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ABSTRACT 

771e aim of this thesis was /0 invesfigale the success and challenges encountered in implelllel1ling apprel1liceship program in some selected TVET colleges in Addis Ababa. T() Ihis end, an allempl was made 10 look il1lo the link belween I'VEI' inslilUies and Ihe world of work. The jimdamenlal faCial'S afjecling Ihis link such as the legal ji-amework. '!'orkplac~ learning environmenls, roles of each parlicipaling pal'ly and Ihe sIC/Ie of resources devOled 10 Ihe training have been assessed A descriplive survey melhod was employed 10 identifY Ihe 
tllajur prohlellls encoul1lered in Ihe course 0/ implemenling apprenliceship Iraining in 18 rVl:;r colleges /i!tli1d in Ihe Region. 'lhese sCilnple TVET Colleges were selecled on Ihe basis o/pllrposive sampling the subjects a/the sludy were 18 Deans, 18 Vocal ional cuuncilors, 27U Trainees and 18 workplace supervisors. The respondenls sampling ,!'as carried 0111 Ihmugh purposive, availability, and random sampling lechniques, depending on Ihe nCllure 
und size (~/ the sample respondents . "?/orl17({l ion's IVUS gathered using (Iues/jonnaires, 
iJ71er"iell's, ohser"alions 1111(1 doculllents, The resll il o/ Ihe sl/((IV del'icled Ihal , apprenliceship 
Iraining I I'US nol backed hy legulfj'wl1ework and the selection %rgoniZ(lIio17S was )10{ bused 
on sOlll e de.fined crileria. '{he reudiness o./fhe organiza/ions Iv cooperale was above average 
jur governmcnlCll und belolll average fO,. the privale once. An aflempl mude 10 enhance 
.li.mlter coopewl ion/iJl- inslanee by offering incentives were inadequClle, Thus_ trainees were excludedji'oll1lhe lraining due 10 inadequacy oforganizalions, inconvenience o/ Ihe Ira ining period and lack of/inaneial suppor/. Hence, il is concluded thai trainees run Ihe risks of no I being insured fo r accidems Ihal occur on produClion aclivities and mcy'orily 0/ Ihe organi:alio17s didn 'f pay trainees Jhr Iheir labor, for efforts made in ,his regard II /US l10r 
SOfi. ~l{./(.:I(JI:)· On fOp 0/ fhis. in-scho()1 u/ld (JlIl-(~rsch()u/ .,u/)I!J'vi.\iuJ1 U(; fivilh!.~ iJu..:llldlllg 
visirin~ the ap/)I'entices und cOl/ducling fracel ' slue/ies were /ur behind /i'om the expeG'I(.Ilioli. Ihere/ore, it is recomlllended 10 aCI according 10 the {'/lIe and eslablish some kind of 
regul{{/or)l bodv IO /acililale and tJlganize apprenliceship Iraining by bringing all 
.I'lakehoiders 10 lI'ork IOgelher/or Ihe sllcces~fi t! implelllenialion o/apprenliceship program. 

VIII 



CHAPTER ONE 

INTRODUCTION 

1.1. Background of the study 

The most important factor for development is the skill and knowledge ofpeoplc. Accordi ng 
to Teklehaimanot (2002: 2) there was a time back in hi story when I-:th iop ians valued the 
skill of people and, as a resuh , the cOllntry was re latively impol1ant center of technology 
and arts of that tim e. The cultural and architectural remains unequi vocally wi tness thi s fact. 
Art, music, sculpture, agriculture, literary work and commerce in Ethiopia were superior to 
those in the current developed countries of the world during that time. 

However, there was an epoch when technology was defied and neglected -a period of 
dormancy and slumber followed by backwardness. Poverty replaced the golden times when 
co ins were minted , sh ips traded with many countries, arti sans freely exercised and 
produced goods, and architects designed and constructed wonderful monuments. 

What caused such degeneration needs to be seriously researched. Nevertheless, the reli gion 
and the long struggle against external aggression may have greatly contributed for thi s 
uncomfortable slumber. 

The two relatively higher status groups in the traditional society of Ethiopia were genera ll y 
the fi ghters (though they were not regular soldiers) and the clergy, both of whom did not 
generally work. Both of them were not essentially promotes of production and creativity 
rather they undermine hard work and productivity and discouraged cap ital accumulat ion 
directly or indirectl y as cited in Teklehaimanot (2002: 3). 

Thus . the li velihood compelled the peasants to work hard for survival but the statue squaw 
discouraged skilled workers to creatively support them and ease their drudgery. Persecution 
of al1i sans and craftsman di scouraged effecti ve evolution of Apprenticeship in the cul ture 
and thereby diminished whatever technology was acquired in history. 

The first Technical Vocational School was founded 43 yea rs later aft er the establi shment of 
modern schooling. In 195 1, Addis Ababa Technical School was established to meet the 
growing demand for skilled techni cians in industry. This was follo wed by commercial 
School and Engineering College in 1952. Subsequently Ambo and Jimma Agricultural 
Schools as we ll as Bahirdar polytechnic institute were established. From the fifti es up to 
the seventies the technical schools used incentive mechanisms that helped them to admit 
high achieving students from different parts of the country. However, thi s situat ion 
gradual ly deteri orated and it s quality consequently was affected. 

Up to the mid-ni neties of the twentieth century, there we re only 17 government and non 
government T VET instituti ons offering training in a mere sco re of occupations. For 
example , in the 1995/96 academi c year, there were on ly 2738 TVET students (out of whom 
on ly 725 graduated in that year) , compared to 402753 enrollmen t in the second level 



academic education stream (MOE. 1997). Th is means that 99.30% of the senior sccondary 

leve l of education students was engaged in the academic sub-sector (Tek lehaimanol. (2002: 

7). 

In line with the Education and Training policy issued in 1994 twenty nYe Skill 

Development Centers (S DC) were opened in 1997. The 1995 regulation for li censing and 

supervision of private educationa l inst ituti ons encouragcd more private tra ining providers 

to pro liferate allover the coulllry. 

Moreover, a high power National TVET Capacity Bui lding Task Force was established by 

the Prime Minister·s Office to stud y the ways and means of enhancing the TVET. 

Accordingly, a stratcgy was set and implementation of 3n ex panded diversifi ed and 

integrated TVET systcm started in 200 1/2002 academic year when ovcr 50.000 TVET 

tra inees (including agricultural) were enrolled in 169 government and non government 

insti tutions, using new cu rri culum and modaliti es of tra ining (Tek leha imanol. (2002:6,7) 

The Economic Deve lopmen t Strategy for Ethiopia and the macro and small Entcrprises 

development strategy underscore the need for an individual development that makes 

ex tensive use of natura l resource basc and locally avai lable ma npower on a sustainable 

basis. Both strategy documents emphasized the idea that in the frame of the agri cultural led 

industriali zation . large, medium , smal l and micro indust ri al es tab li shment , as wel l as 

construct ion and service enterprises will create employment opportunities if provided with 

sk ill full human resources. Th is reali ty coupled wi th the fact tbat the number of people 

earning their li ving from the informa l sector activities and small scale manufacturing 

industri es is eight fold larger than those engaged in the med ium and large industrial 

establi shment' s shows that it is an important. source of wage and self empl oyment of TVET 

trainees. Hence. the two fundamental objecti ves of providing TVET in Ethiopia were stated 

in (MOE: 2002) cited on Masresha. (2004: 4) 

To enhance Ihe agriculillral development led indllSlrializalion of Ihe COllnll), 

Ihmllgh lraining and slIpply of new generation of qualily middle level skill 

manpower 10 (he industrial, service and conslruclion sec(ors , and con(ribule 

(0 the development of Ihe induslrial, conslruclion and service economies 

Ihrough qualily and quan(ilalil'e capacity developmenr of TVET and (hereby 

improve the supply of middle level skilled manpoll'er. 

To thi s end, cuncntly TVET is provided at diffe rent levels and by different agencies both 

public and pri vate, wi thin the formal educational system and outside of it. First, there are 

higher education institutions that train top-leve l professional and technical personnel. 

Second, below the University level , there are a number of Technical and Vocational 

Training School and Institutes, whi ch cater the training of personnel at the middle and 

lower levels for different occupations. A third catego ry of TVET insti tutes compri se 

training centres attached to certain public and parasitical agcncies to provide qualitv but 

certificate level training for the employee or would be employees of those agencies. Thc 

fourth catego ry is the informal on the job training that is going on practically in all types of 

non-farm ing areas in the apprenticeshi p style. 
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The curriculum deve loped by the Ministry Of Educati on (M OE) in 28 different trades 
allocatcs 3 I 2 hours for out o f school apprenti ceship train ing and about 500 hours for the 
main courses (MOE: 2003,8). The purpose of offering apprenticeship tra ining in different 
en terpri ses was to fami li ari ze trainees with real work life who eventua ll y qualify as self or 
wage employees in their special ized areas . In an economic climate where there are greatl y 
reduced opportunities for wage employment, like Eth iopia, greater emphasis has been 
placed on the potent ial contri buti on to the economy by the self-employed and informal 
sector. Thus, to attain thi s obj ecti ve, among other things cooperation w ith en terpr ises to 
meet acute skill through apprenti ceship training is the crucial aspect of the training process 
and at the same time demands attention. 

Moreover, as Atchoarena ( 1996:5) indicated, compared to other training modes, 
apprenti ceship training is characterized by its capacity not to train but al so to organize tile 
process of trans ition of tile young labour force to labour market. Generally, experi ences 
show that linkage of technica l and vocational training programmes wi th business and 
industry will inevitably yi eld a number of improvements in the preparation of relevant and 
well-qualified graduates . 

1.2. Statement of the problem 

Apprenticeship program is implcmented in collaboration with both government and non 
government production firm s, service giving organizations and others. The researcher had a 
diffi cult experience in thi s area when he was working in one of TV ET private co ll ege in 
Addis Ababa. Many organizations were not willing to receive the trainees. Some of them are 
demanding insurance coverage ; few of them didn ' t give any answer and othcrs totally reject 
the request indirectl y by saying they are occupied. Since the program is conducted in 
cooperati on with these organizati ons there was a need of much time to convince them . As a 
result many students were forced to postpone their graduation period. 

Therefore. the researcher beli eves that it is very important to stud y the practi ce of the 
present apprenti ceship program which is now on implementat ion under the guidelines of 
TVET cUlTiculum and it is also very crucial to investigate the difficulti es and drawbacks 
that ma" hinder its full im plementation towards a better result. 

1-3. Objective of the study 

The main objecti ves of thi s study were to identify success and challenges encountered in 
implement ing apprenti ceshi p program in some selected TVET coll eges and other 
stakeho lders like producti on and service rendering organizations which are working in 
collaborati on with those co ll eges in Addi s Ababa Region. More explicitly, it tries: 

• To examine the ex tent to which the guidelines set in the curri culum are put into 
practi ce. 

• To evaluate the attitude, capability and limitation of both stakeho lders in effecti vely 
implementing apprent iceship program according to the planned curriculum. 
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• To identify the ma jor problems encountered in the im plementation of app renti ceship 
program and suggest th e poss ibl e remedial ac tions. 

Based on these general objecti ves the study will thus have the fo llowing spec ific object ives: -

• How the apprenti ceship program was devcloped? 
• What factors are considered in planning" 
• What are the inpu ts provided in apprenti ceship program and arc they adeq uate? 

• How is the apprenticeship program conducted? 
• How is the state of response and readiness of the orga nizati ons to provide 

apprenti ceship training in their respective work place? 

• What are the outcomcs of the program. do the trainecs get the required sk ill s by being 
there and is there an y feedback? 

• What could be the future strategy ofTVET in Et hi opia? 

104. Significance of the study 

Since apprenticeship tra ining is part and parcel o f the modular trallllllg the success in 
implementing the program helps to come up with the intended profile of middle leve l 
qua lified personnel 's in vari ous trades. HOlVever. as ou r past expe rience shown us there are 
man y problems that hinder the successful im plementation of the program, which in turn 
affect the overall quality of the traini ng. Hence. conducting a study to identify the problems 
pertaining to apprenti ceship training is crucial and timely and will have the following 
contribution : -

• By revealing the implementation problems. the study may bring to the attention of 
policy makers, curriculum designers and other concerned stakcholdcrs for appropriate 
action. 

• To magnify the economic and soc ial advantages of apprenticeship programs at the 
organization level (for training providers) as well as at the national level. 

• To suggest solutions for the problems under investigation and provide an alternat ive 
approach. 

• It may also helps as a stepping stone [or others who would like to conduct an in-depth 
study on th is matter. 

1.5. Limitation of the Study 

To address all Private TVET pro viders in Addis Ababa Region was not economica l as well 
as time taking. Therefore, the study was limited only to those co ll eges that have more years 
of experience in providing the training. In add ition to that, apprenticeship provider 
organizations are many in number, Agai n there was a limitation of time and finance to 
reach all these organizati ons. Thus, on ly sample organi zations that can provide variety of 
in formation were selected for thi s study. 
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1.6. Definition of term s 

The following terms are used through out this study as operationally defi ncd here under: 
Apprentice: means a person undergo in g apprenticeship pursuant to a triparti te agreement 
concluded among a train ing institut ion, an organi zation and a trainee (Federal Negarit 
Gazeta, March 1, 2004, No . 391 12004: 2554) . 

Apprenticeship Tra ini ng: means job training undertaken by a trainee in an orga nization 
pursuant to an agreement concl ude among training insti tutions: an organization and trainee 
to enable the trainee to put to pract icc the techn ical and vocati ona l education and training 
he acquired in a training instituti on and to be acquired with work. It is employer based or a 
work based method for learnin g and ga ining quali fi cations. The training is mostl y trade 
specific and restri cted under the contract with one employer (Federal Negarit gazeta, No. 
391/2004: 2554) . 

Government Collcge: a co llege owned by the Government and accredited by the Add is 
Ababa Educational Bureau to provide Technica l and Vocational Educational Training in 
different occupations at 10+3 (Di ploma) level. 
Informal Sector: Broadly characterized as consisting of units engaged in the production of 
goods or services with the primary objective of generating employment and incomes to 
persons concerned (Atchoarena, 1995: 135) 

Non governmental college: a college which is owned and run by any NGO and accredited 
by the Addi s AbabaEducational Bureau to provide TVET in different occupat ions at 10+3 
(Diploma) level. 

Organization: means a production, trade or service renderin g institutes selected by the 
appropriate body to provide apprenticeship training to trainees (Federa l Negari t gaztea , 
March 1,2004, No. 39112004; 2554). 

Private colleges : a college which is owned and run by an in vestor individual or as a PLC 
for profit making and has an accreditation from the Addis Ababa Educati onal Bureau to 
provide TVET in different occupations at 10+3 (Diploma) level. 

Technical and Vocationa l Edu cation: refers to all forms and levels of educational process 
involving, in add ition to general knowledge, the study of technologies and practical skills, 
know-how, attitudes and understanding relating to occupations in the various sectors of 
economic and socia l li fe (UNESCO, 1989:2) 

T raining institution : means a public or private institution, or one owned by a non­
governmental organizations, to which a pre-accreditation license or an accreditation 
certificate is issued by the appropriat e acc red iti ng Authority to engage in the provision of 
techn ical and vocational education and training ( Federal Negarit Gazcta, March I , 2004, 
No. 39 1/2004: 2553). 

Voca tion: A ca lli ng, as to parti cular occupation , business o f profess ion (Good, 1973 : 644) . 
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CHAPTER TWO 

REVIEW OF RELATED LITRA TURE 

This chapter is aimed at providing a theoretica l frame wo rk for the study by examining thc 
literature related to the implemcntation of Apprcnticesh ip program in Technical and 
Vocati onal Educati on and Training (TVET) Curriculum. It is also tri es to show different 
countri es experience in practicing apprenticeship program. 

2.1. The Legal and Policy Frameworl, of TVET 

Ex perience in developing countries like Ethiopia, where problems of youth unemployment 
and low econom ic growth are far more severe, external agencies play an important part in 
po licy [ormation, through condit ions fo r grants and loans, and someti mes through-level 
po li cy advisors. Through externa l pressure, many countries have been induced to launch 
vocati ona lization pol ices and have endeavored to build internal acceptance for these 
policies, often with littl e support from the concerned institution and clients. But agency 
po licies may be reversed and leave governments wi th out further support for policies, 
wh ich were externall y induced in the first place. 

Therefo re, attention must be given to the expected implementation problem, such as 
apprenticeship training, while formulating poli cy. Fo re instance, curri culum po licy should 
be customer ori ented instead of producer oriented. It shoul d begin with an audit of the skill 
requirements which people need in their no rma l dai ly life, including their working life , 
followed by the matc hi ng of these requirements against what the schools are provid ing 
(Lauglo and Lilli s, 1988: 49). 

TVET programs are not unique in being subject to competing jurisdicti onal claims between 
different Governmenta l agencies, in evo lving with shifting priori ties in responses to 
changing economic contex ts or in resulting from external pressures. But they are in many 
other respects more complex in their management requ irements than conventional 
academic school subjects. The complexities arising out of the mode of policy formulation 
are there fore important as an additional probl em to overcome in their implementati on 
(Lauglo and Li lli s, 1988: 19) as cited in Masresha (2004 : 23). 

2 . .1.1. The TVET Proclamation 

The existing legal document is a "proclamation to provide for the organization of a 
technical and vocati onal education and training system" (No. 9112004). This proclamation 
describes the traini ng programmes, the establi shment and operati on of training insti tutions, 
issues of certi fication , trade tcsti ng and the governance of the overall TVET system. 
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2.1.2. Strategic Perspectives for thc IIcal' future 

In the past, know-how and skil ls in teclmical fi elds were usually passed from one 
generation to the other in a more or less informal way. It was only at the beginning of the 
last century that TVET institutions were introduced in Eth iopia. These were training 
centcrs operated by the government or by reli gious bodies. At the same time , farmers and 
entrepreneurs continued to train people "on-the-job". 

With a gro wing population. a growing economy and the gradual introduction of an 
educational system producing an increasing number of school leavers looking for better 
OPPOJ1unities to go further, more and more training centers were established, mostly under 
the auspices of the government. However until today, only a li'action of those in need of 
teclmical and vocational training have been absorbed by such centers, because there are 
formal entry requirements (currently grade 10 with a certain mark) which many do not 
fulfi ll and there are more people looking fo r training than training opportunities in 
institutions and enterprises . Other factors include the cos ts of sending a youngster for 
training (usually long-term), while the workplace is often needed in the family and the 
often bad reputation of practical occupations. 
Today, it is clear that 

• Not everybody can be enro lled in a training center; 
• The high costs of an institution-based training system cannot be borne by the 

Government alone - other providers and forms of TVET deli very have become 
increasingly important 

• TVET must increasingly be linked with the world of work, which includes making 
TVET more practical to include business and managemen t skills in the programmes 
and to link the training and the trainees to follow-up measures like entrepreneurship 
courses and micro-credit schemes. 

Therefore, a new TVET strategy has been proposed. This strategy has incorporated 
experiences from Ethiopia and abroad as well as the views of different stakeholders and 
will be presented to the Council of Ministers this year. If approved , proclamation No. 
39112004 will need to be updated. 

Three new approaches reOected in the paper deserve to be highlighted: 
I. The introduction of an outcome based trade testing system based on occupational 

standards (OS) where independent trade tests will measure the competence of all 
trainees. TVET graduates, practitioners from the world of work or apprentices with or 
wi thout a formal contract can have their ski ll s tested and certi fied in line with the OS, 
which was developed by panels of experts from the world of work. These tests will be 
taken at centers of competence (CoC) which are presently under construction in 5 
regions . This new approach implies that: 
• Knowledge and skill s whi ch were acquired outside tbe fOrlna l TVET system can be 

considered and even certified. This can make the education and training system 
permeable and accessible to persons who wou ld not have been accepted before; 

• Formal TVET (that is training [mostl y long-term] which takes place in situations 
and which requires a certain Icvel of general education and leads recognition) and 
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Non-formal TVET (training [mostl y shol·t or medium term 1 provided in centers or 
enterpri ses and which leads to a certifi cate issued by the institution or enterpri se) 
will be increasingly integrated. It is frol11 one leve l to another on to another on the 
bases of a trade test based on OS, where the leve l of rea l kno w ledge and skill s has 
to be proven irrespec ti ve of the grade acquired in the genera l educati on system. 

2. A joint governance fo rum at federal and reg ional leve l, where representatives from the 
Government, the pri vate sector and civil society organi zati ons can di scuss and decide 
on important issues in o rd er to make the T VET system need-ori ented. effec ti ve and 
effic ient. 

o. The private sector becomes more im portant as a prov ider of training, as a provider of 
practi cal learn ing opportun ities and as a partner fo r governing and co-financing the 
TVET system . 

2.2. TV ET PJ"Ovider-s 

Today_ nearl y 600 T VET providers - publ ic and private - were identi fi ed. Together with 
the many uncounted opportunit ies of enterprise-based training and specific interventions 
prov ided by Governmental and non-governmental organi zations for sel ected target groups_ 
there is a widc range o f poss ibili ties to receive training and/or upgrading (ECC, 2006: 13). 

2.2.1 Governmental TVET Institutions 

This way of providing TVET is the most prominent in the country. One hundred and eight 
public TVET institutions provide long-term courses for around 80,000 trainees who fu lfi ll 
the entry-criteria . In addition it is estimated th at institutions under the Ministry of 
Agri culture and Rural Deve lopment enro ll some 30,000 students annua ll y to be employed 
as development agents public TVET school s in the sector under the Ministry of Health 
produce around 2,000 graduates annually to be employed in the public health system. 
Authori ties in other sectors (water resources, mines and energy, roads also conduct 
training, partly in cooperation general TVET institutions under the education sector. 

The Government - through its non-formal and adult education departments in the State 
. Educati on Bureaus- is al so operating a network of around 400 non-formal TVET 

institutions, the community Skill s Training Centers (CSTC). (ECC, 2006: 13). 

2.2.2. Private TVET Institutions 

In the last few yea rs, a substanti al private training market has emerged in Ethiopia. Most 
offer formal training and have more or less simil ar entry requirements to the Govenunent 
ones . It was estimated that around 175 private rVET institutions were operating in the 
country (more than 50% are fo und in Addi s Ababa). but the actual fi gure is closer to 500. 
The centers designed to generate profits and must be accredited by the Min istry of 
Ed ucati on (for Degree programs) and by the Regional Educational Bureau's (For 10+3 
Programs), which is granted upon the ful fi llment of certain criteri a. 
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2.2.3. TVET Institutions run by Non-governmental O rga niza tions 

The main area of intervcntion of these institutions is non-forma l trai ning, oft en geared 
towards spccific target groups (like handicapped pcople. st reet-children, fema le heads of 
household s and so on). Few of them are already get in vo lved in the de livery of formal 
TVET by making their entry requirements simi lar to those of Govcrnment TV ET 
institutions. There are at least two institutions that have got accreditat ion from the Addi s 
Ababa Educati onal Bureau to provide Traini ng at the level of 10+3 in thi s Academic Year. 

2.2.4. Tr'a ining Center's and Business Promotion Agencies 

Whi le most TVET institutions ta rget school leavers, there are agencies which address the 
need of enterprises which want to up grade the ski ll s of their workers. Also, people who are 
already employed can upgrade their knowledge and sk ill s. Besides many centers offering 
computer courses, language courses and more. some agencies specialize in business,related 
train ing and upgrading programmes. There are also governmenta l agencies like the 
Producti vity Improvement Center (PIC) of the Ci ty Counci l of Add is Ababa or the 
Regiona l Small Enterprise Development Agencies (REMSEDA's) and private players like 
thc Chamber of Commerce and Sectarian Associations offering thi s kind of training. 

2.2.5 Enterprises 
All public and private enterpri ses are potenti al TVET providers. Even insti tutions li ke 
hosp itals. non-governmental organi zations or assoc iat ions can deliver training. either on­
the-job or in a more organized form. The main forms of enterprise-based train ing in 
Ethiopia are described below. 
a) Internships and industr-ial attachments 
Trainees of governmental and non-governmental TVET institutions spend around three 
months per year in public and private enterprises. This arrangement is the outcome of a 
year-old attempts to make TVET more practical , increas ingly oriented towards the needs of 
the world of work and, last but not least, cheaper for government. (ECC, 2006: 15) 
b) Enteq)l'iscs operating in-house TVET facilities 
The most prominent examples fo r thi s way of TVET -delivery are the training centers of 
the Ethiopian Electri c Power Corporation (EEPCO) and the Ethiopian Telecommunication 
(ETC). Here, enterpri ses train or upgrade people for their own purposes. At the moment, 
around 5,000 trainees are enroll ed in the training units of (mostly publi c) enterpri ses and 
public authoriti es. 

c) Family, Small-sca le, or other enterprises which train apprentices 
Many, if not most, small scale enterprises have apprentices. Whi le the labor proclamation 

forces formal contractual agreement between enterpri ses and their apprentices. it is 
assumed that most o f the apprentices do not have a fo rmal agreement with th ei r enterpri ses. 
Often they have the status of a helper. Their status, as well as the way they learn. is not 
regulatcd and is often more akin to " learning by doi ng". No fi gures about those who 
acq uire their skills th rough such informal attachments/ apprenticeships are available . The 
bu lk of vocat ional tra ining In Ethiopia may take place III informa l 
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attachments/apprenticeships, especially bccause thi s form prevail s in the agri cultu ral and 
the crafts sector. 

2.3. T he Governance of the Ethiopian TVET - System 
rhe term "governance" refe rs to the management and the deci sion mak ing process in the 
admini stration of a system or an organizati on. Di fferent natio ns and different organ izat ions 
within a nation may approach governance concerns (who make dec isions? Who pays the 
bill s?) in very different ways. For TVET, a system of corporate govcrnance where all 
important stakeholders can participate is an internationall y accepted benchmark for best 
practicc . Thi s view is accepted in principle in Ethi opia . but corporatc governance is not yet 
ful ly operational in the country. Many of the following descr ibed below are not yet in place 
as foreseen in the proclamatio n and the strategy. All paren ts must cont inuously wo rk to 
raise the awareness of government agents, privatc sector operators, parents, trainers and 
other key players in 'order to increasingly root TVEr in the economy and in society (ECC, 
2006 16). 

2.3.1 . Governmental bodies responsible for TVET 

It is clea rl y spell out in the proclamation that the overseeing governmental body in charge 
of rVEr is the Ministry of Education (MoE). 
a) Role a nd responsibility at the Federal level: 
MoE has concentrated all rVEr activities in two departments: 

I. rVEr System Reform and Capacity Building Department with the foll owing main 
responsibilities: System and TVEr policy reform support for public and non-public 
TVET institutions, implementation of the strategy, financing of TVEr, cooperative 
and in-company training. 

2. Occupational Standards and resting Department with the foll owing main 
responsibilit ies: development of occupational standards; set-up of test ing system 
against occupational standards (OS), mapping of stakeholders, assurance of 
industry invo lvement in OS development. 

As a cross-cutting activity, rVET-related research is also a federal task. 

b) Role and responsibility of the Regional level: 
In most cases, public TVET institutions invo lved in fo rmal middle-leve l rVEr are under 
the regional rVET authorities. Tn some regions or adm inistrative units, such as Addis 
Ababa , this authority has been delegated to zona l level. Non-formal publi c TVET 
institutions arc run and financed by different sectors at different levels . For example, the 
Community Skill s Trai ning Centers (CSrCs) are usua lly coordinated by the non-formal 
and adult education departments in the State Education Bureaus (and financed through the 
Woreda Education Offices). 

2.3.2 . TVET Councils and Boards 

It is generally understood that a market-and occupati on - orien ted TVEr system can only 
work when experti se from the world of work is take n into account and when all 
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stakeholders can di scuss and decide crucial issues together, fo r thi s purpose, corporate 
steering bodies are foresee n in the proclamation and in the strategy. 

TVET council s are foreseen at Federal and Regional leve ls . Their power and mandate are 
being rev iewed in the process of updating the TVET strategy. 

It is foreseen that , at the loca l leve l, TVET Boards in the TVET institutions wi ll ensure 
close cooperation w ith the actors from the wo rl d of work. Here, the in vo lved parties have 
the chance to des ign the choice of courses and the practica l des ign in line with the 
requirements of thc loca l resource base, popul at ion features, labor market prospects and 
profiles of the surrounding enterprises. Therefore, these governing bodies should be 
founded or made operational where they do not yet ex ist. 

2.3.3. Financial Administration in TVET 

Mostly, the organ iza tion and administration of the education system, includ ing TVET, is 
the responsibility of the sate. Based on the ideology/philosophy of the political power, a 
state may share the responsibility o f poli cy mak ing, curri culum preparation and contro lli ng 
the educati on system for different stake holders like regional states, private organ izations, 
industries, etc. 

Admini stration in general academic education and vocational training has many features in 
common. The elements they share include financial affairs, facilities , staff and students. On 
the other hand, their difference is related to the unique characteristics of vocational 
trai ning. Job related courses; sources of income, higher per student costs, and close 
relationship with the labor market are some of the peculiar characteristics of vocationa l 
training (Gilli , 1976: 55). 

Financial administration deals with the budget process and effective utilization of fund s. 
The plan and contro l procedures involve flow of funds from cli ents to the business and 
marketing system (Massie, 1987: 18 7). The fin ancial aspects of vocati onal training forced 
Governments to search for cost reduction mechani sm. This is because vocational train ing is 
expensive and the Government alone can not afford the expense. The cost of one technica l 
vocational school is equiva lent to two or three schools offering general education 
(Atchoarena, 1996: 3 and UN ESCO, 1996 : 20 - 37). 

As a strategy of cost reduct ion in vocational training, various methods are dev ised. The 
cost reduction methods incorporate student fees , sponsorship of trai nees, sales of extension 
educat ion service, sales of student's product, introduction of a train ing levy on em ployers 
( I to 3 percent payrol l tax) and apprenticeship training. Apprenticesh ip is a cheap way of 
training youngsters for the Government because the cost of train ing is shared between 
employers and apprentices (Atchoarena, 1996: 3 -5 and Atchoarena, 1994: 164) ci ted on 
Masresha. (2004: 39). 
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2.4. Orienting TVET for Sustainab le Development 

In October 2004 , the Division for Secondary, Technica l and Vocationa l Education of 
UN ESCO (Pari s), the UNESCO -UNEVOC Internationa l Centre (Bonn) and the German 
rederal Ministry fo r Educati on and Research (BMJ3F) was host, in Bonn, the 5 year revie w 
of progress since the Second Imcrnalional Congress on Technical and Vocat ional 
Education (TVET) which was held in Seoul, Korea. in April 1999. Over onc hundred 
international experts, drawn from a broad cross section of UNESCO Member States , were 
attending the Seoul plus rive follow-up meeting. Proceedings were focu s 011 two main 
areas, as participants: 
I Assess the extent to which TVET systems in UNESCO Member States have deve loped 

sinee the 1999 Seoul Congress; and 
2 Examine how TVET systems may be re-oriented to contribute to susta inabl e 

development. 

The question of how TVET may cont ribute to sustainable development, already an 
important topic, is likely to emerge as be ing of increasing importance once the UN Decade 
of Education for Sustainab le Development commences in 2005. UNESCO is the lead 
agency for the decade, and the UNESCO-UNEVOC Centre is preparing to take a 
leadership role on thi s issue within the in ternational TVET community (UNESCO, 2004: 
I). 

Discussions on the central theme of the 1999 Seoul Congress - lifelong learn ing and 
training for all , a bridge to the fut ure - led to the conclusion that a new paradigm of both 
sustainable development and TVET was needed. As the Preamble to the Recommendations 
in the Final Report stated: 
'We have considered the emerging challenges of the twel1ly-jirsl century, a centUlY Ihal 
will be an era of knowledge, information and communication. Globalization and the 
revolution in information and communication technology have signaled Ihe needfor a new 
human-centered developmenl paradigm. We have concluded that Technical and Vocational 
Education ([VE), as an inlegral componenl of lifelong learning, has a crucial role 10 play 
in this new era as an effective 1001 10 realize the objectives of a culture of peace. 
environmentally sound suslainable developmenl. social cohesion, and international 
cilizenship '.(UNESCO,2004: I) 

2.4.1 Using Work-Based Learning to Develop TVET for Sustainabi lity 

Education for Sustainability (EfS) advances trad itional environmental education by adding 
a social dimension and critiquing behavi or such as mass consumeri sm. Dr Neil Taylor 
(University of New England School of Ed ucation) and Dr Richard Coli (Un iversity of 
Waikato) suggest in a joint article that work-based learning cou ld act as a vehicle for 
delivering EfS. They indicate three possi ble models: 

The first involves 'EfS training occurring in the wo rkp lace'. The education that occurs in 
the workplace also invo lves encu lturati on of newcomers into a 'community of pract ice', in 
an apprentice/ student- master type of relationship. Thi s clearly has a soc ial component and 
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might, for example, allow near graduates to come to an understa nding of EfS issues as part 
o f their workplace experi ence . 

Second is a model in which EfS trai ning occurs in thc classroom and is later taken into the 
workp lace by students. They could be taught about EfS in spec ifi c cl asses, or as part of 
tcchno logy, management or related classes. Such courses wou ld provide students with an 
understanding of EfS allowi ng them to take knowledge of such issues into thei r work 
placements. Students goi ng on pl acement are often hesit ant about addressi ng potentially 
cmotional issues like sustai nab ility. It would seem appropriate that they have the necessary 
information available to inform their decisions. 

The third model is one in which work-based learning and EfS are integrated. Work-based 
learning is seen by proponents to be most effecti ve when it involves wo rk- integrated 
learning. Indeed, thi s is a key feature of sandwich degrees and one of the main reasons for 
'sandwiching' the work placement between on campus learnin g. In wo rk-integrated 
learning students are expected to take knowledge into the workplace and to bring back 
workp lace knowledge into the classroom after completing thei r work placements. 

The World Association for Cooperative Educati on (a professional body that advocates 
work based learni ng) suggests that students bring their on-the-job experi ences back to the 
classroom fo r further analysis and refl ection. Hence, the third model is esscntially a 
combination of the first two models described above . For example, students could be 
required to report about sustainabil ity issues in appropriate classes (e.g. usi ng case studies 
about their placements) or on open-days when they give presentations (e.g. the ' industry 
day' at Briti sh uni versities). (UNESCO-UN IVaC. 2004: No.9) 

2.4.2. From Productivism to Ecologism 

As a major supplier of skilled labor, TVET is di rectl y implicated in the reproduction of 
' producti vism' , the predom inant ethos wh ich assumes that economic growth is a permanent 
and necessary feature of human ex istence, regardless of its environmental impact and 
consequences. Product ivisI11 prioriti zes the needs of ' industry' over a ll others , and reifies 
'work ' (as paid employment) as the principal source and measure of social worth. 

At present, TVET is based on two normative ass umpti ons; that the principal, if not so le, 
purposes ofTVET are to : 

• Promote economic growth through the development of the human resources 
required to increase productivity and profit ; and 

• Produce skill s for work, thereby enhancing employability. 

Productivism and the ' train ing-for-growth' and 'skill s-for-work ' assumptions no longer 
constitute a rational or legitimate bas is fo r TVET. Scien tific evidence of deep-sea ted and 
potent ially irreversible envi ronmental problems shows that permanent economic growth is 
untenable. The demise of fu ll-time, standard emp loyment largely invalidates the ideology 
of ' work' and the discourse of'employability'. 
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The time has come fo r a new post-productivist vIsIon of TVET, based on va lues and 
assumptions that promote learning for the new world of work, global cit izenship and 
eco logical responsibi li ty. TVET learners should deve lop a more refl ex ive and holist ic 
understanding of their ro les as eco log ica l acto rs and of the conseq uences of their 
production and consum ption acti vit ies in and beyond the workplace. TVET institutions and 
teacher educators have a responsibility to teach effectively, but they also have a dual 
responsibility to initiate a critica l examination of the soc ial and environmental 
consequences of econom ic growth, and facilitate lifelong learning and skills development 
for eco log ical sustainability. If TVET is to serve the in terdependent in terests of nature. 
society and economy, producti vism and the myth of perpetua l economic growth must be 
rcpl aced as the bedrock of TVET by a new ethos of 'ecologism' and the global imperati ve 
for democrat ic, equi table and susta inable development. (UNESCO-UNIVaC, 2004 : No.3) 

2.5. The objective of TVET as a basis of App,'enticeship Training 

It is a generall y accepted truth that the major aim of TVET is to train a skilled manpower 
for the labor market espec ial ly for such criti ca l sectors o f the economy as agri cu lturc, 
manufacturing, construction, communicati on, transport and commerce Masresha, (2004: 
17). 

Historica l evidence shows that in the late 1970s the economies of developing countries, 
especiall y in Africa, entered a period of recession and economic cri ses. The growth of 
modern sector employmen t slowed sharply as a result of spending cuts in the publ ic sector. 
The consequence was a rapid rise in an employment among young people, particu larly 
those who had completed secondary school. The rapidly growing in forma l sector absorbing 
much of the labor force graduall y fo rced the structure of employment in these countries to 
change (Atchoarena and Andre, 2002: 37) cited on Masresh, (2004: 18). 

Furthermore, according to World Bank (1990: 16), the contribution of skil ls to production is 
the best justification for vocationa l education and training, and the record shows that 
training does increase producti vi ty, as measured di rectly and in terms of increascd 
earnings. However, TEVET has also been expected to achieve additional soc ietal goal s, 
and ex pectations have been espec ially hi gh fo r pre-employment training. 

Among these the productivity obj ecti ve of TVET is based on the fact that rates of return on 
all forms of training have been substanti al. Where economic expansion has been sustained 
or where modern sector employment is large relative to the out put of post-primary 
education , TVET graduates have been more rapidly absorbed into the labor market. 
Accord ing to Wo rl d Bank (1990 : 160) high rates of return resu lts fro m the pre-employment 
center agencies in midd le-incomc countri es and developing countri es. 

The other objecti ve TVET should achievc is the supply objecti ves which aimed at 
producti on of skill ed labor in anti cipati on of demand. An earl y objecti ve for investment in 
pre-employment tra ining was the replacement of expatriates in ski lled pos itions. It was also 
thought that train ing would crate a reserve or skill ed labor that would stim ulate economi c 
growth. Where growth has been const rai ned and the effi c iency of TV[T reduced by 

14 



inappropriate economic pol icies, the outcome has been over investment in pre-employment 
training, with consequent high rates of graduate unemployment and underemp loyment, low 
rates of utilization and high un it costs. The problem has been part icularly acute in poor 
countri es li ke Ethiopia, w ith high rates of population increase and constrained ex pansion of 
modern sector employment (Worl d Bank , 1990: 17). To mention some relevant cases, 
Honduras, where unemployment ra tes have reached 25%. on ly 60% of vocational 
graduates find employment in their fie ld of train ing; in Bangladesh. empl oyment rates for 
vocationa l graduates are less than 50% . Recent stud ies in a number of low income A frican 
countri es revea l si mi lar results; an example in Benin. where only 28% of the lower 
technica l secondary school graduates are a lso to find wage employment (Wo rl d Bank, 
1990: 17) c ited on Masresha (2004: 19 ). 

Furthennore, TYET program is beli eved to atta in employability objecti ves with special 
attention for the yo uth and others who don't have access to the wo rld of work because of 
lack ing some kind of trainin g. The notion that vocati onal sk ill s improve the employment 
chances of econom icall y and academicall y d isadvantaged youth is thc recent and 
progressive. It is also we ll known that vocational skill s arc more appropri ate in improv ing 
employabil ity than general education. It is al so hoped that TYET will improve attitudes 
towards skilled blue-co ll ar work diverting youth from the white-col lar jobs that are in 
increasing ShOl1 supply. 

It is already known that large scale unemployment of youth is a widespread and persistent 
social and economic problem in developing countries. This may resulted due to th e 
mismatch between the rate of popu lation grow1h and the expansion of employment 
opportunity. It has also been a maj or problem in European Union, where large-scale 
manpower suppl y programs have been instituted in an attempt to fac ilitate the transition 
from school to work. T he program typical ly consists of intensive counsel ing and labor 
market latching activiti es, learning by-doing in developmental work experi ence, and 
training in forma l institutions and on-the-job, all wh il e parti cipants receive various leve ls 
of subsid ies from the state (World Bank, 1990: 18) 

In a number of developing countries large-sca le prov ision of pre-employment has been the 
chosen policy. On the one hand, efficiency requi res that TYET be closely ti ed to the nature 
and vol ume of employment demand in the modern sector, on the other hand , youth 
searching for any form of wage employment need sk ill s relevant to al l sector to increase 
their flexibi lity in ti ght market. (World Bank, 1990: 19). 

While the record of large scale formal TYET in improving the employability of poor youth 
in the absence of complementary employment policies is not good, there is reason to 
believe that programs closely tailored to employment opportunities can be effective, 
although the marginal contri bution in terms of the numbers trained and placed may be 
small. An equa ll y important further justification fo r TYET is that it enab les the youth wi th 
less academ ic abi lity to learn a craft or manual trade, th us enabling them to find ga inful 
employment. Th is is, of course, a majo r rationale fo r vocati onal tra ining those countries 
that have achieved high levels of secondary enrollment ove ral l, and can thus stream 
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students based on academic achievement to an appropriate form of education (World Bank, 
1990 19, 26). 

Economists have argued that vocational education will lead to employment for the 
di sadvantaged only when unemployment is low. When an employment is high, placement 
of a vocational ly trained person may displace an untrained person. Unemployment is not 
reduced , but the education and trai ni ng levels of the unemployed dro p. Thus, care should 
be taken in providing TVET as a means of offering employment opportunity. It must 
contribute to an endeavor to max imize an aggregate rate of employment. Unless over 
suppl y of skill ed labor and stagnant employment growth has led to downward substitution 
of skil Is fUl1her lowering the cost-effect i veness of education (World Bank, 1990: 20) 

Government also uses pre-employment TVET as a means to di vert you ng people into 
futures other than higher education or white-coll ar work. Where employment opportunities 
are few relative to demand , and resource constraints limit higher education. These policies 
are general ly defensive in nature. And thi s is usua ll y referred as diversion objectives or 
changed attitudes and destinations (World Bank, 1990:20). 

Imported models ofTVET, which were developed in a context of economic growth , proved 
incapable of suppl yi ng skilled labor that meet highl y vari ed requirements of countries' 
production systems. A wa ve of crit icisms concernin g the ineffecti veness and high cost of 
TVET began to be heard , and thi s form of education has been by informal-sector 
employment. In relation to thi s numerous crit icisms of TVET that has been voiced by the 
World Bank . cousin and moura castro were summari zed in Atchoarena and Andre 
(2002:38) are li sted as foll ows: 

• Poor quality; 
• Very high cost; 
• Training not suited actual socio-economic condition; 
• Disregard of the labor market and of the high unemployment rate among graduates. 

Later on with changes in the labor market, the objectives of TVET have become more 
diverse: they are no longer simply economic but also social, including the fight against 
poverty and integration of young people into the work ing world. 

On the other hand , caillods in Atchoarena and Andre (2002:38) asserted the need to pursue 
two other major objectives, which are to train the work force for se lf-employment and to 
raise the productivity of the informal sector. The fact that the system is ossified and 
impoverished makes it a ll thc more difficu lt for TVE1' to take up these new challenges. 
According to Middeleton and Demsky in Atchoarena and Andre (2002:38) criticisms of 
TVET has led to cuts in the vol ume of training provided in public institutions and to 
shifting more of the responsibility for provid ing initial training in this area to enterprises 
and private institutions. Thus, from thi s it is possible to deduce that 1'VET objectives must 
include the mechani sms to encourage enterpri scs and pri vate institutions in provision of 
initial training. 

Generall y, it is only a fter a coun try comes up wit h an appropriate development strategy and 
e ffect ive implementation that educational change. such as the introduct ion of vocational or 
pre-vocati onal subjccts , mi ght increase the contrihuti on of education towards rising general 
productivity. In such a changed contex t education might help wi th efforts. It is onl y 
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through del ivery of more practical based train ing both in the TVET institutions and in the 
real world of wo rk , by conducting apprenti ceship training, that a ll o f the above menti oned 
object ives of TVET get their target successfu lly met. 

2.6. Development of apprenticeship 

2.6.1. Apprenticeship as Tr'adifional means of skill development 

Vocationa l educati on in its informal form has its origin when man begins to li ve together 
and started to prod uce fo r hi s basic needs . The primit ive peo ple probably used the digging 
stick, stones, iron too ls and fire to clear the vegetation for hunting and gathering their food 
supply. Knowledge continued to be passed from father to son verbally and was meager in 
quality. At thi s period the process of learning was spontaneous imitations of skill s 
(Abramson, el. al 1979: 19 and Bennabeck, 1972:2) 

As time passed, peo ple gradua ll y learned to use ti re to cook and melt metals to produce 
tools. Consequently these skill s necessitated divi sion of labor unli ke doing every thing 
available in the earli er times. Some people work as smiths others carpentry, masons, or 
weavers. The new soc ial deve lopment brought the different craftsman to form soc ial 
groups and out of these social groups the guilds of Midd le Ages evo lved (Abramson, et. a l 
1979: 19). 

During the midd le age, apprent icesh ip was served under the guilds assoc iation (associat ion 
to protect the interest of members in the same craft). Si nce the transmiss ion of fami ly 
heritage and unconscious learning was not satisfactory, apprenticeship came into being. 

It consists of youths learn ing any trade under the supervision o f master craftsman and 
according to establi shed specifications. In this system, training and production are 
integrated towards the development of the apprentice into adult life (Hanson, 1977: 24 and 
Brubacher, 1987:6). Later on, the rapid development of power mach inery and the increased 
demands for goods led to a greater demand for mass product ion than appren ti ceshi p. 
Hence, industri al revo lution was the main reason for the decline o f apprenticeshi p and 
emergence o f new type of forma l schools (Abramson, el. al 1979, 19) 

2.6.2. Difference between Med ieval, Modern Apprenticesh ip and Formal 
Schooling 

According to Cation (1984: 44 - 45 ) as cited in Getachew, 2005: 12), the industria l 
revolut ion brought the foll owing basic difference be twecn the apprenticesh ip of mediacval 
period and formal schooling. 

I . Whercas in mediaeva l apprent iceship educational practices were controll ed by the 
instructors themse lves, thc formal system was directed by the state and the social 
forces controlling it; 

2. Where as the mediaeval apprenti ceship met the needs of a parti cular trade, form al 
instruct ion is relat ive ly non-specifi c; 
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3. Where as the apprenticesh ip training was directl y connected with the work place, 
the rise of the school connected with the appli ance of employment markets. 

In traditiona l apprenticesh ip, apprenti ces get training by wo rkin g with the ir masters and 
reside with the family of the master. Thi s practice is not common in modern 
apprent iceship. Under the traditional appren ticeshi p. the apprenti ces have to pay to their 
master for the skil l required to learn . On the other hand. in the modern apprenti ceshi p, th e 
owners of industries pay some a ll owance for the apprentice. 

Industries offer apprenticeship usua lly supplemented by trade theory. After the end of the 
course, trade test is admini stered and certificates of accompl ishment wi ll be awarded. If 
there is vacancy in the industry, the employer prefers to em ploy the apprentice rather 
employing a n individual who is not familiar with the nature of the work (Laugo. 1993 : 3 1-
32). 

Modern apprenticesh ip is considered as one of the most effi cient cost effective 
mechanisms. It saves the cost of the government bccause employers share most of the cost. 
Since the same resources (instructors, equipments, materials and time) are combined 
together, the total cost of the national economy will also be minimi zed. Moreover, 
according to resea rch study in Israel, apprenticeship found to be cheaper and equally 
effecti ve than vocational schools (Laugo, 1993: 34). 

2.7. Conceptual Framework of Apprenticeship Training 

It is now w idely accepted that training must have rel evance to the existing demand of 
world of work and that quality must be determined in outcomes. No matter the cost or ri go r 
training, it cannot be considered hi gh quality if it does not enhance the work and income 
opportun ities of the trainee. However, there is a need to be clear about what outcomes and 
objectives are intended. Th is includes being clear where there is a social function or equity 
dimension to ski lls development. With the failure of the ClllTent developmen t strategies to 
do much to improve the standard and qual ity of life in the traditional sector, it is not 
surpri sing that the po litical leaders and their key policy makers continue to think that some 
changes in the curriculum content of schools, such as diversification, the linking of 
practical work with academic studies or providing work experi ence as part of general 
education, wou ld help to so lve their unem ploym ent prob lems (Lagu lo and Lilli s, 1988: 43) 

Linking work and sk ills requires a detailed understanding of the major changes in the world 
of work in recent years. This needs to consider the nature of changes at the Global , 
National and Local levels and the opportunities that exist at each level fo r ski lls 
interventions that can support success fu l economic activiti es (UNESCO, 2000) cited on 
Masresha (2004: 3 1-32). 
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2.7.1 T he work - place learning - Private Sector Involvement 

a) A Company as a Workforce Learning 
At Opel. sustainability means balancing the soc ial responsibility the company assumes for 
its employees and communities as well as society at large with the need to preserve the 
nat ural environment and resources, whil e ensuring the long-term profitabi li ty of the 
company' s operations. In fostering employee training and education Opel sees both 
business sense as well as soc ial responsibi li ty. As a learning enterpri se, Opel' s success 
depends on hi ghl y qualified , motivated employees becallse the qualifi cat ions, kn owledge 
and skill s of the workforce are a key strategic asset in a dynamic and competiti ve auto 
industry. 

A pyramid can illustrate how trall1l11 g, education and career development activi ti es all 
come together and build on each other. It starts with vocationa l training and extends to 
vari olls qualifi cation opportunitics and work- integrated university studies a ll the way to 
leadership training with international assignments within the Genera l Motors organization. 
(UN ESCO-UNIVOC, 2004 No.7) 

b) Vocational Tt'aining in Technical and Commercial Professions 
With approximately 844 apprentices (as per 3 1 December 2003), Adam Opel AG is one of 
Germany ' s largest providers of vocati ona l training opportunities. The company currently 
offers 17 different training programmes, twelve in technica l areas and five in commercial 
professions. 

At Opel , bui lding social and personal skill s is just as important as developing job 
qualifi cations. Making a car or being responsible for a model range requires the abi li ty to 
be producti ve within a team. That is why teamwork and communication skill s are 
important areas in the Opel vocational training approach. 

Experienced trainers mentor apprentices through a process called the 'Training Contract ' . 
All the trainees in each group reach a consensus on fund amental issues: Why did we enroll 
in thi s programme? What are our goals? How do we want to interact within the team? In 
this way, apprentices can continuously refer to the agreed points and track their own 
development. At the same time, the trainer makes sure that all the required learn ing content 
is covered and internali zed. The trainer and the team then jointly develop strategies so that 
each individual in the group can acq ui re the necessary knowledge and work on filling any 
learnin g gaps. (UNESCO-UNEVOC, 2004: 5) 

2.7.2 . The Role of the Wo rkplace Supervisor/Trainer 

The workplace supervisor/tra iner is assuming an increasingly critical position in the 
provision o f training opportunities. Trends in both developed and developing countries 
suggest that thi s shift wil l become enshrined as a central e lement in ski ll formation policies 
in the near fu ture, more initi ati ves seek to achieve the goals of making apprenticeship 
tra ining an attracti ve undert aking for employers and of ensuring that traini ng is relevant 
and use fu l for workers. 
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In line with this, a workplace/ Enterpri se supervisor or Trainer is responsible for: 
• Deve loping a training plan for the trainee which will ensure that the trainee has the 

opportunity 10 learn all the required work-based ski ll s during the course of the 
program; 

• Assigning every trainees ' in an appropri ate work place in accordance to their field 
of training; 

• Evaluating the trainee ' s progress on a regular basis and completing the trainee 
checkli st documenting achievement of the required skill s; 

• Helping the trainee avoid problems and errors on work ass ignments; 
• Providing emotional support , encouragement , direction, and knowledge about the 

workplace culture; 
• Seeking help from appropriate sources if personal problems are affecting the 

trainee's performance; 
• Arranging meetings with TVET institution officialslTeachers or Vocational 

counselors during the school year to discuss the trainee ' s progress; 
• Communicating regularly with the vocational counselor, the training coordinator 

and/or the TVET teacher of the related class to discuss any problems and to ensure 
that work-based learning experi ences and classroom instruction are being integrated 
as much as possible; and 

• Attending enterprise/workp lace supervisors/trainers training workshops and 
regularly scheduled meetings. 

Furthermore an Enterprise/workplace supervisor/trainer should , fulfill the following 
prerequisites : 

• Experience working with the youth, either on the job or through family or outside 
activi ties; 

• Effect ive in communicating/training skills with the youth; 
• Highly skilled in the area in which the trainees will be trained In the 

workplace/enterpri se; 

• Good communication skills in the workplace; and 
• Knowledge of and commitment to the principles or training and the training 

program. (ECBP-MOE-TVET, 2007 : 22 - 24), 

2.7.3. The Role of Administrative and guidance staff 

Administrators of technical and vocational education programmes should be equipped with 
the following qualifications: 
(a) Teaching experience in a Ileld of technical and vocational education; 
(b) Some work experience in one of the fields taught in the programme: 
(e) A broad vi sion ofteehnica l and vocational education as a vital elcment in personal , 

social and economic development:. 
(d) Knowledge of admini st rati ve techniques and procedures . 
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The hcads o/" tcch ni ca l and vocational education estab lishments should devotc a s ignifi cant 
portion of their time to the educational and scientific aspects of their work. Sufficient stall 
should be available to provide the following services : 
(a) Counsel ing and guidance for candidates and student s: 
(b) The preparation. supervision and coordinat ion of all practical work and expcrimcnts: 
(c) The main tenance of instruments. apparatus and tool s in workshops and laboratories: 
(d) Academic support services such as li braries. informat ion and communication 
technology centers and information resource centers . 

Administrators should keep up to date with nell administrative techniques and trends, 
especially through relevant lifelong learning programmes. They should receive special 
training in the methods and problems associatcd with the specific features of technical and 
vocational education programmes. such as llexible entry and re-entry patterns, continuous 
training in the workplace, and releval1ce to the needs orthe world of work. This preparation 
should inclucle: 
(a) Managclllcnt methods appropriate to cducational adl11ini stration , including techl1iques 
that utilize il1formatiol1 al1d cOllll11ul1ication technologies: 
(b) Financial planning l11ethods that facilitate the allocation or available resources. given 
the objectives and priorities of the various prograllll11es. and ensure their efficient 
utilization; 
(c) COl1telllporary hUl11an resources management and developl11ent l11ethods. 

Guidance stafl should receive special preparation for their tasks. They should be equipped 
to make objective asseSSl11ents of aptitude. interest al1d l11otivation. and have up-to-date 
information cOl1cern ing education and work opponunities. They should acquire a direct 
knowledge of the economy and the world of work through systel11atically organized visits 
to enterprises and training periods in enterprises. Guidance staff should be pro vided with 
lilcilities - including the oppOl1unity for practical experience - to keep up with new 
information and methods of guidance. Most importantly. they should bear in mind the 
concept that technical and vocational education lllust be available to all as paJ1 o/" the 
litelong learning process. It must contribute to personal and economic developl11ent and 
responsible citi zenship. (UNESCO, 2001: 47) 

2.7.3.1. Guidance and Councilor in TVET 

Guidance in the formal schooling context should promote technical and vocational 
education as a viable and attractive choice for young people. It should: 
(a) Cover a broad range of occupations, inclucle supplementary visits to workplaces, and 
make the studcnt aware of the eventual necessity of choosing an occupation and the 
importance of ensuring that this choice is madc as rationally as possible: 
(b) Assist students and their parents/guardians in making a positi ve choice concerning 
educat ional streams. and encourage learners to kee p open a wide range of options so as to 
increase their lea rning and occupational fl exibility. 
Guidance in technical and vocational education as prcparation for an occupational fi eld 
should: 
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(a) Inform students of the var ious possibiliti es open in the particula r fie ld of interest, th c 
educationa l backgrou nd requ ired. and the subsequent possibil iti es fo r continu ing education 
and fur ther training; 
(b) Encouragc students to choose educational programmcs that will not li mit their later 
employment options; 
(c) Follow the students' pl'ogress through their educational programmes; 
(d) Supplement the programmes by short periods of work expe ri ence and stud y of real 
work situati ons. 

For ind ividual s engaged in continuing techni cal and vocational education as a part of their 
lifelong learnin g. guidance should : 
(a) Help them to choose the programme best suitcd to thei r needs; 
(b) Enable them to make effect ive choiccs regarding their cnt ry into suitable leve ls of 
specialization. 

Guidance shou ld take into account: 
(a) Economic, socia l. technol ogical, cult ura l and family factors influencing the lea rners ' 
attitudes. expectati ons and choice of career: 
(b) Results of testing, including aptitude tests: 
(c) Educati ona l ach ievements and/or \vork exper ience; 
(d) Opportunities and prospects in the occupational secto r of interest; 
(e) Ind ividua l preferences and spec ial needs. including med ica l co nditions. physica l 
limitations and disabilities. 
Guidance systems need to be accountable to the beneficiaries and sponso rs of the serv ice. 
Quality assurance and lo ng-term results should be continuall y monitored at nat ional and 
institutional leve ls through: 
(a) Accurate reco rds of clien ts. needs addressed, programmes and interventions used and 
resultant employment including sc lt~employmcnt: 

(b) A systcm of eva luation both of staff pe rfonnance and of the methods used to detcrmi nc 
the long-term effects of guidance and the degree of sell~re li ance of beneficiaries. 
(UNESCO, 2001: 35) 

2.7.4. The Role of Teaching Staff 

TVET teachers and other staff at public and privatelNGO T VET institutions/colleges will 
be expected to play a new roles and responsibilities in implementing apprenticeship 
training. They are not on ly a teacher; they also take pa11 in fac ilitating apprenticeship 
training. Special upgrad ing trai ning modules, designed from key issue 3 of the TVET 
reform, are prepared to support the in-service traini ng of TVET teachers (ECBP-MOE­
TVET, 2007: 32). 

All teache rs in technical and voca ti ona l education , including instructors/trainers who teach 
practical ski lls. sho ul d be cons idcred an integral part of the teach ing profession. and should 
be recogni zcd as having the same status as the ir co ll eagues in ge ne ral education . In thi s 
regard: 
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(a) The Recolllmendation conccrning the Status of Teachcrs adopted by the Spccial 
Intergovernm ental Con ference on the Status of Teachers on 5 October 1966. UNESCO is 
applicab le to them espec ia ll y as regards the provisions concern ing preparation for a 
profcssion, continuin g education. employment and caree r. the ri ghts and responsib ilit ics of 
teachers, condi ti ons for effecti ve teac hing and learn ing, tcachers' salaries. and social 
security; 
(b) Arbit rary di stinctions betwecn teachers in spec ialized technical and vocati onal 
institutions and th ose in general education institutions should be c liminatcd. 

Techn ical and vocationa l ed ucat ion teac hers. on a full-ti me or pa rt-t i1l1e basis. should 
possess the appropriate personal, e thical. professiona l and teaching qualities, and a st rong 
initial preparation that wil l e nable them to operate in and adapt to an ever-changing 
scientifi c, technologica l and social env iron 1l1ent. 
Teachers o f technical and vocational subjects in ge neral educati on shou ld: 
(a) Be familiar w ith a broad range o f spec ial ti es; 
(b) Devc lop the abili ty to relate thesc to each other as wc ll as to thc Imger soc ial. 
economic, environmental. hi storical and cu ltural contcx t; 
(c) Where these subjec. ts se rve primaril y an occu pation or educational ori en tation func ti on, 
be able to give guidance. 

Teachers of tec hnical and vocati onal educati on for occupational field s shoul d have relevant 
qualifi ca tions so that: 
(a) If the occupational tield requi res primaril y practi cal skill s. they should have significant 
experi ence in the exerc ise of these skil ls; 
(b) If learne rs are to be prepared for technician or middle-management positions, teachers 
should have a thorough knowledge, preferably acquired through appropriate practical 
experience. of the special requirements of thi s type of position: 
(c) If thc occupati onal fi e ld requires research and theo retical ana lysis . e.g. an eng ineering 
field , teachers should have a background in resea rch method s. 

Teachers in technical and vocational educat ion as cont inui ng education shou ld. in addi tion 
to the special preparation for teaching adults, have an adequate knowledge of th e work ing 
enviro nment of the Ica rners, and be ab le to provide di stance and ind ividua ll y paced 
educat ion and train ing. 
Skill ed profess ionals wo rking outside education should be in vi ted to teach in schools . 
universit ies or other educational institutions in order to link the world of work more closely 
to the classroom. 
Teachers of general subjects in technical and vocationa l education instituti ons, in addi tion 
to qualifications in their own fi e ld. shou ld have an appreciation of the nature of th e 
learners' specialized technical and vocati onal education programme. Preparation fo r 
techn ica l and vocat ional teaching shou ld preferabl y be offered as a te rti a ry programme. 
req uiring completio n of secondary education or its equivalent lor entrance. 1\11 programme, 
should be designed with the follo wing obj ecti ves in mind: 
(a) To maintain standards of cduca tion and profess ional preparation in effect for thc 
teachi ng profession as a w ho le and to contribute to rai sing these overa ll standards: 
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(b) To develop in future teachers the abil ity to teach both the thcorctical and thc practical 
aspects of thei r li e ld . with special emphasis on the need to usc. whenever poss ible. the 
informa tion and communicat ion technologies: 
(c) To develop in futurc tcachers the responsibility for keeping up to date with trcnds in 
their fidd . as well as Ivit h the re lmedlVo rk opportunities; 
(d) To develop in ru ture teil chers the ability to guide learners w ith spec ial needs : 
(e) To ensure that fu ture teachers arc equi pped, by means of su pplementary traini ng, to 
teach othe r subjects rciatcd to thei r primary subjec t. 

Flexible tra ining and retraini ng programmes. combi ning instruct io n on the campus and in 
the workp lace, must be adapted to su it the concerned subjects and the needs of the lea rners 
and the wo rkpl ace by deve loping ncw anci appropriate instrument s or asscssment, 
accred itation and arti cu lation . and cert ifi ca ti on standards. When local condit ions prcvcnt 
future teachers rrom receivi ng practical work experience in the ir trai ning, the teacher­
training institution should a ttempt to simulate workplace conditions as part of the 
cu rri culum. 

The profess ional preparati on of a ll tech ni cal and vocationa l teachers should include the 
following element s in pre -service tra ining and in-service upgradi ng progra mmes : 
(a) Educati onal thcory in gcneral and particularly as it app li es to technica l and vocationa l 
ed ucati on: 
(b) Ed ucational psycho logy and sociology relevant to the subjectslfie lds to be taught by the 
future teachers; 
(c) C lassroom management, special teaching met hods appropriate to the subjects/ fi e lds of 
the future teachers and methods of eva luating/ assess ing the studcnts' work: 
(d) Train ing in the choice and use of contemporary teaching tech niques and aids. incl uding 
informati on/communication technologies; 
(e) T raining in how to create and produce appropriate teaching materia ls. including 
modular and computer-aided instructional material s. whenever such mate ri als are in short 
suppl y; 
(f) A period of supervised practice teaching before appointment to a post: 
(g) An introduction to educational and occupat ional guidance meth ods as well as to 
educati ona l admini stration ; 
(h) Planning the inst ructiona l cnvironment of practi cal classes and laboratories and 
managing/ maintain ing these faciliti es : 
(i) A sound training in safety, with emphasis on teaching sa fe working practice and se tting 
a good work ing example. 

Stall responsible for the preparatio n of techn ica l and vocationa l teachers shoul d have 
obtai ned advanced qualificat ions in thei r ti e ld: 
(a) teacher-ed ucato rs responsible for special techn ica l and vocational field s should have 
qualifi cati ons in the ir field equi valell t to those or special s ubj ec t's stalT ill other higher 
educatioll institutions and programmes, incl udi ng ad vanced degrees alld em ployment 
experience in related occupat io llal fields; 
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(b) teacher-educators responsible fo r the peda gog ica l aspect of teacher preparation should 
themse lves be experienced teachers in techn ical and vocatio na l ed uca tion , and shou ld 
possess advanced qualificat ions in education. 

Staff responsibl e le)r the prepa rat ion of tec hnica l and vocatio nal teachers should be act ive ly 
engaged in techn ica l research and analyses of 1V0rk opportuni ti es in their fie ld. Provision 
should be made for thi s in terms of a reasonable teaching load and access to appropriate 
faci liti es. Teaching staff should bc encouraged to continue th eir education and training, 
whateve r their spcc ial il.ed fi e ld. and should ha ve the ncccssmy means to do so. LiiClong 
learning shou ld be made avai lab le in a wide ran ge of facilities. and should include: 
(a) Contin uous review and updating of knowled ge , competencies and sk ills; 
(b) Contin uous updating of spec ia li zed professiona l skills and knowledge: 
(c) Periodic work experience in the relevant occupational sec tor. 

When questions of promotion. seniority and status are considered. teache rs' achievements 
in contin uing cducation and train ing as well as re levant work cxpcrience should be takcn 
into accou nl. (UNESCO. 200 1: 4 1). 

2.8 Legislation of apprenticeship training as components of TVET system 

Policy should be formulated and technical and vocat ional education adm inistered in 
support of the general objectives adopted for the educa ti onal process as well as for nationa l 
and. if possible. the regional socia l and economic requirements of the presenl and the 
future. and an appropriate legis lative and tlnancial framework adopted. Pol icy should be 
directed to both the structural and the quali tative improvement of technical and vocalional 
educat ion as sti pulated in Article 2 of the Convention on Technical and Vocational 
Ed ucation (UNESCO. 1989) and fUl1her descri bed in the recommendations of th e Second 
Internat iona l Congress on Technical and Vocati ona l Educat ion (1999) as: 

Although governments cany the prill/my responsibility fiJI' technical and vocational 
education, in a modern lIIarket economy leclinical and vocational edl{(;alion policy 
design and delivery should be achiel'ed through a nel1 ' porlnersilip belll'eell 
govemmenl. employers, projessional associalions, indus"y eillployees and Iheir 
represenlalives, the local communily and non-governmental organi:alions (NGOs). 
This porlnership muSI create a coherent legisialive ji'all1ework to enable the lallnching 
01 a national straleg)' lor change. Within th is slralegy the governmenl. apart Fom 
actllallv providing technical and vocational educalion, can also provide leadership and 
l'ision, facilitate. coordinale. establish qua lily assurance and enSure thai lechnical and 
voc(l{ional education is for 01/ by idenlifoing and addressing cO/l/lllunity service 
obligat ions. 

As the experience of many Afri can countries indicates, there is no enough space to 
accommodate the hole of TVET trainees for thc in tended apprcnt icesh ip trai ning. The 
reason for thi s may be due to the limited growth of industries in sub Saharan countries or 
the problem of understanding the importance and advantages of apprenticeshi p training 
especial ly for those who provide the training. 
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After it become obvious that the educat ional sys tcms adapted from the col on ial regimes 
wc re mainl y academic which is leading to a mass producti on unemployable school-Ieavers, 
vari ous changcs were introduced as each count ry rev iewed and re fo rmed it s educational 
system. Most of these changes came in the 1980s and the I 990s. 

In N igeri a, for example, the National poli cy on Educati on of 198 1. effected in 1982, laid 
emphas is on technical and vocational educati on in the restructured (6-3-3 -4) school system. 
In Kenya, a seri es of educati onal review commissions cul mi nated in to the estab lishment of 
the (8-4-4) school system in 1985. The curri cul um was ex pandcd beyond the confines of 
the forma l schoo l curri culum. A new mi nistry respons ible for post school vocat ional 
educati on and trai ning was establi shed in 1988 and a new vision for TVET arti cul ated in a 
sectional paper on manpower development (Okaka , 200 I: 25-29) citcd on Masresha (2004 : 
38). Ghana ' s constitution of 1992, through arti cles 25 and 38, reviewed its education 
system and revitalized technical and vocational education. The polytechnic law further 
complemented thi s in 1992, wh ich establi shed polytechn ics as tertiary institutions. In 
Uganda, an educa tion review commiss ion submi tted the government a white paper on 
technical and vocational education from primary to tcrti ary levels . It is called for the 
integration of TVET and business education as we ll as equipping technical training 
insti tutions with modern tool s and equipment (UNESCO, 1998: 25). Cited on Masresha. 
2004 : 38). 

Several African countries have introduced legislati on stipulating the need to develop 
programmes focused on the practical aspects of training by organi zing in-firm internships. 
In Cameroon, for example, the official pro grammes governing TV ET institutions provide 
for practical internships in enterpri ses during the holydays at the end communicated to 
companies training officers. The company training officer should also receive instructions 
from the TVEr institutions about methods of monitorin g and evaluating the internship of 
the pupil concerned. Ghana, Kenya. Ivo ry Coast. Senegal and Uganda have also taken 
measures to facilitate in-firm internships for TVET pupil s (Atchoarena and Andre 2002: 
61) . 

In Ethi opi a it was only on the I " of March 2004 that the TVEr law promulgated for the 
first time. Thi s law devotes one of its parts full y for thc apprenticeship tra ining. In th is part 
of the document the duties and responsibilit ies of organizati ons, trainees and TVET 
institutions during apprenticeship training are stated. Besides, the main elements in the 
contract of apprenti ceship training that shall be concluded among the TVEr institution, an 
organization and an apprentice were listed in the law (Fcderal Negarit Gazeth , I " of March 
2004, No. 39112004). 

2_9. Financing Apprenticeship Training as a Component ofTVET System 

Technical and vocati ona l education is best ser\'ed by it di\'ers ity o f publ ic and private 
providcrs. The ap propri ate mi x can be found in many ways. with thc responsibility of 
governmen ts be ing to facilitate choice whil e ensur ing quality. 

26 



Govern ment and th e private sector should recognize that techni ca l and vocational 
educm ion is an investmen t. no t a cost, with signili cant returns. incl uding the we ll- being of 
workers. enhanced productivity and international competiti veness. Therefore fund ing for 
technica l and vocat ional education shoul d be shared to the max imum ex tent possible 
between government, industry. the com munity and the learner. with government provid ing 
appropriate finan cial incen tives. Furthermore, the gove rnments of least deve loped countri es 
in part icul ar shou ld seek bilateral and multil atera l capacity-b ui ld ing cooperation in 
tcc hnica l and vocational educat ion. 

Within governments. there are often shared and overlapping responsibilit ies fo r various 
elements of technica l and vocational educati on amo ng departments and agencies. It is 
desirab le that governments streamline their own publi c institutional framework to the 
max imum ex tent poss ible to coo rd inate the nat ional technica l and vocational education 
erfort, create an effecti ve partnership with the pri vate sector, and promote technical and 
voca tio nal education lo r the benefit of a ll stakeholders . 

As a form of tra ining apprenticeship can be analyzed with in the fl'amework of th e human 
cap ital theo ry, the trai ning enta il s a cost, which includes the ti me spent by the master and 
other employers supervi sing the apprentice. At the beginn ing of the training period the 
app rentice 's prociuctivity is the marginal produc t of an unskilled worker. During the 
trai ning period thc apprc nt ice's producti vity ri ses gradual ly. Thus workers should pay for 
their training if they receive transferable skill s. Sim ilarly, employers should pay the cost if 
the skills deli vered are spec ific. The more speciJi c the trai ning is the greater the probability 
that the apprentice will continue working for the finn after trai ning is completed 
(Atchoarcna and Andre 2002: 272 ), cited on (Masresha, 2004: 41 ). 

2.10. Major constraints in conducting apprenticeship training as an 
integral part ofTVET 

There may be a number of problems occurred in practicing apprenticeship training program 
in different instituti ons/co ll eges. The problems may differ from one institution to the other 
but all has a negati ve impact in producing effective and efJicient trained manpower that 
acquire the necessa ry sk ill s fo r the demanding work wo rld . To men ti on some of the 
problems; lack of awareness, in-effectiveness of the trainees towards having the necessary 
theoretical as well as practical knowledge in their fi e ld of training, lack of proper di scipline 
that may be demanded by the organi zati ons, high cost, scarcity of organizations or 
enterpri ses that can accom modate the trainees at the same time, the demand of an insurance 
coverage by the o rgani zation , lack of willingness in organizations side in accepting 
students for the training, financial constraint etc. 

The constraints di scussed above are such that prevail even when Jinance is ava ilable and 
the commitment to imp lemen t is stron g. Vocationa li zation on a large sca le and at a fast 
pace is unlikely to succeed. Successful impl ementation requires conccntrat ion of resources 
in depth. Such concentration is possible when vocational training special ized. But it is 
usua ll y beyond the capacity of an educati on system , notab ly so in develop ing coun tries, 
whe n the attempt is to vocationalize the curri cu lum through out an entire stage of 
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secondary schooling like the recent case in Ethiopia. Thc daun ting problems of "system­
wide" vocationali zati on are compounded when the policy is to implement rap idly. Yet 
when policy seeks to address the im portant concern of school- leaver unemployment. there 
are po lit ica l pressures for rapid and large-scale implementati on (Lauglo and Lilli s. 1988: 
24). 

Stating the core problems in the TVET systems of As ian countri es Wa llenborn. (1996: 
102), have identifi ed the fo llowing fi ve main prob lems: 

• Management and implementation problems of educa ti on measures 

• Financing problems 
• Labor market and employment problems 
• Lack of co-operati on among possible training prov iders and 
• The absence of an adequate in frastructure 

In the formal sector funding the TVET institutions are the respons ibi lity of the 
Government. In fact there are few private TVET providers in Ethiopia. Foreign advisors 
and experts in the sector recommend that the Government should do to the level bcst to 
strengthen the pri vate institution and to leave the sector fo r private training prov iders step 
by step. Basically the problem of financing TV ET training is also ex ists in the pri vate 
sector. Medium and large size companies, which tend to have the necessary fi nancial 
means, have often not yet grasped the eminent importance which vocat ional trai ning has 
for producti vity boosting and quality enhancing measures. 

Lack of cooperation among TVET institution and apprenti ceship training providers is the 
core problems of the TVET provision. Moreover there is a series of largely typica l causes 
for low development in the area. In the first place bureaucratic procedures and 
juri sdictional di sputes between public and pri vate authoriti es were mentioned by 
completely insufficient legislative stimuli to promote cooperative forms of training. 

2.11. Future Strategies to Promote Apprenticeship Training 

2.11.1. The Millennium Development Goals and TVET 

The notion of a ' new human-centered development paradigm ' was elaborated at the 
Millennium Summit of the United Nations General Assembl y in September 2000, which 
agreed to a set of Millennium Deve lopment Goals (MDGs). The MDGs include: hal ving 
extreme poverty and hunger, achieving uni versa l primary educati on and gender equi ty, 
reducing under-fi ve mortality and materna l mortality by two-thirds and thTee quarters 
respecti vely, reversing the spread of HIV/AIDS, halving the proporti on of people Without 
access to safe drinking water, and ensuring envi ro nmental sustainability. They also include 
the goal of developing a global partnership for developmen t, with targets for aid , trade, and 
debt reli ef. The MDGs offe r a longe r-term strategic vision. 

Effecti ve TVET is integral to finding and implementing so lut ions to all of these issues. In 
thi s way, TVET underpins everyone of the MDGs and the achievement of sustainable 
development. It is impossi bl e to thi nk of maki ng gai ns in poverty reduction, job creati on , 
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health or environmel1lal concc rns without a strong and focused TVET effort, and it is 
equa ll y true that a foc used and well -managed TVET system can lead to huge 
improvements in education, gender equality and li ving cond iti ons. In essence, achi ev ing 
the MDOs requi res the development of appropriate forms of TVET. (UNESCO -
UN IVOC, 2004: I) 

2.11 .2. T he Crucial Role of T VET in Achieving Sustainable Development 

Re necting sllch imperat ives, the Seo lll Congress looked to an innovati ve paradi gm of 
technica l and vocati onal educati on based upon 'a learning cul ture' that encourages and 
educates people ' to be product ive and competi tive, and to care fo r the well-being of its 
people'. It was agreed that 'a vibran t train ing culture is a key factor in attaining that goal ... 
and empowering youth a nd ad ul ts to playa part in the new deve lopment parad igm.' As a 
result, the Final Report of the Congress stated: 

Technical and vocat ional education. as an integral component of life-long learning, 
has a crucial role to play in this new era as an effective tool to realize the objectives of 
a culture of peace . environmentally sound sustainable development, social cohesion 
and international citizenship ' .... the rVEr of the .fiilure must not only prepare 
individuals for employment in the information society bu! also make !hem responsible 
citizens who give due consideration to preserving the integri!y of their envirol7lnenl and 
!he welfare of others . . (UNESCO - UN IVOC, 2004: 3-5). 

These statements represent a broadeni ng of TVET from the narrow task of prov iding 
training for industry spec ific and occupation-specific skill s to the broader task of workforce 
development and lifelong learni ng for sustainable development and citizenship. Thus, the 
Reco mmendations on Techn ical and Vocational Education for the Twenty-First Century, 
publi shed jointly by the International Labor Organi zat ion ([LO) and UNESCO in 2002, 
state that, as 'a vital aspect of the educati ona l process in all countries' TVET shoul d: 

(a) Contribute to the ac hievement of the societal goals of greater democrati zation and 
social, cul tural and economic deve lopment, whil e at the same time developing the potential 
of all individuals, both men and women, fo r acti ve parti cipation in the establishment and 
implementation of these goal s, regardl ess of reli gion, race and age; 
(b) Lead to an understanding of the scientifi c and technological aspects of contemporary 
civil izati on in such a way that people comprehend their envi ronment and are capable of 
acting upon it whil e taking a critical view of the social, po liti ca l and environmental 
impl icati ons of scienti fi c and technological change; 
(c) Empower people to contri bute to envi ronmenta ll y sound sustainable developmel1l 
through their occupations and other areas of thei r li ves ' (UNESCO - UN IVOC, 2004: 6) 

2.11.3. Reform on T VET in Ethiopia 

The Techni ca l and Vocat iona l Educat ion and Traini ng (TVET) system in Ethiopia is 
currcn ll y in a re form process sincc Novcmber 2005 . /\ profollnd TVET system 
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determinants are discussed at Federal and Regional level s aimed at creating a TVET 
system which is demand driven, wage and self employment oriented and appropriate to the 
developme nt needs of Ethiopian economy. The reform begun with the support of the 
Engineering Capacity Building Program (ECBP). ECBP consists of [our components with 
one of its components covering thc TVET system reform. A new TVET strategy (2006) 
was developed as an outcome of thi s component, discussed with a wide range of 
stakeholders and adapted by the council of Ministers in Dec. 2006. To this end, a 
comprehensive National TVET strategy is currently being approved and a new TVET 
proclamation is in preparation. (ECBP-MOE-TVET, 2007: 5, 7). 
TVET development as envisaged in the TVET strategy reli es, among other, on so lid 
private-public partnership and on dedicated co-operation between stakeholders through 
collaboration of TVET institutions and enterprises, i.e. training that takes place in two 
venues- in a school environment and in the world of work. As the training takes place 
mainly in the enterprise, it can be foreseen that it supplies the workplace with right core 
competences. Good CT results are already seen in different countries all over the world. 

This CT conceptual framework was developed earlier. It is intended for practical use of 
relevant stakeholders, like enterprises, public and private TVET institutions, trainees and 
their parents, TVET Commissions/Bureaus, associations and chambers to create awareness 
and encourage them to participate in the endeavor. It describes what cooperative training 
(CT) is and what is required to introduce and implement it accordingly. It also provides 
information and explanations for stakeholders to be engaged in CT as appropriate human 
resource development alternative to be competent in national and international market. It is 
developed to make cooperative training workable, and as a guide for implementers is also 
provides information and explanations that enable stakeholders to decide whether CT is 
appropriate or not in their contcxt. (ECBP-MOE-TVET, 2007: 4). 

2.12. The practice of apprenticeship training in some selected countl'ies 

Apprcnticeship training models vary from country to country, the extent of Government 
intervention in regulating the system and in financing the program is among the key 
variables that differentiate national models. The purpose of this section is, thus to review 
recent initiatives taken to expand and modernize apprenticeship schemes delivered by the 
TVET system. 

2.12.1 On-the-job training in Japan 

Japan is a highly industrialized country which has popularized the mi of on-the job training 
for skilled workers. A typical company that has perfected the technique is the Toyota 
Automobile company. It has about 100 trained instructors for about 45,000 employees. 
Training on the job is considered to be cost effective and practical. Such training has 
severa l advantages. Students can directly di scover which skills and altitudes are useful for 
them, and they get immediate opportunities to apply what they have learned to actual job 
situations . They can al so get immed iate feedback. Since the necessary equipment is already 
avail able, no special arrangement is required. In Japan this kind of training is practiced 

30 



very widely. Much of Japan 's Vocational training by th e Industries is authorizcd by the 
Government. All types of trainees are taken care of the basic training for initialize 
ex peri enced workers with new developments , new skills, and acquaintance with new 
process, technologies etc. Cited on Nardos Abebe, (1999: 34). 

2.12.2. The traditional apprenticeship system in Kenya 

The kcy characteristics of traditional skill training in Kenya are its relative ease of entry, 
and its high degree of self-financing. Taking on apprentices can be both a sou rce of income 
from fees and a source of cheap labor (Ferej, 1993) Entry can be based on kinship, 
friendship, business or philanthropy. Traditional apprenticeship is more flexible, the 
duration of training depends on the apprentice's aptitude, and the quantity, variety and type 
of work undertaken by the apprentice master. After trainin g apprentices can and do seek 
employment elsewhere, start their own businesses. or continue to work for their apprentice 
masters. The fee structure is quite flexible , ranging from nothing in the case of 
philanthropy to considerable amounts . Tomecko et al. (Tomecko , 1991) found that an 
apprentice in the informal sector can expect to pay approximately sixty US dollars (USD) 
per annum. The total fees paid for a normal course of training range from USD 120 - USD 
360, and are usually paid in a single lump sum at the commencement of training . 

The apprentices in turn receive an allowance or inccnti ve of approximately one USD each 
working day, an amount which gradually increases as the apprentice's ski ll s develop . A 
reasonably competent apprentice can earn several times the amount of the fee paid. The 
system is largely se lf-financi ng. In contrast to this , the cost of training in the formal system 
is about USD 250 per annum in a Youth Polytechnic (skills training for primary school 
graduates) and about USD 825 per annum in the Institutes of Technology (VTIs providing 
ski ll training for secondary school graduates), (Tomecko et aI., 1991). Both these systems 
are externa ll y financed; neither offer opportunities for the trainees to earn while they learn. 

In traditional apprenticeships al l learning takes place on-the-job, at the beginning stages the 
master watches over the apprentice closely, and intervenes at all crucial stages. Unlike 
more formal learning methodologies, tasks are not simpli {jed during the period of learning. 
Instead, the task is held constant, while the role of the apprentice is simplified. As the 
apprentice becomes progressively more sk ill ed the apprentice master reduces direct 
interventions and allows the apprentice to assume increasing respons ibility for the work. 
Because apprentices are typically invo lved in work that has an economic dimension, 
working independently is not encouraged until the apprentices' performance is likely to be 
error free. There is little room for error. The work environment is the most important 
influence on the skill acquired by the apprentice. The breadth and depth of the master's 
knowledge and the social interactions among the master, the app rentice, other apprentices 
and customers are al so crucial to the overall development of the apprentice. 

The main focus of traditional apprenticeship learning is the practice of technical processes, 
but trainees al so learn business sk ill s simply by bcing immersed in the business 
transactions of the enterprise (McLaughlin, 1990). In contrast, apprentices in large formal 
enterprises seldom conduct any negotiations or attend to customer needs directly and are at 
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a di stinct disadvantage in relation to their informa l sector counterparts who have many 
opportuni ti es to observe and parti cipate in business. The level of skill acq uired during 
traditional apprenticeship depends on the quality of the work environmen t. Most trainees 
have onl y hand too ls to work with and se ldom develop sk ill s in the use of modern too ls or 
in modern business methods. A central tenet of the fonna l apprent iceshi p system is the 
trade test which is usually accepted as an affi rmation of an indi vidua l's skill s. Trade 
certifi cati on does not carry much we ight in the informal sector where competency is to 
formal sector employment are aware of the necd for certification and may take a trade test 
to improve their empl oyment prospects. 

2.12.3. Vocational training the Indian experience 

In India, technical skills are traditionall y acq ui red through inheritance. A carpenter's son 
learns to be a skilled arti san by working under the tute lage of hi s fat her. The emergence of 
industriali zation demanded skilled manpower and this led to a shift in the process of skill 
fo rmation, as the complexi ti es of new tecimologies warranted forma l structures for craft 
train ing. Init iall y, industries recruited unsk il led workers and imparted in plant train ing to 
convert them into skilled wo rkers. Later, Boards of Trade were established which provided 
sk ill s traini ng to workers. The Government of India stal1ed many engineering co ll eges and 
polytechni cs but forma l technical training institutions came much later. In 196 1 the 
Apprenti ceship Act was enacted and the Industri al Training Institutes (!TIs) became the 
first formal vocational training insti tutes (VTls). The major objective of Indian VTl s is to 
prov ide skilled and technicall y trained manpower to industry. 

In India, 2,447 VTIs wi th an intake capacity of 389,000 trainees are now imparting training 
in 40 enginee ri ng and 27 non-engineering trades. Training on the shop floor level is 
provided to about 134,000 trade apprentices in 38 trades. In addition, there are a large 
nu mber of vo lunta ry organ izations and nongovernmental organizations (NGOs) in the fi eld 
of vocational trai ning. There is still great need. The rate of unemployment has increased in 
both rural and urban areas. According to the estimates of the Government of Ind ia's 
Planning Commi ss ion, the total number of the unemployed is likely to increase to 65 
mill ion between 1990/9 1 and 1994/95, and to 106 mi llion by the turn of the century. 

It is widely recogni zed that the rapid expansion of hi gher education has contributed to an 
im balance in tbe avai labi lity and demand for skill s in the job market. The education system 
of co lonial days, which is still fo llowcd fa ith fu ll y in Ind ia, has created a 'midd le-c lass' 
att itude towards wage employment, government jobs and security. As a consequence, the 
number of educated unemployed has been increasi ng at an alarming rate. The incidence of 
unemployment among the educated is 11.8%, as against 3 - 8% for the labor force in 
general. As a resul t, the government now wants the VTIs to play a cri ti ca l role in 
promoting self-employment. 

The approach of the Eighth Fi ve Year Plan ( 1992-97) is employment-oriented with special 
reference to sel f employment: 
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"existing training institutions (VTh) have, no doubt, been meeting a significant part 
of the requirements of the skilled lI1anpower of industry it, however, seems 
necessary that a sizeable proportion of employment will have to be self-employment 
in tiny and small units and the training system should also gear up not only for 
providing 'hard'skills in suitable trades, but also the sofi skills of entrepreneurship, 
management and marketing, as part of training courses ". 

While most ITls are on ly engaged in technical skill formation, a few more enterprising 
VTls in India have diversified into se lf-empl oyment promotion. Such instances are st ill 
rare . Still, it is worthwhile to learn from thei r expe ri ences and ex plore the poss ibi li ties for 
introducing self-employment promotion in the overa ll strategy of vocationa l training. Thi s 
paper attempts to descri be the experiences of some of the programmes which have been 
promoting self-employment. Three VTls are analyzed , two managed by government 
agencies and one by a vo luntary organi zation (NGO): 

• The Industri al Trai ning Institute, Banga lore, one of 100 VTl s that were scheduled 
for self-employme nt reorientation under a World Bank sponsored programme; 

• The Diamond Jubil ee Cottage Industries Institute (DJCI) , in Baroda ; and 
• The Society fo r Rural Industri ali zation (SR I), Ranehi , an NGO. 

IT! Bangalore was chosen because it is one of the few ITIs that have been successful in 
combining self-employment programmes with vocational courses. The Diamond Jubilee 
Cottage Industries Institute was se lected because it is one of the few VTJs in the country 
wh ich has had self-employment promotion programmes si nce its inception. SRI is one of 
the most successfu l VTls in the NGO sector. 

Lessons from Indian experience 
India suffers from a high incidence of unemployment. The only way to tackle the problem 
seems to be tlu'ough self-employment. The government now expects VTls to playa more 
active role in promoting self-employment. VTls were created with the so le objecti ve of 
supplying skilled workers to industry. However, recent trends show that VTI graduates will 
increas ingly have to seek se lf-employment. A few of the more enterpri sing VTls have tri ed 
to respond by expandi ng their program mes to include the promotion of self-employment. 
The Indian experience suggests that though some VTls are stri ving to promote self­
employment effort s to date have been both modest in scale and of limited success. A fe w 
programmes. Conducted by the NGOs, have shown better insight into the problem and 
have worked towards thi s end more systematically. 

Successful entrepreneursh ip requires significant skill s. To become an entrepreneur, a 
person needs three things: knowledge, skill s and attitude. To help prov ide these VT!s 
should have competent 'trainer-moti vators' who are well versed in the knowledge, sk ill s 
and aptitudes of business. However, the first requi site of successful vocational train ing for 
self-employment is that the govern ment adopts a strategy of promoting self-e mployment 
through VTls and ensures adequate funding for this purpose. VTls, especially government 
VTls, will have to be granted adeq uate fl ex ibility and autonomy in decision-making if they 
are to restructure the ir courses and their inst it utions to be responsive to loca l needs. VTls 
managed by the voluntary secto r have a better chance of success in thi s area , but they will 
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also have to be encouraged. and their effo rts supported by donor and development 
agencies , such as the World Bank and the 11.,0. Entrepreneurship training and small 
business courses need to be introduced as an integra l part of the standard curriculum of 
VTIs . Special emphasis should be placed on behavioral aspects, opportunit y identification , 
marketing, basic acco unting and bookkeeping, production pl anning, inventory control , 
qualit y con trol , and strategic planning. VTls wil l ha ve to devo te significant resources to 
fo llow-up, includi ng strong netwo rking with government age ncies, banks and other 
organizations in the enterpri se support system. Last but not least, the VTIs will have to 
exp lore alternative source~ of funding in that the government may find it difficult to 
provide sufficient levels Of SUPP0l1 for se lf-employment promotion in VTls. 

2.12.4 Apprenticeship in Ghana 

There are cunent ly 156 vocational and arti san trall1l1lg institutions (VTls) run by ten 
government agencies, and 250 private for-profit inst itutions. However, even the bettcr 
staffed and equipped centres arc using curricula and methods that are more than 20 years 
out of date. They do not appear to be successfu l in he lping their graduates find product ive 
em ploymelll. 

This case stud y is based on a Ghana National Associati on of Garages' (GNAG) integrated 
programme funded by the World Bank. It has three phases: apprenticeship, technical skills 
upgrading, and management training for master mechanics. The GNAG programme is 
based in three institutions. 

GNAG manages the apprenti ceship programme. The Kumas i Teclmical Institute (KTI) 
undertakes technical ski ll s upgrading for the master mechanics and apprentices. The master 
mechanics that complete the KTI programme can then be se lected for furt her training at the 
Management Development and Productivity Institute (MDPI). The main objective of the 
programme is to upgrade the technical and manageri al ski ll s of master mechanics and 
apprentices from Ghana National Association of Ga rages. 

The programme is a Government of Ghana project under the auspices of Ministry of 
Transport and Communication, implemented by selected VTIs. The Ghana National 
Association of Garages organi zes and manages the apprenticeship programme until the 
apprentices qualify to go for fUI1her training at KTI. The apprenticeship takes four years 
and is almost always subject to a tripartite written contract. The skills upgrading 
programme is undertaken by KTI staff using the ir modern equ ipment and qualified staff. 
The apprentices are selected by their masters and given final approval by the GNAG 
secre tariat. The masters elect to attend vo luntari ly. The master mechanics programme is [or 
6 weeks whi le the apprentices' programme lasts for 12 weeks. The programme on 
manage ment and entrepreneuria l ski ll s is managed by MDP!. The program me lasts for 4 
weeks and is designed to strengthen master entrepreneurs by improving their effi ciency, 
thei r producti vity, and their capac ity to di versify into new product lines. 
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GNAG: Skills development for self-employment programme 

The Ghana Nat ional Assoc iatio n of Garages organ izes and manages the apprent iceship 

programme until the apprentices qualify to go for further traini ng at KTI. The 

apprenticeshi p usually lasts for four years. The working week of the apprenti ces is long, 

typica ll y s ix days of eight hours each. Apprentices do not normall y receive wages for the 

work they do ; however, pocket money at the masters' di scretion is the rule rather than the 

exception. The frequency and the amount of their allowance tend to increase as they 

become more producti ve . Learni ng depends on the master, on the appren tice. and to somc 

extent on the act ivity. It is not uncommon to find that masters fol low a plan. even if it is not 

a written or formal one. There are often cases where learni ng is highly structu red or 

'modulari zed', though usua ll y on a 'fixed-t ime' rather than a 'competency' basis. In other 

cases learn ing is merely the outcome of trial-and-error, or of simply being there . Most 

apprenticeships start with an introduction phase doing menial jobs such as cleaning the 

workshop and running errands. The next phase consists of getti ng to know al l the tools of 

the trade as well as materials and spare parts. The apprentice is expec ted to observe and 

discover without asking too many questions. There is rarely any reading or note-taking 

invo lved in being an apprenti ce. Gradually, the apprentice is given more complex tasks and 

increased respons ibility, even from time to time being given responsibility to look after the 

business in the absence of the master. 

Lessons learned 
Traditional apprenticeship in mechanical enterprises is an effective skill transmission 

system that is dynamic, capable of growth, and fl ex ible. It costs government nothing, it is 

self regulating and closely related to production, and it provides for large numbers of yo uth 

that the government could not otherwise cater for. GNAG trad itional appren ti ceships 

prepare apprentices, whether educated or not, for employment and self-emploYlllent in a 

range of mechanical trades . Nonetheless, in spite of clear evidence in Ghana and elsewhere 

of the viability of the traditional apprenticeship system, GNAG officials and master 

mechanics have little experience administering, organi zi ng and conducting apprenti cesh ip 

training. Few of the masters are experienced and qualified apprenticeship trainers. Fewer 

still have exposure to modern training systems, a truth which accentuates the degree to 

which the apprenticeship system is locked into the traditional techno logies and concepts of 

the masters . As a resu lt the GNAG programme enjoys only limited success, though it has 

considerable potenti al. 

GNAG estimates that about 89% of the 250 apprentices who qualify as master mechanics 

are still unable to stal1 their own businesses, due mainly to: 

a) The inability to obtain an industrial plot ; 

b) The lack of start-up capital and 

c) The lack of guidance before, during and after apprenticeship. 

In partial response the government has provided GNAG with a li ght industri al estate at 

Kumasi (known as Suame Magazine) where 3,000 of its members operate, and where they 

have formed themselves into savings and credit associations. Advice and assi stance, 

ho wever, are still lack ing. Appre nti ceship traini ng in small and micro enterprises should be 

complemented by other measures to enhance the sector's viabili ty. These measures should 
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include access to credit, the in troducti on o f improved technology, and busi ness counse ling 
and marketing services after en terpri se stan-up. 

2.12.5. Experiences of Voca tional training in Colombia 

SENA : Sel'vieio Naeional d e Aprcndizaje 
SENA was created in the late 1950s. It is one ofa group ofVocati ollal Training Inst itutions 
(VTls) wh ich came abou t in Latin America bctween 1940 and 1960 and which share 
certain basic characteristi cs of purpose, organisati on end financing. Co ll ec tivel y these are 
oft cn referred to as the 'Latin American Model' (C INTERFO RJO IT, 1990). The offic ial 
purpose of SENA, to carry out the social policies of the Governmcnt in the area of 
professional education, is being seri ous ly questi oned. SENA's organi zation is based on the 
ILO's tripartite principle of government, employers and workers. It is {inanced through 
compulso ry contributions from businesses. It is a public sec tor institut ion under thc 
Ministry of Labor and Socia l Security and a part of the country's general educat ional 
system. under the Ministry of Na ti onal Education . The appearance of SENA in Colombian 
education was sign i{icant, not on ly because of its apprec iation of educatio n for work, but 
also because of its use of teaching methods based on principles of act ive pedagogy -
'learning by doing' - which departed from the theoretica l and memory-based approaches of 
the fo rmal education system. It is a large institution wi th 92 training centers and 
approximately 8,000 employees, about 5,000 of who m deal directly wit h training and 
business consu ltat ion. 

Though an important and respected institu tion in Colombia, SENA is now at diffi cult 
cross-roads. Colombia is changing rapidly and SENA should change with it. In past years 
SENA was seen as an appropriate instrument for the implementati on of government soc ial 
policies and programmes. This led to the creation within SENA of sign i{i cant special ized 
'social' programmcs parallel to the original structure wh ich continues to add ress the training 
needs of workers in the formal sector. The two systems co-exist but do not collaborate; 
they have not establ ished the operational linkages that wou ld make them complementary. 
An opportunity for mutua l enrichment was lost and SENA's insti tutional ident ity and 
effecti veness deteriorated. SENA is struggling to overcome this internal problem whil e 
simultaneously adapting itself to evo lving social and economic realities in Colombia. 

Self-employment in Colombia 
Colombia has recentl y abandoned an import-substi tution model of industriali zation and 
adopted the recommendati ons of the Intern ati onal Monetary Fund for a structu ral 
adjustment program me to stabili ze macroeconomic conditi ons and open the Colombian 
economy to the international marketplace. The empl oyment assumption which underli es 
the new development model is that the new conditions of transparency and the open 
markets, together with policies which support productive activity and provide for human 
cap ital , physica l infrastructure and technologica l deve lopment within stabl e macro­
economic conditions, should together stimulate econom ic growth and busi ness acti vity. 
Thi s should , in turn , increase employment. Nonetheless, the indications are that the labor 
market wi ll be characteri zed in coming years by open unemploymcnt rates of 
approx imatcly 10 per cent, underemployment and temporary employment rates at levels 

36 



close to 20 per cent, and the presence of a strong informa l sector. Two key demographic 
variables will determine the structure of the Colombian labor force: decreasing population 
grolVth rates (from 3.2% du ri ng the 1950s to the current level of 1.8%) end rapid 
urbani zation. Today, 70% of the population lives in urban areas. These changes mark an 
accclerated social modern ization process (though not necessaril y a development process) 
wh ich has produced profound changes in the characteri stics of the labor force. Colombia is 
a country of small businesscs: the Nationa l Econom ic Census of 1990 revea ls that 
businesses with less than ten wo rkers constitute 94.7% of the total. Most, more than 83.2% 
are individually owned. The Nat ional Economic Census indicates that 54. 2% of all 
entcrpri ses have been in busi ness for less than fi w years. Since the 1980s, polices 
supporting the informal sector has been introduced through the National Plan of 
Development fo r Micro enterpri ses (PNDM). The in formal sector comprises almost 50% of 
the working popu lation in the country's ten largest cit ies. Colombia's urban in formal sector 
has relatively high leve ls of producti ve act ivity and of enterprises with permanent workers. 
This structure is influenced by a model of industri al organization which emphasizes 
subcontracting. 

Apprenticeship training 
Apprenticeship training is in tended for new labor market entrants . Most of SENA's 
activities deal with youth tra ining, and especial ly with programmes for apprenticeship 
education. There is li ttle pract ical ev idence, however, of an orientation towards se lf­
employment in thi s area. Thi s is surpri sing because SENA has at its disposal theoretical 
and methodological instruments in the pedagogical area which wou ld permit the 
introduction, in an intense and systematic manner, of guidance and education for self­
employment in the apprenticeship education programme. SENA's pedagogica l strategies, 
which aim at the deve lopment of creativity, indiv idua li zation and se lf-contro l, coul d 
constitute an adequate basis for an orientati on towards se lf-employment. However, it is 
evident that the programmes. Aimed at the in formal sector, as well as those aimed at 
entrepreneurs; do not take advantage of these pedagogical resources. It is a lso noteworthy 
that ori entation towards self-employment is absent fro m most conventional vocational 
training programmes. Practice remai ns oriented to paid employment. 
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CHAPTER THR EE 

RESEARCH METHODOLOGY AND PROCEDURES 

OF THE STUDY 

3.1. Methods of the Study 

In th is study, descriptive survey method was empl oyed. This method is chosen for its 

appropriateness to revea l the current conditions in the implementation of the apprenticeshi p 

program and to describe the ex tent to which the success or failure in implementation has 

affected the quality of Technical and Vocationa l Education and Training. 

3.2. Subject and Sampling Procedures 

According to Add is Ababa Educational Bureau there are 5 governmental and 56 

pri vatelNon governmental TVET co ll eges who are eligible (accred ited) to give training at 

the level of 10+3 program in 2006/2007 Academic Year. Out of these co ll eges, onl y three 

of the Government Colleges were having students in 10+3 program during the current 

study. Therefore, 3( 100%) of the Governmental, 15(26.8%) of the private/non 

govern menta l co lleges and 18 apprenticeship providing organizations were chosen for thi s 

study. 

The purposive sampl ing technique was employed to get an adequate and rel iable data for 

the study. The reason why the researcher chose the three ki nds of TVET co lleges for the 

study is already di scussed above. But to add some more poi nts, these co lleges are vary ing 

in there structure, ownership, human power and Training materia ls faci li ty and so on. 

Above all these differences they also vary in there relationships with apprenticeship 

providing organizati ons there fore , it is very impoltant to study the implementation of 

apprenticeshi p train ing at these insti tutes. 

Regardi ng the respondents sampli ng, the College DeanIVice Dean, Vocational counselors 

and 10 + 3 students at these colleges who had been enroll ed through apprenticeship 

program at least two times and the ass igned supervisors/employees fro m The Government 

and non Government organizations, production centers, service giving organ izations and 

trades were also included in co llecting data through purposive, random and availability 

sampling techniques on the basis of getting the requ ired information. 

Furthermore, out of 7 departments in TVET program, 6 (89%) of them were included in the 

sample data collection for thi s study using the avail ability sampling teclmique. The 

following table illustrates the population and sample size of the study; 
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3.3. Data Collection In str'ument 

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

data, relevant books and journals which indi cate the prac ti ce of vocational trai ning and 

apprenticeship in developed and deve loping countries will be consu lted to support the 

find ing of the study. Moreover. through reports and documents, in ,country experience of 

government and non governmen t/pri vate TVET co ll eges/institutes has been reviewed . 

The subject of the study incl ude. co ll ege deans/Vice Dean. Vocational counselors, TVET 

Experts from Educat ional Bureau. studen ts and the ass igned supervisors at the 

organizations who provide apprenticeshi p training from both governmen t and non 

government were included. Accordingly , in order to get first hand information, primary 

data were collected from the subject through questionna ire and interview. To secure more 

reli able data from the indi vidual ' s; two types of self-deve loped questionna ire (close and 

open ended) have been used. In addition to that an interview has been made with experts 

from Addis Ababa Educational Bureau and MOE to get the general overview on the subject 

matter. 

3.4. Adm inistr'ation of data 

The data gathering instruments used in the study had been dra fted on the basis of literature 

review and the intended data to be coll ected . Before di stributing them to the respondents, 

the questionnaire had been shown to the advisor and the comments had been incorporated 

then pilot testing has done so as to make essential correct ions and maintain their validity. 

Afte r getting corrected all items. di stribution and continuous follow up has been done 

during the collection process . To maximize the quality of the responses and the rate of 

return , the time convenient for the respondents was arranged. The questionnaire items for 

trainees were translated in to Amharic language. Before di stribution to the respondents 

each item was briefl y explained to the employed data coll ectors and administered to the 

respondents with the help of data coll ectors. The researcher has made the objectives of the 

study clear to all of the sample respondents at the verge o f questi onnai re ad mini stration in 

order to avoid confusion and facilitate ease of admini stration . A close foll ow-up has done 

immedi atel y to correct problems that ari se during the fillin g of the questionnaires. 

Finally, an interview was made with TVET Expel1s at Addis Ababa Educati onal Bureau 

and GTZ - TVET Consultative Office Experts at the Ministry of Educat ion. 

3.5. Data Analysis Techniques 

The raw data co llected through doc ument analysis , questi onnaire and interview were 

arranged in Tables in line with the basic research questions. The findings obtained through 

these inslruments were analyzed and inte rpreted lI sing percentil e. Based on the findings, 

conclusions and recommendations were made. 
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CHAPTER IV 

ANA LYSIS AND PRESENT A TION OF DATA 

Th is chapter dea ls with the analys is and presentation of the data co ll ected through 

questionna ire, interview and document analysis. A total of 358 questi onnaires were 

distributed . Out of these 324 (90. 5%) are fill ed and returned . The respondents were College 

dea ns, vice deans, vocational counse lors, and trainees at the col lege level and 

supervisors/employees of apprenticeship training providers. TVET Experts from the 

Educat ional Bureau were a lso intelv iewed in order to get the relevant informati9n on the 

contribution their office offer in implementation of apprenticeship Training program. 

The data obtained were analyzed and interpreted in view of the basic questions rai sed in 

chapter one. Out of 36 questionnai res di stributed to Co ll ege DeanslVice Deans and 

Vocational Counse lors, a ll ( 100 %) questionnaires from each subject were fi ll ed and 

returned . Out of 18 questionnaires di stributed to supervisors at the organizati ons who 

provide apprenticeship training all (100%) were fill ed and returned . Based on the responses 

obtained from the sample respondents, the analys is and interpretati on of the data were 

presented immed iately following each Table. 
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S. 
No. 

I 

2 

3 

Table I 

Description of Deans, Vocational C ounselors' and Supervisors 

by qualification, Field of Study a nd Service year 

Respondents 

Items Deans Vocationa l Superviso rs 

Co un selors 

Qua lification No. % No. % NO. % 

Second DeQree & above 10 55.6 . . . -

First Degree 8 44.4 12 66 .7 6 33.3 

Dillioma & below - . 6 33.3 12 66.7 

Total 18 100 18 100 18 100 

Field of StudY 

Industria l Technology 2 I I. I 
, 

16.6 4 22.2 ~ 

Vocational Ed ucati on I 5.5 - - - -

ForeiQn LanQuaQe 2 I I. I - - - -

Natura l Science 2 I I. I - - 3 16.7 

Socia l Science 3 16. 7 10 55.6 5 27.8 

Educat ional Plann ing and 

ManaQement 8 44.4 2 11.1 - -

Other - - 3 16.6 6 33.3 

Total 18 100 18 100 18 100 

Service year in your 

Current nosition 

I - 5 Years 15 83.3 10 55.6 - -
6 - 10 Years 3 16.7 4 22.2 3 16.7 

II - 15 Years - - 2 11.1 4 22.2 

16 and above - - 2 11.1 II 6 1. 1 

Total 18 100 18 100 18 100 

I 

As can be seen in Table I item one, 10 (55.6%) of the TVET College Deans have second 

degree and 8 (44.4%) of them hold first degree. Whereas 12 (66.7%) of Vocational 

Councilors were first degree ho lders and 6 (33.3%) had qualified with diploma and be low. 

Accord ing to the Educational and Training Policy (MO E, 2004) manpower for Middle 

Level TVET Training ought to have a minimum o f first degree . From thi s and the 

researchers di scussion w ith those who are working as vocationa l councilors in some private 

TVET institutes it is possible to conc lude some of them are not qualified enough to provide 

the intended quality o f guidance and counseling service . 

Regarding supervisors who take responsibility of help ing and following the day-to-day 

act iviti es of the student-trainers, while thcy are in apprenti ceship training organizations 

only 6 (3 3.3 %) werc ho lding first degree and 12 (66.7) were qualifi ed with diploma and 

below. Therefore, it is possi ble to deduce that majority of the supervisors didn ' t attain the 

necessary qualification that enable them to help the trai ners in sharing the experience they 

possess through extended years of service. 
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Item 2 of Table I is about the fi eld of stud y. Majority of the Co ll ege Deans 8 (44.4%) are 
graduates of Educational Plann ing and Management program. On ly few of them have a 
vocat ional educat ion back gro und. The Government Co ll eges in thi s area had better 
reputation than private once. 

10 (55.6%) of vocationa l counci lors are social sc ience graduates . Onl y 3 (16.6%) are 
having a vocat ional education background. The rest 3 (16.6%) of the respondents 
qualification we re unknown. The other 2 ( I 1.1 %) were an Ed ucational Planning and 
Management graduates . From these result and the di scuss ions made with some councilors 
we can deduce that they are not in a position to prov ide an e ffic ient and effective 
counseling service. 

As fi eld of stud y for supervisors at the organ ization indicates 6 (33.3%) of the qualification 
was not known. 5 (27.8%) were social science graduates and only 4 (22.2%) had vocational 
education background . The rest 3 (16. 7%) were from natural sc ience subjects. Therefore, 
from thi s it was possib le to infer that since majority of supervisors were not willing to 
inform their fi eld of traini ng but from the data in their file it has been proved that they do 
not have the requ ired academic background to perform the required supervision acti vities. 

Item 3 Table I is about the service yea r in their current posi ti on. 15 (83.3%) of College 
Deans had acqui red a service of 1-5 yea rs, 3 (16.7%) of them served for abou t 6-10 years. 
Since TVET had been impl emented and widely expanded few years ago it would be too 
early to find experienced personnel at this level in the sector. 
Regardi ng vocational councilors 10 (55 .6%) of them having I -5 years of service and 4 
(22.2%) had served more than I I years as a vocationa l counci lor. From these and through 
the di scuss ion held with councilors at the college level it is possible to deduce that 
government institutes had more establ ished offices and the necessary manpower who can 
provide better counseling serv ice. The main reason for this is; because these institutes were 
providing the serv ice at the secondary schoo l level before they were upgraded to a co ll ege 
level and it was very clear that upgrading this facility was easie r than establi shing the new 
one. But for pri vate TVET providers thi s is a new experience. However, the researcher had 
witnessed that there was few private/NGO TVET institutes who had organized offices wi th 
the necessary manpower and fac ili ties to their level best and had provide beller counsel ing 
serv ice and organizing apprenticeship trai ning programs efficiently. 

I I (6 I. I %) of supervisors had 16 and above years of experience. This indicates that they 
may acquire the required level of practical ski ll s that would be obtained through an 
ex tended years of service. Therefore, li·om th is it is possible to conclude that majority of 
supervisors were 111 a pos ition to provide thei r rich experience to trainers during 
apprenticeshi p training. 
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Table II 

Descript ion of Trainees by Sex, Training Program , and Occupation of Par ents and 
Field of study 

Respondents 
S. No. Items No. oIl) 

I Sex 
Male 153 56.7 

Female 117 43.3 
Total 270 100 

2 Tra ining Program 
10 + 3 270 100 

3 Occupatio n of Yo ur Parents 
Employee (Govern ment, private. NGO) 185 68.5 
Farming 10 3.7 
Trade 57 21. 1 
Others 18 6.7 
Total 270 100 

4 Field of St udy 
Industrial Techno logy 92 34. 1 
Constru cti on Technology 22 8.1 
Business education 87 32.2 
Information Tec hnology 28 10.4 
Health Sc ience 29 10.7 
Law 12 4.4 

To(al 270 100 

A total of 304 questionnaires were distributed to the trainees and out of these 270 (88 .8%) 
were fi lled and returned, the rest 34 ( 11.2 % ) were not returned. As it is indicated in Tab le 
II item I, 153 (56.7%) of the respondents in the sample were males and 11 7 (43.3%) of the 
total respondents was females . From these we can conclude that the di stribution of TVET 
between ma le and female were become more even from time to time. It is al so observed 
that the data provided by the sample trainers re fl ect ideas and opinions of both sexes. 
Furthermore, the drastic increase in the number of fema le enrolments in TVET implies that 
the traditiona l attitudes and perceptions towards them have been changed. 

Item num ber 2 of Table II indicates that all respondents were chosen from 10 + 3 
programs. Since apprenticeship traini ng according to the curricu lum was mandatory at 
every level , all of them was undergone through appren ti ceship program at least two times 
and they were enroll ed 10+3 program by achiev ing a good result from their class during 
10+ 1 and 10+2 programs and the researcher beli eves that they can provide the complete 
and reli able data for the study. 

Table II item number 3 shows the occupation of parents. The find ing ind icate that, majority 
of parents occupati on 185 (68.5%) were civil servants. 57 (2 1.1 %) of the respondents 
fa mily was invo lved in trade and onl y 10 (3. 7%) of the famili es engaged in fa rming 
business . Thus. wc can conc lude that these days, TVET institutions arc widely expanded all 
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over the country farmers were not forced to send their children' s to big cities like Addis 
Ababa. The rest 18 (6.7%) of the famil y occupations were not indicated. 

The field of study in which students were enro lled shown in item number 4 indicates that 
out of the total respondents 92 (34 .1 %) were industrial technology student s and 87 (]2 .2%) 
of them study Business Education and the rest of the sample study were attendi ng Hea lth 
Science, Information Technology, Construction Technology, and Law department ; the 
number of students in these Departments were 29 (10.7%). 28 (10.4%), 22 (8 .1 %) and 12 
(4.4%) respectively. Therefore, it is poss ible to conclude that, majority of the occupational 
trades in the departments are addressed in this study . 

Table III 

Trainees' accommodation and proximity of organizations 

s. Respondents 
No. Items No . % 
I Accommodation during apprenticeship train ina 

A) Dormitory - -

8) Rented house 36 13.3 
C) Your own residence 216 SO 
D) Residence of ,yollr re lati ve IS 6.7 

Total 270 100 
2 Distance of apprenticeship training organization from yo ur home 

A) I - 10 KillS 11 7 43.3 
8) II - 20 KillS 107 39.6 
C)21 - 30Kllls 24 S.9 
D) 3 I and above KillS 22 8.1 
Total 270 100 

In Table III item number I , respondents were asked about their accommodation during 
apprenticeship training. As it is shown in the Table , 216 (80%) of them were residing in 
their own/family house . Thus, from this we can easily deduce that a signifi cant number of 
trainers were living with their parents and had no extra expense towards shelter. 

Item number 2 is regarding the distance of organization where trainees assigned for 
apprenticeship program from their respective area. The responses confirm that 117 (43.]%) 

of them travel to a distance of I - I 0 kilometers to attained apprenticeship training. The 
rcspondents, whose residence situated between I I and 20 kilometers from organizations in 
which they were assigned accounts for 107 (39.6%) of the total respondents. From the 
above respondents one can easily deduce that there was an additional ex pense for 
transportation. Thus, the findings imply that the financial requirements for the 
apprenticeship program were not only those directly associated wi th training in the 
organizations but it should also consider an extra personal expense of the trainees . Other 
respondents shown in Table 1II holds (8.9%) and (8.1%) travel between 21 to 30 

Kilometers and above] 1 kilometers respecti vely. This group of respondents reall y suffers 
highly from transp0l1ation problem unless the organizations provide them transportation 
service . 
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Table IV 

Cr-itc.-ia to Select Organizations and Assignment of T "ainccs 

Respo nd e nts 

S. Deans CO llncilors Super viso.-s Trainees Tota l 
No. J tem s No. % No . % No. % No . % NO. % 

I Who is responsible to organize 
apprenticesh ip training? 
a) The Deans office 

. . . . 16 5.9 16 4.9 

b) Vocational Councilor 12 66.6 10 55.5 I I 61. I 75 27.8 lOS 33.3 
c) Department HeadsrTeachers . 2 I 1.1 2 11.1 90 33.3 94 29 

d) through trainees personal 
contact 6 33 .3 6 33.3 5 27.S 89 33 106 32.7 

Tota l IS 100 22 100 IS 100 270 100 324 

2 Are there criteria's to select 
apprenticeship providers 

8 44.4 6 33.3 a) Ves 5 27.8 129 47.8 14S 45.7 

b) No 10 55.6 12 66.7 13 72.2 14 I 52.2 176 54.3 

Total IS 100 IS 100 tS 100 270 100 324 

3 If you say -Yes' . What are the 
criteria 
a) size of organ izations - - - - - - 13 10.1 13 S.7 

b) facility - - - - - - 20 15.5 20 13.5 

c) ownership - - - - 2 40 2 1. 5 4 2.7 

d) availability of occupations 8 100 3 50 3 60 94 72.9 109 73 

others -- 3 50 - - - - 3 2 

Total R 100 6 100 5 100 129 100 14S 
-

4 How does the number of 
trainees ass igned to each 
organizations determined? 
a) by each organizations 

3 16.7 194 71.8 
unilalerally 

- - 12 66.7 209 6S.3 

b) by TV ET Co lIt:ges - - - - - - 10 3.7 10 3.2 

c) by the agreement between 
Cal icoes & oruanizations - - 10 55.5 6 33.3 41 15.2 57 IS.6 

d) on the bas is of the law - - 5 27.S - - 5 I.S 10 3.2 

e) no forma1jJrocedure - - - - - - 20 7.4 20 6.5 

Total - - IS 100 IS 100 270 100 306 

5 What are the criteria's used in 
the process of assign ing 
trainees? 
a) field oFtra inino 4 66.6 10 55.5 - 198 73.3 212 72 . : 

~Jproxim il y for the residence - - 6 33.3 - 35 12.9 41 13.9 

c) interest - - - - 10 3.7 10 3.4 

d) chance/d raw - - - - 27 10 27 9.2 

Others 2 333 2 I I. I - - 4 1.3 

Tolal 6 100 18 100 
-~.-

- 270 100 294-----
- -

Table IV atlempts to answer the question had ri se on the presence of criteria to select 
apprenticeship providing organizations. In addition to this, it was a lso intended to get 
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information 'for whom? ' the task of placement and follow up of apprentice and in general 
the responsibility of organizing apprenticesh ip training was given. As it is shown in item 
nu mber one, 108 (33 .3%) of the total respondents agreed that the task of assigning the 
trainees to the training providing organizations and in general organizing apprenticeship 
program was the responsibi lity of a vocational counci lors. Quite a reasonable proport ion of 
respondents 94 (29%) from the respondents indicated that the assignmcnt of trainees to the 
respective organi zations was the responsibility of other personnel such as 
Trainers/department heads and other respondents 106 (32.7%) said the trainecs them sel ves 
seek organ izations to be enro ll ed for apprenticeship program. The researcher also observed 
that, during his visit to the private TVET Coll eges trainees informed by the councilors to 
seek organizations to be enro ll ed. As the respondents in item I confirms that this trend al so 
works in Government TVET colleges. 

For item number two, 176 (54.3%) of the total respondents reacted negatively that means, 
majority of the respondents agree that there was no such criteria to select organizations that 
shall participate in the provision of apprenticeship training. A matter of fact to find willing 
organization for thi s tra ining by it self was a very difficult task. The finding for item 
number I further proves that the selection procedure was undertaken in relation to 
willingness of organizations and there was no uniformity in setting the requi rement needed 
for organizations to be selected for the provision of apprenticeship training. 

On item number 3, respondents who rep lied pos itively regarding the presence of preset 
criteri a for the selection of organizations were asked to enumerate the major elements in 
the criteria. Accordingly, majority of the respondents 108 (73%) asserted that the mere 
criterion used was the avai lability of occupations or the relevance of the activities 
organi zations engaged in to the training area in which apprenticeship training was 
demanded. Thus, even where criteria were set, important factors such as the availabi lity of 
human and material resources in the organ ization were not given due attention or missing. 
Item number 4 was to answer the question, how does the number of trainees assigned to 
each organizations determined . To thi s end , 209 (68.3%) of the respondents answered as 
the decision was made by each organizations unilaterally. For the same quest ion 57 
(18.6%) of them responded that the decision was made by the agreement between the 
Colleges & organizations. From this we can conclude that both of the respondents were 
correct. But organ izations here wou ld have the decisive power to receive or not to receive 
the trai nees for training at their work place. 

The last item which was included in Table IV was to investigate the criteria if any, that was 
used in the process of ass igning trainees in the selected apprenticeshi p providing 
organizati ons. As it is shown on item number live, 2 12 (72 .1 %) of the respondents 
confi rmed that the fie ld of training in which the students enrolled was the determining 
factor in ass igning trainees for apprenti ceship training. it can be conclude that the resu lt 
which was obtained on item number 3 of Tabl e IV was compatible with thi s onc. 
Therefore, one can eas ily concl ude that there was a clear direction towards the criteria of 
assign ing trainees for the apprenticeship training. 
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Ta blc V 

Promotin g apprenticcship Progra m 

Res pondents 
S. Deans Su ne r"viso rs 
No. Item s No. %) No . % 
I Was there any acti vity under taken by yo ur Co ll ege 

to promote apprellt iceship program? 
a) Yes 6 33.3 . . 

b) No 12 66.7 . -

Total 18 100 - -
2 If Yes, please spec ify 

a ) establi sh a ~ood re latio n wi th or~ani za tions 4 66.7 - -
b) orie ntation a bout apprenticeshi p is given to the . -

students 2 33 .3 
Total 6 100 - -, 
\\fcre your organi zati on made fam iliar w ilh Issues J 

relatin g to apprenticeship program 
a) Yes - - 13 72.2 
b) No - - 5 27.8 
Total - - 18 100 

4 If 'Yes', how \·vas you r organizati on made familiar 
with the issues? 
a) T hrough apprenticeshi p guidel ine. - - 4 30 .8 

/j2 through discuss ion wilh official s - - 4 30.8 
c) through meeting at MOE a nd REB - - 5 38.4 
Total - - 13 100 

Table V was to know about if there were any promotional activ ities undertaken in relation 
to apprenticeship training. Thus item one was constructed to assess if TVET institutes 
undertaken any ac ti vit y to promote apprenticeship program in order to enhance the 
cooperation between the organization and the TVET institutes. As can be seen in item 
number one, 12 (66.7%) of the respondents answered negati vely. Those who responded 
positively were asked to identify the activities which were done by their respecti ve 
institutes . As can be seen on item number 2 of the same Table, 4 (66.7%) of them said they 
had establi sh a good rel ationship with organ izations by visiting organizations and di scuss 
with them. The rest 2 (33.3%) said that they have given orientation about apprenti ceship to 
the students. 
Item number three was a lso raised similar question to the concerned supervisors. Majority 
of the respondents 13 (72 .2%) were responded positively towards the activities done to 
make them aware of apprenticeship program. However, those who respond posit ively fo r 
item number 3 was asked to e laborate the ir response fu rther on item nu mber 4. from the 
response that was given for item num ber 4 we can deduce that, the orga ni zational 
awareness came not only because of the efforts made by TVET institutes, it was also with 
the contributions of di ffe rent bodies in the sector. from thi s it was poss ible to conclude 
that, TVET institutes hadn ' t do ne that much in promoting apprenti ceship train ing. 
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Therefore, there was a need to do more promo ti ona l acti vi ti es in line with strengthening the 
relation ships with organi zations . Th is could be done in col laborati on with other 
stakcho lders to achieve the intended result. Otherwise the task was and is go ing to be the 
sole responsibility of the TVET inst itutes and yet needs more courage and energy year to 
year . 

Tab lc VI 

Adeq uacy and appropriateness of the period/time for apprcnticeship Training 

Res pondents 
S. Items S upervisors Trainees 

No. No. % No. % 
I The period when apprentices hip tra ining undertaken 

a) para ll e l with the College Regular c lass - - 92 34. 1 
b) when the College C losed for vacation - - 178 65.9 

Total - - 270 270 
2 Is the period menti oned above convenient for apprentices hip 

tra ining? - - 207 76.7 
a) Yes 
b) No - - 63 23.3 

Total - - 270 100 
3 If "No", which of the fo ll owin g you think is the reason? 

a) as apprenticesh ip training is conducted during harvesting 
time maj ority o f the trainees in vo lved in fannina - - 3 4.7 
b) as th e season is w inter; it is not conve nient for those who 
came from far. - - 22 34.9 
c) since it is during vacation lime trainees do not prefer it - - II 17.5 
d) other - - 27 42.9 

Total - - 63 100 
4 For how lo ng d id you attend apprenticeship trai ning within 

each tra inin g peri od? 
a) 2 months/3 12 hours 16 88.9 24 1 89.2 
3 - 4 mo nth s 2 ILl 29 10.7 
b) day's - - - -

Total 18 100 270 
5 What is your opinion towards the time mentioned in 

question No.4? 
a) hi ghly innated - - 15 5.5 

b) Adequate - - 185 68 .5 
c) Few - - 36 13.3 
d) very few - - 34 12.6 

Total - - 270 100 

Table VI was constructed to assess the adequacy and appropriateness of the time for 
apprenticeship training. In li ne with thi s, item num ber 1 was set to identify the ti me when 
apprenticeship training undertaken . According to the resul t 178 (65.9%) of trainees 
responded that apprent iceship was condu cted during vacati on and 92 (34.1 %) of the 
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trainees responded apprenticeship traini ng was conductcd in para llel with regular class. 
from thi s and thc discuss ions held with o ffi cia ls and students at the 1'V£T ins titut cs 
majority of the co ll eges send trainees for apprent iceship training aftcr they finalized in 
school train ing. However, some of the PrivateINGO TVET institutes send their students for 
appren ti ceship program in parallel with regul ar class. 

Item number 2 was made to find the op ini on on the appropriateness of the pcriod when 
apprenti ceship train ing was conducted. To thi s cnd . qu ite majority of thc respondents. 207 
(76.7%) of trai nees confirmed that the time was convenient. Those who respond negativel y 
for item number 2 was asked to elaborate their reasons further on item number 3 same 
Table. The result indicates that, majority of the respondents choose the alternati ve ca ll ed 
"other". From thi s and fu rther di scussion held with vocationa l councilors the negative 
response was given by the private TVET students who undergone apprenticeship trai ning 
in para lle l wi th the regular class. 

As it was clearl y indicated on the curri culum developed by MoE for midd le level 1'VET 
program, 312 hours (2 months) apprenticeship period is mandatory [or each program in 
which the trainee enro lled to be certifi ed. Based on this, item number 4 was set to check 
whether or not thi s allocated time was put in to pract ice. To thi s end, quite majority (89 %) 
oftbe respondents ascertained that the intended time on the curricu lum was kept. 

Furthermore, item number 5 of Table VI was constructed to gather opinion on whether or 
not the time devoted for apprent iceship training was suffi cient enough to equip them with 
tbe necessary skill s. Accordingl y, 185 (68. 5%) of the student respondents confirmed that 
the time was adequate to allow trainees to grasp the intended practical sk ill s during their 
apprenticesbip period. Thus, based on the opin ion of the students it can be concluded that 
the time allocated for the apprenticeship program was sati sfactory . However, increasing tbe 
time for the future may result more practi cal oriented trai nees for the future world of work. 
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Table VII 

Lega l framework for apprenticeship T t'aining 

RCS[londcnts _ I 
Dean/Vice Vocationa l I Su pervisor T I-ainccs Tota l l 

S. Deans Co ullcilors 

No. Items No . (J{ ) No. % No . % No. oft) No. 

. -- - --
I Were th ere any lav,/s 

backing the illl p le ill e ntation 
of aprrent iceship tra inin g? 
a) Yes 7 38.9 7 38.9 5 27.7 - - 19 

b) No II 61.1 II 61.1 13 72.2 - - 35 

Total 18 100 18 18 18 100 - - 54 

2 If 'yes', which of the 
fo ll owing \-"e re used by 
your institution? (you may 

c hoose more than one 

a nswer) 
a) apprenti cesh i p 
proc lamation - - - - - - - - -
b )appre nt icesh i p regulat ion - - 2 28.6 - - - - 2 
c) appre nt ieeshiJ) gu idel in e 5 7 1.4 5 71.4 - - - - 10 

Other 2 28 .6 - - - - - - 2 

Total 7 100 7 100 - - - - 14 
, How was yo ur organi zat ion J 

made to provide 
apprenticeship tra ining? 
a) On the basis of the 
request by TVET institutes - - - - 18 100 - - 18 

b) O n the basis of guide line 
(orde r) from local 
adillinistrat ion office - - - - - - - - -
c) based on guidel ine 
( order) from Trade 
Un ion/Eill p loyers 
a ssoc iation - . - - - - - - -

Total - - - - 18 100 - - 18 . 
4 D id T rainees s ign 

apprent icesh ip contract 
with organ izations offerin g 

training? 
a) Yes 3 16.6 - - 3 16.6 69 25.5 75 

b) No 15 83.3 18 100 ~ 83.3 201 74.4 247 

Tota l 18 100 18 100 18 100 270 100 322 

On item I Tab le VII , respondents were asked to indicate the availability of laws backing 
implcmentation of apprent iceship training. Thc majori ty of the tota l respondents, 35 
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(64.8%) respond negative ly but, the rest 19 (35.2%) o f the respondents answe red 
pos iti vely. This shows that there was no any legal framework known on which 
apprenticeship train ing was based. However, some of the respondents who answered 
positi vely fo r item number I , asked to elaborate on what bases the institutions facilitate 
apprenticeship training. Majority of them I 0 (7 I .4%) of the respondents claim that they 
were using apprent iceship guideline to fac ilitate the training . Further more. as it was 
discussed in chapter Il review of literature: 

In Ethiopia it was only on the I" of March 2004 that the rVEr law prol11ulga!edfor 
thejirsttime. This law devotes one of its partsfill1yfor the opprel1liceship !raining. In 
this part of the document the duties and responsibilities of organizations, trainees 
and TVET institutions during apprenticeship training are stated. Besides, the main 
elements in the contract of apprenticeship training that shall be concluded among the 
TVET institution, an organization ond an apprentice were listed in the law (Federal 
Negarit Gaze/h, I" of March 2004, No. 391/2004). 

According to the above explanation, it was not possible to conclude that there was no legal 
background to faci li tate apprenticeship program. The problem here may be the information 
ga p on the respondent's side who repli ed negatively to the availability of lega l fram ework. 

All supervi sors in their response to item number 3 Table VII proved that, their respective 
organization made to provide apprenticeship training on the basis of the request by TVET 
institutes. Item number 4, in the same Table was intended to examine whether or not 
apprenticeship contract was signed among the three parties; trainee, TVET institutes and 
organizati ons. Accordingly, significant number of respondents 247 (76.7%) responds 
negatively. From the finding, one can easi ly conclude that apprenticesh ip training 
undertaken so far had no legal foundation from which duties and responsibilities of each 
participating party were to be developed. 
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Table VlII 

Financing Apprenticeship Training 

Respondents I 
s. Dean/Vic{' 

! 
Trainees Supervisol-s Councilor Tota l I 

No. Items Deans s -
No. % No. % No. ~I No 'Yo No. 

~ Was trainee's pay for 
apprenticeship program? 
a) Yes - - - - - - - - -

b) No 18 lOa 270 lao 18 lao 18 100 324 

2 Did your organ ization 
make payments to 
apprentice? 
a) Yes 4 22.2 - - 3 16.6 - - 7 

b)No 14 77. 7 - - 15 83.3 - - 29 

Tota l 18 100 - - 18 100 - - 36 
0 Did your organization .) 

Incur loss emanating from 
apprenticeship training? 
a) Yes - - - - 5 27. 7 - - -

b) No - - - - 13 72.2 - - -

Total - - - - 18 100 - - -

4 If 'yes'. which of the 
fo llawing cou ld be the 
reason? 
a)The products of - - - - 4 18.2 - - -

apprentice are be low 
Quality standard 
b) Capacity of apprentice 
for pract ica l work is - - - - 5 22.7 - - -

minimal 
c) Misuse of inputs by - - - - 5 22 .7 - - -
apprentice 
d) Work discip line of 
apprentice is low - - - - 3 13 .6 - - -

Other 5 22.7 - - -

Total - - - - 22 100 - - -
5 Did your College subsidize 

recurrent cost of 
organizat ions? - - - - - - - - -
a) Yes 
b) No 18 lOa - - - - - - -

Total 18 100 - - - - - - -

Examining Table vlIr illuminates about the condition of financing apprenti ceship trainin g. 
As it was indicated in item I, al l of the respondents provide negative answer for the item 
number one who seek answer for the question , whether or not the trainee's pay for 
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apprenti ceship program. According to the rcsult, it is possib le to conclude that there was no 
any payment done by the apprenti ce fo r the training thcy have enro ll ed in the 
organizations. 

On item number 2 table VIII , only 7 (19.4%) of the organi zations confirmed that they have 
made payments for apprentice. Where as, maiority 29 (80.5%) o f the respondent proved 
that there was no any payment for app rentice. From th is we can conc lude that, majority of 
the apprent ice cover their own expense during apprentice program . 

Item number 3 Table VIII . was regarding the loss incurred by organi zations in providing 
apprenti ceship training. As it was shown in Table, majority 13 (72.2%) of supervisors 
responded negative ly. Onl y few respondents 5 (27.7%) replied positively. Those 
respondents who replied pos itively was furth er demanded to elaborate their reason in item 
number 4 Table VIII. Accord ingly, the alternati ves given for item number 4 were accepted 
as the ma in reason almost equall y by all respondents. Some o f the reasons were: The 
products of apprentice were below quality standard , the capacity of apprentice for practi cal 
work was minimal and misuse of inputs by apprentice, work di scipline of apprentice was 
low and others. 

The last item in Table VIII was constructed to examine whether or not the recurrent costs 
of organi zations offering apprenticeshi p training were covered. To thi s end, all of the deans 
respond negati ve ly. Thi s implies that, all apprenticesh ip provider organizati ons covered 
their costs. Thus, it can be concluded that the problem of finance may cause organi zations 
to be relucta nt in prov id ing apprenti ceshi p traini ng. 
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Table IX 

Reasons for Exclusion of Tra inees from Apprenticeship T rainin g 

Rcspond en ts 
S. /tcrns Vocational DeanlVie 

No. Trainees councilors Deans Total 
No. % No. % No. % No. % 

1 Did trainees fo rced not to 
attain apprenticeshi p 
tra ining? 
a) Ves 42 15.5 4 22.2 7 38.9 53 17.3 
b) No 228 84.4 14 77.8 11 61.1 253 82.7 

Total 270 100 18 100 18 100 306 
2 If yes, wh ich one of th e 

fo ll owing was the reason? 
a) lack of organi zations 12 28.5 3 30 2 28.5 17 32.1 
b) Inconvenience of the 
time 3 7.1 - 30 - - 3 5.6 
c) Re luctance of the 
trainees 7 16.6 - 30 - - 7 13.2 
d) Shortage of manpower 
to o rganize apprenticeship 10 23.8 - - - - 10 18.9 
Other 10 23.8 1 10 5 7l.4 16 30.1 

Total 42 100 4 100 7 100 53 
3 Did some train ees quit 

apprenti ceship training? 
a) Ves 38 14 .1 5 27.7 - - 43 l4.9 
b) No 232 85.9 13 72.2 - - 245 85.1 

Tota l 270 100 18 100 - - 288 
4 If 'yes' , the reason was? 

a) Assignment on the 
duties other than fi e ld of 
training 19 50 5 26.3 - - 24 42.1 
b) The per iod overl aps 
w ith other activ iti es! such 
as fanning 1 2.6 - - - - 1 1.7 
c) Financial prob lem 4 10.5 - - - - 4 7 
d) Health prob lem 6 15.8 4 21 - - 9 17.5 
e) The organi zat ion was 

far from their area 8 21 5 26.3 - - 13 22.8 
Other - - 5 26.3 - - 5 8.7 

Tota l 38 100 19 100 57 

54 



Table IX was designed to identify whether or not some legibl e trainees were completely 
excluded from apprenticeship program due to factors beyond their control. To this end, on 
item number I the majority 253 (82.7%) of the respondents repli ed nega ti vely and only 53 
(17.3%) of the respondents answered positi vely. Those who respond posi ti vely had been 
requested further to elabo rate the reason for exclusion. Accordingly, as it has been shown 
on item number 2 the respondents identify different reasons for the case. Out of these 
reasons ; absence of adequate organi zations, reluctance of the trainees, inconvenience of the 
period, and othcrs were mentioned as a bottl e necks. 

The third item was to know about trainees who quit apprenti ceship tra ining. To thi s end, 
majority 245 (85 . I %) of the tota l respondent replied negati vely. Whereas 43 ( 14.9%) of the 
total respondents answered posit iVely. To be more clear on this case, those who gave a 
positive responsc had been asked to identify their reason. Accordingl y, on item number 4 
from the alternatives given majority 24 (42. I %) of the respondents replied that the reason 
was due to the assignment on duties other than their fi eld of study. The second majority 13 
(22.8%) of the respondents ident ified their reason to quit apprenticeship program was 
because of the di stance of organization in which they were assigned. The rest of them 
specified the reasons like health and financial prob lems. 

From thi s result, one can eas il y conclude that whatever the number may increase or 
decrease those problems were the cause of dropouts. Therefore , they should be considered 
in the process of implementing ap prenticeship, to minimize the dropout of trainees from 
apprenticeship program. 
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Table X 

Readiness of organization in offering apprenticeship Training 

Respondents 

S. Items Trainees Vocational DeanlVic S u pc ,"viso r Total 

No. counci lors e Deans s 

No. % NO. % No. % No. 'Yo No. 

I Which of the following 
was 110t practiced by 
organizations 
a) willingness to rece ive 81 30 7 38.9 - - - 88 

trainees 

b) To assIgn apprentice 
appropriate to his/her 114 42.2 6 33.3 - - - - 120 

training area 

c) To assign capable 
work p lacc-s u perv i sor 130 48.1 10 55.5 - - - - 140 

d) To acquaint 

apprentice with work 95 35.2 2 11.1 - - - - 97 

method s of thc 
organization I 

e) To consider the trainee 
as a regu lar employee 42 15.5 5 27.7 - - - - 47 

f) To evaluate the 
apprentice and submit the 44 16.3 4 22.2 - - - - 48 

results. 
g) Willingness to 

cooperate with TVET 32 11.9 I 5.5 - - - - 33 

colleges 

2 Interests of organization 
to provide apprenticeship 
training in the future? 
a) High - - - - - - 7 38.9 7 

b) Medium - - - - - - 10 55.5 10 

c) low - - - - - - I 5.5 1 

Total - - - - - - 18 100 

3 Commitment of l 
organizations to provide 
apprenticeship - - - - 10 55.5 

a) high 
b) Medium - - - - 5 27.7 

c) low - - - 3 16.7 

Total - - - - 18 100 

As it has been strongly emphasized on the rev iew of related literature, r VEr must 
increasingly be linked with the world of work in order to produce the intended skilled 
manpower. The designed curriculum for TVEr have also placed a great emphasis on 
workplaces and the personnel in them to provide relevant, conceptuali zed job-specific 
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learning opportu nit ies in a man ner that wil l contri bute to the growing pool of qua li fied 
workers in a cost effective manner. T he criti cal issue is to what ex tent work places are 
comm itted , and able to meet. this chal lenge. Based on this. items in Table X were des igned 
to investigate the ex tent to which apprenticeshi p train ing offerin g organi za ti ons meet the 
cruc ial fac tors necessa ry to rca li ze the tra ining. Accordingly, fro m the alternati ves given on 
itcm nu mber one 140 (48.6%) of the respondents said that: organizati on failed to assign a 
capable supervisor who cou ld fo ll ow the day-to-day pe rformance of the a pprentice and 
give a proper guidance to familiar ize them selves with the wo rkplace: the o ther 97 (33.7%) 
of the respondents confi rm that organ izations were not helping tra inees to acqua int the 
apprenti ce with work methods of the organi zation ; 120 (41.6%) of the respondents 
ascertained that organizati ons were not ready to assign the appren ti ce in a place appropriate 
to his/her fie ld of training; 88 (30.5%) of the respondents assured that organizations were 
not willing to receive trainees and provide apprenticeshi p training. other group of 
respondents were favored other alternati ves which was given to itemnumberl . 

The second item was a question ra ised to superv isors/employees of organizations. The 
intention was to know abo ut the interests of organ izations to prov ide apprenti ceship 
program fo r the fu ture. Accord ingly, 10 (55.5%) of the respondents said the interest of the 
organizations was medi um, other group of respondents 7 (3 8.9%) sa id the interest of the 
organizations was high and the rest of them said low. 

The last item was aimed at to eva luate the commi tment of the organi zation to provide 
apprenticeship training. To this end, 10 (55.5%) of deans said organi zations are highly 
comm itted to prov ide apprenticeshi p train ing, 5 (27.7%) of them said the commit ment of 
the organi zations was medium and the rest of them rep li ed as they were not comm itted or 
their commitment for the program was low. 

Therefore, the find ings reveal that the readiness of the organizations to offer apprenticeship 
training to the intended quali ty leve l was not reached up. Thus, it sounds logical to in fer 
that the awareness of organizati ons towards the mutual benefit s derived from 
apprenticeship training was very low, and th is eventually leads orga ni zations to consider 
appren ticesh ip train ing as some thi ng imposed on them and fo r which they should look fo r 
way out than cooperating. 
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Table XI 

Ass ignment of S upc l'vi sors, Ca p a bil i!) ' a nd w illing n ess of Supc n 'iso rs 

to sup port a p pl'cnt ice 

Res pond en ts 

S. Voca tional DeanN ice Tota l 

No. Items Tra inees Sup er'visors cou ncilors Deans 

I 

2 

3 

4 

No. % No. % No. % No. % No. % 

Did an 

org(lll ization 

assign supervisor? 155 57.4 . . . . - - 155 57.4 

n) Yes 
b) No 11 5 42.6 - - - - - - 115 42 .6 

I f "yes", how do 

you ra te the 

capacity of your 

supervisor? 56 36.1 8 44.4 3 16.6 - - 67 35. 1 

a) J-li oh 
b) Med ium 92 59.3 10 55.5 10 55.5 - - 112 58.6 

c) Low 7 4 .5 - - 5 27.8 - - 12 6.3 

Di d the co ll ege 

ass ign teacher-

supervisor I 144 53.3 4 22. 2 15 83.3 163 53.3 

a) Yes 
b) No 126 46 .7 14 77.8 3 16.7 143 46.7 

If '"yes", how 

freq uent was the 

fo ll ow-up? 40 27.7 - - 40 27.0 

n) Dailv 
b) Once in a week 15 10.4 - - 15 10.1 

c) Once III two 10 6.9 - - 10 6.7 

\veeks 

dl Monthly 79 54.9 4 100 83 56.1 

Table X I was constructed to assess the ass iglUllent, will ingness and capabili ty of 

supervisors. Accordingly, in item number one the respondents were asked to testify 

whether or not an organization assign supervi sor to guide and foll ow up trainees work 

during apprenticeship train ing. To thi s end, 155 (57.4%) of them respond positively. The 

rest 115 (42.6%) of the respondents reply negative ly. The respondents who said ' yes ' , for 

questi on number one was demanded to evaluate the capacity of their supervisor to train . As 

can be seen on item number two of the same Table 112 (58 .6%) and 67 (35. 1 %) of the total 

respondents reply as medium and high respecti vely for the capacity o f the supervisors to 

train them. From this it is possible to say that more than half o f the organi zati on was in the 

right track to assign e ffi cient superviso rs. While quite a number of respondents li S 

(42.6%) replied negative ly. Th is result woul d lead to a conclusion that qu ite a number of 

organizations are not in a position to ass ign the requi red personnel that could help trainees 

to the level best as it was intended during app renti ceship peri od . 
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Item num ber 3 Table XL was rai sed to assess whether or not th e TVET co ll eges ass ign 
professio na l teache r-s uperviso r who follo w-up trainee 's progress during apprenticeshi p 
training. As it was indicated in the Table 163 (53.3%) of the IOta l respondent' s replied 
posi ti ve ly. The rest 143 (46.7%) of them responded negati ve ly. Accord ing to th e result. 
Major ity (53.3) of the respo nd ents confirmed that, the institutes arc ass igning teacher­
superv iso rs during apprenti ceship time. On the other hand , quite a large percentage (46.7) 
o f the respo nd ents rep lied that there were no teacher-supervisors ass igned for them. 

Item number 4 same Table. was to know a bout the frequenc\' of the fo ll ow- up done by 
Teacher-supervisors. As the result revea ls, 83 (56. 1 %) o f the tota l respondent s replied that 
the foll ow-up was done once in a month time. In addition to that, through the di scuss ion 
he ld w ith vocationa l councilors the researcher understood that , the daily fo llow-up was 
made by so me non governmenta l TVET providers who had a produc ti on center in side their 
institutes . T herefore , it is poss ible to concl ude tha t in many TVET Coll eges the foll ow up 
was not done frequently . Whil e, in so me TV ET institutes there was no any teacher­
supe rvisor assigned at all for thi s purpose. 

Table XII 

Performance of Trainees during apprenticeship Training 

Alternatives 
Items High Medium Low Total 

No. % No. % No. % No. % 
A. To dili gently perform 
apprenticeship training 8 44.4 10 55.5 - - 18 100 
B. To be acquired with work 
method of the Organi zation 8 44.4 10 55.5 - - 18 100 
C. To utili ze materia ls with care 5 27.7 13 72.2 - - 18 100 
and economy 
D. The ability to perform 8 44.4 10 55.5 - - 18 100 
practica l act iviti es . 
E. The abil ity to cooperate with 
other employees 8 44.4 10 55.5 - . 18 100 
F. The abi lity to utilize input 7 38.9 8 44.4 3 16.6 18 100 
efficiency 
G. The quality of goods they 5 27. 7 14 77.7 3 16.6 18 100 
produce 
H. The ability to use office 7 38.9 11 6l.1 - - 18 100 
eq u ipments 

The items in Table XII werc designed to investigate the sta te of trainees' perfo rmance and 
read iness to accomplish apprenticeshi p training effectively. Thus, among the performance 
indicators given, a s ignifi cant number of organi zation supervisors (77.7%) respond for the 
qua lity of goods they produce, (72.2%) for the ab ility of tra ine rs to utili ze materials with 
care and econo m y and (6 1.1 %) them for the ability to lise officc cqu ipmcnts as medium . 

59 

I 
I 



The other (55.5%) of the respondents said , to diligently perform the apprenti ceship 
training, to be acquired w ith work method of the organization and the ability to perform 
practical activiti es and the abi lity to coope rate wi th other employees could be rated as 
medium. As can be seen from the table except one opt ion a lmost a ll alternatives were rated 
above average. Thus. it is poss ible to conclude that trainees arc ready eno ugh to be a good 
learn er in s ide the organ izations and if th ey have got the required assistance during the ir 
apprenticeship period they can grasp the necessary sk ill s that wou ld make them competent 
in the worl d of work . 

Table XIII 

The Quality and Relevance of Apprenticeship Training to Occupational 
Ar eas 

Alternatives 
S. Items High Medium Low Total 

NO. No. % No. % No. % No. 
1 How do YOll eva luate the relevance 

of tile acti viti es yo u have undergone 
during th e apprent icesh ip time to 
your occupationa l training? 75 27 .7 153 56.7 42 15.5 270 

2 If you r response for question No. I 
IS low or no re lationsh ip at all , 
which one of the following cou ld be 
the reason? 
a) The occupatio n in which you 
train ed was not among the activities 
in the organization 12 28.6 
b) Reluctance of the organization to 

ass ign you accord ing to your 
occupation 30 71.4 
c) Your reluctance to the training; 

even if you are assigned to your - - - - - - -

occupati on 

d) Improper tra ining at the Co llege -
e) Your failure to regularly attend 
the apprenticeship training - - - - - - -

3 How do yo u eva luate the degree of 
apprenticeship traini ng to the sk ill s 
acquired from TVET co lleges? 93 34.4 156 57.7 2 1 7.8 270 

In Tab le X lii item number I trainees we re asked to ra te the quality and s tate of re levance 
between the workplace practical activ iti es and the training given in TVET coll eges. 
Accordingly, 15 3 (56.7%) o f the respo nden ts' rati ngs revea l that its relevance was medium. 
From the alternatives given to item number 2, majoriti es 30 (71.4%) of respondents 
co nfirmed that thc re luctance of orga ni zat ions to ass ign them acco rd ing to the ir field of 
study is one of the ma in reasons that a Ffect th e rel evance. O n the other hand, the occupation 
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