 75 96.1 2 2.6 78 100 

D) To work in coordination 
with the organizations 

Supervisors - - 8 12.5 50 78.1 6 9.4 64 82.06 
Vocational Counselors - - 5 71.4 2 28.6 - - 7 8.97 

Principals - - 7 100 - - - - 7 8.97 
Total - - 20 25.6 52 66.7 6 7.7 78 100 
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The items in Table X were designed to examine the state of the endeavors made by TVET 

institutions to help effective implementation of apprenticeship training in each organization. 

Accordingly, all respondents (lOO%) affirmed that the TVET institution recognizes results of 

apprenticeship training by using it as a major component of criteria for certification that is used 

as a testimony for the successful completion of middle level TVET program. 

On the other hand, all of the respondents (I 00%) unravel that TVET institutions did not assign 

coordinators who follow up the progress of apprentices doing the apprenticeship training. Again, 

the great majority of the total respondents (98.3%) ascertained that no guidelines and schedules 

were prepared by the TVET institutions to help proper implementation of apprenticeship training 

in each organization. More over the majority (66.6%) of the total respondents asserted that the 

TVET institutions status to work in coordination with the organizations to allow desirable 

performance and accomplishments during apprenticeship training was below the required level. 

Therefore, from the above fmdings it can be safely inferred that the roles played by TVET 

institutions were not encouraging enough for the fact that they did not exert the maximum efforts 

required of them to materialize effective implementation of apprenticeship training by working in 

close touch with organizations and preparing documents that help smooth handling of 

apprenticeship training. 
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Table XI 
Off! . ------ ... -------- . -

Items High 
N % 

A) Accept trainees for apprenticeship training. 
Trainees II 4.8 

Vocational counselor 
Principals 

Total 11 4.5 
B) To assign the apprentice in the place appropriate to his field of training. 

Trainees 8 3.5 
Vocational counselors 

Principals 
Total 8 3.3 

C) To assign a capable supervisor who would enhance the skills of the apprentice. 
Trainee 14 6.1 

Vocational counselor 
Principals 

Total 14 5.8 
D) To provide apprentice with necessary inputs like it does to regular employee. 

Trainee 3 1.3 
Vocational counselor 

Principals 
Total 3 1.2 

E) To evaluate and submit performance of apprentice to the TVET institution. 
Trainee 31 13.6 

Vocational counselor 
Principals 

Total 31 12.8 
F) To acquaint the apprentice with work methods of the organization. 

Trainee 60 26.3 
Vocational counselor 5 71.4 

Principals 3 42.8 
Total 68 28.1 

a = 0.05 
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Medium 

No. % 

43 18.9 
3 42.8 
2 28.6 

48 19.8 

12 5.3 

1 14.3 
13 5.4 

94 41.3 
4 57.2 
5 71.4 

103 42.6 

5 2.2 

I 14.3 
6 2.5 

192 84.2 
7 100 
7 100 

206 85.1 

151 66.2 
2 28.6 
4 57.1 

157 64.9 

.... .. _ ....... 
Alternatives 

Low Total Ta Calc 

No. % % D ble ulate 
No F x' d x' 

4 57.2 7 100 
5 71.4 7 100 

183 75.7 242 100 4 9.49 3.273 

208 91.2 228 
7 100 7 100 
6 85.7 7 100 

221 91.3 242 100 4 9.49 1.990 

120 52.6 228 100 
3 42 .8 7 100 
2 28.6 7 100 

125 51.6 242 100 4 9.49 3.590 

220 96.5 228 100 
7 100 7 100 
6 85.7 7 100 

233 96.3 242 100 4 9.49 4.447 

5 2.2 228 100 
7 100 
7 100 

5 2.1 242 100 4 9.49 

17 7.5 228 100 
7 100 
7 100 

17 7.0 242 100 4 9.49 8.071 



As has been discussed in the literature of this thesis, in many instances the goa ls, methods, ideals 

and strategies of business enterprises are very different from those of learning institutions. The 

former is concerned with productivity and survival, the latter with learning and profess ional 

growth. Thus an enterprise (especially small businesses) is not primarily concerned with learning, 

and in particular the sort oflearning that might lead to qualifications. 

The training curriculum designed in the areas of TVET have placed great emphasis on 

workplaces and the personnel in them to provide relevant, conceptualized job-specific learning 

opportunities in a manner that will contribute to the growing pool of qualified workers in a cost 

effective manner. The critical issue is to what extent work places are committed, and able to 

meet, this challenge. Based on this, the items in Table XI were designed to investigate the extent 

to which apprenticeship training offering organizations meet the crucial factors necessary to 

realize the apprenticeship training. Accordingly quite a great majority of the total respondents, 

(96.3%), (91.3%) and (75.7%) ascertained that the state of preparedness of organizations offering 

apprenticeship training to provide trainees with the necessary inputs by assigning them in the 

place appropriate to their field of training, to accept trainees and to assign supervisors were rated 

low respectively. The chi-square test result revealed that for 4 degree of freedom at 0.05 level of 

significance the critical values of x2 were greater than the calculated x2 implying that there was no 

statistically significant difference regarding all these measuring elements among the perception of 

the trainees, principals, supervisors and vocational counselors. Therefore, the fmdings reveaJ that 

the preparedness of organizations to offer apprenticeship training at least to the level that can be 

compromised is very remote. Thus, from these findings it sounds logical to infer that the 

awareness of organizations towards the mutual benefits derived from apprenticeship training was 
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very low, and this eventually leads organizations to consider apprenticeship training as some 

thing imposed on them and for which they should look for way out than cooperating. 

Table XII 
Financing Apprenticeship Training 

Respondents 

No Items Principals Trainees 
Supervisors 

Total 
In Org. 

No % No. % No. % No. % 
I Were trainees charged fees for the 

apprenticeship training? 
A) Yes - - - - - - - -
B)No 7 100 228 100 55 85.9 290 97.0 
No response - - - - 9 14.1 9 3.0 

2 Were trainees paid for their labour 
during apprenticeship training? 
A) Yes - - 15 6.6 4 6.3 19 6.4 
B)No 7 100 213 93.4 60 93.7 280 93 .6 

3 Who covers expenditures of 
trainees during apprenticeship 

. training? 
A) TVET institution - - - - - - - -
B) Organizations - - - - - - - -
C) Trainees / Families 7 100 213 93.4 64 100 284 95.0 
D) Sponsorship agencies - - 15 6.6 - - 15 5.0 
E) Public Fund - - - - - - - -

4 Which of the following was used 
to cover recurrent costs of 
organizations during 
apprenticeship training? 
A) Public fund through TVET 
institution - - 27 11.7 - - 27 9.0 
B) Special fund - - - - - - - -
C) Incidental income of the 

, practical training 
D) Budget of the organs 7 100 201 88.3 64 100 272 91.0 

A quality work based route to educational and training achievement is not a cheap option. It is 

not an easy task to compute the direct and indirect costs required over a period ranging from one 

to three years apprenticeship- training programs in this respect. These costs need to be shared 
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among the three parties involved - employer, apprentice and taxpayer. Those who benefit from 

the scheme should also contribute in covering the costs. Thus, employers could be responsible for 

the employment costs of the scheme. The apprentice would contribute through reduced pay 

levels to the apprenticeship training. 

Governments have to accept that there is a role for the public funding of work -based training. It 

is clearly unfair for the public to fund post secondary full time education while ignoring young 

people entering the world of work. It is important that public funding be used to pay for the 

education component of the apprenticeship training schemes through direct payments to TVET 

institutions. 

An examination of Table XII illuminates about the condition of financing apprenticeship training. 

As it was clearly shown in the table, quite the great majority of the total respondents (97.0%) 

confinned that special charge was not laid on trainees by both the TVET institution and the 

organization that offered apprenticeship training. On the other hand, the great majority (93.6) of 

the total respondents affinned that trainees were not paid by organizations for their labour during 

the apprenticeship training, whatever the quality level of products they came up with. 

Concerning item 3 of Table XII quite the great majority of the respondents (95 .0%) affinned that 

personal expenses required to attend apprenticeship training were fully covered by the trainees 

and / or their families . 

~, .. .,.,. ,Item 4 of Table XII was constructed to examine by whom the recurrent· costs of organizations 

offering apprenticeship training were covered. To this end, all of the principals and supervisors in 

89 



these organizations ascertained that these costs were covered by the organization. Thus, from the 

findings it is safe to infer that no public fund was devoted to cover or subsidize proper 

implementation of apprenticeship training. In relation to this experiences of other countries as 

indicated in the literature of this thesis reveal that the intervention of government is very 

important through provision of subsidies in the form of apprenticeship wage, grants and other 

forms of incentives to organization to build up their training capacity. 

Table XIII 
R ti E I . easons or xc uSlon 0 fT' f A . T .. ramees rom ~pprentJceship rammg 

Respondents 

Trainees 
Voc. 

Principals Total 
No Items Coun. 

No. % No % No % No. % 
I Were some trainees completely 

excluded from apprenticeship 
training? 
A) Yes 204 89.5 7 100 7 100 218 90.1 
B) No 24 10.5 - - - 24 9.9 

Total 228 7 7 242 
2 If yes, which of the following 

were the main reasons? (You 
may choose more than 
one answer) 

A) In adequacy of 211 92.6 7 100 100 225 93.0 
organizations to absorb all 
trainees 

B) Inconvenience of the 223 97.8 7 100 7 100 237 98.0 
session for apprenticeship 
training 
C) Reluctance of the trainees 53 23.4 2 28.6 7 14.3 56 23.1 
D) Shortage of manpower to 20 8.6 5 71.4 I 57.1 29 12.0 
coordinate 
E) Organizations were not 104 45.7 4 57.1 4 57.1 112 46.3 
volunteer 

On the item no. I of Table XIII respondents were asked to verify whether or not some legible 

trainees were completely .excluded .. from apprenticeship training due to the factors beyond theiL _ 

control. Accordingly, quite the great majority of the total respondents (90.l %) ascertained that 
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some trainees were forced not to attend apprenticeship training completely. Item No. 2 of the 

same table was purposefully constructed to investigate the main reasons that compelled trainees 

from engaging in apprenticeship training. To this end, all (100%) of vocational counselors and 

principals and 223(97.8%) of trainees, asserted that the inconvenience of the period when 

apprenticeship training took place was the core problem for some trainees' complete exclusion 

from apprenticeship training. Inadequacy of organizations, available in the area where the TVET 

institutions were located to absorb trainees comes second on the list in relation to the major areas 

of the problems. Thus, from this it can be safely deduced that trainees were forced to attend 

apprenticeship training by traveling to other regions if they can afford or to waste the whole year 

until the vacant place for apprenticeship training will be found. 
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Table XIV 

Factors Affecting Retention and Completion of Apprenticeship Training 

Alternatives 
Items High Medium Low Total 

No. % No % No % No % 
A) Assignment other than 
occupational field of training 

Trainees 210 92.1 15 6.5 3 1.4 228 100 

Vocational Counselors 6 85.7 I 14.3 - - 7 100 

Supervisors 60 93.8 - - 4 6.2 64 100 

Principals 3 42.9 2 28.6 2 28.6 7 100 

Total 279 91.2 18 5.9 9 3.0 306 100 

B) In appropriateness ofperiodl 
Session! of apprenticeship training 

Trainees 211 92.5 6 2.6 II 4.9 228 100 
Vocational Counselors 7 100 - - - - 7 100 

Supervisors 55 85.9 3 4.7 6 9.4 64 100 
Principals 4 57.1 2 28.6 I 14.3 7 100 

Total 277 90.5 11 3.6 18 5.9 306 100 
C) Financial problem 

Trainees 208 91.2 13 5.7 7 3.1 228 100 
Vocational Counselors 4 57.1 3 42.9 - - 7 100 

Supervisors 38 59.4 14 21.9 12 18.7 64 100 
Principals 6 85.7 I 14.3 - - 7 100 

Total 256 83.7 31 10.1 19 6.2 306 100 
0) Lack of reliable transport 

Trainees 179 78.6 49 21.4 - - 228 100 
Vocational Counselors - - 6 85.7 I 14.3 7 100 

Supervisors 19 29.7 21 32.8 24 37.5 64 100 
Principals 5 71.4 2 28.6 - - 7 100 

Total 203 66.3 78 25.5 25 8.2 306 100 
E) In appropriate treatment by 
supportive workplace supervisors 

Trainees 30 13.2 54 23.5 144 63.3 228 100 
Vocational Counselors - - - - 7 100 7 100 

Supervisors - - - - 64 100 64 100 
Principals - - - - 7 100 7 100 

Total 30 9.8 54 17.6 222 72.6 306 100 
As dIscussed In lIterature revIew of thIS theSIS, apprentIce's readIness to cope WIth the demands 

of work and learning and support from family, friends and peer to young trainees are considered 

to be prerequisites, without which it is unlikely that a contract of apprenticeship training would 
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be commenced. It is more than being motivated and induces the ability to develop and maintain 

effective interpersonal relationships as well as demonstrating that they have the personal 

attributes and aptitudes that are required for the job. Where apprentices are young, support of 

family often provides money, transport and other basic necessities without which apprenticeship 

training would not be possible. Thus, the absence of these and related factors discussed earlier 

will undoubtedly force the apprentice to quit the apprenticeship training. 

The items in Table XIV were designed to identifY factors that contributed negatively for the 

completion of apprenticeship training. Many of the factors that impact negatively on retention 

were cumulative. Many trainees spoke of having to bear two or more negative aspects over their 

apprenticeship training. Out of the factors impeding retention and completion of apprenticeship 

training, assignment of trainees to places where their occupational field of training was non 

existent (91.2%), inconvenience of the period when apprenticeship training was conducted 

(90.5%) and financial problem (83.7%) come at the top list according to the responses of the 

great majority of the total respondents. From the findings it can be inferred that factors that 

negatively affected successful completion of apprenticeship training emanated from both social 

and administrative factors. Put differently inappropriate scheduling of apprenticeship training and 

lack of financial support and cooperation from stakeholders were the main factors that affect 

retention and completion of apprenticeship training. Therefore, during organizing and planning 

apprenticeship training the need for involving all stakeholders, so as to minimize problems to be 

encountered and guarantee ease of implementation, in the process were not given due 

considerations. 
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Table XV 
Follow - up Activities During Apprenticeship Training 

Respondents 
No. Items Trainees Voc. Cou Principals Supervisor Total 

s 
No. % N % No. % No. % No. % 

o. 
I Did professiona ls from 

TVET institution follow 
- up the progress of 
apprentices? 

A) Yes 39 17.3 - - I 14.3 - - 40 13.1 
B)No 189 82.7 7 100 6 85.7 64 100 266 86.9 
Total 228 74.5 7 2.3 7 2.3 64 20.9 306 100 

2 If yes how frequently 
was the follow-up 
activity? 

A) Daily - - - - - - - - - -
B) Once week - - - - - - - - - -
C) Once in a while 39 100 - - I 100 - - 40 100 
D) Once in two weeks - - - - - - - - - -

Total 39 97.5 - - 1 2.5 - - 40 100 
3 If no which of the 

following was the major 
problem? 

A) Lack of finance 101 53.7 7 100 6 100 50 78.1 164 61.7 
B) Trainers attend in-

service course 178 94.4 7 100 6 100 42 65.6 233 87.6 
C) Trainers were on 

annual leave 146 77.2 5 71.4 6 ' 100 26 40.6 183 68.8 
D) Trainers were not 

adequate in number 139 73.5 7 100 4 66.7 - - 150 56.4 

In item one of Table XV, respondents were asked whether there was any follow-up activity 

undertaken by professionals or trainers in TVET institution while apprentices were at work place. 

Thus, most of the respondents, all (100%) of vocational counselors and supervisors and 189 

(82.7%) of trainees replied that there was no follow-up activity undertaken by personnel from 

TVET institution during apprenticeship training. Likewise, 6 (85.7%) of principals assured that 
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the TVET institution did not assign professionals who would follow-up the progress of trainees 

on apprenticeship training. 

Item 2 of Table XV was constructed to assess the intensity of the level of follow-up activities 

during apprenticeship training, if any. Accordingly, few respondents who indicated in item 

number I that the follow-up activities were undergone by TVET institution, asserted that these 

activities were carried out once in a while. Again this fmding indicates that the follow-up activity 

undertaken in some areas was nominal and can be said no more than nothing. Thus, from this it 

can be inferred that the apprenticeship training undertaken by TVET institutions were simply 

aimed at meeting the instructions in the curriculum guide but not to get the maximum out of it. 

On item 3 of the same table, respondents were asked to enlist the major bottlenecks to undertake 

the follow-up activities. To this end out of the respondents who confirmed in their responses to 

item no. 1 that the follow-up activities were not carried out, the great majority, all (100%) of 

vocational counselors and principals and 178 (94.4%) of trainees and 42 (65.6%) of workplace 

supervisors asserted that the period of apprenticeship training overlaps with the summer in­

service training program which most ofTVET teachers attend. The root cause for this is that 84% 

(MOE, 2003 : 106) of TVET teachers were diploma holders though the Education and Training 

Policy envisages that the minimum qualification required at this level is university degree. All of 

the principals with whom an interview was held share the views of the above respondents and 

emphasized that financial constraint is always there to hinder these activities even where the 

above mentioned problems were non-existent. 
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Table XVI 

Adequacy of Workshop Facilities in TVET Institutions 

Alternatives 
High Medium Low Total Tabl Calcula 

D e ted x' 
F Valu 

e of 
Items No % No % No % No % x' 
How do you rate 
the adequacy of the 
following 
workshop facilities 
in TVET institute? 

l.lEquipmenti 
machineries 

Trainees 9 3.9 67 29.4 152 66.7 228 100 
Vocational 
counselor I 14.3 2 28.6 4 57.1 7 100 
Principals 2 28.6 2 28.6 3 42.9 7 100 

Total 12 5.0 71 29.3 159 65.7 242 100 4 9.49 10.242 
1.2 Hand Tools 

Trainees 76 33.3 152 66.7 228 100 

Vocational 
counselor 7 100 7 100 
Principals 7 100 7 100 

Total 76 31.4 166 68.6 242 100 4 9.49 6.802 
1.3 Raw materials 

Trainees 228 100 228 100 
Vocational 

counselor 7 100 7 100 
Principals 7 100 7 100 

Total 242 100 242 100 
a - 0.05 
• = Significant difference 

As depicted in Table XVI, the great majority of the total respondents depicted that the availability 

of physical facilities such as equipment/machines and hand tools and the provision of raw 

materials were inadequate. They further indicated in their responses to the open-ended question 
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that the similarity of the facilities at workplace and in TVET institutions was very low. In this 

comparative analysis they witnessed that, albeit ill equipped, TVET institutions were at a better 

status. 

A chi-square test was calculated to check whether or not perceptual difference exists among the 

four study groups. Accordingly, the result revealed that for 4 degree of freedom at 0.05 level of 

significance the critical value of x2 was by far greater than the calculated x2 
;mply;ng that there was 

no statistically significant difference among the perception of the trainees, principals, and 

vocational counselors regarding the inadequacy of hand tools and raw materials required for 

practical training. Although there is a significant difference on the availability of 

machine/equipment it is wise to ignore this difference and to base on the responses of the majority 

for principals and vocational counselors judgment might be misleading. Thus, from these 

findings it can be safely inferred that the inadequacy of workshop facilities in TVET institutions 

affected the quality of training and skilJ mastery levels of trainees negatively while trainees were 

in the institution. This indicates that the adequacy of workshop facilities in TVET institution is 

below the requirement. 
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Table XVII 
Appropriateness of Workshop Facilities 

Alternatives 

High Medium Low Total 

Items No % No % No % No 
How do you rate 
the equipment! 
machines available 
in your workshop 
regarding their: 
A) Relevance to 

the situation in 
the world of 
work 

Trainees - - 64 28.1 164 71.9 228 
Vocational 
Counselors - - 2 28.6 5 71.4 7 

Principals - - 3 42.9 4 57.1 7 
Total - - 69 28.5 173 71.5 242 

B) Appropriateness 
to the content of the 
curriculum 

Trainees 8 3.5 III 48.7 109 47.8 228 
Vocational 
Counselors 7 100 - - - - 7 
Principals 7 100 - - - - 7 

Total 22 9.1 III 45.9 109 45.4 242 

C) Appropriateness 
to capacity of the 

trainee 
Trainees - - 79 34.6 149 65.4 228 

Vocational 
Counselors - - 1 14.3 6 85.7 7 
Principals - - 3 42.9 4 57.1 7 

Total - - 83 34.3 159 65.7 242 
0) Up-to-dated ness 

Trainees 59 25.9 26 11.4 143 65.7 228 
Vocational 
Counselors - - - - 7 100 7 

Principals - - - - 7 100 7 
Total 59 24.4 26 10.7 157 64.9 242 

a - 0.05 
• = Significant difference 
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Tabl Calcu 
D e lated 
F Valu x' 

e of 
% x' 

100 

100 
100 
100 4 9.49 0.721 

100 

100 
100 
100 4 9.49 148.6 

8' 

100 

100 
100 
100 4 9.49 1.474 

100 

100 
100 
100 4 9.49 8.047 



An examination of Table XVII illuminates about the relevance of the items in the workshops to 

the situation in the world of work, curriculum and capacity of the trainees and up to dated ness of 

workshop equipment in the TVET institutions. To this end the great proportion of trainees 

(65.7%) and (64.9%) ascertained that its appropriateness to the capacity of the trainees and up to 

datedness respectively, were rated below the desirable level. The chi-square test result revealed 

that for 4 degrees of freedom at 0.05 level of significance the critical value of x2 was greater than 

the calculated x2 implying that there was no statistically significant difference among the 

perception of the trainees, principals and vocational counselors in relation to the elements listed 

in the table to measure the appropriateness of the facilities in TVET institutions except its 

appropriateness to the contents of the curriculum. It is advisable to ignore the significant 

difference regarding the appropriateness of this facilities to the contents of the curriculum for 

principals and vocational counselors have little opportunity to read and evaluate all curriculums. 

Hence the responses of the majority would be used as a basis of the finding. All of the 

supervisors preferred not to react completely to all questions relating to the facilities in the 

workshop of TVET institutions. From this one can easily deduce that no favorable condition was 

created to allow supervisors to visit the workshop facilities in TVET institutions and the 

curriculum designed for the level. This implies that workshop equipment with particular 

emphasis on relevance to the situation in the world of work, appropriateness to the contents of the 

curriculum, appropriateness to the capacity of the trainees and up-to datedness were found to be 

less than the minimum desirable level. 
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Table XVIII 

Adequacy and Appropriateness of the Timing of Apprenticeship Training 

Responden ts 

No Voc. Trainees Supervis Total 
Items Coun. ors 

No % No % No % No % 
I For how long was apprenticeship 

training undertaken each year? 
A) Less than 234 hrs 2 28.6 43 18.9 13 20.3 58 19.4 
BJ 234 - 273 hrs 3 42.8 138 60.7 44 68.8 185 61.9 
C)274-312 hrs 2 28.6 47 20.4 7 10.9 56 18.7 
D) 3 13 -35 1 hrs - - - - - - - -
E) > 351 hrs - - - - - - - -

2 What is your opinion towards the 
adequacy of the time devoted to 
apprenticeship training? 
A) Highly inflated 
B) Adequate I 14.3 23 10.3 17 26.6 4 1 13.7 
C) Fairly adequate 2 28.6 51 22.4 21 32.8 74 24.7 
D) Very inadequate 4 57. 1 154 67.3 26 40.6 184 6 1.6 

Total 7 2.3 228 76.3 64 21.4 299 100 

3 The time when apprenticeship 
training was undertaken: 
A) During training period 
B) During summer vacation 7 100 228 100 64 100 299 100 

4 Was this period convenient for 
apprenticeship training? 

A) Yes I 14.3 24 10.7 13 20.3 38 12.7 
B) No 6 85.7 204 89.3 51 79.7 261 87.3 

Total 7 2.3 228 76.3 64 21.4 299 100 

5 If no which of the following could 
be adequate reasons 

A) Overlaps with other activities 6 100 204 100 51 100 261 100 
such as farming 

B) Organizations are closed 2 33.3 64 31.4 23 45 .1 89 34.1 
during this period 

C) Overlaps w ith vacation 6 100 189 93.1 45 88.2 240 92 .0 
D) Un able to attend full time 

due to rain 6 100 199 97.7 48 94.1 253 96.9 
E) Other - - - - - - - -
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The curriculum developed by MOE for middle level TVET program allocated 312 hours or eight 

weeks (see Appendix) within a year for apprenticeship training for each trade offered at TVET 

institution. Based on thi s item one of Table XVIII was set to check whether or not this allocated 

time was put in practice. To this end, majority (61.9%) of the total respondents, 138(60.7%) of 

trainees, and 44 (68.8%) of supervisors in organizations that offered apprenticeship training 

ascertained that the time devoted for the purpose ranges from 234 hours to 273 hours (six to 

seven weeks). Among the rest of respondents from each sample group, those who asserted that 

the actual time devoted to apprenticeship training by trainees was less than 234 hours (six weeks) 

come second on the list. This indicates that the time allocated for apprenticeship training by MOE 

was not completely adhered to while trainees were doing apprenticeship training in different 

organizations. And since the training contents for apprenticeship training were not covered, it 

sounds logical to infer that trainees did not benefit meaningful experience from organizations to 

the desired level as per the designed curriculum. 

The second item in Table XVIII was constructed to gather opinion on whether or not the time the 

trainees devoted for apprenticeship training was sufficient enough to equip them with the 

necessary skills. Accordingly, (89.8%) of trainees, (85.7%) of vocational counselors and (73.4%) 

of supervisors in apprenticeship offering organization confirmed that the time was inadequate to 

allow trainees cover areas of training that are supposed to be practiced. The finding strengthens 

the above fruding as the time allocated was not fully utilized, obviously the contents of the 

curriculum relating to apprenticeship training would not be covered. 
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In response to item 3 all of the total respondents affirmed that the apprenticeship training was 

undergone during summer vacation. Thus, this finding entails that the period overlaps with other 

activities such as farming which trainees from countryside cannot afford to abandon it. 

Item 4 of Table XVIII was constructed to investigate the opinion of respondents on the 

appropriateness of the period when apprenticeship training was undergone. To this end, quite the 

great majority of the respondents, 204 (89.3%) of trainees 6(85 .7%) of vocational counselors and 

51 (79.7%) of supervisors in apprenticeship training offering organization confirmed that it was 

not convenient. Thus, this finding also strengthens the afore mentioned finding in relation to the 

problem of administering apprenticeship training as the main factor that affects retention and 

completion of apprenticeship training. 

Finally, in the 5th item of the same table respondents were asked to give reasons that made this 

period inconvenient. Accordingly, all (100%) of the total respondents confirmed that the period 

overlaps with the time when majority of trainees are engaged in other activities such as farming. 

Therefore, based on the findings one can correctly deduce that the inappropriateness of time 

when apprenticeship training was administered as the fundamental cause for the complete 

exclusion and drop out from apprenticeship training. 
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Table XIX 

Relevance of Apprenticeship Training To Occupational Areas of Training 

No Items No. % 

I How do you rate the relevance of the activities you have under 
gone during apprenticeship training to your occupational training? 

A) High 10 4.4 
B) Medium 73 32.0 
C) Low 88 38.6 
D) Very law 57 25 .0 

Total 228 100 
2 If your response for question No. I is low or very low which of the 

following could be adequate reason? You may choose more than 
one answer. 
A) The organization was not engaged in activities relating to your 
occupational area of training 97 66.9 
B) Reluctance of organization to assign you according to your 
respective occupational area of training. 134 92.4 
C) Inadequacy of training in the TVET institution 113 78.0 
D) Your failure to regularly attend the apprenticeship training 20 13 .8 
E) The job you assigned to was routine and remained unchanged 

through out apprenticeship training period in the organization. 140 96.6 

In item No. I of Table · XIX trainees were asked to rate the state of relevance between the 

workplace practical training and the training given in TVET institution. Accordingly, 145 (63.6%) 

of the respondents' ratings reveal that its relevance was below the desirable level. The main 

reasons that the majority of respondents 134(92.7%) forwarded in their reply to item 2, were the 

reluctance of organization to assign them according to their area of occupational training and the 

inappropriateness of the job they were placed in, to allow flexibility for exercising various skills 

according to the contents prepared for the apprenticeship training in the curriculum. Thus, from 

the findings it can be inferred that the time spent by apprentice to gain a meaningful work 

experience from organizations was not worthwhile. 
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Table XX 
Incentives Given to Organizations 

Respondents 

No Items Voc. 
Superviso 

Principals 
Coun. 

rs Total 

No % No % No % No % 
I Were there incentives given to 

organizations offering 
apprenticeship training? 

A) Yes 3 42.8 2 28.6 - - 5 6.4 
B) No 4 57.2 5 71.4 64 100 73 93.4 

Total 7 100 7 100 64 100 78 100 
2 If yes, which of the following was! 

were among the forms of incentives 
given? 
A) Tax exemption on imported 
machine/ equipment - - - - - - - -
B) Charge free provision of land for 

expansion - - - - - - - -
C) Charge tree training for 
employees in the organization -- - - - - - - -
D) Recognizing their contributions 3 100 2 100 - - 5 100 

On graduation days 

The first item in Table XX was designed to assess whether some kind of incentives were given to 

encourage further participation of organization in apprenticeship training. In reply to this 

question, majority of the respondents all (100%) of supervisors in organizations 5 (71.4%) of 

vocational counselors and 4 (57.2%) of principals ascertained that no incentives were given to 

. organizations who participated in the provision of apprenticeship training. In item two of the 

same table respondents who reacted positively to item one were asked to unravel the kind of 

incentive given to organizations. To this end all of these respondents confirmed that the 

incentives given were no more than recognizing organizations' contribution on the graduation 

days. 

From these fmdings it can be deduced that no ground was laid by concerned bodies to guarantee 

further cooperation of organizations in the implementation of apprenticeship training. 
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CHAPTER FOUR 

Summary, Conclusion and Recommendations 

4.1 Summary of the Findings 

The purpose of this study was to investigate the major problems encountered in implementing 

apprenticeship training in government TVET institutions. To this end, basic questions addressing 

the fundamental factors that determine successful implementation and quality of apprenticeship 

training such as legal frameworks, the state of readiness and resources in the organization, roles 

that are not prevalent by the major actors, financial, material and human factors and prominent 

administrative, social and economic problems encountered were raised. 

The study employed descriptive survey method and it was conducted in seven government TVET 

institutions. These sample TVET institutions were selected from four zones of Oromia on the 

basis of purposive sampling technique. The subjects of the study were 7 principals, 7 vocational 

counselors, 282 trainees and 72 workplace supervisors. Accordingly, the sampling of the 

respondent was undertaken through random, purposive, availability and stratified sampling 

techniques. The principals and vocational counselors were selected through availability sampling 

while trainees were selected through both stratified and · random sampling techniques. 

Apprenticeship- training offering organizations were selected by using purposive sampling 

techniques. Generally the sampling techniques were based on the number of trainees attended 

apprenticeship training, the size of organizations, and the type of activities the organization were 

engaged in. 
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Information was obtained from these sample respondents through questionnaires interviews and 

documentary analysis. These secured data were analyzed using percentages and chi- square 

methods. Based on the results of data analysis, the following major findings were reached up. 

I. Out of the total enrollment in TVET the aggregate rate of participation of female has currently 

shown dramatic increase, accounting to 49.4 % of the total. 

2. The occupational profile of trainees' families depicts that the majority of them earn their living 

from farming. Majority of the TVET trainees were obliged to leave their permanent 

residences in order to pursue apprenticeship training offered by organizations that were 

situated in urban areas. Furthermore these trainees were compelled to let house for 

accommodation and incur costs for lodging and transportation. 

3. The academic profile of vocational counselors and TVET trainers depicted that what was 

stipulated in the education and training policy as a minimum, first degree, qualification level 

was very far from attainment for the great majority of TVET trainers (84%) and un neglected 

proportion of vocational counselors (14.3%) had only college diploma. Apart from 

unattained qualification, the finding also indicates that the task of vocational counseling was 

undertaken as an addition to teaching and other related activities. Regarding the academic 

qualification of supervisors in organizations offering apprenticeship training, the fmding 

indicates that the majority of them did not attend formal school at least to the level of college 

diploma. 
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4. Even though apprenticeship training requires the involvement of at least three main actors 

whose duties and responsibilities should be backed by legal frameworks, the finding indicates 

that no legal foundation was laid so far in its course of operation. This further manifested in 

the study by the finding relating to the absence of contract of apprenticeship signed among 

the parties involved in the process. 

5. According to the finding, the selection of organizations that could offer apprenticeship training 

was undertaken in haphazard manner for there were no preset criteria. Like wise, the 

assignment of trainees to these organizations for apprenticeship training was also not based on 

some measuring criteria. Furthermore, the finding revealed that the assignment of trainees was 

done on the basis of chance (by setting a draw) and no other personnel than the vocational 

counselor were involved in this process. 

6. According to the great majority of the total respondents (94.9%), sensitization activities to 

promote apprenticeship training were not in a place. Due to this, as was revealed in the 

finding, the tasks of facilitating, organizing and getting the will of organizations to offer 

apprenticeship training remained the sole responsibility of the TVET institutions. 

7. In quite high proportion of workplaces, there were not people selected especially to help 

apprentices. On the other hand where these personnel were assigned, the finding depicted that, 

supervisors' knowledge in theoretical aspects of training, methodology in delivering practical 

skills and know how of evaluation techniques were found to be inadequate. 
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8. For the majority of personnel in the organizations the psychological readiness of TVET 

trainees to diligently perform apprenticeship training according to the work - method of the 

organization was adequate. Conversely, the preparedness of trainees in technical skills that 

help them produce quality products and utilize resources efficiently, especially raw materials, 

were rated by great majority of the respondents very low. 

9. According to the finding, the institutional roles of TVET institutions to further promote 

effective implementation of apprenticeship training such as assignment of coordinators for in 

company training and preparation of guidelines and schedules were missing. 

10. Majority of the respondents unraveled that the preparedness of organizations to accept and 

assign trainees on the basis of their occupational area of training and to enhance the practical 

skills of apprentices by assigning capable supervisors who would eventually evaluate and 

submit performances of apprentices to TVET institution were not taken as serious business. 

11. Regarding the financing of apprenticeship training the fmdings revealed that trainees were not 

charged directly by both the organizations and TVET institutions. On the other hand trainees 

were not paid for their labour that was used in the production of goods and services. The 

overt or direct activities relating to apprenticeship training that demands monetary 

expenditures such as trainees' personal expenses (transport, food etc.) and work related 

expenses (raw materials, depreciation, etc) were covered by trainees/ families and 

apprenticeship offering organizations respectively. 
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12. For the majority of the respondents some trainees were completely excluded from 

apprenticeship training due to the factors beyond their control. Out of these factors, 

inadequacy of the available organizations in the surrounding areas to absorb all legible 

trainees and inappropriateness of the time for conducting apprenticeship training were rated 

as the major bottlenecks. 

On the other hand, according to the majority of respondents, trainees quit apprenticeship 

training because of factors such as assignment other than major area of training, financial 

difficulties to cover accommodation and transportation costs and the need to satisfY the 

demand by their families to abandon the training and overtake farming where regular help is 

needed. 

13. In relation to the adequacy of workshop facilities for practical activities in TVET institutions, 

quite the great majority of the total respondents indicated that hand tools and the supply of 

raw materials were inadequate. They further indicated that the similarity between the 

facilities at workplace and in TVET institutions is very low. In comparative analysis they 

witnessed that, albeit ill equipped, TVET institutions are at better status. Moreover, the up-to­

datedness of these facilities, relevance to the situation in the real world of work and its 

appropriateness to the capacity of the trainees were rated low. 

14. According to the finding, the time utilized in the course of apprenticeship training was found 

to be less than what was allocated in the curriculum prepared by the MOE. Regarding the 

time when apprenticeship training was commenced, it .was .ascertained in the finding that it 

took place during summer vacation in all areas. Unfortunately, this period was found to be 
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inconvenient to the majority of the trainees due to problems emanating from personal and 

social conditions, especially for trainees who come from rural areas. 

15. Regarding the relevance of activities performed during apprenticeship training to the skills 

acquired from TVET institutions, for the majority of the respondents it was found to be very 

low. So many problems were mentioned as a cause for this irrelevance among which the 

routiness of the job, reluctance of organization to assign trainees at the right place, and non­

existence of these tasks in the organization come at the top list and are common in most 

places. 

16. The finding indicates that no incentives, in any form, were given to the organizations that 

offered apprenticeship training in order to stimulate further cooperation in the area. 

17. The practice of follow- up activities while trainees were doing apprenticeship training in 

different organizations was found to be non- existent. The root causes for this failure were 

cumulative among which financial difficulties to pay the perdiem of the staff involved and 

shortage of the technical staff for the period overlaps with the summer in- service training 

were considered the major ones. 

18. Trainees pointed that their workplace supervisors, though judged to be effective at practical 

activities, were not as aware and up-to-date as they would like them to be. In puts into what 

they would like to learn and the timing of the assessments were also not happening as often as 

the learners would like and the curriculum demands. 

110 



19. Trainees pointed to a number of conditions in their work places that, while rated important in 

supporting their learning, were absent from their work places. Among these missing aspects, 

opportunity to talk to their supervisors about what they would like to learn, opportunity to 

practice their skills, being aware of exactly what is required when being assessed in the 

organizations and opportunity to have their competence formally assessed while at work were 

indicated by the great majority of the respondents. 

4.2 Conclusion 

In light of the findings of the study, the following conclusion is drawn. 

1. From the rapid increase in the number of female trainees 'participation in TVET it can be 

concluded that the change has been occurred towards the former wrong perception of the 

society where TVET was considered as a profession devoted to males only. 

2. There is an extensive literature on the richness of learning that can occur in the workplace or 

organizations. The findings in this thesis also reinforce the important contribution that 

workplace environments made and can potentially make to trainees learning, particularly in 

relation to aspects such as: time to learn and practice skills that are not being learnt in TVET 

institutions, time to talk about their job with others (supervisors and other employees), and 

opportunity to have their competence practically tested. 

3. The Work based route of TVET and qualification needs to take account of the reasons why 

'particular members of society pursue credentials. For individuals, the primary reason for 
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studying recognized qualifications is employability. For employers, qualifications act mainly 

as screening devise for employment, in the absence of other reliable data, and in some 

instances as a proxy for experience, particularly requirement to provide particular forms of 

education and, increasingly, a legislative role in improving participation and attainment levels 

in TVET. All the three parties- the individual, the employer and the state have a vested 

interest in ensuring the success of work based qualifications, albeit for different reasons. It is 

a w'in-win approach. Contrary to this it was reflected in the findings that these aspects were 

not prevalent during the implementation of apprenticeship training. Thus, it can be concluded 

that lack of partnership among the stakeholders brought about major problem during the 

implementation of apprenticeship training. 

4. An apprenticeship training is defined here as a legally enforced contract between an employer 

(or TVET institution) and a young person, which combines productive work with off- the job 

and on -the - job training. The contract confers reciprocal rights and duties on all parties, 

including an agreement on minimum employment conditions and rates of pay. The absence 

of this trend made the status of trainees doing apprenticeship training in different 

organizations not clear. Consequently trainees run the risks of not being insured for accidents 

that occur while they are on productive activities in the organizations. 

5. The theoretical developments in the field of cognitive psychology emphasize the legitimacy of 

learning within authentic productive environments. As the findings in this study revealed, for 

many employers, investment in education and training remains as an act of faith. Lack of 

attempts made to stimulate higher levels of apprenticeship training through different ' 

initiatives, low profile marketing campaigns and absence of public subsidy to apprenticeship 
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offering organizations are the root causes of the problem. Generally, the business sectors 

have no long - term concept of education and training so is unwilling to invest in it. 

6. It was revealed in the findings that organizations were inadequate for providing a sufficiently 

comprehensive and up- to -date experience to TVET trainees. There were even be a lack of 

certain enterprises, which in tum prevented TVET trainees from obtaining profitable world of 

work experience. Thus it can be concluded that the current state of organizations is not 

compatible with the demands of TVET institutions for effective implementation of 

apprenticeship training. 

7. It is apparent that rural areas are more difficult to organize than urban areas for apprenticeship 

training. Even it may be necessary for urban trainees to travel a long way into the country to 

obtain work experiences. Like wise, rural trainees find it very difficult to get accommodation 

for job experience in an urban area. Thus, the work context, training scheme, the 

insufficiency of financial support for travel and accommodation for trainees complements the 

problem of attending apprenticeship training. Rural trainees are not able to abandon the farm 

where help is needed every day. 

8. In some cases an organization may be too small for employer to take on just one trainee. On 

the other hand trainees were sent to organizations where their occupational areas of training 

were not performed and where qualified supervisors, adequate machine/ equipment and raw 

materials were in acute shortage. Such unorganized and incompatible actions emanate from 

the absence of standard and criteria on which the selection of organizations for apprenticeship 

training was to be based. 
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9. It was established in the findings that the time utilized in the course of apprenticeship training 

was found to be less than what was allocated in the curriculum. Therefore it sounds logical to 

conclude that the contents selected for practical activities during apprenticeship training 

remained very far from being continuously exercised and mastered to bring about the desired 

change in the trainee. 

10. The cost of education and training is naturally seen as an investment. Increasing this 

investment can be fostered by recognizing that investing in education and training can be 

shared responsibility of both the public and private sector, Government must always assume 

the primary responsibility for investing in basic education and initial training. With respect 

to the private sector, the responsibilities of both enterprises and individuals should be 

recognized and, where appropriate, encouraged. These responsibilities are especially 

appropriate with respect to investment in work-based training that can raise trainees' 

employability. The organization and implementation of private sector responsibilities in this 

area can best be accomplished through partnerships among the stakeholders. Contrary to 

these accepted principles, as the findings reveal, there happened to be a lack of awareness 

towards investment in education and training, lack of partnership and encouragement. This 

will create confusion in roles to be played by each participating party and eventually causes 

a failure in the scheme of apprenticeship training. Put differently, the absence of endeavor 

made to create a general economic environment and incentives conducive to encourage 

organizations to cooperate during apprenticeship training are the main causes of mal 

functioning of the scheme and eventually leads to the reluctance of organizations to 

cooperate. 

114 



II. It was revealed in the findings that organizations were reluctant to discharge their training 

role. Moreover, trainees' skills in practical activities that were acquired from TVET 

institutions were too small to win the trust of organizations to allow them to undertake 

major activities in the organization. From this it can be concluded that the failure in 

organizations ' cooperation during apprenticeship training is a cumulative result of the 

conditions relating to the practical training given in the TVET institutions which in tum 

could be determined by the extent of facilities and quality of trainers. Furthermore, 

nonprofit maximizing behavior by firms may lead them to under train 

12. Within the current prevailing environment, not all registered organizations are able to deal 

with the complexities and challenges offered to them. This study highlighted that all 

workplaces environments were not equal in terms of the quality of learning and assessment 

they can provide. There are inherent tensions between the needs of organizations and the 

needs of trainees as well as tensions over the degree to which structured learning should 

focus on industry specific knowledge and skills. Real differences exist between 

organization in terms of the training cultures and the resources that they are able to provide 

to support learning and assessment. 
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4.3 Recommendations 

On the bases of the findings obtained and conclusions reached at, the following suggestions are 

forwarded to improve the apprenticeship- training program in general and to enhance its effective 

implementation in particular. 

I. In order to expand education and training provision outside initial full time education and 

training, it is vital to create a quality work - based TVET route . This route would be based 

exclusively on the concept of employability and partnership between education and industry in 

the delivery of middle level TVET programs. The current apprenticeship-training framework 

outlined in Ethiopia provides a model for such a scheme. However, it is vital that employers and 

other social partners take the lead role in establishing a revitalized apprenticeship culture that is 

based on the sharing of mutual benefits and costs. The first step towards this activity is to set 

duties and responsibilities of each participating party. Then comes allocation of resources that 

help to discharge these duties and responsibilities. These resources must be drawn from the 

public fund regularly in the form of annual budgetary allocation that should be earmarked to 

apprenticeship training so that it will be recognized as a responsibility of the citizens as a whole. 

This will mean strengthening the institutional spaces that govern and nurture a collective sense of 

responsibility for youth transitions. 

2. The training needs of disadvantage groups in society for whom training is regarded as an 

important tool for improving their incomes and employability, must not be ignored. There exists 

a broad consensus, matched by practice in many countries, that it is governments' task to ensure 

that these needs are met. Thus the state should provide a framework of training subsidies for 

apprenticeship training, thereby offering these groups' accommodation and travel costs to 
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increase their participation. The cost of subsidizing apprenticeship training, addressing problems 

of the disadvantaged, may be legitimately drawn from general taxation (Income tax, Sales tax, or 

Excise tax) on the grounds that society as a whole benefits from the extra skills generated. The 

administration of these subsidies should be done through TVET institutions after identifying the 

individuals that genuinely fall under this group. Depending on the prevailing situations the TVET 

institutions should lobby for organizations that offer scholarships to these trainees. Further more, 

at this moment trainees in other training schemes, such as the agricultural TVET programs and in 

the health sector, are not only free of charge, but even granted further benefits such as meals, 

accommodation and transport allowances. Therefore, loans (to be paid after graduation like that 

of higher institutions) and grants (as in the case of agriculture and health sectors) are also deemed 

to be viable options. 

3. Increased promotion of apprenticeship training scheme needs as a prerequisite better 

information campaigns at various levels. Put differently, for an improvement of apprenticeship 

training it is often necessary to inform and motivate apprenticeship training offering 

organizations more strongly. This stronger awareness needs to be created through the 

establishment of advocacy system among stakeholders focusing on the mutual benefits derived 

from apprenticeship training. Therefore, the facilitation of seminars or workshops at the national 

and regional levels. and uses of different broadcasts and printed media should be a pending task of 

MOE and REBs. Besides, campaigns aimed at enhancing prestige of apprenticeship training and 

concrete incentives in the form of tax exemption for example should be used. 

4. Other apprenticeship training organizing bodies such as chambers of commerce or chambers of 

induslr¥ should- either be founded or strengthened. These could take over r.esponsibility. in. 

facilitating apprenticeship training in different organizations. As a result more apprenticeship 
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training schemes could be carried out In which the state and industry co-operate with the 

chambers acting as additional partner. Improved cooperation and the inclusion of e.g., the 

chambers in the training schemes also calls for the elimination of bureaucratic obstacles. In 

many instances responsibility for matters of TVET is solely vested in TVET institution 

authorities that leaves no legal scope for organizing systematic training programs In 

organizations. Thus, authorities in the state must also take part and play a crucial role In 

organizing apprenticeship training. 

5. The potential of TVET institutions to generate income is not fully exploited. Therefore it 

demands the development of correct mechanisms to enlarge their revenue generating capacities 

and enable them to recover part of the training costs and to mitigate the financial bottlenecks of 

the rvET institutions for effective implementation of apprenticeship training through 

commercial activities. These may include selling of evening courses and tailor made training 

programs, sale of items produced during the training process or commercial use of equipment 

such as inter net cafe, building or renting out of halls and other assets. Here it should be noted 

that any income generating activity undertaken at the expense of the quality of training is of no 

compromise. Therefore, TVET institution should be granted full responsibility for the planning, 

development and implementation of these activities. 

6. It is apparent that when supervisors are found to be inadequate in knowledge and experience 

for certain specialized parts of the curriculum, the TVET trainees do not get sufficient experience 

in the industrial settings to make their time there worthwhile. Therefore, tailor made trainings 

that fill this gap should be organized and continuously undertaken in the TVET institutions. 
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7. It was discovered that employers had no sufficient confidence in the knowledge and ability of 

the TVET trainees to trust them to perform at a high standard. Therefore in order to mitigate this 

problem an early integration of the industrial sector and its associations into the training measures 

is necessary. This also helps to restructure the contents of existing training schemes: i.e., to have 

the qualifications profile demanded by companies integrated into the training programs offered. 

8. It was found that in some cases organizations selected to offer apprenticeship training were too 

small to take on just one trainee and to provide him apprenticeship training effectively. Thus, to 

alleviate this problem, the MOE must set criteria relating to the selection of legible organizations 

to provide apprenticeship training, by giving emphasis to the size and manpower in the 

organization. 

9. Much of the rvET institutions lack adequate access to the physical infrastructure through 

which most of the new knowledge and skills are pulsing. The lack of equipment/machines, hand 

tools, raw materials all contribute to deprive trainees from benefiting from training in rvET 

institutions The machines and equipment as well as teaching aids which are needed for effective 

training programs can, in the opinion of the researcher, not only be provided by the public sector. 

Admittedly the available machines and equipment and hence the entire infrastructure of 

educational facilities must receive more careful maintenance. Yet this does not solve the problem 

that industry as a whole should be exacted to make a greater contribution through donation of 

different used vehicles, equipment and hand tools that help trainees' practical training. In view of 

the high cost of equipment/machinery, its usage should be organized to yield optimum benefit. In 

other words, the handling of workshop facilities should be with care so that their expected years 

of usefulness will.,be prolonged_ Thus, workshops should also be used to instill the .cultur.e_of ~.~_ 
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maintenance and organizations should be encouraged to make their equipment and facilities 

available for practical training, especially during off-days. 

10. To ensure the high quality of apprenticeship training priority should be given by the MOE to 

the recruitment and initial preparation of adequate numbers of well-trained and qualified trainers 

and vocational counselors. To put this in to practice it needs the launching of degree programs in 

some training areas such as textile and garment, hotel and beautification, marketing, purchasing, 

banking and insurance, and to build the capacity of the existing higher institutions to increase 

their supply. Besides, there should be arrangements of continuous professional upgrading at 

TVET institutions throughout trainers' career, to enable them to function effectively. Further 

more, skilled professionals working outside education should be invited to teach in TVET 

institutions in order to link the world of work more closely to the classroom for it gives an 

opportunity to both trainees and trainers to share the experiences of these professionals. 

I I. The task of organizing apprenticeship training should be given to the autonomous body, such 

as Apprenticeship Training and Entrepreneurship Panel, to be organized at both federal and 

regional levels. The development of the organizational structure of this body at all levels should 

be centered on organized and flexible interchange between the TVET institutions and the world 

of work. 

12. It was established that apprenticeship training was conducted during summer vacation when 

majority of the trainers were attending in service training and trainees engaged in other activities 

such as farming. Apprenticeship training programs should be designed as comprehensive and 

inclusive systems to accommodate the needs of all trainees with special emphasis on motivating 

youngsters from rural areas. Thus, it is strongly recommended that apprenticeship training should 
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be offered during the seasons other than summer, preferably at the beginning of each academic 

year. This does not affect the next training program as the training methodology used in TVET is 

modular approach. Rather it gives an opportunity to rural trainees to attend apprenticeship 

training, after completing farming activities and to involve trainers in the follow up activities, 

after completing the in service training. 

13. There is no universal model of investing in apprenticeship training. But it needs as a 

prerequisite a general economic environment and incentives conducive to encourage individuals 

and organizations to invest individually or jointly. The very thing is that organizations have 

critical role to play in investment in training. The social partners should strengthen social 

dialogue on training, share responsibility in formulating policies, and engage in partnership with 

government for investing in, planning and implementing training network of cooperation that 

include regions. 

14. Recently the TVET proclamation, by giving due consideration to the apprenticeship training, 

was promulgated. The formulation of this law is not an end by itself towards enhancing the 

implementation of apprenticeship training. It needs the development of more specific and detailed 

other legal documents such as TVET Regulation and Apprenticeship Guidelines that complement 

the main law by addressing issues at operational levels. Thus, it is recommended that the 

Councils of Ministers should enact regulation of apprenticeship training for this responsibility 

falls under its jurisdiction. The MOE, in consultation with experts, is also responsible for 

generating ideas that should be incorporated in the regulation. Among these the issue of insurance 

for accidents during apprenticeship training should be a priority issue to be treated in this legal 

documents. Based on this document-.the MOE should further prepare Apprenticeship Guideline _ 

that facilitates ease of administering apprenticeship training. 
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/\I'I'FN DI X- I 

,\DDI S ,\BAIL\ UN IVERSITY 
SC IIOOL OF GH,\D UATE ST UDI ES 

I)EI'ARTMI':,'\ T OF EDUC\TIONAI. PL,\NNING AND MANAGEMENT 

,\ Qllcstioliliaire to he fill ed h)' Trainees 

The purposc or th is questlonn,mc is to gathcr inlorm<ltion <Inti opinion regarding the 
imp lemcntati on o r <lpprcnti ceship train ing in gove rn men t TVET institutions. Th us, your frank 
<lnd sincere responses to the itcms in the ques ti onnaire help to meet the objective of the stud y. Be 
su re that the information yo u provide will be kept con lidentia l and used only for the academic 
purposc. 

Part onc : Gcneral backC!rou nd 
I. Name o f the TVET Illstitution _ _______ _ 
2. Address ofTVET Insti tuti on _ _____ ___ _ 

2. I Zone ___ 2.2 Wercda ____ _ _ _ 2.3 tow n, ____ _ 
J. T raining Program enroll ed in 

3. 1. 10+ 1 3.2. 10+2 

4. Field on -raining, ________ _ 
5. Add ress (Place) whcre General Secondary Ed uca tion Attends 

3.3. 10+3 0 

5.1. Reign 5.2 Zone 5.3 Woreda, _____ _ 
5.4 Town ____ _ _ 

6. Sex: 6. 1 Male D 
7 .Parents' Occupation 

A. Office Worker 0 
B. Farmi ng L:=J 
C. Trade [:=J 

Other _________ _ 

Part Two: General Questions 

6.2 Female 0 

I. Which one of the did you use for your accommodation during apprenticeship training? 
A. Dormitory 0 
B. Rented house 
C. Your own residence 00 
D. Residence of your relatives 0 

Other, _____ _______ _ 
, 2. What was the distance hetween your residence and organization where you attended 

apprenticeship trainin~ " 
A . I - 10K m s c:::::::J 
B. 1 1-20 Kms 0 
C. 21 -30 Kms c=J 
D. 3 1-40 Kms. 0 
E .. ') I Kms and aboVl' 0 



,) , \VI1\1 ;lssiSIlS trtlillCL' S 1\) cllch SC kC ll'd org;mizillion ',' 

: \ , Ihl' \ 'nc; lIiun;1I C(\11I1Sclllr c=J 
11. Illc Ir"i'lcL' / IL"ICI IL' 1 D 
C, Ihrollgh tr;linccs plTson;d con ta ct c=1 

( )lllcr 

y, ThL' l illlc w hell ;Ipprnlliccship Iraining \V~IS llndcr!;lkcn: 

/\. During Ir"inin[, pe ri od/s ide by side D 
11. l)lI ring Slimmer \"IGltion D 

Other 
S. 1.)11 VOli thi nk the period YOli indicated in qlles ti on NO.4 conve nient for the majority of 

tr;lill1..,'CS 10 1Illderg(1 ;l pprenliceship training? 
/\ . Yes [ ':::::J 13. No D 

6. If VO li response to qllL'stion no 5 is "No" which or the rollowing could be adequate reason? 
1\. As apprenticeship training is conducted during summer majority of the trainees are 

engaged in farming D 
13 . As the season is summer, it IS Inconvenient for those who come from 

distant place 0 
C. Since it is dllring vocation training do not prefer it 0 

Other 
7. For how long did YOll attend appren ti ceship training within each training period? 

A. months 13, days C. hours 
8. What is your opinion towards the time you indicates in question no 7 to conduced 

apprenticeship training successfully? 
A. highly inllected 0 
13. adequatL' 0 
C. few 0 
0 , very few 0 

9, Did you sign apprenticeship contract with organizmion that offered apprenticeship- training? 
A. Yes 0 B. No 0 

10. I I' yo ur response to q llestion no 9 yes what were the elements of the contract? (more than one 
"nswer is possible ) 

A. Fli liname and age of apprentice D 
B. Name and 'Iddress of the organization D 
c. Name and address of the training instituti~ 
D. The occupation in which the apprentice ~ 
E, The date on which the apprenticeship training shall start and its duratio~ 
F. Condition for termination for the contract of apprenticeship training c:::::::r­
G, Conditions of payment for the apprentice 0 
1-1. Condition of insurance for damages 0 

II . I\ re there criteria SL' I relating to se lection ofapprenticeshiR training offering organizations? 
A. Yes [:::::J B. No 0 

I :!. I r YOllr rcsponse to qllestion no 11 is 'yes' what are the criteria determined to select 
or[,<lnizations that sh,,11 participate in the provision of ap pre nticeship training? 



1\ I ill' IllIl11hc'l "I' empl"yel" 0 
Il. lil e .1I11 0lI111 " I' eapilal 0 
C. Iype "I' <III ncrs ilip 0 
I), Iype of hllsine,;s 0 

Oliler 

1:1. Il ow docs the Il ll J11hl'r or trtlinees to be assigned 10 each organization for 
"pprcnliecsil ip Ira i ni n ~ de lermi ned? 

/\ . by cach org;lIli;-ation un il ater;lI ly 0 
13. by TVET inSliluti on on the b<1sis of preset cr iteria 0 
C. by Ihe agreement between TVET institution and organization 0 
D, onl he basis "I'lhe sta tcment of the law 0 
E. there is no formal procedure 0 

Other 

14. Who ass igns tra inees 10 each selected orga nization? 
A. the vocali"nal counselor 0 
13. the Irainee / teacher 0 
C. through Ira inees personal contac t CJ 

Other 

15. What crite ri a are USed in the process of assignment? 
A .Iield o l' lra ining 0 
13. di stanCe' 

C .interest 
o 

o 
o D. chance / draw 

Other ______________________________________ __ 

16. Do apprentices pay ke for the apprenticeshi p training? 
A. Yes 0 B. No 0 

17. If yes, please state the processes of the payment ________________ __ 

18. If tra inees are required to pay for the apprenticeship training, how do you 
rate their capacit~ay (whether they affo rd?) 

A. High c.:J B. Mediulll 0 C. Low 0 

19. Were there some trainees forced not to attend apprenticeship training? 
A. Yes 0 B. No 0 

20. If yes. which one o f lhe fo llowing were the reasons? 
A. Absence of acicquate organiza tions in the area 0 
13. Inconvenience of the time fO I~renti ceshi p program 0 
C. Re luctance ofl iJ e trainees L..:J 
D. Shortage of 1ll.1 npower to orga nize apprenticeship training 0 

Other ----------------------------------------



::? 1. I ) id SUllll' tr;li])\...,L' s quit <lpprl'llticcsilip Ir;lilling? 

Yl 

A Yl'S 1- =:J II . No 0 

II ' ' ·e\ . "hich "I' Ihl' 1"11",, in !! could he Ih l' pll ss ibk reason s" You m;,y choose morc 
Ih:1Il Pile ;1I1S\\l'!" 

! \ . !\ \ si!!nmc,lI on lil,' dulies olher Ih;lll lIeld or Irainin!! 0 
IL The period ll vCrl;q)S with trainees cng<lgc lllcnl ill olher ac ti vities / slich as 1 ~ 1I' l11inp 

C I: i n;U1 C i;,1 proble- lllO 
I) . Due 10 m;lI.,.i;'!!l· 0 
I·:. I k;I1th prohlem 0 
I:. II igh di sl;lllCC h I Ilrg~ni zalion that ol"il:rs "pprenticcship Iraining 0 

()Ihe r 

Whic h or Ihe I'oll()\ving responsibilities was nOI practiced by an organiza lion that offered 
apprcnticeship- lraining? (more than one answers are possible) 
/\ . To receive and provide apprenliceship Iraining 10 trainees 0 
13. To assign the apprentice in the place appropriate to his training to ensure 

that Ihe apprenl ice acquire proper wo rk experience. CJ 
C. To assign a cap"b le supervisor who wou ld enhance the ski lls of the 

apprenli ce. and shou ld lollow up the day - to - day performance of the a~ntice 0 
I) . To acquaint Ihe "pprenlice with work methods of the organization ~ 
F. To consider the Ira inee as a regular employee and to provide him 

with the necess"rv inputs 0 
G. To eva luate the performance of the apprentice and submit the results 

to the TVET inslitution CJ 
H. To cooperate and work in coordination with the TVET insti tutions 0 
Others 

24. Did an organization "ssign supervisor to guide and tollow up your work during 
apprenticeship traini ng? 

A. Yes 0 B.No 0 
25. I f your response .!Q....tluestion No 24 is yes how do you rate the capacit.YJ'2ur supervisor? 

A. High ~ B. Medium 0 C. Low L--.l 

26.Did your institution assign professional who follow- up your progress during apprenticeship 
tmining? 

A. Yes 0 B. No 0 

27. If your response to question no 25 is Yes, how frequent was the follow- up? 
A. Daily 0 B. Once a week CJ 
C. Once in tow weeks 0 D. Once in a month CJ 

Other ___ -,-_ 
28. How do you evaluate the relevance of the activities you have undergone during 

apprenticeship training to your occupational of training? 
A. High 0 B. Medium 0 C. LowD 



A PP END I X·2 

ADDIS A BABA UN I VERSITY 
SCHOOL OF GRAlll lAT E STU DI ES 

DEPA RT MENT OF EDUCATIONAL PLAN NI NG AND MANAGEMENT 

Qucstionnaire to be filled by Vucational Co unse lors 

The purpose or thi s ljllcstiollnaire is In ga ther inform ati on ZInc! opi nion about the 
implementation orapprcnli ceship training in gove rnm ent TYET instituti ons. Thus, your frank 
,,,"l s incere responses III the it ems ill Ihc qucst ion naire help to Ill eet th e objective 0 1' the study. 
l1e su re that the inlol"ll",t ion yo u provide wi ll be kept cOll lldent ia l and used onl y for the 
aCHJeIll ic purpose. 

Part o ne: Personal Data 

I. Name of the TVICT Instituti on 
2. Qualilication 
3. Major Fie ld o f stuti" 
4. Tota l years of service 
5. Yea rs of serv ice as a vocatio nal counselor _ _ _____ _ 
6. Tra ining Programs oftered 

A. IO+ l only D 
B. IO +I andlO + 2 D 
c. 10 + I . 10 -I- 2 'lild 10 + 3 

Part Two: General Questions 

I. The task o f Vocational co unse lor is give n to you: 
A. bei ng ass igned onl y lo r the task D 
B. In add iti on to olher tasks D 

2. Were you given trail,ling,on Vocational Counse ling? 
A. Ves B. No D 

3. I ryes. please state when and by whom th e training was olfered 

4. What is the number of organizations that can provide apprenticeship training in your 
localities (surroundings) 
A. Prod uctive ---------------------B. Trade _____________ _ 
C. Serv ice _____________ _ 

Total _________________________ _ 

5. From organiza tillil s enumerated In qu esti on 110. 4 how many of them did offer 
apprenti ceship training? 

;\. I'rtld ucti ve 
13. Trade 
C. Snv ice ______________ __ 

Tul ,tI 



(1. \\ 'crl' there 1;1\\/s h:lek illg illlplellll'lltati llll nfapprl'IHicejhiPltrainin g? 
.. \ . Yes c::::::J 11. ,si ll 

7. [[" yo ur response III ll ll estiollll0 () is 'Ycs'\\hich (1 [" the foll owing were tl sc:d by your 
insti tution to l;lCil il ;lI c apprenticesh ip tr;lilling'! (you may choose morc than one ;ltlS\:ver) 

i\. ,Ipprent iccship proclam at ion c=J 
11 . apilre nli eeship regulalion c::::::J 
C. <lppn:nti ccship guidc:line CJ 

Oiller 

X. A re th ere criteri a set relating to selection o r<1pprell l ices~tra ining offering organizat ions? 
1\ . Yes c::::::J 13 . No L---..l 

'J . II ' yo ur response 10 queslion no 8 is 'yes' whal are Ihe crileria determined to se lect 
orga niza li ons Ihal shall participale inlhe provision of apprenti cesh ip training? 

A. the number of employees c::::::J 
13. the amounl of capila l c::::::J 
C. Iype of ownership c::::::J 
D. Iype of bli sinessc::::::J 

Olhn _ _____ ____ _ 

10. How does Ihe number of Irainees 10 be assigned 10 each organizat ion for apprent iceship 
Ir:lilling determill cd? 

A. by each orga nization unilalerally c::::::J 
13. by TvET institution onlhe basis of preset criteria c::::::J 
C. by Ihe agreement between TvET institution and organization c::::::J 
D. on Ihe basis of the stalement of the law c::::::J 
E. there is no formal procedure c::::::J 

Olher 

II . Who assigns trainees to each se lected organ ian? 
A. Ihe vocational counselor 
13. th e trai nee / teacher c::::::J 
C. th ro ugh trainees personal contact c::::::J 

Olher 

12. What criteri a are useel in the process of ass ignment? 
A. tield of training c::::::J 
B. distance c::::::J 
C. inlerest c::::::J 
D. chance / draw c::::::J 

Other ___________________ _ 

13. Did trainees s ign apprenticeship contract with organizations offering apprenticeship 
training? 

II. Yes B. No c::::::J 

14. I f yes. wlwt are Ihe items in the contract (YOli ma y choose more than one answer) 
II. full name and age of apprentice c::::::J 
13 . N,"ne and address of the orga ni zation c::::::J 
C. Name and address of the trai ning institulion c::::::J 
D. Ihe occupa ti on in whi ch Ihe apprenli ce is intended to under go apprenticeship 

training c::=J 



I ', . the tb tl' llll \\ 1111.: 11 tile ;lI)prCll l icl'sil ip [rallllllg :--, Jwll slar! ;1Ilt! it s dura ti on CJ 
] ', ((11Hlili( llls l il!' 11 1L' ICrlninlilioll n fl ilL' ( lllllr: lC! (1j";lpprl'nlilTShip [["<lining r=l 
( ; . COil diltUI1S III 11; 1~ ' 1ll1'1lIS for til l' ;lpprL'Jllicl' c=J 

1:' . 1)0 ;l]1prl'll l iccs p;I~: Icc ItJr the apprcilticeship trainin g? 

.'\ , Yes [:=:J II. No 0 

I h . j r yes. pic;ISl' SI;,l l' the processes or the payment 

17, II ' Irainees arc requ ired 10 pay lor Ih e 
capac il l' 10 pay (wklhe r Ihey affo rd") 

apprenti ces hip train in g. how do YO ll rate their 

A. Hi gh 0 B. Medium C. Low 

IX. V·Jere th ere SO llll' I r<linces forced not to attend apprenticeship training? 
A. Yes 0 13 . No 0 

19. lI' yes, which one " flhe fo llowing were the reasons? 
A. Absencc of adequate organi zati ons in the area 
B. Incoll venience orthe time lor apprenticeshi p program 

C. Reluct'lIl ce of the trainees o 
D. Shortage of manpower to orga nize apprenticeship training 
E.Olher 

20. Did some trainees ~ apprenticeship training? 
fI , Yes ~ B. No 

2 1, I r yes, whi ch oj' the following could be the possible reasons? You may choose more than 
one answer 

A. Assignment on the duties other than field of training c::::::J 

22. 

B. The period overlaps with trainees engagement in other activities / such as 
farmin t'i 0 

C. Financial problem 0 
D. Due tn marriage D 
E. Heallh problem 0 
F. High di stance to organization th at offers apprenticeship training 0 

Other 

Which of the following responsibilities waS not practiced by an organization that offered 
apprenticeship- training? (more than one answers are possible) 

A. To receive and provide apprenticeship training to trainees 
B. To assign the apprentice in the place appropriate to his training to ensure that the 

apprenl ice acquire proper work experience. c::::::J 
C. To assign a capable supervisor who would enhance the skills of the apprentice, 

and should follow up the day - to - day performance of the apprentice 0 
D. To acquaint the apprentice with work methods of the organization 0 
E. To consider the trainee as a regular employee and to provide him with the 

necessary inputs 0 
F. To evaluate the perf\2t:tlli,l1lce of the apprentice and submit the results to the 

,[,VET institution L-J 
G. To cooperate and work in coordination with the TVET institutions D 

Olhers 



~~ . I low do you r: llL' the ;lppru pri :lI l' Il CSS /material s lI sed for pracli cnll training ill the TVET 
institlltion',) 

o ll . l\ kdiulll 

2~1. Ilow do ynu cv;li u<l le th e approp ri <l iCIH.: SS o r Jll ateria ls in th e orgnnizatioll to enhance th e 
praCi ic al sk ill s 0 I' :Ipprent icc') 

/\ . lligli 0 B. I'vlcdium 0 C Low 0 

25 . How do YOll ev;!l uale th e similarit y or material s for practical training in an organization 
"1Il1 TVET instit uti on? 

/\ . High o B. Mediulll C. Low 

2(" II ' your response In questi on no 20 is low or very low which one of them is we ll equipped? 
A . the tr:lining in s tittJtiod~ B. the organization c=J 

27. How do you evaluate the capability of the supervi sors ass igned by organization to 
evaluilte til e perlorman ce of apprentices? 

A. High 0 B. Medium 0 C. Low 0 

n. I I' your response tn questi on no 22 is low which of the to ll owing could be the main reason 
lor th e problem') 

A. Inatiequilcy in methodology to offer trilining 0 
B. The supervisor is unskilled lack practica l training 0 
C. The supervi sor is academica lly not qualified 0 
D. Other ___ _ ___ _ _________ ___ _ 

29. In your opinion which of the tollowing highly hinder the smooth implementation of 
ilpprenticeship training? You may choose more than one answer 

A. The lack or inapplicability of apprenticeship guideline 0 
B. Lack of partnership between organization and TVET institutions 0 
C. Reluetilnce of organiziltions to cooperate 0 
D. Mismatch between llumber of trainees and capacities of organizations to 

absorb them 0 
E. Financial problems 0 

Other ___________________ _ _ 

30. Would you please state major problems you taced 111 relation to the implementation of 
apprenticeship- training? 

A. ________________________ _ 
B. ____________________ _ 
C. ____________________ _ 
0. _______ _____ _ 

31. What possible solutions would you suggest to mitigate these problems? 
A. ____________ _ 

B. c.--- ----- -----

D. 



!\ 1'1' EN I) I X--3 

A DDI S ABABA UN IV ERSITY 
SCHOOL OF GRADUATE STUDIES 

DEPAI<TM ENT OF EDUCATIONAL PLANN ING AND MANAGEMENT 

A ()uest ionnaire to be filled hy supervisor in apprenticeship trainin g offering 
orga n iZ:l t ions 

Th~ purpose or thi s qUl'stion naire is to gather inrorma ti on and opinion about the implementation 
o r apprcnticcship training in government TVET institut ions. Thus, your rrank and sincere 
responses to the items in the question naire help to meet the objecti ve of the study. Be sure that 
the inlormation you pro vide wi ll be kept contidential and used only for the academic purpose. 

Part olle: Ge ll eral Background 
1. Name of the organiza tion ____ _ 
2. Address ----,-::----

2. I Zon ~ ______ 2.2 Woreda _____ 2.3 Town, _ __ _ 
3. Qua lilicat ioll _______ _ 
4. Your position in the Ilrganization _______ _ 
5. Yea rs of service 

---~~-~----

6. Sex a) Male 0 b) Female 
7. Type of business 

A . Manufacturing 
B. Trad~ 

C. Servi ce 0 

o 
o 

Ot her _ ______ _ 
8. Type of ownership 

A. CillvernmentD 
B. Private 0 
C. NGO 0 

9. The organization is accountable/answerable to o 
o 

A. Federal government 
B. I{ cgional Government 

I O.Number of Employees in the organization 
A. Permanent ._----:-----
B. C 'ontractltemporary/bases _____ _ 

Tlltal 
I I.The number ofTVET trainers attended apprenticeship training in your organization during 

the years 1994 E.e 'illd 1995 E.C. 
A. 1')94 E.C--'--_ ____ _ 
B. I ')t)5 E.C .,---------

Total ____ _ _ _ _ 



12Tnr how long did T \ "I":T I r <l illcr~ ,1I 1c l1d apprcilti ceship Ir<l ining in your orgalli /",llion 

:\ . """lIhs II. . __ . ___ el ,I\'S C. hOllrs 

Part two : (iclll"r;d ()lJcs li(lll ~ 

I. Il ow \\" IS nlllr mg,lIli/.atioil made to pro vide apprcilticesh ip traillillg') 
1\. 011 Ihe basic or the rL'qllest by TV ET institute c:::::::J 
II , 011 Ihe b"sis or guidclinc ordcr rrom local admi ni strati on oi'l ice c:::::::J 
C. On Ihe basis Dr order (gllideline) from Trade lI1li on/Employers 

/\ssociatioll 
D. Oiller ____________ _ 

2, Were thcre laws bading im piemen t'l ti on orapprenli ceship training? 
A, Yes c:::::::J B , No c:::::::J 

], Were yo ur organ izat ion made ramili ar wi th issues relating to appren ticeship training? 
!\ , Yes c:::::::J B, No c:::::::J 

4. Ir you response to question No 3 is 'Yes' how was your organization made fa miliar with the 
issues? 

1\, 

13. 

c. 

By providing appren ti ceshi p guideline to the organi zation c:::::::J 
Throllgh di sc uss ion with hi gher ollicials of the organization on 
the meeting held for one day, II 
Though training of trainers apprenticeship in the 10rIn of workshop 

(semillar) c:::::::J 
Other _,----,----__ -:--:-_-,:-_ 

5,Are there criteria set relating to select ion of apprenticeship training offering organizations? 
A. Yes c:::::::J B, No c:::::::J 

6, lf your response to question no 5 is 'yes' what are the criteria determined to select 
orga nizations that shall participate in the provision of apprenticeship training? 

, A, the number of employees c:::::::J 
B, the amount of capital c:::::::J 
C. type of ownership c:::::::J 
D, type of business c:::::::J 

Other --:--,-----;----c-
7,How does the number of trainees to be assigned to each organization for apprenticeship 

training determined? 
A, by each organization unilatera lly c:::::::J 
B, by TVET institution on the basis of preset criteria c:::::::J 
C. by the agreement between TVET institution and organization c:::::::J 
D, on the basis of the statement of the law c:::::::J 
E, there is Ill) formal procedure c:::::::J 

Other 
S. Who ass i~n s trainees to each se lec ted o r~ani z'lti on ') 

A, the vocational counselor d B, the trai nee / teacher c:::::::J 
C. through tr'linees personal contac t CJ 

Other 



') . 11 011 do \, '"' e"alu'II ,· \ our ahility to tra in'T appren ti ce (for supervisor onl y) 
/\ . I li~ h 0 I\, Med ium 0 C. Low 0 

10. I hlli ,'s a,)(1 r"sponsi hili ti es expeclc'd 01' apprenticeship are li sted here under ~mong thc li ve 
uplillllS chuose the PilL' bes t dut ies the 11l;lj urily and sho\V your response fo r L'~ l c h item 

High Medium Low 
10. 1 To di li~entl y perform the apprenticeship training D D D 
10 .2 To he' acquaintcd wit h wo rk method of thc 

orh!;' 11 i za! iOIl D D D 
II U To ut ili ze wit ca re '"1d econol11Y nwteria ls B D B 104 The abi lity to perform practica l activ ities 

B 10 .5 The "bili ty to cooperate with other employees D B 10.6 The "bility to utili ze input efficient ly 

§ § 10.7 The 'iua lity of goods they product B 10 .8 The "bility to use ortice eq uipmen ts 
Other 

I I. Which of the lo llowing act iviti es were performed by the TVET institut ion? You may choose 
more than one answer. 

A. utili zing "pprentices Evaluat ion done by your supervision as a component of 
overa ll eva luation of trainees during certilica ti on 0 

B. /()llowing up the process of apprenticeshi p traini ng by assigning appropriate 
profess ionals 0 

C. co llabora te with your organ ization by preparing gu icieline and schedules for 
implementation of the apprenticeship training 0 

12. I-lave your evaluation and transferred apprentice result (grade) to their institution 
A. Yes 0 B.No D 

13. 11' your response to question number 12 is yes how do you rate your capaci ty to evaluate (for 
supervision only) 

A. High 0 B. Medium D C. Low D 

14.00 apprentices pay fce for the apprenticeship trai ning? 
A. Yes 0 B. No D 

15. 1 r yes. please state the processes of the payment _ _______ _ 

16. Did you organ ization make payments (such as pocket money, transportation cost, uniform 
etc) to apprent i ce~ 

A. Yes B.No 
17.0id you organization incur loss emanjtin, from apprentices training? 

A. Yes B. No D 
18. If your response to question No. 17 is "yes" which of the following could be the reason? 

(more than one answer is possible) 
A. The products of apprent ice are below quality standard D r---l 

B. ThL' products of ~pprentice are worth less '--' 
C. Clpaci ty of ~pprentice lor practica l work is minimal 0 
I). M iSlIse of inputs by apprentice 0 



1:. "<>Ik di scipline of ,r ppIenti cc is I",,' 0 
Othcl 

20 . Ir:'Ull respo nse tn ljllCSli on No. 1<) is ':;cs' what \", IS ,Ill incentive given? (you may choose 

mure 111.111 nile illlswcr) 
/\ . T;r~ exempti on "n imporled machinc and othel equipments 0 
II . charge I'ree train ing lo r cmpl oyees of the organiza tion in TV ET intuition 0 
C. cha rge I'ree provision of land for expansion 0 
I) . te tter nl' thanks ~ i ven on graduation days 0 

Other _____ _ ________ _ 
2 1. Did trainees sign apprent iceship con trac t with organizations offering apprenticeship training'l 

A. Yes 0 B. No CJ 

22. II' yes . what are the items in the contract (you may choose more than one answer) 
1\. fu ll name ,rnd age of apprentice CJ 
B. Name and ,rddress of the organizat ion CJ 
C. " tra in ing institution 0 
D. the occupation in which the appren ti ce is intended to under go apprenticeship 

training 0 
E. the date on which the apprenticeship training shall start and its duration 0 
F. conditions Illr the termination of the contract of apprenticeship training 0 
G. conditions of payments for the apprentice 0 
H. conditions o f insurance for damages on training 0 

23. Do apprentices pay ICe for the apprenticesh ip training? 
A. Yes 0 13. No CJ 

24. I f yes, please state the processes of the payment _--,--:--______ _ 
25. How many apprentices can your organization absorb? 

A. I-5 0 11.6- 10 0 C. 11 -15 0 D. 16 and above 0 

26. How do you rate thc interest of your organization to provide apprenticeship training in the 
future? 

1\. Hi gh 0 B. Medium 0 C. Low 0 

27. I-low do you evaluate the similarity of materials for practical training in an organization and 
TVET institution? 

A. High 0 B. Medium 0 C. Low 0 



APPENDIX--4 

ADDIS ABABA UNIVERSITY 
SCHOOL OF GRADUATE STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

A Guide for Documentary Analysis and a Questionnaire to be filled by TVET Principals 

The purpose of thi s questionnaire is to gather information and opinion about the implementation 
of apprenticeship training in government TVET institutions. Thus, your frank and sincere 
responses to the items in the questionnaire help to meet the objective of the study. Be sure that 
the information you provide will be kept confidential and used only for the academic purpose. 

Part one: Personal Data 
I . Name of the TVET institution _,..--;=~ _____ _ 
2. Sex a) Male r=J b) Female r=J 
3. Your academic qualification a) Diploma r=J b)BNBsc. r=J 

c) M.A IMsc r=J d) Ph.D. r=J 
4. Your field ofspecialization ___________ _ 
5. Years of service 
a) As a Teacher c) As educational officer ____ _ 
b) As a principal d) Others. _________ _ 

Part Two: General Questions 
6. Please indicate the number of academic staff by qualification 

a) Diploma 
b) B.NB.Sc 
c)M.NM.Sc 
d) Ph.D 

Total __ -:-__ --:-
7.Number of trainers currently attending degree programs through in service training __ 
8. Were there any laws backing the implementation of apprenticeship training? 

A. Yes r=J B. No r=J 
9. If yes, specify -:-:----,--,-_--:-___ . 
10. Did your intuition I trainees sign apprenticeship training? 

A. Yes r=J B. No r=J 
I I. Were there criteria set to select apprenticeship training offering Organization? 

A. Yes r=J B. No r=J 
12.lfyes, specify the main element in the criteria.---,,--______ _ 
\3 . Who assigns trainees to selected organizations? ________ _ 
14. Specify criteria used to assign trainees,--__ -----,,-----:---:---=:--:-:-___ _ 
IS.State, if any, those involved in organizing apprenticeship Training ____ _ 



16. Was there any activity under taken by your institution to promote apprenticeship tainting? 
A. Yes D B. No D 

17. If yes, please specify _______ _ 

18. Were trainees charged fee by your institution for the apprenticeship training? 
A. Yes D B.No D 

19. Who covers trainees' personal expenses during apprenticeship training? 

20. Did your institution subsidize recurrent cost of organization? 
A. Yes D B.No D 

21. What are the reasons for some trainees to be completely excluded from apprenticeship 
training? _____ ________ _ 

22. How do you rate the adequacy of the following facilities in your institution 
A .EquipmenUMachine 

a) High D b) Medium D c) Low D 
B. Hand tools 

a) High D b) Medium D c) Low D 

C. Row materials 
a) High D b) Medium D c) Low D 

23. Were there any incentives given to Organization? 
A. Yes D B. No [=:J 

24. If yes, specify -::----,--_:-----,--__ --:-_--:----:-_ 
25. Were there professional assistances given during apprenticeship training? 

A. Yes D B. No [=:J 
26.1f'yes', how frequently? _____________ _ 

If'no', provide reasons, _________________ _ 

27. Please provide information relating to the experiences of apprenticeship training in your 
institution in the table presented below 



Number of Trainees Legible for Number of Trainees Who the 
Apprenticeship Training Completed Apprenticeship 

Occupational Trainine 
AREA 2001/2002 2002/2003 200112002 200212003 

N Of Training 
..!! ..!! ..!! ..!! 

0 ..!! '" '" ..!! '" '" ..!! '" '" ..!! '" '" '" E 
~ '" E 

~ '" E 
~ '" E 

~ :E " :E " :E " :E " t.<. t.<. t.<. t.<. 

I Business Education 
1.1. Accoun ting 
1.2.Banking and 

Insurance 
1.3. Sa les Imarketing 
IA. Purchasing 
1.5. Secretary 
1.6.1nformationTechnolo 
gy 

2 Hotel Service and 
Beautification 
2.1. Cooking 
2.2. Bakery and 
confectionery 
2.3.House Management 
2A. Hotel service 
2.5. Hair Dressing 

3 Construction Technology 
3.1. Drafting 
3.2. Surveying 
3.3. Wood work 
3A. Road construction 
3.S.Building construction 

4 Industrial Technology 
4.1. Electricity 
4.2. Electronics 
4.3. Automotive 
4A. General mechanics 
4.5.Machine Technology 

5 Textile and Garment 
5.1. Textile craft 
5.2. Tailoring 
5.3. Dress making 

28. Would you please state major problems you faced while implementing apprenticeship-
training? 

A. ____________________ __ 
B. ____________________ __ 

C. ,-----:-;-:-----:--,-__ ----;--;--____ --,--
29. What possible solutions would you suggest to mitigate these problems? 

A . ________________________ ___ 
B. ______________________ __ 
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Government Schools that conduct 10+1 and 10+2 TVET Programme And the Areas of Training (1994 EC.) 

St'r. ",,0. School (c,,,,,,) Region Zone IWeredal Town 

~ 



Sl'r. :\"0. School (c,,,,,,) Region 

;~ 

Zone Weredal Town ~I ! 
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55 
t·.,. 56 

57 
L t 58 

- 59 
60 
61 

- 62 
63 
64 

t ,65 
"i 66 

67 
, 68 
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Oebre S irhan TVET 

Ataye TvET 

Wzo. Sehin technical school 

Dess;c= TVET 

Kombo1cha T VET 

Aqcsta TVET 

Woldya TvET 

Mehal Meda TVET 

Lalibcla TVET 

Dcbre Tabor TVET 

Nefass Mewcha TV ET 

Addis zcmen TVET 

GondarTVET 

Debark TVET 

QoUadcba TVET 

Medhanialem Comp. Sec. School 

Dire Dawa Compo Sec. School 

Dire Dawa Technical School 

Adadale techn ical & Voc. School 

Luci Senior sec. School 

Humeras Sec. School 

Shiraro Sec. School 

Shire Endesil1ase Sec. School 

Axum Sec. School 

Nigst Saba Sec. School 

Hinticho Sec. School 

Region Zone 

Amhara North Shoa 

Amh<lra North Shoa 

Amhara South Wollo 

Amhara Soulh Wollo 

Amhara South Wollo 

Amhara South Wollo 

Amhara North Wollo 

Amhara Nonh shoa 

Amhara Nonh Wollo 

Amhara Soulh Gondar 

Amhara South Gondar 

Amhara South Gondar 

Amhara Nonh Gondar 

Amhara North Gondar 

Amhara North gondar 

Harari Harar 

Dire Dawa Dire Dawa 

Dire Dawa Dire Dawa 

ATar 1 
Afar J 

Tigray mirabawi 

Tigray Makelawi 

Tigray Makelawi 

Tigray Misrrakawi 

Tigray Makele 

Tigray Debubawi 
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" ] il 0 
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Oehre Sirhan IXbre Sirhan 

Tanna BeT Ocbre Sina X X X X 

desie Dessie x x x x X X 

Dessie Dessie 

Kombolcha Kombolcha x x x x x x 

Legambo Aqesta x X x 

Woldya Woldya 

Gerakeya Mthlll meda x x x x 

Bugna Lalibela x x x x 
dehre Tabor Ochre Tabor 

Lai gaint Nefas Mew( x x 
Kemekcm Addis zeme x x 
Gonder Gonder 

Debark Debark x x x 
Dembia qo tla deba x x 
Harar Harar x x 
Dire Dawa Dire Dawa x x x x x x 
Dire Dawa Dire Dawa 

Aysaita Aysaita x x 
Ami Bara Melkawere x x 

shire x x 
Axum x x 

Adewa adewa x x 
Ganta Afeshe Adigrat x x 
debubawi We Makele x x 
Enda Mchoni Maichew x x 

~~ l~~~iM Tutl1~ &:. J:arnw:nl 
T«h. ~I" f';~"1i~hd\Ioi; ,i. L . Construction ;ilnd'ti;(ijl!l '-eChn !o~. 
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X X X X X X X X X X 14 
X X X X X X X X X X X X 17 

X X X X X X X X x 9 
x x x X x x x x X x 16 
x x x x x x x x 11 

x x x x x x x x x 9 
x x x x x x x x x x 14 
x x x x x x x x x 13 

x x x x x x x x x 9 
x x 4 

x x x x 6 
x x x x x x x x x 9 

x x x 6 
x x x x x x x 9 

x x x x x x x x x x 12 
x x x 9 

x x x x x x x x 8 
x x 4 
x x 4 

x x x x x x x 9 
x x x x 6 

x x x x x 7 
x x x x x x 8 
x x x x x x x x 10 
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Wurchi]ek Sec. School 

Aoi Adi Sec. S!.:houl 

Agazi Sec. School 
Hidegahamus Sec. School 

Wukero SIX:. School 

Aiseyohannes Sec. School 

Kuya Wold Neguse 

T ilahurn Gizaw Sec. School 

Tadagawa Ethiopia Sec. School 

Shire Emksm~ S~. School (SOC) 

Axum Sec. Schoo l (SOC) 

Adigrat Sec. School 

Mekele SDC 

Korem soc 
Mehichew Technical Co llege 

J inka Technical School 

Arbaminch Technical School 

Sawla Technical School 

Soda Teehnica l School 

Boditi Technical School 
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Oil1a TVET School 

Alata Wonda TVET School 

Yi rgalem TVET School 

Awassa TVET School 

Durame TV ET School 

Hossana TVET School 

Goro TVET School 

S onga TV ET School 

Region Zone 

Tignly Dcbubawi 

Tigray Mckelc 

Tigray Makelaw! 

Tigray Misraka wi 

TigTOly Ocbubawi 

Tigray 

Tigray 

Tigray 

Tigray 

Tigray 

Tigray 

Tigray 

Ti gray 

Tigray 

Tigray 
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. 
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SNNPR' Wolayta 
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:,. ~:i ~ .: ' .. 
, ! l Bhslneh Educ' lIon 
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~ • " :iE d: , 

'" 
Alamata Alamata x x 
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Axum x x 
Ganla Afcshel Adigrat 
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x x 
x x 
x x 
x x 
x x 
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Gofa sawla 

Sodo zuria Sodo 

Darnot gale Boditi x x 
Alaba Alaba x x 
Wonago x x 
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AwassaZuria Awassa x x 
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Lema 

Goro Wolkite x x 
Gimbo S onga x x 
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x x x x x 7 

x x x x x 7 
x x x x x x 8 

x x x x x x x x x 9 
x x x x x x x x x 9 
x x x x x x x x x 9 
x x x x x x x x x 9 

x x x x 6 
x x x x x x x x x x x x x x , 17 

x x x 3 
x x x x x x x x x x x , 12 

x x x x x 7 
x x x x x x 8 
x x x x x x x x x x x x x x , 17 

x x x x x 7 
X x 4 
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x x 4 
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Technical Vocational Education and Tra ining Structure 
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Upper$econdary 
11 Education 

10 " .' ..... ; 

9 General Secondary 
Education 
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Primary Education . 
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4 
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Kinder Garten (formal and non-formal) _ 
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» » 
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].: The OtTice may, based on the science and 
tec hn ology o f th e relevant tim e aJ1d th e 
soc ietal needs, modity the courses stated 
under Sub· Arti cle 2 of this Article , 

PART THREE 
APPRENTICESHIP 

19. Determina tion of apprenticeship training 
progr3m 

20. 

2], 

The OtTice shall, in consultation with employers 
and other concerned parties, and on the basis of 
pre·determined occupational standards, determine 
apprenticeship program for every occupation . 

Organizations participating in a apprenticeship 
training 

A body empowered by the State shall, based on 
guidelines and criteria determined by the office,. 
se lect organizations that shall participate in the 
provis ion of apprenticeship training. 

Duties and responsibilities of organizations 

Every organization selected for apprenticeship 
training sha ll have duties and responsibi lities as 
provided hereunder: 

li To receive and provide apprenticeship 
train ing to trainees; 

21 To assign the apprentice in the place 
nnrropriate to his . training and to ensure that 
lile apprentice acquires proper work 
experience; 

31 To assign a capable supervisor who would 
enhance the knowledge and skills of the 
apprentice, and should follow up and 
evaluate the day-to·day performance of the 
apprentice. 

-I! To acquaint the apprentice with wor~< rules 
and methods of the o rganization; 

51 To consider the trainee as a regular employee 
and to provide him the necessary inputs; 

6! To respec t and enforce human dignity of the 
apprentice; 

IJ' 
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7/ To eval ua te the performance o f the 
opprentice and transmiate the resu lts to the 
rrain ing insti nlli on. 

31 by inspecting the ski ll that the trin ee acq uired 
fo rward opinion to the conccmed organ as to 
the compe tency of th e ins tition. 

91 To cooperate and wo rk in coord ination with 
rraining insti tu tions; 

22. Duties and responsibilities of training 
institutions 

Regarding apprenticeship rraning, every trammg 
institution shall have duties and responsibilities as 
provided hereunder: 

II To assign a coordinator who shall follow up 
and control apprenticeship training 
undergone by trainees; 

2/ To prepare operational guidelines and detailed 
programs . and for their inaplementation, to 
cooperate and work in coordination with 
organizatipns; 

3/ To utilize result of performance evaluation 
relating to apprenticeship training as a 
criterion for certification, 

4/ by receiving opinion from the institution 
inaprove the fuaruty of the training, 

23. Duties and responsibilities of an apprentice 

Every apprentice . shall have duties and 
responsibilities as provided hereunder: 

II To diligently perform the apprenticeship 
training; 

21 To utilize with care and economy tools, 
equipment and matedals supplied to hina for 
rraining purposes 

J/ To be acquainted with and to observe work 
rules and methods of the organization to which 
he is assigned for apprenticeship training; 

- , 41 Without prejudice to the provisions of other 
laws, not to divulge to any other person work 
s crets of the organiu tion that he acquired in 
the course of his apprenticeship training; 
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5/ To immediately infonn the concerned bodv 
when he becomes aware of. any event or f"~; 
which may be a threat to his or others' health or 
life, or which may affect the interes ts of the 
organ ization; 

2-1. Contrac t of app renti ces hip 

Contract of apprenticesh ip shall be concluded 
3.Jllong a training institution, an organization and an 
apprentice, and shall contain the following 

0) Full name and age of the app rentice; 

b) Name and address of the training institution: 

c) Name and address of the organ ization; 

d) The occupation in which th e apprentice tS 
intended to undergo apprenticeship traini ng; 

e) The date on which the apprenticeship shall start 
and its duration; and 

f) Conditions for the :cnnination of the contract 
of apprenticeship. 

PART FOUR 
ON THE ESTABLISHMENT AND OPERATION OF 

TRAINING INSTITUTIONS 

25. Participation in the provision of train ing 

Any public or private training institution or one 
owned by a nongovernmental organ ization may 
provide technical and v0cationa l education and 
training. 

26. Establishment 

1/ Any public training institution which is 
accountable to any organ of the Federal 
Government sha ll be established by 
Regulations to be issued by the CQuncil of 
Min isters. 

21 Any public trammg inst itution which tS 
accountable to any organ of a State shall be 
established by a law to be issued by the State 
legis lature. 

/+-



5. Courses for Year One Middle Level Technical Vocational 

No. 

1. 

2. 

3 

*N.B. : 

Courses 

Main Courses 

A In- School Training 

1.1 Job Title: Junior Personnel Records Clerk 

Course Title: Personnel Records Management 

1.2 Job Title: Junior Personnel Communication Clerk 

Course Title: Personnel COlllmunication Management 

1.3 Job Title: Junior Personnel Statistics Clerk 

Course Title: Personnel Statistics Management 

B. Project Works 
C. Apprenticeship 

Supportive Courses 

2. 1 Introduction to management 
2.2 . Introduction to Human Resource management 

Common Courses 
-YO 

3.1 Math's 
~/IS' 

"1" 
3.2 English 
3.3 Introduction to Computer & Basic Application "i'a /:; ( 
3.4 Civics ~~ O~· ~ 

"/~ 0..,. 3.5 Entrepreneurship 

Mathematics = 

English = 

Civics = 

Grade 11 
Grade 11 
Grade 11 

8 

Unit 1,2,3,5,6 
Unit 1 to 10 
All units 

~ T;, 
)" ' 
"'i 

Time 
Allotted 

(Hrs) 
887 

500 

180 

150 

170 

75 
312 
175 

75 
100 

330 

75 
75 

1/50 
5(1A, 

"80 
, 

• 

;J" 

"~ ,/ 

16' 



TRANSCRIPT FOR MIDDLE LEVEL TVET YEA R ONE TR AINING PROGRAMM E 

REGION 
NAME OF THE TRAINING CENTER 
NAME OF THE TRAINEE 
SEX AGE 
YEAR 
OCCU PATIONAL TITLE: JUllior HUIIlIIIl Resource Assistallt 

S.N 

I 

1.1 

I. I. 1 

1. 1.2 

1. 1.3 

1.2 

1.2. 1 

1.2.2 

1.2.3 

1.3 

1.3 .1 

1.3.2 

1.3.3 

2 

2. 1 

2.2 

3 

3.1 

3.2 

3.3 

3.4 

3 .. 5 

Course Title 

iVI:lin Courses 

Personnel Record management 

In School training 

Projec t work 

Apprenticeship 

Personnel Communication skills 

In Schoo l training 

Projec t work 

Apprent iceship 

Personnel Statistics 

In School tra ining 

Project work 

Apprenticeship 

Supportive courses 

Introduction to Management 

Introduction to Human Resource Management 

Common Courses 

Mathematics 

English 

Civics 

Introduction to IT and Basic 

Application 

Entrepreneurship 

TOTAL 

RECO RD OFFICER 
(Sig.) DATE OF ISSUE 

TraiJling 
hrs. 

180 

27 

116 

150 

22 

96 

170 

26 

106 

75 

100 

75 

75 

50 

50 

80 

1,392 

~/ax. Achiel'able 
Marks 

13 

2 

8 

11 

2 

7 

12 

2 

7 

5 

7 

5 

5 

4 

4 

6 

100 

DIRECTOR 
(Sig.) 

PH OTO 

Achieved 
Marks 

This Transcript will be prepared in 3 copies; 1" copy will be given to the Trainee, 2"d copy for the record office and the 
3'd copy will be attached with the certificate when it is sent to be signed by the Bureau head. 
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Thi s thesis has been submitted for examination with my approval as a uni versity advisor. 

Name: Seyoum Teferra / Professor! 

S ignatu re: -':::~:::::::I;-,.-L/---!-/-'f$,---' ....L/'---.JL}_ l_ 
./ ' 

Date of Approval: ________ _ 



Declaration 

I, the undersigned, declare that this thesis is my original work, has not been presented for a 

degree in any other university and that all sources of materi al used for the thesis have been du ly 

acknowledged. 
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