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ABSTRACT

This thesis was aimed at conducting a research study entitled “A Comparative Study of
the Implementation of Apprenticeship Training Program (ATP) of Regular and Extension
programs of St. Mary'’s University College (SMUC)”. The main purpose of the study was
to investigate the similarities and differences in regular and extension programs in terms
of inputs and processes on the implementation of apprenticeship training program. In
light of this, an attempt was made to look into the basic questions that are related to
managerial effectiveness, manpower profile, financial resources, physical facilities,
curriculum and guidelines as well as evaluation and certification were the focus of the
study.

Methodologically, a comparative method was employed to compare the similarities and
differences between regular and extension programs of a private TVET institution named
SMUC. Availability, random, purposive stratified random sampling and systematic

sampling techniques were used in identification and selection of subjects of the study.

The subjects of the study were 284 trainees, 100 supervisors\trainers of the work place, 3

coordinators and 2 principals of the SMUC. The data drawn were collected by means of
questionnaire, interview, and observation check list and then transcribed for analysis.

Method of analysis were employed by using the following statistical tools, such as
percentage, chi-square, t-test and ANOVA.

The findings of the study revealed that the apprenticeship training were not supported by
legal framework similarly for both regular and extension programs, assignment of
trainees and selection of organizations were undertaken in haphazard manner for there
were no preset criteria for both regular and extension programs. As a result of t-test
there was significant difference between the two groups. To this effect, the adequacy of
work shop facilities in extension program was better than regular program in the work
place. The result of ANOVA also indicates that there were significant differences between
regular and extension programs. Thus, the mean result of apprenticeship training was
better in regular program than extension program. On the top of this, in school and work
place follow-up activities were better in regular program than extension program.
Hence, it was concluded that there were similarities and differences between regular and
extension programs. Therefore, it is recommended that the employers and SMUC should
be committed to share their responsibilities for effective implementation of ATP.




CHAPTER ONE
THE PROBLEM AND ITS APPROACH

1.1. Introduction

Apprenticeship training programs (ATP) have been viewed by many educators and
policy makers as a viable option for the preparation of students, particularly those
who are unlikely to attain a baccalaureate degree, for transition from school to
work (Smith, 2005: 27).

Moreover, the state of Federal Democratic Republic of Ethiopia (1994:16) also
introduced the new Education and Training Policy (ETP) and Education sector
strategy in 1994 that made technical and vocational education development as one
of the priority areas in the education system for human resource development
within the country. The policy and strategy stipulate the provision of middle level
technical and vocational training in areas of different sectors to students that have
completed grade 10, the more emphasizes on the implementation of
apprenticeship training program (ATP), the development of relevant curriculum,
raising the standards of trainers, expand training facilities.

Having this policy, one of the strategies in realizing the education and training
policy in the area of TVET is developing apprenticeship training program for the
middle level skilled work force preparation.

Based on this fact in designing the curriculum, more emphasis should be given to
develop practical skill than theoretical knowledge so as to make trainees confident,
and productive citizens having the readiness for either self or wage employment.

It is with this intent that the Ethiopian government has recently diversified skill
training areas and increased the number of training institutions mainly of private
sectors for the purpose of producing junior and middle level manpower in different
field of study (MOE, 2003:76)




However, no matter where an individual trainee attends a regular or extension
program in the institution, its success greatly depends on a complete interaction of
abilities, attitude and strengths, brought to school, the skill and knowledge of
trainers and the quality of the training environment (kritsonis, 2004:8).

To this effect, in the implementation of ATP, more attention should be given to
assess the similarities and differences of regular and extension programs. To
attain the desired objectives in the development of trained manpower through
applying the TVET programs, both demand sufficient inputs and effective
processes in the implementation of the program should be considered.

According to the TVET strategy of Addis Ababa City government (2004:3) Addis
Ababa as capital of Ethiopia has about 3.5 million inhabitants with an annual
population growth rate of 2.8. The number of inhabitants directly depend on the
informal sector of Micro and Small Enterprises (e.g. bakery, food preparation, etc.)
are 150,000 and 100,000 inhabitants depend on the formal sector of Micro and
Small Enterprises (e.g. metal work, carpenter, etc.). The unemployment rate Addis
Ababa is assumed to be the highest in Ethiopia at around 38% and currently,
about 500,000 inhabitants are unemployed. However, the informal and private
sectors are increasingly providing employment opportunity to the work force of
Addis Ababa. The average monthly income of 50% of the inhabitants of Addis
Ababa is around 340 Ethiopian Birr. The vast majorities (80%) are living below the
poverty threshold. 31% of the population is living in one room houses and 29% in
two-room houses without adequate sanitation, 26% are without a kitchen, and 65%
of the citizens have no access to safe drinking water, shelter, and toilets. Every
year the labor market is expected to absorb an ever increasing number of new
labor entrants over the age of 15 years. In 2004\05, for example, the number of
trainees enrolled in Addis Ababa in government and non government were 13,827
(10+3), 12,943 (10+2), 6,101(10+1).

Since the TVET system in Ethiopia is currently in a reform process, the Addis
Ababa TVET office aims to create a TVET system, which is wage and self-
employment oriented and demand—driven for the appropriate development needs
of Addis Ababa economy.
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Since private TVET colleges are currently under the reform process of the Addis
Ababa TVET office, this study mainly concentrates in one private TVET colleges of
Addis Ababa namely St. Mary’s University College (SMUC) as a case study in the
implementation of ATP of regular and extension programs comparatively.

St. Mary's University College is one of the private higher education institutions in
Addis Ababa Ethiopia. It was originally established as a language School. The
foundation of the college took place on February 1999. Since the number of
students in private higher education institutions is increasing at an alarming rate,
St. Mary's currently has around 7000 Students in the conventionally mode of
training, out of these about 3000 Students on regular and the rest 4000 Students
are on extension program. In addition to this, about 47,000 students are on a
Distance Education program within more than 57 different branches throughout
Ethiopia and abroad. There are also more than 200 teaching Staff and more than
100 Supportive staff on full time basis.

The SMUC offers Diploma and Degree levels including TVET programs in
Business, Law, and Information Technology and Education faculties for regular full
time students and extension-part-time entrants who spent day time in other
pursuits. In both program identical courses are offered with identical credit/ contact
hours including ATP with partners of SMUC on work-sites out of the institution.
Teaching methods examinations and evaluation procedures are also similar.

The Higher Education main Department of Ministry of Education determines the
admission criteria for students enter into the college. The admission is normally
based on Ethiopian School Leaving Certificate Examination /ESLCE/. The criteria
for admission for both male and female students are different as per the policy of
the Higher education main department of the ministry of education.

The TVET programs as stated in the new Education and Training Policy (ETP,
1994:16) are 10+1, 10+2, and 10+3. The admission criteria, the admission fees
and the duration of the programs for degree and TVET regular and extension
students are:



Table |

Training Programs, Requirements, Duration and Admission Fees of

SMUC
Minimum Requirement i e
Training Programs t Deration Admission

Male Female Regular Extension Fees
10+1(certificate) 1.4 1.2 1 year 1%yrs 50
10+ 2 (certificate) 1.8 1.6 2 yrs 2%-3yrs 50
10+3 (Diploma) 2.0 2.0 3 yrs 5-6 years 50

3.2 5 3 Years 4% -5yrs 100
(Degree program) (ESLCE) 3.0(ESLCE) 1=9Y

Source: SMUC broacher for registration (2006)

In addition to the above table, a semester is considered as 4 months or 16 weeks
and one year program is divided in to 2 or 3 semesters.

The tuition fees for certificate and diploma levels of TVET program is birr 3.125 per
Contact hour. And for education non TVET program is birr 50 per credit hour and
birr 80 per credit hour for Degree programs. The graduation criteria for TVET
program, the maximum achievable mark is 50% and 2.00 for degree programs.

The major areas of specialization are Accounting, Marketing Management,
Secretarial Science and Office Management (SSOM), Information Technology (IT)
and Law are offered for diploma and certificate level for both regular and extension
programs. The degree programs are Management, Marketing, Accounting and
Law. In addition to these, fields like Mathematics, Basic Science, Civics, Amharic
Language, English Language and Social Science are from education faculty.
There are also other subjects included in the distance mode of training.

/ This study mainly concentrates only on conventional mode of training, i.e., regular
and extension division, regarding the implementation of ATP on entry 2004/05
trainees of 10+3 level TVET program in one of the private TVET colleges of Addis
Ababa, namely SMUC. Thus, it may have a great importance for policy makers,
administrators and counselors at the institutions of higher education to have a
clear understanding on similarities and differences of regular and extension TVET
programs in the implementation of the ATP.




1.2. Background of the Study

During medieval times apprenticeship system serves several functions as passing
on knowledge from one generation to the next limiting access to the profession,
and serving as quality control mechanism (VanLandingham, 2005:3)

In addition to the above, apprenticeship system as indicated by Atchoarena
(2002:183) as it is formed by a master artisan who acts as a sort of father figure,
i.e., the transmission of knowledge is essentially based on observation and
imitation. The system was not integrated with in the formal system but it belongs
to what is commonly called the informal sector which requires practices from
tradition.

The rapid technological change and information has brought apprenticeship to be
S8 combination of on-the-job training and related class-room instruction in which
trainees learn the practical and theoretical aspects of a highly skilled occupation.

The research study by Yekunoamlak (2000:75) recommended that for the
v successful implementation of ATP, the person in charge of the training should visit
the apprentices regularly during the apprenticeship.

Similar research findings from Ethiopia, for instance Masresha (2004:111-115)
J  stated that the challenge in the implementation of ATP were the inadequateness of
organizations for providing a sufficiently comprehensive and up-to-date experience
to TVET trainees.

Moreover, in the Ethiopian context, apprenticeship is a prerequisite for the
completion of middle level TVET program. Apprenticeship is conducted in
productive and service giving organizations after the trainees do the corresponding
training packages in the TVET institutions. The practice is usually undertaken
during school vacations for flexible duration that may vary with areas and mode of
training (MOE, 2002:5)

./ With regard to sponsors Niznik (2001:1) states that apprenticeship programs are
sponsored by joint employer, labor groups, individual employers, and/or employer

associations.



Similarly, apprenticeship training in developed countries is a win-win situation
because it is a partnership between the training institution, the employer and the
trainee for mutual advantage. However, in many developing countries, including
Ethiopia, the link between training program and industries look not strong. Some
enterprises are not willing to enroll inexperienced apprentices due to low capacity
and fear of taking risk (Yekunoamlak, 2000:1).

The above research findings of different authorities tried to explain the
implementation of ATP in relation to other local regions. This study focuses on the
implementation of ATP with particular reference to regular and extension programs
of SMUC in Addis Ababa so as to compare the similarities and differences in the
implementation of ATP and thereby identify the pressing problems that hinder the
implementation and come up with solutions.

1.3. Statement of the Problem

Since TVET system in general and ATP in particular is relatively a new endeavor
in Ethiopia, the process df implantation is not likely to be an easy task where there
is no sufficient materials, financial, manpower and employer organizations where
apprenticeship training is offered and even they may not in a good position to
utilize the existing resources more wisely and in a proper way.

In consideration of this fact, it is desirable to have a through study on the
implementation of the ATP of regular and extension programs SO as to compare
their similarities and differences in the existing system of apprenticeship program,
discover the nature of the problem and conduct analysis of problems failure and
success and identify the pressing problems, which need to be solved through
change of strategy, planning and policy statements making careful comparison.

Accordingly, the primary objective of this study is to compare the pressing
problems encountered in the process of implementing ATP comparatively in
regular and extension programs of a private college in Addis Ababa where TVET
program is implemented. It is a case study which focuses on SMUC on the TVET

program of entry 2004/05 trainees of 10+3 level who undertake ATP for the second




time. More specifically, the study is intended to answer the following basic
questions.

1. What are the significant similarities and differences between regular and
extension programs with regard to ATP in terms of:

.
A. Managerial effectiveness,
B. Manpower profile,
C. The availability of financial resources and physical facilities.
2. |s there any significant difference between regular and extension programs
apprentices' evaluation and certification of the ATP?
* 3. What are the challenges to implementing the curriculum and guideline designed
to provide the ATP of regular and extension programs of the University
College?
1.4. Objectives of the Study
1. To explore the similarites and differences between regular and
extension program in terms of the facilities and resources available and
the processes of the ATP.
S 2. To compare the extent to which the curriculum and guidelines set for the

ATP are put into practice for both regular and extension programs.

3. To compare the capability and limitations of the trainee, the institution
and the training provider organizations in effectively implementation of
the ATP.

4. To compare the similarities and differences between regular and
extension trainees of the results of apprenticeship training obtained from
the training provider organizations.

5. To evaluate the managerial effectiveness of ATP of the institution and
the training provider organizations.

L 6. To provide helpful suggestions in the implementation of the ATP of both

regular and extension programs.

1.5. Significance of the Study
This study is significant for the following:

1. It helps to create awareness among policy makers, planners and implementers
\ of the ATP with regard to the similarities and differences between regular and
extension programs about problems towards taking corrective actions for its

effectiveness,

ADDIS ABABA UNIVERSITY
EDUCA'TIUN LIBRARY
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2. It may give some insight into key policy and strategy issues and is hoped to
contribute valuable information on the existing conditions for review and
designing of the future course of action,

3. It is also believed that the data gathered, the knowledge and experiences
gained under comparison, may serve to determine the management of the
SMUC which is one of the senior private TVET colleges of Addis Ababa and
authorities to redirect their efforts and inputs to improve the gaps observed and
keep the required standards and quality of the ATP,

4. It is hoped that it may serve as a spring board for other researchers who have
interest to undertake further study in depth.

1.6. Delimitation of the Study

During this study was undertaking there were more than 60 private TVET Colleges
in Addis Ababa which participate in the implementation of ATP under TVET
program.

In order to have a complete picture of the implementation of the ATP with regard to
regular and extension programs, it should have included all the private TVET
colleges of Addis Ababa. However, since g_lg a case study the study confines
itself to only one private higher education institution ‘where TVET program is under
implementation, namely SMUC. This is because the researcher believes that it
can accommodate sufficient numbers of respondents from the University College’s

regular and extension programs participants.

Furthermore, the study include only entry 2004/05 TVET trainees of 10+3 level
where ATP has been currently undertaken twice for a total of 624 contact hours in
both regular and extension programs of the University College. However, entry
2006/07 TVET trainees were excluded from the study for the reason that ATP have
not yet been equally implemented in both regular and extension programs.

The study also confined itself only to the conventional mode of training, i.e., on
regular and extension programs of SMUC.

The fields of studies selected for the study were only from faculties of business.
The available departments under this faculty were Accounting, Marketing, IT,




SSOM, and Law. This is because the ATP was more fully implemented in regular
as well as extension program of 10+3 level than other faculties. Thus, it was
believed that the respondents from both regular and extension programs can
represent the other respondents of the TVET program of the SMUC.

1.7. Limitations of the Study

The most serious limitation of the study was shortage of time due to the frequently
deleted of data through variety of unknown new computer viruses. This may be
because with the dynamic changing of computer technology variety of new
computer viruses are created for business purpose. In addition to this, the
absence of adequate information about the process of implementation in
organizations that offer ATP and secrecy of documents were the other constraints
of the study underway. This may be because fear of accountability due to the
information they provide for the study rather than sharing exactly what they have
done. Thus, all these may have some effect on the results of the study.

1.8. Research Design and Methodology

In this part samples and sampling techniques, source of data, data gathering
instruments used and data analysis will be described thoroughly.

1.8.1. Samples and Sampling Techniques

To achieve the purpose and objectives of this study, in the implementation of ATP
a comparative analysis method was employed. This system helps to obtain first
hand information from the subjects of the study. And it helps to find out the
implementation of the ATP according to the guideline of the curriculum which
requires on-site observation to the training provider organizations. Additionally, the
method identifies the similarities and differences in the process of implementing

the program in regular and extension programs.

When this study was conducted there were more than 60 private TVET Colleges in
Addis Ababa where ATP was implemented within 10+1, 10+2 and 10+3 levels.
Therefore, to compare the regular and extension programs of ATP, St. Mary's
University College (SMUC) is Chosen among the available private TVET colleges
in Addis Ababa based on purposive and convenience sampling technique. This is



because this University College is one of the senior private TVET colleges of Addis
Ababa where ATP under TVET program is implemented and the researcher is one
of the participants in the process of implementing the TVET program in the
University College. The 10+3 TVET trainees of 2004/05 entry were selected using
purposive sampling method. At this level ATP has been conducted twice (10+1
and 10+2 levels) for about 624 hours from the total of 936 hours allotted for the
10+3 level. Thus, it was believed that from this experience sufficient data could be
collected for the research under study.

The key players in the process of implementing the ATP were trainees, institutions
and organizations. Therefore, the subjects for this study were trainees, principals,
counselors and supervisors and/or trainers of the apprenticeship training provider
organizations.

The population for this study was 1130 TVET trainees of regular and extension
programs who have already undertaken ATP for the second time from St. Mary’s
University College in 2005/06 academic year. Among them about 438 are regular
and about 692 from extension programs. Among these proportional numbers of
subjects, they were selected using simple random sampling technique. This is
because in the colleges each group does have similar characteristics and what is
more to give each trainee equal chance of being included in the sample. Simple
random sampling as cited in Endalamaw Teka, (2006: 9), gives each unit of the
population equal chance of being selected (Seyoum and Ayalew, 1989: 59, Gall,
Borg and Gall, 1996: 217 and Koul, 1996: 109). In order to ascertain
representation, about 25% of the target population is thought to be sufficient.
Thus, to constitute the sample 284 subjects (110 regular and 174 extension) from
each field of study stratified random sampling technique was employed as
indicated on the Table Il below.
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TABLE I

TVET 10+3 Trainees Sample Size in Their Field of Study in 2005/06

Population size Sample selected
Field of study Regular | Extension Total Regular | Extension | Total
SSOM 85 122 207 21 31 52
Accounting 89 243 332 22 61 83
Marketing 52 92 144 13 23 36
IT 141 129 270 36 32 68
Law 71 106 177 18 27 45
Total 438 692 1,130 110 174 284

Source: Apprenticeship office of the SMUC (2006)

The other group of respondents consisted of officials of SMUC such as principals,
deputy principals, counselors, are chosen using the available sampling technique.
This is because their number was relatively limited.

To get additional information with regard to the ATP in the organizations, among
400 organizations who are assumed to be regular partners of the SMUC. Thus,
25% or 100 were believed to be representatives of the organization. This is
because these organizations were assumed to accept trainees from SMUC and
obtain sufficient number respondents of supervisors\trainers from these
organizations in Addis Ababa where ATP is implemented. So they were selected
using systematic sampling technique. This is because the advantages of
systematic sample is that it yields research data that can be applied to a large
population within margins of error that can be determined by statistical formulae
(Gall, Borg and Gall, 1996: 217).

In addition to this the supervisors\trainers of these organizations were selected
using purposive sampling technique so as to differentiate supervisors of regular
and extension programs. This is because trainers of regular and extension
programs must be from those selected organizations that are partners of SMUC.
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1.8.2. Source of Data and Data Gathering Tools

Both primary and secondary data sources were used in the study. Primary data
were collected from the subjects of the study through questionnaires, interviews,
and on site observation. The pertinent documents to the study were consulted as a
secondary source of data such as relevant books and journals, which indicate the
practice of apprenticeship training in developed and developing countries, were
reviewed in addition to in-country apprenticeship training experiences of MOE in
private TVET institution. For its reliability and validity, the questionnaires were pilot

tested.

Therefore, based on the review of related literature and the basic questions raised

data gathering instruments were drafted.

The list of regular and extension TVET 10+3 trainees who have already completed
ATP for the second time from SMUC in 2005 /06 academic year were collected
from the registrar's office. And the list of the training provider organizations who
are partners with SMUC were collected from apprenticeship office of the SMUC.

Questionnaire for apprentices and trainers/supervisors of the training provider
organizations were set and administered composed both open ended and closed
ended items were conducted, so that informants could express their ideas and

opinions freely and confidentially.

Structured interview were conducted for the available principals, the academic
dean, the faculty dean and for the counselors or co-coordinators of the ATP, at
SMUC.

On-site observation were made on some systematically selected training provider
organizations to see their readiness for apprenticeship training and the relevant
inputs/ training instruments and equipments and documents used were checked
with the help of check-list examined and discussion with the supervisors\trainers
who were assigned in the organizations.

The results of apprentices were collected from épprenticeship office of the SMUC
and were selected in systematic sampling technique.
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1.8.3. Data Analysis

Different methods of analysis relevant to each variable were employed to analyze
the data gathered. Accordingly, respondents were categorized and frequencies
were tallied. Therefore, the following basic statistical techniques were used to

analyze the study.

1. Percentage and frequency counts were employed to analyze various
characteristics of the sample population. This statistical tool helps to determine
the relative standing characteristics such as age, sex work experience
academic qualification and field of specialization. It was also used for other
questions with ordinal and nominal character.

2. Chi-square was employed to see whether or not there was perceptual
difference between the regular and extension program respondents.

3. Weighted mean was computed to find out average value of the factors affecting
performance of trainees, organizatidns and institutions. Based on the mean
value, rank orders were established according to the magnitude of their
importance.

4. A paired sample t-test was used to identify whether or not there were significant
mean difference between the two groups on each item. The existing difference
was tested for statistical significance at the 0.0% level in order to tolerate errors
that come due to chance.

5. One-Way ANOVA was used to identify whether or not there were significant
difference between regular and extension trainees on the results achieved
during the apprenticeship training program. The existing difference was tested
for statistical significance at alpha level 0.05 in order to tolerate errors that

come due to chance.

1.9. Definitions of Terms

Apprentice - means a person undergoing apprenticeship pursuant to a tripartite
agreement concluded among a training institution, an organization and a
trainee. (Federal Negarit Gazeta, March 1,2004, No 391/2004: 2554)

Apprenticeship - means “job training undertaking by a trainee in an organization
pursuit to an agreement concluded among a training institution, an
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organization and trainee to put to practice the technical and vocational
education and training (TVET) the acquainted in a training institute and to
be acquainted with work. (TVET proclamation No 391, 2004:2554)

Apprenticeship Training - means job training undertaken by a trainee in an
organization pursuant to an agreement concluded among a training
institution, an organization and trainee to enable the trainee to put to
practice the technical and vocational education and training s/he
acquainted in a training institution and to be acquainted with work. It is
employer based or a work-based method for learning and gaining
qualifications-The training is mostly trade specific and restricted under the
contract with one employer. (Federal Negarit Gazeta No 391, 2004: 2554)

Extension Program -activities of educational institutions designed for students apart
from their usual student body (Taneja, 2002:167).

Implementation — refers to the actual use of the curriculum guideline to put into
practice what has been intended. (MOE, 2002:107)

Organization- means a production, trade or service rendering institution selected
by the appropriate body to provide apprenticeship training to trainees.
(Federal Negarit Gazeta, March 1, 2004, No 391, 2004: 2554).

Program- selection of one or more courses or a combination of courses, usually
chosen from a syllabus with an expressed or implied aim (MOE,
2002:107)

Regular Program-full-time day program used for normal and continuous sequences
of schooling and education (Taneja, 2002:267)

Technical and Vocational education — is education that is designed to train and
educate students in specific traditional and modern fields of vocational
skills for students who have completed grade 10 and show sufficient
desire and inclination to train in the field of their choice. (MOE, 2002: 94,
GTZ, 2000:5)
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Trainee- means a person who participates in technical and vocational education
and training program provided by a training institution with a view to
acquiring or upgrading his/her technical and vocational skills (FNG, March
1, 2004, No 391, 2004: 2553)

Training Institution- means a public or private institution, or one owned by a non
governmental organization, to which a pre-accreditation license or an
accreditation certificate is issued by the appropriate Accrediting Authority
to engage in the provision of technical and vocational education and
training. (FNG March 1, 2004: 2553).

Technical and Vocational Education and Training (TVET) - a training program
provided by a training institution with a view to acquiring or upgrading
his/her technical and vocational skills (FNG, March 1, 2004, No 391, 2004:
2553)

1.10. Organization of the Study

This paper has four chapters. The first chapter deals with the problem and its
approach. It includes introduction, background of the study, Statement of the
problem, significance of the study, delimitation and limitation of the study,
organization in addition to the theoretical framework, research methodology, such
as research design, source of data, data gathering instrument, and data analysis
and operational definition of terms.

The second chapter deals with the review of related literature. It provides detailed

information related to apprenticeship training program.

The third chapter deals with data analysis and presentation collected data through
questionnaire, interview, document analysis and on-site observation will be

discussed.

The forth chapter presents summary, conclusion and recommendations. In addition
to these, bibliography, sample questionnaires, interviews and other relevant
documents are attached to the last part of the thesis.
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CHAPTER TWO
REVIEW OF RELATED LITERATURE

2.1. Background of Apprenticeship

2.1.1. Traditional Analogue of Apprenticeship

The earliest and most widely accepted objective of vocational education is to
provide a mechanism for meeting the manpower needs of the local community. So
apprenticeship was one means of meeting man power needs. It attempted to
combine the best of family instruction and on-the-job training by having an
experienced worker agree to take the full range of an occupation, acting in lieu of
the parent. In return the trainer received the services of the apprentice for a certain
time span (Evans, 1987:9).

In medieval apprenticeship as VanLandingham (2006:21) expressed that it
controlled access to the respective professions, ensuring that not everybody could
become a carpenter or blacksmith, etc. In addition, apprenticeships, then and now,
serve as a quality control mechanism by ensuring that skills and knowledge are
only imparted by masters of the profession.

2.1.2. Modern Analogs of Apprenticeship

Apprenticeship today has become-an integral part of the secondary or post
secondary educational system. Government and private sectors work closely
together to provide opportunity to primarily young adults to pursue vocational
education. (VanLandingham, 2005:4)

As Young (2000:1-20) also states to make apprenticeship modern there is a need
to establish a system of alternative training because modular vocational education
is inadequate in preparing students for flexible work tasks. Therefore, a combined
system of alternate education between TVET Colleges and companies is
necessary. This involves an integrated vocational curriculum shared by colleges
and companies as a means of meeting the occupational requirements of
companies.
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Similarly, apprenticeship, as mentioned by VanLandingham (2005:15), today have
become part and parcel of an educational system that provide opportunities to
primarily young-adults to pursue vocational education such as:

1. On-the-job training is supplemented by general and subject-specific
education in vocational and training centers.
2. Apprentices are paid an allowance by the employer.
3. Apprenticeships are a valuable recruitment mechanism for the public
and private sector.
4. Apprenticeships simply the transition from student to employee(p.15)
Successful completion of an apprenticeship allows access to further education

and/or specialization in the field (master school) and/or academia (in some cases).

2.2. The Concept of Apprenticeship

Apprenticeship has got different nomenclatures by different authorities, for
example, practicum, internship and traineeships to mean apply the theory learned
in their courses to professional practice. :

The concept of apprenticeship in India, for example, is a way of combining practical
experience with theory. Generally, there is a formal contract between an employer
and a trainee under which the trainee agrees to work for the employer in return for
practical experience which makes him a skilled worker. He gets a small wage till he
reaches the level of a skilled worker.

As U.S. Department of Labor (2004:9), shows that the modern concept of an
internship is analogous to apprenticeship. Universities still use apprenticeship
schemes in their production of scholars, bachelors are promoted to masters and
then produce a thesis under the oversight of a supervisor before the corporate body
of the university recognizes the reaching of the standard of a doctorate.

Apprenticeship: as designed in Ultimate Teen Guide by Budhram (2001:2) is stated

as:

All apprenticeships require on-the-job training and give you the opportunity
to learn from expert or master in the job—someone who not only has the
specific skills you are hoping to learn, but the skills to teach as well. If you
would like to go to college, but can't afford it, there are opportunities for you
as well. ]
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In this concept, however not all apprenticeships require a college background. If
one is not planning to go to college because s\he think it isn't right for his\ner or
because s\he prefers the instruction to be more hands-on, apprenticeship can offer
the kind of instruction one is looking for.

In addition to the above Budhram (2001:5), argue that depending on the program,
all apprenticeships require additional related training as well. This training may take
place in a traditional college setting, in classrooms specifically designed by the
sponsor, through online programs, in workshops, or at conferences.

However, the related training is just that, related. One won’t be studying Ethiopian
history to learn how to lay bricks. If s\he is interested in nursing, s\he won't be
studying the history of music; all of the classroom work should be related to what

s\he is learning on the job.

Generally, apprenticeship is described as a combination of on the-job training and
related classroom instruction in which workers learn the practical and theoretical
aspects of a highly skilled occupation and the training program is sponsored by
joint employer and labor groups, individual employers, and./or employer

associations.

2.3. The Goal of ATP

The main goal of ATP is to allow students to begin apprenticeship training as part
of their TVET program. Therefore, apprenticeship is designed to attain the following
objectives as indicated in British Apprenticeship Guideline, (2005:3), such as:

1. Providing students with a smooth transition from school to work, and a
quicker route to certification in a trade,

2. Enhancing students’ existing trade-specific job readiness skills, or
providing opportunities for the development of new skills,

3. Providing students with access to up-to-date technical training that may
not be available in the TVET colleges,

4. Helping prepare students to enter the world of work with the skills,
attitudes, and sense of responsibility necessary to be successful,

5. Encouraging students to pursue academic goals and to graduate, and
facilitating students’ understanding of the similarities and differences in
behavior standards between the workplace and the TVET colleges.
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Similarly, the goal of ATP as stated by Deissinger (2002:12) is to provide the
highest level of training to apprentices, in order that they may assume positions as
fully-qualified journeymen ready to meet the professional challenges of the industry.

2.4. Implementation of ATP

Implementation is the process of putting what has been planned into action. It is
the actual use of an innovation in practice. At the same time, projects should be
designed with a view to how they will be implemented (Fullan, 1991; Bhola, 1992).

Evans (1993:29) also notes that implementation requires planning on three
inseparable factors: People, programs and organizations.

Besides, Bishop (in Ornstein and Harkins; 1988:129) state that implementation
requires reorganization and adjusting personal habits, ways of behaving, program
emphases and existing curricula and schedule.

Therefore, the ATP can structured for entry-level workers, as well as for workers
already employed within the industry who wish to upgrade their skills and to
advance to journeyman status, at the same time benefiting from membership in the

organization.

As an apprentice, Deissinger (2002:14) addresses that the trainee will be assigned
to work for an industry contractor. During apprenticeship, the apprentice will work
side by side with experienced journeymen who understand the practical application
and theory. As the apprentices progress through each year of the program, the
tasks they are assigned will become more complicated and their work will require
less supervision. Gradually, the apprentices' sense of pride, independence and
self-confidence will grow as they accomplish increasingly difficult tasks with less
assistance and instruction.

In addition, their earnings will be adjusted upward each year to reflect the
advancing skills and increasing knowledge of the trade. When they are not at the
jobsite, they will be attending classes taught by highly qualified instructors chosen
for their extensive knowledge and expertise. Upon completion of their
apprenticeship, they will take an examination to demonstrate their mastery of the
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knowledge and skills they've been taught. Passage of this test is necessary to
obtain journeyman status. Then they will earn while they learn, placing them on an
immediate path toward economic security and stability (Deissinger, 2002:14).

2.5. Planning and Managing of ATP

According to Vocational Education, Training and Employment Act 2000 of Australia
(2006:7) there must be a training plan for every apprentice and trainee and if the
person is under more than one training contract, there must be a training plan for

each apprenticeship and traineeship.

A training plan provides a structured approach to the development and attainment
of skills for a particular qualification. A training plan must be negotiated and the
contents agreed to by the apprentice or trainee, employer and supervising

registered training organization.

The plan must be finalized during the probation period and signed by the parties.
Supervising registered training organizations can be funded by the department to
assist the parties in identifying skill needs and to discuss the prioritizing of skill

attainment.

A properly negotiated training plan will:
1. Provide an opportunity to select what, how, where and when skills will be

achieved,

2. Provide a measure to assess the apprentice’s or trainee’s progress,

3. Assist the parties to manage, plan and map the apprentice’s or trainee’s
work Rotation,

4. |dentify a timeframe by which skills must be demonstrated; and

5. Detail the training methods to be undertaken and the monitoring
arrangements (i.e. how and when assessment will occur).

In relation to planning and management, MOE (2002:6) states that apprenticeship
training will influence the planning and management of training programs both of
the TVET center and the Enterprise or workshop. By evaluating the workplace
oriented apprenticeship training, the TVET Center will get feedback about how to
adapt the training program to the requirements of the world of work. Beyond that,
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the TVET Center and the enterprise could specify how to support and supplement
each other to achieve the objectives of the training. By coordination and exchange
of training personnel an enterprise can improve its training in matters of training
methods, pedagogical knowledge, and development of teaching materials as well
o as planning of training programs.
2.6. Curriculum and Guideline of ATP
2.6.1. A Guide to ATP
In line with this MOE (2004:25) states that based on the TVET proclamation the
implementation of apprenticeship progra}ns should be supported by apprenticeship
Guidelines in which clear rules and regulations are defined.
(]
This is an example checklist by Yeoman, (2006:15) that covers the important steps
occur during the apprenticeship or traineeship in Canada are:
For Approval
1. The employer receives an approval letter from institution,
2. The training contract becomes binding from the time the employer
is notified,
3. The contract form will develop a full training plan in consultation
© with the employer and apprentice/trainee and provide them with a
copy,
4. Apprentices/trainees should also check with the form regarding
their eligibility for travel and/or accommodation allowances to
attend off-the-job training,
5. A summary training plan must be prepared for all apprenticeships,
6. The employer lodges the training contract, with the summary
training plan attached.
Ongoing
@ 1. Employers should check regularly with their contract form to make

sure that the apprentice/trainee is attending formal off-the-job
training and making satisfactory progress,
Institution will send a completion letter to the employer.
The employer must sign the letter and return it to institution,
confirming whether or not the apprentice/trainee has successfully
completed on-the-job and formal training,

4. Afier completion Employers must ensure that the apprentice/trainee
L receives his/her certificate,

5. Advise their apprentice to apply for a License if required by the

industry in which they work.

S
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Therefore, the success of ATP depends on a close relationship employers with the
TVET centers, whether private or public institution.

2.6.2. Curriculum of ATP

Curricula for vocational training need regular revision and updating according to the
changing requirements of the labor market. Employers and experienced experts
from the world of work know best which skills, knowledge an attitudes are
essentials to carry out certain jobs and occupations. By evaluating training
programs and apprenticeship training employers and their experts will support the
preparation of curricula which meets the demand of labor market MOE (2002:6).

With regard to the quality of ATP, it is necessary for the curriculum to be job
oriented. Based on task analysis and competencies, trainers could decide on
curricular objectives, contents, learning activities, and teaching and evaluation
methods. Moreover, collaboration between TVET colleges and enterprises and the
project methods would greatly enhance the quality of apprenticeship training.
Eventually, trainees of career and technical education should have employable
skills and knowledge, professional certification, and occupational abilities for
present and future work needs and lifelong learning (Ministry of Education, 2002: 23).

In order to promote the relevance and quality of ATP, practical training must have
significant share in the curriculum.

Therefore, according to Transitional government of Ethiopia (TGE, 1994:12)
indicated that training and curricula development, as well as the arrangement and
combination of training modules have to relate with the occupational standards.

In addition to this, as indicated in TVET strategy of Addis Ababa City Government
(2005:7) states that curricula have to be developed on defined Occupational
Standards and should be adapted to the needs of target groups and chosen
delivery modes. Occupational Standards shall be based on the demand and
development plan of Addis Ababa.

As indicated by TVET strategy of Addis Ababa City Government (1996 EC.:7), the
Addis Ababa TVET office, for example, has the mandate to coordinate the
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transformation of occupational standards into curricula in a modular approach. The
TVET office of Addis Ababa will facilitate the development of curricula in
cooperation with relevant stakeholders in order to support all public and non-public
training providers in their efforts and in line with the competency needs of the
community of Addis Ababa and to enable trainees to reach the defined standards.

Similarly, the Transitional Government of Ethiopia (TGE, 1994:12) states that the
preparation of curriculum will be based on the stated objectives of education,
ensuring that the relevant standard and the expected profile of students are
achieved.

2.7. Placing Trainees for ATP

According to ITA (2005:7) states that many Secondary School Apprenticeship
(SSA) students in Britain, find their own work placements. For those SSA trainees
who are already working, it is important for school staff to ensure that the trainees
have received a work site safety orientation and are knowledgeable about
workplace safety.

Coordinators of SMUC should discuss with sponsors the importance of providing
trainees with an orientation to workplace safety practices specific to their work
environment.

If the SMUC places students with a sponsor not previously used for ATP, the staff
should meet with the sponsor or supervisor to view the work site and discuss
having the sponsor conduct an on-site safety orientation for students before any
hands-on tasks begin.

Therefore, the work site visit is not intended to be an exhaustive safety inspection,
but a common sense perusal to ensure that the TVET institution is comfortable
sending trainees to the work site. During the work site visit, the TVET institution
staff should satisfy themselves that the work site provides an environment that is
safe and free of exploitation and harassment (ITA, 2005:7).

23



2.7.1. Duties and Responsibilities of the Institute

With regard to the duties and responsibilities of the TVET institute the MOE
(2000:23) states:

a. Assign training coordinator for the ongoing Internship program

b. Prepare Internship plan jointly with employer organizations and follow its
implementation.

c. If necessary, it will provide additional theoretical and practical training for the
trainee.

d. Evaluate and record Intern jointly with employer organizations.

Similarly, according to Sethi (2001:21) states that the apprenticeship coordinator of
the institution should keep in mind the following requirements before sending
trainees to the organizations offering ATP.

Instructions contained in the apprenticeship Act and rules.

Contents of the syllabus and skill requirements of the particular trade.
Availability of tools and equipment.

Availability of adequate number of qualified staff for the training

purpose.
e. Authority responsible for training.

B9 g

In addition to the above, with regard to Pre-ATP Work Experience and Registering
Students as Apprentices, ITA (2005:5) states that in Britain trainees are
encouraged to undergo at least 30 hours of job shadowing or relevant work
experience in a related trade prior to ATP registration, unless they are already
working in the trade area. The 30 hours of job shadowing or relevant work
experience can count toward the 120 hours of work experience required for the
program once the students are registered for ATP. For those trainees who do not
pursue ATP after the 30 hours, the hours can be used to meet the 30 hours of work
experience required for graduation.

Obviously, sponsors should be encouraged to provide job-shadowing opportunities
for pre-apprentices as it allows them to try out trainees before committing to
participation in apprenticeship training. Trainees in the apprenticeship program
are required to register as trainees/apprentices with the Industry Training Authority
(ITA). Informal, non-registered arrangements with sponsors are not sufficient to
qualify students as apprentices.
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To register with the ITA, trainees must have sponsors. Sponsors can be employers

(e.g., the employers with whom the students are going to begin their workplace-
based training), industry associations, or other legal entities recognized by the ITA.

As indicated by ITA (2005:6), Apprenticeship Coordinators assist students and their
sponsors to register apprenticeships with the ITA. Once students are registered as
trainees/apprentices, the sponsors then submit regular Training Progress Reports
to the ITA, crediting the students with the number of training hours worked. This
information is recorded in each apprentice’s profile in the transcript for certification.

Furthermore, in order for ATP to be effective as an educational program,
coordinators of apprenticeship program of the institution should familiarize students
with the responsibiliies and expectations associated with participation in the
program. Trainees should also complete the Employment Standards and
Workplace Safety learning outcomes before enrolling in the program. All students
must have an in-school orientation that includes work site safety awareness. This
should prepare students to apply their knowledge of health and safety (ITA,
2005:6).

2.7.2. Duties and Responsibilities of the Trainees

Before participating in ATP, students should be able to demonstrate job-seeking
skills, including résumé writing and job interview skills. Students should also be
able to demonstrate an understanding of workplace safety. The learning outcomes
related to job seeking and job keeping, and employment standards and workplace
safety, should be successfully completed on the form before students participate in
ATP (ITA, 2005:6).

MOE (2000:23) states the duties and responsibilities of the trainees as:

a. Perform with interest and proper care the duties provided to
him/her by considering it as part of the training

b. Follow the instructions of the instructor given to him/her

as part of the training.

Handle machines, hand tools etc with the proper care

Obey the rules and regulations of the organization

Keep the secrets of the organization

Record his/her daily activities on the prepared forma and

report to the supervisor.

=000
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These duties and responsibilities help the apprentices to complete the training

program smoothly in cooperation with the trainer throughout the stay in the
organization.

Similarly, ITA (2005:7) reports that students in the ATP are required to register as
trainees/apprentices with the Industry Training Authority (ITA). Coordinators assist
students and their sponsors to register apprenticeships with the ITA.

Accordingly, for trainees it is important to note the following:

a. To register with the ITA, students must have sponsors. Sponsors or other
legal entities must be recognized by the ITA.

b. ATP Coordinators of the institution work with students to complete an ITA
Trainee/Apprentice and Sponsor/Employer Registration Form. ATP
coordinators of the institution submit completed Registration Forms to the
Industry Training Centre (ITC).

c. The 480 hours of workplace-based training in the Program normally
begins only after students apply for registration as trainees with the ITA.
However, students can be given credit for related paid work, which
counts toward both apprenticeship completion and up to 240 hours of the
ATP workplace-based training requirements.

This indicates that half of the contact hours’ prior work in the trade for those full
time workers in the extension program can be counted as credit.

d. Once Registration Forms have been processed by the ITC, the students
are issued trades worker numbers, which are kept for life, and apprentice
numbers that hold for the duration of the apprenticeships.

e. To confirm registration, the ITC sends “Certificates of Registration” as
well as wallet ID cards to both sponsors and ATP Coordinators of the
institution. The Certificates of Registration are intended for sponsors and
ATP coordinator of the institution, for their records.

It shows that the Sponsors and ATP Coordinators of the institution sign their copies
of the wallet ID cards, and provide the cards to the students/trainees to retain.
Students should keep safe their ID cards, as they show the issue date, and
registration (trades worker).
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2.1.3:

Duties and Responsibilities of the Organization

As indicated by TVET Strategy of Addis Ababa City Government (1996 EC.:7),
apprenticeship training, which depends on the willingness of employers to supply

human resources and material for in-company training, requires a common

L understanding about rules and regulations between all concerned. Commitment to

framework conditions, training schedule, contractual regulations of apprenticeship

training, and questions of insurance as well as other issues of regulations is

dependent on a fair participation of all stakeholders.

According to MOE (2000:24), organization offering apprenticeship training has the

following duties and responsibilities:

L] a.
b.
c.

d.
e.

5

The appropriateness of the training with the attached guideline objectives,
Supervisor shall be assigned for the Internship,

Prepare plan of Internship jointly with the training institute and follow its
implementation,

Introduce safety rules that are set for apprentice

Inform trainees to prepare timely report on the accomplishment of daily activities
and follow its implementation,

Evaluate the jobs performed by the trainees and report to the training center,
confirm that the Intern bring about altitudinal change and obtained the appropriate
skill and knowledge scrap.

According to the ITA (2005:8) states that for sponsors it is important to note the

following:

a)

¢ b)

c)

d)

If a sponsor has not previously been registered as a sponsor with the ITA,
then the ‘registration number’ box on the Registration Form is left blank, and
the sponsor completes a Registration to Verify Work-Based Training Form
and provides this to the ATP Coordinator to submit to the ITC along with the
Registration Form.

Sponsors will be asked to provide information to validate the students’ work
in the trade.

Registration is intended for sponsors and ATP Coordinators of the institution,
for their records.

Sponsors and ATP Coordinators of the institution should sign the wallet ID
cards they receive where appropriate, and provide the cards to the
students/trainees to retain.
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To sum up, for effective implementation of the ATP the three parties, the trainees,
sponsors and the institutions, should work cooperatively based on the duties and
responsibilities on the guideline indicated above.

2.8. Promotion of ATP

As indicated by MOE (2002:30), Apprenticeship Training is a new approach, which
up to know is not well known by employers, trainees, parents and the public. This
situation needs information through mass media, schools and concerned
institutions. To develop the necessary co-operation and support by enterprises,
firms and workshops it is necessary to establish a continuous working relationship.
Very often it will not be enough to send letters. Direct contact, visits, interviews,
open days in the TVET Center and panel discussions etc. must be undertaken.

Internship is a training mode through which trainees get on-the job training in
addition to theoretical and basic practical training in the TVET institute. The
trainees taught are skills and attitudes, which enable them to integrate easily into
the work environment. Furthermore, the trainees will learn teamwork and have a

higher chance of finding employment.

With regard to promotion MOE (2004:26) states that the rules and regulations on
incentives (will be) are developed for enterprises, which provide internship
programs, e.g., Housing Agency and Low-Cost-housing construction program.

Therefore, the following appropriate incentives can encourage private and public
employers to participate in effective implementation of the ATP:
a. Providing In-service training and further training for employees and staff, free of
charge.
b. Import materials and tools for training free of tax,

¢. Provision of land for TVET institutes and enterprises (low cost or free of charge)
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2.9. Facilities for ATP

With regard to material facilities, Verspoor (1993:19) mentioned that poor material
facilities due to economic problems are one of the main bottlenecks in the
implementation of educational reform in developing countries.

Most of the activities of apprenticeship training such as planning, preparing
teaching materials, coordinating and facilitating program activity, allocating and
distributing budget, providing technical assistance, and monitoring and evaluation
are carried out by the regions (PHRDPO, 1998: Vii, p20)

Similarly, with regard to physical facilities Sethi (2001:21) indicates that the
information pertaining to the basic training facilities existing in the establishment for
different designated trades if any is to be ascertained with respect to space, tools
and equipment, training staff, and the facilities with respect to classroom facilities,
instructional staff and material and facilities for conducting theory, practical
examination should be ascertained before sending trainees to start Apprenticeship
training.

Generally, it is difficult to undertake ATP without adequate facilities in both the
institution and the organization offering apprenticeship training for both regular and
extension programs.

2.10. Financing ATP

The challenge of ATP system includes also the development of a financing
mechanism for ATP that will facilitate the generation of additional resources needed
to implement and strengthening the apprenticeship training system

In relation to this, the tradition of financing apprenticeship involves sharing of costs
between employers and trainees. Therefore, in some developed countries,
companies are obliged under the provisions of the apprenticeships Act to accept a
certain percentage of trained technical people for apprenticeship ranging from a
period of 1-2 years. The apprentices are paid a stipend by the company and the
government on a sharing basis. (Woodhill, 1987, cited in UNESCO, 2002)
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With regard to payment for apprentices Budhram (2001:5) states that apprentices
earn while they learn. Instead of racking up expenses for educational opportunities,
s\he will be paid a salary while training. As the knowledge and skills improve, so will
the salary. All apprenticeships pay at least a minimum wage, and many pay much

more.

Therefore, a new concept of cost sharing in TVET with the intention that all
beneficiaries (including trainees, employers in all sectors and the community)
contribute to the cost of training according to their capabilities. In addition methods
of a more efficient and effective use of existing resources need to be explored.

In this regards the following parties shall play a significant role as a source of
finance to meet TVET needs and make the ATP effective.
1. Government funding
Trainees (registration fees and cost-sharing payment)
Employers contribution (in cash and\or kind)
Local and foreign aid agencies
Income generating activities of training institutions
Surtax from employed graduates
Tax exemption (MOE,2004:34)

SN O T

2.11. Evaluation of ATP
2.11.1. Evaluating the Training Program

Evaluation is a means to measure the progress of a plan, a process or any other
activity. According to Wentling and Lawson (in Yekunoamlak, 2000:27) Defined
evaluation as “The process of delineating, collecting, and providing information
useful for judging decision alternatives.” Moreover, Guba (in Yekunoamlak,
2000:27) identified the following three types of definitions: (1) measurement (2)
congruence between performance and objectives, and (3) professional judgment.

The major purpose of evaluation in apprenticeship training are improving the
decisions made by the three types of sponsors (governments, employers and
individuals) and improving the quality of the program (ILO, 1999:21-22). The
program of an institution has to be evaluated periodically. Program evaluation
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serves as a corrective mechanism to tackle a problem before it grows into a large

size.

According to Proves (in Yekunoamlak, 2000:27), program evaluation has the
following purpose:

The purpose of program evaluation is to determine whether to improve,
maintain, or terminate a program. Evaluation is the process of (a) agreeing
up on program standards, (b) determining whether a discrepancy exists
between some aspects of the program, and (c) using discrepancy
information to identify the weakness of the program.
It is clear that evaluation should always be there to take a corrective action when
there is a gap between the implementation of the ATP and the plan to achieve the

desired objective.

Similarly, according to Ministry of Education (2002: 13-32), the evaluation for ATP

will also be conducted as follows:

2.11.2. Evaluation of Apprenticeship Trainees

The apprenticeship can have a major contribution to wards developing the
competencies of the trainees if the organizations made their actual planning and
conduct the evaluation of the internship effectively.

However, the required way of thinking and attitudinal change might not be seen at
once, it needs long time experience and public relation works have to be done to
bring about the actual change. Therefore, the evaluation work to be done with a
common understanding and joint effort could contribute for the quality of the
training.

2.11.3. Duties to be Performed by Both Parties Concerning Evaluation

1. Trainees have to complete their work on the prepared format daily and
submit to the supervisor.

2. The supervisors have to evaluate the reports of the internship trainees and
record their suggestions.
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3. The supervisors have to evaluate the outputs of internship trainees and
record the result they got out of 100 on the format and send it to the training

institutions.

2.11.4. The Major Points of Apprenticeship Evaluation

Respect the organization’s work discipline,

Be at work on time,

Complete assignments on time,

Perform activities efficiently,

Keep personal and the organization’s security,

Use and handle working tools and machines properly,
The attitude and voluntaries for work,

Attitude to work individually or in group and the,
Interest of work.

WO NS A W~

2.11.5. Evaluation and Report Formats

Evaluation and report formats are used for the trainees to record what he/she has
performed and also for the organization to evaluate the trainee. Thus the
organization can modify and use the formats to maintain the quality of the training.

2.11.6. General and Detailed Evaluation Formats for Apprenticeship

The evaluation format has to be filled by the supervisors or instructor assigned by
the organization. The evaluation formats are useful to evaluate each section when
the program for apprenticeship is divided into different training activities based on
the curriculum. (MOE, 2002:14).

2.11.7. Completion of Duties to be Filled by the Apprentice

Having a common understanding with manufacturing and service giving
organizations trainees can use the format. Hence the apprentices are expected to
complete the format and all the assignments they have done. The supervisor will
evaluate the completed format and attach with the training plan and evaluate it.
This can help to compare the output of the apprenticeship with the apprenticeship
objective (MOE, 2002:14).

Supervision, according to WSATC (2005:35) is the necessary education,
assistance, and control provided by a journey-level employee that is on the same
job site at least seventy-five percent of each working day, unless otherwise
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approved by the Washington State Apprenticeship and Training Council (WSATC)
The sponsor will assure that apprentices are under the supervision of competent
and qualified journey-level workers on the job who are responsible for the work
being performed, to ensure safety and training in all phases of the work.
Apprentices will work the same hours as journey-level workers, except where such
hours may interfere with related/supplemental instruction.

2.11.8. Assessment and Certification

According to ITA (2005:8) States that assessment is the systematic gathering of
information about what students know and are able to do. Apprentice performance
is evaluated from the information collected through assessment activities.

Sponsors should be informed about the assessment and evaluation procedures to
be used to evaluate student performance, including the use of sponsor evaluations.

TVET collages differ in their organizational set up and course offerings. Since each
training center has its own way of awarding certificates for the graduates, it created
confusion among graduates, training centers and employers. Thus, the need for
consistent and unified system of certification is essential Bakri (in Yekunoamlak
2000:28)

Certification in Canada, for example, is the occupational standards increase the
accountability of the apprenticeship in the delivery of training programs, guide
employers in the on-the-job training necessary in occupational training, and provide
workers with industry-recognized certification of competencies, upon completion of

training.

This is achieved by developing, implementing and recognizing Red Seal
occupations and credentials; promoting high standards in occupational training;
fostering harmonization in training among jurisdictions; and increasing public
awareness of apprenticeship training and certification (Yeoman, 2006:34).

According to Yekunoamlak (2000:29) standards are prepared in ATP to maintain
quality and thereby protect the interest of the trainees, training centers and
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employers. Standards give a point of focus or a point of reference for making
reasonable decisions on programs of various training centers.

Therefore, training provider organizations should strive to offer job related training
so that the graduates will be competitive and get access to employment. The
employers in industrial sector on the other hand, require self directed and
committed workers who can generate income. The problem is how to match the
interest of the training centers and employers. In response to this situation, the idea
of standardizing the certification process came into being.

2.11.9. Trade Tasting and Certification in Addis Ababa

According to MOE (2000:25) indicates that, to date there is no well-organized
system of trade testing and certification in Addis Ababa because it is not based on
a common systematic basis of determining the level and qualifications of skilled
worker and the certificates awarded by the training providers are not based on
common standards and thus are not comparable.

Similarly, Yekunoamlak (2000:29) states that, in order to get recognition and
uniformity, the implementation of the assessment process standards and
certification process should be both valid and reliable.

For a comprehensive outcome-based apprenticeship system, occupational
standards are the basis for the development of curricula and for trade testing.
Testing can only be driven from occupational standards and not from curricula.

Therefore, a comprehensive and integrated scheme of assessment and certification
in ATP at various level of qualification should be introduced, based on defined
apprenticeship standards.

2.12. Follow-up or Monitoring Apprentices

According to ITA (2005:8) Apprenticeship Coordinators and other educators
involved in the delivery of ATP should monitor students by communicating directly
with both workplace supervisors and apprentices to ensure that any apprentices
concerns are addressed, and that any problems are resolved in the best interests
of both apprentices and sponsors.
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As with all educational programs, ATP trainees must be evaluated by educators

with valid teaching certificates, who must assign final percentages. As with other
courses, evaluation is based on established criteria measuring trainee’s
achievement in relation to the prescribed learning outcomes for ATP. Achievement
indicators describe the attitudes demonstrated, skills applied, or knowledge
acquired by students in relation to the learning outcomes. The achievement
indicators listed in this guide are not mandatory. They are suggestions that provide
criteria to assist instructors in assessing how well their trainees achieve the learning
outcomes. The evaluation of ATP trainees should be based on clear criteria, and
should include a variety of assessment strategies. ATP Coordinators of the
institution are responsible for providing employers/sponsors with student evaluation
forms (A sample apprentices evaluation form for sponsors is included in Appendix
VII). Although employer/sponsor evaluations are an important assessment
instrument, they are only one means of assessing ATP trainees (ITA, 2005: 9).

Generally, the assessment information necessary for proper evaluation can be
obtained in part through the monitoring of ATP trainees. In addition to collecting
assessment information during monitoring visits, instructors should evaluate
whether trainees perform assigned tasks to the best of their abilities, and whether
trainees’ personal management skills (demonstrating positive attitudes and
behaviors, being responsible, being adaptable, learning continuously, and working
safely) are consistent with expectations of sponsors and the TVET insﬁtutions.
Special attention should be paid to attendance and punctuality, as well as
demonstration of positive attitudes and workplace safety.

2.13. The practice of Apprenticeship in Some Selected Countries

2.13.1. Apprenticeship in U.S.A.

The system of apprenticeship as U.S. Department of Labor (2004:57), states that it
first developed in the later Middle Ages and came to be supervised by craft guilds
and town governments. A master craftsman was entitied to employ young people
as an inexpensive form of labor in exchange for providing formal training in the
craft. Most apprentices were males, but female apprentices can be found in a
number of crafts associated with embroidery, silk-weaving etc. Apprentices were
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young (usually about fourteen to twenty-one years of age), unmarried and would

live in the master craftsman's household. Most apprentices aspired to becoming
master craftsmen themselves on completion of their contract (usually a term of
seven years), but some would spend time as a journeyman and a significant
proportion would never acquire their own workshop.

Lesson learned

1. Employing young people as an inexpensive form of labor in exchange for providing
formal training in the craft.

2. Apprentices were not only young male but also female who aspired to becoming master

craftsmen themselves on completion of their contract.

2.13.2. Apprenticeship in the United Kingdom

As Deissinger (2002:12) states that Apprenticeships have a long tradition in the
United Kingdom's education system. In early modern England 'parish’
apprenticeships under the Poor Law came to be used as a way of providing for
poor children of both sexes alongside the regular system of apprenticeships, which
tended to provide for boys from slightly more affluent backgrounds.

In modern times, the system became less and less important, especially as
employment in heavy industry and artisan trades declined. Traditional
apprenticeships reached their lowest point in the 1970s’ by that time, training
programs were rare and people who were apprentices learnt mainly by example.
Those who complete all elements of the framework receive a certificate, but the
Apprenticeship is not a discrete qualification.

There are now more than 160 Apprenticeship frameworks (2005). Unlike traditional
apprenticeships, the current scheme extends beyond 'craft' and skilled trades to
areas of the service sector with no apprenticeship tradition. Employers who
participate in the scheme have an employment contract with their apprentices, but
off-the-job training and assessment is wholly funded by the state through various
agencies. There is no minimum time requirement for apprenticeships, although the
average time spent completing a framework is roughly 21 months.
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Lesson Learned
1. Apprenticeship alone is not considered as a discrete qualification.
2. There are large numbers of option of apprenticeship framework (160).

3. The average time spent completing a framework is roughly 21 months.

2.13.3. Apprenticeship in Germany

As Deissinger, (2002:20) mention in his book that apprenticeships are part of
Germany's successful dual education system, and as such form an integral part of
many people's working life. Young people can learn one of 356 (2005)
apprenticeship occupations, such as Doctor's Assistant, Banker, Dispensing
Optician or Oven Builder. The dual system means that apprentices spend most of
their time in companies and the rest in formal education. Usually, they work for
three to four days a week in the company and then spend one or two days at a
vocational school. These have been part of the education system since the 19th

century.

Although the rigid training system of the GDR, linked to the huge collective
combines, did not survive reunification, the system remains popular in modern
Germany: in 2001, two thirds of young people aged under 22 began an
apprenticeship, and 78% of them completed it, meaning that approximately 51% of
all young people under 22 have completed an apprenticeship. One in three
companies offered apprenticeships in 2003; in 2004 the government signed a
pledge with industrial unions that all companies except very small ones must take
on apprentices.

The employer is responsible for the entire program; apprentices are not allowed to
be employed and have only an apprenticeship contract. The time taken is also
regulated; each occupation learnt takes a different time, but the average is 35
months. People who have not taken this apprenticeship are not allowed to call
themselves an “Industriekaufmann;” (journeyman) the same is true for all the 356
occupations (Deissinger, 2002:45).

Lesson Learned
1. Wide option of apprenticeship occupations (356).

2. Apprenticeship is considered as an integral part of many people's working life.
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3. A government has signed a pledge with industrial unions that all
companies except very small ones must take on apprentices.

4. Each occupation learnt takes a different time, but the average is 35 months.

5. Usually, apprentices work for three to four days a week in the company

and then spend one or two days at a vocational school.

2.13.4. Apprenticeship in France

As Yeoman (2006:8) also states about apprenticeship in France is that,
apprenticeships also developed between the ninth and thirteenth centuries, with
guilds structured around apprentices, journeymen and master craftsmen, continuing
in this way until 1791, when the guilds were suppressed.

In 1851 the first law on apprenticeships came into force. From 1919, young people
had to take 150 hours of theory and general lessons in their subject a year. This
minimum training time rose to 360 hours a year in 1961, then 400 in 1986. In 1986
the age limit for beginning an apprenticeship was raised from 20 to 25.

On January 18, 2005, President Jacques Chirac announced the introduction of a
law on a program for social cohesion comprising the three pillars of employment,
housing and equal opportunities. The French government pledged to further
develop apprenticeship as a path to success at school and to employment, based
on its success, in 2005, 80% of young French people who had completed an
apprenticeship entered employment. In France, the term denotes manual labor only
(Yeoman, 2006:10). -

Lessons learned
1. The majority who had completed an apprenticeship entered employment (80%).
2. The French government pledged to further develop apprenticeship as a path to

success at school and to employment.
2.13.5. Apprenticeship in Sub-Saharan African countries
Apprenticeship system, in some sub-Saharan African countries, for example, was
not integrated within the formal system. It acquires its practices from tradition,

where the apprentice is formed by a master artisan who acts as a sort of 'father
figure' the transmission of knowledge was essentially based on observation and
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imitation. This system belongs to what is commonly called the informal sector. In
some cases apprenticeship gives rise to expertise. However, to the degree that
training on the job has predominant place, "apprenticeship offers few possibilities
for learning the basic principles and theories on which practices is based"
(Atchoarena, 2002:184)

2.13.5.1. South Africa

In 1960s and early 1970s the South African economy experienced unprecedented
growth. In this context there was a growing demand for skilled labor. Employers
enjoyed tax benefits when they inter and completed apprenticeship contracts. In the
history of South African the Man Power Training Act of 1981 allowed all its citizens
to embark upon apprenticeships and the system was governed by a single Act for
the first time. It also introduced a number of other innovations, many of which were
inspired by changes taking place within the British training system. The following
were included in the innovations.

1. The introduction of a National Training board to advise the Minister of Manpower
on training issues (replacing the earlier Apprenticeship Board set up under the
1944 Act),

2. The introduction of the competency-based modular training system for the
apprenticeship system,

3. The introduction of a decentralized system of volunteer industry training boards
(with optional trade union participation) with the power to manage existing trade
training, to nominate new trades for designation and pay grants to employers
from their own training levies,

4. In an effort to revitalize apprenticeship mode of TVET, seen as an important
asset in the South Africa’s training culture, the government has designed a new
scheme called learner ships. These are a more flexible and a new form of
apprenticeship. They have in common with apprenticeship the requirement that
a workplace experiential component be added to learning and that a practical
assessment of competence be undertaken (Atchoarena, 2002:281).
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Lessons Learned

= Employers enjoyed tax benefits when they inter and completed
apprenticeship contracts,

» There is more flexible and a new form of apprenticeship with common
requirement that a workplace experiential component be added to learning
and that a practical assessment of competence is undertaken.

2.13.5.2. Botswana

The industrial base in Botswana is still very small and has not been able to support
apprenticeship training model to any significant level. However, the Ministry of
Labor and Home Affairs is responsible for the delivery of apprenticeship. The
apprenticeship scheme absorbs only 1.5% of the school leavers. Furthermore, the
views of the employers were that the programs were not meeting the needs of
industry. The policy states that government should cater for the initial broad-based
training, while the employer should provide the specialization skill training. As a
result, the national apprenticeship scheme is central in providing skilled artisans.
The content of the ATP are drawn up in close cooperation with commerce and
industry, which are represented in program advisors committee. Generally, the
recent evaluation of the ATP commissioned by the Ministry of Labor and Home
Affairs, recommended that the scheme be modernized and made more flexible to
accommodate or fixing training for workers as technology and skills requirements
change (Atchoarena, 2002:273-274).

Lesson Learned

= There is flexibility of training as technology and skills requirements change,
= The content of the ATP are drawn up in close cooperation with commerce
and industry,

2.13.6. Apprenticeship in Ethiopia

Since western schooling was introduced in most developing countries including
Ethiopia, it has always had a strong vocational focus. It was essentially geared
towards preparing individuals for jobs in the emerging European or expatriate
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dominated sectors of these economies. Traditional knowledge and culture came to

be de-emphasized by schools offering Western-type education which was
considered necessary to equip students eventually to become clerks and junior
functionaries, either in government departments or in the private sector, teachers,
preachers, catechists and later even priests. For such jobs an academic education,
which stressed reading and writing skills and some general knowledge was
considered necessary and this was the kind of vocational instruction that the
primary schools offered. Later, as the number of educated individuals outstripped
the demand for these white-collar jobs in the developing countries, attention
become focused on gearing the curriculum to prepare students to occupy such
roles as farmers, and farmers’ wives, especially within rural communities.

In this changing context practical subjects began to be taught as part of the
program of vocationalzing the curriculum of these schools. The hope was that the
training which they would provide would better equip the students with the kind of
skills and attitudes that would encourage them to seek manual rather than just
white-collar occupations Lauglo and Lills (in Masraesha 2004:62).

Regarding the development of TVET in Ethiopia, Compatible to what is stated
above; historically one can discern four phases: the first development was when
some schools were opened to give training in a resemblance of vocational subjects
in 1886 and later the establishment of a school in 1930 to give vocational and
technical training. The second phase is the establishment of a full fledged modern
technical school in 1942. The third phase has waited for a long time until the 1960s
when a number of comprehensive schools were opened to cater for academic as
well as vocational tainting. The last phase is the establishment of a series of
special schools, which were planned to be precursor institutions for a polytechnic
education in Ethiopia to give TVET in a variety of fields Negat Education Series (in
Masresha :63)

According to the MOE (2003:3-5) in the current TVET system a number of TVET
programs are offered middle level technical and vocational 10+1 with performances
of basic vocational or entrepreneurial competencies lasts for one year. Middle level
10+2 program which lasts two years include the performance of intermediate
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technical and vocational or entrepreneurial competencies. The third middle level
technical and vocational training has a training length of three years. It is a
performance of advanced technical and vocational or entrepreneurial competencies
in selected occupations. The contents of the programs were built on each other
that the successful completion of one training program provides the entry
requirements for the next higher qualification and each level has 312 contact hour
apprenticeship training program.

Based on this, the content of apprenticeship training in Ethiopia as stated by the
MOE (2002:2) is internationally the same, but its practical applicability differs from
one country to another. However the experience of other countries like Germany,
India and others have been studied out of which those which fits the Ethiopian
situation are included in the Guideline.

To sum up, this part is intended to provide theoretical background of
apprenticeship, the process of implementation and share the experience of ATP in
some selected countries. Accordingly based on the review of related literature and
basic questions raised in the introductory part, the researcher presents his original
survey in the following part.
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CHAPTER THREE
PRESENTATION AND ANALYSIS OF THE DATA

This chapter deals with the analysis and interpretation of the data gathered from
the available TVET principals, ATP coordinators, TVET trainees and supervisors\
trainers of apprenticeship training offering organizations. The data obtained through
questionnaires, interviews, observations checklist and documents were analyzed
and interpreted. Therefore, the basic questions raised in chapter one were given

appropriate treatment.

3.1. Characteristics of the Study Population

Out of the total 110 questionnaires distributed to regular program TVET trainees of
SMUC, 109 (99.09%) Were filled and returned. ~And out of 174 questionnaires
distributed to extension program TVET trainees of SMUC, all (100%) were filled
and returned. On the other hand, from a total of 100 questionnaires distributed to
supervisors of apprenticeship training offering organizations, all (100%) were filled
and returned. Based on the responses obtained from the sample respondents, the
analysis and interpretation of data are presented following each table.

TABLE Il
Description of Trainees by Sex, Training Programs & Field of study
o Trainees
Items Alternates % & No Regular program |Extension program Total
Male Count 28 43 71
% 25.7% 24.7% 251%
e Female Count 81 131 212
% 74.3% 75.3% 74.9%
Count 109 174 283
ot % 100% 100% 100.0%
Marketing Count 13 23 36
% 11.9% 13.2% 12.7%
SSOM Count 21 31 52
% 19.3% 17.8% 18.4%
2. Field of study Law Count 18 27 45
% 16.5% 15.5% 15.9%
Accounting Count 21 61 82%
% 19.3% 35.1% 29.0%
It Count 36 32 68
% 33% 18.4% 24.0%
Total Count 109 174 283
% 100% 100% 100.0%
10+1 - - - =
3. Level of study 1042 . 5 3 5
10+3 Count 109 174 283
% 100% 100% 100.0%
Total Count 109 174 283
% 100% 100% 100%
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As shown in Table Il item 1, 28 (25.7%) of the trainees from regular program and
43 (24.7%) of the trainees from extension program were males. In addition, 81(74.3
%) of the trainees from regular program and 131(75.3%) of the extension program
were found to be females. Thus, the majority of respondents from both regular and
extension program were female apprentices within the intention to be an office
worker. However, the numbers of trainees were higher in extension program than
that of the regular program. Moreover, it means female enroliment in TVET
program is increasing in alarming rate considering that they benefit from the
program. Generally, it is possible to deduce that the representation of each sex
from the sample apprentices was assumed to provide sufficient ideas and opinions
for the study under way.

Regarding the field of study, the participants of the study were from business
faculty TVET program of the SMUC. As shown in item 2 Table Il above, there is
proportional number of distribution from each department of both regular and
extension programs, however, the numbers were greater in the departments of
Accounting 82 (29.0%) and IT 68 (24%) of the total sample population. It indicates
that the sample study comprises of different field of study to get variety of opinions
from both regular and extension programs with regard to the implementation of ATP.

As to the level of training, composition of the apprentices indicated in item 3 Table
Il above, all of the participants from both regular program 109 (38.5%) and
extension program 174 (61.5%) of the respondents were from 10+3 TVET program.
It shows that the majority of the participants were found to be from adult evening
program entrants who enter or reenter to the college by pursuing the day time
program in different activities having the exposure to the world of work than the
regular young part time entrants, and registered to benefit from 10+3 TVET
program. Since ATP, according to the curriculum, is mandatory after completing
TVET program that offered within a year, it sounds logical to infer that the all
apprentices from regular and extension programs have undergone apprenticeship
training at least for two consecutive programs and can provide complete and
reliable data in relation to the implementation of the ATP. As a whole, the findings
from the sex, field of study and level of training profile of the respondents indicate
that there was proportional number of respondents from both sexes, field of study
and the level of study for both regular and extension programs.
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TABLE IV

Description Supervisors' Qualification, Field of Study & Service Years

Supervisors
Alternates | % & No Regular Extension Total
program program
1. Sex Male Count 20 31 51
% 42.5% 63.3% 53.1%
& Female Count 27 18 45
% 57.5% 36.7% 46.9%
Count 47 49 96
Total % 100% 100% | _100.0%
2. Position Top level
Manager Count 1 2 3
% 2.1% 3.8% 3.0%
Middle level
[nanagement Count 11 16 27
% 23.4% 30.2% 27.0%
Lower level
management Count 35 35 70
% 74.5% 66.0% 70.0%
Count 47 53 100
Total 3
% 100% 100% 100.0%
® 3. Qualification E;mma and Count 36 44 80
% 76.6% 83.0% 80.0%
Degree Count 8 7 15
% 17.0% 15.0%
labove A Count 3 2 5
[ % 6.4% 3.8% 5.0%
Count 47 53 100
Total 5
% 100% 100% 100.0%
4. Service [Below 5yrs Count 22 22 44
% 46.8% 41.5% 44.0%
15-10yrs Count 4 10 14
% 8.5% 18.8% 14.0%
11-15yrs Count 3 2 5
% 6.4% 3.8% 5.0%
® fabove 15 yrs Count 18 19 37
% 38.3% 35.9% 37.0%
Count 47 53 100
Total e
% 100% 100% 100.0%
[5. Type of business Manufacturing | Count 6 4 10
% 14.0% 9.8% 11.9%
IService Count 37 37 74
% 86.0% 90.2% 88.1%
Count 43 41 84
Total %
100% 100% 100.0%
. Type of ownership brivate Count 29 27 56
% 61.7% 55.1% 58.3%
Count 6 13 19
Extlgiecks % 12.6% 26.5% 19.8%
Count 12 9 21
IN
L e % 25.5% 18.4% 21.9%
7 49 96
Total Gount_|___4
% 100% 100% 100.0%
7. Accountability of the organization Federal Count 32 38 70
Govemment % 78.1% 84.4% 81.4.0%
Regional Count 9 7 16
government % 21.9% 15.6% 18.6%
Count 41 45 86
Total
% 100% 100% 100.0%
. Number of employees in the organization Below 5 Count 19 23 42
% 40.4% 43.4% 42.0%
& Count 11 10 21
1
ik e % 23.4% 18.9% 21.0%
Above 10 Count 16 19 35
lemployees % 34.0% 35.8% 35.0%
Count 47 53 100
Total
% 100% 100% 100.0%
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As seen in Table IV 20 (42.5%) of the supervisors from regular program and 31
(63.3%) of the supervisors from extension program were males. On the other hand,
27(57.5%) of the supervisors from regular program and 18 (36.7%) of the
supervisors from extension program were females. It shows that the majority of
supervisors assigned in the regular program were female trainers where as the
assignment of the supervisors as trainers of the ATP in the extension program were

males.

As indicated in item 2 of Table IV. With regard to the position, the majority of
supervisors 35 (74.5%) of the regular program and 35 (66.0%) of the extension
program were from lower level management group. Totally, 70% of
supervision\training of the ATP were offered by lower level management group. The
remaining 30% supervisors were belong to the middle and top management level.

Possible to deduce that the ATP was shouldered by the lower level management
which means no more attention was provided by the top and middle management

groups.

It has been recorded in Table IV item 3, that the majority of supervisors 36 (76.6%)
of the regular program and 44 (83.0%) of the extension program were diploma and
below diploma. On the other hand, 8 (17%) of the regular program and 7 (13.2) of
the extension program were degree holders while the remaining 3 (6.4%) and 2
(3.4%) of the regular and extension were master and above master level

respectively.

Therefore, from the academic qualification of supervisors\trainers, it is possible to
deduce that the majority of supervisors\trainers in both regular and extension
programs have only diploma and below diploma level. However, as indicate in the
literature, trainees should be attending classes taught by highly qualified trainer
chosen for their extensive knowledge and expertise. In addition to this, the
education and training policy of MOE states that trainers ought to have a minimum
of first degree to train in the ATP. Thus, it may affect the quality of the
apprenticeship training program in the training offering organizations adversely.
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Table IV item 4 shows that the majority of the trainers from regular programs 22
(46.8%) and from extension program 22 (41.5%) service years were below 5 years
and those supervisors who had service years of 5-10 years were 4 (8.5%) of the
regular program and 10 (18.8%) of the extension program. The remaining
supervisors served for more than 15 years were 18 (38.3%) of the regular program
and 19 (39.9%) of the extension program. This finding indicates that the majority of
apprentices were offered apprenticeship training by those who had no longer work
experience in the world of work. However, as indicate in the literature, the
apprentice should work side by side with experienced journeymen who understand
the practical application and theory. This may have an effect on the quality of
training offered by apprenticeship training organizations.

As the data tabulated in Table IV item 5, shows that the type of business where
apprentices were practiced. The majority of apprentices 37 (86.0%) of the regular
program and 37 (90.2%) of the extension program were undertaking training in
service business organizations and the rest 6 (14.0%) and 4 (9.8%) of the regular
and extension programs have practiced in the manufacturing business
organizations respectively. This shows that service business organizations were
offered training for apprentices more than manufacturing business organizations
did from both regular and extension programs.

On item 6 of Table IV, imparts that the type of ownership where apprentices have
experience. The majority of supervisors 29 (61.7%) of the regular program and 27
(55.1%) of the regular program were from privately owned organizations. On the
other hand, 6 (12.8%) of the regular program and 13 (26.5 %) of the extension
Were from government owned organizations and 12(25.5%) and 9 (18.4 %) of the
regular and extension programs were from NGO (Non Government Organizations;
respectively. This finding explicit that private ownership organizations were
accommodated the majority of apprentices for apprenticeship training program from
both regular and extension programs. On the contrary, as the interview conducted
with coordinators of the SMUC indicated that the institute sends professionals only

to government organizations to follow-up the ATP.

As seen in Table IV item 7, 32 (78.1%) of the supervisors from regular program and
38 (84.8%) of supervisors from extension program show that the organizations

47




@

were accountable for the federal government and the remaining 9 (21.9%) and 7

(15.6%) of supervisors from regular and extension programs indicated that the
organizations were administered by regional government respectively. This finding
shows that the majority of organizations where ATP offered were administered by

federal government.

As regards item 8 of Table IV, nearly half 19 (40.4%) of supervisors from regular
program and 23(43.4%) of supervisors from extension program indicated that the
number of employee in each organization was below 5 employees. On the other
hand, 11 (23.4%) and 10 (18.5%) of supervisors from regular and extension
program replied that the number of employees were between 5 to 10 employees
respectively. The remaining 16 (34.0%) of supervisors from regular program and
19(35.8%) of supervisors from extension program indicated that the number of
employees in the organizations were more than 10 employees. However, as
indicated in the literature the German experience shows that the government has
signed a pledge with industrial unions that all companies except very small ones
must take apprentices. It is possible to deduce that the majority of apprentices
were practiced in small scale organizations where follow-up system was difficult.

Table V

Conditions of Trainees Accommodation & Proximity of Organization

Trainees
ltems Alternates |% & No| Regular | Extension Total
program | program
1. Which of the following was used for Family Count 84 140 224
your accommodation during C% 77& % 8033% 7942%
. % sy ount
apprenticeship training? Rent % T3.8% 7 3% 16.0%
: Count 10 3 15!
Bl % | 92% | 1.7% 46%
Count 109 173 282
Total % | 100% | 100% | 100.0%
2. Distance of Residence from Count 46 36 82
e Pelowin. o | 45.0% |- 212% | 297%
b.7km Count 41 81 122
% 38.7% 47 6% 44 2%
Above 7km| Count 19 53 72
: % 17.9% 31.2% 26.1%
Count 106 170 276
ol % | 100.0% | 100.0% | 100.0%
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As indicated in item 1 of Table V, trainees were asked to indicate their
accommodation during apprenticeship training. The majority 84 (77.0%) trainees
from the regular program and 140 (80.9%) trainees from extension program
indicated that they were attending the apprenticeship training by having their
shelter with their family, there are some 15 (13.8%) trainees from regular program
and 30 (17.3%) of trainees from extension program were attending the
apprenticeship training by using a rented house for their shelter. Therefore, it is
possible to deduce that some trainees incur additional costs for their
accommodation, transport, food and the like during attending the apprenticeship
training.

With regard to the distance of residence from organizations during attending

@

apprenticeship training 46 (43.4%) trainees of the regular program and 36 (21.2%)
trainees of the extension program were attending the apprenticeship training from a
distance of less than two kilometers. On the other hand, nearly half 41 (38.7%)
trainees of the regular program and 81(47.6%) trainees of the extension program
were attending the program by using at least two taxi stops. The remaining trainees
19 (17.9%) of respondents from the regular program and 53 (31.2%) of the
respondents from extension program states that they travel by using more than two

[

taxies to attend the apprenticeship training. Thus, one can deduce from this finding
that due to the shortage of financial requirements and the far distances to attend
the apprenticeship training may cause exclusion or totally dropout from attending
the progra:n, especially for those who attend the program during the summer

session.

L
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3.2 Presentation of Data

Table VI

Conditions of Legal Framework for ATP

1.How was your organization made
familiar with the laws to provide
apprenticeship training?

Table % & Supervisors
ltems DF |value|val| Alternates I:Io Regular [Extension| Total
v? |ue program | program
20

On the basis of |Count

31 51

request by
TVET institute

% | 47.6% | 68.9% |58.6%

On the basis of [Count 11 7 18

guideline\order
from local
dministration
ffice

% | 262% | 15.6% |20.7%

Based on the |Count 11 7 18
asis of guide
ine from % | 26.2% | 15.6% |20.7%
employers
Count 42 45 87
o % | 100% | 100% [100.0%
2. Were there laws supporting the yes Count 18 32 50
implementation of apprenticeship % 38.3% 60.4% | 50.0%
training No Count 29 21 50
% 61.7% 39.6% | 50.0%
Count 47 53 100
Total 1 (1.173|.279 % 700% 100% 1100.0%
3. If 'yes', how was it familiar with the hrough Count 28 23 51
laws? iscussion with
igher officials | % 59.6% 43.4% |100.0%
in the meetin
y providing | Count 10 25 35
PPISTooP o | 21.3% | 47.2% [100.0%
hrough Count 9 5 14
raining of
rainersonthe | % 19.1% 9.4% |(100.0%
ork shop
Total Count 47 53 100
% 100% 100% |100.0%
e e
Respondents
ltems % & Regular program Extension program
0 .
Alternates No | Trainees | Supervisors Tr:usne Supervisors
4. Did trainees sign Apprenticeship yes Count 10 7 3 8
contract? % 9.2% 14.9% 17% | 15.1%
No Count 99 40 170 45
% 90.8% 85.1% 98.3% 84.9%
Total Count 109 47 173 53
%
; 100% 100% 100% |  100%
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Apprenticeship is a tripartite agreement between trainees, institutions and
employees of the organizations offering apprenticeship training program. Therefore,
it creates linkage between the institution and the companies whereby providing
different opportunities to trainees to improve the practical skills and creates high
exposure to the world of work. In order to implement this program effectively, it
should be supported by rules and regulations of the country with regard to ATP.
Therefore, as cited in the review of literature in this thesis, the German experience
is one that can take lesson that the legal foundation for the apprenticeship training
is the responsibility of the federal government.

In light of the above discussion, under item 1 of Table VI, respondents were asked
to indicate the basis for the provision of apprenticeship training by the
organizations. The majority 20 (47.6%) of the respondents from the regular
program and 31 (68.1%) of them from the extension program indicated that the
provision of apprenticeship training was based on the request by the TVET
institution. On the other hand, 11(26.2%) of the supervisors from the regular
program and 7 (15.6%) of supervisors from the extension program replied that the
provision was made based on the guideline provided from the local administrative
office. The other group who answered that they perform on the basis of guideline
provided by employers to practice in the organization were 11(26.2%) and 7
(15.6%) of the supervisors from the regular and extension program respectively. It
shows that the majority of the organizations who provide ATP were not based on
the legal framework.

Item 2 in the same table above respondents were asked to indicate the availability
of laws supporting the implementation of ATP. The majority 29 (61.7%) of the
respondents from regular program responds negatively whereas, 32 (60.4%) of the
respondents from extension program responds positively. A chi-square test was
calculated to check whether perceptual difference exists between two groups of
study. Accordingly, the result revealed that for 1 degree of freedom at 0.05 level of
significance, the p-value (0.279) was found to be greater than 0.05 implying the
existence of no perception difference.
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Therefore, one can deduce from the findings that different laws were applied for
regular and extension program where identical system of training was implemented.

ltem 3 of Table VI respondents were asked “If yes, how were they made
themselves familiar with the laws?” the majority 28 (59.6%) of the respondents from
regular program and 23 (43.3%) of the respondents from extension program replied
that they made familiar with the laws were through discussion with higher officials in
the meeting. The other group of respondents who replied the laws made familiar on
the basis of guideline\order provided by local administrative officials 10 (21.3%) and
25 (41.7%) of the respondents were from regular and extension programs
respectively. On the other hand, 9 (19.1) of the respondents from regular program
and 5 (9.4%) of the extension program replied that the familiarity of the laws was
through training of trainers on the workshop. However, as indicated in the literature,
there should be common understanding about rules and regulations between all
concerned. Commitment to framework conditions, training schedule, contractual
regulations of apprenticeship training, and questions of insurance as well as other
issues of regulations is dependent on a fair participation of all stakeholders. Thus, it
is possible to deduce that there was no similar laws applied on both regular and
extension programs.

Item 4 of the same Table above respondents were asked with the intention to
identifying whether or not apprenticeship contract signed with the three parties, the
trainees, the institutions and the organizations offering ATP. Accordingly, the
majority of respondents 99 (90.8%) of the trainees from regular program and 40
(85.1%) of the supervisors from regular program and 170 (98.3%) of the trainees
from extension program and 45 (84.9%) of the supervisors from extension program
responded that contract was not signed among the parties who implement the ATP.
In addition to this, on the interview conducted with the principals and coordinator of
ATP office of the SMUC confirms that there was no sign of contract among the
parties. However, as stated in the literature, employers who participate in the
scheme should have an employment contract with their apprentices. From this
finding one can infer that there was no sign of contract with the parties in both

regular and extension programs.



Table VI

Criteria Used to Select Organizations & Assignment of Trainees

Table Supervisor
Items DF |value vefltxe Alternates oﬁg‘ Regular ExtensionTOta|
x program | program
1. Are there criteria s Count 9 < 13
set to select y % 19.1% 7.5% |13.0%
organizations? No Count 38 49 |87
% | 80.9% | 92.5% 87.0%
Count 47 53 [100
o i % | 100% | 100% [100.0%
2. If 'yes', what are the criteria 'The number of Count - 1 1
determined? employee % 0% 25% [7.7%
.. | Count 1 - 1
The amount of capital % | 11.1% 0% T 7%
: Count 3 1 4
Type of ownership - [=or™T333% | 25% [0.8%
Type of business Cout 2 - ’
yp % | 55.6% | 50% [53.8%
Total Count 9 4 13
% 100% 100% |100.0%
3. How does the number of trainees By each organization
assigned to each organizations unilaterally Lo g s o
determined? % 8.5% 75.5% 148.0%
By TVET institution on | Count 4 1 5
gt % | 85% | 19% 5.0%
By the agreement Count 30 1 31
between TVET
institution and % 63.8% 1.9% B1.0%
anization
n the basis of the Count 8 2 10
tatement of the law % 17.0% 3.8% [10.0%
There is no formal Count 1 5 6
procedure % 2.1% 9.4% B.0%
Total Count 47 53 100
% 100% 100% [100.0%
4. Who assigns trainees to each IThe vocational Count 30 0 30
selected organizations? icounselor % 63.8% 0% [30.0%
IThe apprenticeship Count 2 12 14
offering organizations % 4.3% 22.6% [14.0%
; Count 2 0 2
The trainer/teacher % 3% 0% Bo%
Through trainees Count 13 41 54
rsonal contact % 27.7% 77.4% [54.0%
Total Count 47 53 100
% 100%| 100% 100%
5. What criteria were used in field of study Coun 56 24 [ 80
the process of assignment % 523% | 14.6% | 29.5%
distance Coun 26 7133
% 24.3% 4.3% | 12.2%
interest of trainee Coun 17 133 | 150
% 15.9% | 81.1% | 55.4%
L4 drawing\chance Coun 8 0|8
% 7.4% 0% | 3%
Total Coun 107 164 | 271
% 100% 100% | 100%
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As stated in the review of related literature organizations should be selected based
on the criteria stated on the guideline. The Britain experience in selection
organizations is that If a sponsor has not previously been registered as a sponsor
with the ITA, then the ‘registration number’ box on the Registration Form is left
blank, and the sponsor completes a Registration to Verify Work-Based Training
Form and provides this to the ATP Coordinator to submit to the Industry Training
Center (ITC) along with the Registration Form.

Based on this item 1 of Table VII, was constructed to identify whether or not criteria
was set to select organizations offering apprenticeship training. To this end, the
majority 38 (80.9%) of the respondents from regular program and 49 (92.5%) of the
respondents from extension program were replied negatively. A chi-square test was
calculated to check whether perceptual difference exists between two groups of
study. However, the result revealed that for 1 degree of freedom at 0.05 level of
significance, the P-value (0. 624) was found to be greater than 0.05 implying that
there is no statistically significant difference in perception exists between regular
and extension program respondents. This finding indicates that the selection
criteria set to select appropriate organizations that can offer ATP was made in
haphazard manner for both regular and extension programs.

On item 2 of Table VII, this question is designed for those who responded positively
regarding the criteria set to select apprenticeship offering organizations.
Accordingly, the majority 5 (55.6%) of the respondents form the regular program
and 2 (50%) of the respondents from extension program were indicated that the
type of business were set as a criteria to select organizations. On the other hand of
respondents, 3 (33.3%) from the regular program and 1 (25%) from the extension
program indicated the type of ownership was set as a criteria to select
organizations. As indicated in the literature the TVET institution should identify and
select the appropriate and competent manufacturing and service giving
organization that can fulfill the criteria. From this one can infer the criteria set to
select organizations were the type of business and types of ownership are among
the alternates provided. This also indicated in Table IV above, private ownership
and service business organizations were accommodated the large number of
trainees during the ATP.
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Item 3 of Table VII, was designed to identify the responsible body to determine the
number assigned trainees to each selected organizations offering ATP. Thus, the
majority 30 (68.3%) of respondents from the regular program indicate that the
number of trainees assigned by determined by the agreement between TVET
institutions and apprenticeship offering organization. On the contrary, the majority
40 (75.5%) of the extension program respondents indicated that the number of
trainees assigned to each selected organizations were determined by each
organizations unilaterally. From the responses given by both program respondents,
it is possible to deduce that the number of apprentices for regular program was
determined by the agreement between the two parties whereas the extension

programs were by each organization unilaterally.

As regards item 4 of Table VII, this question was raised to identify the responsible
body in charge of assignment of trainees to each selected organizations. Therefore,
the majority 30 (63.8%) of the respondents from regular program identify the
responsible body in charge of assignment was made by the ATP coordinator of the
SMUC. The rest 13 (27.7%) of the respondents from regular program who did not
get chance to be assigned by the coordinator, the charge of assignment was

shouldered by the trainees themselves.

On the other hand, the majority 41 (77.4%) of the respondents from extension
program identify that the responsibility of assignment was made through trainees
personal contact with organizations offering apprenticeship training program. This
was also confirmed from the interview conducted with the apprenticeship
coordinator of the University College that except few the majority of trainees from
regular program were assigned by the university college whereas the trainees from
extension program were not assigned by the university college however, the charge
of assignment were shouldered on their personal contact with organizations
offering ATP. From this finding it is possible to infer that there was charge of
assignment on regular program trainees but not applied on extension program
trainees.

As far as item 5 of Table VIl was concerned, 56 (52 .3%) of the respondents from
the regular program under the study replied that trainees were assigned based on
the field of study whereas the remaining 26 (24.3%) of the respondents from
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regular program were assigned on the interest of the trainees. On the other side of
the program, the majority 133 (81.1%) of the respondents from extension program
were replied that the assignment of training was based on the interest of the
trainees as it is indicated in item 4, Table VII. From this finding, it is possible to
infer that the extension program trainees assign themselves to the organization
where they feel comfort but the trainees from extension program are not assigned
based on their interest to each selected organizations.
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Table VIl

The Role of Organizations Offering Apprenticeship Training

Table P- |Alter Trainees
Items DF |value of vaIC:e ateesn % & No [ Regular |Extension| Total
X program|program
X 1. To receive and provide yes Count | 32 23 55
® apprenticeship training to trainees. % | 32.0%[13.8% | 20.6%
" Count 68 144 212
% 68.0% | 86.2% | 79.4%
% 1.0% - 4%
Count 100 167 267
2. To assign the apprentices in the place yes Count 16 18 34
appropriate to their training field to % 46.0% | 28.7% | 35.2%
ensure that the apprentices acquire Count | 84 149 | 233
proper work experience. no % 84.0% | 89.2% | 87.3%
Count 100 167 267
® Total 1 | 8.166 |.004 % 100% | 100% | 100%
3. To assign a capable supervisor who yus | -opudt 15 11 26
would enhance the skills of the - % t 155(5)% 61-;‘? 3355;%
. oun
MppTeauoS. "o o | 85.0% | 93.3% | 90.2%
Count 100 165 265
Total 1 |37.247|.000 % 700% | 100% | 100%
4. Follow up the day-to-day - Count | 18 131 149
performance of the apprentices. % | 18.5% | 78.4% | 56.0%
ol Count 81 36 117
% 81.5% | 21.6% | 44.0%
Count 99 167 266
Total 1 120.859|.000 % 700% | 100% | 100%
5. To acquaint the apprentice with work yes Count 8 129 137
. methods of the organizatior. - % | 8.0% |77.2% | 51.3%
a5 Count 92 38 120
% 92.0% | 22.8% | 48.7%
Count 100 167 267
Total 1 |7.139 |.008 % 700% | 100% | 100%
6. To consider the trainee as a regular yes Count | 12 115 | 127
employee and to provide them with v % __| 12.0% | 70.6% | 48.1%
the necessary inputs. G ga 48 | 1w
% 88.0% | 29.4% | 51.9%
Count 100 163 264
Total 1 |26.171|.000 % 700% | 100% | 100%
X 7. To properly evaluate the yes| Count 10 33 43
e performance of the apprentice and % 10.0% | 19.8% | 16,1%
submit the results to the TVET no| Count 90 134 | 224
institution. % | 90.0% | 80.2% | 83.9%
Total e Counf 100 | 167 | 267
: ' % | 100% | 100% | 100%
8. To cooperate and work in coordination = Count 37 37 74
with the TVET institution. y % 37.0% | 22.6% | 28.0%
e Count 62 127 189
e % 62.0% | 77.4% | 71.6%
missin| Count 1 - 1
g [ % | 10% [ - 4%
Count 100 164 264
b R i % | 100% | 100% | 100%
B 57
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As already discussed in the literature of this thesis, the training curriculum
designed in the areas of TVET have placed great emphasis on workplaces and the
manpower profile which provide relevant, conceptualized job specific learning
opportunities in a manner that will contribute to the growing pool of qualified
workers in a cost effective manner. Based on this fact, Table VIII was designed in
the intention to investigate to what extent the organizations offering apprenticeship
training meets the crucial factors necessary to realize the ATP. Accordingly, item 1
of the same table above indicates the majority 212 (79.4%) of the respondents from
both regular and extension programs similarly responded negatively where there
was no provision of ATP properly.

As already discussed on item 5 of Table VII, respondent were asked whether they
assigned based on their field of study. Accordingly, only 80 (29.8%) of the
respondents from regular and extension program were replied as they were
assigned based on their filed of study. Similarly, Item 2 of Table VIII, the majority
233 (87.3%) of the total respondents from the regular and extension programs
replied that they were not assigned to the proper field of study.

With regard to the manpower profile, as indicated on the literature the supervision
should be undertaken by competent and qualified journey-level workers on the job
who are responsible for the work being performed, however, item 3 of Table VI,
indicates that more than 90% of the total respondents from both regular and
extension programs replied that there was no capable supervisor assigned during
the ATP.

Concerning the feasibility of follow-up the day to day activities of the apprentices,
as the literature shows that the necessary education, assistance, and control
provided by a journey-level employee that is on the same job site should at least be
seventy-five percent of each working day. On item 4 of Table VIII, the majority 81
(81.5%) of the respondents from regular program replied negatively, on the
contrary, 131 (78.4%) of the respondents from extension program replied positively.

Therefore, it is possible to infer that follow-up was undertaken on the extension
program where as the regular program were not given attention as that of extension
program.
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Item 5 of Table VIII, concerning the acquaintance of the apprentices with the work
method of the organization, the majority 92 (92%) of the respondents from regular
program replied ‘no’. Whereas, the majority 129 (77.2%) of the respondents from
extension program replied ‘yes'. This finding shows that the acquaintance of
apprentices with the work method was better in extension program than the regular
program.

As far as item 6 of Table VIIl was concerned, the great majority 88 (88%) of the
respondents from the regular program replied that they were not considered as a
regular employee and there were no provision of the necessary inputs for the
training program. But the literature indicates that apprentices should work full time
as a regular employee except time taken for theoretical training. The respondents
from the extension program on the other side, the majority 115 (70.6%) replied as
they were considered as a regular employees even during the ATP. However,
there were some 48 (29.4 %) of the respondents, from extension program, were not
considered as a regular employees due to their regular work was unrelated with
that of the training in SMUC. This finding infers that the provision of inputs by
considering as regular employees was better in extension program than the regular

program.

A chi-square test was calculated to check whether perceptual difference exists
between two groups of study. Accordingly, the result revealed that for 1 degree of
freedom at 0.05 level of significance, the P-value for item 1-6 in Table VIl above
was found to be less than 0.05 implying that there is statistically significant
difference in perception. This may be because the organizations offering
apprenticeship training are from different private and government, small scale and
large scale enterprises. As also an interview conducted with the coordinator of ATP
of SMUC revealed that the assignment of trainees to organizations were only to
some regular program trainees, however the extension program trainees select
organizations by themselves. This may create perceptual difference between the
two groups of respondents. Therefore, it is wise to ignore this difference and to
depend on the response of the majority.

The properly evaluation of the performance of the apprentices was questionable as
indicated by the great majority 90 (90%) and 134 (80.2%) of the respondents from
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both regular and extension programs respectively, as indicated in item 7 of Table
VIIl. The literature also indicates that the implementation of the assessment
process standards and certification process should be both valid and reliable. As it
was clearly shown in the Table VIII, item 8, the majority 189 (71.6%) of the total
respondents from both regular and extension programs replied that the
organizations were not act in cooperation with the TVET institution.

In both cases, more over, the Chi-Square test result revealed that there has been
no perception difference among the two groups of respondents. That is, P-value
for the two items were greater than 0.05 (0.315 and 0.016 for item 7and 8
respectively), which implies, in fact, that there was no difference in perception
among the groups. In this regard, the interview responses of seemed to support
the view of the majority respondents for the two items.

Generally, from these findings it sounds logical to infer that the awareness of the
organizations towards mutual benefits derived from apprenticeship training program
of both the regular and extension programs were very low.
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Table |

X

Roles of the Institution\ SMUC in Promoting ATP

Table Respondents
ltems D [ value | Fe faes| &
A e Regular | Extension | Total
program program
1. To prepare curriculum yes | Count 70 87 157
guide lines and schedules % 64.8% 521% | 57.1%
to organizations no | Count 38 80 118
% 35.2% 47.9% | 42.9%
Total Count 108 167 275
113223 | .073 % 100% 100% | 100.%
2. To work in cooperation high | Count 15 28 43
with the organizations % 35.7% 31.8% | 33.1%
mediu | Count 19 56 7D
i % 45.2% 63.6% | 66.9%
lower | Count 8 4 12
% 19.0% 4.5% 9.2%
Total Count 42 88 130
1 12341 |.095 % 100% 100% |  100%
3. To assign professionals yes | Count 16 22 38
who follow-up the % 15.3% 13.8% | 14.3%
performances during no | Count 87 138 225
apprenticeship training %
84.7% 86.3% 85.7%
Count 105 160 265
o 1| 284 | 504 : g
% 100% 100% 100%
Frequen
4. How frequently was the iy Sk 4 1 15
follow up made by the
institution? % 3.7% 6.3% 5.3%
Once | Count 10 6 16
ina %
while 9.2% 3.4% 5.7%
notat | Count 95 157 252
all
% 87.2% 90.2% | 89.0%
Total Count 109 174 283
% 100% 100% 100%
5. Consider results as yes Count 96 158 254
evaluation and certification % 96.2% 08.8% 97.7%
of the institution. no Count 4 2 5
% 3.8% 1.2% 2.3%
Count 1 2
Total 1| 1844 | 175 - 05 160 65
% 100% 100% 100%
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Table IX was designed to examine the efforts made by TVET program of the SMUC
that provide assistance in the implementation of apprenticeship training program in
each organization.

Accordingly, item 1 of Table IX indicates about preparation of guidelines and

L J

schedules to support the ATP. Therefore, the majority 70 (64.8%) of respondents
from regular program and 87 (52.1%) of the respondents from extension program
replied that there were preparation of the curriculum guideline and schedule
whereas, 38 (35.2%) and 80 (47.9%) of the respondents from regular and
extension programs respectively replied negatively. It shows that curriculum guide
line was prepared by the institution so that the ATP can be held properly in both the
regular and extension programs.

On the other hand, item 2 of Table IX, the majority 19 (54.2%) of the respondents
from regular program and 52 (63.2%) of the respondents from extension program
revealed that the institution had average cooperation with organizations offering
ATP.

The other group of respondents on the contrary 15 (35.7%) and 28 (31.8%) of the
respondents from both regular and extension program respectively replied that

L Z

there were high relationship with companies offering ATP. The remaining 8(19.0%)
and 4 (4.5%) of the respondents from both regular and extension program replied
that there were low or no cooperation with the organization offering ATP. Therefore,
from the above findings one can safely infer that the cooperation was not as high
as it was expected to enhance the ATP.

Item 3 of Table IX, indicates quite large number of respondents 87 (87.7%) from
regular program and 138 (86.3%) from extension program reviled that the institution
was not assigned professionals who follow-up the performance of apprentices. On
the contrary, 16 (15.3%) 22 and (13.8%) of the respondents from regular and
extension program respectively replied there was follow-up by professionals during
ATP. This may be because as the interview conducted with the coordinators of the
® ATP showed that the institution assigns a number of professionals to follow-up the

performance of apprentices on limited number of organizations offering ATP. From

this finding one can infer that even though the institution tried to assign some
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professionals, the maximum effort was not exerted in the assignment of
professionals to follow—up the performance of apprentices in the organizations
during ATP. As the literature also states Apprenticeship Coordinators and other
educators involved in the delivery of ATP should monitor students by
communicating directly with both workplace supervisors and apprentices to ensure
that any apprentices concerns are addressed, and that any problems are resolved
in the best interest of apprentices

With regard to the frequency of follow-up, item 4 of Table IX shows that quite large
number of respondents 95 (87.2%) from regular program and 157 (90.2%) from
extension program replied that as there was no frequent follow-up during the ATP.
This reply was confirmed by the coordinator of the ATP during the interview
conducted that they assign professionals to follow-up the performance only once in
awhile to the regular program apprentices but not at all to the extension program
apprentices due unable to detect the whereabouts of the organizations offering
ATP. According to the literature of this study indicates that the necessary
education, assistance, and control provided by a journey-level employee that is on
the same job site at least seventy-five percent of each working day,

As item 5 of Table IX indicates almost all of the respondents 96 (96.2%) and 158
(98.8%) from regular and extension programs respectively replied that the
institution recognizes the results of apprentices sent from organizations offering
ATP and considers as a component criteria for certification as a testimony for both
regular and extension programs for the successful completion of middle level TVET

program.

The Chi-Square test result also revealed in all cases that there was no statistically
significant perception difference among all respondents of the two groups. That is
all P-value in table IX were greater than 0.05 implying no existence of perception
difference.

Generally, from these findings one can safely deduce the efforts made by the TVET
program of the SMUC for the successful implementation of the ATP for both regular
and extension programs were not found to be encouraging enough for the fact that
they did not exert the maximum effort required to the program.
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Table X
The Roles of Trainees during Apprenticeship Training
ReuoE Respondents : P.
Regular program | Extension program | t-test valds
Mean SD Mean SD
1. Diligently perform the apprenticeship training| 1.3191 .5559 1.9811 .5715  -5.856 | .108
2. To W(_Jrk ?ccording to the work method of the 1.3830 4914 1.4528 5025 -701 | 186
organization
3. To Utilize materials with care & economy 1.55632 .5441 1.5472 .5394 -702 | .953
4. The ability to perform practical activities 1.9149 .5449 2.0566 .3048 | -1.628 | .003
5. The ability to cooperate with other employee | 2.2340 .6982 1.9057 .7909 2.189 | .447
6. The ability to utilize inputs 1.7021 .5071 1.6038 4938 .982 | .384
7. The quality of goods & services produced 1.7660 .5976 2.2830 .6006 | -4.307 | .694
8. The ability to use office equipment 2.7234 .6495 1.9423 5015 6.733 | .054

(Significant at an alpha level 0.05)

The t-test showed significant difference between regular and extension program
trainees at df =281, «= 0.05.

As it is stated in the guideline the roles of trainees should be directed towards the
acquaintance with the world of work and practice the theory learned in the
institutions. The items in the Table X were designed to examine the state of
apprentices’ readiness and the ability to accomplish the ATP effectively. Although
the P-value is greater than 0.05 in all items except item 4, shows that there were no
significant difference on the role of trainees during apprenticeship training program
between regular and extension program apprentices, the mean difference is greater
than 0.05 in all items Table X. Since the mean difference is significant at 0.05 level
the mean value for item 1, 2, 4 & 7 are better in extension program trainees than
the regular program trainees.

On the other hand, the mean value for items 3, 5, 6 & 8 are better in regular
program than the extension program trainees’ role in the organization during
apprenticeship training. Therefore, from this finding one can deduce that
differences have been seen between regular and extension program trainees.
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Table XI

Financing Apprenticeship Training

Supervisors
Table | o
value Alte
Items x2 il oﬁ & | Regular | Extension | Total
es © | program | program
1. Do apprentices pay fee for yes | Count 1 2 3
the apprenticeship training? % 21% 38% | 3.0%
No | Count 46 51 97
% 55.3% 96.2% | 97.0%
Total oC/oount 47 53 12) (())00
232 | .630 100% 100% | %'
2. Did organization make payment yes | Count 8. 9 17
ices?
to apprentices? % 17.0% | 17.3% 1;;2
No | Count 39 | 43 82
ga0% | s27% | 928
Total Cozunt ¥ + 13(? 0
.001 .970 100% | 100% %
3. Did your organization incur loss yes | Count 40 43 83
emanating from apprentices % 85.1% 91.5% 83%
training? No | Count 7 10 17
0,
s 14.9% 8.5% i
Total Count 47 53 100
8.570 | .063 % 100% 100% 100%
4. If yes, how do you rate the cost? High Count 39 6 45
% 83.0% | 11.3% |45.0%
Mediu | Count 1 8 9
m % 2.1% 15.1% 9.0%
low Count 7z 39 46
% 14.9% | 73.6% 46.0%
Total Count 47 53 100
2.234 | .573 % 100% 100% 100%

As stated on the review of related literature in this thesis, the challenge of TVET

system includes the development of a financing mechanism for TVET that will

facilitate the generation of additional resources needed to implement, strengthening

of the TVET system and develop its capacity to increase efficiency. Therefore, a

new concept of cost sharing in TVET with the intention that all beneficiaries,

employers, the community and including trainees should contribute to the cost of

training according to their capabilities.
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To this end table XI indicates about the condition of financing ATP on both regular
and extension programs. Accordingly, item 1 of Table Xl identifies the majority 46
(55.3%) of the respondents from regular program and 51 (96.2%) of the extension
program trainees were not paid for the ATP conducted in organizations offering
ATP. This was also confirmed by the interview conducted with the coordinator of
the ATP of the SMUC. From this finding one can possibly infer that neither of the
institution nor the organization laid charge on trainees for the ATP.

L 2

On the other hand, the respondents were asked whether the organization paid
apprentices for their labor exerted during the ATP. Accordingly, item 2 of the same
table above, the majority 39 (83%) of the respondents from regular program and 43
(82.7%) of the extension program answered that there were no payment made for

L J

the apprentices during their stay in the organizations offering ATP. Therefore, from
this finding it is possible to infer that there were no any payment of a salary for both

regular and extension programs apprentices.

On item 3 of Table XI respondents were asked whether the organization incur loss
due to the provision of ATP. Accordingly, the majority 40 (85.1%) the respondents
from regular program and 43 (95.1%) of the respondents from extension program
showed that cost is incurred emanating from ATP. The other group 7 (14.9%) and

L

10 (8.5%) of the respondents from regular and extension program respectively
replied that the organization does not incur cost due to the provision of ATP.

On the same Table item 4 the respondents were asked to rate if the organization
incurs cost. The majority 39(83.5%) of the respondents from regular program rated
the cost of organizations incur emanating from provision of ATP. On the contrary,
39 (73.6%) of the respondents from extension program rated the cost incurred due
to ATP as low.

From this finding it can be safely deduced that high cost were incurred emanating
from the provision of ATP for the regular program. However, the cost incurred for
extension program could be low if apprentices are from the same organizations
where they work on the day time during the ATP and due to the time for the

®

apprenticeship training for extension program (156hrs) is less than the time spent
for regular program (312hrs).
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A chi-square test was calculated to check whether perceptual difference exists
between regular and extension programs. Accordingly, the Chi-Square test result
also revealed in all cases that there was no statistically significant perception
difference among all respondents of the two groups. That is all P-value in table XI
above were greater than 0.05 implying no existence of perception difference.

Table XII

Reasons for Incurring Loss due to Apprenticeship Training

Supervisors
easons egular program ension program Mein
Mean Rank Mean Rank
1. The products/services of apprentices are below the
quality standard 1.0000 5 1.0000 5 1.0700
2. The products/services of apprentices are worthless| 1.4468 3 1.4468 3 1.4300
3. Capacity of apprentices for practical work is 1.7234 1 1.7234 1 1.5000
minimal § ; ;
4. Misuse of inputs by apprentice 1.4255 4 1.4255 4 1.4200
5. Work discipline of apprentice is low 1.4894 2 1.4894 2 1.4300

N.B. respondents were asked to provide more than one answer

The data tabulated in Table XlI indicates that respondents from both regular and
extension programs under the study had similar perception in ranking for reasons
identified to incur loss due to ATP. Consequently, the minimal capacity of
apprentices for practical work, low work discipline of apprentices, and the worthless
products\services of apprentices were found to be the three most important reasons
that made the organizations to incur high cost.

Table Xl
Incentives to Promote Apprenticeship Training
Supervisors Total
ons .
b Regular program | Extension program | Mean
Mean Rank Mean Rank

1. Tax exemption on imported machine 1.5532 4 1.7925 2 1.6800
2. Provide free training for employees 1.9149 2 1.8113 1 1.8600
3. Charge free provision of land for expansion |1 g3g2 1 17736 3 1.8500
4. Letter of thanks given on graduation days 1.7660 S 1.7170 4 1.7400

N.B. respondents were asked to provide more than one answer

As far as the reasons to promote the ATP are listed in Table XIll, they are
considered as vital incentives for promoting the quality of ATP. Accordingly, the
perception of respondents from regular program the highest ranking incentives
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were charge free provision of land for expansion, 2nd ranking were provision of
free training for employees, and the 3rd ranking was letter of thanks given on
graduation days were considered as the most important factor to promote
apprenticeship training provider organizations.

On the other hand, the respondents from the extension program ranked as the
most important were provision of free training for employees, tax exemption on
imported machines, and charge free provision of land for expansion were the most
incentives to be provided to organizations offering apprenticeship training program.

From this finding one can infer that there were significant difference between
regular and extension program in promoting ATP however, the most incentive to
promote apprenticeship training for both programs were provision of free training for
employees and the last rank was tax exemption on imported goods.

Table XIV

Adequacy and Appropriateness of the Apprenticeship Training Schedule

) Supervisors
Iltems Alt:;nat ﬁ:‘ Regular Extension Total
program Program
1. The time when Apprenticeship training was Winter Count 6 73 79
undertaken % 5.6% 44.5% 29.2%
Count 100 88 188
Summer 93.5% 53.7% 60.4%
o Count 1 3 o
Miseing e 9% 1.8% 1.5%
Count 107 164 271
oty % 100.0% 100.0% | 100.0%
Higher Count 2 107 89
% 1.9% 62.6% 32.0%
2. How do you rate the duration of apprenticeship [ Medium | Count 7 70 87
training time sufficient to make skillful? % 6.5% 40.9% 31.3%
Kower Count 100 4 104
% 93.5% 2.3% 2.2%
Total Count 107 171 278
% 1QQQ%__JQQ.D_%__J_1_W.£L
fama Supervisors
Regular program| Extension program
Trainee | Supervi : :
G R Trainees | Supervisors
3. For how long did apprenticeship trainin Below156 Count| 94 23 148 33
S P Ao
undertaken with in each training period? bis % | 86.2% | 48.9% 85.1% 62.3%
166-312 |Count| 14 24 26 20
hrs % [12.8% 51.1% | 14.9% 47.7%
Above
312hrs Count 1 0 0 0
% | 0.9% 0% 0% 0%
Total Count| 109 47 174 52
% | 100% | 100% 100% 100%
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Table XIV was designed to investigate the adequacy and appropriateness of the
schedule to provide apprenticeship training. Accordingly, in item 1 of the same
table respondents were asked to indicate the appropriate time to undertake
apprenticeship training ,therefore, the majority 100 (93.5%) of the respondents from
regular program and 88 (53.7%) of the respondents from extension program were
identified that summer session was preferable to undertake ATP.

On the contrary, nearly half of the respondents from extension program indicated
that winter program was suitable to undertake ATP. In addition to this item 2 of the
same table, trainees were asked about sufficiency of the duration of time for
apprenticeship to make apprentices skillful. In view of this, 100(93.5%) of the
respondents from regular program replied that the amount of time for
apprenticeship training were insufficient. On the contrary, 107 (62.6%) of the
respondents from extension program rated it as high.

ltem 3 Table XIV, was designed to identify the ample time provided for ATP.
Accordingly, the majority 94 (86.2%) of the trainees, 23 (48%) of supervisors from
regular program and 148 (85.1%) of trainees, 33 (62.3%) of supervisors from
extension program replied that the length of time they have taken for the ATP were
below 156 hrs per session. The remaining 14 (12.8%) of trainees, 24 a951.1%) of
supervisors from regular program and 26 (14.9%) of trainees, 20 (47.7%) of
supervisors from extension program replied that the time taken were between
156hrs to 312hrs per session. As the researcher conducted an interview with the
coordinator of the ATP of the SMUC that the contact hour allowed for regular
program were 312 hrs per year\session whereas, the contact hour for extension
program were half of the contact hour decided for regular program ,i.e., 156 hrs.

From these findings one can possibly deduce that there were significant difference
between regular and extension program on the ground that the extension program
apprentices have already exposure on the world of work.
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Table XV

Factors Affecting Retention and Completion of
Apprenticeship Training

Trainees
- Total
Reasons | Regular program | Extension program
Mean | Rank Mean Rank Mean

A. Due to marriage 1.3333 6 1.4167 6 1.3656
B. Long dlstance.to organization that 1.6071 3 1.7500 3 1.6630

offers apprenticeship training
D. Health problem 1.5636 4 1.7778 2 1.6484
E. Assignment of the duties other than

the field of stud 1.9286 1 1.5833 5 1.6848
G. Engagement in other activities 1.4643 5 1.9167 1 1.9239
H. Financial problem 1.7500 2 1.6111 4 1:5247

N.B. respondents were asked to provide more than one answer

Table XV was designed to identify reasons affecting trainees to discontinue
apprenticeship training. Accordingly, as the mean value indicated the highest
problem for the regular program apprentices were ranked as assignment of duties
other than the field of study, financial problem and long distance to organizations
that offer apprenticeship training.

On the other hand the highly ranked problems for extension program were
engagement in other activities, health problem and high distance to organizations
that offering apprenticeship training.

One can infer from this finding that the assignment of duties other than the field of
study seems the higher problem to regular program apprentices than the extension
program apprentices that hinder them to continue with training. However, the highly
ranked for both regular and extension programs as can be see on the mean total
were engagement in other activities during apprenticeship training program.
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Table XVI
Reasons for Exclusion of Trainees from Apprenticeship Training
Trainees Total
Reasons Regular program | Extension program

Mean Rank | Mean Rank Mean
1.3028 2 1.6034 3 1.4876

A. Absence of adequate organizations in the
area

B. Reluctance of trainees 1.3119 1 1.6724 2 1.5336
C. Shortage of man power to organize
apprenticeship training 1.2844 3 1.6954 1 1.5371

D. Inconvenience of time for apprenticeship
training

N.B. respondents were asked to provide more than one answer

1.2661 4 1.5517 4 1.4417

Table XVI was designed to identify the reasons that hinder trainees from joining
organizations offering ATP. Accordingly, as implied from the mean value, the first
highest ranking problems for regular programs were reluctance of trainees to join,
absence of adequate organizations in the area and shortage of man power to
organize apprenticeship training.

On the other hand, the extension program respondents ranked the problems as the
highest reasons for exclusions were shortage of man power to organize
apprenticeship training, reluctance of trainees and absence of adequate
organizations in the area were ranking respectively. Inconvenience of time were
ranked as the last reason for both regular and extension programs, however, it
should also be given attention as the reason for the exclusion of trainees from
apprenticeship training.

From this finding it is possible to deduce that shortage of man power to organize
apprenticeship training were the first ranking reason for the exclusion of trainees
from apprenticeship training for extension program trainees whereas, reluctance of
trainees were the first ranking reason for the exclusion of trainees for regular
program trainees.

71



L J

()

@

[ 7

@

Table XVII

Reasons for Inconvenience of the Duration of Apprenticeship Training

Trainees Total
Reasons Regular program | Extension program
: Mean Rank Mean Rank | Mean
A. Trainees are engaged in other business | 1 0459 3 1.6724 1 1.4452
B. Inconveniency of summer season 1.8440 1 1.5862 2 1.4523
C. since it was during vacation trainees did
not prefer 1.1009 2 1.1954 3 1.3781

N.B. respondents were asked to provide more than one answer

Table XVII, was designed to identify the reasons for the inconvenience of time
period when apprenticeship was offered in organizations. Accordingly, as implied
from the mean the 1st rank for regular program was inconvenience of summer
reason and 1st rank for extension program was trainees were engaged in other
businesses. Therefore, the finding shows that regular program and extension
program special reasons for the inconvenience of time duration for undertaking

apprenticeship training were different.

Table XVIiI

~Manpower Profile Evaluation

Supervisors
Reasons - Total
Regular program | Extension program
What are the reasons for inability to evaluate MR Rank Mean Bank I Nean
trainees

A. lack of training \workshop 1.0851 2 1.1887 1 1.1400

B. lack of guide lines\curriculum 1.1702 1 1.1509 2 1.1600

C. lack of pedagogical skill\qualification 1.0638 3 1.0943 3 1.0800

N.B. respondents were asked to provide more than one answer

It is worth noting from Table XVIII which was designed to investigate the manpower
profile of the supervisors to train apprentices. Accordingly, respondents from
regular program the highest rank based on the mean value indicated was lack of
guideline\curriculum, the 2" and 3™ ranks were lack of training through workshop
and lack of pedagogical skill\qualification respectively. On the other hand the
respondents from extension program shows the most serious reason for inability to
evaluate trainees was lack of training through workshop, the 2™ and 3™ ranked
reasons were lack of guidelines\curriculum and lack of pedagogical skill
\qualification. This implies that lack of training and curriculum guideline was the
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most serious factors which need immediate solutions for better quality performance
of the supervisors in evaluating the trainees during the apprenticeship training for
both regular and extension programs.

Table XIX
Adequacy of Workshop Facilities
Result
e Regular program Extension program t-test 7 a‘:;} ”
Mean SD Mean SD
1. Equipment\machines 2.3830 | 1.79545 | 2.6226 1.56249 | -1.754 (047
2. Hand tools 2.6226 | 2.56249 | 2.5094 4.50469 -.597 1038
3. Raw materials 2.7234 | 2.61510 | 2.8113 1.39500 -.860 [013

(Significant at an alpha level 0.05)

The t-test results on the adequacy of workshop facilities show that there was
significant difference between regular program and extension program at an alpha
level less than 0.05 for all items in the Table XIX. Furthermore, the mean values for
items equipment\imachine and raw materials in the extension program were greater
than that of the regular program. The mean values for the remaining items, i.e.,
hand tools were greater in regular program than the mean value for extension
program. This indicates that the adequacy of workshop facilities in extension
program was better than that of regular program. Since p<0.05 in all items in the
Table XIX, also indicates that there were significant difference exist between two
groups. The above finding was consistent with the information the researcher
obtained through observation from different organizations that offer apprenticeship
training for both regular and extension programs.

Table XX
One way ANOVA

Apprenticeship training result

o sig {5 Regular program ﬁﬂgxpnsion Program E Total 2
Standard Standard Standard
Mean N Deviation Mean N Deviation Mean Deviation

5.776 .017 | 98.6379 | 141 | 3.517863 | 97.5867 | 142 | 3.83230 | 98.1104 | 3.71002

o =0.05* level of significance
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The one way ANOVA result on apprenticeship training result shows that there was
significance difference between regular and extension trainees at an alpha level
less than 0.05 for the results mentioned in the table XX. Moreover, the mean value
of regular program trainees was better than the extension program trainees. This
shows that the regular program trainees had better performance, however as the
researcher conducted interview with some trainees indicated that they have got the
result not because of their performance, but because of they were present for some
time in the organization. Therefore, the ANOVA result shows the result of
apprenticeship training was more inflated in the regular program trainees than the
extension program trainees. The summary of one way ANOVA concerning
apprentices training result of regular and extension program trainees is presented
e below in table XXI.

Table XXI
Summery of One Way ANOVA for Apprenticeship Training Result

Source of Variation
Sum of Squares df Mean Square b

Between Groups(Combined) 78.177 1 78.177 5.776 7
3803.347 281 13.5635

Within Groups

3881.523 282

Total

[ )

The analysis from the above table indicates that there is a statistically significant
difference F (1.341) = 5.776, P<0.05 between regular and extension program
trainees in their achievement result. Regular trainees were found to be superior

than extension trainees.
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CHAPTER FOUR

SUMMARY, CONCLUSION AND RECOMMENDATIONS
4.1. Summary of the Findings

The purpose of this study was to investigate the major problems encountered in the
process of implementing ATP in regular and extension programs. To this end, basic
questions addressing the fundamental factors that determine the successful
implementation and quality of apprenticeship training such as legal frameworks, the
state of readiness and resources in the organization, roles that are not prevalent by
the major actors, financial, material, human factors and prominent administrative,
social and economic problems encountered were raised.

The study employed comparative analysis and it was conducted in SMUC regular
and extension programs on the basis of purposive sampling technique. The
subjects of the study were 2 principals, 3 apprenticeship coordinators, 100
supervisors\trainers of the work place, 284 trainees. Accordingly, the respondent
sampling was carried out through random, purposive and available sampling
techniques. The principals and coordinators were selected through available
sampling techniques while trainees were selected through both random and
stratified sampling techniques. The supervisors and organizations offering ATP
through both systematic and random sampling techniques.

Information was obtained from these sample respondents through questionnaires,
interviews and observation of actual setting and documentary analysis. The data
obtained were analyzed using percentages, weighted mean, t-test and ANOVA. As
the results of data analysis, the following major findings were obtained.

4.1.1. Managerial effectiveness
Similarities

A. Apprenticeship training requires the involvement of at least three main actors
whose duties and responsibilities should be supported by legal frameworks; the
finding indicates that the training program was not implemented based on the
legal framework designed similarly for both regular and extension programs.
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B. According to the finding, trainees of both regular and extension program were
not sign any contract with the concerned parties before or after starting
apprenticeship training.

C. According to the findings selection of organizations that could offer
apprenticeship training was undertaken in haphazard manner for there were no
preset criteria for both regular and extension programs.

D. According to the finding, privately owned organizations accommodate a largest
number of trainees for apprenticeship training than government owned
organizations. Likewise, the service business organizations accommodated
large number of trainees than manufacturing and merchandising business types
during the ATP.

E. According to a great majority of the total respondents (90.4%) there were low or
no cooperation between the institution and organizations offering ATP as it was
expected to enhance the training program.

Differences

A. According to the finding, there was significant deference between regular and
extension programs with regard to the responsible body in determining the
number of trainees assigned to each selected organizations offering ATP. The
majority of trainees from regular program were assigned by the university
college whereas the trainees from extension program were not assigned by the
university college. Therefore, the process of handing over of assignment was
shouldered on the extension program trainees to find and contact with
organizations offering ATP.

B. Concerning the feasibility of follow-up the day to day activities of the apprentices
in organizations offering apprenticeship training, it was better in extension
program, for those who are assigned on the same area of training in their
organizations, than the regular program.

C. According to the finding, the majority of respondents indicate that the most
selected incentive to promote apprenticeship training for both programs were
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provision of free training for employees and the last rank was tax exemption on
imported goods. However, they differ in choosing the highest rank that the 1st
rank for regular program was inconveniency of summer season and 1st rank for
extension program was trainees were engaged in other businesses. Therefore,
the finding shows that regular program and extension program special reasons
for the inconveniency of time duration to undertake apprenticeship training were
different.

4.1.2. Manpower profile

Similarities

A

As the majority of respondents revealed that the academic qualification of the
assigned supervisors\trainers of ATP, for both regular and extension programs
had only diploma and below diploma level.

B. his finding indicates that the majority of apprentices were offered apprenticeship

training by those who had no longer work experience in the world of work. This
may have an effect on the quality of training offered by apprenticeship training
A. As to the finding, the majority of supervisors assigned in the regular program
were female trainers where as the assignment of the supervisors as trainers of
the ATP in the extension program were males.

As the finding obtained from the interview conducted with coordinators of the
SMUC indicated that the institutes send professionals to follow-up the
performance of apprentices only to government organizations where regular
program apprentices were assigned. However, professionals were not assigned
for extension program trainees during the ATP.

According to the finding, that the shortage of manpower to organize
apprenticeship training were the first ranking reason for the exclusion of trainees
from apprenticeship training for extension program trainees whereas, reluctance
of trainees were the first ranking reason for the exclusion of trainees from
apprenticeship training for regular program trainees.
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4.1.3. Financial resources
Similarities

A. According to the finding, trainees of both regular and extension program incur
additional costs for their accommodation, transport, food and the like during
attending the ATP.

B. According to the majority of respondents, the shortage of financial requirements
and the far distances to attend the ATP found to be the causes of exclusion or
totally drop out of trainees from attending the ATP for both regular and
extension program trainees, especially for those who attend the program during

the summer session.

C. According to the great majority of respondents, neither of the institution nor the
organization laid charge on trainees for the ATP for both regular and extension
program trainees. On the other hand, as interview conducted with some
trainees, they explain as they were paid up to 225 birr per month as a pocket
money, however there were no any payment as a salary for both regular and
extension programs apprentices.

D. According to the finding, the capacity of apprentices for practical work was

organizations.

C. As the finding from the study indicates that the ATP was shouldered on the lower
level management group which means no more attention was provided by the

top and middle management groups.

D. With regard to the manpower profile, more than 90% of the total respondents
from both regular and extension programs replied that there was no capable
supervisor assigned during the ATP.

E. Minimal, low work discipline of apprentices, and the worthless products\services
of apprentices were found to be the three most important reasons of
respondents from both regular and extension programs that made the
organizations to incur high cost.
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Differences

A. Based on the data findings, there were high cost incur by the organization
emanating from the provision of apprenticeship training for the regular program,
however the cost incurred for extension program were low if apprentices are
working from the same organizations where they work on the day time during
the ATP and due to the time for the apprenticeship training for extension
program (156hrs) is less than the time spent for regular program (312hrs).

4.1.4. Physical facilities

Differences

A. As the finding infers that the provision of inputs for apprenticeship training by
considering the trainees as regular employees was better in extension program
than the regular program.

B. This finding also identifies there were significant difference on the utilization of
inputs between regular and extension program apprentices. This indicates that
the adequacy of workshop facilities in extension program was better than those
in regular programs.

4.1.5. Evaluation & certification
Similarities

A. Regarding the consideration of apprenticeship results the TVET institution
recognizes the results of apprentices sent from organizations offering ATP and
considers as a component criteria for certification as a testimony for both regular
and extension programs for the successful completion of middle level TVET
program.

Differences

A. As the finding indicates that the extension program apprentices were found to
be better ability to utilize the equipment with care than the regular program
apprentices. This could be due to the maturity of the adult apprentices in the
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extension program and their better exposure to the world of work than the

regular program trainees.

Based on the findings, the extension program apprentices had better
performance in practical activity than the regular program apprentices for the
reason that they had better exposure to the world of work.

As the findings indicates that even though the apprenticeship training result was
inflated on both regular and extension programs, it was found to be better in
regular program apprentices than extension program apprentices.

4.1.6. Curriculum & Guideline

Similarities

A

Regarding the awareness of the organizations towards mutual benefits derived
from ATP were very low of both the regular and extension programs. However,
the highest ranking for both regular and extension programs as can be see on
the mean total were engagement in other activities during ATP.

According to the finding implies that lack of training and curriculum guideline
was the most highly ranked factors which need fast solutions for better quality

performance of the ATP for both regular and extension programs.

Differences

A.

According to the vast majority of respondents that the acquaintance of the work
method was better in extension program than the regular program.

According to the respondents pointed out that the willingness to work according
to the work method of the organization were better in extension program than
the regular program.

As the researcher conducted an interview with the coordinator of the ATP of the
SMUC that the contact hour set on the guide line for ATP for regular program
were 312 hrs per year\session, whereas the contact hour for extension program
were half of the contact hour decided for regular program ,i.e., 156 hrs.
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4.2. Conclusion

In light of the findings of the study, the following conclusions are drawn.

A close observation of the findings revealed that in the process of implementing the
ATP there were similarities and differences seen in the study findings. Accordingly,
the assignment of trainees, selection of organizations, and feasibility of follow-up
activity were treated differently between regular and extension programs.

More importantly, the implementation of ATP undertaken on both regular and
extension program can not be effective without close cooperation among the three
parties, i.e., the trainees, the employers and the TVET institutions.

On the basis of the findings, both regular and extension programs are similar in
inadequacy, and low provision of facilities, lack implementation based on the legal
framework designed for ATP, lack of follow-up activities, provision of incentives for
promotion, lack of clear guideline, curriculum and the inflated result of apprentices
and assignment of incapable trainer\supervisor in organizations offering
apprenticeship resulted on the limited quality of improvement on both regular and

extension programs.

In terms of assignment of professionals from SMUC to follow-up activities of
trainees, and the results of apprentices were better in regular program. As a result
significant difference has seen between regular and extension programs.

4.3. Recommendations

On the basis of the findings obtained and conclusions reached at, the following
suggestions are forwarded to improve the quality of the ATP in general and to
enhance the effective implementation in particular.

1. Therefore, it is recommended that the SMUC should create close relationship
with the organizations offering ATP for both regular and extension programs.
This could be done through recording addresses of manufacturing and service
giving organizations to decide with whom to create linkage after visiting the
companies and then invite them to visit the SMUC to discuss on cooperation
and the challenges to implement the ATP.

81



L J

&

L

‘@

2. To ensure the high quality of apprenticeship training priority should be given by

SMUC to conduct Tracer Study in the organizations offering apprenticeship
training so as to obtain feedback that helps to evaluate the process of
apprenticeship training and its implementation strategy for both regular and
extension programs. This could be done by the research office in collaboration
with the apprenticeship office of the SMUC.

. Obviously, the Apprenticeship Office of the SMUC should be strengthened by

additional human resource and granted full responsibility so as to facilitate the
effectiveness of the ATP. Therefore, the St Mary’s should establishing a team of
ATP committee composed of at an average 2 instructors\ professionals from
every field of training who follow up the performance of apprentices in
organizations offering ATP. This could be done in cooperation with the
apprenticeship office of the University College.

. Increased promotion of apprenticeship training scheme needs as a prerequisite

for better implementation of ATP at various levels. To develop the necessary co-
operation and support by enterprises, firms and workshops it is necessary to
establish a continuous working relationship. Very often it will not be enough to
send letters, direct contact, visits, interviews, and open days in the TVET Center
and panel discussions etc. must be undertaken. Furthermore, improvement of
apprenticeship training is often necessary to inform and motivate apprenticeship
training offering organizations more strongly. Therefore, SMUC should facilitate
seminars or workshops at the institutional levels and use of different broadcast
and printed media would-be a pending task. Besides, campaigns aimed at
enhancing prestige of apprenticeship training and concrete incentives in the
form of training employees free of charge should be enhanced.

. It is apparent that when supervisors are found to be inadequate in knowledge

and lack experience for certain specialized parts of the curriculum, the
apprentices\trainees do not get sufficient experience in the industrial settings to
make their time there worthwhile. Therefore, the SMUC should organize tailor
made pedagogical training, to supervisors\trainers of selected organizations
offering apprenticeship training, to fill this gap however it should not be a one
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time activity rather it should continuously need to be undertaken in the university
college.

6. The time duration of ATP seems not sufficient enough to make the trainees

competent and competitive enough in the world of work. Thus, as the German
experience indicates, apprentices work for three to four days a week in the
company and then spend one or two days at a vocational school. However, this
may not be feasible in our context where there are no sufficient organizations
offering apprenticeship training. Therefore, SMUC should design a program in
collaboration with selected organizations for both regular and extension
programs so as to select convenience time to practice side by side with
theoretical and basic practical training during the regular program conducted in
the university college instead of practicing once at a time. This may help
trainees to relate the theory learnt in the class with the world of work in the
organizations better than practicing once during the vacation or the summer
season.

. In order for ATP to be effective as an educational program, coordinators of

apprenticeship program of the SMUC should provide an in-school orientation to
familiarize students with the responsibilities and expectations associated with
participation in the organizations before starting the training program. This
should also include prepare students how to apply the theory they acquire in the
university college.

9. Concerning the feasibility of follow-up the day to day activities of the apprentices,

the supervisor\trainer in the organization should provide the necessary
education, assistance, and control provided by a journey-level employee that is
on the same job site should at least be seventy-five percent of each working
day. Therefore, besides this SMUC should conduct its follow-up activities not
only once at a time, rather it should be better to conduct at least three times in
such a way that it can be at the beginning, at the middle and at the end of the
contact hours undertaken.

10. Obviously, sponsors should be encouraged to provide apprenticeship training

The TVET office of the Addis Ababa City Government should either be founded
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11.

or strengthened the Apprenticeship Training Authority (ATA) that can register all

organizations committed to provide apprenticeship training and provide them
with accreditation certificate after assuring that their capacity in human resource
and facilities for offering apprenticeship training in different field of study.
Therefore, the Authority should announce in such a way that organizations in
the ATP are required to be registered as provider of apprenticeship training with
the Apprenticeship Training Authority (ATA). Besides this, trainees should also
recognize informal and non-registered arrangements with sponsors are not
sufficient to qualify students as apprentices. This can bring high cooperation
with stakeholders and create a feeling of responsibility towards the
organizations offering apprenticeship training. Therefore, SMUC in
collaboration with the TVET office of Addis Ababa City Government\MOE should
set criteria relating to selection of intelligible organizations that can fulfill the
necessary manpower and facilities for training.

Due to lack of clear guideline and legal framework, trainees of SMUC were not
sign contract with the organizations. Therefore, in order to be guided by the
laws, trainees should sign contract before they go to the organizations offering
apprenticeship training. This could be done by the Apprenticeship office of the
SMUC.

12. The evaluation of ATP trainees should be based on clear criteria, and should

include a variety of assessment strategies. ATP Coordinators of the institution
are responsible for providing employers/sponsors with student evaluation. It was
discovered that the result of trainees obtained from organizations were highly
inflated on both regular and extension program apprentices. Therefore, SMUC
should develop an independent testing mechanism so as to control and
minimize the inflated result provided by the organizations offering ATP. This
could be done by designing certain questions in relation to the activities
conducted during their stay in the organizations.

13. Since this study is not an end in itself, further study should be carried out

focusing on the area of apprenticeship training program in conventional and
other mode of training in SMUC.
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Appendix |

Methods to promote Internship

The following check list is prepared for training institutions to use it -for Internship
training. The points of concentration for Internship issues regarding on the promotion
and developing of TVET .are listed in the following manner.

No. Concentration Points

| ; % Assigning vocational counselor; who can follow up the performance of trainees
and link the training institute and the organization.

2 Establishing a team of Internship composed of at an average 2 teachers from
every field of training who can provide skill support.

3. Recording addresses of organizations and workshops, create linkage with
other institutes and decide with whom to contact and record also the name,
telephone number and other information of the contact person.

L 4. Preparing written information concerning the training courses to provide for
companies and organizations,
5. Facilitate the conditions for arranging visits to companies, service giving

organizations and work shops, which includes arranging vehicles, time table
and questioners etc.

6. Use the prepared questioner to start discussion during the first company and
service giving organizations visit. Distribute so the prepared written
information to the proper departments.

£ Evaluate the visit in companies & organizations.

8. Invite manufacturing and service giving organizations to visit the training
institute, arrange date of visit and discuss on cooperation and apprenticeship.
9. Evaluate the meeting with employers.

10. | Prepare memorandum of agreement on Internship and has to include the
objective, plan of work, the time it needs, the responsibilities, evaluations and
certificates etc.

11. | Sign the memorandum of agreement on the second companies and service
giving organizations visit on Internship.

12. | Design a program with employers to follow and evaluate the Internship.

13. | Follow and evaluate the ongoing Internship by creating a strong link with
companies and organizations.

Training plan;

The training plan prepared by manufacturing and service-giving organizations can serve as to
create the proper awareness for the Intern and the organization. However there has to be
flexibility on the time and date, because planning activities that are being performed in the actual
world of work is difficult to assume it on permanent basis. The time to be allocated for the
practice depends on the behavior, depth and width of the work.

It is recommended that, Internship plan has to be prepared prior to providing the actual Internship
program. This can help to integrate the training provided in training centers with the actual work,
to meet the objective specified in the plan and also to the duration of the training.

The final plan has to be distributed to the trainees and supervisor /trainer.

L 2

L 2

Refer the below mentioned details on preparing training plan.
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Appendix Il
Detailed format of Internship planning for middle and higher level of

Manufacturing and service giving organizations.

.
?

No | 1 2 3 4 5 6
Place of training | Formal Activities to  be | Duration Supervisor | Remark
(Department) activities to be | covered by the | of the | trainer

performed and | Internship that have | training
completion  of | relationship with the
training project | curriculum

Details of activities mentioned in the training plan

1. Place of Training
The place of training where the Intern obtains practical training with in the

organization. For example, workshop, maintenance section, store, finance and
administration etc.

2. Training projects or other formal duties to be accomplished.

For example, maintenance to be provided for a vehicle that is driven 1000 K.M. fixing
engine and maintaining tire would be included.

3. Projects and activities that are related with the curriculum during the
Internship have to be detailed.
4. Duration of training

The duration of the training will be break down in to different activities mentioned
in Internship plan.

5. Supervisor/Trainer

The name of the supervisor/trainer can be mentioned on the training plan. It is
expected from the supervisor that, he/she have to plan the training, conduct the
training provide support for trainees, and finally evaluate the trainee. The
supervisor has to be assigned from the organization and should be experienced
is his work. If the Intern or trainees are assigned in several departments of the
organization, there should be a need to assign supervisor for each group.

6. Remark/Advice

Advices are how the training can be conducted, methods of training, sensitive
issues which needs care, activities that can be performed by a single trainee and
activities that can be performed in group’s should be incorporated.




Appendix Il

Detailed plan of Internship of medium and higher producing and service

. giving organization
Example 1
No. Description of projects Activities to be covered | Duration of Supervi
‘formal duties & activities in Internship & related the training sor
' to the curriculum trainer Remark
projects and activities.
1. Different | Introducing the -The organization of the | 2 days for Ato Introducing Intern & all of them
Section | organization bank and major duties the first Tilahun | will visit all work section.
s -Treating customers week Yimer Watch for the activities to be
-Control of payments done.
® -Management of cash Intern will ask the employees of
book the Bank about what they are
doing. The trainees will prepare
reports on what they have
performed & submit to the
supervisor
2 Personn | Introduce -Treat customers 1 day for the | Wiro -The section head will provide

el -Rules & regulation -Payments first week mena work guidance.

Section | -Work ethics, how to treat -All trainees will read the manual
customers and activities, of the organization and discuss
safety rules, & regulation onit.

-Oral exam from the section
head will be provided. and
trainees will submit and report on
the activities they have done

3. Audit -Make inventory -Management of cash 4 days in the | Ato Assigning two trainees and show

Section | -Approve again book 1% and 2™ Tilahun | for Intern then the Intern will copy
-ldentify and file -Control of income & week and do the job and acquire
documents income and expense experience
expense receipts -Management of audit.

-Documents
&
v

i
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Appendix IV

Detailed plan of Internship of medium and higher producing and service giving

organizations

Example 2
Mulat garage (Debre markos)Duration of apprenticeship August 15 - October 15/95
No. Place of Description | Activities that Duration of | Supervisor | Remark
training of training are covered by | training or Trainer
(Section) | projects and | the Internship &
activities related to the
curriculum and
projects
: Office & Introduce the | -Organizational | 2 days in Ato The apprentice
workshop | staff & where | Structure the 1* week | Tesfaye will discuss on
the - Major duties Kidane the activities
organization | of the garage they are going
is found to perform.
Finally they will
report to the
trainer
2. Workshop | Introduce The system of | 1 day in the | Ato Show
safety fuel operation 1% week Tesfaye practically Read
precautions. safety
Material than precaution
can cause manual. submit
danger report on
activities
accomplished
by trainees
3. Workshop | Create i 2 days in Ato
awareness the 1* week | Tesfaye
on the
workshop’s
< hand tools,
machines,
organization
; of stores
4. Workshop | Car service | Air filter service | 3 days Ato Plan, display,
or filter service Tesfaye copy &
produce,
practice and
evaluate
5. Workshop | Car service 10 days ATo Plan, display,
oil tilter Tesfaye copy & produce
service. practice and
evaluate




Appendix V

General evaluation form for Internship

Name of the Intern Occupational title
Name of Institute Job title
Name of Internship Total hors allocated for
} Provider organization Internship
HER Hours
@
General Evaluation Remark
L
Total Points % (out of 100%)
Name of evaluator Date Signature
NB: Please read evaluation criteria on annex 6 which can help you for your input.
(4
¢
°
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Appendix VI

Detailed evaluation format on Internship

Name of Intern

Occupation

Name of training institution

Locallcity

Internship provider
(Name of organization)

Job
Total hours allocated for
Internship,
Total hours required for the
Internship.

Evaluation criteria

Intern Grade point | Priorities given to | General
obtained out of | the criteria
100%

It Interested to work 1
Cares for himself/herself,
machines and hand tools 1
Completes assignments
provided with the required
quality standard 4
Completes work with its
time boundary

3
Can perform duties on
his/her own & in group

1
Self Initiative behavior

1
Has the interest to grasp
new skill and knowledge by
his/her own 2
Disciplined and keeps time

1

NB- It is possible to give up to 100% for each criteria the highest point is 1400. Based
on this, when the grade point of the trainee reaches 1400 it will be divided by 14 to
convert it to 100. The evaluation made on examples of Bank and Insurance can be seen

on annex 7.

Name of the evaluator

Day & Year

Signature
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Appendix VI
Example of detailed evaluation format
Solomon Abebe Bank and Insurance
Name of Intern Occupational title
b Addis Ababa Technical School Clerk1
® Name of training institute Job title
Addis Ababa Commercial Bank Total hours allocated for the Internship 42
Internship provider organization Total hours required for the Internship 42
Addis Ababa
Place/City
Evaluation Criteria
Intern Grade point | Priorities given
obtained out of | to the criteria General
< 100%
- Interested to work 80 1 80
Cares for himself/herself, machines and
hand tools 90 1 90
Completes assignments provided with the
required quality standard fés] 4 300
Can perform duties on his/her own & in
| group 70 1 70
Completes work with the time boundary 60 3 180
Self Initiative behavior 75 1 0
Has the interest to grasp new skill and
7 knowledge by his/her own 85 2 170
® Disciplined and keeps time 75 1 75
Total 610 14 1040
N.B:- It is possible to give up to 100% for each criterion
The highest grade point is 1400
Based on the above table the grade point obtained by the trainee is 1040 divided by
14=74
Ato Zelalem Belete 30/11/1996 Zelalem
Name of evaluator Day & year Signature
The following calculation will be prepared by the assigned vocational counselor or by the
L] experts assigned by the institute. The highest point given for counter clerk 1 for

Internship programme is 3. Based on this, the above result (74) of the trainee will be
converted in to 3 points.

74 ——» 100 74 x 3 =222
100

2. . 3

Therefore the grade point of the Intern is 2.22 point out 3, which will be recorded on
° his/her transcript.

-
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Appendix VIII

Reporting sheet for trainees

Name of apprentice

Name of training institute

Occupational title

Job title

Name of Internship provider
organization

Occupational title

Place/City Hours
No. Date Activities Accomplished Hours Internship Provider
: Organization Remark
2
3.
4,
5.

Date and signature of Trainee

Date and signature of supervisor
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Appendix IX

Contents of Memorandum of agreement for Internship
This memorandum of agreement is made among three parties. Employer in this agreement is

And “TVET institute” in this agreement and

“Apprentice” in this agreement is

All the tree parties have agreed on the below mentioned issues.
1. Internship training

The Internship provider organization shall provide training based on the objective mentioned in
the Internship manual.
2. The onset and duration of Internship
The Internship training shall start from date year and shall be completed on
date year. The Internship training hours are
The training comprises total hrs of training. The normal daily training hrs are

3. Duties and responsibilities of the organization

The appropriateness of the training with the attached guideline objectives.
Supervisor shall be assigned for the Internship
Prepare plan of Internship jointly with the training institute and follow its implementation
Introduce safety rules that are set for apprentice
Inform trainees to prepare timely report on the accomplishment of daily activities and
follow its implementation
Evaluate the jobs performed by the trainees and report to the training center
Confirm that the Intern bring about altitudinal change and obtained the appropriate
skill and knowledge scrap

4. Duties and responsibilities of the trainees
Perform with interest and proper care the duties provided to him/her by considering it as
part of the training
Follow the instructions of the instructor given to him/her as part of the training.
Handle machines, hand tools etc with the proper care
Obey the rules and regulations of the organization
Keep the secrets of the organization
Record his/her daily activities on the prepared format and report to the supervisor
5. Duties and Responsibilities of the TVET institute

Assign training coordinator for the ongoing Internship program

Prepare Internship plan jointly with employer organizations and follow its implementation.
If necessary, it will provide additional theoretical and practical training for the trainee.
Evaluate and record Intern jointly with employer organizations.

6. Termination of Agreement
The memorandum of agreement would be terminated, if all parties have agreed to do so.
If the apprentice could not respect and follow the rules and regulations of the organization
and other agreements repeatedly, the organization shall have the right to terminate the

Internship.
c. Based on the agreement, if one party couldn't perform with convincing reasons, shall

terminate the agreement.
The copy of this memorandum of agreement shall be given to each party.

Paoow

~h

o

~0ooo

aoop

ow

Date signature of Date signature of Date Signature of
The organization the institute trainee /Guardian/
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Appendix X

ADDIS ABABA UNIVERSITY
2 SCHOOL OF GRADUIATE STUDIES
DEPARTMENT OF BUSINESS EDUCATION .

FIELD OF VOCATIONAL EDUCATION MANAGEMENT

Interview for TVET principals

®

The purpose of this interview is to gather information and opinion about the
implementation of apprenticeship training program of regular and extension programs in the
TVET program of SMUC in Addis Ababa.

Thus, your frank and sincere responses to the items in the questionnaire will help to
meet the objective of the study. The information you provide will be kept confidential and
used only for the academic purpose.

Thank you in advance for your cooperation!
~ Part I: Personal data
1. Name of the TVET institution
2. Sex A.Male (] B. Female (]
3. Your academic qualification:
A. Diploma[—] B. BA/BSc.[] C. MaM.Sc[]1 D. ph.D.C]
4. Your field of specialization st
5. Years of service:
[ A. Asateacher C. As educational officer
B. As a principal D. Others
Part II: General questions
6. Please indicate the number of academic staff by qualification.
A. Diploma B. BA/BSc.
C. MA/M.Sc. D. Ph.D. ~Es Total
® 7. Were there any laws supporting the implementation of apprenticeship training?
Regular program : ArYes' T BN~ 7]
Extension program: A.Yes [ ] B. No [
8. Ifyes, specify A. B. .
9. Did your institution sign for apprenticeship training program?
Regular program : A, Yes: [ B. ‘Neo =zl =)
é Extension program: A.Yes [_J B. No [

10.Were there criteria set to select appreniceship training offering organizations?

Regular program : A.Yes [ B. No [
Extension program: A.Yes [ B.Ne [

C7e
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12. If yes, please specify the main element in the criteria for both regular and extension programs
A. : B. C:

13. Who assigns trainees to select organizations for both regular and extension programs?

LA

14. Please, specify the criteria used to assign trainees for

Regular program :
Extension program:

I5. Please, state those criteria involved in organizing apprenticeship training
A. B. C.
16. Was there any activity under taken by your institution to promote apprenticeship raining?

Regular program : A. Yes o BodNo s i
Extension program:  A.Yes [] B.-No ..k
17. If yes, please specify :

18. Were trainees charged fee by your institution for the apprenticeship training?
Regular program : A Yes leil B. No E

Extension program:  A.Yes [ ] B. No £
19. Who covers trainees” personal expenses during apprenticeship

A. The institutio__] B. The organization[__]C. Trainees\familiesT_J D. Others

20. Did your institution subsidized recurrent cost of organizations?

Regular program : A-Yes -] B. No )

Extension program:  A.Yes [ ] B. No B
21._Are there some trainees of regular and extension programs who are excluded from

apprenticeship training? A. B.

22. If yes, what are the reasons for some trainees to be completely excluded from

apprenticeship training? A,. B.
23. How do you rate the adequac_\’ of the following facilities in your institution?
Regular Program Extension Program
High Medium Low High Medium Low
A. Equipment/machine [ 29 W e =
B. Training materials | ol 54 Lo e =)
C. Facilities 3 B | [ B
24. Were there any incentives given to organizations?
A. Yes[—] B. No[ ]
25. If yes, please specify: A. B. 8%

26. Were there professional assistances/supervision given to regular and extension program

apprentices during apprenticeship training?

A. Yes[] B. No[J



27 If ‘yes, how frequently

.I

28. If No, pleasé provide reasons ._,.

29. How do you evaluate the reshI; of apprentices obtained from training offering

»

organizations?

® 30. Would you please state major problems you faced in relation to the implementation of
apprenticeship-training in regular and extension programs?

Regular program:

OO

Extension program: A

2
w0

31. What possible solutions would you suggest to mitigate these problems?

Regular program: A.
B

c.
D.

Extension program: A.

L

. Qv

Thank you!
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Appendix XI

ADDIS ABABA UNIVERSITY
SCHOOL OF GRADUATE STUDIES

DEPARTMENT OF BUSINESS EDUCATION ;
FIELD OF VOCATIONAL EDUCATION MANAGEMENT A

Questionnaire for Apprenticeship trainees

The purpose of this questionnaire is 10 gather information and opinion about the
implementation of apprenticeship training program of regular and extension programs of SMUC in

- Addis Ababa.

Thus, your frank and sincere responses to the items in the questionnaire will help to meet
the objective of the study. The information you provide will be kept confidential and used only for
the academic purpose.

Thank you in advance for your cooperation!

N.B.
-No need of writing your name.
-Where alternative answers are given, please mark your answer using an ‘X’ in
the corresponding boxes.
_Please be as brief as possible in answering the open ended questions.

Part I: Personal data
1. Name of the institution

2. TVET training program enrolled in

A.10+1 = B.10+2 [ C.10+3 2]

3. Field of training
A. Marketing (] B.SSOM =l E. Management [
C.Law =5 ‘D. Accounting [

4. Sex: KNale o [70) B. Female [

5. Type of the program :

A. Regular Program R B. Extension program [__]
Part II: General Questions
6. Residence during apprenticeship training program

A. With family B. Rented house

C. Residence of relatives E. Others

7. Distance between residence and organization where you attend apprenticeship training?

A. Below 2 kms B. 2-7 kms C. Above 7 kms




[ )

10.

i

j2:

14.

The time when apprenticeship training program was undertaken:
A. During training period side by side

B. Durin.g summer \vacation : C. other .
Do you think the period you indicate in question No 8 convenient for the majority of trainees to
undergo apprenticeship training?

A. Yes B. No

If your response to question No. 9 is ‘No’ which of the following could be adequate reason?

A. Engaged in other duties\busy (Multiple iRokohags ale possible)
B. Since it is during vacations it is inconvenience

C. Inconvenience for those who come from distance place

D. other

For how long did you attend apprenticeship training with in each training period?
A. months B. days e hours

How do you rate the time you indicate in question No 11 to conduct apprenticeship
training?
A.High [1 B.Medium [] € kow= [

. Did you sign apprenticeshig contract with organization that offer apprenticeship training?

A. Yes B. No ]
If your answer to the question No. 13 is ‘yes’, what are the items in the contract (you may

choose more than one answer)

. Full name and age of apprentice [_]

. Name and address of the organization [__]

A

B

C. Name and address of the training institution [__]

D. The occupation in which the apprentice is intended to under go apprenticeship training [__]
E. Date on which the apprenticeship training shall start and its duration  [_]

F. Conditions for the termination of the contract of apprenticeship training [_]

G. Conditions of payments for the apprentice [}

H. Conditions of insurance for damages on training [_]

15. Who assigns trainees to each selection organization?

A. Through trainees personal contact e
B. The apprenticeship coordinator of the institute [}
C. Other




e
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16. What criteria were used in the process of assignment

A. Field of training B. Distance

C. Interest D. Chance\Draw E. Other

17. Do apprentices pay fee for the apprenticeship trai-ning?

A. Yes B.-No- [Tl fevale

18. If your answer for questio
A:

19. If trainees are required to pay for the apprenticeship training, how do you rate their capacity to

20.

21

22,

B.

n No. 17 is ‘yes’, please state the process of payment

C . Low i

pay?
A.High [ B. Medium [_]
Were there trainees forced not to attend apprenticeship training?

If your response (0 question No

A. Yes A B. No B

A. Absence of adequate organizations in the area (Multiple
B. Inconveniency of the time for apprenticeship training
C. Reluctance of the trainees
D. Shortage of man power 10 organize apprenticeship training
E. Other
Did trainees quit apprenticeship training?
A:Yes [ ] B No =)
. If your response to question No 22 is 'ves'. which one of the

reasons? (you may choose more than one answer)

A.

om0 6 W

Assignment on the duties other than field of training

20 is 'yes', which one of the following was the reason?
responses are possible)

following could be the p

The period overlaps with trainees engagement in other activities

Financial problem
Due to marriage
Health problem

High distance to organization that offers apprenticeship trai

. Others

ning
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24.

2

27

28.

Which of the following responsitzilities was not practiced by an organization that offered
apprcnticcship training? ( more tharr one answers are possible)

A. To receive and proyide apprenticeship training to trainees

B. To assign the apprentices in the place appropriate to their training field to ensure that the
apprentices acquire proper work experience.

To assign a capable supervisor who would enhance the skills of the apprentice

follow up the day-to-day performance of the apprentice

To acquaint the apprentice with work methods of the organization

To consider the trainee as a regular employee and to provide him with the necessary inputs

& =i o O

To evaluate the performance of the apprentice and submit the results to the TVET
institution.

H. To cooperate and work in coordination with the TVET institutions

I. Other
Did an organization assign supervisor to guide and follow up your work during apprenticeship
training? A.Yes [ B. No 3

. If response to question No 25 is 'Yes', how do you rate the capacity of your supervisor to train?

A.High [] B. Medium [_] C - Low 2]
If your response to question No 25 is 'No', which one of the following is the reason?

A. No qualified supervisor on each field (Muttiple responses are passible)
B. Overloaded of the employees
C. No more concern to apprenticeship training program

D. Other
Did your institutions assign professionals who follow-up your work during apprenticeship
training? A: Yes [Tl B No:
. If your response to question No. 28 is ‘yes’, how frequently was the follow up?
A. Daily B. once a week
C. Once in two weeks D. Once in a month E. Other
. In your opinion the relation ship between the institution and the companies is
A.Strong [ B. Average [] C.Weak [
. If your response to question no.30 is ‘weak’, what are the reasons? \Multiple responses a-= pos= =
A. The occupation in which you trained was not among the activities in the organization
B. Reluctance of the organization to assign you according to your field
C. Improper training in TVET institution
D. Your reluctance to train in assigned occupation
E. other




32. Which one of the following problems prevails in your institution? (Multiple responses are

83,

34,

possible) -

A. Shortage of instructors B. Low skill of instructors

C. Shortage of training materials - D. Shortage of inputs for practical training

E. Other

Do you think that the responses on question No. 32 has influenced on apprenticeship training?
A Yes. [i] B Noi L]

If your response to question No. 33 is ‘yes’, what are the reasons? (Muttiple responses are possible )

A. The courses not covered due to shortage of trainers were appeared during apprenticeship
training

B. Mismatch between training materials and materials used during apprenticeship training

C. Presence of practically unexercised task due to shortage of inputs, during apprenticeship

training
D. Personal failures to properly attend the training
E. Others
. How do you rate the similarity of materials for practical training in an organization and TVET
institution?
A. High [ B. Medium (] C low ]

. How do you rate the similarity of the results obtained in apprenticeship training in an

organization and TVET institution?
B. High [] B. Medium [_] GC. Low ]

. How do you rate the capacity to evaluate you the result of apprenticeship training obtained

from training offering organizations?
£  High [ 1 B. Medium [] C. Low [2]

. Would you please state major problems you faced in relation to the implementation of

apprenticeship-training in regular and extension programs?
Regular program: A.

Extension program:

CSOw» TN

. What possible solutions would you suggest to mitigate these problems?

Regular program:

Extension program:

ON0wW»00w»

Thank you!

N



Appendix XII

ADDIS ABABA UNIVERSITY
"~ SCHOOL OF GRADUATE STUDIES
' DEPARTMENT OF BUSINESS EDUCATION

FIELD OF VOCATIONAL EDUCATION MANAGEMENT
® Interview for Apprenticeship Program Coordinators
The purpose of this interview is to gather information and opinion about the

implementation of apprenticeship training program of regular and extension programs in

the TVET program of SMUC in Addis Ababa.

Thus, your frank and sincere responses to the items in the questionnaire will help

to meet the objective of the study. The informatioh you provide will be kept confidential

@

and used only for the academic purpose.

Thank you in advance for your cooperation!

Part one: Personal Data

1. Name of the TVET institution ____

Academic qualification

@

Major filed of study

Years of service- as a vocational counselor Others Total

Kb i oot

Training programs offered

A. 10+1 only s
B. 10+1 and 10+2 3
C. 10+1, 1042 and 10+3 =

® Part Two: General questions

1. Did you provide counseling service with regard to apprenticeship training in your
institution?
Regular program : AXes B. No B

Extension program:  A. Yes bt B. No ]
2. If yes, the task of vocational counselor is given to you:

- A. Being assigned only for the task el
B. In addition to other tasks )
3. To which program did you assign as a vocational counselor

A. Regular program [ B. Extension Program [ C. for both programs [

1




4. Were you given traihing on Vocational Counseling?
A Yes [ BN L)

5. If yes, please state when and by whom the training was offered

> 6. What is the number of organizations that can provide apprenticeship training in your
localities (surroundings)
A. Productive
B. Trade
C. Service
- Total
7. From the above organizations enumerated how many of them did offer apprenticeship
training?
Regular program Extension program Total
A. Productive
B. Trade
C. Service s
G/Total
L
8 Were there laws backing implementation of apprenticeship training? For
Regular program : A Nes. FU B. No B
Extension program:  A. Yes Bl B. No L
9. If your response is ‘Yes® which of the following were used by your institution to
facilitate apprenticeship training? (you may choose more than one answer)
Regular program Extension program
’ a. Apprenticeship proclamation Ex] El
b. Apprenticeship regulation 2] =5
c¢. Apprenticeship guideline W S
Other
o 10. Are there criteria set relating to selection of apprenticeship training offering

organizations? For

Regular program : KNes [T B. No =
Extension program:  A. Yes o B. No e



[ J
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12:

13.

14.

If ‘yes’ what are the criteria determined to select organizations that shall participate
in the provision of apprenticeship training?

Regular program  Extension program

a. The number of employees B [
b. The amount of capital T =
c. Type of ownership =] il
d. Type of business e L]

Other

How does the number of trainees to be assigned to each organization for
apprenticeship training determined?

Regular program  Extension program

a. By each organization unilaterally = (el
b. By TVET institution on the basis of preset criteria . [} (]
c. By the agreement between TVET institution = £
and organization - =
d. On the basis of the statement of the law == Erod
e. There is no formal procedure = ]
Other
Who assigns trainees to each selected organization?
Regular program  Extension program
a. The vocational counselor £ £
b. The trainee/teacher o =)
c. Through trainees personal contact s Bl
Other
What criteria are used in the process of assignment?
Regular program  Extension program
a. Field of training e L=
b. Interest g £
c. Distance fi] gl
d. Chance / draw . [:]' £

Other




.0
15.

s
16

°
17

.
18
19.

.
20.
} 21

.

Did trainees sign apprenticeship contract with organizations offering apprenticeship
training?

Regular program : AoYes ol B. No EEA

Extension program:  A. Yes [__] B. No £

. If yes, what are the items in the contract (you may choose more than one answer

a. Full name and age of apprentice <1

b. Name and address of the organization =

c. Name and address of the training institution [

d. The occupation in which the apprentice is intended to under go apprenticeship
training [ ]

e. The date on which the apprenticeship training shall start and its duration [_]

f. Conditions for the termination of the contract of apprenticeship training [__]

g. Conditions of payments for the apprentice [ ]
h. Conditions of insurance for damages on training [__]
Other
. Do apprentices pay fee for the apprenticeship training?

Regular program : A-Yes o B. No o
Extension program: A. Yes [_] B. No ]

. If yes, please state the processes of the payment
If trainees are required to pay for the apprenticeship training, how do you rate their
capacity to pay (whether they afford?)
Regular program : A. High [ B. Medium [_] C. Low E7]
Extension program: A. High [] B. Medium [] C. Low =3
Were there some trainees forced not to attend apprenticeship training?

Regular program : AcXess 7] B. No 5]
Extension program: A.Yes [ ] B. No 283,

. If yes, which one of the following were the reasons?
7 Regular program Extension program
a. Absence of adequate organizations in the area o 55
b. Inconvenience of the time for apprenticeship program =) S
c. Reluctance of the trainees &= By
d. Shortage of manpower to organize ,aparenticeship training [ croo )
Other ' .




72, Did some trainees quit apprenticeship training?
Regular progra.m : A Nes il B. No )
® Extension program:  A. Yes: [ B. No =]
23. If yes, which of the following could be the possible reasons? (You may choose more

than one answer)

Regular program Extension program

a. Assignment on the duties other than field of training i ]
b. The period overlaps with trainees engagement
o in other activities/such as farming Bl B
c. Financial problem = =
d. Due to marriage B F
e. Health problem ) e
f. High distance to organization that offers
apprenticeship training 1 fa ]

Other

74 Which of the following responsibilities was not practiced by an organization that

&

offered apprenticeship-training? (more than one answers ar¢ possible)

a_ To receive and provide apprenticeship training to trainees

b. To assign the apprentice in the place appropriate to his training to ensure that the
apprentice acquire proper work experience.

c. To assign a capable supervisor who would enhance the skills of the apprentice,
and should follow up the day-to-day performance of the apprentice

d. To acquaint the apprentice with work methods of the organization

e. To consider the trainee as a regular employee and to provide them with the
necessary inputs

f To evaluate the performance of the apprentice and submit the results to the TVET
institution

@ g. To cooperate and work in coordination with the TVET institutions

Others

25. Is there any follow-up activity during the apprenticeship training?

Regular program : A:Yes [ BiNe - [ / 3

-

Extension program:  A. Yes | B. No Eali) - “4Dpyg AB




®
26
L)
27
€
28.
29,
@
30
31
L
32
L
33
v

aii yes, how often it is conducted Regular program  Extension program

A. Daily. il

B. Once a week

0000

Gl
C. Once every two weeks ]
D. Once a month s

Other

27. How do you rate the appropriateness of materials used for practical training in the

TVET institution?

Regular program : A. High [] B. Medium [_] C. Low =]
Extension program: A. High [] B. Medium (] C. Low s
How do you evaluate the appropriateness of materials in the organization to enhance
the practical skills of apprentice?

Regular program : A. High [] B. Medium [] C. Low =
Extension program: A. High [] B. Medium [] C. Low =
How do you evaluate the similarity of materials for practical training in an
organization and TVET institution?

A. High[] B. Medium 3 C. Low =

. If your response is 'low' or very low which one of them is well equipped?

A. The training institution [__] B. The organization [__]
How do you evaluate the capability of the supervisors assigned by organization to

evaluate the performance of apprentices?

Regular program : A. High [] B. Medium [_] C. Low =3
Extension program: A. High [] B. Medium [] C. Low B
. If your response is 'low' which of the following could be the main reason for the
problem? Regular program  Extension program
a. Inadequacy in methodology to offer training ] B5
b. The supervisor is unskilled lack practical training = R
c. The supervisor is academically not qualified ] (sl
Other e
. How do you rate the reliability of the results of apprenticeship obtained from training
provider organizations? 7
Regular program :  A. High ,[—] B. Medium [_] C. Low =)
Extension program: A. High (] B. Medium [_] C. Low =
6
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34.

How do you rate the similarity between regular and extension program apprentices
results of apprenticeship obtained from training provider organizations?

A. High B B. Medium [] C. Low =i

. If your answer is 'low' or not similar which one of them has better performance?

‘A. Regular program [ ] B. Extension Program []

. In your opinion which of the following highly hinder the smooth implementation of

a renticeshi trainin ? You may choose more than one answer
. b
Regular program  Extension program

a. The lack of inapplicability of apprenticeship guideline £ Ll
b. Lack of partnership between organization and TVET
institutions i3 £
c. Reluctance of organizations to cooperate = ==
d. Mismatch between number of trainees and capacities of
organizations to absorb them P )
e. Financial problems ) ol
Other
37. How do you rate the adequacy of the following facilities in your institution?
Regular Program Extension Program
High Medium Low High Medium Low
A. Equipment/machine [ = = T e )
B. Training materials il o = Fo1-0] )
C. Facilities T 3 3 o 5

39.

. Would you please state major problems you faced in relation to the implementation of

apprenticeship-training in regular and extension programs?

Regular program: a.
b.
C.
d.

Extension program: a.
b.
£
d.

What possible solutions would you suggest to mitigate these problems?

Regular program: a.

Extension program:

poop a0 o

e
Thank you!
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Appendix XII1
ADDIS ABABA UNIVERSITY
SCHOOL OF GRADUATE STUDIES
DEPARTMENT OF BUSINESS EDUCATION
FIELD OF VOCATIONAL EDUCATION MANAGEMENT
. A questionnaire to be filled by supervisors in apprenticeship training offering
organizations
The purpose of this questionnaire is to gather information and opinion about the
implementation of apprenticeship training program of regular and extension programs in the TVET
- program of SMUC in Addis Ababa.
Thus, your frank and sincere responses to the items in the questionnaire will help to meet the
objective of the study. The information you provide will be kept confidential and used only for the
o academic purpose. :
Thank you in advance for your cooperation!
N.B.
% No need of writing your name.
% Where alternative answers are given, please mark your answer using an ‘X’ in the
corresponding boxes.
% Please be as brief as possible in answering the open ended questions.
Part I: Personal data
.
1. Name of the organization
2. Address
2.1. Zone 2.2. Sub-city 2.3. Town Al
3. Academic qualification
4. Your position in the organization
5. Years of service
L
6. Sex
A. Male [] B. Female (]
7. Type of business
A. Manufacturing [] C. Service [ 7]
B. Merchandizing [_] D. Others
L4 8. Type of ownership
A. Government [] €. NGO [
B. Private L] D. Others




.o

10.

Hl:

The organization is accountable to

A. Federal government [_] C. Others

B. Regional government [__]
Number of employees in the organization

A. Permanent

B. Contact/temporary/par time basis Others

The number of TVET trainers attended apprenticeship training in your organization during the year
2005/06 fromn St. Mary’s University College.

A. Regular program: B. Extension program C. Total

. For how long did TVET trainers attend apprenticeship training in your organization

Regular program: A. months B. days (5 hours

Extension program: A. months B. days e hours

Part II: General Question

1.

How was your organization made to provide apprenticeship training?

A. On the basis of the request by TVET institute [_]

B. On the basis of guideline /order from local administration office [__]

C. On the basis of order (guideline) from trade union/employee association [__]

D. Others

Were there laws backing implementation of apprenticeship training? For

Regular program : A. Yes [ ] B. No E]
Extension program: A. Yes [ ] B. No |
If your response to question No. 2 is ‘yes’, how was your organization made familiar with the

laws?

Was your organization made familiar with issues relating to apprenticeship training?
Al Yen B. No []
If your response to question No. 4 is ‘ves’, how was your organization made familiar with the issues?

A. By providing apprenticeship guideline to the organization [_]

B. Through discussion with higher officials of the organization on the meeting held for one day [

C. Through training of trainers apprenticeship in the form of workshop (seminars) (]
D. Others
Are there criteria set relating to selection of apprenticeship training offering organizations?

A Nes ] B No:. 53




L )

(]

9. Who assigns trainees to each selection organization?

Regular program

By each organization unilaterally

By TVET institution on ‘the basis of preset criteria

By the agreement between TVET institution and organization
On the basis of the statement of the law

There is no formal procedure

Others

spaleaticl b B

. The vocational counselor

The apprenticeship offering organizations

A
B
C. The trainer/teacher
D. Through trainees personal contact
E

. Other

10. How do you evaluate your ability to train apprentice?

A. High [ B. Medium (] C.Lowl =}
11. If your response to question no. 10 is ‘low’, what are the reasons?

A.

B.

C

[

o0

HRNRERN

7. If your response to question No. 6 is ‘yes’, what are the criteria determined to select organizations
that shall participate in the provision of apprenticeship training?
A. The number of employees [_] D. Type of business [_]
B. The amount of capital B E. Others
C. Type of ownership Lz

8. How does the number of trainees to be assigned to each organization for apprenticeship training
determined?

Extension program

Bedlaee

Regular program Extension program

oo
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12. How do you evaluate the following duties and responsibilities expected from those apprentices

who practiced in your organization? (Multiple responses are ,pOSSible) 2

Regular program  Extension program

High Medium Low High Medium Low

12.1 To diligently perform the apprenticeship training [ S e e v G ) J R
12.2 To be acquainted with work method of the organization e e B e ] N T
12.3 To utilize materials with care and economy o R A R e 9 e T
12.4 The ability to perform practical activity 1 G e ]
12.5 The ability to co-operate with other employees 10 ) ede bl el e
12.6 The ability tc; utilize inputs efficiently B e o e G e g v
12.7 The quality of goods\services they provide B B ba BBl e

Y N I R e B R e e T

12.8 The ability to use office equipment
12.9 Other

13. Which of the following activities were performed by the TVET institution (you may choose more
than one answer)

A. Utilizing apprentices evaluation done by your supervision as a component of overall evaluation
of trainees during certification (]

B. Following up the process of apprenticeship training by assigning appropriate professionals []

C. Collaborate with your organization by preparing guidelines and schedules for implementation
of the apprenticeship training [ ]

14. Have you evaluate and transfer apprentices result (grade) to their institution?

Regular program : A. Yes [] B. No e
Extension program: A. Yes [ ] B. No s

15. If your response to question number 14 is ‘yes’, how do you rate your capacity to evaluate?
Regular program : A. High [] B. Medium [] C. Low Ezl)
Extension program: A. High [ ] B. Medium [] C. Low i

16. If your response to question number 15 is ‘low’, what are the reasons?
A. B.

17. If your response to question number 14 is ‘no’, what are the reasons?

A. B.

18. Do apprentices pay fee for the apprenticeship training?
Regular program : A.Yes [ ] B. No A
Extension program: A. Yes [ ] B. No s

19. If your answer for question No. 18 is ‘yes’, please state the process of payment
A. B.




&

@

20.

S
N

24.

25.

26.

Did your organization make payment (such as pocket money, transportation cost, uniform, etc) to

apprentices? Q\/Iultiple responses are possible)

Regular program :  A.Yes [ ] B. No £

Extension program: A. Yes [ ] B. No A
. Did your organization incur loss emanating from apprentices training?

Regular program: A. Yes [ ] B. No £

Extension program: A. Yes [ ] B. No ]
. If your response to question No. 21 is ‘yes’ how do you do you evaluate for regular and extension
programs?

Regular program : A. High [ ] B. Medium [ C. Low il

Extension program: A. High [] B. Medium [] C. Low o]

. If your response to question No. 22 is ‘high’ which of the following could be the reason?

Regular program Extension program

A. The products/services of apprentices are below the quality standard B =l
B. The products/services of apprentices are worthless | o
C. Capacity of apprentices for practical work is minimal P B2
D. Misuse of inputs by apprentice = B
E. Work discipline of apprentice is low 5] )
F. Others

Where there incentive given to your organization for offering apprenticeship training?

A. Yes [ ] B/ No [ 1

If your response to the question No. 24 is ‘yes’, what was the incentive given? (you may choose

more than one answer)

A. Tax exemption on imported machine and other equipments [_]

B. Charge free training for employees of the organization in TVET institution [ ]

C. Charge free provision of land for expansion [_]

D. Letter of thanks given on graduation days [ ]

E. Others

Did trainees sign apprenticeship contract with your organization for offering apprenticeship training?
Regular program : A Nes B. No et

Extension program:  A. Yes [__] B. No ]



®

27.

28.

29.

35.

36.

S S R R el oo

If your answer to the question No. 26 is ‘yes’, what are the items in the contract (you may choose
more than one anSwer)

Full name and age of apprentice [_]

Name and address of the organization [_]

Name and address of the training institution [_]

The occupation in which the apprentice is intended to under go apprenticeship training []
Date on which the apprenticeship training shall start and its duration g

Conditions for the termination of the contract of apprenticeship training []

Conditions of payments for the apprentice [ ]

Conditions of insurance for damages on trainiﬁg R

How many apprentices can your organization absorb? For

Regular program : A.Below5[—] B. 5-10 [1 C. 11-15 [] D.above 15 []
Extension program: A.Below 5[] B. 5-10 [J C. 11-15 ] D.above 15 []
How do you rate the interest of your organization to provide apprenticeship training in the future?

A:‘Hieh [ B. Medium [] €. Lowlldl

. In your company most of the trainees had their training from

A. Regular program [ ] B. Extension program [] C. Equal proportion from both []

. Which of these training programs have skilled apprentice to suit the best interest of your company?

A. Regular program apprentices [__] B. Extension program apprentices [_]
. In your opinion the relation ship between the institution and the companies is
A.Swone [] B. Average [ C.Weak [
. If your response to question no.32 is ‘weak’, what are the reasons?
A. B.
. How do you evaluate the similarity of materials for practical training in an organization and TVET
institution?
A, High [ B. Medium [_] C. Low 3]
If your response to question no.34 is ‘low’, what are the reasons?
A. B.
How do you evaluate the provision of facilities for practical training?
Regular programs:  A. High [] B. Medium ) C. Low:. =
Extension programs: A. High [] B. Medium £ C.oLow ]



37. If your response to question no.36 is ‘low’, what are the reasons?

A. B.

38. Would you please state major problems you faced in relation to the implementation of
apprenticeship-training in regular and extension programs?

¥ Regular program:

Extension program:

39. What possible solutions would you suggest to mitigate these problems?

e Regular program:

Extension program:
® Thank You!!!
®
.



Appendix XIV

ADDIS ABABA UNIVERSITY
SCHOOL OF GRADUATE STUDIES
DEPARTMENT OF BUSINESS EDUCATION

FIELD OF VOCATIONAL EDUCATION MANAGEMENT

Observation Check list to Supervise Apprenticeship Training offering Centers

The purpose of this Check list is to gather relevant information on the condition of

‘apprenticeship training facilities to implement the program of regular and extension

programs.
1. Name of the organization
2. Address:
2.1. Zone 2.2. Sub-city 2.3. Town
3. Type of business
A. Manufacturing [ C. Service [[_]
B. Merchandizing [_] D. Others
4. Type of ownership
A. Government [ ] C NGO -
B. Private e D. Others

S. Apprenticeship training program :
A. Regular program [ B. Extension program [_] C. Both programs [_]

6. Availability of Physical facilities of the apprenticeship training center

Barely Satisfactor More than

7 % Excellent
satisfactory Y satisfactory

Items Not satisfactory

a. Office for secretarial service &
necessary supplies

b. Sight of the office

¢. Record office

d. Office Machines (typewriters, computers.
duplicator, photocopier etc)

e. Office Furniture (chairs, tables etc.)

f. Filing equipment (cabinet shelf, etc)

7. Availability of Documents/records:

Not Barely More than

i : atisfactory % n
satisfactory satisfactory Satisfactory Ny Excellent

Items

a. List of registered trainees

b. List of drop-outs

c. List of apprentice result

d. List of Job duties and job description

e. Curriculum copy materials

f. List of attendance

g. Stipend payment check list

h. List of supervisors/trainers

i. Evaluation form

j. Apprenticeship Training plan

k. Forms to be filled by supervisors

I. Forms to be filled by trainees

m. Form of Apprenticeship Contract

n. Manuals about rules & regulations
of the organization

o. List of supervisors sent from SMUC.
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3/ The Officc may, based on tae science and
technology of the relevart time and the
societal n-:eds, modify the courses stated
under Sub-Article 2 of this Article.

?ART THREE
APPRENTICESHIP

Determinatio 1 of apprenticesl:io training
program

The Office sl 2il, in consuitatior with employers
and other corcerned parties. anc on the basis Ul
pre-determine 1 occupational sterdards. determin
apprenticeshi; program for eveny occupation

Organization  pamicipaling iy eppient:eesiip

tramning

A body empcwered by the State shail. based on
guidelines ar:d criteria determined by the office.
select organi:zations that shall pamicipate i the
provision of : pprenticeship train ng.

Duties and esponsibilitics 0! organizations

Every orgai-ization selected {or apprentiCesiip
training sha'i have duties 2ad responsibiiiuies as
provided herzunder:

arovide  appresticesing

1/ To recenne and

raining LG trainges;

to

To astign the apprentice n the placs
approp: fate 10 his fruning and o ensure
the a.prentice  acquizes  prope:  Waork

experie ice:

3 To ase gn a capable supervinor Wi would
enhanc: ihe knowledge und skilis of the
apprenrice, and  should follow up  ond
evaluaiz the day-to-day performance of the
apprenice.

4/ To acquaint the apprentice with work ules
and m« thods of the organization,

5/ To co: sider the trainee as ¢ reguiar employee

and to provide him the necessary inputs!

6/ To re pect and enforce human dignity ol itie
appreatice:
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23,

in

stitutior: shali have dut.es & 1 responsiBilities os

provided ! ¢reunder

.

who shali foliow up
training

To a sign a coordinarer
and control appreniiceship
undei 2one by trainces:

To pr.pare operaticnai “Liieiines and detarice
pPrograms and for :leir ‘mplemenitation, .
€OOp- rate and work in coordination Wilh
orgar izations:

To wtilize result o7 prrlormance evajuation
relating 1o apprentic2ship raining as a
criter on for centification
by receiving opinion trom the
imprc ve the fuarury of the raining

instizution

Duties an | responsibilities of an apprentice

Every

re

4/

anhu

“porentice  shall  have  dugjes
sponsiby lities as provided Darzundes:

To  diigenty
training

perionn e

JZ){I.’L’!!H-‘.‘C).’!.’;:

To wuiilize with care and cconemy  tools.
cquipmi:nt and materials sdpplied o him rfor
training purposes

To b: acquainted vl 458 10 odserve work
rules a:.c methods ci e Lryanization 1o wineh |
he is as.igned for apprenticeship raining;

Without prejudice to 1. provisions of otier
laws. not 1o divulge to 2ny other persan work
secrets of the organization. that he acquired in
the Co.use orhis apprenticeship reiny;
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5 To immediately inform th: concemned boay .

when

he Lecomes aware of, any even: or fact

which may be a threat to fus or others' health 5
life. or wiiich may affect ths interests of the
organizatiun;

24. Contract of upprenticeship

Contract

of apprenticeship shall be concludec

among a training institution, an organization and an
apprentice, and shall contain the following

a)
b)
Name

c)

d)

Fhe occupation in which

Full name and age of the apprentice;

Name and address of the tra.ning institut on-

and address of the organization:

the apprentice 15

intended t: undergo apprenticzship training;

) The date « n which the apprenticeship shali sian

and its du ation; and

f) Conditio s for the terinmeion of the contraci
of apore iticeship.

PART FCUR

ON THE ESTAL LISHMENT AND OPERATION OF

28,

26.

TRAINING INSTITUTIONS

Participatio 1 in the provision of training

Any public ¢ private raining institution or one
owned by a “ongovernment. Uraanizaton nas
provide tech rical and vocatio:a zducation and

trainiing.

Establishmei

i/ Any

putlic training institution  which s

accountab ¢ to any organ of the Feders:

Governme at
Regulatior s to be isspe

shali be  established

3y e Cuounchr ot

by

Ministers.

2/Any

putic rraining astizution  which I

accountab ¢ to any organ oi a ‘State shaii e
establishe-! by a law to be issued hy the Stare
legislature



St Mary's University College
Apprenticeship Results

Extension program

Total Achieved Achicved
Names Id No Mark Dep. Mark mark
I 2004\05 2004\05 &result
A'e-mun Megersa ES1208/96 01.64 SSOM 20.16 o0
Alganesh Gezae ES1200/06 ] SSOM (]
Alganesh Girmay ES1210/6 055 SSOM 20 I 98.57/20.67 :
Amele ‘ssabe ES1211/96 ) SSOM 19.8 99.5/20;39
Ayalnesn Bayou ES121296 07.85 SSOM 19.33
Aynads Bote ES121396 97.8 SSOM 21.52 97.35/20.42
Aynalem Fakale ES1214/96 . 99.11 SSOM 21.80 99.5/20.89
Aynalen: Damiew ES1215/06 85.36 SSOM 18.78 97.36/20.45
Azed Tsegaye ES1216%96 0 SSoM 0
Dejene Shileraw ES1217/96 0 SSOM 0 99/20.79
DOenya Mohammed ES1218/96 (] SSOM 0 oo
5212 Same ES1219/96 0 SSOM 0 00
Ehitayeny Arage ES122096 0 Ssom 0 0/0
Eleni Haity ES1221/96 901.43 SSOM 21.87 97.32/20.44
Elezabeth Mulugela ES1222/96 4] SSOM 0 o0
Emevet Esnete ES122396 9143 SSOM 2055 79.21/20.41
Emebete Shilenaw £S122496 0 SSom 0 00
Etsegene’ Tekiy ES122596 85 14 SSOM 18.73 95.14/19.98
Etenesh Aszne ES122696 0 SSOM’ 0 100721
Eihvor = Degu £51227.96 0 SSOM 0 00
Etsegene! Mitiky ES122897 92.18 ssom’v 2028
Fikiret Lute ES1229.96 9978 ssom | 2184 100%21
@ ] o

Appendix Xv]

St. Mary's University College

Apprenticeship Results

Extension program ¥
Total Achicved Achicved
Names Id No Mark Dep. Mark mark
2004\05 2004\05 &result
Tezerash Alemu ELO 96.57 LAW 2125
Waerknesh Berhe A éLOO 95.7 LAWY 21.05
Birke Woebrie EL00O 93.92. % LAW 20.66
Elsohiwet Mangistu ELO0OO 93.92 . LAW 20.68
Minale Gebegeh EL0O0000 95.14 | LAW 2093
Like Merga ELO00000 98.86 LAW 21.75
Shewangisaw Urge EL039/96 100 LAW 22
Bekele Taflesse ELO771/96 935 LAW 20.57
Bezunhe Fikadu ELO772/96 93.8 LAW 20.64
Dagne Seneshaw ELO774/96 0 LAw 0
" Daniel Tadesse ELO776/96 0 1AW 0
Dessu Taddesse ELO778/96 93 LAw 20.46
Fekede Wolde ELO782/96 98.93 LAw 21.78
Feleghiwol Ephrem ELO783/96 99.71 LAW 2194
Fikur Wonde ELO785/96 0 LAW 0
Genet Admasu ELO787/968 90.36 LAw 19.88
Gelachew Addis ELO788/96 81.14 LAW 17.85
Getachew Wobeshet : ELO789/96 0 LAw 9
Gezu Molla EL0790/96 0 LAW 0
Girma Eslilanos EL0792/96 0 LAW 0
’
Hailu Lulie ELO795/96 93.21 LAW 20.51
Kasim Mor'(ammod ; ELO796/96 0 LAW °
] f (2

99.14722.80 ~

on
99.3522.85
100723
95.2872191
oo

100237 .

®



St. Mary's University College

St. Mary’s University College Apprenticeship Results

Apprenticeship Results

Extension program Xiensioh Hoga - H
- Total Achieved Achieved
Total Achieved Achieved Names 1d No Mark Mark
Names Id No Mark Dep. Mark mark 2004\05 Dep. 2004\05
2004\05 2004\05 &result
Abeba Abebe EA0001/96 0 Accounting 0 95/19.95 Mekonnen Gonfa EIT000000 0 m 0 i
|

Abiyot Dejene £A0002/96 96.07 Accounting 21.14 100721 | Abebe Aligo EIT0944/96 0 " ) o

Adane Debre EA0003/96 0143 Accounting 21.87 98.86720.76 ~ Abeboch Shamra EIT0945/96 96.07 I 21.14 100722 ~ :
Adanech Denboba EA0004/96 on 57 Accounting 21.69 | Adane Alomneh EIT0947/96 96.93 g 21.32 !99m'.u
Adanech Faje EA0005/96 9/.07 Accountng 2136 100721 Alemayehu Bedada EIT0948/96 0 " 0 00

Addrsalem Workuy EA0006/96 9.29 Accounting 20.96 98.57720.69 Alemu Kitat EIT0949/96 99.43 m 21.87 oo

Ademasu Shegaw EA0007/96 91.86 Accounting 21.09 00 : Amare Desalegn EIT0950/96 99.86 ~ g 21.97 10022

Alemu beyene EA0010/96 8108 Accounting 17.84 97.71720.52 Amsale Negussie EIT0951/96 97.93 T 21.54 wm/
Almaz Regassa EA0011/96 91 Accounting 21.78 99.7/20.81 — Andargachew deemissie EIT0952/96 0 T 0 00

Amdene Beshire EA0013/96 94.92 Accounting 20.88 00 Asamench V._Iguu Erfossam 82.15 T 18.07 98.64721.70
Atania iin FADN14/98 g 14 Accounting 2093 10021 l Aschalew Tesfaye EIT0955/96 ] g ] oo

Aslaw Workneh EA0015/96 9929 Accounting 21.84 95/19.95 Assefa Belayinah EIT0957/96 94,28 g 20.74 99.71/21.94
Asnakech Abbay EA0016/96 8121 Accounting 18.31 95/19 95 Aster Bekele EIT0958"96 9357 7 T 20.59

Assefa Dejene EADO17/96 80 36 Accounting 17.68 100221 Ayela Abebe EIT0959/96 97.57 T 21.47 100722

Aster Bayissa EA0018/96 9n 71 Accounting 21.94 99.85720.97 ! Behailu Lakew EIT0962'96 96.28 g 21.18 99.6421.92
Bahy Awnke EA0019/96 8429 Accounting 19.64 9857,20.69 Birut Balcha EIT0963.96 92.35 g 20.32 99.29721.84
Beteler-m Gebreir EAD021/96 91 42 Accounting 20.11 9620 16 Belay Haile EIT0964:96 98.57 < g 21.69 oo

Broos Snilerar. EAD022/96 0 Accounting 0 Betelehem Abebe EIT0966 95 BRI T 21.06 992178
DebebeWordolz EAD023/96 8u Accounting 19.36 10021 — Bilen Gebru EIT096726 97.93 T 21.54 99.57/21.91
Dereje Zelei'e EA0024/96 9107 Accounting 20.04 99.74:20.94 ’ Daniel Zerabruk EIT0969'96 93.42 ' T 20.55 99.58721.91 —
Dinsen Wnklgar. EAD025'97 9307 Accouning 20.48 ! Desta Azalo EIT097096 99.78 ~ / l}’ 21.95 100722

i
Elizabeth Alemaye EA0026'96 99 47 Accounting 219 47.20.37 I Eden Fekadeselassie EIT097197 96.86 T 21.31
; P ! 4 :
~ o S @ e * .



St. Mary's University College
Apprenticeship Results
Extension program

Total Achieved Achieved
Names 1d No Mark Dep Mark mark

2004105 : 200405 | &result
Abeba Abede EAD001/96 0 Accounting 0 95/19.95
Adeyot Dejene EAQ002/96 06.07 Accounting 21.14 100721
Adane Debre EADOOVO6 9V 43 Accounting 21.87 98.86720.76
Adanech Dendoba EAD004/06 ons? Accounting 21.69
Acanech Fap EAD005/96 9707 Accounting 21.36 100721
Acasalem Worky EA0006/96 9129 Accounting 20.96 98.57720.69
Acemasu Shegaw EAD007/96 91 86 Accounting 21.09 o0
Alemy beyene EACO10/96 8108 Accounting 17.84 97.7120.52
Almaz Regassa EA0O11/96 on Accounting 21.78 99.7/20.81 —
Amcene Beshire EA0013/96 94 92 Accounting 20.88 00
Aremsa s FAON14/96 9r 14 Accounting 20.93 100/21
Aslaw Workneh EA0015/96 9029 Accounting 21.84 95/19.95
Asnlkech Abbay EAOQ16/96 g1 21 Accounting 18.31 95/19.95
Assela Dejene EA0017/96 80 36 Accounting 17.68 100721
Aster Bayissa EA0018/96 N Accounting 21.94 99.8520.97
Bahay Ami.a EAD019/96 8029 Accounting 19.64 98.57:20.69
Beteieh:m Gedrehir EA0021/96 9142 Accounting 20.11 96'20.16
Brook Snderan EAD022/96 0 Accounting 0
Debebeivoroota EAD023/96 10 Accounung 19.36 10021 —~
Dereje Zmi.i EADO24/96 9107 Accounting 20.04 99742094 7
Dwnsen viakgar, EA0025/97 9307 Accounting 20.48 A

/

Ekzadein Alemaye EA002696 99 57 Accounting 219 47.20.37
® ® &

R

[

St. Mary's University College

Apprenticeship Results

Extension pro

ram :
Total Achieved Achieved
Names Id No Mark Dep. Mark mark
2004\05 2004\05

Meakonnen Gonfa EITO00000 0 m 0 i

Abebe Aligo EIT0944/96 0 T 0 o0

Abeboch Shamra EIT0945/96 96.07 " 21.14 woze <
' Adane Alemneh EIT0947/96 96.93 T 21.32 'm.usm.sa

Alemayehu Bedada EIT0948/96 0 T 0 oo

Alemu Kitat E1T0949/96 99.43 " 21.87 )

Amaro Desalegn EIT0950/96 99.86 - I 21.97 10022

Amsale Negussie EIT0951/96 97.93 T 21.54 !00’22/

Andargachew deemissie EIT0952/96 0 T 0 oo

Asamench Yigezu EIT0953/96 82.15 T 18.07 98.64221.70

Aschalew Teslaye EIT0955/96 0 1w 0 oo

Assela Belayinah EIT0957/96 94.28 " 20.74 99.71721.94

Aster Bokele EIT0958/96 9357 7 m 20.59 =

Ayele Abebe EIT0959/96 97.57 g 21.47 10022

Behaily Lakew EIT0962'96 96.28 T 2108 . 99samier~—

Birut Balcha EIT0963.96 92.35 i 20.32 T 99.29721.84

Belay Haile EIT0964/96 98.57 = I 2169 00

Betelehem Abebe EIT0966 96 9.7 ' T 21.06 992178

Bilen Gebru EIT0967'25 97.93 I 2154 99.57221.91

Daniel Zerabruk EIT0969'96 9342 . i 20.55 99.58721.91 -

Desta Azale EIT097096 99.78., ;' s 2195 10022

Eden Fekadeselassie EIT0971'97 96.86 T 2131

55 .
; - .

L



St. Mary's University College St. Mary's University College

Apprenticeship Results Apprenticeship Results
Regular program Regular program
Name Id No Dep. I:;:: Lo;:: /&?;chcd Q::::ved Name Id No Dep. TM.:I:I: Lo::‘: . hAdcn'r‘ii:"d /;:::ved
2004\05 | 2005\06 | 2004\05 | 2005\06 : 200405 | 2005\06 | 200405 | 2008106
Emedel Bekele  RAOSISW? Accounting 9829 100 ~ 21.62 21 Seble Telaye RS1425/7 SSOM 0 o 0 [] ST
Emebet Fekadu  RAOSI797 Accounting  99.64 100 2192 21 Selamawlt Bahiry RS1426/07 SSOM 0 0 0 0
Endal Kachew RADS38%7 Accounting 0 0 0 0 Selamawit Shewatatek RS142897 SSOM 99.86 0 21.97 0
Eyod Assela RADS4097 Accounting  99.64 100 21.92 21 Selamawil W/Yohanes RS1429/97 SSOM 100 100 22 2!
Fasika Tezena RAOS4187 Accounting  92.85 - 100 2043 21 Siham Zekeria Ibrahim  RS1430/97 SSOM 986 0 . 21.69 0
Fedw Kemal RAOS4297 Accounting O 0 0 0 : Simeyn Mekonnen RS143197 SSOM 999 - 100 2198 2
Feleke Yirga RADS43D7 Accounting 94 100 ~ 20.7 21 S""‘m": Geletu Hayle RS1432/97 SSOM 100 100 22 21 ;
Hanan lbrahim  RAOS44/97 Accounting 100 100 22 21 Sirgut Woptyfnnm RS1433/97 SSOM 868 100 ~ 19.09 21
Hassabe RAOSASS7 Accounting 100 100 22 21 Sosina Solomon RS1434%7 SSOM 954~ 9 2099 . 2018
Henok Haity RAOS46/97 Accounting  99.64 <~ 100 21.29 21 Teretwork Arega RS143597 SSOM ] 0 0 0
Hiwol Fekede  RAOS47/97 Accounting 94 100 # 20.68 21 Teshay Tesfa Ambaye  RS1438%97 SSOM 885 7 100 19.03 21
Jemat RAOSA8%7 Accounting 0 0 0 0 : Tsodeku Woldemedhain RS1437/87 SSOM 100 100 22 21
Kaled Meshn RAOS4997  Accounting 9957 100 21.91 21 Teshay Debele Goda RS1438/07 SSOM 91.84 100 ~ 20.18 21
Ketema Bekele  RAOS5097  Accounting 0 0 0 0 Yemaramwork Asrate  RS1439/97 SSOM 0 0 0 0
Marta Degu RAOSS4/97 Accounting  99.86 100 21.97 21 Yetbayen Wondale RS1440/97 SSOM 80 — 100 17.6 21
Manha Chane RADS5597 Accounting  97.7 100 21.49 21 Yetnayet Lemma Wubu RS144197 SSOM 0 0 0 0
Mebeate RAOSS7/97 Accounting 0 0 0 0 Yodil Tadesse Kassa RS1442/97 SSOM 100~ 98 22 2058 S
Mckous K RAQ55879/ Accounting  96.85 - 99.58 ~ 21.3 20.91 Yodit Testaye Hellu RS144397 SSOM 98.64 100 217 21 :
Menberewors RADS59/97 Accounting 100 100 22 21 Yordanos Kassahun  RS1444/97 SSOM 100 100 ~ 22 21
Meron Dicha RA0560/97 Accounting  97.92 100 21.54 21 Zebib Zerty Gesese RS144597 SSOM 100 7 100 2 21
Moserel Alemu  RADS81/97  Accounting  94.07 100 20.69 21 Ziada Teka Gizaw RS1446/97 SSOM 100~ 0 22 0
Mulugeta RAOS6297  Accounting 100 ~ 100~ 22 21 Ziada Teka Gizaw RS1446/97 SSOM 1] 100 [} 21
Nigist Girma RAOS6397 Accounting  99.85 100 21.97 21 Zinash Ademe Shafl  RS1447/97 SSOM 95.14 98.57 20.93 2069
Rane! RAQS6487 Accounting 9958 0 21.91 0 Ababa Mirete Yime  RS1448%%7 SSOM 99.79 0 21.95 [
Sara RADSE5/97 Accounting  90.57 0 19.93 0 : . Abaynesh Mulugeta RS1449/97 SSOM 0 5 0 0 0
SabaTsegaye  RAOS66A7 Accounting 9228 7 100 203 21 ; Almaz Tibebu Koty - RS1450:97 SSOM 100 ~ 98.67 - 22 2072 2
Sabela RAOS67/87 Accounting  99.71 100 21.94 21 : Amelework Lemma RS1451/97 SSOM 100 - 0 22 0
AR RASSsear 2 0 0 5 o Anchealem Mulunesh  RS1452/97 SSOM 100 [} 22 0
Selamawit RADS6997 Accounting  99.36 100 ~ 21.86 2t ) Asler Alene Tessema  RS145397 SSOM 100 : 98.63 22 207
Setamawt RAOS7097 Accounting 0 0 o > : ; Aziza Rahmeto Kereta = RS145597 SSOM 99927 100 21.98 21
Tadelu Bekele RM}SHIW Accounting 9279 99.85 20.41 2019 . i Belelhom Messele ~  RS1456/97 SSOM 986 - " 0 21.69 0
Tesgaye RADS7287 Accounting 100 7 100 22 21 % ! Bilen Mulugeta RS1457/97 SSOM 10 A 0 20.19 0
Wekete RAOSTI®7 Accounting 0 0 ° o . Blen Assefa Kebede  RS145897 SSOM 91.85 / 0 2021 0
Wendye RADSTANT - Accounting 9222 100 020 & / | Debritu Fanta RS1459/97 SSOM 100 -~ 7 ° 2 o
!
® [ P ® (] ® -
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b Apprenticeship Results
Apprenticeship Results Regular program
Name Id No Dep. RTii:I”m proi’rc:: Achieved cl d s L i :Aoa':l: 1h.doa(r.i: :4:}::"" /;:::"d
Mark Mark Mark M;:‘c‘ve 2004\05 2005\06 | 2004\05 2005\06
2004105 | 200506 | 2004\08 | 200506 = -

Foysa Argaw Yadete  RL1117.97  Law 100 100 22 23

Fitsum Habtamu AL111897 Law 0 0 0 0 Dawit Epheram Kebede RI0O?754/97 IT 99.35 0 2186 0

Gemechu Hailemanam  AL1119'97  Law 0 0 0 0 Dinir Kemal Mohammed RI0755/97 (T 0 0 ‘0 0

Gelaneh Bealy RL1120/97  Law 100 100 22 23 1 Eden Tesfaye Samual  RIO756/97 IT 0 ‘ 0 0 0

Gezahegn Gebnew RL1121/97  Law 0 0 0 0 : Ephrem Getachew RIO757897 IT 0 0 ] 0

Hana Kahsay Desta RL1122197 Law 99 100/ 21.79 23 : Ermias Kifle RIO75897 IT 9557 1007 21.03 2

Haregrwoin Taye RL112397 Law 99.57 100 219 23 Eyouel Gezahegn RIO759/97 IT 100 ; 100 22 2

Hayal Nassir RL1124797 Law 99.7 100 21,94 23 Haben Gessese Araya  RI0760/97  IT 9507 7 100 20.92 g ek

Kalkid1n Solomon RL112597 Law 0 0 0 0 Hanan Ahmed RIO76197 T 99.9 100 21.98 22

Kassa Desale Abey RL112697 Law 0 0 40 0 Haymanot Admassu  RIO762/97 [T ) 0 0 0

Kebeae Dugassa AL112797  Law 98.6 ) 217 ‘0 Haymanol Assefa RIO76397 1T 98 100/ 21.56 2

Kibrwosane Yemane  RL1128'97 Law 99.2 100 21.82 23 Helen Derebew Yimam  RIO764/97 T 99.71 100 21.94 22

kibur Hegussie Zewse  RL112997  Law 100 e/ 22 259 - Helina Gizachew Gonla  RIO65/97 1T 9829 9426 2162 2076

Kicst Tekie G/Tatiyos  RL113097  Law 99.79 98.21 21.95 2259 Henock Seifu Shawel  RI0766/97 IT 1004 0 22 0

Lidiva Eikere Kebede  RL1131/97 Law 100 100 22 23 : Henok Hussien Jattar  RIO767/97  IT 100 0 22 0

Luei Seyoum Buruhi AL113297 Law 100 100 22 23 i Henok Tekly Abreham  RI0768/97  IT 0 0 [} 0
 Manyrzewsiwolems  RLIIAZAT  Law 0 OR 0 "0 Hirut Birhanu WiMariam  RIO769/97 (T 100 100 ‘22 2

Maria Temesgen Bayisa RL1134/9, Law 100 105"/ 22 23 tiussen Nurya Hussen  RIO770/97  IT L 0 00 0

Mekuria Gugsa Jeldae  RL113597 Law 100 100 22 23 Ibrahim Muklar Juhar  RIO77187  IT 99.08 100/ 2179 22

Meror: Abera Astaw AL113697 Law 99.79 100 21.95 23 Semira Sheibo Busior  RIO773/97 IT 99.077 100 21.79 2

Mesaye Tafese RL113797 Law 95.14 100 20.93 23 Kirbuel Sishaw RIO774/97 IT 746 100 16.41 2

Meserel Birhanemeskel RL113897 Law 100 100 -+ 22 23 Kirubel Tsega Gebreyes RI0775/97 IT 96 100 21.12 2

Mezermir Tenkir RL113997 Law 100 100 22 23 Lewam Kahsay Semere RI0776/97 T 98.4 100/ 2165 2

Mezgubu Getachew AL114097 Law 99.7 100 21.93 23 Mahelate Assela RIO777/7 IT 97.93 7 100 21.54 2

Miberi Kifle Zedu AL114197 Law 100 100 22 23 Mekdes Berhane - RIO778/97 T 0 0 S 0

Mul /ken Kokedu Tarnk  RL1142°97  Law 0 () [} 0 Melesu Asres Talessa  RIO779/97 T 100 100 e 2

Narics Yirga Kitane RL114397 Law 0 100\/ 0 23 ' Mesay Girma Tabor RI0781/97 IT 99.85 100 2197 2

Netsane! kebede RL1142 97  Luy 82.14 100 18.07 23 I Metasebia Megale RIO782/97 IT 97 100-./ 21.34 2

Nezilaa Mohamea RL114597 Law 100 100 22 23 Metshiet Berhanu RIO783/97 IT 992 - 100 . 2182 2 v

Rahel Kebede Bejiga RL114697 Law 106 0 22 0 Muaz G/Madhin RIO785/97 IT 0 0 (4] (] !

Samsca Yima Tegenu  RL1147.97  Law 99.7 100 21.93 23 | Redeal Hirpa Boru' *  RIO786/47 [T 0 0 5210 0 ;

Shimleses Mekonnen  AL1148°97 Law 99.7 100" : 21.93 23 ' Reison Teklu Amnalm RIO787/97 T 99.92 100 T 2198 2 .

Shitays Bantirgu RL1149°97 Law 0 0, 0 0 Robel Bekele Ruga ‘ RI0788/97 IT 928 0 2042 0 i

Solanyas Hosaena RL1150'97 Law 98 100 21.56 23 | Samuel Girma Megnote  RI0789/97 [T 99.78 100 21.95 2 4 -

® ’ » L2 L e



St. Mary's University College
Apprenticeship Results
Regular program

Name Id No Dep. Total Total Achieved | Achieved
Mark Mark Mark Mark
2004\08 2005\06 2004\05 2005\06
Hallemicheal Kebede  EMOSA0/96 96.43 Marketing Mgt 22.18 100722
Itrahim Hussein EMO54v96 0 Marketing Mgt. 0 00
Aederal Tekeste EMOS44/96 86.86 Markeling Mgt. 19.98 97.1/21,36
Mebralu Meles EMO547/96 98.71 Markeling Mgl 22,7 98.86/21 75
Meklit Assefa EMOS4v96 100 Markeling Mgt. 23 100722 ~
Melesse Degalie EM0540/96 0 Marketing Mgt 0 00
Muluken Belekadu EM0550/96 0 Marketing Mgt 0 00
Nazerate Yoselo EMO0554/06 0 Marketing Mol ] 00
Rahel Alework EMO555/06 99.50 Marketing Mg, 2289 00
Samson Woide EMO0550/00 96 79 Markating Mgt 2226 00
Sara Kidane EMO560/96 99.07 Marketing Mot. 2279 100722
Sevlewengi_ saou FAMNSR 106 758 Markate, *igi. L prg 88.5/¢ 1,04
Senait mamo EMO0S62/96 o Marketing Mgt, 0o on
Sseshi Assefa EMO0562/96 $8.42 Marketing Mot. 2264 100722
Sileshi Lemma EMO564/96 96.35 <~ Marketing Mgt. 2218 10022 ~
Sisay Assela ENA0565m6 99.69 Marketing Mgt. 2293 100722
Tekiehaimanot EMO566/P6 ﬂ.i’.bﬁ Marketing Mgt. 21.36 86.21/21.61
Tes‘aye Kassahun EMOS67/m6 88.21 Marketing Mgt 20.29 96.1721.14
Tes~ome Erena E'40568/9G 0 Marketing Mgt 0 98.5721.69 -~
'
Tilar un Feyissa EMO569/90 orn 7 Marketing Mgl 22.47 00
Tsega Desategn EMO0570/90 91 42 Marketing Mg1. 21.03 98.9321.77
Wesenyelesh Haily EMOS572/90 96.43 Marketing Mgt 22.18 9972178 l
/
Yismalem Masrosha EMOS70/90 99 64 Marketing Mgt, 22.92 100722 'I
; )
|
|
i
|
|
l
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