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Abstract

This study set out to assess the link of automotive technology program and labor market demand
in Tigray region: the cases of four selected TVET institutions, and thereby forward possible
suggestions for the improvement of link of automotive technology and labor market demand in
these training centers. To achieve the objective of the study the basic questions are taken as a
base. The skills of graduates comparing to labor market demand, TVET capacity in using labor
market information, relationship of TVET training center with employers, satisfaction of
employers and graduates in the provision of practical training, and understanding of employers
in the program of TVET training are employed in the study. To assess the situations, four TVET
institutions were selected using random sampling method out of eight TVET institutions which
were providing automotive training in the region. Descriptive survey method was employed, the
reason being that it could help to gather a large variety of data related to the subject under
investigation. To gather the necessary data graduates of three consecutive years starting from
1999/2000-2002/03 E.C. were included. Moreover; trainers, management members and
supervisors from selected institutions and regional TVET Bureau are included in the study using
pur posive sampling method. And graduates wer e traced by using snowball sampling. In addition
to this, employers and coordinators of micro & small enterprises are also interviewed using
convenience method. As data gathering instrument questionnaire, interviews and observation
were used .The results of the study showed that, graduates of automotive technology were not
equipped enough in practical training, employers and graduates are not satisfied in the practical
training of the TVET ingtitutions, there is a gap in between TVET institutions and employers
,and labor market information system was underutilized, etc. Hence, the study recommended
these selected TVET ingtitutions of Tigray region should better improve the provision of
practical training rather than theory, employ labor market information effectively, and work
cooper atively with the employers etc.

Vii



CHAPTER ONE

INTRODUCTION

1.1Background of the Study

Technical and vocational education and trainingEETYis one of the most powerful instruments
for economic, social and political developmentislia means for enabling all members of the
community to wisely use modern technology and kelgolve their problems. It has also a great
impact in producing skilled manpower that has saftstl role in the development of the

country. Hence, many countries recognized the itapoe of TVET and have been taking

different measures since the last three decadesatomize its effectiveness in their education
system (UNESCO, 1999).

Education reform encompasses technical and vo@temtucation and training (TVET), which
responds to the needs and qualification requiresnefthe Ethiopian labor market. TVET is
geared towards enhancing the competitiveness otahomic sectors through a dynamic,
demand-driven and quality assured system of sHigelopment. This will result in life-long
learning and equal access opportunities for afyelaigroups and envisage the formation of

citizens able to contribute to the social and ecanalevelopment of the country (MOE, 2007).

In line with this, the ultimate aim of vocationakining is employment. Therefore TVET
programs have to be linked to the job market. s thay, the socio-economic relevance of
TVET can be enhanced. Then, TVET helps us to redbeeunemployment rate or prepare
individuals to be employed on the labor market botpublic or private and in the form of self-
employment. The assumption of TVET system is tin@t graduate trainees from various

institutions can get job opportunity for wage enyph@nt or starts their own business.

According to the above statement, TVET systemsvee## placed to train the skilled and

entrepreneurial workforce that countries need ¢ater wealth and emerge out of poverty. TVET
also can be delivered at different levels of saptason. This means that TVET institutions can
respond to the different training needs of learriem® different socio-economic and academic

backgrounds, and prepare them for gainful employraed sustainable livelihoods.



Therefore, the major rationale for providing tedahiand vocational education and training
(TVET) is based on its use in the labor marketopReseek training to help them get jobs or get
better jobs and better positions in the jobs tHesady have and raise their earnings, etc. These
are some of the labor market outcomes people séek whey under take TVET. Governments
organize and finance TVET in order to increase rthetional competitiveness, reduce

unemployment, make the labor market function méfieient, etc.

These are some of the labor market outcomes gowisnseek when they organize and finance
TVET. Also employers often organize and finance TVar their employees, since, they seek to
increase the skill and productivity of their workethe quality of their work etc, workers and

employers are referred to as parties. The labokehas where the demand for labor meets the
supply of labor, where as a principle the needsiataiests of workers for employment meet the

needs and interests of employers for workers.

Based on the above reasons, countries introduceTT¥¥stem to reduce unemployment
problems. Therefore, those systems need mechansmske sure that the number of people
trained in different occupations match labor marketds. Trainee preferences are relevant but
such preferences on their own are usually not emoargd while employer needs are important it
is not always easy to establish what those neexjoahow they will evolve. Publically funded
provision needs to serve the interests of the whotgety by balancing trainee preference and

employer demand.

In supplying skilled manpower with the labor marldgmand labor market information is
essential for the healthy functioning of trainimgtitutions and performing labor markets. It is
also essential for the development of a society immdeed reflects the interest to understand
human development need of the specific societydoseconomy (Wieland, 2004). It also
identifies that labor market information informsthupply side of the labor market (type, level
and number of the labor need in the economy); #ftisient allocation of the resource for
training are needed. In short it shows that exgsskill gaps, employment trends, new observed
investments of economic opportunities in differemeas etc (MOE, 2006). In this context,
relevance means the relationship between trainipglg and demand or between the objectives

and outputs of the TVET subsectors and economicaoni@dl requirements (ecbp, 2006).



Accordingly, the researcher feel that to keep thkrfce between the demand and the supply
TVET institutions could use labor market informatithrough assessing the ground continuously

together with the entrepreneur of the market.

Since, the ultimate objective of TVET is employéliland employment promotion, it is
necessary to link training to the needs of the dabarket. Here, it shows that TVET should be
relevant and demand -driven, rather than suppliedrand a stand-alone activity. In general,
TVET system training should be relevant to laborkat demand, equitable, efficient and of
high quality.

In pursuing the objectives of the TVET in Ethiopidferent crucial principles were pointed out
to implement effectively. TVET institutions shoulocus or activate on the system of demand-
orientation. Here, it indicates that all TVET inhigtpia has to respond to the competence needs
and qualification requirements in the labor markBYET is geared towards enhancing the
competitiveness of all economic sectors througbrapetent work force and towards improving

peoples employability in the labor market and wébarded to self-employment.

Therefore, public TVET delivery system should haféective linkage or relevancy to the

existing labor market demand. If so, TVET instiomig can contribute in solving unemployment
and labor market problems and increasing levelzraductivity and income of the country. The

TVET system has to provide an adequately trainetkferce for industries as well as quality

services. However, the current training system MET institutions as well as the system as a
whole has-amongst others-shortcomings on practieahing. Technical trainers as well as

students have a skill gap as a result only a timonty of TVET graduates can currently find a

job (ecbp, MOE, 2007).

Vocational guidance services are also crucial toagwantages of TVET training relevant to
labor market demand. Guidance is helpful for indiixls in transition from school to work- the
choice of a vocation, adequate preparation faaritg the attainment of efficiency and success.
Guidance is more than giving information. It islartd of means of self-employment and of the

learning and assimilation of career, providing ediomal and labor market information.

Guidance in TVET institutions assists trainees lanping their education and training by

helping them to understand and appreciate theimtsl relate effectively to others, explore

3



career alternatives, develop appropriate educdtamdhvocational training plans, implement and
complete their plans, and integrate successfulgoriety and the labor market. Guidance is also
important to education and training institutionsdngse it helps to ensure that students make the
best use of the learning opportunities. It helpzens to appreciate their talents and to develop
them. Guidance helps to increase the skills ofdber force and there fore the economic of the
country. However, in all regions of Ethiopia incing Tigray region the link between training
programs and industries (employers need) or retsvai supply side to demand side is not

strong enough.

Therefore, according to the above mentioned proldenh others, this research is designed to
survey the link of automotive technology progrand éabor market demand in Tgray region: the
cases of four selected TVET institutions and ttesmake detailed analysis on the existing
situation of practical skill of graduates of tha@uotive technology and employers need in the

existing labor market.

1.2 Statement of the Problem

Relevance is the relationship between trainingpguand demand or between the objectives and
outputs of the TVET subsectors of economic andas@eguirements. In short, relevance means
comparison of the supply side to the demand sidep(e2006). Therefore, to balance the supply
side to demand side, good assessment of labor miarkeucial. Hence, these four selected
TVET training should be relevant to the labor mardlemand in order for the graduates of
automotive technology get job opportunities. Acaogly, the provision of employment market
information and occupational guidance services isystematic and professional process of
assisting potential graduates in locating possdgloyment markets which will match with
their capacities and the existing labor market dem&uch services are also expected to aid the
graduates of automotive technology in making octiapal plan and adjustment in
understanding effective self-direction and in magethallenges of personal affairs related to the
aspired occupation. In addition, effective markesessment helps TVET institutions to give
quality training according the occupational staddaand labor market demand. But, considering
the current situation of labor market demand assestsand provision of training, it can be said
that the curriculum is not effective since mostloeé graduates of automotive technology of the

TVET institutions are still have problem to obtaaibs. On the other side, technology changes

4



from time to time to fulfill the needs of man due tontinuous scientific investigations.
Therefore, to know the latest demand of the labarket, suppliers (TVET) institutions should

assess the need of employers according to thedkxgical changes.

In general, it is known that TVET institutions haseresponsibility to contribute in solving
unemployment and labor market problems, increakmgls of productivity and income, and
redressing inequalities among the people. Howekiercurrent practical training system of these
selected TVET institutions of Tigry region is nateguate in that capacity of TVET institutions
in making use of labor market information is lowdathmere is less cooperative work between
TVET institutions and employers in automotive tealogy training program. These problems
are further aggravated by lack of linkage of TVEEamotive training program and labor market
demand. And also there is lack of proper commumnaand feedback between the TVET
institutions and potential users of automotive tetbgy graduates. TVET institutions of Tigray
region especially automotive technology trainingpgsam should work cooperatively with
employers, try to employ labor market informatioystem effectively, and provide effective
practical training for the trainees. Thereforemeet the objective of the study, the following
basic questions were raised as guide for treatiegotoblems related to a survey study on the
link between automotive technology training progrand the labor market demand in Tigray

region: the cases of four selected TVET institugion

1. To what extent do guidance officers provide guidamabout labor market to
graduates of automotive technology?

2. Was the provision of practical training of autometitechnology in accordance
with the labor market demand?

3. Did the employers agreed with the automotive tetdmocurriculum provided in
the selected TVET institutions of Tigray?

4. To what extent was the relationship between stdkem® and the selected TVET
institutions of Tigray region?

5. Were the training facilities of the selected TVH§titutions adequate?

6. What was the status of employment opportunitiesaatfomotive technology
graduates in different sectors?



1.3 Objective of the Study

1.3.1 General Objective

The general objective of the study is to assessctiveent situation of linkage between
automotive technology training program and laborkeademand in Tigray region on the cases

of four selected TVET institutions.
1.3.2. Specific Objectives of the Study
The specific objectives of the study are follows.

1. To examine the extent to which guidance officevjated guidance about labor market
demand to graduates of automotive technology insilected TVET institutions of
Tigray.

2. To check whether the practical training of autommtiechnology was in accordance with
the labor market demand.

3. To investigate the linkage of TVET institutions goulum with the labor market demand
of Tigray region.

4. To examine the relationship between stakeholdedstlza selected TVET institutions of
Tigray region.

5. To investigate the training facilities of the seézt TVET institutions.

6. To examine the status of employment opportunitiegsubomotive technology graduates

in different sectors.
1.4. Significance of the Study

TVET training should be demand-based, relevankjldle, and responsive to the ever changing

labor market context. Hence, the study is expettddive the following significance.

* It may add some insight to the already existingréditure regarding the relevance of
TVET training to labor market demand.

* It may serve as a base for other researchers wh@wry to study the issue in depth.

* It may inform policy makers about the conditionrefevance of TVET training to labor

market demand.



1.5. Limitations of the Study

It is difficult to mention all the limitations ohe study from the out set. To mention some, the
researcher faced was shortage of time. In adegelated literature on the subject on the study is
also another limitation that forces the researt¢beause limited number of references, and it is
well known that the primary instrument in qualivatistudy is a researcher; all observations,
interviews and analysis were filtered through resears’ world view, values and perspectives.

Thus, it is impossible to say that it is free froras hundred percent.
1.6 Delimitation of the Study

In terms of time dimension, the study is delimited cover only graduates of automotive

technology training program of three consecutivargel999/2000- 2002/03 E.C. and have an
educational level graduates of 2000 E.C. are 10wR1®+3 and graduates of 2001 & 2002/03
E.C. are level 3 and 4.

Additionally, the research focuses on the situatbrthe link on the automotive technology
training program and labor market demand (pracskal of graduates, demand-driven training,
current relationship of TVET with stakeholdersjnimag facilities of the selected TVET colleges,
contribution of guidance officers in providing gaitte to trainees of the selected TVET

institutions of Tigray).
1.7. Definition of Key Terms

Employment - A condition in which people are working for otheaswages and salaries are

working for themselves in their own enterprisesil+Hz02).

Labor demand Is also a flow concept. It is the number of passemployers seek to employ at
the prevailing wage for a given kind of work. Awler wage level employers
would be inclined to employ more workers, at higherge levels they would

incline to hire fewer workers.

Labor force - Comprises these people holding and seeking ijebshose who are Employed

and unemployed. And it represents the stock ofrlabo



Labor market- In its natural application and the bulk of laey treatments, refers to a market
place in which supply and demand of labor interé@tdetermine how much
shall be paid to who in performing what tasks (@o@002). Here workers
and employers are referred to as the parties ofater market. This means
that where the demand for labor meets the supplalobr where in the
principle the needs and interests of workers foplegment meet the needs

and interest of employers for workers

Labor supply—t represents the flow of labor on to the labor kearlt is the total number of
persons offering their labor, including persons Iyewntering the labor
market and looking for their first jobs and thos@oware employed but

looking for new jobs, and those who are unemployed.

LMIS — The way which informs the supply side of the labwrket (type, level and number) of
the labor need in the economy or labor market? Hartsit indicates skill gaps,

employment trends new observed investments af@o@ opportunities.

Relevance -Describes the relationship between the outpub®ftitaining system and economic
and social success, e.g. fields of training campgato labor market demand. Or
Employment and productivity (MOE, 2003)

TVET - Is education that is designed to train and e@dustudents in specific traditional and
modern fields of vocational skills for students whave completed grade 10 and
show sufficient desire and inclination to be traime the field of their choice (MOE,
2002 GTZ, 2000).

Unemployment — Refers only to involuntary idleness of manpowdail, 2002) is enforced
idleness of wage earners who are able and willingidrk but cannot find

jobs.



CHAPTER TWO

REVIEW OF THE RELATED LITERATURE

This chapter consists of a review of related lite to the study. In the first section, a brief
description on the basic concepts of demand drikagning are given that include Multitude of
labor markets; labor force; efficiency, functiondammpact of labor market; labor market
information, linkage between TVET institutions datior market. In the second section consists
of the relevance of training, curriculum in TVETdaits relevance, skills needed in labor market,
and ETQF. The third section consists of types gblegment opportunities, unemployment. The
final section describes the vocational guidance @nuhseling, global purpose of TVET, current
status of TVET development in Ethiopia and purpageBVET in Ethiopia.

2.1 Labor-Market/ Demand Driven Training

One of the factors that determine the relevanc@\@T is labor market demand. It can be
relevant only if it achieves to equip people witle right skills for any type of employment. The
skill & number of persons in training must be rethto the skill and number of persons who will
be needed by industry/employers. Thus, the traihamgyto meet the demand of the labor market.
(Yekunoamlak, 2000:18).

For the TVET system to be demand driven, it hasetanore responsive to the demand of labor
market through the establishment of stronger liekhgtween the labor market and training
institutions, involvement of stakeholders in designtraining programs, utilizing labor market
information system, making tracer study on theidatibn of graduates in the job market that
can provide useful feedback for the revision ofnireg programs so as to enhance and fulfill
employers need.

2.2 Multitude of Labor Markets

The conditions of supply and demand in all laborkees cannot be the same. Supply and

demand conditions prevailing in one labor market ba completely different from supply and
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demand conditions prevailing in another. Accordynglemand of the labor can differ due to

different reasons.

Just as there are different markets for differentd& of goods, there are also different markets
for different kinds of labor. Labor is not homogens. There are no fixed categories that apply
equally well in all countries, although most coiuggrremain fairly close to the categories given
here. One common categorization of labor is byl $vel: such as, unskilled, semi-skilled,

skilled, semi-professional and professional. Hemash country tends to make adjustments to

correspond to economic structure. Such categareesseful for describing the labor market.

Labor markets are influenced by geographic locatparticularly as influenced by the natural
environment, demographic patterns and infrastrectur There are differences even in
industrialized countries, but in developing cowtrithe differences are often much larger
because of differences in cost of transportatidocational levels and environmental factors.

The natural environment shapes the ways of peapteand work together, and therefore it

shapes the labor markets.

People exploit advantages offered by the envirortmidre main difference is between urban and
rural labor markets. Infrastructure (such as ro&dsiges, schools, hospitals) is developed to
enhance capacity to live and work. Labor marketarmmain roads are different from labor
markets in remote and inaccessible areas. Evenebatwimilar kinds of environments, labor
markets differ from place to place. One city tetmlsard manufacturing; another tends toward
government, finance and business services. In sae®s, persons with lower education and
training tend to serve the local labor market, whiktter educated and trained persons tend to
migrate in search of work. In other areas it s libwer-skilled workers who tend to migrate in
search of work. Under the influence of the nateralironment, the demographic structure, and
the infrastructure, the labor market surroundingoanmunity is determined by the kinds of
economic activities carried out there and the kintisabor that serves the market. The local
labor market area corresponds to the places ofosgi@nactivity or the places of recruitment. In
other words, the local labor market for a given ommity is where most people in the

community tend to work.
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The labor markets of developing countries are oftearacterized by large informal sectors. The
division of an economy into formal and informal tees is to some extend arbitrary. The
informal sector covers economic activities whick aot effectively subject to formal rules of
contacts, licenses, taxation, labor inspection, dtas thus to some extent beyond the reach of
labor market law, and workers in the informal seetee not effectively protected. The informal
sector involves predominantly “traditional” econa@naictivities but in urban areas can also serve
the fringes of the “modern” economy

All of these factors lead to differences betwedfedkent labor markets in the same country. The
most dramatic differences appear when these factongide. For example, the labor market for
unskilled workers in urban areas with high indadtdensity is dramatically different from the
labor market for unskilled workers in remote ruaegas with low population density and little or
no industry. Therefore, TVET institutions shoulave full understanding on the labor market

demand before starting the training program usabgil market information system.
2.3. Meeting the Labor Market

The labor force of a country comprises all peoplethe working-age population who are
employed or seeking employment. The labor forceefioee includes not only those who are
working but also those who have not work but whe kroking for work. It includes the

unemployed, that is, those who are not employetiateiseeking work. It excludes discourages

workers, and those who have given up and are rgetdooking for work.

In general perspective, a person is employed ibrhghe is actively engaged in work for which
yields payment in some form. Labor markets in depielg countries tend to have large informal
sectors side- by-side with formal sectors. The fdreector if the labor market is characterized
by formal employment contracts, payment of taxalspt inspection, etc. The informal sector is
characterized by informal employment arrangememtsraany countries employers who are not
registered and do not pay taxes, are not inspdxtddbor authorities, etc. In the formal sector,
many employment categories are clear, such as goeert employees, employees of public or
private enterprises, self- employed persons opaydiusiness. In the informal sector, however,
there are often no sharp lines between categarilzdor force characterized by a large informal

sector. Therefore, the context of labor force isdusn the study to be having the understanding
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of what labor force means and how TVET institutiomset labor market demand in using labor

market information system.
2.4. Labor Market Efficiency

A labor market works efficiently if employers witbacancies and qualified job -seekers get
together quickly, assuming that they agree on theell of wages. A labor market works
efficiently, equilibrium can be reached quicklythe supply and demand circumstances change,
perhaps in response to changing employers demandhanging technology, etc.(ecbp,2001
HEART).

Because of the above context, employers need mehjdb-seekers to increase their productivity
or to become competent in the labor market as ¢blnblogy and customers need change.
Therefore, to provide enough qualified job-seekerthe labor market comparing the existing
technology TVET institutions are crucial in giviedfective training according the labor market
demand. Since, TVET system has to provide an adelgusained work force for industries as
well as quality services and aims to implement deirdriven system and responding to the

needs of the labor market, bdbe formal and informal sector.

In addition to the above reason, TVET system hasngortant role to play in providing trained
and educated labor to meet labor demand. Suppo&d TWogram is implemented to increase
the supply of educated and trained workers accgrittie needs of employers. Then, in doing this
or in assessing effectively the labor market andviping relevant training through TVET
institutions according the demand effective labarket can get on the ground to employee the
graduates of the TVET institutions. Hence, undeditag of labor market efficiency helps the
study how employers and TVET institutions makeatiehship in regarding the demand of labor

market to increase their productivity.

2.5. Functions of Labor Markets

Functions of marketing process is the balancingupplies and demands through adjustment in
prices. (Heneman and Yoder, 1965) Although laborketa have distinctive features, the
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function of labor market study begins and ends withanalysis of the demand for and supply of
labor (Ehrenberg and Smith, 1994).

Accordingly, TVET institutions provide skilled maoyer to the labor market in assessing the
needs of the employer through labor market inforomatHere, TVET supplied trained or
educated persons to the labor market and empl@yersiemand trained job seekers according
the technology changed in monitoring the labor reimkeed. To supply the needed trained
manpower, TVET institutions should be assess th&eha&ffectively regarding to the type, level

and number of the labor market demand.

Therefore, to balance the two sides of the laborketa training institutions and employers
should know the supply side and demand side so asake good relationship between them.
And also knowing what labor force means have aramatgeous in doing supply manpower by
TVET institutions. Since, labor force represents skock of labor. Because it is the total number
of persons employed, self-employed and unemployed given point in time. Here, supply of
labor shows that it is the flow of labor in to thebor market. It is also indicates that an
individuals offering their labor including personswly entering the labor market and looking
for their first jobs, those who are employed bubking for new jobs, and those who are
unemployed. On the other side, the demand for labalso a flow of concept. It is the number

of persons employers seek to employ at the pregailiage for a given kind of work.

The labor market tries to relate the supply of gedds from the TVET institutions to the labor
needs of employers. Thus, TVET training should healevance to the labor market demand
since the aim of the training institutions is tdwee unemployment problem by providing quality
training and producing skilled manpower.

2.6. The Labor Market Impact of Small Firm Employment Growth

The stimulation of new firm formation and self-emyihent has become a major plank of
employment creation policies at national, regicaral local levels through out many countries. It
is important, therefore, to consider the type andlity of jobs created by new and small firms,
in addition to the number of jobs created. Thuslkfitens may be expected to demand more
flexible labor inputs than large firms. It may bepected that part- time and temporary jobs are

more prevalent in small than large firms, and #maall firms recruit a higher proportion of “high
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turn over” employees. Wages and condition of empleyt will be inferior in small firms to
those of larger firms. This is partly because srfiaths are likely to employ more peripheral
workers, and also reflects the relatively low leegltrade union membership in small firms.
(Story and Johnson, 1987)

Therefore, individuals can be employed in differplatices like public, private, small firms and
large firms, self-employment, etc. Hence, TVET rinag institutions should assess the labor
market demand effectively. Since, the objectivethefTVET institutions are employment. But,
now days the cooperation work between TVET instihg and employers are weak. Because of
TVET institutions do not have clear understandingttte demand of labor market information
and weak disseminating information system aboutlaber market demand for thier trainees

before starting and on the process of the traipnogram.

2.7. Labor Market Information

Labor market information is essential for perforgniabor market efficiently. It is also essential
for the development of a society and its need cefledhe interest to understand human
development need of the specific society’s socionemy (Wieland, 2004).Labor market
information informs the supply side of the laborrke (type, level and number) of the labor
need in the economy or labor market; thus efficedldcation of the resources for training and
instituting infrastructure. In short it indicategils gaps, employment trends, new observed
investments of economic opportunities in rural araad etc (MOE, 2006). The labor market
information is also useful for responsive TVET pwli Since, specific economic need oriented
TVET requires relatively accurate regular and ueditbor market information and socio
economic trend analysis, periodic assessment datier market is useful. In doing this linkage
of labor market to TVET institutions become effeety and can be more productivity in
providing quality training. Therefore, the studyaexnes the way how assessing the labor
market demand by the guidance officers and dissassrinformation of labor market demand to
trainees of the TVET institutions.
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2.8. Failure in Labor Market Information and Counseling

Labor market information and counseling play anantgnt role in providing the efficiency of
the labor market. Labor market information is seam@nd moreover is not available to all job
seekers. The Ministry of Labor and Social AffaildLSA) is responsible for registration of job
seekers and vacancies. MOLSA also recruits andsretndidates to employers. In addition, the
Ministry maintains data on employment, working ctiods and industrial relations. The
employment exchange service in regions is the respiity of regional Bureau of Labor and
Social Affairs (BOLSA) (ILO 1986; Moe 2002). But those three zones and woredas of Tigray
office of labor and social affairs do not have doemts of TVET graduates specifically in their
fields simply they tried registered in general forhmd TVET institutions also does not have full
graduates document with their address. Thereforegd difficulty to assess tracer studies du to
these reasons and other problems. In additioni¢ahikre are no professional counselors in high

school to help students’ in choice of interesth&tt field of study regarding market demand.
2.9. Linkage between TVET and Labor Market

The provision of TVET should be assessed the piagalabor market for the graduates of
TVET. This is useful for all participating agents the socio economic transformation of the
country. TVET is related with labor market in twongplimenting and non separable function
(education as investment and as filtering) of etdana(Yeknoamlak,2001) “ the relationship
between TVET and labor market is seen in termshef relation between the function of
education as investment in human capital and dseathat sorts individuals according to their

talents”.

Further Yekunoamlak explains, if one of the above (as investment in human capital and as
filtering mechanism) function of education is igadrthere is imbalance between employment
(manpower) need of the economy. Thus there willilbemployment and or inefficient economic

performance.

The firm relationship between TVET and labor marfketthe effectiveness of TVET program is
also pronounced by many authorities. Wanna (198&8jed the successful employment or self-

employment of TVET programmed graduates is hightpenhdent on the relevance of the
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curriculum to the labor market, and the sensitigityhe training institution to the changing labor
market. In addition to this Wanna (1998), emphasthat consideration should be given to the
relevance of skills provided by TVET institution accordance with the specific skill labor needs

in the local (regional) national labor market.
2.10. Relevance of Training

The concept of relevance finally relates the dinmrs of quality and labor market
responsiveness training can only be relevantatitieves to equip people with the right skills for
any type of employment, that is, skills in demamd &elp improving economic productivity.
Relevance of a given training has a significang ttol play with regard to external efficiency of
TVET graduates; which describes the relationshigvéen the output of the training system and
economic and social success, (MOE,2003).

As defined by UNESCO, relevance is the externadpetivity of the TVET, how well the
objectives and outputs of the training system airented to economic and social requirements.
According to those reasons and others the issuelevance is an area of concern of many
countries. In this light curricula reform in pursof meeting the labor market needs as well as
integrating relevant socio-cultural needs incorpioraof relevant subjects had become part of
the major activities of TVET programmed. ILO (199&ated that a system of continued
interaction between workplace and technical ingtiis must be maintained to preserve relevant
of training contents.

Accordingly, some of the stated basic principlesEthiopia shown that, the reformed TVET
system which becomes to implement on the groundeimand-orientation and quality and
relevance is important to develop the productiatythe country. Here, it indicates that TVET
curriculum and practical training should have regpto the competence needs and qualification
requirements in the local labor market. Demandntei@ TVET uses the occupational standard
as the target or expected out-come for TVET dejivend strives for highest quality and
relevance of all TVET offers.

Ethiopian TVET principles are originated in compario the objective of the country. Since, the
ultimate objective of TVET is employability and elopment promotion, it is necessary to link

training to the needs of the labor market. TVET nhesrelevant and demand-driven, rather than
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supply-driven and a stand-alone activity. Here, T\&ystem should be relevant to labor market
demand. Because TVET delivery is to qualify pe@aeording to the occupational requirements
and geared at attaining the set of competencesftathpersonal, interpersonal, methodological
etc)Which is relevant for a certain occupation ahefined in the respective Ethiopian
occupational standard(MOE, 2007).

Foster (1965), in his influential study that proddcthe “vocational school fallacy” has
beautifully pointed out vocational training as awafyincreasing the relevance of training to
occupational features. This view of relevance idekithe acquisition of employable skills and
appropriate training which help graduates beneditnfit in using the skills they are acquired in
their livelihoods when there are, of course, engoghopportunities for relevant employment to

be possible.

Central too many studies on TVET are the policyeotiye of developing effective, efficient,
competitive, flexible, & responsive training systehhis system aims to be demand driven. This
means, the training provision aims at meeting #ik seeds of the economy, of society, & of
individuals. Each of the above elements is vital TWET success (Ziderman 2003). In light of
this, then, one of the powerful challenges to gohtakers, planners & implementers has been
the tasks of designing, developing & effectivelyplementing a relevant TVET program that

meet the needs of the economy.

In this connection, the decisiveness of making T\fEdgrams appropriate & Relevant must be
stressed. These is because, first, most forms ®&T[\by their natural Virtue, are assumed to
have strong association with the labor market &hwmaking livelihood after production.
Second, TVET policies are in general attempts fogatpr labor market & relevance of
education, and third , they bare to a large degegarded as playing key roles in casing the
transition from school to works & enabling trainews acquire employment related skills
(UNESCO,2000, Lauglo,1998).

In reinforcing the above view, Mekonnen (1989) atsotends that, the principal goal of TVET
programs is only to prepare proficient & compet@a@inpower for the various modern economic
sectors. Hence, for successful achievement ofgibéd, numerous essential measures should be

taken to make graduates as relevant as possilileetobjective needs of the prevailing labor
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market. More over, these systems to insure relgyahey must reflect the state of the art in the
world of work (UNESCO, 1996:35).

According to ILO (1997) a number of factors seekaled attention to make TVET programs
more & more relevant. These includes; need assesgsaresituation analysis using LMIS,
employment opportunities, etc Occupational analysisingle out skill levels of graduates,
functional linkage (Strong partnership) amongst &owment, industry, business & trainings

providers, and monitoring & evaluation mechanisms.

Assessment of TVET systems in most developing cmmin the 1990, have revealed the
prevalence of imbalance between skills providedhieytraining programmed of the requirements
of the labor market. This has occurred due to eeon@onstraints & risings costs of training
equipments & materials which have made it even mbetlenging for African TVET systems to
offer quality relevant programs (UNESCO, 1996). @shof other reasons for this irrelevancy are
also cited in ILO in Yekunoamlak (200) and ESDP2DD2). These include: wrong assumptions
about Labor market or employment opportunities,clvhare the consequences of inadequate
need assessment, Lack of strong partnership betwestitutions and enterprises, Over
dependence an exogenous models ,staff & institatioesistance & reluctance to changing
skilled and labor market needs lack of flexibleuprto- date curricula & inadequate capacity to
under take tracer study & regular monitoring atd. For enhanced articulation between
training & subsequence application of acquired saititude & knowledge in the world of work,
more specifically in securing employment, therefdiee economic relevance of the training

systems should deserve serious attention.
2.11. Curriculum in TVET

A curriculum is an action plan of what is to be ypded in school as education or training.
Hence, curriculum as field of study it includes hsehool programs are developed, implemented
and evaluated. TVET curriculum must be relevantterms of the needs of the trainees,
employers and society. Consequently, there showdd stvong participation of relevant
stakeholders at different hierarchal levels in plag, implementation and evaluation of
curriculum. Accordingly, curriculum planers showdtained information and data from various

relevant sources.
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The relevance of any training curriculum, accordiondMOE (2002) it is determined heavily by

the extent it meets the ultimate education anahitrgi objective and the degree it gears towards
the socio-economic needs of the country. It encasgm all aspects of appropriateness,
purposefulness, sustainability and realism of trgnn achieving predetermined goals of a given

program.

The reformed Ethiopian TVET system is an outcomsebdasystem. It utilizes the needs of the
labor market and occupational requirements from wioeld of work as the benchmark and
standard for TVET delivery. The requirements frohe tworld of work are analyzed and
documented-taking in to account international bematking-as Ethiopian occupational
standards (EOS). In the reformed Ethiopian TVETeays curricula and curriculum
development play an important role with regard walfy driven TVET delivery. Curricula help
to facilitate the learning process in away, thaarder's acquire the set of occupational
competencies (skills, knowledge and attitude) negliat the working place and defined in the
Ethiopian occupational standards (EOS). Occupditistaadards (OS) are a key factor with view
to linking and matching the world of work with tiveorld of education and training. Here,
excellent demand-oriented TVET delivery as well development of adequate competence
assessment depends on accurate and sound infamratithe typical characteristics and specific

requirements of an occupation (MoE, 2007).
2.12. Curriculum Relevance

Successful employment or self employment of TVEDdgoams usually gives a great deal of
emphasis to a relevance of the curriculum to thmranarket & sensitively to the regularly
changing nature of it (Wanna, 1998:61). In thisarelg TVET programs relevancy can be judged
in terms of content as well as training. The refeyaof any training curriculum, according to
TGE (1994:2-3) is determined heavily by the exteémbheets the ultimate education & training
objectives and the degree it gears towards theosmwnomic needs of the country, It
encompasses all aspects of appropriateness, ptujress, sustain ability & realism of training

in achieving predetermined goals of a given program

A major curricular issue, as regards this, is wesathe present curriculum in TVET institutions

is adequate & relevant to the needs of the modemdwof work which constantly changing.
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There is a proving concern over the relevanceatfitional trade subjects such as wood work,
metal work, electricity & Auto mechanics, etc o#fdrin the curriculum in preparing the youth of
today for the 21st century scientific of technot@disociety (UNESCO, 1996:33-34).

Similarly, psocharopoulos (1997:390) enumeratespatencies & skills for graduates entering
the Labor market so as to meet the changing ndfestsceties and the work place. He put them
in order of priority. These include abilities tolomlate & effectively use time, develop &
prioritize goals, allocation of finance & budgetparation; ability to identify the need for data,
properly employ the means to obtain them, & orgamird keep them; ability to participate as a
member of a team, & communicate with clients; kndww social, organizational &
technological systems work & how to operate theliljity to select technology of apply it to the
best fasts in hand. In his conclusion, he notetdéhghasis should be made on communication

skills rather than on narrow technical & vocatiospécialization.

Norton (1999:14) also discusses the following compees & skills which are practically
necessary in all kinds of employment. These inclcaignitive & non-cognitive skills including
manual & kinesthetic skills, spatial or visual &kilinterpersonal skills & certain personal trait,
independence, persistence, & motivation. Receathg other competencies necessary for high
performance work place were articulated. Thesehagher order skills or key or core skills
which encompasses such skills as problem solviogyntunication skills & judgment. How
ever, the competences enhanced by TVET prograncaarsary substantially. Further more, the
effect of TVET program on the job-related behaviassumes that, job requires these
competences enhanced by the program rather thaprolgeam teaching competencies that are

not required on the job an individual has or finds.

Hence, according to Wanna (1998:68-63) skills dgwalent in TVET program must correspond
with the needs of the prevailing Labor market. hbhance such prevision, curriculum used for
training in schools must be based on comprehermigapational analysis outcomes, this is to
mean that jobs that are available on present lamanket must be identified & analyzed to
develop relevant curricula. Other wise, the conseqa will be devastating. That is, if graduates
leave schools with out having any employable oaldal skill they will undoubtedly join the

army of the unemployed.
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Some other crucial issues, which need to be adeftassrelation to effectiveness & relevance,
are flexibility and transferability TVET programihiese days, should focus on transferability &
adaptability of skills in order to optimize flex#dk easy access of TVET graduated to evolving
labor markets. They should be sufficiently respeasio regularly shaping the volume &
composition of training in conformity with flectisnin the economy as well as in anticipatory the
impact of constant global economic & technologichbnges on national, regional & local
market needs & demands (UNESCO, 2002:20; Middlet883:48)

In shore, the preceding discussions can be belyftifut in few words. To meet the skill needs
of economics and societies, TVET systems must feetefe, efficient, competitive , flexible &

responsive (Ziderman, 2003:1) Hence, comprehernsidhe prevailing skill market in deferent
sectors of the economy & providing relevant & flaei training will be a corner stone for

effective TVET training scheme.

Wanna (1998:61-62) states that successful employroenself-employment of vocational/
technical training program graduates indicatesglgvance of the curriculum to the labor market
and (b) sensitivity of the training institutions ttee changing labor market. In order to develop
relevant curriculum and to be sensitive to the givamlabor market, established contact between
the employers and graduates is crucial to theibgimstitutions. Many institutions lack such
contacts at a large scale. Without such conta@striining programs cannot be dynamic. In
addition to this, vocational and technical trainipgopgrams are less successful so far in
developing countries like Ethiopia In order to hare effective training program; at least four
issues must be addressed. These are:

* Relevance of the skills, which are needed in theranarket,
» Limited coverage of training programs
* Inequality in access

» Poor quality of the training program.

From among four of the above issues, the studgsgiocus to the discussion of the issue related
to the objective of the research.
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2.13. Relevance of the Skills which are needed ina Labor Market

Skills being developed in training programs mustrespond with those needed in the labor
market. Curricula used for training in schools mibetbased on occupational or job analysis.
This means jobs available in the labor market nbestidentified and analyzed to develop
relevant curricula. An ILO report (1988) statesttlagk of relevance in formal training are likely

to include:

* Needs assessment which is inadequate or basedcomeict assumptions about
labor market opportunities;

» Alack of communication between training institutsoeind potential skill users;

* A narrow view of training and its role in developmie

* An inability or unwillingness of institutions or ¢ir staff to adapt to changing

needs and circumstances
2.14. Ethiopian TVET Qualification Frame Work (ETQF)

Ethiopia technical and vocational education anihitng system is currently being reformed with

the aim to increasingly orient TVET towards the denh of the labor market. The reformed
TVET system will be out-come based, that is oriedntewards the world of work. The

establishment of an appropriate ETQF with its @&l defined occupational standards and
assessment procedures is crucial for TVET provideds enterprises to develop and implement
an outcome-based TVET system. The ETQF in particotmtributes to the achievement of
several of the guiding principles of the reformedE system, namely demand-orientation,

quality and relevance, equal access, permealigtibility and life-long learning.

The ETQF success depends on the fact that it @sbledted in a common effort of all
stakeholders and in particular with employers dmir trepresentatives. The ETQFs main task is
it to create awareness about the TVET reform anduitdd zones of mutual trust between
stakeholders in order to start a private-publiargaship. Most of the ideas introduced in this
framework, therefore, are intended to support taeetbpment of this mutual trust between the
TVET system (supply) and the world of work (demaraa)d to integrate the world of work in to
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the TVET system in the form of training enterpridéso, this thesis is tried to check the ground

which is provided by TVET institutions selectedrfréhree zones.
2.15. Employment Opportunities

Conceptions of TVET planning often take the conicepbf human resource development of
work as desired outcomes. That is, if the desirettames include enhanced earnings and
employment then the process of developing a trgirorogram usually involves identifying
employment opportunities. Employment opportunibeshe Labor market is the mechanisms up
on which the effect of TVET programs on the tragée be judged. In light of this, TVET is
feasible when occupation related to the trainingpteis the labor market (Bishop and Suk in
Yekunoamlak, 2000:18; Norton, 1999:17).

According to Middleton (1993:50), recent studiesvénashown that when employment
opportunities are available or growing and a mascimade between training & available jobs,
TVET programs were found to produce higher proditgti wage & investment, & vocational

graduates have had advantage of getting initiall@ynpent opportunity over their counter parts

non vocational or general education graduates.

Foster, Philip (1965:296-298) noted that expansiovnocational education & training alone will
have long term or short run consequences, prineipang those is the growth of unemployment
among school graduates. The apparent fact isttisaéasier to expand schooling rather than it is
to expand employment opportunities. It would sebat,tcountries are likely to be faced with
serve problems of unemployment until their econon@g expanded adequately to provide

opportunities for school graduates.

Hence , it directly brings us to the conclusioatttine growth of TVET should be paralleled with
sufficient job opportunities such achievements, éwsv, are profoundly dependent on
entrepreneurial activities and incentives & peredivopportunities in the economy (Foster in
Yekunoamlak:2002:21), Bearing this is mind, the roa# pictures suggests that , if skilled
vacancies exceed supply, many graduates will esdy jobs regardless of their training quality
(World Bank,1993:129), Psacharopou(@897:987) similarly confirmed that the cause oé af
the known social ills, unemployment might be irsffiplace be due to the lack of aggregate

demand for labor in the economy as a whole. Albkif skills, regardless of whether they are
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defined as being vocational or general, are offeacted during perceived economic growth or
decline. There fore, in regard to TVET, will be pAramount importance to look in to the
economic context of employment & skill demand. Emoic growth, investment & competition,
on the one hand, & population on the other hanét dae attention on the part of policy makes
& planners. With out a great deal of under standihthe economic & population context of a
given environment, formulating TVET programs couldt be effective (Wanna in Amare,
1998:63)

2.15.1. Kinds of Employment

All economies provide a wide range of training tgs that can serve different sectors of

employment or markets for diverts skills, Thesevgions, in most case, adapt duality due to the
different labor needs of the two different laborrkets in the economy, the modern & the

informal or traditional sectors. For these reasba,education & training of the job seekers have
influence on the types of employment that are dpghem (Stow in carnoy, 1977:52, Makenna,

1995:318).

Individuals could be trained in various ways tamed different of skills. Vocational & technical
education & training, in this respect, offers sfieckills that a trainee is expected to use on the
job. The extent to which the acquired skills aredugffectively, how ever, depends to a large
extent on the characteristics of different typeswoiployment in a given economy. These are;
wage employment in the modern sector & self emplkaynor employment in the informal sector
(Middleton, 1993:13)

2.15.1.1. Government & Private Employment

Modern sector employment notably indicates employme public (Government) or private
enterprise. But in most developing countries, ideig Ethiopia, this formal employment sector
accounts for a relatively small properties of togmhployment & often shows little growth
potentials. As a result, in many African economib® majority of the labor force is heavily
involved in the informal sector that ever. Growjmgtential labor forces might be expected to be
absorbed in to productive employment. (ILO in Zmdan, 2003:30) According to Wanna

(1998:60), modern sector (Public & private) in Bffia absorbs small proportion.
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There is along held assumption, never the lesd, beational preparation will significantly
enhance the chances of the youth to secure stage mployment. As a result, many types of
training for entry in to jobs in the modern sect®VvET, accordingly, has an immediate purpose
to prepare students for various occupations, whiehopen for jobs. The key indention is that
the training is intended for jobs. The impulse etated to formal education & training & the
modern sector of the economy (Wanna, 2000:61, Kirg5:17-18: Atchoarena and Andre,
2002:150).

According to Middleton (1993:14-16), the destinatlmetween the modern & informal sectors of
the economy seems confusing at the margin. Newerdss, the modern sector is generally
enterprises that are subjected to established L&bodustrial regulations. Such enterprises are
found in agriculture, industry, commerce, & sergi¢e both urban & rural areas. They tend to
employ many workers & many smaller forms also ofgeveth in this sector. In statistical sense,
workers are considered employed in the modern seétthey have either full or part time
paying jabs (Mekenna, 1995:319) or permanent & taamy.

In recent years, investment in the agriculturat@ehas lead to productivity gains. Furthermore,
the Ethiopian government has focused on creatirggarand small enterprises, based on their
potential to create employment opportunities, asllegp out in the Industrial Development

Strategy of the country. The Strategy identifies mportant role that these enterprises could

play in absorbing the young people graduating fsemols and colleges to world of work.

The Federal Micro and Small Enterprise Developn&nategy Agency (FeEMSEDA) oversees
the Promotion of micro and small enterprises dgwelent, while the direct support and

promotional activities are carried out by instituts established at the Regional States
(ReMSEDA). Over the past few years the Regional €éowments have promoted MSEs by
providing training and counseling, finance and iref@cilities, organizational support,

production and marketing space, market facilitied aaw material supplies. In addition, the
MSE Development Agencies have undertaken markgiastipbusiness development services,

training and counseling support for micro and sreaterprises.
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2.15.1.2. Sdf-Employment

In several major developed countries interest énsiilf-employment has paralleled interest in the
role of small businesses as major source of joaticnre. Self-employment is generally defined as
employers, own account workers, members of prodoceaperatives and in some cases unpaid
family workers. Clearly the growth of new businesgelikely to parallel growth in the numbers
of employers but interest amongst employment patiakers is also expressed in changes in
the number of own account workers. The latter graithough they currently do not employ
other individuals, in some instances may be thowglas apprentice employers. In some cases
they may start a business as an own accountanewbu, in the event of an increase in demand

for their product or service become an employeoré&y and Johnson, 1987:34)

The lack of modern sector employment opportunhi@&s obliged individual in many countries to
resort to the benefits of the informal sector takena living. This has leaded, consequently, to
the rapid growth of the sector & accounts for ansigant percent of urban employment
opportunities (UNEVCO, 2002:15) similarity, Atcheaa (1994:134) and Ziderman (2003:3)
asserted that in an economic climate where the iL&dyoe has grown significantly & where
there are greatly reduced opportunities for wagpleyment, great emphasis has been placed on
the potential contribution to the economy by thié employed & the informal sector. As noted
earlier, the main difference between the modernf&rmal sectors of the economy is the largely
un regulated system of activity in the informal teecMoreover, most informal sector is under

taken through self employment or very small firdekddleton, 1993).

The informal sector Africa is characterized by timeegulated small scale activities & focused in
self employment. Most of the informal sector entisgs provide market opportunities for the
low income groups. There fore, the sector has edeabnducive environment to grow since the
majority of the population in Africa is in low, iome group. Never the less, this sector which
provides ample employment opportunities in mostntoes of Africa Doesn't get sufficient
attention in numerous TVET training programs (UNEY,C2000:71; Atchoarena & Andre,
2003:150). So, what contribution can TVET makehe informal sector? In certain countries
TVET program have designed Competency Based Educadi Trainings system whose
comprehensive approach enables training to be edaptthe needs of the informal sector it has

been modularized to allow trainees to select tipe ©f training according to the skills needed.
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The provision has also been made school basedmofonmal education & training (UNEVOC,
2000:15).

There is a logical tie between the informal se&tamemployment in many developing countries
it is connected with the discovery that a substhmiimber of people are working on their own
account in the informal sector. In Ethiopia, as lwgtaduates of TVET & others join the
informal sector when wage employment opportunitireshe modern sector are quite limited.
Since they can not find jobs, they have createdhein selves. How ever school leavers may not
be suitably capable of going to small businesse@afly where skill requirements are relatively
high. This is due to first, such business requireth capital & advanced skills: & second the
courses offered in training institutions are ndended to develop high level of occupational
competency & are in most instances oriented totebbnologies skill requirements of modern
sector employment, not to the different forms akil seeds of informal sector. But in order to
create jobs, they need skills & support systeminiimg is decisive to help these groups of people
fit the specific circumstances of the informal secTVET systems should therefore, encourage
the process of self employment earning one’s; ilnoeld directly from one's own trade or
business through a provision of level entreprerteprskills (Middleton, 1993:17,187-188; king,
1985:29; Wanna, 2000:62)

In several major developed countries interest ihesaployment has ignited curiosity in the role
of a small business as a potential source of jelatmn. These enterprises (Often one person
operation) depend on local sources, labor inten&\adlow competition in the Labor market.
They do form a major source of income for employ&eswvners. They are privately owned &
operated or established as producer cooperativeiegably, these small enterprises & self
employment are engaged in trading, manufacturingg@ision of services. However, a complex
set of social and economic challenges are ofteocaded with them such as lack of access to
credit & raw materials, lack of concentrated maskfdr products, lack of transport, lack of
sufficient support, etc. These barriers have lichiteral as well as urban entrepreneurship
(Storney, 1987:34; ILO in Middletorii993:19-20, Loucks in Yekunoamlak, 2000:15) social
challenges on the other hand, often arise fromugrted as well as their parents aspirations. First,
some graduates are reluctant to accept informabisemployment; it may be due to their high

aspiration & family back ground. They prefer to tfar wage earning employment in the formal
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sector. They do not have the willingness to workh@ informal sector at lower wages second,
even their parent’s look for high paying white eoljobs rather than blue collar jobs. Hence
there exist a mismatch between aspirations & ptesgd opportunities by the labor market
(Middleton, 1993: 47, 187-199; Simmons, 1986:167)

In sum, the Government, TVET institutions, gradaaiethe community should understand the
significant economic contribution of the informadcsor. High social regard must be placed on
manual work, self employment & engaging in smallsibass. Over reliance on wage
employment in the modern sector is not, now dayable & sustainable ways of making
livelihood, particularly in developing countriekei Ethiopia. This is due to the fact that, the
limited growth of the sector may not guarantee higte of absorption of skilled manpower

including TVET graduates.
2.16. Unemployment

Unemployment is enforced idleness of wage earnéis ave able and willing to work but can
not find jobs. It consists of all persons who dgrithe reference period, where not working but
who were seeking work for pay or profit, and aval#afor work including those who never
worked before. The unemployment rate is the pramomf the labor force that does not have a
job and is actively looking for work. It is probglthe best known labor market measure in many
countries (World Bank, 2008/9).

The standard definition of unemployment is basedhen“seeking work” criterion that can be
interpreted as activity or efforts undertaken by-werking persons during a specified reference
period or prior to it in order to find a job (thatpaid or self-employment).The specific steps may
include registration at a public or private empl@yrh exchange, application to employers,
checking at work sites, farms, factory gates, miaxke other assembly places, placing or
answering newspaper advertisements, seeking agssté friends or relatives, looking for land,

building, machinery or equipment to establish owtesrise, applying for work permits, etc.

Unemployment includes discouraged persons andefdiart and lay offs in addition to persons
satisfying the standard definition. Discouraged sekkers are those who want a job but did not
take any active step to search for work becausg libbeve that they can not find one. Future

starts are those persons without work who have raa@@gements to take up paid employment
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or to undertake self-employment activity at a daibsequent to the reference period. Lay offs
are a person whose contract of employment or &gtids been suspended by the employer for a
specified unspecified period at the end of whiah person concerned has a recognized right or

recognized expectation to cover employment witheimployer (1LO,1990).

Generally, unemployment includes persons withoutkvemd those who are available for work,
including those who were or were not seeking wdrkat is the seeking work criterion is
completely relaxed and unemployment is based on“thth out work” and “availability”
criterion only. The availability in this situatios tested by asking the willingness to take up
work for wage or salary in locally prevailing ternms readiness to undertake self-employment
activity, given the necessary resources and fedliin general the unemployment rate, which is
computed as the proportion of the unemployment gmsrsout of the economically active

population, can be used to measure the level ahpteyed population of an area.

Information is costly, which means that finding a job always takes tififeere are always some
people moving out of their parents’ home, looking their first job, getting out of the military,
or finishing school. Those people will be unemplbyer a while they areearchingfor a job
(there’s no way to prevent it). That's thetural rate of unemployment. If at the end of a
person’s job search, she/he finds a job (it jusikttime to do so) we call the kind of
unemployment frictional unemployment. If a persookis for a job, but discovers his skills do
not match what employers are looking for (so h@stus job search to get retrained) we call the

unemployment structural unemployment.
2.17. Vocational Guidance and Counseling

Vocational guidance plays its part in providingiinduals with a comprehension of the world of
work & essentially human needs; thus familiarizindividuals with the terms dignity of labor
and work value. Vocational guidance could help peopake a wise occupational choice and is
the process assisting the individual to choose cupmation prepare for it & center up on it &

progress in it.

The vocational counselor staff at TVET institutiill be instrumental in facilitating cooperative
& preparing youth for cooperative training and theit also be a focal point in organizing self

employment support for TVET graduates. The functboounseling is to assess the adolescent
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in college to learning effective ways of identifgii& then achieving desired & described goals
often in spite of certain obstacles to such leayn®ounseling aids individuals to eliminate or to
modify those disabilities, which act as obstackesetrning, through the building up of basic
skills, including reading & social adjustments. @&nthe counseling service depends upon
willingness, cooperation & positive acceptance Iy individual, the counselor should not tell
someone how to behave, but rather should allowpt#rson to explore the range of choices

available & to choose one by himself/herself

To meet the challenge of today& tomorrow, educatiomst assume major responsibility for
providing career guidance programs designed teefdbe total development of all individuals
over their life time. According to (MOE: 2006) thale, duties, & responsibilities of vocational

guidance & counseling in TVET institutions in Etphia are : appropriate occupational training
to be offered in the institution/ college, provigkeality training, build partnership with relevant
stake holder, to have a well organized informatsystem & documentation, sort out the
personal, family expectations & national requireteenas well as labor market

demands/relevance of the educational & vocatiopdions available , to learn effective job -
search procedures , trainees to overcome selfilegelaehaviors, gain self-confidence and life

skills, and to identify alternative occupations wiwairrent employment is in jeopardy.

In addition to the above, provide orientation faogh school students & parents concerning
TVET offerings in the institution in collaboratiomith TVET instructors, placement program
for trainees completing TVET programs , assistia individual vocational counseling trainees,
promote TVET to the community, orient new trainges institutions’ procedures & the
institutions’ varied opportunities for training, farmation to colleges & potential employees
according to provision of the policy on traineesomels, disseminate occupational information to
trainees & to classes studying occupations, andudractivities to promote TVET trainees job
search skills (ILO, 2006).

In general, guidance officer activities could h&dpimprove the match between communities’
demand for learning, and its supply it could insee#he transparency of learning systems and
their flexibility in response to consumer demartdcduld help to improve the match between
supply & demand by helping people to search for edteb fit between their talents &

gualifications & available work opportunities. #dds to greater efficiency in the allocation of
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human resources, benefits could result at the Istasial such as enhancing the motivation of
learners & workers, reducing dropouts from educeddraining, reducing mismatches between
labor supply and demand, reducing the incidencéooindering between job transitions and
improving the ways that learning and labor markeperate for example, by immediate
attitudinal changes and increased knowledge; irddrate behavioral changes. It is needed in
TVET colleges to students in making informed wiseupational choices, to facilitate smooth
transition of trainees from school to work and tifeo facts about job opportunities and
characteristic feature. That is it is needed t@ gigsistance for youth in the development of their
ability, attitude & skill, which help to make wishoice & informed decision; there become self-
confident as well as entrepreneur. Therefore, Bffecareer guidance & advisory services can
often help to maximize the return on investmentnainey spent on TVET programs. The
purposes of guidance program are to provide ocmrptinformation services, which will meet
the needs of job seekers in the process of jolzlse@he vital purpose of occupational guidance
is to provide job seeker with the information ardlls needed to make wise decisions on
problems of occupational adjustment. Thereforedgute counselor needs in the training
institutions of TVET, since to give awareness uptloa existing situation of the labor market

demand.
2.18. Global Purposes/ Objectives of TVET

The purpose of TVET is a reflection of the defimitiof the two terms; technical and vocations.
Seen from such point of view, schools that are eored with the provision of subjects that are
of technical and vocational nature have the respoitg of the training people who would be

able to work in the occupation available. Favoring above idea, Evans as cited in Mekonnen,
(1994:25) asserted that the objective of meetiegitlanpower needed by society is the “earliest
and widely accepted."Thus, one of the primary pagsoof technical and vocational education
training program is to meet the skilled manpowezchef the specific area in which the schools

have to operate.

Another objective of technical and vocational ediaca according to Evans (1994:22), is that it
provides increasing options to students so that twald join areas of their performance. In
addition, Twinning (1987) indicated that techniead vocational education should be seen as

the means of resolving the problem of unemploynoésthool leavers.
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Furthermore, the productivity objective of TVEThased on the fact that rates of return on all
forms of training have been substantial. Where egoa expansion is sustained, or where
modern sector employment is large relative to thgput of post-primary education, TVET
graduates have been more readily absorbed in tolaiher market. World Bank reports,
(1990:16) that high rates of return result from gre-employment center-agencies in middle

income and developing countries.

Still another objective that TVET is expected tdiage the supply objectives which aims at
production of skilled labor in anticipation of dengk (World Bank 1990:17). TVET program is
also believed to attain employability objectiveshngpecial attention to access for youth and the

disadvantaged to the world of work (Ibid).

Further still, Caillods in Atchoarena and AndreQ@2:38) underscored the need to pursue two
other major objectives: to train the work force gaif-employment and to raise the productivity
of the informal sector. The fact that the systemsssified and impoverished makes it all the more

difficult for TVET to take up these new challenges.
2.19. Current State of TVET Development in Ethiopia

Traditionally, Technical and Vocational Educatiamdarraining (TVET) has been fragmented
and delivered by different providers at various ldjcation levels. Public TVET institutions
under the education sector were concentrating odyasing middle level technical graduates at
post Grade 10 level. In parallel with this, pubdind private companies have had their own
TVET program, as have NGOs and private TVET prowd&leanwhile, in non-formal TVET
program, public institutions, NGOs, and private aulk offer employment-oriented TVET
program to various target groups, including scHealers, people in employment, school drop
outs and marginalized groups in the labor marketikg formal TVET, these programs are not

yet systematically delivered (MoE, 2008).

Overall it is unknown how many Ethiopians in totalve access to relevant TVET (including
formal, non- and informal TVET). It is assumed, lewer, that demand by far exceeds the
current supply and that the majority of the popalatis not reached by TVET offers at the

moment. In particular, TVET accessible to schoapdouts, unemployed, workers in industry
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and the MSE sector, prospective entrepreneurs |@doing in rural areas and women is in very
short supply.

Since late 1990s, the government has committelf tts@verhauling and reforming the basic
framework conditions of the TVET system. This meastecognized the fact that while the
country was in dire need of craftsperson and tetdunj training program lacked relevance to the
workplace reality. Nevertheless, this reform precess slow and limited by the fact that all
efforts and resources were directed towards thesimegjuantitative expansion of the public
TVET supply. As a consequence, the program, bylargk, do not address actual competence
needs in the economy, with most program of low itypi@nd theory-driven due to resource
constraints and lack of skilled TVET teachers. Ateynatic integration of TVET with the world
of work has not yet been achieved (MoE, 2008).

Most curricula used in formal TVET were not devedased on occupational Standards. With
the introduction of the new middle level TVET pragr, an industrial attachment period has
been introduced to formal TVET. However, its impitation has faced a number of problems,
mainly due to the lack of cooperation of the emplsyas they were not consulted during the
planning process. An internship and cooperativiaitrg system based on profound cooperation
between TVET institutions and employers and a jdmaining delivery still needs to be

developed in order to increase the quality of T\@&AT hence the employability of graduates.

There are also indications that TVET lacks efteriess and efficiency. Studies have shown
that many TVET graduates remain unemployed evetmose occupational fields that show a
high demand for skilled manpower. Furthermore, twutigl resource wastages occurred as a
result of underutilization of equipment in publiET institutions.

The shortage of a sufficient corps of TVET teashestructors represents one of the obstacles
to TVET development in Ethiopia. The quality of TVEeachers/instructors has suffered as a
result of the low reputation of their professiono$fl TVET teachers/instructors have relatively
low formal qualifications, severely affecting TVEdelivery at higher qualification levels.
Furthermore, technical teachers, more often than mmve been unmotivated. They did not
choose to become technical teachers, but weredladechnical teacher colleges because there

were no other options available to them. Finalkjseng TVET teachers/instructors are (mostly)
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inappropriately practically skilled, i.e. not contget to provide TVET in accordance with the
occupational standards. This is a result of a imgirsystem that long emphasized theoretical
knowledge (though often not aligned with moderrhtexdtogy requirements), disregarding the

importance of practical skills and appreciatiorhaf world of work.

Finally, under-funding is a structural problemthre TVET sector, particularly in the public
system. Costs of TVET will remain high, if it is be provided as centre based training, which is
still the predominant mode of TVET delivery in Eipia. As with most other countries, public
TVET program in Ethiopia are usually more expenghan general education, requiring lower
than average teacher/student ratio and substaap#hl and recurrent expenses incurred through
practical training. As a consequence of budgetanstraints, most urban public TVET program
are under-funded while rural public TVET progranffeted from poor facilities and shortages of

training materials.

Another important measure was to conceptualize stadt implementing a new quality
management system within the TVET sector. In linthwvinternational best practices, it was
decided to move towards an occupational standasdebdVET system to replace the current
curriculum-centered approach and to establish aupational assessment system open to
graduates and candidates from all formal, non-fbon@nformal TVET schemes. The system of
occupational standards together with standard-basséssment and certification has to be
considered the centerpiece of a TVET reform towamelevance, demand-orientation and
accessibility.

In pursuing the objectives of TVET to the grouttte principles will guide and define further
development and implementations of the TVET sysdésieh among these principles indicated in

Ethiopia are:

2.19.1 Demand-Orientation

All TVET in Ethiopia has to respond to the competemeeds and qualification requirements in

the labor market. TVET is geared towards enhanttiegcompetitiveness of all economic sectors
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through a competent workforce and towards improviegple’s employability in the labor
market and with regard to self-employment.

2.19.2 Quality and Relevance

The TVET system strives for the highest quality aetevance of all TVET offers. It will

develop effective means of quality management, wglhtinuously monitor the relevance of
TVET program and will provide support and guidanaél VET institutions to achieve defined
quality standards. An important mechanism for thi# be the introduction of the system of

occupational standards, assessment and certificatio
2.20. Purposes/Obijectives of TVET in Ethiopia

The main purpose of technical and vocational edoican Ethiopia is more or less similar to the
purposes discussed in the previous section. Tlirtgapolicy and its implementation (MoE,
2002:91) stated the following as far as the purpoflséechnical and vocational education is
concerned.

The aim in all these programs is not only to tnamianpower for the development program that
the country is in the process of implementing, ibig also intended to encourage the trainees to

create jobs themselves and contribute to the redtaevelopment efforts.

The overall objective of the national TVET Strategy to create a competent, motivated
adaptable and innovative work force in Ethiopiatgbnting to poverty reduction and social and
economic development through facilitating demangealr, high quality technical and vocational
education and training, relevant to all sectorshef economy, at all levels and to all people in
need of skills development. As could clearly be arstbod from the idea the goal of TVET
system is to create a competent, capable and ddiaptark force (both male & female) to be the
backbone of economic and social development inofgtaj and to enable an increasing number
of Ethiopians to find gain full employment and sethployment in the different economic
sectors of the country (MoE, 2006:16).

To this end, the Ethiopian TVET system, in linehwihany modern TVET systems world wide,
will be re-organized in to an outcome-based sysfEnis means that identified competencies

needed in the labor market will become the finaddbenark of training and learning, and that all
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institutions, rules and regulations of the TVETteys will be re-defined so that they support

Ethiopians to become competent (Ibid:16).

Competence will be described in terms of the naliocupational standards to be developed by
people knowledgeable about and experienced in tmdvef work. Accordingly, the national
occupational standards define the outcome of alhitng and learning expected by the labor

market, and will form the benchmark of all qualiianagement with in the TVET system.
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CHAPTER THREE

METHODS AND PROCEDURES OF THE STUDY
3.1 The Research Methodology

In an effort to investigate the linkage of autonettraining program and labor market demand,
descriptive survey method was employed. This isabse the study intended to make detail
description and analysis of current situations mfactical skill of graduates’ comparing to
employers need, relationship of TVET institutionsstakeholders, labor market assessment and
local market accessibility of automotive technolaggduates of the selected TVET institutions
in Tgray region. Thus, this method is chosen far d@ppropriateness to reveal the existing

relevance of TVET training to labor market demaitaegion.
3.2 Data Sources

The data for the study were obtained from both arjmand secondary sources. Primary data
were collected from respondentgraduates, trainers, management members and ggysrv

employers and coordinators of micro and small @nises.

Secondary data were obtained from legal documehtRemistrar office, Human Resource
Development departments of the selected TVET instits. Moreover reports, market
assessment document of the selected TVET instisitiand regional TVET Bureau were
reviewed to obtain pertinent data such as the numbeespondents, educational level, field of
study, service years of the trainers’ and managemmembers and supervisors of the selected
TVET training institutions and TVET bureau.
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3.3 Sample Size and Sampling Techniques

To select a sample size of population is very @luisisue in processing research. Accordingly,
totally there are 27(twenty seven) government of TVET tastins in Tigray. Out of which
8(eight) of them were provided training of autoraettechnology field. With the assumption of
that these four TVET institutions were selected aample through random sampling method. In
the study a sample of graduates, trainers, managema&mbers and supervisors, employers and

coordinators of micro and small enterprises weresittered.

3.2.1 Graduates

For questionnaire respondents the researcher figentiotal graduates of selected TVET
institutions in the year 1999/2000-2002/03 E.C hadried to determine the sample size of the
selected TVET institutions in each year from theegi total population as shown below in
Tablel

Table 1Sample size of graduates

S. Name of TVET institutions| Trainees Drop-out Total number of Sample
No. registered in graduates size
automotive
M F T M F T M F|T 50%
1. Adjgrat college
1999/2000 25| - 25| 1 - 1 24 - 24 12
2001 30 | - 30| 1 - 1 29 - 29 15
2002/03 26 | 4 30| 1 1 2 25 3 28 14
Sub total 81| 4 85| 3 1 4 78 3 81 41
2. Mekelle SDC
1999/2000 25| - 25| 2 - 2 23 - 23 12
2001 25| 1 26 | - - - 25 1| 26 13
2002/03 23| - 23| 1 - 1 22 - 22 12
Sub total 73| 1 74| 3 - 3 70 1 71 37
3. Shire SDC
1999/2000 24| 3 27 10| 1 11 14 p. 16 8
2001 27 | - 27 | 8 - 8 19 - 19 10
2002/03 27 | - 271 9 - 9 18 - 18 9
Sub total 78| 3 81| 27| 1 28 51 . 53 27
4. Adigrat SDC
1999/2000 22| - 22| 2 - 2 20 - 20 10
2001 18 | - 18| 1 - 1 17 - 17 9
2002’03 14 | - 14| 6 - 6 8 - 8 4
Sub total 54 | - 54| 9 - 9 45 - 45 23
- Total Graduates
1999/2000 9% | 3 99| 15| 1 1§ 81 2 83 42
2001 100| 1 101 10| - 10 90 1 91 47
2002/03 90 | 4 94| 17| 1 18] 73 3 76 39
Grand total 286 8 294 42| 2 44 244 6 250 128




As indicated in Table 1, total graduates of theceld TVET institutions were 250. From these,
the sample size taken was 128 (51.2%).

3.2.2 Management of the Selected TVET institutionand Supervisors

For questionnaire respondents, the researcherifiddn20 management members and 5
supervisors of the selected TVET institutions aedional TVET bureau respectively. All the

management members and the supervisors in thees[E¢ET institutions and regional bureau

were selected purposively because of their relewr@ormation and experience on the issue
being studied.

3.2.3 Trainers

Respondents for questionnaires, 12 trainers ofnaative technology were taken as sample from
total population of 12 trainers of the selected TVHstitutions using purposive sampling
method. Since, trainers of automotive technologsetgood understanding about curriculum and

occupational standards due to their professioneaperiences.
3.2.4 Coordinators of Micro and Small Eterprises

Coordinators of micro and small enterprises wectutfed in the study as these individuals have
knowledge of labor market information and they doiacilitate credit and land accessibility for

the graduates. Moreover, they are members of clastamittee. These were selected by using
convenience sampling method. As a result, the sasipk of the respondents’ coordinators of
micro and small enterprises for the interview wa(it of the 24 total populations of the nearest

woredas.
3.2.5 Employers

There are around 48 automotive technology firmghe three zones of Tigray. Since the
graduates are going to be either employed in tfiess or create their own business, it is
necessary to take into account the needs and stéeoé owners of the automotive technology
firms. Hence, from among owners of the 48 firms(2d%) of them were selected and included

as respondents of interview in the study usingasfvenience sampling method. The reason for
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the 24(50%) selection was based on the convictidheoresearcher that they could sufficiently

represent the population and provide enough infaoman the issue being investigated.

Table- 2 Sample size of Respondents

S. | Type of respondents Available Sample
No M |F T Method off size
sampling
1. | Trainers of automotivel0 | 2 12 | purposive 12
technology
2. | Management members and3 | 2 25 | purposive 25
supervisors
3. | Employers 48 | - 48| convenience 24
4. | Coordinators of micro andl9 |5 24 | convenience 18
small enterprises
Grand total 100 9 109 79
(72.5%)

As indicated in Table 2, from the total numberedpondents (10979 (72.5%) were included in
the sample. All in all, that is, when the graduatésutomotive technology (128) are included,
the total respondents were 207 (57.7%) from ambegdtal population of 359.The researcher
has strong conviction that the selected sample @&izbe respondents could provide relevant
information and are representatives of their resgepopulation.

3.3 Data Gathering Instruments and Procedures of a Collection

3.3.1 Data Gathering Instruments

Questionnaires, interviews, and observation wergleyed for collecting data which are
pertinent for the study.

Questionnaires were prepared for three groups of respondentssellggoups are trainers,

institution management members and supervisors, graduates of automotive technology.
Twelve, 25, and 128 copies of questionnaires wisteilouted to trainers, management members
and graduates respectively. For the sake of clantyto avoid misconception of the graduates,

the questionnaire was translated into Tigrigna bgedt enables to appropriately communicate
with the respondents.
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Interview Guides were used to get additional information from enypls and coordinators of
micro and small enterprises in order to know theéstexg relationship and communication

between TVET training and employers.

Observation Checklist was also prepared to secure information abouffMET institutions’
automotive workshops whether they have enough wpdce, equipment/materials, and space
for storage. Documents of the institutions and smsent results of Center of Competence (CoC)

were also investigated.
3.3.2 Data Collection Procedures

The data gathering instruments were designed obdbis of the review of the literature and the
intended data to be collected. In order to testvhality of the questionnaires, pilot test was

employed and fifteen questionnaires were distridhtdegraduates of Axum SDC who graduated
in automotive technology. As a result, some vaguestions and unnecessary question items
were clarified. Accordingly, some modifications wanade for the final survey. Such as delete

irrelevant questions from the questionnaires oflgates.

To maximize the quality of the response and the & return, the time convenient for
respondents was arranged. The student researcheelhimade the objectives of the study clear
to all sample respondents at the time of the quessire administration. In order to avoid
confusion and to make the administration easy,oaecfollow up was maintained to correct
problems that may arise during the filling of theegtionnaire. In addition, colleagues supported

the researcher at the time of distribution andeabibn the questionnaires.
3.4 Methods of Data Analysis

Both quantitative and qualitative approaches wesedun analyzing the information collected
using different instruments. In processing the d#dia raw data were organized in tables to
produce descriptive statistics of the respondéfits. data collected was also summarized using
tables (frequency and percentages). The reseausbdrpercentage to measure and analyzes the
magnitude of respondents’ opinions. Data obtaingidgiopen-ended items in interviews and

observations were analyzed qualitatively and weaeniy used to strengthen the results obtained
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through statistical analysis. From the analysis, different cross tabulations were produced to show

the relevance of TVET training to labor market demand in automotive technology.
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CHAPTER FOUR
DATA PRESENTATION, ANALY3S, AND INTERPRETATION

This chapter deals with the analysis and interpicetaof the data gathered from the sample
graduates, trainers of automotive technology, memamt members and supervisors of the
selected TVET institutions and TVET Regional Burelmuaddition employers and coordinators
of micro &small enterprises of the surrounding zmé the selected TVET institutions were

employed in this analysis and interpretation.

The data obtained through questionnaires, intewiegv observations were analyzed and
interpreted. Out of the total of 128 questionnaidéstributed to graduates of the automotive
technology of the selected TVET institutions, 128%) were filled and returned. On the other
hand, from 25 questionnaires distributed to manag¢members and supervisors 23 (92%)
guestionnaires were filled & returned. From 12 doesaires distributed to trainers of

automotive technology of the selected TVET insimiog 12 (100%) were properly filled and

returned. Totally out of 165 questionnaires distrdal, 161(97.6%) were used for analyzing.

In order to substantiate & accentuate the datzctatl from the three groups of respondents, the
opinions of 24 employers and 17 coordinators ofrm@nd small enterprises interviews were
used for triangulation of the quantitative data.

Based on the responses obtained from the samgenasnts, the analysis and interpretation of

the data are presented according the followingetabl
4.1. Characteristics of the Respondents

Table-3 shows the characteristics of respondentthefstudy in terms of sex, age, level of
education, and service years.
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Table haracteristics of the respondents

S.NC ltem
Managemen
Graduates | Trainers t members
&
supervisors
% % %
1 Se» Male 122z 1 96.€ |11 91.¢ |21 91.c
Femal: 4 3.2 1 8.4 2 8.7
Total 12€ | 10C 12 10C 23 10C
2 Age 15-20 11 8.¢ - - -
21-25 49 38.¢ |3 25 - -
26-30 61 |48< |5 41¢€ |6 26
31-36 5 3.C 3 25 5 21.7
37&aboy\ | - - 1 8.4 12 52.¢c
e
3 Educationa | Diplome | - - 5 41€¢ |3 13
level BABsc |- |- 7 582 |19 | 82.€
MA/MSc | - - - - 1 4.4
Ph.D - - - - - -
10+2 28 22.2 - - - -
10+3 12 9.5 - - - _
Level 3 10 8 - - - -
Level 4 76 60.3 - - - -
4
Service 1-5 - - 6 50 8 34.8
years 6-10 - - 3 25 5 21.%
11-15 - - 2 16.€ |4 17.£
16-20 - - 1 8.4 2 8.7
21&abo\ | - - - - 4 17.2
e

Source- Four selected TVET institutions & TVET Bauweof Tigray

Table 3, of item 1, 2, 3, and 4 identifies that somal background of the respondents.
Accordingly, item 1 indicates that sex proportioh tbe graduates, trainers, management
members & supervisors of the selected TVET insting. Therefore, as the data indicated in for
item 1, 122 (96.8%), 11 (91.6%), and 21 (91.3%]}hef graduates, trainers, and management
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members & supervisors respectively are males. Ardést of 4 (3.2%), 1 (8.4%), and 2 (8.7%)
of the graduates, trainers, and management merabdrsupervisors respectively are females.

From the above data we can see that the participati females in all levels were few. Here,
there is less good involvement of females in thected TVET institutions of management
members, trainers and graduates of automotive tdopy departments. This can be one of the

indicators of gender disparity in the working aities.

Regarding their age, in item 2, of Table 3 nongéheftrainers & management members is found
below 20 years of age, while 8.2% of the graduates below 20.Similarly 38.9% of the
graduates and 25% of the trainers are between 3&&5. Moreover 48.4%, 3.9% graduates are
found in years of 26-30, 31-36 consecutively. Butne of the graduates are above 37 years. On
the other hand 41.6%, 25% & 8.4% of the traineraudbmotive technology are in between 26-
30, 31-36& above 37 years respectively. Managemmamhbers and supervisors are found 26-30
(26 %), 31-36 (21.7%) and (52.3%) above 37 years.

Therefore, the above data signifies that all of ¢haduates and trainers are youngsters and
almost nearest to half of the management membersapervisors also youngsters that are in
the age range where they can put for the maximufortefo execute their duties and

responsibilities.

The success of any educational program is predandtie availability of trained instructors, and
management members and supervisors of institutidris.concept is especially applicable to the
field of vocational education where skill and teiciah knowledge are required. Moreover, item
3, of Table 3, indicated that educational levelredpondents are 5 (41.6%) of trainers and 3
(13%) of the management members of the institutamesdiploma level. In addition, 7 (58.4%)
of the trainers & 19 (82.6%) of the management namiare degree holders. One of the
supervisors is second degree holder. Graduateshalg® an education level of 30(23.8%) are
10+2, 12(9.5%) are 10+3, 84(66.7%) are qualifietwel 3 and 4.

These data reveals that, there are trainers wiyoattgediploma holders provide training for level
4 and 5 trainees, therefore this shows that treshortage of qualified trainers, and it may be

lead to inefficient result of the graduates on kieor market, because of without qualified
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trainers training programs could not be effecti@eaduates also indicated that most of them are

graduated in the new curriculum.

Table 3 of item 4, shows that service years ofamér, management members &supervisors of
the selected TVET institutions and TVET regionaldaw.

Hence, it is believed that when the more managemmerhbers and half of the trainers are
experienced, the better they trained, facilitaieeal and manage their major fields of study in
the process of selected TVET institutions. Thid wésure to relate the theoretical aspect with

practical aspect of training activities.

Table-4 Opportunities to choose field of study in TVET insitutions

S. | Items Responden
N Managem | Trainer: Graduate
o]
nt
membersé&
supervisors

Fr. | % Fr. | % Fr. %

1. Do TVET institutiors give
opportunities to candidates so as tées 22 | 957 |10 |83.3 |82 65

choose a field of study before they
start their training program? No 1 4.3 2 16.7 | 44 35
2
Do you have interest to be Yes 10 | 83.3 | 103 |81.8

trained & work in automotive

technology field? No 2 | 167 23 | 182

As can be seen Table 4 of item 1, an opportunitiehoose field of study in the selected TVET
institutions. Respondents of management memberssapervisors, trainers, and graduates of
automotive technology of the selected TVET insitas were replied their opinion.
Accordingly, this result shows that most of thepsdents 114(70.8%) are said graduates were
given a chance to select the field of study basetheir willingness before starting the training
program. But, there are significant number of gedds 47(29%) replied that they did not get a

chance to choose field of study. As indicated it2nof Table 4, most of the trainers and
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graduates 113(81.9%) revealed that they have sitarehe field of automotive technology. This
implies that the field of automotive technology nfeave a demand in the labor market. Since,
most of the graduates have interest in workingteaded in this field, they chooses the field of
automotive technology as their favorite area betbey started their training program. On the
other side TVET institutions were providing an ogpaoity for their trainees to choose their
fields of interest, this may have its own advantagéhe training program trainees may create
more willingness in the program to follow effecliveAnd trainers have interest in working in

the field of automotive technology departments.

This implies that the field of automotive technagtdups labor market demand in that the TVET
institutions provided their trainees opportunityobioosing their areas and were interested to be

trained and work in automotive technology.

Table-5Activities of guidance officers in TVET institutions

S. | ltems Responden
N
Graduates Trainers | Manageme
nt members
&
supervisors
Fr. | % Fr | % Fr. | %
1. | Availability of guidance ir
providing labor market Yes | 44 | 35 6 50 23 | 100
information in TVET institutions No | 82 | 65 6 50 |- -
2. | How was effective ir| Yes | 32 | 25.4 3 25 14 | 60.€
disseminating  labor  market
demand information to theNo |94 | 74.€ 9 7% |9 39.1
trainees of TVET institutions?

As can be seen from Table 5 of item 1, the thremp$a groups of respondents of the
guestionnaires are provide their view on the abdityg of guidance counseling and
disseminating of labor market information in TVHTfitutions for their graduates. Accordingly,
graduates are answered yes 44 (35%), and 82 (6b#¢m are said no. In line of this trainers

also answered yes 6 (50%) and 6 (50%) are saithrexdition, the third group of respondents
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23 (100%) of management & supervisors are said Hes means that the provision of labor
market information and guidance counseling in TME&Stitutions are disseminated well enough
for the graduates. Since, none of these respondentsaid no.

Table 5 of item 1, implies that most of the gradga& trainers 88(54.7%) are said that the
provision of the labor market information was natisfactory. On the other side, all of the
respondents of management members and supervi38026) are said, guidance counseling

and labor market information are disseminatingifierautomotive technology graduates.

Here, it implies that management bodies of the TWistitutions are believed that labor market
information is provide effectively to the graduat&ut, graduates are not satisfied on the
provided information of labor market demand.

As shown in Table 5 of item 2 most of the respomslet®(30.4%) said that the information
which was disseminated by TVET institutions weré¢ adequate. Therefore, even though the
labor market information was being disseminatedheyTVET institutions for the trainees it was
not in a proper way. In addition guidance officeere gaps in disseminating the labor market
information. MOE (2006), stated that guidance eifec have responsibilities of assisting their
trainees in choosing occupations guide traineesthr participation in institution and
community activities, obtain and disseminate octiopal information to trainees and classes
studying occupations in TVET institutions. Howevé&gble 5 of item 2 shows that graduates

were did not gain (have) enough labor market infdrom.

Table-Assessment of labor market and tracer study

S. | ltems Responden
N Managemen Trainer:
0 .
members& supervisors
Fr. | % Fr. | %
Do the selected TVET institutions condi| Yes 23 | 10C 9 75
1. | labor market demand study? No - 3 25
Do the selected TVET institutions carryc| Yes 7 30.¢ 5 41.7
2. | tracer studies? No 16 | 69.€ 7 58.%
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In relation to identify the existing situation @ftlor market demand assessment and tracer study
of the selected TVET institutions are indicatedahble 6, of items 1and 2.These items are treated
by management members and supervisors, and tragfetee selected TVET institutions.
Accordingly, item 1 indicated that, almost all bEtmanagement members and supervisors, and
trainers 32(91.4%) are said that labor market asseist was done by the selected TVET
institutions. However, the observation on the studicated that the labor market assessment
was done in the selected TVET institutions onlytlom types of occupations excluding the level
and number of the needed manpower. On the other sidst of the respondents 23(65.7%)
replied that these TVET institutions did not undke tracer study effectively. According the
respondents’ point of view implies that these gel@d VET institutions did not have full follow

up and understanding of their graduates whethgraheemployed or not.

Table-7 Time Allotted for Practical Training

S. | Items Respondents

No
Management
members & Trainers Graduates
supervisors

Fr. | % Fr.| % Fr.|] %

Is the time allotted for the training
1. | program, sufficient to acquire the | Yes |16 | 69.6 |10 | 83.3 |45 |35.8
needed knowledge and skill? No 7 304 | 2 16.7| 81 64.2

Is there an adequate practical
2. | exercise in the TVET institutions | Yes |11 |[47.8 |6 |50 46 | 36.5
regarding to labor market demand? No 12 | 52.2| 6 | 50 80 63.5

As can be seen Table 7, of item 1 and 2, indictiesespondents’ idea about time allotment of
the training program whether it is enough or not] ¢he adequacy of practical exercise of the
provided training of TVET institutions regardinglabor market demand. As indicated in item 1
most of the respondents of management members,visgrs and trainers 26(74%) were argued

that the time allotted for the stated program dbmotive technology were enough. But, on the
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contrary most of the respondents of graduates 84 &4id that the allotment of the time for the

program of the automotive technology were not adegju

Table 7, of item 2 is regarding the adequacymictical exercise in the TVET institutions in
relation to labor market demand. Here, respondehtsanagement members and supervisors,
trainers, and graduates put their point of viewd Amost of the graduates’ respondent 80(63.5%)
shows that the practical exercise were not adequdtee TVET institutions. In addition, almost
nearest half of the respondents of management nrerabe supervisors, and trainers 63(39%)
agree with the idea of graduates. This implies thatpractical exercise of training program in
TVET institutions had problem because most of thedgates were not satisfied on the time
allotment and the provided training situation reliyag to labor market demand.

Table 8 AssessmenResults of Automotive Technology Graduates

S.N | Name of| No. of Competent Average
0. institution graduates sa . e -
in assessmertTheoretlcal Practical CompetNot yet
ent competent
M FT | M FIT (MFT | MFT|M |FT
1 Adigrat industrial
construction
25 328 |21 |1(22 |2 |-|2 |2|-|2|23 |3]26
Mekelle SDc 22 L2211 | -] 11 2 |2|-2|20| - 20
Shire SDc 18 -18 | 8 -18 | 3 {3 |3]-3|15] -|15
Total 65 368 |40 | 1] 41| 7 +7 |7|-]7|58| 361

Source: Tigray region CoC

As indicated in Table 8, the results of graduatssessment were more or less comparable with
these three TVET institutions. According to the wloent of TVET bureau, the majority of
automotive technology graduates of TVET institutware not yet competent after they were
assessed by CoC. As we can see the data of autentethnology graduates from Table 8, most

of the graduates were not competent in practicaéssment in comparison with the theory
assessment.

This implies that, the provision of the automotteehnology training in the TVET institutions
were more of theoretical rather than practicahirag.
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To search out further verification in different apach whether the graduates were
knowledgeable or not comparing to labor market deimghe researcher found it necessary to
recognize instructor’s skillfulness mainly in prdirig practical training for the trainees. As
shown in the interview most of the employers replieat trainers of automotive technology of
the selected TVET institutions were not skilled eglo. This implies that the provision of the
training by these selected TVET institution espécia practical training were not satisfactory.
Because of the trainers are not skillful in promglipractical training as it indicated by the

respondents’ of interview point of view.

Table 9 Linkage of Automotive Technology Curriculumto Labor Market Demand

S.N | Items Respondents

o] Management
members & Trainers | Graduates
supervisors

Res. | Fr.| % Fr % Fr.| %

1. Do you think the knowledge and Yes | 7 [304 |9 |75 45 | 35.7
practical skills of TVET graduates have
acceptance by employers or labor No 16 {69.6 | 3 |25 81 | 64.3
market?

Is the provision of curriculum in the
2. TVET institutions relevant to the labor | Yes |19 | 82.6 |7 |58.3 |75 | 59.5
market demand?

No |4 174 5| 41.7] 51 405%

Table 9 shows relevance of knowledge, skills, amdiculum of automotive technology to labor
market demand. Item 1 is about the acceptanceadiugtes’ knowledge and skills by employers.
Accordingly most the trainers (75%) responded tinaty were accepted while most of the
management members & supervisors and graduatesd€69.6% and 64.3% respectively) ‘no’.
the responses to the second item, showed thatrtivesipn of TVET curriculum in the TVET
institutions was considered highly relevant by nadighe management members and supervisors
(82.6%) and moderately supported by both the traired graduates (58.3% and 59.5%)

respectively.
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From the above responses, one can deduce that ohdbsie respondents view graduates’
knowledge and skills of the TVET institutions wera up to the expectation of the labor market.
Furthermore, the interview with the employers conéd that the knowledge and skills of the
graduates did not fit to the existing labor markiefmand. This indicates that graduates’
contribution to the economic and social developnieile area was limited. With respect to the
curriculum relevance, observations witnessed thatcurriculum is being developed based on
the existing labor market demand from time to tinilis is partly because moderate labor
market assessment activities were being conducyetoth the regional TVET bureau and

respective clusters and institutions were givemtlaadate of developing curricula.

Table-10Relationship between Employers and TVET Institutiors

S. Responden
N. | Items Managemen
o] members & Trainers Graduates
supervisors
Fr. % Fr. % Fr. | %

1. | Is there common understandi
among key stakeholders and
TVET institutions regarding the Yes | 15 | 65.2 |5 41.7 |52 |41.3
provision program and

curriculum of automotive
technology? No |8 348 |7 58.3 | 74 |58.7

2 | Is there an availability of Yes | 17 | 74 5 417/ 85 67.5
automotive working firms in| No | 6 26 7 58.3| 41| 325
your zone/region which can

play a substantial role in

creating job opportunities?

Table 10, of item 1 shows employers’ understandibgut the activities of TVET institutions
especially in the provision of the program and icufum of automotive technology.
Accordingly, 15(65.2%) of respondents of managemegrnbers & supervisors replied yes, and
8 (34.8%) of the management members and supenasersaid no. In addition, trainers of the 5
(41.7%) said yes and 7 (58.3%) of them said no.ddeer, 52 (41.3%) graduates said yes and 73
(58.7%) of them said no.
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The view of the respondents in Table 10 shows #iaiye half of the management members and
supervisors 15(65.2%) revealed that employers lwatl ginderstanding about the training of
automotive technology program. But, on the othde snost of the trainers and graduates said
that the understanding of employers on the pronisiothe program and its curriculum were not
satisfactory. In addition to this respondents opkyers and coordinators of micro and small
enterprises confirmed that the understanding ofleyeps on the activities of TVET institutions
were not adequate.

This implies that the cooperative work of TVET ihgions and employers were inefficiently.

Most of the respondents of trainers and graduatelsding the employers and coordinators of
micro and small enterprises were agreed that erapaynderstanding on the TVET institutions
were weak with the exception of management mendor@issupervisors. In addition, this view of

respondents shows that there is a gap in betweplogens and TVET institutions.

In item 2, of Table 10, indicates that the avallgbiof automotive technology firms in the
selected TVET institutions zone which can play bssantial role in creating job opportunities.
Regarding this issue respondents of management ersrmdnd supervisors, trainers, and
graduates provided their view as is indicated eamit2of the same table, management members
and supervisors, trainers & graduates respondedlye$74%), 5 (41.7%), & 85 (67.5%),
respectively. On the other side, respondents ofagement members and supervisors, trainers &
graduates said no 6 (26%), 7 (58.3%) & 41 (32.5%epectively.

Moreover, most of the interview respondents saat there are working areas of automotive
technology in the zone. In addition, observatiodidated that there are automotive technology
working areas in the zones of the selected TVETitut®ns, but, the firms did not give
employment opportunities to the graduates of autmmotechnology, and did not have
communication to work cooperatively. Therefore, adtnall the small firms or garages did not
hire graduates of automotive technology; rathertrobshe employees of these firms are their
family who are trained informally with in their wking area, outside the TVET institutions.
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Table-11Adequacy of Training Facilities in TVET Institution s

S.No Items Responden
Manageme | Trainer: Graduate
t members
&
supervisors
Fr. | % Fr. | % Fr. | %
1. How do you rate the training facilitesa| H | - - 1 8.2 |12 | 9.k

equipments in your institution?

M | 18 78.c |8 66.7 | 48 | 38

L |5 217 |3 25 66 | 52.t

How do you rat¢headequacy of budgr | H
2. allocated to your institution/department pf | - - - - - -
automotive technology?

M |11 |48 2 16.7 | -

L |12 |52 10 | 83.% |- -

Table 11, of item 1&2 shows the existing situatadriraining facilities and budget allocation of
the selected TVET institutions. As indicated inl¢éabl of item 1, 18 (78.3%) of management
members and supervisors rated moderate and 5 (21o7%hem rated low. And trainers
responded 1 (8.3%) high, 8 (66.7%) medium and 34)2bw. The view of the respondents
implies that there were shortages of training fiked of the TVET institutions. In additiomost

of the graduates 48(38%), 66(52.5%); revealed thatjing facilities of the TVET institutions
were medium and low respectively. Observation veseel that all the selected TVET
institutions had scarcity of training materials athiwere needed for the automotive technology,

and had not standardized shops.

Item 2, of the same Table respondents of managemembers and supervisors 11(48%),
12(52%) confirmed that the allocation of the budgess rated low and medium respectively.
But, none of the respondents of management mendmetssupervisors, and trainers are said

high. This shows that the allocation of budget e selected TVET institutions were less.
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Therefore, due to the shortage of budget and trgifacilities of the automotive technology of
the training institutions may lead to provide thetmal training rather than practical, hence,
graduates of automotive technology becomes lackcaifidence on their practical skill
comparing to labor market demand.

Table -12Employment Situations of Automotive Technology Gradates

S.No | ltems Responden
Graduate Managem | Trainer:
nt memberg
&
supervisors

Fr. | % Fr. % Fr | %

Do the employers announce vacancy

1. recruit the human power for thditye |94 | 74.6 | 18 78. 111|917
organization? s 3
No |32 |254 |5 21. |1 |8.:
7
Ye |97 |77 - - - -
2. S

Are you currently employed?

No | 29 | 23 - - - |-

As can be seen from Table 12, of item 1 & 2 intidathat employment situation of automotive
technology graduates after graduated from the TWiSTitutions in the existing labor market.
Therefore, item 1 shows that most of the resporsd&B8(76.4%) were replied that employers

hired using vacancy.

In addition, most of the graduates of automotiveht®logy 97(77%) were employed. But,
significant number of graduates of automotive tetbgy 29(23%) still they were not employed.
On the other side, the researcher interview inditathat these employed graduates of
automotive technology weak in practical activitisnparing to other workers of the firms. This
implies that these employed graduates of automd#eenology were needed accompanying
training in their working area to be competent e tabor market, and these unemployed

graduates were the result of the inefficiency ef TWET institutions.
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In addition, the employment status of automotiveht®logy graduates indicated that on the
guestionnaires. Accordingly, most of the employestigates were 68(70%), 24(24.7%), 5(5.3%)
employed in the government, private and self-empleyt respectively. This implies that most
of the graduates of automotive technology were eyma in the modern sectors (government
and private). But, self-employment was difficult goaduates of automotive technology due to

different reasons; such as, lack of credit and kowkssibility was mentioned in the interview.

56



CHAPTER FIVE
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

The main purpose of this study was to assess olinthbetween automotive technology training

program and the labor market demand in Tigray regibe cases of four selected TVET

colleges. In light of this, the study focused oretivgy the following specific objectives.

1.

o g kM w

To examine the extent to which guidance officevjgled guidance about labor market
demand to graduates of automotive technology oéhected TVET institutions.

To check whether the practical training of autometiechnology was in accordance with
the labor market demand.

To investigate the linkage of TVET curriculum witie labor market demand.

To examine the relationship between stakeholdeddtanselected TVET institutions.

To investigate the training facilities of the seéet TVET institutions.

To examine the status of employment opportunitfesubomotive graduates in different

sectors.

The study was guided by the following basic questiand attempted to answer them.

1. To what extent do guidance officers provide guidaaloout labor market to graduates?

Was the provision of practical training of autormetiechnology in accordance with the
labor market demand?

Did the employers agreed with the curriculum preddin the selected TVET
institutions of Tigray?

To what extent was the relationship between stdden®and TVET institutions?

5. Were the training facilities in TVET institutionslequate?

6. What was the status of employment of automotivértetogy graduates in different

sectors?

The study was carried out in selected four TVETitasons found in three zones of Tigray,
namely Adigrat Industrial and Construction Collediekelle SDC, Shire SDC, and Adigrat

SDC which were selected using random sampling ndetho
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The study focused on five groups of respondentigates of automotive technology, trainers of
automotive technology, management members and\sspes, employers, and coordinators of
micro and small enterprises. Questionnaires weeel i3 collect data from graduates, trainers,
and management members and supervisors. Intervigsvused to get additional information

from employers and coordinators of micro and smalerprises staff. Out of 165 questionnaires
distributed to the three groups of respondents(I66%) were filled and returned. Except 3
guestionnaires and 2 of the expected interviewtwes,intended respondents provided their
opinion. Finally, the data obtained were analymsithg percentage and qualitative analysis for

the open-ended questions and interviews.
5.1 Major Findings of the Study

1. Good vocational training requires instructors wlawértechnical and pedagogical skills
as well as industrial work experience with the eslateducational level of the
qualification. Without qualified instructors, tramg programs could not be effective. But,
the study indicated that diploma level instructars training level 4 & 5 trainees. This
shows that the training is offered by under-queadifinstructors of automotive technology
in these selected TVET institutions of Tigray.

2. Guidance officers of the selected TVET institutigorevided guidance to graduates of
automotive technology. But, it was not adequate gratluates were not having clear
understanding on the labor market demand. In amjitguidance officers of the two
institutions did not have training in related fietdf study to discharge the given
responsibility. Due to this and others, awarendsgraduates about the demand of the
labor market and provision of guidance servicesisenough.

3. The question of quality is an important issue iairing programs. But, because of
inadequately trained instructors the training psscef the selected TVET institutions
focused more on theory rather than practice. Adnghd, the practical training of
automotive technology graduates was not satisfaetben compared to the labor market
demand.

4. The understanding of employers concerning the @ultrm of these selected TVET

institutions was not satisfactory. That is, theyrs have full understanding, especially
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on the specialized program of the curriculum. MeeFp the curriculum was unstable,
and as a result most of the graduates of automaéigkenology and employers have
confusion. Some private enterprises go to the éxdemxpressing their dissatisfaction

about the specialized areas of automotive techyolog

. TVET institutions need to work in cooperation wi#mployers. However, no close
relationships have been established between tims find the selected TVET institutions
of Tigray. This shows that there is a gap betwéentitaining provided in the institutions

and the skills needed in the labor market.

. No one denies the importance of budget and traifantjties in the provision of quality
TVET training. Nonetheless, those TVET institutioa® not well-equipped regarding
these issues. The net effect of this is produatibgraduates with below the necessary
knowledge and skills.

. The status of employment of automotive technologdgates in the existing different
sectors was better in the government and privateorserather than self-employment.
Here, the study indicates that an opportunity &tsiwn business was low. Since, most
of the respondents replied that the status of esalloyment in these three zones of

Tigray were inefficient.
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5.2 Conclusions

TVET is useful to promote people’s ability to fipdbs and remain employed and secures
livelihoods and forms the bases for participationcommunity life. Occupational orientation,
career counseling, and job placement contributenéching supply and demand in the labor
market. A skilled workforce plays an important raledetermining whether companies will be
able to compete in national and international matkn addition, the availability of skilled
workers through TVET makes a country more appealsg allocation for business and
investment. Therefore, TVET should aim to implemdamand-driven system and respond to
the needs of the labor market, both the formal iafmrmal sector in making effective relation

with the stakeholders.

In the course of assessing the study on the libkd®n automotive technology training program
and the labor market demand in Tigray region: @ees of four selected TVET institutions, the
researcher would like to put the following conchglremarks based on the findings obtained so

far.

1. The educational level of some trainers of autibre technology is not appropriate to train
levels of 4 and 5. According to ETQF, traineeshese levels should be trained by trainers
having BA and MA respectively. Hence, these dipldonadder trainers of the selected TVET
institutions may not have full technical and pedsagal skills to provide the training as

effectively as is needed by the labor market.

2. The guidance and counseling services of the fmlected TVET institutions were not
effective and guidance officers of the two seled®EET institutions do not have related field of
study. In addition the practice of disseminatingolamarket information among the graduates
was not adequate. Since, graduates of automoticentéogy did not have adequate
understanding about the labor market demand. lergérgraduates were not supported to secure

jobs as per their training in providing guidance.

3. Graduates of automotive technology have a proltepractical skills compared to the labor
market demand because the training provided bgélerted TVET institutions of Tigray region

is more theory and less practical. Most of the gaaels lack practical skills that make them
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attractive in the labor market. Sometimes, empleyatplain that those who were informally

trained were better in practical activities thaa tbgular TVET graduates

4. The understanding of the employers about the TM¢&rriculum of automotive technology
was not satisfactory in the specialization and Ieyeogram. Some of them prefer employees
with general training in automotive technology twmde trained in specialized fields. This is
because they want to hire a single individual nathan employing three or four individuals in

order to minimize cost.

.5. There is a gap in the relationship betweerséhected TVET institutions and employers. As a
result, those TVET institutions were not in a positto obtain the necessary information and
support that help them to conduct training in tightrway. The employers also did not have the
chance to express their needs to the selected TiNEitutions in a way that enables to produce

well-equipped graduates of automotive technologyigray region.

6. Budget and training facilities were not adequatéhose selected TVET institutions of Tigray
region. Any training endeavor in the absence afifexs and budget cannot be productive in that

it does not result in social and economic improveime

7. The status of employment opportunities in ddférsectors of automotive technology was
better in the modern sectors (government and mjvather than self-employment. Since, the

accessibility of credit and materials of automotieehnology was not effective.
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5.3 Recommendations

In the light of the reviewed literature and majaondings of the study, the following

recommendations are drawn.

1. Some diploma holder trainers of automotive tettgy of the selected TVET institutions
have problems of knowledge and practical skill iavading training in levels 3 to 5. Therefore,
the regional TVET bureau of Tigray region has tdpheainers of automotive technology to
upgrade their educational level. The institutiomwdd also devise mechanisms by which
trainers can be exposed to industries in theiraesge fields and let them participate in short-

term trainings that may help to enhance their skill

2. TVET institutions conduct labor market assessnamd provide guidance & counseling

services to graduates of automotive technology, Buhese selected TVET institutions both the
result of the labor market assessment and the geedand counseling services were not known
to the trainees. Consequently, the trainees cootdoanefit from such resources. In addition,
those assigned to discharge the responsibility wéflajmce and counseling services of two
guidance officers were not professionals in thetfi Thus, the regional TVET bureau of Tigray
has to support for these selected TVET institutiomssecuring guidance and counseling
professionals. The TVET institutions should alsgamize and disseminate the labor market
information in a planned manner. The regional T\iifeau and the TVET institutions have to
conduct widespread tracer studies that enableetdhgecondition of employment of graduates of

each TVET field of specialization.

3. As is revealed in the findings, practical s&fligraduates is low. Since, the training program of
automotive technology of these selected TVET ia8ths were providing more theoretically
rather than practical. This may have happened duack of skilled instructors in providing
practical training in the TVET institutions. So,ethiegional TVET bureau of Tigray should
support in assign skilled trainers. The TVET ingtans have also to send trainees to cooperative
training organizations by signing Memorandum of égmnent in time and it is better to use the

way of training in the ratio of 70:30.
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4. The understanding of employers on the curricubldmVET institutions was not satisfactory.
Therefore, to solve these problem TVET institutishsuld better employers to be having clear
understanding on the developed curriculum of autormotechnology especially on the

specialization and levels program in relating with occupational standards of the country.

5. The study indicates that there are a lot ofraotove firms in the study area. However, there is
no tight communication between TVET institutiongldahe automotive technology firms. As a

result, both parties did not benefit from each oth@erefore, TVET institutions have to prepare
Memorandum of Agreement in collaboration with themgé and carry out the practice of

cooperative training effectively. They should atgwe professionals that provide training for a
short time, conduct research activities, and degrigject proposals that help to secure fund from
the firms.

6. As indicated in the findings of the study, th&8&ET institutions have scarcity of budget and
training materials. Hence, the regional TVET Bursaould avail adequate budget and support

them by providing necessary training materials.

7. The study indicates that most of the graduatesitmmotive technology are employed in the
private and government sectors. Therefore, theduoators of MSEs and TVET institutions
should help graduates in enhancing awareness anvdijprg supportive facilities like credit and

forming associations to start their own businesses.
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Addis Ababa University
School of Graduate Studies
College of Education and Behavioural Sciences
Department of Vocational Education Management

A Research on Relevance of Technical and Vocational Education and Training
(TVET) to Labor Market Demand of Automotive Technology in Selected TVET

Institutions

A questionnaire to be filled by graduates of automotive technology of the selected four TVET
institutions.

Introduction:

The purpose of this questionnaire is to assess the relevance of TVET training to labour market
demand in automotive technology of the four selected TVET institutions. Accordingly, the
success of this study depends on the sincerity and frankness of your response to the questions
raised to you in this questionnaire.
Please note that:

Part I:

Part-Il:

7

+* No need of writing your name,

» Where alternative answers are given, please mark your answer by circling the
letter of your choice,

Put a “v” mark for the answers in the tables, and

Please be as brief as possible in answering the open-ended questions.

*,

DS

* *.
LA X4

Thank you for your time to complete the questionnaire.
personal History

1. Name of your trained institutions

2. Work place: Region Zone Town
3. Sex: A. male B. Female
4. Age: A.15-19 B.20-24  C.25-29 D.30and above

5. Field of study

6. Graduation Date---------- Month Year

General Questions

1. Does the institution give opportunities so as to choose a field of study on the basis of your
interest before you started your training program?

A. Yes B. No



2. If your answer for number 1 is “no”, what methods were used to place the students in the
department of automotive technology?

A. Interview
B. Entrance exam
C. Previous academic achievement
D. Lottery method
E. Others specify-----------------—-
3. Did you have interest to be trained in automotive technology department?
A.Yes B. No

4. Did you get vocational advice after you joining the TVET institution regarding your field of
study in relevant to the market demand?

A.Yes B. No
5. If your response to question no. 4 is “yes”, was the advice adequate enough?
A.Yes B. No

6. Do you think the programs that the TVET institutions provide in automotive technology are
relevant to existing labour market?

A. Yes B. No

7. Do you agree TVET institutions are producing competent manpower in practical skills and
knowledge to the labour market specifically in the department of automotive technology?

A. Yes B. No

. Are there variations across programs and/orsaccontexts in terms of formal TVET supply to
the market needs?

A. Yes B. No

9. Is there an investment activity of automotive technology firms or companies in your zone or
region which can play a substantial role in creating job opportunities?

A. Yes B. No

10. Is the time allotted for the training sufficient to acquire the needed knowledge and skills?
A.Yes B. No

11. In your opinion, are you trained enough practically related to the market/employers need?
A.Yes B. No



12.

13.

14.

15.

16.

17.

18.

19.

Is the curriculum provided in the TVET institutions relevant to the labour market or
employer needs regarding the automotive technology?

A.Yes B. No
Are you currently employed?
A.Yes B. No
If your response to number 13 is “yes”, the owner of the organization is:
A. Government  B. Private C. NGO D. Self-employed
How long did it take you to join a job after you graduated from the TVET institution?
A. 1vyear B.2years C.3yearsand above
Do the employers announce vacancy to recruit the manpower for their organization?
A. Yes B. No

Did you get adequate practical exercises in your field of study in the TVET institution in
accordance with the labour market needs? A.Yes B. No

If your answer to no. 17 is “No”, what is the reason? You can choose more than one answer.

A. Most of the time the training was theoretical.

B. Competence of the trainers was weak in providing practical training.
C. Lack of adequate training materials/machines.

D. Lack of interest to practical training by trainees.

If you are not employed in the existing market, what is the problem?
A. Lack of relevance of my field to the market.
B. Lack of necessary competence in my field that matches to the labour market.

C. Lack of confidence of employers on the graduates of TVET.

D. Others specify

20. How do you rate the availability of employment opportunities in your zone or locality?
ltem High Medium| Low No
opportunity
1 | Government organization
2 | Private organizations
3 | Self-employment




21. How do you rate the availability of self-employment opportunities with respect to?

(1)

ltem High Medium Low Not availabl

Access to credit

Access to raw material

WIN|F-
=
1

Others supports that facilitates se
employment

22. In your opinion, how do you rate the relationship between TVET institutions and employers
or stakeholders in helping the trainees to become employable?

A. High B. Medium C. Low D. Too weak

23. Are the TVET institutions equipped with the necessary resources, for instance, trainers,
machines, equipments, textbooks, etc.

A. High B. Medium C. Low

24. In your opinion how is the competence of trainers, especially in giving practical training?
A. High B. Medium C. Low

25. How do you rate the availability of employment opportunities for the graduates of
automotive technology in your zone or region?

A. High B. Medium C. Low D. No opportunity
26. How do you evaluate TVET institutions in assessing labour market needs before providing
training?
A. High B. Medium C. Low

27. How do you rate the skills of graduates in relation to the requirements of the employers’
needs after you come to the market as compared to the others?

A. High B. Medium C. Low

28. In your view, what are the major problems that affect the relevance of TVET training to
labour market demand in implementing the training activities?




29. What alternatives do you suggest to improve the relevance of the TVET program to the
labour market demand in employability of the graduates?

Thank you again for your cooperation!



Appendix 1.2 Trainers

Addis Ababa University
School of Graduate Studies
College of Education and Behavioural Sciences

Department of Vocational Education Management

A Research on Relevance of Technical and VocatiBdaktation and Training (TVET) to Labour Market Deard
of Automotive Technology in Selected TVET Instituis

A questionnaire to be filled by trainers of the géed TVET institutions

Introduction:

The purpose of this questionnaire is to assessetheance of TVET training to labour market demanthe four
selected TVET institutions. Accordingly, the susceéthis study depends on the sincerity and fras&rof your
response to the questions raised to you in thistopmnaire.

Please note that:
+ No need of writing your name,
« Where alternative answers are given, please markamswer by circling the letter of your choice,
% Put a " mark for the answers in the tables, and
« Please be as brief as possible in answering the-epéed questions.

Part I: - Personal History:

1. Name of the institution:

2. Sex: A. Male B. Female

3. Age: A. 20-30 years B. 30-40 yeafS. 40-50 years D. 51 years & above

4. Major Field of study:
5. Service inyears: A.1-5 B.6-10 C.11-15 D. 16 & above

6. Educational level:  A. Diploma B. BA/BScC. MA/MSc  D. Ph.D.

2. Part lI: - General Questions:
1. Do you have interest in working in TVET institns?

A. Yes B. No



2. Does the institution give opportunities so ashoose a field of study on the basis of theirregebefore they
start training program?

A. Yes . Bo
3. If your answer for number 2 is “no”, what metlsavere used to join the department of automoteanology?
A. Interview
B. Entrance exam
C. Previous academitierement
D. Lottery method
E. Others----------—-
4. |s the vocational guidance and counselling weit equipped both in manpower and materials?
A. Yes B. No
5. Did your institution give vocational guidancethe trainees?
A. Yes 8o
6. If your response is” yes”, how was the effecadfice?
A. High B. Medium C. Low

7. Do you believe the knowledge and skills thenras gained from the training are adequate to tsiair own
business or employed in the organization?

A. Yes B. No
8. If your response is “no”, what are the majatdas?
A. The training is not relat® the world of work.
B. More time is spent on theor
C. The machines and tools abéd in the institutions are not related to thecfical work.
D. If others mention ------——----------
9. Is the labour market information system condlugour institution?
A. Yes C. No
10. What mechanisms are you using to get timetiyatequate labour market information?
A. Tracer study
B. Labour market monitoring

C. Needs assessment
D. Others specify---------- —_



11. Are there variations across programs and/arsaarontexts in terms of formal TVET supply to tharket based
on market assessment?

A. Yes B. No
12. Do your institution conduct tracer study in ymstitution? A. Yes B. No
If your response is “yes”, how ofi@re you assessing the labour market?
A. Annually
B. Every three gea
C. Every five ygar
D. If other memtig-----------------------

13. Is there an investment activity of automotigehinology firms or companies in your zone or regidrich can
play a substantial role in creating job opport@s#

A. Yes B. No

14. Is there a shared understanding among keytsillers and your institution about the relevanag an

applicability in different TVET contexts? A. Yes B. No
15. Is the time allotted for the training sufficiea acquire the needed knowledge and skills? A. Yes
B. No

16. How would you academically rate your traindegdwledge and skills?
A. High Bledium C. Low
17. How do you rate the training facilities and ipguents in your institution?
A. High B. Medium C. Low
18. How do you rate the adequacy of budget allacgteour institution/department?
A. High B. Medium C. Low

19. The partnership between TVET institutions & égpr organizations in order to facilitate the eayphent
opportunities of graduates is:

A. High B. Medium C. Low

20. To what extent are the programs that trainezstadying in the field of automotive technologjevant to the
world of work?

A. High B. Medium C.wo

21. Does the curriculum provided in the TVET ingiibns have relevance to the labour market or epaploeeds
regarding automotive technology?

A.Yes B.No



22. How do you rate the availability of employmepportunities in the graduates of automotive tetdgyin your
Zone or region?

A. High B. Medium C. Low D. No opportunity
23. How do you rate the match between the skillgrafluates and the requirements of the employeiseitabour
market?
A. High B. Mech C. Low

24. How do you rate the availability of employmepportunities in your zone or locality?

Item High Medium| Low No opportunity

1 | Government organization

N

Private organizations

3 | Self-employment

25. How do you assess the availability of self-egpient opportunities with respect to?

Item High Medium Low Not available

1 | Access to credit

N

Access to raw material

3 | Others supports that facilitate self-employment

26. What major problems do you observe in relevafi@&/ET to labor market demand in relation to job
opportunity?

27. Please list down the alternative solutiongtierproblems what you mentioned above.

28. Would you comment on partnership between TMiSTitutions and employer organizations?

Thank you for your cooperation!




Appendix 1.3

Management members and srgisors

Addis Ababa University
School of Graduate Studies
College of Education and Behavioural Sciences

Department of Vocational Education Management

A Research on Relevance of Technical and VocatiBdaktation and Training (TVET) to Labor Market Derdeof
Automotive Technology in Selected Four TVET Indtitns

Questionnaires’ to be filled by management memiagrd supervisors of four selected TVET instituticarsd
regional TVET bureau.

Introduction:

The purpose of this questionnaire is to assesgelevance of TVET training to labor market demandour
selected TVET institutions. Accordingly, the succes this study depends on the sincerity and fras&rof your
response to the questions raised to you in thistopmaire.

Please note that:
% No need of writing your name,
% Where alternative answers are given, please markamswer by circling the letter of your choice,
< Put a 4" mark for the answers in the tables, and
+ Please be as brief as possible in answering the-epéed questions.

Part I: - Personal History:

1. Name of the TVET institution
2. Sex: A. Male B. Female

3. Age: A. 20-30 years B.31-40 years 4@G50 years D. 51 years & above

4. Service in years

5. Your current position

6. Qualification: A. Diploma B.BSc/BA  C.MA/MSc D. Ph.D. E. Other spget------------------

7. Major Field of study:

Part II: - General Questions:
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1. Does the institution give opportunities so ashoose field of study on the base of their intebefore they start
training program?

A. Yes . Bo
2. If your answer for number 1 is “no”, what metlsavere used to join the department of automogeanology?
A. Interview
B. Entrance exam
C. Previous academitierement
D. Lottery method
E. Others----------—-
3. Is the vocational guidance and counselling weit equipped both in manpower and materials?
A. Yes B. No

4. Did your institution give vocational guidancedarounselling to the trainees regarding to tbkl§ of study and
labour market demand?

A. Yes B. No
5. If your response is “yes”, how was the effegtigss of the advice?
A. High Bledium C. Low

6. Do you agree that TVET institutions are prodgaiompetent manpower in practical skills and knaolgteto the
labour market demand specifically in the departnoértutomotive technology?

A. Yes B. No
7. Are there variations across programs and/orsaacontexts in terms of formal TVET supply to tharket needs?
A. Yes B. No

8. Is there an investment activity of automotivehteology firms or companies in your zone or regidrich can
play a substantial role in creating job opport@es#

A. Yes B. No
9. Is the time allotted for the training sufficigntacquire the needed knowledge and skills?
A. Yes B. No
10. How do you rate the experience of trainersutomotive technology department?
A. High B. Medium C. Wwo
11. How competent academically are most trainetBaérdepartment of automotive technology in pratskills?

A. High B.edium C. Low

11



12. Do you believe the knowledge and skills traingained from the training are adequate to stagitr thwn
business or be employed in organizations compekjtt/

A. Yes 8o
13. Is the labour market assessment conduct inipgtitution?
A. Yes B. No
14. Could it be facilitated tracer study in youstitution?
A. Yes B. No
15. Are the stakeholders were participating inléteur market assessment?
A. Yes B. No

16. How do you evaluate the participation of stalléérs in general & employers in particular in pleng the
training being offered in your institution?

A. High B. Mech C. Low

17. In your view, how do you see the chance ofgpportunities for automotive TVET graduates in #&xésting
labour market?

A. High B. Miem C. Low
18. To what extent are the programs that traineestadying relevant to the world of work?
B. High B. Medium C.wo

19. Is the curriculum provided in the TVET instituts relevant to the labour market or employer seegarding
automotive technology? A. Yes B. No

20. Are the TVET institutions equipped with necegseesources, for instance, trainers, machinesipegnts,
textbooks, etc?

A. High B. Medium C. Low

21. How do you rate the adequacy of budget allalcatg/our institution?
A. High B. Medium C. Low

22. How do you rate the availability of employmepportunities in your zone or locality?

Item High Medium| Low No opportunity

1 | Government organization

N

Private organizations

3 | Self-employment

23. How do you assess the availability of self-esypient opportunities with respect to?

12




Item

High

Medium

Low

Not available

1 | Access to credit

N

Access to raw material

3 | Other supports that facilitate self employment

24. |Is there a shared understanding among key tstlders and your institution about the relevance an

applicability in different TVET contexts?

A. Yes B. No

25. What major problems do you observe in relevaoicd VET to labour market demand in relation to job

opportunity?

26. Please list down the alternative solutiongtierproblems you mentioned above.

27. Would you comment on partnership between TMiSTitutions and employer organizations?

28. To what extent are graduates of automotivertalclgy employed in the market?

Thank you for your cooperation!
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Appendix 2.2

Interview Guide for coordinators of micro and small enterprises coordinators

1.
work, especially in your zone?

2.
3.

9.

Do you think the programs that the TVET instaos provide are relevant to the world of

Would you comment on the relationships betwedR T institutions and enterprises?

Do you think there are problems in terms of?

e

*

Relevance of training to labour market demand,
Criteria of admission to TVET institutions,
Financing TVET,

Employment opportunities, and

Others.

e

*

e

*

e

*

*.
°

. Would you comment on the competence of TVET wgaées? That is, skill, knowledge as

compared to the labor market demand?

. If you say “There is a problem”, what is thesea?
. Do you think there are sufficient self-employmepportunities for TVET graduates?

. What problems did you observe in terms of?

< Access to credit,

+» Raw materials,

+» Market relevance, and

% Administrative support and others.

. In your opinion, are the graduates of automoteahnology employed in the market in the

previous years?

Is there permanent and continuous follow up simbort by your office to the TVET training

centers? If there is, please mention - mmmmmmmm s

14



Appendix 2.1 Eoygrs

Interviews to Employers

. Do you think the automotive technology trainingsypded in the TVET institutions are
relevant to the world of work? If not- what are teasons? How can we improve it?

. In your opinion, are there sufficient job opporties for TVET automotive technology
graduates?

. Do you think the TVET institutions have a signifitamportance in providing the skilled
manpower of automotive technology to the labourkeig

. Does your organization helps in giving informatiop on the existing labour market
demand related to the automotive technology progrfamthe TVET institutions?

. In your opinion the relationship of your organipatiand the TVET institution is:

A. Strong B. Average Weak

. Is your organization interested in hiring TVET auttive technology graduates?

A. Yes B. No

If your response is “yes”, how many employees heee in your work place?

If your answer is “no”, why?

. What do you suggest for the effective implementatad TVET programs regarding
automotive technology?

. What do you think are the major problems facing doéomotive technology training
being provided in TVET institutions?

. In your view, in what mechanism can the relevarfcaubomotive technology training to
labour market demand be improved?

15



Observation check list

. Facilities in the TVET institutions

Appendix 4

Workshop conditions and
facilities

More than

satisfactory/adequate

Satisfactory/
adequate

Not

satisfactory/adeque

Enough space

Safety precautions

Space for storage

Equipment

Q| WIN|F

Raw materials

N

. Document registrations and assessments

Documents

Well organized

Organized

Not organiz

Market assessment results

Tracer studies of previous years

Minutes of partnerships

Registration of trainees

QB WIN|F

List of graduates

w

. Companies’ or firms’ strength

Condition of the companies

High

Medium

Low

[

Capacity of department

N

Employment opportunity

w

Understanding of TVET
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