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ABSTRACT 

The mall1 purpose of thi s study was to investigate the major facto rs that affecting the 
implementations of apprenticeship training program in se lected government TV ET inst ituti ons or 
Add is Ababa, To thi s end an attempt was made to look in to the link between TV ET insti tu tions 
and the wo rld of wo rk and the major facto rs a lTecting thi s link, such as the lega l frame work , 
work place learning environments, roles of each parti c ipating part y and the sta te or resources 
devoted to the training, 

A descripti ve survey method of study was employed to identify the majo r factors affecting the 
implementations of apprenticeship tra ining in Entoto , Miserak , and Nilassilk TVET Coll eges and 
Higher 12 training institution, These sample TVET institutions were selected from Addis Ababa 
on the basis of purposive sampling, The participants of the study were 7 principals, 9 vocationa l 
counse lors, 240 trainees, 30 trainers and 32 work place supervisors, Accordingly, the respondent 
sampling was carried out through stratified and availability sampling techniques , Information 
was obtained using questionnaires, interviews, observation and focus group di scuss ion, Various 
stat isti cal techniques both qualitati ve and quantitative such as reli abi lity coeffi cient, pe rcentage, 
mean, coefficient of vari at ion and chi-square test were used to analyze the data, The results 
indicated that the preparedness of the organizations to cooperate and an attempt made to enhance 
further cooperation, for instance by offering incentives, were inadequate, Thus, trainees were 
excluded from the training due to inadequacy of organizations, inconven ience of the training 
period, and financial difficulties, Both the inst itutions and the organizations have no guidelines 
and joint plans in common to conduct the apprenti ceship training that help to improve the quality 
of training, More over, apprenticeship providing organi zations are lack ing awareness on the 
program, 

Therefore, it is recommended to enact apprenticeship regulation and create stronger awareness 
thro ugh inrormation campaign so that organizing bodies such as Chambers o r Commerce and 
industry could share the responsibilities of facilitating apprenticeship training, 
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CHAPTER ONE 

1. INTROOUCA nON 

1.1. Background of the study 

A country that has a strong desire and determination for a sustainable economic development 

never hesitate making huge investments in education. It is education which provides trained 

manpower whose knowledge and skill s are required to interact with other resources to bring 

about significant changes in the economy. A wel l developed economy o f" a country, on the other 

hand , creates fertile grounds where education can show growth both in quality and in quantity by 

givi ng un wavering financial support to thc scctor. Without education, econom ic developmcnt 

remai ns a dream. As they ge t the necessary knowledge and skill , people become more productive 

and start playing deci sive roles in the economic deve lopment of a country. (Lee, 1998) states that 

education enables citizens to be more producti ve both at work placc ancl at their homes. 

To see a promising development in the economy, ' I country has to improve the quality of its 

human resources, which could be poss ible through education. A reliable economic change, 

however, cannot take place by producing onl y cl ites of academi c education. The realization of 

thi s !ilct made many countries introduce techni cal and vocationa l educat ion and training into their 

system of education, which enabled them to prociuce skil led <Ind scmi-skilledman- power. Some 

of" these countries li ke USA, Germany, France. Russia and the like have wisely used their 

technical and vocational education and training institutions whieh helped them in registering 

rapid and continuous social and economic changes. 
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Many developing countries, however, have been very rel uctant in prov id ing this kind of training 
program. In developing countries, parti cularl y in A li'i ca, voca tional educat ion is a recent 
phcnomenon. 

Even after they started the program, man y Afri can countr ies including Ethiopia, did not give a 
serious attention to the l11aterials and manpower needs o f the various fie lds of' train ing in thi s 
program. 

But currently, different trades designed to be focused on by TVET centers in their traini ngs are 
more or less the refl ection of the attention given to produce the kind of skills in which the world 
of work has been in a serious shortage of skilled l11anpowe r. To make the trainees readily 
absorbable in the labor market , apprenticeship trai ning is included in the TVET program with the 
intenti on of promoting a work-based training method. 

"Apprentices today often have 1110re forl11a l schooli ng than their l11 aster. It is also common for 
people who took formal vocat ional training to pass through apprenticeship before setti ng up shop 
lor thel1l sc!ves" (Johnson/Adams, 2004:p.13 1). III developing countrics like Ethiopia, first, thc 
link b etween t raining programs and i ndustries was not strong. Therefore, w ith t he absence 0 f 
such linkage the del11and of the changing labour market cannot attain equilibrium . 

Even if various effort s have been made to provide technical and vocational training in some 
institutions, the issue of coordinated training programs in terms of quality and coverage has not 
been tack led. As a result, the training systems do not effect ively generate a workforce initiated 
for creat ivity and capability of supportin g the econom ic development for the coun try. 
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Second ly, the TVET centers are not properly equipped with the necessary training fac ilities. 
Thus, the training merely in the confined class room with the existing "workshop" can not be 
su ffi cient to acquire the required skill s and knowledge by the trainees. [n addition to the traini ng 
conducted in the classroom/workshop in school compound, apprenticesh ip training program has 
been designed for the tra inees to pract ice the world of work. And trainees have been assigned for 
apprenticeship program from 2-3 months over the last few years in various business centers 
/institutions such as manu facturing, industries, construction, and service giving sectors. The 
purpose of offering apprenticeship training in different enterpri ses is believed to familiari ze 
trainees with real work life who eventuall y qua lity as sd f or wage enlp loyces in their specialized 
areas. 

"Apprenticeship is said work-based training combined with post-secondary education. An 
apprentice spends app rox imately 80% of his/hcr tim e learning sk ill s on the job (under the 
direction of a highly skilled journeyperson) and approximately 20% of their time learning in a 
class room selling" (http://www.iw. i 10.org/indcx29 .a-ru). 

Apprenticeship training is a work-based method fo r learning and gaining qualification. It is in­
company training based on an agrecmcnt between a training institut ion (pub lic or non public 
TVET instituti on) and an employer for the purpose of training of trainees in any commercial , 
industrial or service giving organization. 

In diffcrcnt countri es apprenti ceships arc regul atcd by man y labor agreements as well as by law. 
The U. S system of apprenti ceships, estab li shed in 1937, was modeled on a 1911 Wisconsin law 
that named 200 occupations that benefited from apprenticeship programs. The first law on 
apprenticeships came into France in 185 1. From 19 19 on wards young people had to take 150 
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hours of theory and general lessons in their subj ec t a year. This minimum training time rose to 

360 hours a Year in 1961 ,then 400 in 1986 (http ://www.Answer. com/topie /apprentices) 

In Ethi opia also the law of apprent iceship is stated on proclamation No.39 1/2004 ( 19-24) on the 

Technical and Vocational Educati on and Training. The proclamation further supported by 

apprenticeship guideline developed by MOE TVET sub sector fo r the program implementation. 

Both documents state that apprenticeship is a process where three parties mainly the training 

centers, the trainees and apprenticeship providing organizations in which all benefit from the 

program. Since both documents explain that the trainees get practice through the apprenticeship 

program to enrich what they have learner at school and to integrate them in the actual world of 

work. 

Morcover, as Atechorena (1996:5) indicated, compared to other trai ning modes, appren ti ceship 

training is characteri zed by its capacity no t onl y to train but al so to organ izc the process of 

transition of the young labour force to the labou r market. Generall y, ex periences show that 

linkage of technical and vocati onal tra ining programs wi th business and industry will inev itably 

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

Coming back to the condition of apprenticeship program in Addis Ababa, ten govenU11ent IEVI 

Colleges and Institutes have started their training in 25 fields of training in both the 10+1, 10+2 

and I 0+3 programs. It has a trend 0 f sending i ts t rainees fo r the 3 12 hours 0 fa pprenticeshi p 

training du ring the summer vacation afte r the trai nings in the inst itutions have been full y 

covered. The study on the major factor affecting thc imp lementa ti on o f apprenti ceship program is 

made to assess problems of trainees of these institution s havc cncoun tered so far in their 

4 
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apprenticeship training, and to find ways in wh ich the trainees, the institutions, and companies 

can utili ze apprenticeship training in a away that each stakeholder can appreciate its mutual 

bene fit, there by making the program mo re effective. 

1.2. Statement of the Problem 

Apprenti ceship has a long hi story of serving trad itional trade areas in Eth iopia. Its merit In 

serving the skill needs of different sectors is today ful ly recogni zed. However, the ex tent to 

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

expanding and conso lidating skill deve lopment in these sectors is varied. Put di fferently, the 

endeavor made through policy inte rvention fo r im provement of traditiona l apprenticesh ip, 

through introducing school based components, and establ ishing or expanding modern fonns of 

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

value attached to the TVET system. 

With a clear understanding of the fact that thi s tide o f change cannot leave us aside, Ethiopia has 

made a remarkable change in her educational system in a way that can help the you ng generati on 

to deve lop the sk ill required to face the cha ll enges of the technological changes in the wo rking 

environment. Efforts underway to st rengthen the in tegration of our TVET training programs with 

the production activities in va ri ous industri es of the country through apprenti ceship training is a 

good sign of determination made to become an act ive member of the contemporary global 

soc iety. 

Based on the Educational and Training Policy of Ethiopia, the curri cu lum development for 

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

of apprenti ceship training program that become funct ional through o ut the country. According to 



Logsam and Mankend (1995:6), in developing countries, like Ethiopia, due to the weak and 

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

apprenti ceship t raining. The large number 0 f s tlldents compared tot he a va i lable 0 pportllnities 

and reluctance of enterpri se to cooperate is the prominent problems in conducting apprenticeship 

training in these countries. 

As the intcgration o f apprcnticeship training into the Eth iopi a cducation and training systcm is a 

very recent phenomenon, Addis Ababa TVET Co llcgcs and Inst itute started in-company traini ng 

in 2002 in the ci ty. Appreciati ng the importance of the in tegration made between the training 

and the working environments through apprenticeship training in boosting the acceptance of the 

yo ung generation in the world of work, the admini stration of the institute has deve lopcd the habit 

of working with a full participation of the teaching staff in the efforts made to get the willingness 

of diffcrent compani es and organizations to providc this work-based training to the trainees of the 

institute every year. But the efforts underway from year to year to convince businesses and make 

them commit themselves to this train ing program, has so far been under a great chal lenge. 

Getting the ri ght kind of training that corresponcis to the jobs and ciuties covered in the school­

bascd training, has not been an easy task. There arc fields of trainings in which trainces have to 

spend more than a year without gett ing apprenticeship training aftcr co mpleting their norl11al 

schoo l based training. 

Considering these and other related problems fro m the point of view of the key ro le that 

apprenticeship plays in teaching the young generation, the skills va lues and attitudes app licable 

to working life, in that the researcher has come to reali ze that apprenticeship is the right subject 

worth studying thoroughl y. 



The purpose of this study is, therefore, to identi fy the major factor affecting the impl ementations 
of apprenticeship training programs in manufacturing and service giving organi zations in Addis 
Ababa. 

Hence, the following basic questions were addressed as a gu ide fo r treating the problem: 

1. What are the conditions of the legal frameworks and supporting guideli nes within the 
organization to participate in apprenticeship training? 

2. What are the states of resources and readiness of the organizations to provide 
apprenticeship train ing adequatel y? 

3. What roles of personnel in organizat ions, TVET institutions and trainees are not prevalent 
to ensure the quality of the apprenticeship training program? 

4. What are the duties and responsibili ties 01' organizations, train ing institutions and an 
apprc ntice? 

5. What are the financial materialo and human ractors related gu idelines for conducting 
apprenticeship training? 

6. What are the prominent administrative, soc ial and economic problems encountered in 
implementing apprenticeship training? 

7. What planning, organizing, and controlling mechanisms help effective apprenticeship 
training program? 

8. Is the program properl y implemented accordi ng [0 [he spec ifications stated 111 the legal 
documents? 

7 
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t .3. Objectives of the study 

\.3.1 Genel'al Objectives 

The main purpose of the survey study was to investigate the major factors affecting the 

implementations of apprenticeship training programs in Addis Ababa 

\.3.2 Specific objectives 

The study included the following detail objcc ti ves: -

I. Verify whether the condition of the legal frameworks and supporting guidel ines within the 

organizations parti cipate in apprent iceship trai ning or not. 

2. Analyze if the resources and readiness or the organizations provide apprenticeship training 

adequatcly or not. 

3. Investigate whether the personnel in organi zations, TVET institutions and trainees are 

prevalent to ensure the quality of the apprenticeship training program or not. 

4 Analyze if the share of actual financial , material and human factors and related guidelines 

for conducting apprenticeship ex it or not. 

5 Assessing whether the apprentice, trainin g institutions and employers' organizations 

achieve their duties and responsibilities or not. 

6 Indicate the importance and applicability or apprenticeship contract. 

7 Examine the extent to which the guidelines se t in the planning, organizing and 

controlling mechan isms help effecti ve apprenticeship training program. 

1.4. Significance of the Study 

Successful implementation of apprenticeship training program helps to come up with the 

in tended profile of middle leve l technicians in various trades. However, some problems may 

hinder the successful implementation or the program , which in turn affect the overall quality o f 

8 



thc trai ning. I-Ience, conducting a study to identify the major factors alTect ing the implementation 

of appren ti ceshi p training programs could ha ve th e following contributi ons: 

I . The study helps to examine the state or factors affecting the implementations of 

apprenticeship training programs in Addis Ababa. 

2. Bringing the maj or problems observed in thi s train ing program to the attention of leaders 

of the training institute, the education office of the sub-city and the education bureau of 

the city as well. 

3. As apprenticesh ip-training program is the emcrging program, the researcher hopes that 

the study will enrich the existing literat ure in the fie ld of technical and vocati onal 

educat ion and training. 

4. It may also help as st~pping- stune Illr uther who intends tu ca rry out in-depth stud y on 

the prob lem. 

1.5. Limitation and Delimitation of the study 

Taking time and linancia l constraint in to acco unt , th is study is delimited tu luu r governmenta l 

TYET institutions in Addis Ababa City Administrations. In the selection of the institutes, 

accessib ili ty of TYET institutions with apprenticesh ip traini ng programs and joint plan of TY ET 

insti tutions with companies have been in to conside rati ons. The researcher has found its difficul t 

to conduct the study the way he wanted because of: 

• The technology used to secured and sort out the data it) r this stud y. 

• The unava il ab ilit y and unwillingness or the partners to participate (J1 the focus gro up 

d iscussion. 



1.6. Definition of Terms 

Apprcnticcship training: - special type of structured and recogni zed cooperat ive T YET based 

on a training contract between a company and trainees (Apprentice) (MOE, TYET 

Strategy, 2006:46) 

Certification: - The process by which an awarding body confirms that a candidate has met the 

requirements for the award of a qualifi ca ti on, and the process of issuing the 

certificate to the candida te. 

Cooperative TVET:-TVET provided by and in cooperation with more than one TVET provider. 

Often referring to TYET that is provided in cooperation between employers and a 

TVET institution (e.g. formal apprenticeship training) 

Intcrnships:- Attachment of a trainee to a company or work place in the course of the TYET 

programme in order practical experience and exposure to real work - life 

Occupation: - Broad terlll denoting a gro up of intcr-relat ed activities or any distinct type of 

manual or non -manual work which can providc a mcans of livelihood, whet hcr 

undertaken in employment or in sel r - employment. An occupation represents a set 

of jobs whose main tasks and duties are characterized by a high degree of 

similarity. (MOE, TYET Strategy, 2006:48) 

Stakeholders:- All role players in the TVET system, including TVET providers and insti tutions, 

tcac hers and instructors, cmployers (trade unions). Trainees, parents, policy-

makers (Government).NGOs and other institutions invo lved in training and human 

resource development, educational institutions, donors, etc . 

Skill: - Ability in such an , art , craft or sc ience (Good, 1973) . 

10 
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T r aditiona l Apprentice ship: - On-the job training to yo un g lab our ma rket entrants provided by 

master craft (wo) men in the micro and small enterpri se sector. 

Technical and vocational Education : All fo rms and leve ls o f educational process involv ing, in 

addi tion to general knowledge, the study o f techno logies and related sc iences and 

the acquisition of practical skill s, know-how, att itudes and understanding relating 

to occupati ons in the various see tnrs o f eeono l11i e und social li IC (UN r,:SCO, 

1989:2) 

TVET delivery systcm:- Describes a specifi c and identifi ab le type of TVET deli very including 

their structures, actors and rul es, I'o r example apprenti ceshi p training formal 10+ 

program's, etc Vocation:- A cal li ng as to particul ar occupation. business or 

profession (Good, 1973) 

Vocational Guidancc:-Consists of ass isting ind ividuals through ori entat ion to learn about 

relevant opportuniti es for educat ion. tra in ing, and work and faci li tating th ro ugh 

counse ling the ir career plan ning (lJNESCO, 1978:34) 

1.7, Organization of the Study 

The stud y was organized into fi ve chapters. The first chapter dea ls with the introducti on and 

chapter two treats the review of related literature. The third chapter deal s with the method of the 

study. The fourth chapter was used for the presenta ti on, analys is and in terpreta ti on of the data. 

The last chapter contains the summa ry of the li ndi ngs , conclus ions and recommendations. In 

addit ion to these, bibliography and append ices arL' attached to the lasl part of the study. 
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CHAPTER TWO 

2. REVIEW OF RELATED LITERATURE 

2.1 Conceptual F.-amework of Apprenticeship Training 

2.1.1 Modcrn and traditional apprcnticeship 

It is now widely accepted that train ing must have relevance to the ex isting world of work and that 

quality must be determined in outcomes. No maller the cost or ri go r of training, it cannot be 

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

However, there is a need to be clear about wha t ou tcomes and objecti ves are intended. These 

include being clear where there is a social function or equity dimension to ski ll s development. 

Linking work and skills requires a detailed understanding of the major change in the world of 

work in recent years. This must take account of the nature of changes at the global, national and 

local levels and the opportuni ties that at each leve l for ski ll s intervention can support successfull y 

economic activates (UNESCO, 2000). 

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

was intended to protect the interest of members in the same craft. Since the transmi ss ion of 

famil y heritage and unconscious lea rning was nOl sati slnctory, apprenticeship training became a 

realit y. This consists of youth learning any trade under the supervisio n of master craft smen 

according to the pre-established specificat ions. Tra ining and production are integrated towards 

the development of the apprentice into adult li fe du ring the operation of the system (Harris and 

Bone 2000:24 and Brubacher, 1987:6) 

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

demand for mass production. Hence, industrial revo luti on was considered as the main reason for 

the decline of the then form of app ren ticeship trai ning and emergence of new type 01' fo rmal 
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schools. At this time too, industries that offer apprenti ceship training usually supplemented by 

trade theory. After completi on of the coursc, trade test is admini stered and certifi cates of 

accompli shment wi ll be awarded .Whenever there is vacancy thc cmployer prefe rs to employ the 

apprentice in hi s compan y rather than recru iting ind ividua ls who arc not familiar with the nature 

of the work of the company (Laugo, 1993:3 1-32). 

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

mechanism of training. It saves the cost of the government that was supposed to be expending on 

training, for it allows employers to share most of the training cost. Moreover, as it provides for 

the combination of the same resources, such as instructors, equ ipment, materials and time, 

together the total cost pertaining to the national economy will al so be minimized (Laugo, 

1993:34). As it has already been stated in chapte r one, beyond serving the needs of the micro­

enterpri ses of the crafts industry, apprenticeship schemcs, de fined as the combination o f school­

based training, managed through partnership , can al so be seen as wa y to trans fo rm a ri g id , 

inward- looking, pub lic TVET system. This avenue has not yet been much exp lorcd. Yet in most 

places around the world , getti ng businesses to commit themse lves to training young people 

represents a key challenge. In fact, employers are increasingly considered to be the best placed to 

provide the right kind of training and also to teac h the values and attit udes applicable to working 

life (Ateehorena and 2002:272). 

2.1.2 TVET and Economic Development 

The major objective of TVET today is to meet the chall enges of preparing the workforce that 

plays effective role in economic deve lopment of a country. Its direct link to the world of work 

makes this field o f education di fferent from other educati onal and deve lopmental endeavors. No 

other di scipline has, as its core mi ss ion, the applicati on o f lea rn ing and planned development for 
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work effectiveness. There are different fields of education that certainl y focu s on learning and 

other disc iplines such as human resource management that focus on work effectiven ess which 

they try to promote through directives passed through their chains of command and raising as 

important issues on different meetings without embracing the power of learning and developing 

human potential. It is the technical and voca ti onal education fi eld or discipline that is showing its 

devot ion in preparing a kind of personal ity that the world of wo rk readily absorbs, wi th a clear 

vision on how to link the large ly humani sti c di sc iplines of learning and d evelopment to work 

performance and economic competit iveness. Evans and Herr (1978:4) mention the three basic 

objcctives of any public school vocat ional ed uca ti on program as: 

I. Meeting the man power needs of a society. 

2. Increasing the options available to each student. 

3. Serving as a motivating force to enhance all types of lea rning. 

They further noted that education is the only social institution which has a miss ion of increasing 

individual options as a major goa l. They also clearly stated that content of vocational education 

ranges from that which is specific to a particular employer, to that which is useful in almost any 

enterprise. As errici ency in every enterpri se increases, economic developmcnt of a country can 

undoubtedly be rea li zed. As one of the major tenant of voca tional education from its earli est 

times has been a focus 0 n increasing indi vidual 0 ptions in r elation t o work, indi vidual 's w ith 

various 0 ptions have b y far b elter chance 0 f s ecuri ng jobs 0 f t hei r 0 wn c hoice i n a ddition t o 

making a skillful contribution to a steady progress in economic deve lopment of nation. 

Throughout its history technical and vocational education has been called on to increase its 

cmphasis on ccrta in economic or politi cal societal goa ls for which Ru ss ia could bc onc of the 

best examples. According to Bossing (1959: I 00), in 1940 Russia replaced the "factory apprentice 
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schools" by new vocational divi sions to prepare aga inst thc poss ibilities of war. These di visions 
compri sed three types of schoo ls, namcly Irac!c schools, rail way schoo ls anc! Industrial schools. 
Thesc vocational divisions had played a great role in helping Russ ia remain strong both durin g 
and after the First World War. 

In Eth iop ia, TVET has been called on at the ti me the country has launched a campaign to reali ze 
fast economic development. Policies on both poverty reductio n and fas t economic development 
require skillful man power engagement in vari ous economic sectors. To this effect, TVET makes 
a grcat contribution by preparing the required man power with midd le leve l technical and 
vocational ski ll s that can can·yo ut variety of work ac ti viti es from simple equipment operation and 
main tcnance t op roduction work 0 perations a ndm aintenance 0 f relatively complex c quipment 
systcm. 

In thi s respect, vocational education in Ethiopia is similar to that of USA in its scope and 
classi Ii cati on level, while at the same time; it is under a strong influence o f the German dual 
systcm. As Brickman stated in Microsoft Enca rt a onli ne Encyc loped ia (M icrosoft Encarta 2005), 
in USA , t he scope 0 f v ocati onal education i s b road , I' anging from 0 ccupat ions I' equ iring li ttle 
skills, tot hose requiring high degree 0 f s kill a nel sc ientific knowledge. The program includes 
numerous occupational areas such as office sk ill s, agri culture, vari ous trades, hea lth services and 
technical train ing. 

This s im ilarity of vocat ional educati on programs has no t comc about by a mere chance. It is a 
clear re fl ect ion of the country's in ten ti onal move and aspiration 10 fo llow the footst eps of 
count ri cs that contro l a huge g loba l economy at presen t. From th is, one can get a clear view of 
the direct li ne of connection between TVET anc! economic deve lopment of a country. 
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2.2 . Assessment and Evaluation in Apprenticeship Training 

Evaluati on invo lves mak ing judgment by teachcrs, wh ich can be based on the information 

provided by the process o f assessment. Eval uation is always present in the work of teachers. 

Teachers may make their j udgments based on impress ion, which is a much less systemati c way 

of gelling informati on about pupils (Nitko, 1996). 

In Evaluation, yo u measure your students based on you r assessment. In measurement, you assign 

a numerical quantity to the event or obj ect concerned to indi cate the degree to whi ch they possess 

the characteristi c measured (Gronlund and Linn , 1990). For a. person to make proper evaluati on 

and measurement, he has to pass through educati onal process that equips him with the required 

ability that makes him capable to do so. Superviso rs ass igned to apprentices by apprenticeship 

offering organizations have to be the ones who passed through such an educational process. 

Asse,sment process and information gathered through it should enable the teacher to evaluate 

capability and accompli shments of the learner, measure outcome of instruction, provide special 

stud y and remedial instruct ion, and discover educationally and socia lly ma ladjusted students. The 

quali ty of assessment techni ques employed in schoo ls determi nes, largely, the quality of student 

learning (Gage and Gerliner, 1998). Asscssment is an integral part of the instructiona l process. It 

starts with learn ing and ends along with it. Is this what we observe in our apprenticeship training 

at prcscnt? 

One of the modern methods that can help teachers to assess an overall picture of students' 

performance is a continuous assessment. Continuous assessment is a hi ghl y recommended 

systcm of student assessment or appraisal that should be conducted a s an ongoing process on 

dail y basis. It emplo ys variety o f integrated tech niques such as written tests, self-report, 

observation, rating scales, proj ect works, assignments , perfo rmance assessments etc to come up 
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with .I n all round evaluation results ,\lid properly di sc riminate students. Do apprenticeship 
ofTerlng organ izations have or assign supervisors that can properl y employ these important 
techniques to show clear image of their appren ti ces? 

Placement assessment is an assessment made to determi ne a level of performance of a student 
(trainee) at the time of entry to a given course or level. By making such an assessment one 
determines whether the student (trainee) has the knowledge and ski ll s needed to begin the 
planned instruction. It also helps one to find out the level of readiness of the students to master 
the objectives of the planned instruction. Such assessment can be made as readiness tests, 
aptit ude tests, pre-tests etc on the course objectives. Placement assessment mostl y takes place 
earli cr to the presentation of instruction ancl it provides information useful to plan learning 
ac tiv ilies (Capper, 1996). 

2.3 Apprenticeship and the Rapidly Changing Wol'ld of Work 
The system of apprenticeship first developed in the later middle ages. The master craftsman was 
entitkd to employ yo ung people as inexpensive I·oml of labor in exchange for providing fo rmal 
trainillg in the craft. In its earl y stage, apprenticeship was almost always a family arrangement. 
Before the industrial revolution, most manufacturing work was done on a fairl y small scale in 
priva te shops or even in homes. People who made cloth ing, shoes, jewelry, glassware, carts, 
wagolls and the li ke speciali zed only in thei r own craft. Conditions in the bui lding trade and other 
oceup 'ltions that require special ski ll s were al so the same. It was there fore, very coml11on for a 
craft (lr a trade to rema in in one famil y lor gcncra tiolls . A erali man's chief apprentice was hi s 
son. f30ys living in the vill age or town call get a chance o f becoming apprentices of a craft l11al1 
on ly i I· he had no son. If a craft man haclno son, he might find boys from his town that wo uld be 
willi ng to learn hi s specific trade (Col11pton's Interact ive Encyclopedia). The apprentice that 
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camc from a neighbor totally moves in to the master's home to serve his master fo r the duration 

of hi s training which could extend up to six or seven years. Skill development took place through 

tri al and error and the apprentice occasionally received direct instruction. The apprentice had no 

guarantee for learning everything about a given occupat ion. This depends on the good will of the 

mastcr. 

Through time, significant changes took place in the way apprenticeship was practiced. Evans 

(1971 .10) states: "The principal changes have bccnthat ap prcntice ship begins later in life, lasts 

for a shorter period (often three to six years), and instructi on is guaranteed by a group of 

employers or employees, rater than by a single craftsman. " 

In United States, Wisconsin was the fi rst state to pass Icgis lation (19 15) fo r organized 

apprenticeship. The Smith-Hu ghes act o f 191 7 forccd the federal government to allocate funds to 

the states for vocational education in agri culture, trade, and industry. There was a close 

collahllration between thc schools, labor and management in implementing the program . As 

stated by the New Encyclopedia Britan ni ca (15th edition) , the bureau of apprenticeship was set 

up in USA in 1937. 

Russ ia on the other hand introduced her industrial trai ning act in 1964. Based on this act, 

govel ll mcnt role in industrial training (3pprenticc- ship) was increased. As a result, [o llow ing the 

implcnlentation of the 1964 act , more than one-third of secondary boys look apprenticeship. The 

amount and quality of this training, however, varied considerabl y frol11 one firm to another. 

Toda \' in Russ ia, there are firm s that have their own trai ning schools, provid ing comprehensive 

cours,", which cover the whole range of skill ensuring th at the youth who completes hi s 

apprenticeship is a highly ski lled worker (Carter, 1966: 180). 
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In Japan, apprenticeship and cmployee tra in ing o rtcn have personal orientation rarely found in 
other industrial nations. The Japanese concept of apprenticeship significantly differs fro m the 
practi cc of many other nations as a result of the di ffercnce in the relationship between employer 
and cln ployee. Employments in Japanese fi nns tend to be a life time relationship. In Japan, there 
are strong social obligations that requi re the employer to provide work for hi s employee and 
force the employee to continue with the same employer unti I death or retirement in any capacity 
to wh ich he may be assigned. The new encyc lopedia Britan nica ( 15th edition) bri efl y states that 
appren ticeship in Japan is ori ented towards employment with a particular company, in which the 
employee is likely to spend hi s whole work ing life expecting permanent employment even if hi s 
spec i li e ass ignment may vary from lime to time. 

With ti me pass ing by, the tradi tional method of apprenticeship was gradually replaced by modern 
concep t. As a result, subsequent govern mental regul ations and the li censing of pol ytechnics and 
vocat,,' nal education fonnali 7.cd and bu reaucrat ized the detail s or apprenticeship . In it s modern 
conce,,:, apprenticeship in England l'or cx ample, is ddi ned as a mi xture of work-based train ing 
and cdueation with its frame wo rks bein g des igned by sector skill s councils or sector skill bodies. 
The ,l l' ns o f thi s training arc to give you ng peopl e the opportunity :0: 

11 Ach ieve voca tional , work-based quali fi cations. 

~: ) Learn on the job . 

. ; ) Build up knowledge and skill s. 

el ) Ga in qualifications. (http :// WWW . apprenticeship.org. UK) 
i\ppl'c'q ti ccship has a long trad ition in the United Kingdom's Education systcm; wi th its 
tradi titlnal form reaching its lowest point in 1970s. In 1994, the government introd uced modern 
apprent iceship to try to improve the image of wo rk -based learn ing and (0 encourage the young 
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people and employers to partic ipate. Unlike the traditiona l apprent iceship the current scheme of 

apprenticeship in U. K ex tends beyond "cra ft" and sk i lied trades to arcas 0 f serv ice scc tor with no 

apprenti ceship tradition . Emp loyers who partici pate in the scheme ha ve an employment contract 

with their apprentices, but off-the -job training and assessment is who lly funded by the state 

throu gh various agencies like the learn ing and skil ls counci l. T here is no min imum time 

requirement for apprenticeship, but the average time spent to complete a framework is roughl y 

21 months. In the year 2000, the govem mcnt of UK estab li shed the modern apprenticeship 

adv isory committee (MAAC) to recommend on how to ensure that the quality of modern 

apprenti ceship in UK fu ll y matches the stand ard set by leading nations, wo rl d wide. In spite o f all 

these effo rts, the report completed by thi s committee in 200 I , however, noted that England 

currentl y does not have a strong apprenticeship system. The facto rs identifi ed as "cri ti cal 

weaknesses" in thi s report incl ud e: dec linin g parti cipation by young people, low comp lction 

rates, wit h only 1/3 of ap prentices completing the ir framcwo rks, and weaknesses in training, 

assessment and data co llection (http://en. wiki pedia.orglwik i/ Apprenticeship) 

In France, the first law on apprenticeship came into force in 185 1 but a tangible progress in the 

training started to take place after 1919. The fi rst centers fo r apprenti ces got their appearance in 

196 1. In 1971 , apprenticeship was lega ll y made part of profess ional training. The French 

government pledged to further develop apprenti ceship as a path to success at school and to 

employment. Based on its success in 2005 , 80% of yo ung French people who had completed an 

app renticeship entered employment. In French, the term apprenticeship denotes manual labor 

onl y. In ord er to achieve its aim of increasi ng the number of apprentices from year to year, the 

French Governm cnt has des igned a plan of granting tax rc li ef for compani es when th ey tak e on 

app ren ti ces (s ince 1925 , a tax has been levicd to pay lor apprcnticeship). The major problem of 
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apprenticeship in France is that apprenticeship is orten connected with academic fa ilure at schoo l 
and ability to grasp onl y practical skills and not theory. To improve thi s image the French 
government launched a campaign led by a mini ster to help the public get the ri ght informati on on 
the aims and appli cations o f apprenti ceship . 

As alread y seen above, in modern Europe over a ll situati ons regarding apprenti ceship tra ining 
has been changed with considerable vari ati ons between different countries aft er World War II. 
Perh aps the most radi ca l change on apprent iceshi p trai ning in Enrope is the one that took place in 
West German y. The coun try's vocati onal traini ng Act o f 1969 created a special system of co-
operation between companies and vocational school s. In German's dual system o f vocational 
training, trainees get vocational skill s through combination o f learn ing and wo rking. The term 
"Dual system" is there to re fl ect that the training takes place in two sites- the vocational school 
and the company. Activiti es that take place in these two training sites are not sharpl y divided . 
There is a possibility, for the trainee, to get both practi ce and theoretical knowledge in vocational 
schools and in compani es as well. Because cOl1l pani cs and vocational schoo ls ha ve joint 
edn cat ional responsib iliti es in dual sys tem, therc is a strong spirit o f pa rt ncr shi p betwecn the two, 
with trainees spend ing one-to-two da ys in vocati onal schools and three o r fou r clays in 
companies. This has been part o f t he educational s ystcill 0 f G erillan y s i nce I 91h 

c entnry. T he 
1969 law has regulated and unifi ed the vocational training system and codifi ed the shared 
responsibility of the state, the unions, assoc iations and chambers of trade and industry, which 
made apprenticeship part of Germany' s successful c1ual education system; in both parts of di vided 
German y. 

In the GDR alone which had a relati vely more ri g id training system, 3/41h 
of the work ing 

population at present are those who have passed through apprenti ceship training. After 
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reunillcation, the system remained popular in modern Germany. In 200 I, 2/3'" of young people 

uncIer 22 began apprcnt iceship , and 78 ')lu of them complctcd their respective programs. In 2003 

one in three companies 0 ffered apprenticeship . In 2004, the government signed a pledge \V ith 

industri al unions that all compani es exccpt very small ones must take on apprcntices. The 

Employer is responsible for the entire program; and apprentices are not allowed to be employed; 

they have only an apprenticeship contract. Trainees can learn one of 356 apprenticeship 

occupation (in 2005). The time taken by apprenticeship trai ning is regulated. Though each 

occupation learnt takes a different time, the average time taken for the training is 35 months or 

roughly three years (http ://en.wikipedia.org/wiki/ Apprenticeship) 

Even though the central aim o f the dual system is to prepare trainees for specific occupation 

broadening the chances fo r employment in the changing work place, trainees are also 

encouraged, as reflected in MOE, sc ience and culture, 1996, for further learning. Opportunities 

fa r further learning and train ing are, thcrcf'o re, wide open in th is system, with the basic 

understanding that workplaces can make illl!Jrovement from tim c to time through technical 

innovations and ski ll development of ind ividuals involved. There is no doubt that apprenticesh ip 

in this system is change oriented, and as a result , it is capable of producing indi viduals that can 

easi ly be absorbed by the rapidl y changing world of wo rk . 

Changes in technology are qu ite fast today; thi s change has direct affect on both training 

institutions and industries. Change in technology may force training institutions to rev ise their 

curricula . Industri es that cou ld not adjust themselves to changes in teclmology may risk the 

danger of going out of market as they can't remain competent otherwise. 

If trainings given in the trai ni ng institution rcma in rigid and can't adjust to the changing 

technology in the work pl ace, trainees have rare chance 01 getting acceptance in the wor ld of 
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work. The changing technology has to create new jobs and train ing institutions have to prepare 
the young generation for the sk ill req uired in the continuously changing technology in various 
trades. If thi s cooperati ve movc is not properl y se t, it will definit ely lead to a high unemp loyment 
rate whi ch eventua lly puts the count ry in a hi ghl y dest ructi ve crisis . .Jones, (1982:248) expresses 
the damaging effect of the cri sis that or iginate form unemployment as follows: 

Being out of work for six 1II0nths or 1II0re is extra ordinarily destructive to the 
self confidence of young people, confirllls their low self-assessment, and leads to 
major social trw./Inas in eluding apathy, drug abuse alcoholism, crillle and 
suicide. 

The destructive consequences of unemployment are not new to us. Addis Ababa and the major 
towns of our country are currently suffering from these social traumas. Is there any way out? Do 
we have any means of curbing these problems? The answer in short is "Yes". For most of our 
problems, most of the so lutions are also in our hands. One of the best means of curbing these 
probicill s is making e rfecti ve li se or our tcchni ca l and vocallona l education and training sys tem. 
Our young generation can develop employable skills ir we make our apprenticeship training 
program fl exible and change oriented. 

2.4 Certiticates of completion 

When apprentices finish their training, they receive certifi cates of completion of apprenticeship. 
These are issued by the state apprenti ceship agencies or, in those states not hav ing such an 
agency, by the Bureau of Apprenticcshi p and Training in accord ancc with it s recommendcd 
standards (http://www. lni .wa.go\! / Trades Licensi ng / Apprenticeship / About/History/default. 
Asp). 

23 

\ 
I 
I 
I 

\ 



2.5 Joint apprenticeship committees 

Joint apprenticeship committees, composed of representatives of l11anagel11 ent and Labo r, wo rk 

together to develop and admini ster local apprcnt iccship training programs In additional to loca l 

groups, national trade committees represent national organi zations . With the help of the Burcau 

of Apprenticeship and Training, the national committees formulate policies on apprenticeship in 

the various trades and issue basic standards to be used by affi li ated orga ni zations 

(hllp ://www.1J1i.wa.gov I Trades Licensing I Apprenticeshi p I About/H istory/defau lt. Asp). 

2.6. Basic standards for apprenticeship 

Programs registered by the Bureau of Apprenticeship and Training must provide that: 

• The starting age of an apprentice is not less 16; 

• There is full and fair opportunity to apply for apprenti cesh ip ; 

• There is a schedule of work processes in which an apprenti ce is to receive training and 
experience on the job; 

• The program includcs organized instruction designed to provide apprentices with 
knowledge and technica l subj ects related to their trade (a minimum o f 144 hours pre year 
is normall y considered necessary); 

• There is a progress ively increasing schedule of wages; 

• Proper superv ision of on-the-job training wi th adequate fac iliti es to train apprent ices is 
insured; 

• The apprentice 's progress, both in job performan ce and related instructi on, is evaluated 
periodicall y and app ropriatc reco rds arc maintained ; 

• There is employee-employer cooperation; 

• Successful completions are recogni zed ; and 
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There is no discrimination in any phase of se lection, employment, or training (http ://www. lni .wa. 
gov / Trades Licensing / Appren ticeship / AboutiH istory/defaul t. Asp). 

2.7. Vocational Guidance and Job Placement System 
Vocational guidance is assistance given by institutions to match ones abi lities or ski ll s, 
knowl edge and interest to the demand of the market and community. Vocational guidance should 
help people whether they a re learners/trainees to plan their education, training and careers, or 
adulls to plant their career or further training as wel l as to prepare to become more employable. 
Vocational guidance is more than providing information, it is a blend 0 f self deve lopment to 
adapt. a changing cullural and economica l situation and learning and ass imilation of career, 
providing educational, labor market and economic opportunities information (Ipaye, 1986:94-
95). 111 the first stage, it should assist graduates of secondary schools to plan their education as 
well as to adapt to the values need to cope with the life work (employment and self­
emplcw l11 ent) . From the catalogue of the benefits of vocat ional guidance and job placement 
system presented above, this, no doubt, wou ld seem to justify its implementation. Yet the 
preparation and implementation of vocat ional guidance and job placement necess itates enacti ng 
legislation that defines goal s of vocational guidance and job placement systcm. It should describe 
the range of services to be prov ided and stipulate the level of resource. The legi slation should 
apply to the service to be provided to lea rners/trainees in vocational training institu tions as well 
to adulls (lpaye, 1986: 1998). 

In require given by the curricu la. When the students are placed to have actual work experi ence 
such opportunities enable them to develop speci fic attitudes, occupational and skill training on 
the job. But it also helps them to know the world of work and in particular to know what one 
could do that employer would pay for it. Even more basic is it enable to fee the integrity invol ved 
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in dOi ng a job and exercising a talent to comprehended the integri ty of wo rk and the di scover 
how vocation can a route to em ploymcnt (Ipaye, 198(" I 10). 

2.8. Requirements of Apprentice Training 
Apprcnticeship training is in - company training based on an agreement made between a traini ng 
institution, the apprentices and enterpri se/company. To reali ze the overall advantages, the 
organization of apprenticeship requires careful preparation and a common effort from all 
conccrned. Each partner has to be aware of hi s share and his certain tasks. The MOE has 
establ ished certai n basic requirements under which apprenticeship training can function. These 
include the fo llowi ng (MO E, 2002 :1Federal Nega ri t Ga/.eta , No 39 112004). 

r Duti es and Responsibi I i ties 0 f the EmJl loyers 

• Liai se with relevant training institut ions; 

• Develop together with TVET institutions systematic apprenticeship plan ; 
• Ensure that the approp ri ate training is provided; 

• Assign an in-company supervisor; 

• Supply necessary working and training materials; 

• Assign the apprentice in the agreed area of work; 

• Evaluate, mark and cert ify the achievements and performance of the trainee; 
• Take all necessary sa fety and precauti on measu res 

• Duty and Responsibiliti es of the 1"VE1" Train ing Centers 

• Provide theoreti ca l and practi ca l lesson as spec ifi c in the schoo l's training pl an; 
• Assign and apprenti ceshi p coordinator; 

• Evaluate apprentices; 

• Liaise with employers; 

• Develop together with En terpri se/workshop systemati c app renticeship plan 
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Duties and responsibilities of the Trainces 

• 

• 

• 

• 

• 

Work accord ing to the rulcs and regulati ons of the employer; 

Keep secrete 0 f the employer; 

Use the machinery, materials and other properti es of the employer carefull y; 
Be punctual and di scip lined and pcrform thc tasks in an appropriate manner; 
Repoli the daily activities to the supervisorlinstructor of the employer for 
evaluation. 

2.9. Legislation in TVET as a basis for Apprenticeship Training 
A legal document, which contains by laws, rules, regulation, etc is central to implement TVET in 
all nat ional education system because the importance attached to T VET ina given country is 
reflected in the exist ing legislat ion establishing it. It can be observed that legislation dealing with 
TVET inmost countries comes in to e ffect much latter after the promulgation of education Acts. 
Techn ical and vocational education may have been mentioned as the case in the Kenya Education 
Act in In8 but effective policy imp lementation was to come much later on. Vocational training, 
however, was well recogni zed as proven by the establi shm ent of vocat ional Trai ning Act in 
Ghana ( 1970), Uganda (1979), and Swaziland (1982). There was a clear demarcation between 
vocational education and vocational training then (UNESCO, 1996: 17). 
In Eth iopia, in regards to TVET there were different mandates given to different mini stries. 
Previo us ly, there was no mandate for national body that cou ld control and manage the system. 
For ex ample, in labor proclamation No. 42/85 and proclamation No. 41 /87 mandates and 
responsibilities wcre given to the mini st ry of Labor and Socia l AITairs and the MOE respec ti vciy. 
There were also respons ibilities of the Mini st ry of Trade and Industry and others regarding 
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technical and vocational educat ion and training (ILO, 1997 :9). It was on ly on the I" march 2004 
that TVET law was promulgatcd fo r the first time in Ethiop ia. 

Thi s proclamation No. 39112004 through article 3 revised the importance of establi sh ing a system 
under trainees under go apprenticeship tra ining in the productive and service rendering 
organi zations in order to ensure that a TVET program produces capab le man power. To thi s end, 
the duties are responsibili ties ofTVET institutions, employers and trai nees are c learly defined in 
the legal document. Moreover, the main elements that sho uld be included in the memorandum of 
agrcemcnt/apprenticeship contract arc spcll ed-out in thi s TVET Act ( Fedcral Nega rit Gazeta, No. 
39 1/2004). 

2.10. Contract of Apprenticeship Training 
A s el f-employed person i s n ot a worker wi th in the I abor l aw; h owever, apprentice is brought 
within purview of the labor law, even if onl y on probat ion. A labor law may be defi ned as (I paye, 
1986: 187). 

that branch of low which create a constm et of employment between one person 
and the other for the I'll/pose of learning a trade or working fo r wages, eth er or 
not the contract is to be executed independent of control and regulators all 
rights and duties incidental to that relationship both IInder the call/man la w and 
th e staillte. 

Employment is based on cont rac t. A con trac t is an agrcement concluded between one or mo re 
person based upon a" promise or a set of promi ses which the law wil l enforce". Parities to a 
contract of employment are free to dec ided that terms or conditions of their agreement: that is, 
the tenllS of contract depends large ly on the intention of the parti es. Every party gets what he 
barga ins for , even if the terms turn out to be unreasonable or harsh (Ipaye, 186: 188). 

28 



Apprenticeship training is in-company training based on an agreement between a training 

institution, the apprentices and Enterpri se! Company. In principle, the participation will be 

vo luntaril y and be promoting by program of mutual benefits, incentives and in mutual respect. 

Apprenticeship is a wi n-win situati on because it is a partnership between the emplo yers thc 

TvET centers and apprentices for mutual advantage. Si nce the interests of industry and Tv ET 

institutions are complementary, they cal l for partnership and increased awareness of their 

interdependence (Petter, 1987:34). 

In th is context, apprenticeship contract is an agreement concluded among a training institutions, 

apprentice and employer based on mutual interest. All concerned partners should sign a 

memorandum of agreement about apprenticeship training so that the tripartite partnership can 

bccome more mutually influential. Such an agreement determi nes the content of apprenti ceshi p 

training as well as the duties and responsibilities of the parti es. 

2.11. Apprenticeship: Sharing Training Responsibilities and costs 

Apprenti ceship schemes very widely throughout the world. And thus the operational features or 

forlll s of apprenticeship training provide the basis fo r its surrounding financial arrangements. For 

instance, in Germany, businessli nd ustry prepares near l y 70 percent of young peop le of Secondary 

schon I age employment (G asskov, 1994: 132). Thi s dominant business industry rol e is 

accomplished wi thin the "dual system" which provides fo r a di vision of responsibilities between 

the employers and the government. The system reaches the majority of youth and enjoys high 

status. It exemplifies the adaptation of trad itional apprenticeshi p system to the requirements of 

contemporary economy. The high level of cmployer comm itment to the organization and to 

finan cing of in itial training is a di stincti ve feature of the German dual system. Under thi s model, 

all the costs of in-company trai ni ng are borne by the cl11ployers, whil e the state bears the cost of 
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in-school educatio n. It has been esti mated that costs vocati onal trai ni ng (including in company 

and in-school training) are sharcd in the ratio of approxi matcly 40 pcrcent (state) and 60 perccnt 

(employer) Lauglo and Lilli s, 1988:6 1). 

German employers voluntaril y bear the greatest share of overall vocati onal training costs. Thi s 

contrast with many 0 ther countries where thee costs a re mainly borne b y governments. S ome 

considerations encourage employer to sustain their high training investment through dual system. 

First, apprec iati on of apprenti ces' prod ucti ve work brings certain saving. Secondl y, finns' 

training expenditures are made eligible by the government for deduction from their taxable 

pro fi ts. Thirdl y, training enterpriscs save mo ney on admi nistratio n and by in troduct ion of 

employees into the work process, as wc ll as reducing the risk and costs of recruiting emplo yees 

in the labor market. Fourthly, in the dual system employers have a strong influence over training 

content , methods, and quality (Gasskov, 1994: 136). It is widespread opinion that the dual system 

is highly efficient because of its built- in flex ibility and because it is essenti all y demand-led. 

Employers consider thcir deep in vol vement in traini ng as an important prerequi site for sustaining 

their competitiveness in international market. 

In both Paki stan and India, Unlike the German and dual system, it is compulsory for employers 

to recruit apprent ices as a certain percentage of the wo rkforce in app rentice ab le trades . 

Apprenticeship is, there fore not a matter of employer pre ference. Employer invo lvement and 

ex pend it ure are based not on a need fo r apprent ices, but on fo rmal considerati ons. The 

compu lsory nature o f these models seems to be the major reason fo r the lack of employers' 

interest in recruiting apprentices because employers are requi red to recruit more apprenti ces than 

they nced, they are unable to utili ze trainees ' producti vity. They may not have enough machines, 

or even work areas. Being involuntary, apprenticeship tends to rai se the employers reluctant 
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invo lvement. The most di scouraging fac tor is the fi xed high apprentice wages, the cost of which 

essenti al ly exceeds poss ibl e employers benefit (Doughcrty and T an, 199 1: 144). 

Is Sir Lanka, unlike in Indi a and Paki stan , employers are free to dec ide whether to engage 

apprenti ces. Furthelmore employers are not responsible for direct training (or other) costs . The 

governmcnt covers cap ital and current expcnditurcs, including apprentice allowances, which 

have been steadily increasing. Apprenti ces receive their al lowance directly from the government. 

In most other countries, however, employers themselves are responsible for allowances; the onl y 

way to benefit is by making good use of the apprent ices work time (Dougherty, 1989:64). 

Currentl y, many governments arc considering setting up national training funds to address the 

training needs of industries. This fund is intended to providc financ ing of apprenticeship 

allowances among other benefits. The money will be rai sed for levy imposed on enterpri ses. The 

new trcnd is to e lic it active participati on o f th c pri vate sector in co-financ ing apprent ices . With 

thi s <llT<l llgemcnt , thc private sector is ex pected to wicld morc influence on traini ng policies than 

at present. This seems to be logica\. As the total output of publicly subsidi zed apprenticeship is a 

absorbcd by the private sector. Government intcrvention in training would bc li mited to the ro lc 

of regulator (Gasskov, 1994: 148). 

Finally, the dual system works because employers have made a voluntary commitment to 

providing the lion' s share of national apprenticeship expenditures . Moreover, the training 

investment is long-term; structured apprenti ceship lasts about three years . A commitment of such 

intensit y and duration is sustainable only in a dynamic economic environment, one that 

remunerat es skill-intensive techno logies and long-term investment in human resources. In the 

absence o f a favorable environment , the remaining opti ons are compulsory apprenticeship, as in 

Pakistan and India, or a government-dominated, financiall y limited system, as in Sir Lanka. The 
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Compulsory system, as we have seen, is likely to produce unsatisfactory results. A Si r-Lankan 

style system can work better, provided that employers are allowed to determine wh ich 

quali fi cations receive subsidized training. 

2.12. Constraints in Conducting Apprenticeship Training as a Component of 
TVET 

It is low now accepted generall y that for TVET programs to be of good quality and relevant, they 

must renect the state-or-the art in the world of work . To do so more effectively, it is inevi table 

that they co-operate with the ex isting enterpri ses, wh ich have the latest techniques, and 

product ion process that most TVET graduates will asp ire to work with. Enterprises are the final 

ConSUl11Crs of the TVET products yet thcy are reluctant in contri bution toward their preparation. 

Most enterprise will avoid it if poss ible on the ground that the training is expensive. However, 

there are also other important reasons for the reluctance (UNESCO: 1996:31). 

• Under the present of economic down tu rn most enterpri se operate below capacity and fear 

that taking inexperienced trainees wo uld further marginali ze their production and profits 

as well ; 

• Tra inees on attachments are risk fac tors for enterp ri ses because they are often uninsured 

against accidents; 

• Larger enterprises have wider in ternational interest besides train ing. A majority of local 

enterprises are sti ll small and weak. They do not have suffi cient capacity to co-operate 

with TVET institutions to conduct training programs. 

In most countries there are no policy and regulatory mechanisms that should address these 

prob lems and thus considerabl y contribute to promoting cooperati on links between TV ET 

inst itut ions and enterpri ses. Inappropri ate methods of assessment and inadequate incenti ves fo r 

trainees are other major problems. Although industrial attachments are considered to be an 



integral and important part of the pupils trai ning, they are often not counted in the overall 

eva luation 0 f t he tra inees, which leads to a l ack 0 fa ss iduity on part 0 f both part ies involved 

(trainees and enterpri se) (Atchoarena and Andere, 2002:6 1). Students on attachment often require 

some allowance to cover their traveling and subsistence costs. These are in most cases too meger 

for students to value concentrate on these attach ment. 

To contribute to weak cooperation, informat ion is lacking to enterpri ses to know that they can 

benefit from cooperation with institutions. [n many countri es, vocational guidance services are 

constrained by lack of national data bank and knowledge on avai lable occupation and , often the 

vocati ona l guidance system is not well established to arrange industri al visit for students as well 

as industrial attachment for both teachers and trainees (UNESCO; 1996:378). 

Numerous constraints on implementation of apprenti ceship have been iclenti fied over the past in 

sub Saharan Ati-ican countri es (Atchoa rcna and Andarc, 2002 :286). They may bc sum mari zcd as 

fo llows: 

• 

• 

• 

• 

• 

Insufficient number of training places; 

Lack of appropriate workp lace and qualified supervision; 

Lack of coord ination between the employer and TVET centers; 

Reluctance of employers to take on large share of the training burden; 

Lack of regulation anel contracts that protect the interest of all parties-enterp ri ses, 

apprenti ces , and TVET centers; 

• Lack of national apprenticeship scheme; 

• Problems of assessment (there are 11 0 comillon cOlllpetence-based assessment procedure, 

etc) 

• Lack of mutual understanding 
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In spite of lack of robust evidence, the youth employment situations seems to indicate that dual 

traini ng schemes, although most usefu l, are not sufficient to improve linkages between TVET 

deli very and employers and ensures the relevance of training content in a context of depressed a 

labor markets . 

2.13. Apprenticeship Training Program in TVET Institutions in som e Selected 

C ountries 

Apprenti ceshi p Schemes vary widely th rough out thc wo rld . For cxample, the well -structu red and 

highl y expensive German system presents a sharp contract to the so-ca ll ed regul ates 

apprcnticeship models that o ffer less formal training. The various models differ in terms o f 

traini ng content, relationship between fi rms/craft person and trainee, the regulatory ro le o f the 

state, the financing sources and the cost structure (Gasskov, 1998: 125). The fo ll owing discussion 

considers the basic elements of the German ciual system and the apprenti ceship scheme in the 

South Afri ca deli vered by the TVET system. 

2.13. 1. Apprenticeship Germany 

The (;crman "dua l system" o f apprenticeship supplemcnted by part-time vocat ional school , as it 

has developed in the past-war period, is internat ionall y acclaimed as an advanced version of 

apprenticeship training. Apprenti ceshi p in fi rm is combined with part time attendance at the 

voca lional schoo l. Together the two componcnls are known as the ' dual system '. The dual 

sys tem is training and edu cation path for app rox imately 70 percent o f school leavers who have 

obta incd and intennedi ate certifi cate coverin g nine to ten classes of the Main schoo l, 

Intermediate school , or G rammar school. Thi s system is considered as a part of the German 

General Education system (Lauglo, 1993:37). 

The major strength of the Gennan dua ls sys tem is the lead ing ro le of the employers in 

determin ing the qualifi cati ons fo r which training places will be providcd . School based training is 
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correspondingly adj usted to mcet employcr-detcnnincd requi rements. Training thererore reflects 

actual market demands. Among the bas ic elements of the dual system: (Atechorena and Andare, 

20002 :287). 

~ It is first of all an altemating training structure, which means that training takes place in a 

company providing the apprenticeship and in compulsory vocational part-time school. 

~ The German system is rooted in an "Occupation-oriented" or genuinely vocational 

training culture: vocationali sm in the Germany mcani ng o f the term stands for integral 

Ql13lification based uniform tra in ing schemes and hi ghl y standardized ex amination 

procedures. This impli es the training is indeed work place led and predominantly 

practiced by stress ing the importance orwork experience du ring the train ing period. 

).- The dual system is determined by the involvement of the federal and state administrat ion, 

which makes occupational standards and conditi ons o f skill ed apprenticeship lega ll y 

enforceable as well as marketab le. At the same time the German ' training culture' is 

based on the notion that vocational tra ining should not onl y be interpreted as a contractual 

duty but al so as educational process. 

~ The fact that the state's function is actually restricted to securing quality standards a 

predominantly formal manner makes the principl e of consensus perceptively one of the 

long-standing parameter of dual train ing in Germany. Thi s means that public and pri vate 

as well as semiprivate institutions have establi shed various rorms of cooperati on within 

the sy stem a nd , even m ore i mportantl y, the social p artncrs normal ly t ake t hc ini tiat ive 

when it comes to defining a tra ining ordinancc. 
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2.13.2. Apprenticeship in South Africa 

For the fi rst time in South Afri can history the manpower training Act of 198 1 allowed all South 

Africans to embark upon apprenticeships and th e system has govern ed by a single Act. It a lso 

introduced a nu mber of other innovat ions including " lea rn er ships" scheme. 

Learner ships are a more fl ex ible form of apprenticesh ip. They have in common with 

apprenticeship the requirement that a wo rk place experienti al component be added to learnin g 

and that a practi ca l assess ment of competence be undertaken. This new scheme was designed to 

mcct the' followi ng cri teria: 

• 

• 

• 

• 

• 

Structured learning combining theo ry and workpl ace experi ence; 

Demand-led learning; 

Flex ible and less costly; 

Integrates theory and practice; 

I>eads to a recogni zed qualification under the nat ional qualifi cation frame work 

(A techorena and Andare, 2002:2~ I). 

Lea rn ships are not restricted to the blue-collar trades. They can be any of the 12 National 

qualifi cat ion Frameworks (NQF) learning area and any of the NQF levels (in general, further, o r 

higher education). They can, in other words, respond nexibly to the changing needs o f the labo r 

market. 

Under the skill development Act, sector Education and training Authorities (SETAs) must submit 

learner ships to both South Afri can Qua li fieat ion authori ties (SAQA) and to the Department of 

Labor fo r registration. The latter registration is required to ensure that the work experi ence 

component is included and the necessary grants for employer cost-offset as well as learner 

allowances are defined. The sk ill s deve lopment Act f'urlher requ ires a tripartite agreement 
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bctwccil the learner, a training provider (accredited by SAQA) and an cmployer (Atchoarena and 

Andare. 2002 :283-284). 

2.14. An Overview of the Current TVET System in Ethiopia 

It was a fter the expulsion of the [talians the Ethi opian government a ids some attention to the 

establi shment of vocational technical schools in Ethiopia as a part of its education system. 

Wanna (1998:56) identified three time periods with regard to the TVET development in Ethiopia. 

During the first era (1940s- 1960s) Ethiopi a was rcbu i Iding it s educat ional institutions and very 

few schools served students from all over the country. However, graduates from high schools that 

could'h)t join tertiary level of education, lacked skill s to be cmployed in di fferent sectors of the 

econonly. To mitigate the problem of unemployument among secondary schoo l graduates the 

govern ment in 1962 converted the existing high school into 'comprehensive high schools'. The 

second era (\960s-980s) mainl y characteri zes the attempts to voctionali ze high school education­

with til e: miss ion of reduc ing unemployment yo ung high school completers. However because of 

lack 0 r materials and human resources, s hortage 0 f q uali fted teachers a nd limited budget, the 

quality of graduatcs was not as expected and the problem of unemployment among high school 

compic ters did not improve much. It was durin g the 3'" era (l980s- 1994) that the government 

dec ided to strengthen a number of se lected comprehensi ve as well as other vocational technical 

schools in order to give effective skill training. Seventeen TVET school s were consolidated to 

give 3 years of training to students who completed grade ten academ ic stream. 

According to thc MOE (2002,, :4), in the past, thc TVET schools and sk ill developmcnt ccntcrs 

(SDCs) were working under capacity due to lack of promotion and inadequate funding. Little 

attention was given to work-related, practical training. The quality of training was hi ghly affected 

by the ineffecti veness of the curriculum, under qualified trainers (on ly about 93% diploma 
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holders) and ineffic ient funding . Moreover, the needs of the world of work were not defined 

th rough participation of stakeho lders. Hencc, the skill ga ined from the ex isting situations co ul d 

not help the wo rking force to j oin the real world 01· work. Thi s s ituation finally led the trainecs to 

high rate of unemployment after graduatio n. 

On thc other hand , there was a lack of appropriate skills that the economy requ Ires for its 

development. The ski ll profile of the manufactu ring sector was biased heavi ly toward the 

unskilled and limited skill ed workers . For instance, on ly 14 percent of the productive workers 

have received vocational training and almost 40 percent were barely literate. The situation 111 

private sector was even worse, with a lower educational profile (lLO, 1997:3). 

Presen tly, the TVET system in Ethiopia is in a refo rm process. Accord ing to the new educat ion 

and tr; tining policy, the new organi zation o f TVET has a broad base and multi -level foundations. 

It basts itselfon analysis of the training needs of the country 's economic and socia l development. 

Thus, it is assumed that , it is suffici entl y Il exiblc. 

Morc(> vcr, in currcnt TVET system , a Illllllber of TV ET programs at d iffe rent levels are defined 

which lead to different certificate levels. These compri se post-grade 10 m iddle level trainings 

post-grade 8 junior level training, as well as basic level train ings accessib le to school drop-outs 

afier completion of grade 4 (MOE, 2003c:3). The aim of all these programs is not only to train 

manpower for the development program that the country is in process of implementing but is also 

intended to encourage the trainees to create jobs themselves and contribute to the nat iona l 

development effort (lMOE 2002b:94) . 

Middl e level technical and vocationa l education and training (M L TVET) program compri ses 

three leve ls- ML TVET cert ificate level I, M LT V ET ce rti fi ca te leve l II and ML TVET diploma 

(MOE:. 2003c:5). Middle level technical anc! vocational ed ucation and training level I is a 
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perf01ll1anCe of basic vocational/entrepreneurial competence in a selected occupation to catTy out 

a vari et y 0 f work ac ti viti es s uch a s p roducti on work , 0 perati on and maintenance 0 f r eiat ivel y 

complex equipment system and workshop organization within a non-routine work process 

required considerable autonomy. The last form of Middle level edu cation and training leads to 

award of diploma and it has a training length of three years. It is perf0l111anCe of advanced 

techniq ICS and vocational/entrepreneurial competenc ies in a sel ected occupat ion to carry out 

advanced skill ed work activiti es, fo r example, anal ysis, eva luation, operation and maintenance o f 

comple \ equipment systems and workshop organ ization withi n a non-routine wo rk process 

requ ire autonomy and partic ul ar guidance o f others. 

The ail11 of middle level technical and vocational education and training is to produce adequately 

trained middle-level skilled manpower in various trades that can also launch private enterprise. 

The trainees are expected to be capable enough to establi sh plan, and manage their own 

cnterpri ses. As the training programs arc designed in a modular way, nexible entry and exit 

within d ifferent programs may be possible (MOE, 2003c:5). 

The tra ini ng planned to be 70 percent pract ical based and 30 percent theory ori ented and thi s has 

to be Il la illta ined through out the training program s in all training areas (MOE, 200 I :2). Bes ides, 

in-coill pany apprenticeship trai ning is compu lso ry at thi s level (Federal Nigarit Gazeta, No. 

391120(14:2558). 

2.15, Future Strategies to promote Apprenticeship Training 

Despite the cha llenges facing most countri es today, some bold measures have been undertaken to 

improve: the provision of TVET. This is being carri ed out through a wide range of educational 

reforms and innovations; wi th the aim of making TVET more nexible, a higher qualit y and 

capable of responding better and more rapid ly to the needs of the labor market. Another 
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• 

import:lIlt concern is loweri ng costs fo r government. This is often translated by in itiatives to 

bring TVET closer to the workplace. Based on ex pcricncc of different countries, the aim of this 

section is to review some strategies that may help to promote appren ti ceship tra ining through 

effective partnership system. 

2.1S.1. Incentives for co-operation 

Many countries have policies that subs idizc entcrprisc training through fin ancial incentivcs (such 

as apprenticeship wages, industrial levy-grant rebates) to companies to increase their 

parti cipation in trai ning. But, a part of financial incenti ves alone may be insuffic iently strong to 

ac hievl' the desired increase in enterprise training; the addition of more positive measures may be 

required . 

Indeed. financial incentives may be prove to be a weak tool for generating more and better 

trainin!'. particularly over the long term because they emphasize financial rewards and not the 

valuc to the firm of the greater trai ning invcstments themselves. Here then li es an important ro le 

for the state (or specialized agency) in promoting cnterp rise trai ning through creating an 

informcd climate of opining conducive to company training (Zideman, 2003). 

Major points that inc lude the dissemination 0 f i nfornlation 0 n t he benefits tot he company 0 f 

trainin t: . the provision of training advisory services, productivity conSUlting, training assistance, 

and know-how. Experience suggest that these activities are more li kely to achieve success where 

provided by a central speciali ze trai ning agencies or training fund (World Bank, 199 1, Zidennan, 

2003). 

In addi tion to the above specified incentives to promote enterprise training, provision of free 

charge pedagogical train ing pri ority to rec ru it future employees, ac knowledgement and 
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recogni tion, and award of honorary certificate can be useful too ls; positively influencing 

employers ' partic ipation in apprenticeship trai ning (Kerre, 1996:46). 

2.1 5.2. T he need for E nterprise T raining Association 

The fo rillation of enterprise training associat ions is one option fo r strengthen ing traini ng in small 

and med ium fi rms. Goverrunent can assist in the estab li shment of these associations and training 

operations through t echnical a ssistance. Good examples 0 f enterprise t raining associations are 

found in Latin Ameri ca. At the large end of the scale is the National Industri al Apprenticeship 

Service. which is owned by the Brazilian con federation of Industri es and which serves the 

nation ' s manufacturing sector. E lsewhere s ub-sectors 0 f i ndustry share t he c ost 0 f s pecialized 

training institutions (Middleton, Ziderman and Adams, 1993: 171). 

2.15.3. I mproving Links with E mployers 

Vocational g ui dance and placement services in trai ning c enters are a first element in bu ilding 

links with employers (Ipaye, 1986:94) . Vocational guidance officers can play key roles in 

assi sting trainees to fi nd appren ti ceship places, advice the local enterpri ses in organizing in-p lant 

train ing acti vities , moni toring the practical training activ iti es and prov iding guidance and 

counseling services to trainees . In most cases these need not to be elaborate to be effective. 

Advisory and curriculum committee with adequate representation of industrial interests are 

critical to the institution 's ability to prov ide the nati on with qualified and technologically relevant 

manpower. Such committee may also work where the dual training system exists because 

emplo yers and training institution must jointly design and implement training programs. 

Experiences in the World Bank Projects suggest that link s are mo re e ffec ti ve when several 

mechan isms are used together. For example, placement services linked to adv isory committees 

and instructors visits to enterprises have been more effecti ve than anyone o f the approaches on 
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its own . Creati ve school managers, given sufficient autonomy, can be adapting at setting up a 

network of supportive relat ions with employers (Mi ddleton and Demsky 1989: 207). 

2.1 5.4. Strengthening Nat ion al T raining Authority (NT A) 

A coml' dent NTA can play key ro les in dcve lopi ng trai ning pol icy, s upervis ing national skil ls 

testing ,md certifi cation, as well as provid ing necessary informati on services and developing 

appropriate labor market signals. Independencc from close m instrcl control and stro ng 

representation of employers on NTA management boards can provide the condition fo r fo rging 

strong industri al links, fl ex ibi lity and responsiveness , and for fosteri ng private trai ning 

institut ions development (Midd lcton , Ziderman and Adams, 1993 :205). Indeed, the participation 

of relevant stakeholders in management of traini ng can contri bu te to the enhancement of the 

quali ty. relevance and fl ex ibi lity o f training. 

2.1 5.5. T he lIeed for E ffective Industrial Attachment Mecbanisms 

Ind llstr i,tl attachment has becn onc of thc most wide ly used and effecti ve methods in attcmpti ng 

10 pass on the latest ex peri ence frolll ind ustry to trailices. Co-o rd ination to ensure that the 

cmploy,-rs and tra ini ng centers are working towards the same goal req uires stro ng managemen t, 

however. 

Among the factors leading to success arc institut ing a well -pl aned nati onal system fo r industri a l 

attachment in TVET system, and clearl y defi ned duties and responsibil iti es of enterpri ses, 

training centers and trainees (Kerre, 1996). In addi tion, mutua l incenti ves to employers and 

training institution to make the program wok and strong government support are central to 

institut ionalize effective industri al attachment. 

2.15.6. I':ncou r aging TVET Inst itntions to Increase Income Gen eratin g Activities (I GAs) 
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In many lraining programs, income is generated frolll the sa le of production and service activ it ies 

of t rai ne~s . Such income generation may take many fo rms. Incomc may bc derived from train ing 

process it self. This could be in the form of provi sion of services, which also offers trainees' 

valuable practical experience gained frolll working with real clients or, items produced as a part 

of train ing may be sold. Through likely to be marginal, income generation from these sources 

offer addi tional revenue to training institutions (World Bank, 1991: 129). 

But it is al so possible by avai labl e skill s and facilities to produce out put for sale in the local 

market. W hile the c oncep! 0 f combining I earning w ith practi cal experi ence i s m aintained, the 

issues hecome on of the balances between these two acti vities. A bal ance must be struck 

between training and production for sa le, Icst the centers pursue revenues at the ex pcnse of 

training ( I-I erschbach 1985 :7 1). 

Further nore, training institutions may gencratc income from sales of services including the 

renting ll ut of underused fac ilities and providing consulting services to local enterp ri ses. 

Introdu t" .ion o f small business centers where entrepreneurs come fo r help in acquiring skill s in 

prepari ng business plans, record keeping or management skill s at an affordable fee can also 

exploitecl as alternative ways to rai sing fund s (UNESCO, 1996:37) . 

2.15.7. T he Introduction of Training levy (or Tra ining Tax) 

Earmarked levies on enterpri ses payroll s have become the most widely adopted funding 

mechanism for financing training (usuall y under the aegis of NT A) and in enterpri ses. In many 

cases, the declared intention underl ying the introduction of' payroll levy is to li ghten public scctor 

financi ng burdens (Atechorena , I ()96:8). 

Developdlg countries use two basic types of payroll training taxes each of which reflects a rather 

different objec ti ves, although in practi ce there are mixed models. The revenue- raising plan- the so 
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called til e Latin America model- is essentia ll y used to support public sector training provision, 

with t1" , emphasis on initial training at fo rmal public training institutions. The alternati ve levy 

grant , 0 r r ebate, scheme e ncourages fi rms themselves t o p rovide i n plant t raining (Middleton, 

Zidnna!l, and Adams I 993/Ziderm an, 2003:9 1). 

Additional ly, it is assumed that a significant share of public and pri vate employers in Ethiop ia 

have st'li·ted to apprec iate and develop owncrsh ip for TVET and have become ful l partners of the 

govern <l nce in the TVET system. Therefore, it is planned that during thi s phase, the introduction 

of a levy (Levy-grant) system will be considered for introduction that would compel all 

employ~rs to contribute. 

2.15.8. "trengthening Private Training Sectors 

The growth of private training institutions, with trainees paying full costs, offers a pathway for 

expanding the national training system without heavy commitment of public funds . Indeed, 

'reduced' public training prov ision could be poss ib le with the reduction in public training supp ly 

Ill ay " l' by compensation of ex pansion of private training institutions. Ailll ing at the same 

quantity of training to be facilitated, the public sec tor spends less if substantial private 

investmcnts form part of the traini ng suppl y, Icaving J.lubli c TVET resources fo r other important 

tasks , sllch as creating and mai nta ini ng conducive environment through the fac ilitation of teacher 

training development of standards and curricula, trade testing, etc (Ziderman, 2003/MOE, 

2003:27). 

It is arguable that private traini ng institutions constitute a market finance response to a grow ing 

social demand. A part from reducing reliance on the stage budget, it is hoped that the private 

sector can promote fair competi ti on, eventuall y leadi ng to cos t reduction (Atechorena, 1996:6). 
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There "re a variety of lega l, fin ancial, and admini strative and poli cy instruments to stren gthen the 

private training sector, including a conducive li censing, and accredi tation policy, conducive 

legislat ion concern ing the operation of private provide rs. vari ous instruments to ease access to 

the m"rket, recognition of certificates, and publi c subsides to private training providers, an 

instru ment which has been in one way or the other introduced in many other countri es 

(Middleton, Ziderman and Adams 1993fZidcrman , 2003 fMOE, 2003:27). 
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CHAPTER THREE 
3. METHOD OF THE STUDY 

In orde r to delineate the problems apprenticeship training programs in selected government 
TVET Institutions in Addis Ababa c ity Admin istration descriptive survey method was employcd. 
3.1 Source of the Data 

The data for study was obtained from both primary and secondary sources. Besides, trainers, 
trainees, principals, vocational counselors, the experts of Education Bureau and supervisors in 
organiz" tions offering apprenticeship training, of the sample TVET institutions were also the 
source of the data to supplement the study. 

3.2 Salnple 

3.2.1 TVET Institutions 

From t h~ total nu mber of ten gove rnmcntal TV,"T instit utions found in Add is Ahaba city 
Acimi ni :, trati on, four (40%) TVET Institutions were selected for the study. From the se lected 
TVET i Istitutions, one was assigned for the pil ot study. And four were se lected for the main 
study. The choice of the TVET institutions was purpos ive samp li ng method because the total 
number and the diversity of training areas in these institutions are higher than that of others. The 
second intention for doing is that this technique is appropriate to avoid the probable focus in a 
certain geographic area and field of training so that the conditions in different areas were 
renected and the study becomes rep resentati ve. There fore, wh il e se lecting sample TVET 
instituti (' lls, the number of trainees, geographic area and diversity of teclulical and vocational 
training programs offered were cons idered. 
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3.2.2 Trainees 

In the fo ur selected TVET inst itu tions had a to tal of 1127, TVET trainees who took 

apprent iceship training in deferent organi zati on. Out o f these 285 (25%) were included in the 

sample. The trainees were strati fi ed acco rding to their fi e ld of the study with an attempt to 

incorporate ideas o f trainees from all areas of training in the study. 

Out o f tile trainee's total populati on: 

• From Business Education, 90 (37.5%) trainees, 

• From Industr ial Technology 58 (24 .1 %) trainees, 

• From Constructi on, 60 (2 5%) trainees, 

• I' rom Hotel service, and Beautifi cation, 16 (6.8%) tra inees, 

• I' rom Textilc and Ga rmcnt Tcchnology 8 (3.3%) trainccs and 8 (3 .3%,) o thcrs 

The tot al 285 (25%) of trainees were ra ndo mly se lec ted . The random sampl ing tec hnique 

cmploY"d to draw a sample rcspondcn t from cach field o r stud y. 

3.2.3 Trainers 

There \\ cre 150 major fi eld trainers in the four se lec ted TVET insti tutions. Out o f thi s population 

30 (20'l-o ) trainers were in corporate in the sample by using avai labi li ty - sampling technique for 

the manageability of their number. 

3.2.4 Vocational couuselor 

There were eleven vocati onal counselors work ing in the four se lected TV ET insti tutions. Out o f 

this population, ni ne were selectcd by using ava ilab ility - sampling techniq ue. 

3.2.5 Principals 

Seven princ ipals o f the four se lected TVET institu tions were also taken for the study by using 

ava il abi lity - samp ling techniq ue fo r the manageability of their number. 
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3.2.6 S,lpervisors 

The tOLd number of the organization that offered apprenticeship traini ng in the city was 128. Out 

of this 32 (25%) was included in the study using purposive sampling technique. The reason for 

employing plllllosive sampling technique here was mainl y aimed at including organizat ions from 

differcl! t sectors (serv ice, production and trade) and different sizes of operation (micro and small , 

mediu lll and large) so that the situations in various areas of the economy could be incorporated. 

3.3 I nstrument of Data 

In order to gather first hand information pertaining to the subjects of the study, quest ionnaire, 

focus group di scuss ion, observat ion and interview questions were prepared and admini stered. 

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

its nat llral characteristics that allow informants ex press their ideas and opinions freely and 

confid r ntial ly. Thus questionnaires composed of both open ended and close-ended items. All the 

itcms (',r the instruments were made as relevant as poss ible to the stud y problem. 

3.3.1 Questionnaire 

Three separate questionnaires were prepared: 

a) Twenty F ive c lose - ended question items and two 0 pen-ended q uestions 0 n major facto rs 

affecting implementation of apprenticeship training programs were prepared and distributed 

to the trainees. Out of the total 285 random ly selected tra inces, 240 (84.21 %) trai nees 

properly completed the questionnaire. 

b) Thi rty one close - ended question items and two open-ended questions on major factors 

affecting implementation of apprenticeship training programs were prepared and distributed 

to the 30 major fil ed Trainers. 9 Vocational coun selors and 7 principals and all of them we re 

fil k d and returned. 
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c) Twe lty three close - ended question items and two open-ended questions on majo r factors 

affecting implementation of apprenti ceship tra ining programs were prepared and di stributed 

to supervisors in organizations offering apprenti ceship training. Out o f the total 40 randoml y 

selected supervisors, 32 (80%) supervisors properl y completed the questionnaire. 

3.3.2 Interview 

Fifteen unstructured interview items on problems of apprenti ceship training programs were 

designed for the AAEBS TVET representatives. 

3.3.3 Observations 

Observat ions were made in all se lect TVET institut ions and by observing work pl ace of 

apprent ice (Shop organizati on and cro wdedness), Stafr room, first aid a nd rel evance materi als 

and permanent supervisors. 

3.3.4 Focus Group Dispass ion 

Six unst ructured items of the foc us g roup di scussion containing items on current prob lems o f 

apprent iceship training programs were prepared for group comprising of counselors, trainees and 

trainers. The focus group di scuss ion was carri ed out in Hi gher 12 TVET institutions and 20 

members participated in the foc us group discussion. 

3.4 Pilot Study 

The purpose of the pilot study was to asses the re levance of the inst ruments des igned to collect 

data for the study. The aim was also to fi nd out ambi gui ties, om issions and misunderstandi ngs of 

each item. Given to the study/thesis adviso r and hey were asked to give their reaction on each 

item of the instruments . Using the relevant comments and suggestions fro m the instruments, . 

Using tile relevant comments and suggestions from the instruments the pilot study was 

conducted. The pilot study as conducted in Tegbareid Teclul ical co ll age. Two vocational 
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counselur's one pri ncipal's trainees and fi ve trai ners a lOlal of 18 subj ects had parti cipated in the 

pilot sludy. 

Questiollnaires were di stributed to trainer's vocational counselor's principles and trainees. Artcr 

the pilol study was conducted: both reli ability and validity were establ ished. For example in 

investig" ti ng the overal l feature of the questionnaires, Cronbach alpha reliability was calculated 

using the SPPS computer program. 

The reli ab ility coefficients for the problems of apprenticeship training program were found to be 

for: 

• 'I 'minees = 0.71 

• '1 miners = O. 83 

• \' ocational counselor's = O. 82 

In ordcl to improve the reli abi li ty, a II the it ems of the instrumcnts were made as perti nent as 

possible to the stud y problem. 

Based 0 II the pilot s tudy's r esults and t he profess ionals' feed b ack t he content validity 0 f t he 

inst n.lm\ li t was checked as fo ll ows: 

• "'he items were thoroughly inspected. 

• The content validity of the instruments, the order of the questions, omissions, vague items 

and ternlinologies were improved ancl made the itell1s measure what they purported to measure. 

3.5 Pnlcedurc of Data collection 

Th~ data gathering instruments used in the study was drafted on the basis of the rev iewed 

li teratul and tile intcnded ciata to be col lccted. To max imi !.c ihe quality ol' thc rcsponscs and the 

rate or r, turn the timc convcnient fo r the respondent was arranged. Thc rescarcher was made tile 

objectiv,'s of the stud y clear to all of the sampl e respondents at the verge of questi onnaire 
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admini sl ration in order to avo id confusion and facilitate case o f administration. A close follow- up 

was a l ~(l made to immediate ly correct problems that arose during the filling in of the 

questionnaires: 

3.6 Methods of Data Analysis 

The dat il secured from different sou rces were anal yzed and interpreted using both quantitati ve 

and qualitative research methodologies. The chi-square test of sign ificance at 0.05 level was al so 

used in order to see relative differences among responses on given va riabl e and rea l occurrence 

of the data in the analysis of the trainees ' vocati onal principal s, superv iso rs' and trainers' 

responses .. 

Respon,~s to the level items were given a scale value ranging fro m three "hi gh" to one indicating 

"low". freq uencies and percentages were used fo r the proportion of responses on problems on 

the apprenticeship training programs. The views, options, observation and relating opinions to 

fact s were used in the open ended questions and interviews made with respondents. In the results 

section, responses of all subj ects were analyzed on each research question . 
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CHAPTER fOUR 

4. PRESENTATIONS, ANALYSIS AND INTERRETATION OF 
THE DATA 

In thi . chapter, the results of the stud y are anal yzed and di scussed based on major facto rs 
affecting the implementation of apprenticeshi p trai ning programs. I-lence thi s section of the paper 
deals with the presentation and analysis of the data gathered through: 

a) questionnaires distributed to trainees, trainers, vocational counselors, principals and 
supervisors 

b) The interview guide line des igned for the AAEB TV ET representatives. 
c) The focus group di scuss ion guide designed fo r trainee's trainers and voc. Counselors. 

Of the total questionnaires distributed to: 

• Out of285 questionnaires di stributed to trainers 240 (84.21 %) 

Trainers 30 (100%) 

• Principal s 7 (100%) 

• Vocational counselors. 9 (100%) and. out of 40 questionnaires distributed to supervi sors 
us organ ization offering apprenti ceship training 32 (80%) were completed and returned. 

The data secured through intervi ew from AAEB TVET representati ves, and the results of focus 
group discuss ion were included in the ana lys is of the tindings. 
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Characteristics of the study population 

Table-I: Description of trainees by age sex, training program, field of study and 

occupation of parents. 

No Item 
Frequency of Response (N=240) 

Number Percentage (%) 
I Agc: 

a. 15-20 11 6 48.3 
b. 21-25 102 42.5 
c. 26-30 20 8.3 
d. More than 30 2 0.9 

Tota l 240 100 
2 Sex: 

a. Male 140 58.3 
b. Fe ma le 100 41.7 

Total 240 100 
3 Train ing program you are/were enrolled in : 

a. 10 + I 94 39. 17 
b. 10 + 2 88 36.67 
c. 10+3 58 24 .1 6 

Total 240 100 
4 Fi eld of study: 

a. Business education 90 37.5 
b. Industrial Technology 58 24.1 
c. Construction Technology 60 25.0 
d. Hote l service & Beautification 16 6.8 
c. Textile and Garment 8 3.3 
r. Others 8 3.3 

Tota l 240 100 
5 Occupation of trainees' parents: 

a. employee (Gov'tlPVTlNgo) 106 44.2 
b. Trade 20 8.3 
r nth.,' 114 47 .5 

Total 240 100 
6 Fillancial stalus of your fam il y: 

a. High 12 5.0 
b. Medium 140 58.3 
c. Low 88 36.7 

Tota l 240 100 

As can i>G seen from Table I item 2, 100(41 .67'10) of respondcnts in Ihe sample of trainecs was a 

female. fhis figure is consistent with the data released by Addis Ababa Education Bureau and the 

MOE indicating the participation rate of females (46.7%) in TVET in Addis Ababa (MOE; 

2005/06 : 105). Thus it is possible to ri ghtly deduce that the representation of each sex in the study 
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lVas proportiona l to the rate or enro llments and the data provided by the sample trai nees re flects 

ideas and opinion of both fema le and male. Hence, the information gathered from the sample 

respondents refl ects the idea and opin ion of both female and male. 

As ind icated in item 3 of table I, the trai ning programs in wh ich sample trai nees were enroll ed 

in, 94 (39.7%) were attendi ng 10+ 1 program and the rest 146 (60.83%) were enroll ed in 10+2 

and 10+3 programs. Since apprenticeship traini ng, acco rding to the curri culum, is mandatory 

after completing T VET program that 0 ffered with in a year, its ounds l ogical to i nfer that the 

majority of the sample trainees have undergone apprenticeship training at least fo r two 

consecutive year programs and can provide complete and reliable data in relation to the 

implementation of the apprenti ceship training program. 

Regarding the occupation of parents 0 f trainees, 114(47.50%) of them were engaged in di fferen! 

types of occupational activiti es wh ile 106(44.17%) and 20 (8.33%) or them earn their li ving from 

employment in dilTerent organi zations and trade respectively. There rore, this findin g indicates 

that the great majority of the trainees' were concerning the occupational train ing area of the 

sample trainees' majority of them 90 (37.50%) were en roll ed in Business Education and the 

share of Tex tile and Garment 8(3.33%) is low. Thc representation orthc sample respondent s was 

consistent to the proportionate rate of TvET trainees in each major fi li ed of study. 
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Table-2: Description o f principals, vocational counselors, train ers and 

b rfi t' supervisors Jy qua 1 lca 1011, fi Id f t d Ie 0 s u ly an d expenence In years 
Freq " ency of Respondents (N~ 78) 

P rincipa ls 
Vocat iona l 

Trainers Supervisors SINo Items counselors 

I Qualification No % No % No % No % r -
- MAfAC/AED and Above I 14.3 1 11.1 

- BAIBSCIBED 6 85.7 8 88.9 10 33.3 3 9.4 

- College Diploma 20 66.7 12 37 .5 

- Bellow Diploma 17 53. 1 

Total 7 100 9 100 30 100 32 100 

-~ -f-ield of stud~ No % No % No % No % 
Bus iness Educa tion 7 23.3 12 37.5 

Industria l technology 1 14.3 10 333 8 25 
-- --

Constnlction Technology 1 14.3 8 26.7 8 25 

Hotel service and Beautifi ca tion 4 13.4 3 9.4 

Edpm/Edad 1 14 .3 

Psychology 5 55.6 

Other 4 57. 1 4 44.4 1 3.3 1 3. 1 

Total 7 100 9 100 30 100 32 100 
3 Years of services in current No % No % No % No % 

position 
1-5 years 1 11.1 2 6.7 I 3. 1 

G ~ 1 0 years 
e--- 2 - 22.2 8 26.7 3 9.4 

- - .- 1I-IS-years- 1 14 .3 9 30 8 25.0 
- --

16-20 years 2 28.6 2 22.2 5 16.7 12 37 .5 

>20 years 4 57. 1 4 44.5 6 20 8 25 .0 

Total 7 100 9 100 30 100 32 100 

It can be seen from the item I of table 2 that a II the samples principals had fi rst-degree and 

above. Regard ing the vocational counselor in the sample TVET institution 9(100%) all of them 

were degree holders. Hence, it is poss ible to deduce that the vocational counselors did full y 

qua lify to undertake activities pertaini ng to vocati ona l guidance, and job placement serv ices. 

Although a university degree was set as minimum requ irement to undertake activities di rectl y 

pertaining to the tra ining offered at thi s level, the vocational counselors did fully attain the 

desirable level. 
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Regarding the supervisors who took the responsib ility of guiding and foll owing up the day-to­

day activities of trainees wh ile they are in apprenticeship training offering organizations, as 

indicated in item 1 of table 2 only, 3(9.4%) degree and 12 (37.5%) had college diploma and 

above while the great majority 17 (53. 1 %) were below co llege diploma. Therefore from the 

qualification of the supervisors, it can be safely inferred that the substantial number of the 

supervisors did not attain the academic quali li cation that allow them proper implementation of 

apprenticeship training by sharing ex periences that were developed both through education and 

extended years of services. 

As indicated in item 1 table 2, the qualification of the trainers in the sample 10(33.3%) of them 

degree holders while 20(66.7%) had co llege diploma in the areas of TVET. From the interview 

held with the Addis Ababa city Administration Education Bureau TVET representatives it was 

further discovered that the qualification of trainers in the sample TVET institutions, out of the 

total trainers recorded in 2005/2006. Only 27.2 percent of them had university education and the 

rest 72.8 percent had co llege diploma and fo r furth er education foll owing up in service-training 

in different universities. Yet the education and training policy suggests that trainers at thi s level 

ought to have a minimum of lirst degree. Although a uni versity degree was set as a minimum 

requirement to undertake acti va tcs direc tl y pertaining to the training olTered at thi s level, the 

TVET trainers did not fully attain the desirable level. Thus, from this it can be rightly deduced 

that these under qualified trainers were not in a position to provide the req uired level of quality 

training to their trainees. 

As indicated in item 2 of table 2,all 9 of the vocational counselor were graduates of both at 

degree and dip loma levels, Yet, none 0 f t hem were trained in t he a rea w hich allows them to 

provide vocational guidance services as a profession . In so far as the specializations of principals 
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were concemed, 2 of them were trai ned in vocational area . On the other hand, the signi fi cant 
number 4 of the principals had neither the manageri al train ing nor TVET background. The rest 
one was graduated in Educational planning and management. 

Regarding the service years of principals, vocational counselors and supervisors table II item 3 
shows that majority of the principals served for more than 20 years in their current position. The 
majority of the supervisors in the apprenti ceship offering organizations 20 (62.5%) too served fo r 
more than 15 years having their current ti tle. The service year of supervisors in the organization 
also indicates that they acquired the required level of practical skills that would be ob tained 
through an ex tended years of services. Therefore, from this it is poss ible to infer that superviso rs 
shared their rich practical experiences to trainees during the apprenticeship training. 
Table-3: Profile of the organizations participated in the provision of 

Apprenticeship training programs. 

F of Response (N=3201 No '7 Items NO % 1 To which the following categories does your orga nization belon"? 
A) Small, sector enterprise 

13 40.6 BY Medium size enterorise 
to 31.3 C) Large modern cnten)l"ise 
9 28. 1 2 Twe of Business: 

A) Manufacturing 
8 25.0 Bl Trade 
t2 37.5 C) Service 
12 37.5 3 Tvoe of ownership 

A) Government 
18 56. 3 . . --------- . mPrivate 
12 37.5 C)NGO 
2 6.2 

Item I of Table 3 was constructed to di stinguish among di fferent categories of the sample 
orga nization parti cipated in the prov ision o f apprenticeship train ing. Accordingl y, 10(31.3%) of 
the supervisors indicated that their organizations belong to the intermediate sector while the rest 
9(28. 1 %) and 13(40.6%) of the supervisors categorized their organizations under small in formal 
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and modern sec tors respectively. This findi ng indicates th at apprenticeship training was 

insufficient capacity and resources to support such a training made to any signi ticant level. 

Thc opcn-ended questions was constructed to icientilY the rnaxim um number of the apprenti ced 

that the organization received and trained during the apprenticeship program. According, the 

majority 20(62.5%) of the supervisors indicated that each organization took on a maximum of 

four apprentices during the previous apprenticeship training period. This indicates the wide gap 

between the demands for apprent iceship training and the supply orthe organization . 

Presentation and analysis of the Data 

Table-4: Cond ition of legal framework for Apprenticeship Training 

, - Respondents (N=31S) , Table Calcul 

Vocat ional value ated 
No Items Principals Trainers Supervisors Trainees df of X' X' counselor 

I~- No % No % No % No % No % 
.. 

, J Were Ihl'n- any laws support ing the 

i il1lplclU('l1 latill uot' apprelJtices 
tra in ing": , 

i -."--- -------
J ;\) Yl'S 2 lX . I 11.1 7 23.3 5 14.3 

~. 
Hl No 5 71. 8 88.9 23 76.7 30 85.7 

Total 7 100 9 100 30 100 35 100 3 7,,82 1.7 
..•. - . - --_ . , , If yt's. w hich of I he followilll,: l aws , 

"l' rt' lljlpljNI'! , 
1--- --I A) TVrT law 

I 13 ) AppH:nti ct:!ship guide linc 2 100 4 57.1 J 
I , 

C) Apprenticeship training act 1 100 3 42.9 
['DfLabour proclall1ation 5 100 

i- Total 2 100 1 100 7 100 5 100 
1- -~-~ 

.\ Dld all ("011(' ('1"111.'(1 parties sign 
Illl' IIl0nHUIum I)f agreement ouring I OI llprl'nli l'l's hip (ra~ [--I A) "l'S 4 11.4 3H 1S.8 

I B) No 7 JOO 9 ~OO ] J !UU; 30 
-+---

20 2 84.2 
----

I Total 7 100 9 100 35 100 30 240 100 3 7.82 1.4 

- . • p ..... 0,0) 

Apprenticeship trai ning is a particular instrumenl o r co-operation bel ween enterpri ses and TVET 

institutions. It aims at increasing the quali ty or training, by exposing trainees [0 real world of 
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work. Ilence, thi s crucia l aspect or training needs to bc su pported by closc communication and 

clear rules and regul ations. In light of the above discussion, under item I of tab le I V, the sample 

respondents were asked to indicate the ex istence of laws lor implementation of apprenticeship 

tra ining. The majority of the total respondents, live o f the principal s, e ight of vocational 

counselors, 23(76.7%) of trainers and 30(85.7%) superviso rs in organ ization offering 

apprenticeship trai ning replied negati vely, showing the non-ex istcnce 01' lega l framewo rks on 

which apprenticeship training was based. 

Th~ degree of freedom for item2 is 3. The chi -square cr it ical value 01' each item at 0.05 level or 

sign i licllnce is 7.81 , Chi-Sq l!ure of observed of item exceeds the Chi-Square cr itica l value of it ~m 

I'herefore, conditions of lega l framc work lo r apprenti ceshi p training arc signilicant. I~vcn the re 

were misconceptions among those respondents which rep li ed posi ti vely. Th is was man ifested by 

their responses to item 2 for all of them thought that labor proclamation was a bindin g law fo r 

appre nticeship trilining undertaken by TVET trainees. In actual sense thi s law appli es to the 

traditional type or ap pren ti ceships contract to be s igned between thc cmployer and the unskilled 

wo rker on vo luntary basis. Thus, based on the responses of the majority. it is safe to infer that 

there were no genera l laws a llowing the prov ision o f apprenticesh ip traini ng. 

As alread y indicated, Item 3 in the same table was intendcd to exa ll1inc whether or not 

apprc nticeship C(1llt ract was signed all10ng the three panics .. traince. Tvr·:T ills til ut ion and 

organi zations . Accord ingly, no single respondent from each gro up incii cated the ex istence of such 

contract. From the findings in tab le IV one can eas il y infer that the apprentices hip training 

undertaken so far had no lega l loundation h Oll, which duties and responsibi lities of each 

participating party were to be deve loped. 
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Table-5: Criteria used to Select Organizations and Ass ign trainees 

RcsPo"d,"ts (Ng 286) Of Tablt CalculRted ,;1 
Trainers Principnl Trainees Voe.CoulI X' 

No lIems Nil % No % No % No % 
I Were Ih ere crite ria set to select 

Il rg,mization 111al could o tTer apprenticeship 
trai ning? 

A) Yes 12 40 ) 42.9 2 22.2 
niNo I ~ 6U 4 57 . 1 7 77,g 

Total 30 100 7 100 9 100 I .1.S·1 I A 
2 I r yes, what were the major faclOrs 10 he 

Ctl llsidcrcd in tile procc"" (If sdcl;l ion,! 
A) S ize o rilic organ izil tion ) 25 I :,,0 

B) Tv!)!.: of iJusincss. 'I 7, 3 IUO I ,i~ 
C ) The I1l1mber of employees 

D) Rcievance orlhe acti vit ies the 
organizations engaged in In 
tlCcllpalional area of trai nin g, 

Total 12 100 3 100 2 100 
) Who ass igns trainees to each selected 

tl r~nniz;:\lion '! 

A) The vocational counselor I~ 60 7 IUO 144 6U 9 IUO 
IJ) The vocaliOlUlI counselor 18 7.5 
C) Th rough truillccs persona l contact X 27 51 2 1.5 
D) COlllmittee headed by the guidance 4 13 27 11.2 
unicer j 

Total 30 100 7 100 240 100 9 100 J 7 .~2 3.6 
4 1 [ow was the total num ber of trainees 

ass i).!Jled to each organ ization determined 
1\ ) ll y the agreement made hetween 
TV ET inst itution nnd organizmion 25 83.3 5 7 1.4 2 13 88.7 4 44.6 
B) l1 y the TV ET institution urthe bases of 4 1.7 2 22.2 

rl"escnt criteria 
C) By the uf"HnizllLion unilatera ll y 5 16.7 2 28.6 17 7. 1 3 33.3 
ll) By the st atement orlhe law/guidelillc o f 6 2 .. 5 

Co-uperation 

Tolal 30 100 7 100 240 100 9 100 J 
7.S1 JA'J 

lp< (l .Il:' 

As it has already 11een staled in the literature or th is thes is a body empowered by the sale, based 

on guidel ines and criteri a determined before hane!. is ex pected to se lect organization that shall 

participate in the prov ision of apprent iceshi p traini·ng. On the hasis or th is. item I or tnblc 5 was 

eonstructed to identify whether or not criteria were set to select apprenticeship training offering 

organizations. The majority of the respondents, four of princ ipals and seven of vocational 

counselors reveal the non-ex istence of criteri a on which the se lection of appropriate 
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organizations for apprenticeship trai ni ng is to be based. The chi-square test result revealed that, 

for I d egree 0 f freedom at 0.05 l evel 0 r s igni ficance, t he c riti cal value 0 f x 2 g reater than the 

calculated x2 implying that there was no stati stically signi fi cant di ffe rence between the 

perception of the principal s, trainers, and voca ti onal counselors. This finding indicates that the 

process of select ion of the organizations had no uni formity, and obi igatory condi tions concerning 

the minimum requirements needed of organizations to be selected for provision of apprenticeship 

training. 

In the interview held with the TVET representatives AA Education Bureau, re fl ected the same 

idea. In the interview, it has become clear that the training institute simply send its trainees to any 

organization that has shown its willingness to give the training. 

On item no. 2 of Table V respondents who answered posi ti vely regarding the presence of preset 

criteri a for the selection of organizations were asked to enumerate the major elements in the 

criteria. According, all of the respondents asserted that the mere criterion used was the relevance 

of the activities organizations engagcd in to the tra ining area in which apprcnticcship traini ng 

was demanded. Thus, even werc criteria were se, important factors such as the availabi li ty of 

human and martial resources in the organization were not given due attention or mi ss ing. 

On item 3 of the same table respondent were as ked to indicate an authority in charge of assigning 

trainees to apprenticeship training offering organizations. Therefore , all of the principals and 

vocational counselors and 144(60%) of trainees indicated that the task of assigning trainees to 

each organization was done by vocational counselors. A reasonable proportion of trainees in the 

sample respondents 96(40%) indicated that the assignment of tra inees to respective organization 

was the responsibility of other personnel such as trainers, principals and even trainees themselves 

could choose their own organization. A chi-square test was calculated to detect perceptual 
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difference among the three stud y groups. The resu lt revea led that there was not stati st ica ll y 

significant variati on among the response 0 fthe principals, trainees a nd v ocational counselors. 

From the responses given to thi s questi on, a lesson can be derived that those in charge o f 

ass ignment o f trainees to ap prenti ceship ofTering organizations va ry from inst itu tion to 

insti tution. The same holds true regarding the cri teria used during the assignment process, as 

reflected by responses given to item 4. That is sine the responses given for fil ed of training, 

chance and interest trainees were proportional it shows dispari ty in criteria used. 

Item 4 was constructed to identi fy the mechan isms used to determi ne the total number 0 f trainees 

to be sent to apprenticeship training offering organ ization. To this end, the great majorit y of the 

respondent five of principals, four of vocational counselor, 213(88 .7%) of trainees and 

25(83.3%) of Trainers confirmed that had on abso lute authority to agree or disagree to determine 

the total number of tra inees that cou ld be allachedto its organizations . 

Table-6: Assignment of Supervisors 

~ . .'. Responses(N=2401 Total 
Item No 0/0 No % 

Did an organization assign supervisors to 
guide and follow-up your work during 
apprenticeship training 
A) Yes 108 45 108 45 
B) No 132 55 132 55 

Total 240 100 240 100 

To realize the overal l advantages of apprenti ceship training, enterpri ses are ex pected to assign a 

supervi sor or an in-company trainer to follow-up and support trainees at the workplace or 

training venue. Based on thi s, Tab le VI was constructed to investigate the availability of the 

supervisors in the organizations offering apprenticeship training. T hus, the signifi cant majority 
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132(55%) of the trainees confirmed that workplace supervisors/trainers were not assigned to 

guide and support the apprentices during apprenticeship train ing. Thus, the finding reveals that 

the majority of the apprentices were left completely to work independently within training 

programs without any from of supervision, feed back ancl moti va tion tha t could help to breed 

producti vity and good work ethics. 

Table-7: Supervisors' Capabilities and Willingness in Supporting 

Apprentices 

Alterna tives 

Item 
High Medium Low Total 

No % No % No % No % 

Mean 
value 

Rank 

How do you rate the following 
qualities supervisors should possess? 

A) Knowledge of the subject matler 50 20.8 80 33.3 110 45.8 240 100 1.75 3 
(theoretical knowledge) 

8) Sk ills on give practical tra ining 120 50 70 29.2 50 20.8 240 100 2.29 I 
C) _ Skili s on erescntation ~ 40 16.7 80 33 .3 120 50 240 100 1.66 5 
D) Wi lling ~less lO shape thc:ir skills to 70 29.2 80 33.3 90 27.5 240 100 1.9 1 2 

i.lpprcntlcc. 

E} '(" ~i~bi l rIYtO -e\;aJtiat'c a;l'tTinovide ---rso-- --------- --
20.R 7<, 313 II S 47 0 240 100 1. 72 4 

Lrccdback • I 
;\ workplace supervisor/trainer assumes an 1I1creasingl y crt ltcal pO iso n In the Il11pl cmentatl on of 

apprenticeship train ing. By providing training opportunities, the superv isor/trainer, can play an 

essential role in maintaining the integrity of hi s trade as buildi ng the wo rk fo rce of tOl11orrow. 

Yet, the critical issue is to what ex tent workplace trainers arc ready, willing and able to meet 

these enhanced and committed to fulfill this important rol e. 

In light of the above discussion, in Table 7 the trainees who replied positively regarding the 

ass ignment of the supervisors were asked to rate the ex tent that the competence of the 

superv isors aids transfcr of skil ls to trainees ill tlt e fram e wo rk of appropri ate leaming principles. 

Accordingly, the majority for the respondents ascertained that their supervisors' skill s in doing 

practical activities and their willingness to share their experi ence according to the apprentices 

need were rated high, conversely, the majorit y of the respondcnts rated the theoretical 
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background, skills on presen tatioll and their capabilit y in evaluati ng apprenti ces and providi ng 
feedback as low. There fore, these fi ndings revcal that the supcrv iso rs did not have the necessary 
theoretical background and methodologica l knowledge to deliver training to apprenti ces and 
finall y to evaluate their performance. 

They further indicated in their reply to open ended questi ons the absence of a number of 
conditions from their workplaces. A range of the fo llowing complaints were common. 

• The evaluation criteri a and process were not earl y communicated between the superviso rs 
and apprentices, as indicated by (65%) of the trainees . 

• The evaluation was undertaken by the head o f the departments, not by the immediate 
supervi so rs, as indicated by (36%) if the trainees. 

• Lack o f fa ir and objective competency-based pract ical assessment procedures, (7 1%) of 
the trainees. 

• Lack a ffa ir and equal treatment of apprentices, as indi cated by (58%) of the apprenti ces. Table-8: Performance of T rain ces durin g Apprcnticcship T raining 

Res pondents (N=41) Table Calcu 
High Medium Low Tolal df vulue of I.ted Items x' x' No % No % No % No % 

A) Th~ Ir<linccs dili !:\Cll tly perrorlll the 
~~)prcnticcshil2 training 

-Su pervisors 24 68.6 6 17.1 5 14.J 32 100 Vocational Counsclor~ 6 66.7 2 22.2 1 11.1 9 100 Total < 30 68.2 8 18.2 6 13.6 44 100 2 5.9 1 1.2 13) To work aCI;onling to Ihe work methods of the 
nq!aniZ;lliutls. 

SupaI isors 1<) 54.J 4 11.4 12 J4.J 35 100 VncalHlIlal Counselors 7 77.8 0 0 2 22.2 <) 100 Total 26 59.1 4 9 .1 14 31.8 44 100 2 5.991 1.1 C) To utilize machine/equipment with care 
Supervisors 2 5.7 9 25.7 24 68.6 35 100 Voca\ iunal Counselors 0 0 3 33.3 (, 66.7 ') 100 TOlnl 2 45 12 27.3 311 68.2 44 1011 2 5.991 7. 1 I)) \0 perform practica l activi ties 
Supervisors 6 17.1 10 28.6 19 54.J 35 100 VO(.:<Ilionai Counselors 1 11.1 1 11.1 7 778 9 100 
Total 7 15.9 11 25.0 26 59.1 44 100 2 5.991 0.9 E) To coopcnJtc with other employees 
Supervisors 21 60.0 13 37.1 1 2.9 35 100 Vocational Counselors 7 77.8 2 22.2 0 0 9 100 Total 28 63.6 15 34.1 1 2.9 44 100 2 5.991 1.1 F) To utiii"lc input cfticicn lly 
Su pervisors 9 25.7 0 0 26 74.3 35 100 Vocational Counselors J )).3 0 0 6 66. 9 100 Tulnl 12 27.3 0 0 32 72.7 44 100 1 3.S41 I G) To produce quality products 
SupcrvisoTl; 1 2.9 12 J4.3 22 62.9 J5 100 Vocational Coun selors 1 11.1 3 33.3 5 55.6 9 100 Total 2 4.5 15 34.1 27 61.4 44 100 2 5.991 1.0 • p< 0.05 
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The items in Table 8 were des igned to investi gatc the state of trai nees' readiness and ability to 

acco mpli sh apprenticeship training effecti vely. Thus, among the given indicators of trainees' 

perfo rmance whil e do ing apprenticeshi p training, majority o f the total respondents 68 .2%, 63.6% 

and 59.1 % rated apprentices dili gcnce cooperat c and willingncss to wo rk acco rding to the wo rk 

methods o f the organizations as high on the other hand , apprentice' ab ilities to perform practical 

acti vities, to ut ili ze inputs e ffi cientl y and to produce quali ty products were rated low by the 

maj ority o f the total respondent. The chi-square test result revea led that fo r 2 degree of freedom 

at 0.05 level of significance the critical values of x2 were greater than the calcul ated x2 implying 

that there was no stati stically significant difference regarding all these measuring elements 

among the perceptions of the supervisors and vocational counselors. 

Trainees' capacity to utili ze machine equipment carefully and cooperate with the employed in the 

organizations were rated Law . But the chi-square test resul t revealed that 2 degree of freedom at 

0.05 level of signifi cance the crit ica l values of x2 were less than the calculated x2 impl ying that 

there was statis ti ca ll y signi fi can t di fferent between the percept ion of supervisors and vocationa l 

counselors regarding trainees' e ffi c iency to utili ze machines and to cooperate with other 

employees. This signi ficant difference emanates from the level of closeness of the two study 

groups to the perfom1ance o f trai nees . Thus, sine superviso rs have more opportuni ty to view the 

acti viti es of trainees while they were doing practical work it is w ise to ignore thi s difference and 

to depend on the responses of the majority. Therefore, from these findings it is possible to deduce 

that trainees sent for apprenti ceship trai ning were psychologica ll y ready enough to engage in 

practi cal activiti es in the world of work. But, sadly enough, the status o f their acquaintance with 

practi cal skills to come up with qua li ty products was below the level o f compromise. Thi s has 

further negati ve implications on the qualit y o f the train ing trainees received from their respec ti ve 
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TVET institutions, which is of course the cumulative resu lt of quality of trainers, inputs for 

practical training and the condition of the leaning environment. 

Table-9: Roles of TVET Institution in Promoting Apprenticeship Training 

Respondents (N=78) Table 
Calcul 

Law Um.l ccided Total 
d value: aled 

High Medium r X' , orxl 
Items .:, No % No % No % No % No % 

A)Considcr grades given for 
apprenticeship training lIS a 
component of criteria for 
('l'r-Iifieation 

Supervisors 32 100 3 2 100 
Vocational CoullSclors 9 100 9 100 
I'dnci(UI] s 7 100 7 100 
Trainers 30 100 30 100 

Totul 81 100 81 100 4 9.488 3.2 1 
Il) To assign personnel that follow-u p 

the apprellticeship training. 

Supervisors 35 100 

VOl'alioll lll Counsciors 2 22.2 .15 100 9 100 
"rincipals 2 2H.6 5 77.H 7 100 
Trainers 30 100 30 100 

Total 4 49. 77 95.15 81 100 4 9.488 3.11 
) To prepare guidelines and schedules 
that help proper implementation of 
a I Il"Cllticcshi) trainin I 

SUllcrvisol's 32 100 32 100 
Voca tional COUllSclol's 9 100 9 100 
I'rinci lal s 7 100 7 100 
Trainers 30 100 30 100 

Total 8 1 100 81 100 4 9.488 5.13 
n ) To work in coordination with the 

or 'aniZlllion 
SUI)crvisors .12 100 32 100 

Vocatiollal Counsclors 4 44.4 5 55.6 9 100 
Principals 4 57.1 3 42.8 7 100 
Trainers .10 100 30 100 

Total 8 9 .. 9 8 9.9 (15 80.2 81 100 • 9.488 S. l l 

• p< 0.05 

The items in Table IX were designed to exami ne the sate of the efforts made by T VET 

insti tuti ons to help e ffecti ve implementation of apprenti ceship tra ini ng in each organizati on. To 

thi s end, all respondents ( 100%) ascertained that the TVET institution recognizes results of 

app renticeship training by using it as a major component of criteria for certification that is used 

as a testimony for the successful completion of middle level TVET program. 
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On the other hand , the great majority of the respondents (95.1 '10) unravel that TVET institutions 

did not assign coord inators who follow up the progress or apprenti ces at workplaces of the 

apprenticeship training. Again , all of the respondents (1 00%) ascertained that no guidelines and 

schedules were prepared by the TVET institutions to help proper implementation of 

apprenticeship training in each organizati on. More over the majority (80.2%) of the total 

respondents asserted that the TVET institutions status to work in coordinatio n with the 

organi zations to allow desirable performance and accompli shments during apprenticeshi p 

training was below the required level. 

A chi-square test was calcu lated to check whether or not perceptua l difference exists among the 

four study groups. Accordingly, the result revea led that for 4 degree of freedom at 0.5 leve l of 

significance the critical value of x2 was for greater than the ca lculated x2 was that there was no 

stati stica ll y sign ificant difference in perception. 

Therefore, from the above findin g it can be safely inferred that the roles played by TVET 

institutions were not encouraging enough for the fact that they did not exert the maximum efforts 

required of them to materiali ze effective implemen tation of apprenticesh ip training by working in 

close touch with organi zation and preparing documents that help smooth handling of 

apprenticeship training. 
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Table-IO: Preparedness of Organizations O ffering Apprenticeship Trainin g 

Alternatives (N=256) 
T.ble Calcul 

H igh Medium Low Total df 
x2 atcd x2 

Items N % N % N % N % 

A) Accept tra inees for 
apprenticeship training 
Trainees 50 20.8 80 333 110 45. 8 240 100 
Vocat ional counselor 3 333 6 66.7 9 100 
Principals 2 28.6 5 7.14 7 100 

Total 50 19.5 85 33.2 121 47.3 256 100 4 9.49 3.27 
8 ) To assign the apprentice in the 100 

place appropriate to his fil ed 
of training. 
Trainees 20 8.33 90 37.5 130 54.2 240 100 
Vocational counselor 9 100 9 100 
Principals I 143 6 85 .70 7 100 

Total 20 7.8 91 35.5 145 56.6 256 100 4 9.49 1.99 
C) To ass ign a capable supervisor 

who would cnh,mec the skill s 
of the apprentice 
Tra inees 15 6.3 92 383 133 54.4 240 100 
Vocational counselor 9 IOU 9 100 
Principals 2 28.6 5 7.4 7 100 

Totnl 15 5.9 94 36.7 147 57.4 256 100 4 9.49 3.59 
D) To consider the apprent ices as 

.1 regular employee and to 
provide hinvhcr the ncccss~lry 

__ inputs. 
'I'rainecs 16 6.67 90 37.5 1)4 55.8 240 1011 ----
Vue.llion '11 cOll ll se lor I I 1.1 g R8.9 9 100 
P111lC ip,11s 3 42 .9 4 57.1 7 100 -- _. 

Tota l 16 6.25 94 36.7 146 57.03 256 100 - - -
.p< 0.05 

The proper implementation of apprenticeship training requ ires carefu l preparation and a common 

effort from all concerned stakeholders. Each partner has to be aware of his share and hi s certain 

tasks. Considerin g training as on go ing investment in the future of the workforce, it is the 

responsibility of the employers to provide an opportuni ty fo r apprentices to learn hi s/her trade by 

offering a well ro und , practi cal trade train ing ex peri ences. Yet, the ma in challenge is to ensu re 

that the employe r organi zations are comllli ited to princi ples o f in vesting in human capital 

formation and acknowledge its importance for development. 

Based on thi s, the items in Tab le 10 were dcsigned to investigate the ex tent to wh ich 

apprenticesh ip t raining offerin g o rgani zations m eet t he c nlcial factors n ecessa ry tor eali ze the 
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apprenticeship traini ng. Accordi ng quite a great majority o f the total respondents, (47.3%), (56.6 

%) and (57.7%) ascertained that the necessary inputs by assignin g them in the place approp ria te 

to their filed of training, to accept trainees and to assign supervi sors were rated low respective ly. 

The chi -square test resul t revea led that for 4 degree of freedom at 0.05 level of signifi cance the 

criti cal values of x2 were greater than the calcul ated x2 implying that there were no stati stica lly 

signifi cant differences in opinions regardin g the preparedness among the fo ur stud y groups. 

Therefore, the findin g revea ls that the organizations were little prepared for co llaboration and of 

few of them had the appreciation of the value of apprenticeship training to play essential roles in 

the apprenticeship schemes. 

Table-II: Financing Apprenticeship Training 

Respondents(N=309) 
Princi ai, Supervisors Trainees Train ers Total 

No. TtPrn. No % No I % No % No % No % 

I Were apprentices paid wages for their labor dur ing I 
~~nti cl'sh i p training? 

iI) Ye, 0 0 3 94 0 0 3 10 6 1.9 

B) NO 7 100 29 90.6 240 100 27 70 303 99.1 
1---. 

Totu l 7 2.2 32 10.2 240 77.9 30 9.7 309 100 
-.~. 

2 Covers expenditures of trainees during apprenticeship 
training? 
A) O rganizations 2 6.25 5 2. 1 7 2.2 

8 ) Apprentices! fa mili es 7 I UU 30 93.7 235 97 .9 30 100 302 97.7 

C) The r VET institutions 

0) Public fund 

E) Sponsorship Agencies 

Total 7 2.2 32 10.4 240 77.7 30 9.7 309 100 

3 Which of the followin g mechanism was llsed to 
subsidize the direct cost of the organiz<.ltion for 
apprenticeship training? 
iI ) Public fund 7 21.9 23 9.6 8 26.7 38 12) 

13) The organi i'.at ion budg\: t 4 57.1 20 ()2.S 162 67.5 12 40 198 04 .1 

C) The money raised from ,1 levy imposed on enterprises 2 28J) 
Cc;-'-

3 <).4 IS 6.3 4 13.3 24 7.7 

0 ) Income generated from sales of production and I 14) 2 6.25 40 16.7 6 20 49 15.<) 
service acti vi ties of tra inees. 

Total 7 2.2 32 10.4 240 77.7 30 9.7 309 100 

'p< 0.05 
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Traditionally, apprenticeship is a type o f on the job tra ining. The apprenti ces, in return for the 
training receivcd, contribute to the production. Conversely, contemporary apprenticeshi p 
combines both market financing and public intervention. Hence, the direct and indirect 
expenditure 0 fa pprentices training n eed to b e sh ared among the beneficiaries 0 f t he training, 
namely the employers the trainees and the public. Sharing the training cost capture some of the 
benefits, avoids insufficient separation deci sions by all parties . Through cost sharing, apprenti ces 
pay for their sk ill s formation by accepti ng a wage that is lower than marginal producti vity during 
the training period. Similarly, the government has a responsib ilit y to subsidi ze the cu rrent and 
capital expenditures including apprenti ceship allowance, thro ugh levy-grant schemes or out 
general taxation . Employers could be responsibl e for the employment costs of the scheme. I n 
light of the above discussion, items in table II were des igned to examine the mechanisms being 
put in place to finance apprenticeship training schemes. Accord ingly, the great maj ority 303 
(98.1 %) of the total respondent a rrinned that the apprentices were not paid wages or modest 
allowances by the organi zations in return to their productivity during the training period. In line 
with this, quite the great majority of the respondents 302(97.7%) ascertained that the 
remunerations required to attend the app renticeship training were full y borne by the apprentices 
and/or their respecti ve famili es. 

Item 3 of Table was constructed to in vesti gate the mechanisms used to subsidize the direct cost 

of the organizations offering apprenticeship training. To thi s end , the majority 198(64.1 %) of the 

respondents affirmed that the organi zation themse lves were respo nsible for the recu rrent 

ex penditure o f the training which essenti all y exceed their possible bene fit s. 

Thus, from the findings it is possible to deduce that no funds were borne by the government to 
support the proper implementation of apprenti ceship training scheme. This sharply contrasts with 
the ex periences of many other countries, where the gove rnment encourage firms to train though 
provision of a regime of incent ives in the form of direct subsidy o f enterpri se training, train ing 
cost reimbursement as apart o f levy-grant system, apprenticeship wage subsides and indirectly, 
through concessions on company tax obligations for organization that involved in apprenticeship 
training scheme. 
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Table-l 2: Reasons for Exclusion ofTrainccs from Apprenticeship Training 

Rcspondcnts(N=286) 
No Item 

TI':liners Trainees Voe. Coun. Principal Totol 
No % No % No % No % No % 

I Were some trainees completely excluded from 
apprenticeship training? 
A) Yes 18 60 130 54.2 6 66.7 4 57. 1 158 55.2 
B) No 12 40 110 45.8 3 33.3 3 42.9 128 44. 8 

Total 30 10.5 240 83.9 9 3.1 7 2.4 286 100 
2 If yes, which of the following were the main reasons? 

(you may choose morc than one answer) . 
A) In adequacy of organizations to absorb all trainees 6 20 68 28.3 74 25 .9 
B) Inconven ience of the session for apprenticeship 4 13 .3 20 8.3 24 8.4 training 
C) Reluctance of the trainees 

D) Shortage of man power 10 coordinate 311 12.5 2 22.2 2 28.6 34 I 1.9 
E) Organizations were not volunteer 20 66.7 122 50.8 7 77.8 5 7 1.4 154 53 .8 

Tota l 30 10.5 240 9 83.9 7 2.4 286 100 

On the item no I of Table 12 respondents were asked to veri fy whether or not some legible 

trainees were completely excluded from apprenticeship training due to the factor beyond their 

control. Accordingly, quite the great majo rit y of the total respondents 158(55.2%) asce rtained 

that sume trainees were forced not to attend apprenticeship training completely. Item No.2 of the 

same table was purposefully constructed to investi gate the main reasons that compelled trainees 

from engaging in apprenticeship training. To this end, the majority of the Respondents (53.8%) 

asserted that the organizations were not vo lunteer to attain trainees for apprenticeship training 

and this was the core problem of some trainees' complete exclusion from apprenticeship training. 

Shortage of manpower to coordinate and Inadequacy of orga ni zati ons, available in the area where 

the TVET institutions were located to absorb trainees comes second and third on the list in 

relation to the major areas of the problems. Thus, from this it can be safely deduced that tra inees 

were forced to attend apprenticeship training. 
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Table-13: Factors Affecting Retention and Completion of Apprenticeship Training 

Alternatives 
Items Hieh J\olediull1 Low Tolal 

No % No % No % No % 
1\) Assignment other than occupational field orlT<lining 

Trainees 220 () 1.7 17 7.1 3 1.25 240 100 
Vocational Counselor 6 6u.7 2 22.2 1 11.1 " 100 
Supervisors 25 7S.1 5 ISh 2 6.25 32 100 
Principals 3 42.9 2 28.6 2 28.6 7 100 
Trainers 20 66.7 5 16.7 5 16.7 30 100 

Total 274 86.2 31 9.7 13 4. 1 31 8 10 B) In appropriateness of period/Sessionl of apprenticeship 
Irainin~ 

Trainees 208 86.7 12 5.0 20 8.3 240 755 
Voca tion31 Counselors " 100 9 2.8 
Supervisors 23 7 1.8 3 9.4 6 18.8 32 10.1 
Princ ipals 4 57.1 2 2H,6 1 14.3 7 2.2 Trainers 18 60 8 26.7 4 13.3 30 9.4 

• Total 262 82.4 25 7.9 31 9.7 318 100 
C) Financial problem 

Trainees 221 (n.o 17 7.1 2 0.8 240 75.5 
VO("Ollional Counsdors 66 {)(,.7 3 33 .J 9 2.8 - - "-
Supervisors 20 62.5 8 25 4 12.5 32 10. 1 
Prim:i p:J ls 6 85.7 1 14.3 7 22 
Trainers 21 70 7 23.3 2 6.7 30 9.4 

Total 21.4 86.2 3(' 11.3 R 2.5 318 100 
D) Lltk or r!.!liable transport 

Trainees 180 75 60 25 2.JO 75.5 -
VocaliOlwl Counselors 6 66.7 3 33,) 9 2.8 
Supervisors 15 46.9 17 53.1 32 10.1 
Principals 5 7 1.4 2 28.6 7 2.2 
Trainers 19 63 .3 11 36.7 30 9.4 

Total 204 64.2 94 29.6 20 6.3 318 100 E) 1" appropriate treatment by supportive workplace 
supervisors 

Trainees 12 5 40 16.7 188 78.3 240 75.5 
Voca tional Counselors 9 100 9 2.8 
Supervisors 

32 100 32 10.1 
Principals 

7 100 7 2.2 
Tr3incrs 

30 100 )0 9.4 
Total 12 3.8 40 12.6 266 84.6 318 10 

• , p .... 0.05 
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As discussed in the literature reviewal' thi s thesis, apprent ice 's readiness to cope with the 

demands of work and learning and support from fam il y, fri cnds and peer to yo un g tra inees arc 

considered to be prerequisites, without which it is unlikely that a contrast of apprenticeship 

training would be commenced. It is more than being motivated and induces the ability to develop 

and maintain effective interpersonal relationship as we ll as demonstrating that they have the 

personal attributes and aptitudes that are required for the job. Where apprentices are young, 

support of the family often provides, money, transport and other basic necessities without which 

apprenticeship training would not be possibl e. Thus, the absence of these and related factors 

di scusscd earlier willundoubtcdly force the apprenticc to quite the apprcnticeship training. 

The item in Table 13 designed to identify factors that contributed negative ly for the completion 

of apprenticeship training. Many of the factors that impact negatively or retention were 

cumu lati ve. Many trainees spoke of hav ing to bear two or more negative aspects over their 

apprenticeship training. Out of the factors impedi ng retention and completion of apprenticeship 

training, assignment of trainecs to places where their occupational field of training was non 

existent (86.2%), inconvenience of the period when apprenticeship training was conducted 

(82.4%) and financial problem (86.2%) come at t he top li st accord ing to the responses of the 

great majority of the total respondents. From the findings it can be infen-ed that factors that 

negatively affected successful complet ion of apprenticeship training. there fore, during 

organizing and planning apprentice sh ip Training cmanated from both soc ial and admini strati ve 

factors. Put differently inappropriate scheduling of apprenticeship training and lack of financ ial 

support and cooperation from stakeholders were the main factors that affect retention and 

completion of appren ti ceship training. Therefore, during organi zing and planning apprent iccship 

73 



training the need for invo lving all stakeho lder, so as to minimize problems to be encountered 

and guarantee ease of implementation, in the process were not given due consideration. 

Table-14:Follow-up Activities during Apprenticeship Training 

Respondents 

No Item Trainers T ra inees Vac. Coun. Principal 
Supervisor 

Total s 
No % No % No % No % No % No % 

I Did pro fessionals from TV ET institution follow 
-up the progress of apprenti ces? 

A) Yes 12 40 52 21. 7 3 33 .3 2 28 .6 fi9 21.7 

13) No 18 60 188 78.3 6 66.7 5 71.4 32 IDa 249 78.3 

T otal 30 9.4 240 75.5 9 2.8 7 2.2 32 10.1 31 8 100 

2 If yes how frequent ly was the (ollow-up activity? 

A) Daily - - - - - - - -

13) Once week - - - - - - - - - - -

C) Once in a while 12 100 52 100 2 66.7 I 50 32 100 99 98 

D) Once in IwO weeks - I 33.3 I 50 2 2 

\ Tota l 12 11.9 52 51.5 3 3 2 2 32 31.6 101 100 

3 If no which of Ihe following was the major 
probk m'! 

I 
1\ ) Lack of fi nance 16 88.9 162 86.2 6 100 5 100 32 100 22 1 88.8 

I 
13) Tra iners attend in ServIce course 18 100 170 90 4 6 l Oa 5 lOa 32 lOa 231 91.8 

I C) Trainers were on Ann ual leave 18 100 164 8;.2 5 83.3 5 100 30 93 .7 222 89 .2 
I 

11) Tr.lincrs we re not adcqu .Llc in number 12 66.7 120 63 .S '.'~ 6Cl.7 3 60 24 75 163 CiS.5 
I 

4 

Tola l 

• p< 0.05 

In item one of Table 14, respondents was asked whether there was any follow-up activity is were 

undertaken by professional s or trainers in TV ET instituti on during the apprenticeship training. 

Thus, most of the respondents, (66.7%) of vocational counselors, (100%) supervIsions, (60%) 

Trainers and ( 78 .3%) 0 f trainee' s I' eplied that there was n o follow-up acti vity undertaken b y 

personnel from TVET institution during apprenticeship trainin g, Li kewise, (7 1.4%) of principals 
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assured that the TVET institut ion did not profess iona ls who would follow- up the progress of 

tra inees of apprenticeship training. 

Item 2 of Table XIV was constructed to assess the intensity of the level of follow-up activ it ies 

during apprenti ceship traini ng, if any. Acco rd ingly, few respondents who indicated in item 

number 1 that the fo llow- up act iviti es were undergone by T VET institution asserted that these 

acti v iti es were carri ed out once in a while. Again thi s finding indicates that the fo llow-up acti vity 

und ertaken in some areas was nominal and can be said no more than nothing. Thus, from thi s it 

can b e i nferred that t he a pprent iceship t raining undertaken b y T VET insti tuti ons were s imp ly 

ai med at meeti ng the instructions in the curricu lum gu ide but not to get the max imu m out of it. 

On item 3 of the same tab le, respondents were asked to enlist the major bottlenecks to undertake 

the fo ll ow-up act iviti es . To thi s end out of the respondents w ho confirmed in their responses to 

item no. 1 that the follo w-up activ ities were not carri ed out, the great majority, all ( 100%) o f 

vocational counselors, Trainers, work place supervisors, principals and 170 (90.4%) of tra inees 

asserted that the peri od of apprenticeship training overlaps with the summer in service training 

program which most of TVET teachers attend . The root cause fo r thi s is that 84% (MOE, 2003, 

106) of TVET teachers were diploma holders though the Education and Training po licy 

envisages that the minimum quali fi cat ion req uired at thi s level is uni versity degree . The 

Representati ve of Addi s Ababa Ed ucation Bureau with whom an interview was held share the 

views of the above respondents and emphasized that fi nanc ial constrai nt is always there to h inder 

these acti v iti es even where the above mentio ned prob lems were no n-ex istent. The interview 

further revealed that the adm inistrat ion of the inst itute has been fac ing a problem of gelli ng 
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sufficient number of trainers every summer to conduct this program, for many trainers are on 

summer course, and the rest arc on their summer vacation at th is ti me of the year. 

Table-IS: Promotion of Apprenticeship training 

Respondents d Table C.1e 
No Items Principals Voc, COUll, Supervisor Total f 

Value ulate 

No % No % No % No % of X' d X' 

Which of the foll owing authorities 
I took part in fac ilitating and selecting 

organizations for the 
Apprenticeship Irain inj.!? 

A) the TVET institution 7 100 <) lOti 24 75 40 83.3 

B) Initiative from the organization 8 25 8 167 

themselves 
C) Local/state/Administration 
D) Employer's Association 
E) Trade union 

Total 
Were any promot iona1 activit ies 

2 undertaken regarding apprenticeship 
training program') 
A) Ves 1 143 2 6.3 3 6.3 

B)No 6 857 9 100 30 93.7 45 93 .7 

Total 7 tOO 9 100 32 100 48 l OO 2 5,99 1.7 1 
I f your response to question no. 2 is 

3 'yes' what the mechanism 
elllployed? 
A) Provision of apprenticeship 
guidelines \0 organizations 
I) ) Sensitization meeting with slake 1 tOO 2 100 3 100 

holders 
C) Training of work place trainers 
(supcrviso~) 
D) Through broad cast (media) 

Tota l 

In table 15 respondents were asked questions that help to depict the state of promotional 

activities undertaken in relation to apprenticeship training. Thus item one was constructed to 

identify the experiences so far passed to make organization offer apprenticeship train ing. 

Accord ingly, the great majo rity of respondents, all of the principa ls, and vocational counselors 

and 24(75%) of' supervisors in apprenti ceship offering orga ni zations contend that TVET 
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sufficient number of trainers every summer to conduct thi s program, for many trainers are on 

summer course, and the rest arc on their summer vacatio n at thi s time of the year. 

Table-IS: Promotion of Apprenticeship training 

Respondents d Table Calc No Items Princi als Voc. Coun. Supervisor Total f Value ulat e 
No % No % No % No % of X' d X' 

Which of the following au thorities 
I took part in facilitating and selecting 

organizations for the 
Apprenticeship training? 
A) the TVET instilution 7 100 9 IOU 24 75 40 83.3 
B) Initiative frol11 the organ iza tion 8 25 8 t67 
themselves 
C) LocaUstate/Ad ministration 
0) Employer's Association 
E) Trade union 

Total 
Were any promotional activities 

2 undertaken regarding apprenticeship 
h'aining program') 
A) Ves I 14,3 2 6,3 3 63 
B)No 6 85.7 9 100 30 93,7 45 93,7 

Tota l 7 tOO 9 tOO 32 tOO 48 100 2 5.99 1.71 If your response to question no. 2 is 
3 'yes' what the mechanism 

employed? 
A) Provision of apprenticeship 
guidelines 10 organ izations 
B) Sensitization mee ting with stake I 10() 2 100 3 100 
holders 
C) Train ing orwork placc tminers 
(supervisor) 
0 ) Through broad cast (media) 

Total 

*p< 0.05 

In table 15 respondents were asked questions that help to depict the state of promotional 

activities undertaken in relation to apprenticeship training. Thus item one was constructed to 

identify the experiences so far passed to make organization offer apprenticeship trainin g. 

Accordingly, the great majority of respondents , all o f the principals, and vocational counse lors 

and 24(75%) of supervisors in app rent iceship offerin g organi zations contend that T VET 
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institutions took over the rcsponsibil ity of induc ing organ izat ions provide apprent iceshi p 

training. 

The data reveals that the invo lvement (contribution) of other responsible bodies such as regional 

state, unions and associations was not brought to the sur face. 

The second item in the same tab le was designed to assess the commencement of the sens itization 

program to encourage cooperation of all the concerned bodies. Unfortunately, as can be seen 

from the table, all of vocational counselors, 30(93.7%) of the supervisors in apprenticeship 

training offering organizations and 6(85. 7%) of principal s asccrtai ned that no sens iti zation 

acti vity had becn undergone. 

A chi -square test was calculated to check whether or not perceptual different exists among the 

three study groups. Accordingly, the result revealed that fo r 2 degree of freedom at 0.05 level of 

signi ficance thc critical va luc of x2 was by fa r gr<:ater than the calculated x2 impl ying that therc 

was no stati stica ll y significant di fference among the perception of the principals, vocational 

counselors and supervisors in organi zation offeri ng apprenticeship training. As can also be seen 

from the reply 0 r respondents in the t able even where some s uch promotional activities were 

undertaken, its adequacy to meet the purpose was very remote for all the respondents in this 

group confirmed that it had been undergone through incidental arrangement of meeting wi th 

stakeholders. 

In sum , the findin g 111 the above table revea ls that thc responsibility to create awarcness and 

organize apprenticeship training was solely levied on TVET inst itutions whose vo ice is too 

remote, how evcr near, to be heard by organization to react accordingly. Put different ly the 

authorities in the different hierarchy of state, assoc iations and trade union contribution to the 

fulfillment of apprenticeship training was not more than not at all. 
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Table-1 6: Appropriate of Wo.-kshop facilities 

Alternatives Table 
Calculate 

Items Righ Medium Low Total d( Value d Xl 
No % No % No % No % o(X' 

How do you rate the equipment/machines available 
in your workshop 
A) Rclcv~l11 cC to the situation in the world of work 

Tra inees 20 8.3 60 25 160 66.7 240 83,9 

Vocational Counselor 1 1 1.1 3 33.3 5 55 .6 9 3.1 

Principals 3 42.9 4 57.1 7 2.4 

Trainers 4 13 .3 10 33 .3 16 53.3 30 10.5 4 9.49 1.72 

Tota l 25 8.7 76 26.6 185 64.9 286 100 

0) Appropriateness to the content of lhe curriculum 30 12.5 130 54 .2 80 333 240 83.9 

Vocational Counsclor 9 100 9 3.1 -
Principals 7 100 7 2.4 

Trainers 28 93.7 2 6. 7 30 10.5 

Total 74 25.9 132 46.2 80 27.9 286 100 4 9.49 10.01 

C) Appropriateness to capacity of the trainees 10 4.2 (10 2S 170 70.X 240 83.9 

Vm:ational Counsclor I I 1.1 3 .13.3 5 55 .6 9 3.1 

Princi pnls 4 3 42.9 4 57. 1 7 2.4 

I Tra ine rs IS 13.3 6 20 20 66.1 30 10.5 
, 

Total 20 5.2 72 25.2 199 69.6 286 100 4 9.49 1.47 I 
r D) Up-Io-daled ness 1 83 40 16.7 180 75 24 0 83.9 

Vocational Counse lor I I 1. 1 3 33.3 5 55 .6 9 3. 1 
_. 

Pr incipal~ 4 14.3 2 21:UI 4 57.1 7 2.4 

Trainers 26 13.3 8 26.7 8 60 30 10.5 

Total 9.1 53 18.5 207 72.4 286 100 4 9.49 7.92 

*p< 0.05 

An examination of Table 16 illuminates about the relevance of the items in the workshops to the 

situation in the world of work, curriculum and capaci ty of the trainees and up to datedness of 

workshop equipment in the TVET institutions. To this end the great proportion of trainees 

(70.8%) and (75%) ascertained that its appropriateness to the capacity of trainees and up-to-

datedness respectively, were rated below Ihe desirable level. The chi-square test result revealed 

that for 4 degree of freedom at 0.05 level of significance the critical va lue of x2 was greater than 

the calculated X2 implying that there was no statisticall y significant difference among the 
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perception of the trainees, principals and vocational counselors in relation to the elements li sted 

in the table to measure the appropriateness of the faculties in TVET institution except 

appropriateness to the contents of the curriculull1 . It is advisable to ignore the significant 

difference regarding the appropriateness of these faci li tics to thc contcnts of the curri culul1l for 

principal and vocat ional counselors ha ve little opportunity to read and eva luate all curriculums. 

Hence the response of the maj ority wou ld be used as a basis of the findi ng. All of the supervisors 

preferred not to react completel y to all questions relating to the fac iliti es in the workshop of 

TVET institutions. From this one can easi ly deduce that no favorab le conditions was create to 

allow supervisors to visit the work shop faciliti es in TVET institutions and the curriculum 

designed for the level. This implies that workshop equipment with particular emphasis on 

relevance to the situations in the world of wo rk , appropriateness to the contents of the 

curriculum, appropriateness to the capacity of the trainees and up-to datedness were found to be 

less than the minimum des irabk level. 

T bl 17 R I a e- : e evance 0 fA r I' T 'pprcn Ices lip rallllllg to o ccupa lOna I A reas 0 fT rallllllg 
No Item No % • 

I How do you rate the relevance of the activity you have under gone during 
apprent iceship training to your occupat ional training? 
A) High 

40 16.7 B1Medium 
95 39.6 C) Low 
102 42.5 D) Very low 
3 1.2 Tota l 
240 100 2 If your response for ques tion No. I is low or very low which of the fo llowi ng could be 

adequate reason? You may choose more than one answer. 
A) The organization was not engaged in activities relating to your occupational area of 
training 
B) Reluctance of organiza tion to ass ign you according to you respective occupational 60 57. 1 area of train ing 
C) Inadequacy of training in the TVET instituti on IS 14.3 
D) Your failure to regularl y attend the apprenticeship training 

E) The job you assigned to was routine and remained unchanged through out 30 28.6 apprenticeshiE training period in the organiza tion 
Total 
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In item No. 1 o f Table 17 trainees were asked to rate thc stale of relevance between th c 

workp lace praclical training and the training given in TV ET institutions. Accordingly, 

105(43.7%) of the respondents' rati ng reveal that is relevant was below the desirabl e leve l. The 

main reasons that the majority of respondents 60(57 .1 %) forwarded in their reply to item 2, were 

the reluctance organization to assign them according to assign them according to the area of 

occupational training and the inappropriateness of the job they were placed in , to al low fl ex ibility 

fo r exercising the various ski ll s according to the contents prepared fo r the apprenti ceship trai ning 

in the curri culum . Thus, from the findin gs it can be inferred Ihat the ti me spend by app rentice to 

gain a meaningfu l work ex perience from organ ization was nol wo rthwhile. 

Table-18: Incentive Given to Orga nizat ion 

Respondents 
No Items Principnls Voc.coun. Supervisors Total 

No % No % No % No % " 

I Where there incentives given to organizations offering 
apercn ticcship train i~t.: '.' 

1\) Yes :I 42.8 3 33.3 6 12.5 B)No 4 57.2 6 66.7 32 100 42 87.5 
Total 7 100 9 100 32 100 48 100 

2 If yes, which of the fo llowing were among the forms of 
incentives given? 
A) Tax exemption on imported machine/equipment 
B) Productivity consulting 

I C) Charge free training fo r employees III the 
organization 
D) Recognizing their contributions on graduation 3 100 3 100 5 100 days 

The fi rst item in Tab le XV llT was designecl to asscss whcthcr some kin d o f incentives were g ivcn 

to encourage further partic ipation of organization in apprenticeship training. In reply to thi s 

questions, majority of the res pondents a ll ( 100%) of superv isors in o rgani zation 6(66.7%) of 

vocat ional counse lors and 4 (57.2%) of principal s ascerta ined that no incenti ves were given to 
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In item No. I of Table 17 trainees wcre asked to rate the state of relevance bet ween the 

workplace prac ti cal training and the training given 111 TVET institutions . Accordingly, 

105(43.7%) of the respondents' rating reveal that is relevant was below the desirable leve l. The 

main reasons that the majority of respondents 60(57.1 %) forwarded in their reply to item 2, were 

the reluctance organization to assign them according to assign them according to the area of 

occupational tra ining and the inappropri ateness of the job they were placed in, to a llow flexibility 

for exerci sing the various skill s according to the contents prepared for the apprenticeship training 

in the curriculum . Thus, from the findin gs it can bc infcrrcd that thc ti mc spend by apprcntice to 

gain a meaningful work experi ence from organi zation was not wo rth while. 

Table-IS: Incentive Given to Organization 

Respondents 
No Items Principals Voc.coun. Supervisors 1'otal 

"'" No % No % No % No % 
I Where th ere incentives given \0 organizat ions offering 

apprenticeship tra ining? 
A) Yes :1 42.8 3 33.3 6 12.5 B) No 4 57.2 6 66.7 32 100 42 87.5 I 

Total 7 100 9 100 32 100 48 100 
2 If yes, which of the fo llowing were among the forms of 

incent ives given? 
A) Tax exemption on imported machine/equipment 
B) Productivity consulting I C) Charge free training fo r employees III the 
organization 
0) Recognizing their contributions on graduation 3 100 3 100 5 100 days 

The first item in Table XVIll W<l S des igned to <lSSCSS whether some kind of incentives were given 

to encourage further participation of organi zation in apprenticeship training. In reply to thi s 

questions, majority of the respondents al l (100%) of supervisors in organ ization 6(66.7%) of 

vocational counselors and 4 (57.2%) of principals ascert ained that no incentives were given to 
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organization who participated ill the provision of ap prenticeship training. In item two of the same 

table respondents who reacted positive ly to item one werc asked to unrave l the kind of incenti ve 

given 10 organizati ons. To thi s c:nd all of thc:sc: rc:sponliC:llt s conrirlll c: li that the inc:c:ntive givc:n 

were no more than recognizing organizations' contribution on the graduation days. 

From these finings it can be deduced that no ground was laid by concerned bodies to guarantee 

further cooperati on of organizations in the implementation of apprenticeship tra ining. 
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CHAPTER FIVE 
SUMMARY, CONCLUSION AND RECOMMENDATIONS 

4.1. Summary of the Findings 

The purpose of thi s study was to inves ti gate the major facto rs affecting the implementation of' 

apprenticeship training program in some se lect government TVET institutions in Addis Ababa. 

To thi s end, basic questions add ressing the fundamental factors that determine successful 

implementation and quali ty or apprenticeship training such as the cx ist ing legal fi' ame works, 

incenti ve measures and mechan isms, organization and management practices, roles and 

responsibil ities of the major actors, financial , material and human factors and range of co­

operations areas and the level of partnershi p were raised. 

The data for the study was obtained through questionnaires, interviews and documentary 

anal ysis. The data obtained through the administration of data gathering tools were analyzed 

using percentagcs and chi-square test methods. Based on the results of the data analys is, the 

following major findings were identified . 

I . Female's participation rate in TVET has currcntly shown a signiticant increase, mak ing 

up 51 percent of the tota l cnrollmcnts in TVET in 2004/2005. The large proportion 01' 

girls was enrolled in specialties typica ll y occ upied by women while boys do minated 

specialties, which geared more towards the industrial sectors. 

2. Regarding the academic profile of the TV ET instructors and vocational counselors, 

although a university degree was set as a minimum requirement at middle level TVET 

programs, the finding revealed that the qualification leve l was far from attairul1ent for the 
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majority 20 (66.7%) of the TVET trainers. According to the finding, none of the 

vocationa l counse lors were trained in the area whi ch allows them to provide vocational 

guidance services as a profession . tn so far as the academic qualification of supervi sors 

was concerned the majority of them were below co llege diploma leve ls. 

3. According to the findings, quite a high proportion of the trainees attended their traini ng in 

medium and smaillinformal-sector e nterpri ses. R egard ing the sector of activ ities 0 f the 

organizations offering apprenticeship training, the finding depicted that the maj ority of 

them 18(56.3%) were governmental service rendering organizations while the enterprises 

engaged in manufacturing activities were found to be small in proportion. 

4. According to the finding 66 (67.3%), duti es and responsibiliti es of the main three actors 

i. e. the organizations, legal fram eworks did not back TVET institutions and trainees 

during the implementation of apprcllliccship training. Thi s was furth er manifested in thc 

finciing r elatecl tot he absence 0 f m emorancium 0 fa greement s igned among the p arti es 

involved in the apprenticeshi p training. 

S. According to the finding 29 (63.4%), the selection of the organizations that could offer 

ap prenticeship training and assignment of trainees to these organizations were not based on 

some measuring criteria. Furthermore, the finding revealed that the personnel in charge of 

organizing apprenticeship training varies from place to place, in most cases (86.6%), the 

ass ignment of trainees was undertaken through informal discussions between the 

organizations and the trainees and/or their relatives. 

6. According to the findin g, the invol vcmcnt (cont rib ulion ) of supporti ve institutions such as 

local state a uthorities, trade unions, e Il1ployer a ssociations and TVET boards to promote 
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apprentice, hip training were found to be inadequate. D' le to thi s, as it was revealed III the 

findin g, the tasks of fac ilitati ng and organi zing apprcnticeship trai ning remained the sole 

responsibi lity of the TV ET centers. 

7.Regarding the supervision of in fim1 practi cal training acti viti es the finding reveled that, in 

quite high proportion of workplace 132 (55 %), supervisors were not assigned to guide and 

support apprentices. On the other hand, where these trainers ass igned the finding depicted 

that, the supervisor's trade proficiency as well as admini strative and pedagogic competence 

were found to be inadequate. 

8. According to the finding, 62 (79.5%) the institutional ro les of TVET Institutions to foster 

the success of apprenticeship training such as establishing a continuous working 

re lationships with local organizati ons to develop the neccssary co-operation and support by 

enterpri ses. dep loying co-coordinators to organi ze and moni to r in-plant training acti viti es 

and preparing systematic training plan and schedule were mi ss ing. 

9.Majority of the respondents ascertained that the preparedness of the enterprises to receive 

apprentices and provide them train ing of some de fin ed contents by ass igni ng qual ifi ed 

supervisors who able to plan, follow-up and evaluate in company training; and further that 

to recognize apprentices as co-workers and provide them with the necessary training inputs 

were not taken as serious tasks. 

10. Regard ing the job performance of trainees at workplace, the findings depicted that the 

preparedness of trainees in the intended technical skills that allows them to produce 

quality products and utili ze resource etTicientl y were fou nd to be very low. On the other 
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hand, t he t rainee ' s motivation t op erform t ask a ss ignm ents and their 0 ri entation tot he 
rul es and work-methods o f the organi 7.ation were rat ed by the maj ority of the respondents 
high. 

11 . Quite high proportion of the TVET institutions 249 (78.3%), there were not personnel 
assigned to undertake fo ll ow-up acti vities while apprenti ces were at workplaces. On the 
other hand, where these practices ex ist, the finding depicted that the fo llow-up activities 
were carried out once in a whil e. So many problems were mentioned as a cause for thi s 
failure among which shortage of financial and technical sta ff were indicated as the major 
bottlenecks. 

12 . Accord ing to the great majority 4S (93.7%) of the tota l respondents, sensitization 
acti viti cs to promote the theme of the partnership ancl the culture of apprenti ceship 
training were non-ex istent. On thc other hand where tiles.: acti viti es ex ist, the finding 
depicted lhat thc mechallisms employcd to create awa reness and to increase stockho lder's 
participation in apprenti ceship training were found to be inadequate. 

13 . For the majority of trainee's respondents 102 (42.5%) the relevance between the content 
of workpl ace practical training and the skill s acqu ired from TVET institutions was found 
to be very low. The root causes fo r thi s mi smatch were many among which the 
assignmen t of trainees in rout ine jobs, the non-ex istence of the tasks in the organ izations 
ancl inadequacy of the ski ll s acquired fro m TVET institutions to perform the tasks 
concerned were menti oned as major facto rs that breeds this mi smatch. 
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14. Regarding the fi nancial aspects of apprenticeshi p training the finding 303 (98.1 %) 

depicted that the apprenti ces were not paid wages or modest allowances by the 

organi zat ions in return to their contribution to producti on. On the other hand , the direct 

expenditures that the apprenticeship training requires were financed by both the trainees 

and the apprenticeship training offering organizati ons; trainee's persona l expenses 

(subsistence and traveling cos ts) were fully borne by the apprent ices andlor their 

respecti ve families and work related expenses (time, human and material resources) were 

covered by the organizations. 

15. The find ing 42 (87.5 %) revealed that no incenti ves measures and mechanism (both 

monitory and non-monitory [onTIs) were implemented to eli cit active participation of 

employers in apprenti ceship train ing programs. 

16. According to findi ngs 266 (84.6%) the vocational guidance and job placement serv ices 

given to trai nees in the TV ET insti tutions were fo und to be inadequate. 

4.2. Conclusions 

In li ght of the findi ngs of the study the fol lowing conclusions are drawn 

I . From the rapid increase in the number of fema le trainees participation in TVET it can be 

concluded that the change has been occurred towards the form er wrong perception o f the 

society where TVET was considered as a profession devoted to males only. 

2. The work based approach of TVET and its subsequent qualification serves both the 

indiv idua l and the employers. Work-based learn ing and qua lifi cation are a quest for 

increasing individual's employabi lity: for better art iculat ion between the content of 
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schooling and subsequcnt appli cation of acquircd skill s in the world of work, both in 

obtaining a li velihood and becomi ng more product ive in the obtained wo rk . The 

employers and the state have al so a vested interest in ensuring the success of work bascd 

learning and qualifications, albei t for different reasons. S ince one party is the trainer, 

whi le thc other employer, the fonll er objective is to prepare trainees with the ri ght sk ill s 

that meet the labor market demand and the latter is interested in the perfo rmance of the 

employee to the desired level and efficiency. Apprenticeship is therefore a win-win 

situation because it is partnership between trainees, employers and the state for mutual 

advantage. Contrary to thi s it was refl ected in the findin gs that there was no ev ident 

cooperati on between local organizations and TVET institutions in implementing 

apprenticeship training. This was partly due to de fi cient implementation but also to 

di sappointi ng responscs from the stakeholders . In part icular, lac k o f information and 

incenti vcs to increase the concept of partnership contributed to shorten the strategic 

horizon o f this program. Hence, it can be concluded that developing a practice of 

partnership and a culture of apprenti ceship training scems to take more time than initiall y 

anticipatcd in the city. 

3. Apprenti ceship training is determined by a contractual agreement made between an 

employer and a trainee based on a set of promises that the law wi ll enforce. This contract 

fu rther determines the content of apprenticeship training, duti es and responsibi li ties of the 

parties as well as an agreement on the conditions of the termination of the contract and 

payment rates. Contrary to th is, as the finding reveal, there happened to be a lack of 

written 11:lrtnership doing in difTe rent organi zati ons ambiguous. As a result, trainees run 
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the risks of not being insured against acc idents and the enterpri ses react with a kind of 

autonom y and self-i nterest towards engaging apprentices fo r practi cal training. 

4. The search for work-based learning is characteri zed by the view that work is better setting 

for certain forms of TV ET than school-li ke setting can be. The findi ng in thi s thesis al so 

supports t he important contributi on that work place made a nd can potenti al ly make t o 

yo ung people learnin g particul arly in re lation to aspects such as: chance to learn and 

practice some new skill s that are not being learnt in TVET institution, opportunity to be 

acquainted w ith the activities, rul es and wo rk methods o f the organ izations, opportunity 

to have their competence prac ti call y assessed and chance to understand the integrity 

invo lved in their trades. 

5. Employers are increasingly considered to be best placed and also to teach the values and 

attitudes applicable to working life. As the findi ng in thi s study revealed majority of the 

enterpri ses are far from considering trai ning as a long- term investmcnt in human resource 

development. Lack of endeavors made to elic it active participation of employers in 

apprenti ceship tra ining through different initiatives, absence of public subs idy and market 

imperfections are the main causes of the problem. Generall y, the ma in acto rs in vo lved in 

the productive sectors have no long-term concept of educati on and tra ini ng so are 

reluctant to invest in it. 

6. It was revea led in the findin g that the educati onal potential of the work-place training was 

onl y inadequately fulfill ed. The obstacles were daunting. The poor integration between 

TVET tra ining and the sub-sequent work-place component and lack of an intricate, multi­

level network of soc ial partnersh ip [o r e ffecti ve implementation of apprenti ceship training 

were the major ones . Thus, from thi s it can be concluded that a true immersion ex peri ence 
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that train ~es get f rom wo rkplace is constrai ned by both the content and the contex t of 

their trai ning. 

7. In principle, at enterpri se leve l, onl y firm s that fulfill the obli gatory conditions concernin g 

the c ontent 0 f t raining, qualification 0 f s upervisors and 0 ther n ecessary training inputs 

can be recognized and selected as training enterpri ses. Contrary to these accepted 

principles, as the findi ng reveal, trainees wcre sent where thei r occupat iona l areas were 

not performed and where competent and qualifi ed superv isors, adequate training in puts 

such as Illachine/equipment and raw material s were in ac utc shortage. There fore it is 

logical to conclude that such unorgani 7.cd and inco mpali ble ac tio n emanatcs from abscncc 

of clearl y defined standards and criteri a that estab li shes a basis fo r selection o f 

organi zat ions for apprenti ceship training. 

8. The orga ni zations that parti cipated in the provIsIon o f apprenti ceship training differ 

enomlOus ly in terms o f size, structure, resources and technology. Likewise, rea l 

differencc ex ists among the entcrp rises in organi zing structure, demand-led leaming, and 

in providi ng appropri ate supervision and assessment. Thus, there is within workplace 

environmcnts tensions between the demand for qua lity learnin g and the suppl y of 

organi zations in terms of resources to support learnin g and supervision. 

9. It is widcly felt that investing in educati on and training contributes to economic growth. 

At the same time, increas ing thi s in vestment can onl y be fostered if the main actors- the 

governm~nt , individual and emp loyers-responsible fo r the training are committed to the 

principles of human capital formation and acknowledge is importance for development. 

Government must always assume the responsibility for investing in ini tial training. 

Bes ides th is it is government' s ro le to encourage both the enterpri ses and individual s to 
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invest in education and trai ning. [n par1 icular, it is logical to argue the enterprises shoul d 

contribut e towards the direct fi nancing of work-related educati on and train ing. Likewisc, 

the invest ment in general train ing shoul d be made by the ind ividua ls I they receive 

transferab le skill s. Ex panding these ro le of pri vate sectors in training prov ision and 

financing can b e b est accompli shed through closc p artncrsh ip among the s takeholders. 

Contrary to thi s development, there were happened to be, a lack of awareness toward 

investment in human capital formation and lack of pal1nership and legal instrument for 

encouragements. Thus, the absence of effort s made to create an informed climate o f 

opinion, economic environment and legitimate incenti ves to encourage enterprises to co­

operate in apprenticeship training are the causes fo r malfunctioning of the scheme whi ch 

finally tends to raise their reluctant involvement in the programs. 

10. It was re\ ealed in the findings that the enterpri ses were reluctant to take trai nees from the 

T VET institu tion fo r practi cal training. Further more, the skills acquired by trainees in thc 

TVET institutions w<ore fo und to be inadequate to al low trainees to serve employers 

producti vity needs and pro fi ts as well. From thi s it can be concluded that the lack of 

employer ' s interest to co-operate in apprenticeship train ing is a result of conditions 

relating to internal effec tiveness of school-based training which in turn determined by the 

extent of training facilities, quality of teachers and adequate recruitment o f suitable 

trainees, Moreover, non-profit maximizing behav iors such as managerial lethargy and 

non-competitive production environment may lead the enterpri ses to under-train . 

11 . It was revealed in the finding that the unit in charge of T VET institution-enterpri ses 

relation lo r organi zing and monitoring the apprent iceshi p training was found to be 

inexi stent. The absence of thi s trend leaves ma ny individual trainees st ruggli ng to seek 
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apprenticeship placements for pract ical training and eventuall y leads to conflicts and 

mi smanagement orthi ~ important aspec t of training. 

12 . It was revealed in the finding that organizat i on~ were inadequate for providing a 

sufficiently well round, practical trade training experiences to TVET trainees. There was 

even a lack of opportunity for practical training in high-level trades demanding new 

technologies, due to the wide-gap between the demand for the trade activity concerned 

and the supply capacity of local organizat ions. Thus, it can be concluded that the current 

state of the organizations is not compatible with the demand of TVET institutions for 

success ful implementation of apprenticeshi p trai ni ng. 

4.3 . Recommendations 

On the bases of the findings and conclusions reached at, the followin g suggestions are forwarded 

to improve the culture of apprenticeship-tra ining program in general and to deve lop the practice 

of partnership system in paJ1icular. 

I . The necessity of finding new ways of making training more vocational and the desire to 

have close contacts to the TVET provider to negotiate and develop relationships with 

individual employers, groups of employers or business/sector associations about the 

organization of cooperative delivery schemes. TVET pro vi d cr~ should also be encouraged to 

venture into more agreements with small cOl11 pani es and the mi c ro-enterpri ~es sector as these 

companies represent the target labour market for a large group of trainees . The TVET 

Authorities should also be explore possibilities to encourage large companies and small and 

micro enterprise to cooperate with TVET institutions and to introduce apprenti ceships, e.g. 

through advertising, awarding participating compani es or financial incentives. Similarly, the 
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duties and responsibilities of all parties and responsibilities of all parties should be clearl y 

defined and embodied in the statue governin g the training system and be implemented 

through the allocation of resource to the process of co-operation . Moreover, the employe rs 

and other soc ial partners should take the ini tiative and plays central role in apprenticeship 

training based on sharing mutual benefits and costs of the scheme. Employer participation, 

however, docs not come without costs. Stakeholders or employers who were previously mere 

to invest time, thoughts, ideas and finances towards the improvement of apprenticeship 

training. In order to encourage employers (stakeholders) to undertake such investments, the 

goverlUllent must be prepared to share responsibility and entertain different interest and 

opllllons. 

2. It was di scovered that there is no evident-co-operation between the TVET Institutions and 

the enterprises in the apprenticeship tra ining programs. The lack 01' e ffective co-operati on 

is partly Ihe cause of maladjustment between the TVET training prov ided and the needs 

of the industry and the commercial wo rld. Therefore, to reduce the gap between technical 

and voca tional education offered by institutes and the realiti es of employment it is 

imp0l1ant that the representation of professionals at al l training levels should be 

reinforced in order to bring improvements linked to the evaluation of techniques. Their 

mission should be pedagogic improvements and management of TVET centers. In order 

to do so, a system of partnership among the training structures and enterprises, wel l­

orchestrat ed by the government, need to be set up . Thus, they all fi ght for the same cause; 

more dynam ic training schools for a more effi cient pro fess ional world . 

3. The efforts that are necessary to st rengt hen the linkages between TVET centers and 

enterpri ses need highly targeted support , particularl y at the loca l level , where these 
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relationships are easier to promote. It was found that, a great majority of the training 
centers dn not have a unit in charge of relations with enterpri ses. Therefore, instructions 
at a nationa l level should encourage establ ishing such a uni ts. With in the estab li shments, 
such a mechanism should have as a function the registering of data concerning the local 
enterpriscs, their activiti es, and if possible, their needs. Targeted continuing training 
activiti es , the organi zat ion and monitoring of apprent iceship programs, the provision of 
labor ma rket assistances to graduates and, later on , their follow-up shou ld also comc 
under its responsibili ty. 

4 . The TVET proclamation 2004, by giving due cons ideration to the apprenti ceship traini ng 
was promulgated. After the adoption of TVET strategy of 2002 and the TVET 
proclamat ion of 2004, due to broadened structural problems, the establishm ent of a 
National TVET council has been introduced. The formulation of thi s law is not an encl by 
itself towards enhancing the implementation of apprenti ceship training establishment of 
TVET council. The TVET council was an adv isory body without steering functions. 
Therefore, it needs the development of more spec i fic and detai led other legal documents 
such TY " T Regulations and Apprenticeship Training Guidelines that complement the 
main law by addressing issues of operational lcvel. Thus it is recommended that the 
decision-Illaker in TVET should developed and implement procedures and rul es of 
apprenticeship training for thi s responsibility fall s under its Jurisd iction. It is further 
recoml11cllded that the decision makers in TVET were pushed to continuous ly reconfirm 
their policies and activities in light of the different interests and needs of the Ethiop ian 
societies and economy. Among the apprenticeship training is the issues of insurance for 
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accident d uring apprent iceship Training should b e apriority i ssue to b e t reated i n th is 

legal documents. 

5. There is no uni versal model fo r investi ng in apprenticeship training. But it needs as pre­

request a general economic environment and incent ives to encourage individual and 

organization to invest in the training. Here it shou ld be notcd that employers havc a 

critical role to play in human capi tal fo rmulation through investi ng in apprenticeship 

training. Therefore, the social partners should strengthen social dialogue on training, 

share responsibi lity in fonnulating po licies forge multi -level net work of social 

partnership with the government in provision and financing of training This necessary 

change may not be real ized in one step but through on going process of learning and 

developmcnt. Thus, regular and open communications, tight co-operation and agreement 

between the partners in mutual respect and understanding of their specific situations 

should govern the process of co-operati on. 

6. It is apparent that when supervisors are fo und to be inadequate in knowledge and 

experi encc for certain specia li zed parts of the curriculum , the TVET trainees do not get 

sufficient experience in the industria l settings to make their time there worth whi le. 

Thereforc, tailor-made further trainings that full this gap should organized and 

continuously under taken in the TVET institutions. It also recommended that the 

Production unit where trainees could be engaged in producing goods and services in real­

life s ituations fo r costumers 0 n semi-commercial b as is s hould b ee stablished in T VET 

institutions. This gives the trainees the opportunity to acquire practical experiences at the 
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shop-floor level and also enable the TV ET institutes to generate some income to 

supplement govenUllent grants for their operations. 

7. A continuing and enhanced govenmlent role in ski l1 s development should form an 

integral part of a package of measures to assist disadvantaged gro ups for whom training is 

regarded as important tools for improving thei r incomes and employability. There exists a 

broad consensus, matched by practice in many countri es, that it is the govelllment' s tasks 

to ensure t hat these n eeds a re m et. T herefore, to g rant financ ial assistance for trainees 

from low-income group , targeted subsides need to be developed. The money intended to 

provide fi nancing of subsistence allowance for these groups may be drown ing from 

general tax revenues. This seems to be logical as the whole society benefits from thc 

additional skil1s generated. A part fro111 clirect subsistcnce al1owances, TVET insti tuti ons 

should assume a major respons ibility to lob sponsorship and special funds for these 

trainees. The acquisition ancl organization of such sponsorship wil1 be best done withi n 

decentrali zed frame works. 

8. It was di scovered that TVET institutions are unab le to establi sh a net work of supportive 

relationship with existing enterpri ses. Two fu ndamental problems-lacks of incentives ancl 

lack of capability-lie at the heart of the issue. Thus, the implementations of an effi cient 

partnership need to inc lude the rei nfo rcement of the capacity of TVET institutions to 

undertake cooperati ve acti ons. These may incl ude enhancing the development o f 

vocationa l guidance ancl job placement services in the training centers, granting greater 

autonomy for training centers so that they are adapti ng at setting up a net work of 

supporti ve relations wit h enterpri ses and to the diversity of the services that they offer ancl 

additional support for good performances such as effectiveness in placing trainees on the 
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job or apprenticeshi p training places. Furthermore, regulations that encouragc 
entrepreneurship in revenue generation fo r complementing in suffici ent operating budgets 
for work-place training need to be set up. 

9. The quality of apprenti ceship depends in part on the efforts made by the government to 
obtain well-trained trainers and vocational counselors. Thus, it is important that priority 
should be given by the MOE to recruitment and initi al preparation of well-trained 
teaching staff. To this end, training integrated into the degree-level programs should be 
conducted in synergy wi th businessli ndustry via t he inclusion 0 work-related, practical 
sk ill s training in fill11 S. In addition, there should be arrangements of continuous 
professional upgrading at TVET centers throughout instructor's career to enable them to 
function effectively. A demand ori ented training programs should also be set up for 
vocational counselors, workshop assistance and tool-men to improve the performance of 
apprenti ceship programs. Furthermore, effort should be made to set up training, 
counseli ng and research activities in TVET system in order to respond to CUITent 
problems involving skills and the labor market so that it serves as a regional center of 
excellence in the field of human resource management; and to take part in the 
development, adaptation, dissemination and delivery of methods and tools for identifying 
the specific requirements inherent in different work situations, and the construction of 
specific, multi-faceted training programs to meet these requ irements. 

10. It was found that the responsibility for matters of apprenticeship training is merely vested 
of TVET institution authority that leaves no lega l scope for organizing systematic 
apprenti ceship training programs. Thus, thc state authori ti cs must also take part In 
organizing apprenticesh ip training and play an essenti al role in the impl ementation of 
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apprent iceshi p training. Other soc ial partncrs such as trade uni ons and NGOs should also 

be encouraged to contribute their share in the implementati on of apprenti ceship training. 

It is important to note that in countri es where large programs for the training of 

apprentices have been set up in partnership with employer associations, the latter have 

helped in the fotmulation of needs and organization of adequate traini ng. 

11 . The full exploi tation of the potenti al benefits that trainees could drive from work place 

training is jeopardized by inadequate and obsolete fac ili ties for practical training in the 

TVET institutions. Many existing faci li ties, equipment and materi als should be up graded 

and improved on the basis of thorough need analysis. A part from upgrading and 

improvement of the physical in frastructure, training and further retrain ing on use 

maintenance and repair of machinery and equipment must be oared. As the govell1ment 

budget alone does not meet these demands, vo luntary contribution of the industry as a 

whole, in the form of donations of equipment and machinery, opening wo rkshops for 

practical modules and common and complementary use of these physical facilities should 

also deemed as immediate, viab le possibility. 

12. The potential ofTVET institution to generate income is not fu lly exploited. Strengthening 

the income-generating capacities of TVET institutions is another way to supplement 

resources ava ilab le to the TV ET system. Therefo re it demands the development of correct 

mechanism to enlarge thei r revenue generating capacities and enable them to recover par 

of the training cost and to mitigate the financial bottlenecks of the TVET institutions for 

effective implementations of apprenticeship training through commercial activities. These 

may incl ude the sale products produced by students, selling of evening cou rse, 

commercial activities. These may include the sale products produced by students, selling 
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of evening course, commercial activ ities or ren ting out o f fac ilities and other assets. Here 

it should be noted that any income generating acti vity undertaken at the expense of thc 

quality of training is of no compromi se. There fore, TVET institut ion should be granted 

full responsibility for the planning, deve lopment and implementation o f these acti vi ti es . 

The TVET authorities should devi se budgetary procedures TVET and/or incenti ve 

schemes to encouraged institutions to increase their income generating effort. Planning 

and implementation of TVET institutions income generating strategies solved there fore 

be monitored by the institutions management boards. 

13 . The task of organizing apprenti ceship training shou ld be given to the autonomous body, 

such as Apprenticeship Training and Entrepreneurship panel, to be organi zed at both 

federal and regional levels. The development of the organi zational structure of this body 

at all levcls should be centered on organi zcd and ncxib lc interchange betwcen thc T YET 

institutions and the world of work. 

15. It was found that in some cases organ izations se lected to o ffer apprenti ceship training 

were to small to take on j ust one trainee and to provide him apprenticeship training 

effectively. Thus, to alleviate this problem, the MOE must set criteria elating to the 

selection of legible organi zations to provide apprenticeship training, by giving emphasis 

man power in the organization . 

. 16. A) The trainees shou ld: 

~ Report an accurate summary of previous work hi story to hi s emp loyer (upon his/her 
request) . 

~ Establi sh a work schedule that does not interfe re at the highcst leve l of your abi lit y. 

~ Treat your appropriately for the job location (some wo rk sites have dress code 
requirements). 
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~ Report to work on time 

>- Notify hi s supervisor in advance of any foresecn delays in reporting to work. >- Refrain from conducting personal business on the job 
>- Report accurately the hours he worked 

)- Exercise responsible & ethical behavior 

>- Maintain confidentiality at all times for business purpose. 
y Notify hi s supervisor of any change in hi s wo,-!<-study award 
).> Notify hi s supervisor in advance of any changes in work schedule and/or other B. The govel'll III ell f sho/lld: 

Registering apprenticeship programs that meet Regional and national standards. 
Protecting the safety of trainees 

Issuing nationally recognized and portable certificates of completion to Trainees. 
Promoting the development of new programs through marketing and technical associations. 

Assuring that all programs provide high qualit y high quality training and produce skil led, competent workers. 

Appointing members to the governmental on-the-training and work stud y programs advisory cou ncil. 

C. Ai/visory cOl/llci/ 's sho/l /d: 

Develop and promote on-the-training and work study programs in all sector of the economy 

Safeguard the economic security of Trainees 

Identify and select research and demonstration projects 
Expand participation of all segments of the workforce 
Meet future skills needed in expanding areas of the economy. 
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APPENDIX - 1 

ADDIS ABABA UNIVERSITY 
POST GRADUATE STUDIES 

MANAGEMENT OF VOCATIONAL EDUCATION 
A Questionnaire to be F illed by Vocational Counsloer, Principal and tra iner 's ofTVET 

lnistitutions 
would like to express my heart fe lt appreciation and regard fo r your time and sincere 

cooperation, in advance, to fill these questionnaire. The questiOlU1aire is designed to collect data 
for a research thesis entitled as "A survey study on apprenticeship training program in some 
selected government TVET insti tution city admini stration." 

T he purpose of this questionnaire is to gather information on how apprenticeship training 
is currcntly going on in different organizations offering the training in government TV ET 
institutions in Addis Ababa. T he researcher hopes to gct your sincere response to each item 
in the questionnaire and you r opinion as well, where ever it is requested. The researcher 
believes that your cooperation can make significant contribution to the effective use of 
apprenticeship in our technical and vocational education and training sys tem. 
Direction 

.:. No need o f writing yo ur name; 

.:. Please put 'X ' mark in the box provided where alternatives are given 

.:. If you have additional or different op inion from the given alternati ves, please 

.:. Write it on the space provided fo r the option " if other, please specify" 

.:. Your urgent response will contribute to the value of the research 

Part One: General backgr'ound 
I . Name of the TVET instit ution __________________ _ 
2. Age __ _ 3. Sex : Male 0 Female D 
4. Current positi on: ___________________ . ______ _ 
I . Qualificati on: 

2. Field of spec iali zation: 

3. y~a r of service as a vocational counselor/ principa l/tra inc:r: 



4. Training programs offered: 

D a) 10+ 1 D b) IO+ 1 and 10+2 Dc ) 10+ 1, 10+2 and 10+3 

Part Two: General Question 

1. Where there any laws supporting the implementation of apprentices training? 

o A. Yes DB. No 

2. If"yes" , which of the following laws were applied? 

OA. TVET law DB. App renti cesh ip guide line 

o C. Apprenticeship training act 

o D. Labour proclamation 

3. Did all concerned parties sign memorandum of agreement during apprenticeship training? 

o A. Yes DB. No 

4. Were there criteria set to se lect organization that could offer apprenticeship train ing? 

o A. Yes o B.No 

5. If yes, what were the major factors to be considered ion the process of se lection? 

o A. 

De. 

o D. 

Size of the organ ization 

The number of employees 

o B. Type of Business 

Relevance of the activities the organizations engaged in to occupationa l 

area of training 

6. Who assigns trainees to each se lected organization? 

OA. 

De. 

o D. 

The vocational counse lor o B. The trainers 

Through tra inees ' personal contact 

Comm ittec headed by the guidance officer 

7. How was the total numbc r of trainees assigned to each organ ization determined 

o A. By the agreement made between TVET institution and organi zat ion 

DB. By the TYET institution of the based of present criteria 

o e. By the organization unilaterall y 

o D. By the statement of the law/guideline of Co-operation 

8. Did an organi zation ass ign supervisors to guide and fo llow - up your work during 

apprenticeship training? 

o A. Yes o B. No 

I 



9. How do you rate the per fo rmance of Trainees during apprenticeship training? 

High Medium Low 
A. The trainees dil igently perfo rm the 

a apprenticeship training 0 0 0 
B. To work according to the work 

methods of the organizations. 0 0 0 
C. To ut ili ze machi ne/ equi pment with care 0 0 0 
D. To perfo rm practi cal activities 0 0 0 
E. To cooperate with other employees 0 0 0 
F. To ut ilize input efllcientl y 0 0 0 
G. To produce qual ity products 0 0 0 

10. How do you rate the ro le of TVET institution in promoting apprenticeship training? 

High Medium Low 
a. Consider grades given fo r 

apprenticeshi p traini ng as a 

component of cri teria for certifi cation 0 0 0 
b. To assign personnel that follow -

up the apprenticeship training. 0 0 0 
c. To prepare gui de lines and schedules 

that help proper implementation of 

apprenticeship training 0 0 0 
11. Were apprentices paid wages for their labor during apprenticeship training? 

o A. Yes DB. No 
12. Covers expendi tures of trainees during apprentices hi p tra ining? 

o A. Organizations 

o B. Apprentices/famil ies 

o C. The TVET institutions 

o D. Public fund 

o E. Sponsorshi p Agencies 



13. Which or the fo ll owing mecha nism was used to subsidize the direct cost of the 

organi zat ion for apprenticeship training? 

o A. Public fund 

o B. The organi zation budget 

o C. The money raised fro m a levy imposed on enterprises 

o D. Income generated from sales of production and service activities of trainees. 

14. How do you rate the preparedness of organi zation offering apprenticeship training? 

High Medium Low 

a. Accept trainees for apprenticeship 

Trai ning 0 0 0 

b. To assign the apprenti ce in the place 

appropriate to hi s fi led of training. 0 0 0 

c. To assign a capable supervisor who 

would enhance the ski lls of the apprent ice 0 0 0 

d. To consider the apprentices as a regular 

employee and to provide him/her the 

necessary inputs. 0 0 0 

15. Were some trainees completely excluded from apprenti ceship training? 

o A. Yes DB. No 

16. If yes, which of the follo wing were the mai n reasons? (you may choose more than one 

answer) 

o A. In adequacy of organizations to absorb all trainees 

o B. Inconvenience of the sess ion for apprenticeship traini ng 

o C. Reluctance o f the trai nees 

o D. Shortage of m~1l power to coordinate 

o E. Organ izations were not vo lunteer 



17. How do yo u rate factors that affecti ng retentio n and completion of apprenticeshi p 
training. J-J igh Medium Low 

a. Assig11lnent oth t:r than occupational 

fi eld of training 

b. In appropriateness of period!Session! 

of apprenti ceship tra ining 

c. Financia l problem 

d. Lack of reliable transport 

o 

o 
o 
o 

e. In appropriate treatment by supportive workplace 

o 

o 
o 
o 

o 

o 
o 
o 

supervisors and vocational counselor 0 0 0 
18. Did profess ionals from TVET institution follow - up the progress of apprentices? 

o A. Yes 0 B. No 

19. If "yes" how frequently was the follow - up acti vity? 

o A. Dai ly 0 B. Once week 

o C. Once in a while o D. Once in two weeks 
20. If"no" which of the fol lowing was the major problem? 

o A. Lack of finance 

o B. Trainers attend in service course 

o C. Trainers were on annual leave 

o D. Trainers were not adeq uate in number 

2 1. Which of the following authorities took part in facil itating and selecting organizati ons for 
the Apprenticeship training? 

o A. The TVET inst itution 

o B. Initiati ve from the organi zation themselves 

o C. Local/state! ad ministrat ion 

o D. Employer's association 

o E. Trade union 

22. Were any promotional activ ities undertaken regarding apprenticeshi p training program? 
o A. Yes DB. No 



23. If yo ur response to question no. 2 is 'yes ' what the mechani sm employed'! 

o A. Prov ision of apprenti ceship guide li nes to orga nizat ions 

o B. Sens itization meeting with stake holders 

o C. Training or wo rk place trainers (supervisor) 

o D. Through broad cast (media) 

24. How do you rate the equipment/ machines available in your workshop. 

High Medium Low 

A. Relevance to the situation in the 

world of work 0 0 0 

B. Appropriateness to the content 

of the curriculum 0 0 0 

C. Appropriateness to capac ity of lhe trainees 0 0 0 

D. Up - to - elatedncss 0 0 0 

25. How do you rate the relevance of the acti vity you have under gone during apprent ices hi p 

training to your occupational traini ng? 

o A. High 

D C. Low 

o B. Medium 

o D. Very low 

26. If your respons~ [or ques tion No. 26 is low or very low which of the fo llowing cou ld be 

adequate rcason? You may choose more than one answer. 

o A. The organi zation was not engaged in activities relating to your occupational area of 

training 

o B. Reluctance of organization to ass ign you according to you respecti ve occupati onal 

area of training 

o C. Inadequacy of trai ning in the TV ET institution 

o D. Your fai lure to regu larly attend the apprenti ceship tra ini ng 

o E. The job you ass igned to was routine and rema ined unchanged through out 

apprenti ceshi p training period in the organi zation 

27 . Where there incentives g iven to organizat ions offerin g apprenticeshi p training? 

o A. Yes o B.No 



28. If yes, whi ch of the foll owing were among the form s of incent ives given? 

o A. Tax exemption on imported machine/equipment 

o B. Producti vity consliiti ng 

o C. Charge free training fo r employees in the organization 

o D. Recognizing their contributions on graduation days 

29. Would you please specify major problems yo u faced during the implementation of 

apprenticeship training? 

a) ______________________________________________________ __ 

b) __________________________________________ ___ 

c) ____________________________________________________ _ 

d) ____________________________________________ ___ 

30. What solution would you suggest to mitigate the problem you li sted above? 

a) ____________________________________________________ _ 

b) 

c) __ __ 

d) __ __ 



APPENDIX-2 

ADDIS ABABA UNIVERSITY 
POST GRADUATE STUDIES 

MANAGEMENT OF VOCATIONAL EDUCATION 
A Questionnaire to be Filled by Apprentices 

1 would like to express my heart felt appreciation and regard for yo ur time and slllccrc 

cooperation, in advance, to fill these quest ionnaire . The questionnaire is designed to co ll ect data 

for a research thesis entitled as "A survey study on apprenticeshi p training program III some 

selected goverrunent TVET institution city administration." 

The purpose of this qucstionnair'c is to gather information on how apprenticeship training 

is currently going on in different organizations offering the training in government TVET 

institutions in Addis Ababa. The researcher hopes to get your sincere response to each item 

in the questionnaire and your opinion as well, where ever it is requested. The researcher 

believes that your coopcl'ation can make significant contribution to the effective usc of 

apprenticeship in our technical and vocationa l education and training sys tem. 

Direction 

.:. No need of wri ting you r name; 

.:. Please pu t ' X' mark in the box prov ided where alternat ives are given 

.:. If you have additional or different op inion from the given alternatives, please 

.:. Write it on the space prov ided for the option " if other, please spec ify" 

.:. Your urgent response wi ll contribute to the value of the research 

Part One: General background 

\. Name of the TVET insti tution __________________ _ 

2. Age ___ _ 3. Sex: Male 0 Female 0 

4. The training program enrolled in : __________________ _ 

5.Your field of training 

5. Parents occupation _ _______________________ _ 

6. Parentlncome o A. Hi gh o B. Medium 0 C. Low 



Part Two: General Question 

I. Where there any laws supporting the implementation of apprentices training? 

o A. Yes 0 B. No 

2. If yes, which of the following laws were applied? 

o A. TVET law DB. Apprenticeship guide line 

o C. Apprenticeship training act 

o O. Labour proclamation 

3. Did all concerned parties sign memorandum of agreement during apprenti ceship training? 

o A. Yes 0 B. No 

4. Were there criteria set to select organization that could offer apprenticeship training? 

OA. Yes OB.No 

5. II' yes, what were the major factors considered in the process or selection? 

o A. Size of the organization 0 B. Type of Business 

o e. The numh~ r or employees 

o D. Relevance of the acti vities the organizat ions engaged 111 to occupat ional 

area of training 

6. Who ass igns trainees to each se lected organi zation? 

OA. 

De. 
DO 

The vocational counselor o B. The trainers 

Tlu·ough trainees' personal contact 

Committee headed by the guidance officer 

7. How was the total number of trai nees assigned to each organization determined 

o A. By the agreement made between TVET institut ion and organ ization 

DB. 

DC. 

00. 

By the TVET institution of the based ofprescnt crit eria 

By the organization un ilatera ll y 

By the statement of the law/gu ideline of Co-operation 

8. Did an organization assign supervi sors to guide and fol low - up yo ur work during 

apprenticeship training? 

o A . Yes o B. No 

9. How do you rate the fo llowing qualities supervisors should possess? 

Hi gh Medium Low 

A. Knowledge of the subject matter 



(theoretical knowledge) 0 0 0 

B. Skil ls on give practical training 0 0 0 

C. Ski li s on presentation 0 0 0 

D. Willingness to shape their skill s to 

apprentice 0 0 0 

a. Capability to evaluate and provide 

feedback 0 0 0 

10. How do you rate the preparedness of organization offering apprenticeship training? 

Hi gh Medium Low 

a. Accept trainees fo r apprenticeship 

Training 0 0 0 

b. To assign the apprentice in the place 

appropriate to his filed of training. 0 0 0 

c. To ass ign a capable supervisor who 

would enhance the ski ll s of the apprentice 0 0 0 

d. To consider the apprentices as a regular 

employee and to provide him/her the 

necessary inputs. 0 0 0 

II. Were apprentices paid wages for their labor during apprenticeship training? 

o A. Yes DB. No 

12. Covers expenditures of trainees during apprenticeship training? 

o A. Organizations 

o B. Apprentices/fam ilies 

o C. The TVET institutions 

o D. Public fund 

o E. Sponsorship Agencies 

13. Which of the fo llowing mechan ism was used to subsid ize the direct cost of" the 

organization fo r apprenticeship training? 

o A. Public fund 

o B. The organization budget 



o C . T he money rai sed from a levy imposed on enterpri ses 

DO. Income generated from sales ofprocluction and service acti viti es of trainees. 

14. Were some trainees completel y excluded from apprenticeship training? 

o A. Yes 0 B. No 

IS. If yes, which of thc fol lowing were the main reasons" (you may choose more than 

one answer) 

o A. In adequacy of organi zations to absorb a ll trainees 

DB. Inconvenience uf the sess ion for apprenticeship training 

o C. Reluctance of the trainees 

o D. Shortage of man power to coordinate 

o E. Organizations were not vo lunter 

16. How do you rate hlctors that affecting retention and completion of apprenticeship 

training. High Medium Low 

a. Ass ignment other than occupational 

field of training 

b. In appropriateness of period/Session! 

of apprenticeship I raining 

c. Fimlllcial problem 

d. Lack of reliabk transport 

o 

o 
o 
D 

c. In appropriate treatment by supportive wo rk place 

o 

o 
o 
o 

o 

o 
o 
o 

supcrvi sors and vocational counselor 0 0 0 

17. Did professionals fro m TVET institution follo w - up the progress of apprenti ces? 

o A. Yes 0 B. No 

18 . If yes how frequentl y was the follow - up activity? 

o A. Daily 0 B. Once week 

o C. Once in a whil e 0 D. Once in two weeks 

19 . [f " no" which of the following was the major problem? 

o A. Lack of finance 

o B. T rainers attend in service course 

o C. Trainers were on annual leave 

o D. Trainers were lI ut adequate in number 



20. How do you rate th l) equipment! machines ava ilable in you r wo rks hop. 

High Medium Low 
a. Relevance to the situation in the 

wo rld of work 0 0 0 
b. Appropriateness to the content 

of the curriculum 0 0 0 
c. Appropriateness to capacity of the trainees 0 0 0 
d. Up - to - dated ness 0 0 0 

2 1. How do you rate the relevance of the acti vity you have under gone during 
apprenticeship training to yo ur occupati onal training? 

o A I ligh 

D C. Low 

o B. Medium 

o D. Very low 

22 . I f you r response for questi on No. 26 is low or very low which of the fo ll owing 
could be adequate rcason? You may choose more than one answer. 

o A. The organi zat ion was not engaged in acti viti es relating to your occupati onal 
area of traini ng 

o B. Reluctance " f organi zation to ass ign yo u acco rd ing to yo u respective 
occupational area of training 

o C. Inadequacy 01' training in the TVET institution 

o D. Yo ur failure to regularly attend the apprenticeship training 

o E. The job you assigned to was routine and remained unchanged through out 
apprenticeship tra ining per iod in the o rgan izatio n 

23. Where there incentives given to orga ni zations offeri ng appren ti cesh ip tra in ing" 
o A. Yes D B. No 

24 . If yes, which of the ta llowing were among the fo rm s o fin ccntives g ive n? 
o A Tax exemption on imported machine/equipment 

o B. Productivity consulting 

o C. Charge free train ing for employees in the oq;ani zation 

o D. Recogni zing the ir contributions on graduation days 



25. Would yo u please specify major problems you f~lced during the implementati on 01" 

apprenticeship training? 

a) ________________________________________________ ___ 

b) ________________________ ___ 

c) ______________________________________________________ __ 

d) _______________________ ___ 

26. What solution would you suggest to mitigate the problem you listed above? 

a) ______________________________________________________ __ 

b) ______________________ _ 

c) ____________________________________________________ _ 

d) ______________________ _ 



APPENDIX-8 

ADDIS ABABA UNIVERSITY 
POST GRADUATE. STUDIES 

MANAGEMENT OF VOCATIONAL EDUCATION 
A questionnaire to be filled by Supervisors of the organization offering 

apprenticeship training 

I would like to express my heart fe lt appreciation and regard fo r yo ur time and sincere 
cooperation, in advance, to fill these questionnaire. The questionnaire is designed to collect data 
for a research thesis entitled as "A survey study on apprent iceship training program in some 
selected government TVET insti tution ci ty administration ." 

The purpose of this questionn aire is to gather information on how apprenticcship training 
is currently going on in differcnt organizations offering the training in government TVET 
institutions in Addis Ababa. The reseal'cher hopes to get your sincere response to each item 
in the questionnaire and your opinion as well, where ever it is r equested. The researcher 
believes that your cooperation can make significant contribution to thc effective usc of 
apprenticeship ill our technical and vocational education and training systcm. 
Direction 

.:. No need of writing your name; 

.:. Please put 'X' mark in the box provided where alternatives are given 

.:. If you have add itional or different opinion from the given alternatives, please 

.:. Write it on the space provided fo r the option "if other, please specify" 

.:. Your urgent response wi II contribute to the va lue of the research 

Part One: General background 
2. Name of the organization _________________ _ 
3. Age _ _ _ 3. Sex: Male 0 Female 0 
4. Current position _____________________ _ 
5. Qualification ____ _ _________________ _ 
6. Field of specialization _ _________________ _ 
7. Total years of serv ice ___________________ _ 



Part Two: General Question 
1. To which of the fo llowing categories does your organ ization belong? 

o A. Smal l sec tor enterpri se 0 B. Medium s ize enterprise o C. large mock rn enterprise 
2. Type of yo ur Business: 

o A Manufact uri ng 0 B. Trade 
o C. Service 

3. Type of ownershi p 

o A. Governmcnt 0 B. Private 
o C. NGO 

4. Where there any laws supporting the implementation of apprentices training? 
O AYes OB.No 

5. If "yes", which of the foll uwing laws were applied? 
o A TVET law DB. Apprenticeship gu ide line 
o C. Apprentic~ship training act 
o D. Labour proclamation 

6. Did all concerned parties sign memorandulll of agreement duri ng apprenti ceship training? o A. Yes 0 B. No 
7. Were there criteria set to select organi zation that could offe r app renticeship train ing') o A. Yes 0 B.No 
8. If yes, what were the maj" r factors to be considered ion the process of selection? o A Size of th ~ organization 0 B. Type of Business 

o C. 

o 0 

T he num her of employees 

Relevancc of the acti vit ies the organ izati ons engaged in to occupational 
area of tra ining 



9. How do you rate the perfo rmance of Trainees during appren ti ceship training? 

High Med ium Low 
a. The trainees diligentl y perform the 

apprenticeship trai ning 0 0 0 
bTo work according to the work 

methods of the organi zations. 0 0 0 
a. To uti lize machine/ equipment with care 0 0 0 
b. To perform practical activities 0 0 0 
c. To cooperate with other employees 0 0 0 
d. To utili ze input eJ"ficiently 0 0 0 
e. To produce quali ty products 0 0 0 

10. How do you rate the rol e ofTVET institution in promoting apprenticeship training? 
1-1 igh Medium Low 

a. Consider grades gi ,·en for 

apprenticeship traill ing as a 
component of crite ria for certifi cation 0 0 0 

b. To ass ign personnel that foll ow -
up the apprenticeship training. 0 0 0 

c. To prepare guide lin es and schedules ) 
that help proper im plementation of 
apprenticeship train ing 0 0 0 

11 . Were apprentices paid wages for their labor during apprenticeship training? o A. Yes o B.No 
12 . Covers expenditures of tra inees during apprenticeship training? 

o A. Organizations 

o B. Apprentices/fami li es 

o C. The TVET institutions 

o D. Public fund 

o E. Sponsorship Agencies 

I 
1 

\ 



13. Which of the following mechanism was used to subs idize the direct cost of the 
organization for apprenticeship training? 

o A. Public fund 

o B. The organization budget 

o C. The money raised from a levy imposed on enterpri ses 

o D. Income generated from sales ofproducl ion and service acti vities oi"lru inces. 
14. How do you rate faclll rs that affect ing retention and completion of apprenti ceship 

training. Hi gh Medium Low 
a. Assi gn ment other than occupational 

field of training 

b. In app ropriateness 01" period/Session/ 

of apprenticeship trai ning 

c. Financial problem 

d. Lack of reliable transport 

o 

o 
o 
o 

e. In appropriate treatment by supportive workplace 

supervisors and vocationa l counselor 0 

o 

o 
o 
o 

o 

o 

o 
o 
o 

o 
15. Did profess ionals from T VET institution follow - up the progress of apprentices? 

oA.Yes OB.No 
16.lf "yes" how frequently \\ .,s the follow - up activity? 

o A. Daily 0 B. Once week 

o C. Once in a whil e o D. Once in two weeks 
17.lf"no" which of the fo ll owing was the majo r prob lem? 

o A. Lack of finance 

o B. Trainers attend in service course 

o C. T rainers were on ann ual leave 

o D. Trainers were not adequate in number 

18. Which of the following authorities took patt in facilitating and selecting organizations for 
the apprenticeship training? 

o A . The TVET institution 

o B. Initiative from the organ izat ion themselves 

o C. Local/state/ administration 

o D . Employer 's association 



o E. Trade union 

19.Were any promotional act ivities undel1aken regarding apprenticeship training program? 
o A. Yes DB. No 

20.lfyour response to question no. 2 is 'yes ' what the mechanism employed? 
o A. Provision of apprenticeship guidelines to organizations 
o B. Sensitization meeting with stake holders 

o C. Training or work place trainers (supervisor) 

o D. Through broad cast (media) 

21.l-Iow do you rate the equipment! machines avai lable in your workshop. 

Hi gh Medium Low 
<:1. Relevance to the situat ion ill th e 

world of work 0 0 0 
b. Appropriateness to I he content 

of the curricu lum 0 0 0 
c. Appropriateness to capacity of the Irainees 0 0 0 
d. Up - to - dated ne" 0 0 0 

22. Where there incentives gi l'en to organizat ions offeri ng apprenticeshi p training? 
o A. Yes D B.No 

23. 11' yes, which or the 1'0110 '" 1I1g were aillong the rorms or incenti ves given? 
o A. Tax exemption , 'n imported mach ine/equipment 

o B. Prod uctivity cons ulting 

o C. Charge free trai ll ing for employees in the organization 
o D. Recognizing th ei r contributions on graduation days 

24. The number of trainees attended apprenticeshi p tra ining in your organization during the 
year 2005/2006 



25. Would y()U please spel I·y lllaJo r problellls you faced during the implementat iun uf 

apprenticeship train ing? 

a) _____________________________________________________ _ 

b) ____________________________________________ ___ 

c) ______________________________________________________ __ 

d) ______________________________________________ ___ 

26. What solution would you suggest to mitigate the problem you li sted above? 

a) ________________________________________________ ___ 

b) ______________________________________________ ___ 

c) ________________________________________________ ___ 

d) ________________________________________________ __ 



)t¥1!E:N!J)IX - 4 

)t!J)!J) IS )t!J3)t!J3)t VWO/E/RS Irrt 

posrr q !J?;4.!J)V)tiJIE SP''!V!J)IPS 

MANAGEMENT OF VOCATIO NAL EDUCATION 

Interview made wit h the AAEBs TVET representatives 

The purpose of this inte l-vi( IV is to get some basic information on how effect ive ly we 

are u s ing apprenticeship program in th e process of our vocational a nd technical 

trainings. The researcher Icindly requests you to give your genu ine and sincere 

responses to Ihe question s raised in the interview. By doing so, the researcher 

believes that you are making your share of contrib ution, which is highly valu a ble 

in m aking this training program more effective . 

1. Qualification ____ _ 

2. Your major field of study ____ _ _ _ 

3. Years of service on your current position ___ _ 

4. Does the institutions Ilave any criteria set for the selection of organizations 

offering apprenticeship lraining? 

5 . If the in sti tution has no crite ria set for selecting organi zation s that offer 

apprenticc'ship trainin :'. , how do yo u assign trainee:; to organ ization s for the 

training 01 a pprentices .ip? 

6. Do trainees s ign appr, nticeship contract with the organization th at offcl" thc 

train ing? 

7. Does the institute haw a sched uled program of visiting train ees while they are 

on the a pprenticeship training? 

8. Wh o m ak e such a vis it ', 

9. Can you say for certain, that supervisors ass igned by apprenticeship providing 

organizations a re profes sion ally competent to properly evaluate appren tices? 

10. If you think they arc not professionally competent in gen eral, what possible 

solution do you su ggest to cu rb the problem of assessmen t a n d evaluatio n 

obsel-ved in apprenti"esh ip tra ining? 

11. Does your ins titute I,ave a vocational counselor who gives a career gui dance 

service to the traine, 's? 



This thesis has been submitted for examination with my approval as a 

University advisor 

Name :- Ato Worku Mekonnen 



This thesis is my original WOI'\( and that all so urce of materials used for 

thc thesis have becn aclmowlcdgcd 

Na mc:- Enoida Asfaw 

Signature 
....::..--'C7,...:::;-~=T--

Date 


	MX-M464N_20191226_214654
	MX-M464N_20191226_214710
	MX-M464N_20191226_214804
	MX-M464N_20191226_215944
	MX-M464N_20191226_215956
	MX-M464N_20191226_220045
	MX-M464N_20191226_220220
	MX-M464N_20191226_220307
	MX-M464N_20191226_220331
	MX-M464N_20191226_220354
	MX-M464N_20191226_220424
	MX-M464N_20191226_220522
	MX-M464N_20191226_220558
	MX-M464N_20191226_220634

