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Abstract 

The main purpose of the study was to see the implementation of apprenticeship training in 
the three government colleges at Arba Minch. To this end, an attempt was made to look in co 
the criterion for selecting and placement of trainees on apprenticing organizations, 
arrangements and selection procedures of apprenticing centers. Opinions and views (of 
trainees, trainers, supervisors and deans) on the adequacy and appropriateness of training 
period, evaluation and supervision of trainees at the work place, the relation between theory 
and practice, and efforts made by colleges to improve the training programs were treated. 

The study employed descriptive analysis in regular programs of the three colleges selected 
from teaching (TTC), health (HSC), technical and vocational education and training (TVET) 
sectors. The Subjects of the study were 3 deans (v/deans), 3 apprenticeship 
coordinators/vocational counselors, 84 trainers, 273 trainees and 15 apprenticeship centers. 
Trainees were selected through stratified random sampling technique while trainers were 
selected through purposive and random sampling techniques. 

The Information obtained through questionnaires, interviews and document analysis were 
analyzed using both descriptive and inferential statistics such as percentages and analysis of 
variance (ANOVA) including chi-square(x2

) test and F-test at the 0.05 significance level. 

The finding of the study revealed that availability of supervisors and occupation were widely 
used criterion to select apprenticing organizations in TTC and HSC while interest of 
apprenticing organizations was the dominant factor in selecting apprenticeship centers for 
TVET trainees. Placement of apprentice to practice centers was done by agreement between 
colleges and apprenricing organizations. The size of trainees senr to apprenticeship centers 
was determined by college's management in TTC, trainers in HSC and vocational counselor 
in TVET College. The implementation of apprenticeship based on the legal framework was 
very limited. 

Apprenticing organizations should pay incentives depending on the duration of training and 
type of occupation trainees engaged. As well, there should be responsible organ that 
determine the content, structure, duration of training period and the standard of the training. 
Serious attention should be given in coordinating traditional apprenticeship with modern 
once so that trainees can gain and adapt self-employment opportunities in the informal 
sectors. 
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CHAPTER ONE 

INTRODUCTION 

This part of the thesis deals with the background to the study, statement of the problem, 

significance of the study, delimitation of the study, limitations of the study, design of the 

research, organization of the study and operational definitions of terms. 

1.1 Background to the Study 

As Ethiopia is one of the least developed countries of the world, shortage of skilled 

manpower affected its development not to accelerate. Even though many factors can be 

listed for this, the education and training system that the country used had its own 

contribution. The Government of the Federal Democratic Republic of Ethiopia (FDRE) 

realized that the education and training system has to be designed in a way that strengthens 

individuals and society's problem solving capacity, ability and culture through science and 

technology. Hence, the FDRE has launched Education and Training Policy (ETP) since 

1994 to achieve the immediate work force needs of the country. 

The Education and Training Policy of Ethiopia adopted in (1994) emphasized on the 

development of problem solving capacity, culture and ability in the content of education. 

According to this document (ETP, 1994: 9), the main objective of education in Ethiopia is 

to satisfY the country's skilled work force needs by providing training in various skills in 

different levels. One of the areas that the ETP has given due attention and action priority is 

to provide Technical and Vocational Education and Trainings fo r those who leave school 

from any level of education. Among those diversified training areas the one that are 

offered for those who completed grade ten for the deveiopment of middle level manpower 

was launched in 2001 in all regions of the country. Technical and Vocational Education 

and Training is divided in to training for Agriculture, Health , Teachers Training, industrial, 

c0ITU11ercial, building and construction, garment technology and service trainings (MoE, 

2002: 91). The Government of the Federal Democratic Republic of Ethiopia has also set 

Technical and Vocational Education and Training Proclamation (No. 39112004) to provide 

legal frameworks for the implementation of Technical and Vocational Education and 

Training on March 2004. One of the main objectives of the proclamation is : 



To ensure that technical and vocational education and training 
program produces capable manpower, it is deemed necessary to 
establish under which rrainees undergo apprenticeship training in 
the productive and service rendering enterprise, 

Based on the proclamation, MoE prepared a guideline to implement apprenticeship 

program successfully, The curriculum developed by MoE (2003 :8) allocates at least 312 

hours for out of school apprenticeship training, Apprenticeship program integrate school 

and work based learning by placing students in real work environment where they have an 

opportunity to learn social skills needed to become effective and productive workers in 

high skilled occupation that do not require college degree (Chadd and Andrson, 2005), 

Masresha (2004:5) on his part said that the purpose of apprenticeship in enterprise is aimed 

to familiarize trainees with real work life who evenrually qualify self or wage employee in 

their specialized areas. Apprenticeship connects vocational schools (colleges/training 

centers) with companies that help trainees to improve their practical skill and social 

interaction (Yekunoamlak, 2000). He added that apprenticeship programs conducted in 

different organizations contribute the quality of vocational graduates to satisfy the 

immediate skilled work force needs of the society. 

Apart from the theory given in the classroom, trainees are expected to gain occupational 

skills during the apprenticeship. Technical and vocational education and training 

proclamation (No. 391 /2004) clearly indicates the duties and responsibilities of training 

colleges/centers, apprenticing organizations and trainees to get the maximum result from 

the apprenticeship training. To achieve the objectives, training colleges and apprenticing 

organizations are expected to work together in the selection of appropriate apprenticing 

centers, assigning capable supervisors at the work place and evaluating apprentice 

according to the guideline. 

Hence, the purpose of this thesis was to see whether practical trainings at the work place 

are running properly in the three colleges under the study. Specifically, it tried to see the 

implementation of apprenticeship with reference to Arba Minch Teachers Training College 

(TIC), Arba Minch Health Science College (HSC) and Arba Minch Technical and 

Vocational Education and Training CTVET) College. These Colleges are found in Arba 
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Minch town, the capital of Garno Gofa zone, in the Southern Nations Nationalities and 

Peoples Region (SN1'-iPR) about 505 !an South of Addis Ababa. Arba Minch Teachers 

Training College was established as teachers training institute (TTl) in 1987 whereas Arba 

Minch Health Science College (established in 1996) and Arba Minch Technical and 

Vocational Education and Training College (established in1996) are designed to give both 

certificate and diploma programs. Nowadays, TTC is running the 10+ I and 10+3 programs 

while HSC and TVET College have the 10+1, 10+2 and 10+3 programs. 

1.2 Statement of the Problem 

Technical and Vocational Education and Training help individuals to develop desirable and 

effective work habit with necessary knowledge and skill of an occupation. It also increases 

individual's intellectual capacity and personality in an integrated way to have all round 

participation in socio-economic growth of the country (Harrison, 2000). 

Modern industries and service offering organizations require workers who are capable of 

applying their knowledge and skill in a flexible and adaptable way. However, Atchoarena 

and Dulluc (2002) found that many African Countries' Technical and Vocational Education 

and Training institutions are not able to adapt the new structure of the labor market and 

new requirement of modern industries in the formal and informal sectors. Among the 

many factors that contribute to the mismatch between the work force demand of industries 

and the trained labor produced by training institutions, Masresha (2004) had expressed that 

the less coordination between training institutions and industries is a major factor in 

developing countries. He also indicated that the large number of trainees some how 

compared to available opportunities and reluctant of enterprises/service organizations to 

cooperate greatly affected conducting apprenticeship program in Ethiopia. 

Due to such and other circumstances, apprenticeship program in Ethiopia is not at the 

required pace to satisfy the intended goals. The reasons behind may be inappropriate 

interpretation and feeling of apprentice, lack of awareness among staff members in training 

Colleges, adequate information are not provided to staff members in apprenticing 

organizations and the community. Perhaps, the criteria used in selecting apprenticing 
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organizations and placement of apprentice, inappropriate treatment of apprentice in the 

organization, less attention given to supervise and evaluate the apprentice and lack of 

continuous assessment of the training programs may be some other factors that affect 

apprenticeship programs in Ethiopia. Hence, this research tried to answer the following 

basic questions: 

~ How the apprenticing organizations (centers) are chosen and what proper 

arrangements are made to effect apprenticeship programs? 

~ How apprenticing organizations and assigning colleges assist apprenticeship 

program? 

~ To what extent is knowledge gained through theory supported the apprenticeship 

program? 

~ What are the problems observed in the implementation of the apprenticeship, and 

what measures have been taken to address these problems? 

1.3 Significance ofthe Study 

Apprenticeship program is now becoming a hot issue in Ethiopia. Increasing the skills of 

workers through more educmion and vocational training has given great attention in the 

Ethiopian Educational System. Similarly, the rapidly changing economy and civil service 

require well skilled work force and well-educated society that can respond properly to 

various development tasks of the countlY. Hence, successful implementations of 

apprenticeship programs help to satisfy the countries skilled manpower need in different 

trades and levels. However, there are problems that holdback the successful 

implementation of apprenticeship training programs that may possibly affect the overall 

socio-economic growth of the country. For this reason, conducting the study on the 

implementation of apprenticeship training programs could have the following importance . 

• :. It gives feedback to the three colleges in order to evaluate and improve the quality 

as well as accessibility of work based training programs in the area . 

• :. It gives chance to colleges to share experiences and learn from each other. 

.:. It helps the colleges to asses whether their training programs are satisfying the 

skilled workforce requirements of the country in the formal and informal sectors. 
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.:. It creates awareness to stakeholders that apprenticeship programs are advantageous 

to them as they can employ young workers who are familiar to their organization so 

that they can contribute in reducing youth unemployment in the country . 

• :. It may also provide information to researchers and curriculum planners to undertake 

further investigation on apprenticeship programs in the Regional and National level. 

1.4 Delimitation of the Study 

The result of the research would have been more comprehensive if it had covered both 

Government and Non-Government Colleges at Arba Minch. Specifically, it would have 

been better if both regular and non-regular programs of the three colleges were included. 

Nevertheless, the study confined itself to regular programs of three government 

Colleges only. Yet, the researcher believed that the finding from this study would still be 

indicatives of the whole apprenticeship programs running in Arba Minch. 

1.5 Limitations of the Study 

As apprenticeship training is a new program in Ethiopia, shortage of research material in 

the Ethiopian context was a problem to the researcher. Absence of written documents such 

as attendance sheets, duration of apprenticeship period and evaluation results given by 

supervisors in apprenticing organizations were challenges of this thesis writer. Similarly, 

registrars were not voluntary to give (show) evaluation results of apprentice and the 

researcher was not able to compare results given by supervisors in apprenticeship offering 

organizations. Since TIC trainees were attending practices during the time of data 

collection, the researcher was forced to extend the fieldwork for extra 15 days until they 

finished their practices. Due to this extension, the researcher faced serious fmancial 

problem and time constraint to finalize the study according to the time scheduled. 

1.6 Design of the Study 

Methodology 

The method used to carry out this research was descriptive. Descriptive study was selected 

because the study needs to examine the implementation of apprenticeship training 
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programs in the stated colleges and these colleges can share information to give appropriate 

treatment. In view of that, the study also needs to direct possible suggestions on the 

implementations of the apprenticeship training based on the findings to achieve the 

intended goals. 

Subject of the Study 

The subjects of the study were 3rd year trainees in 10+3 program, 2nd year trainees in 

10+2 program, trainers, deans, vocational counselors/apprenticeship coordinators and 

supervisors (owners) of organizations. Hence, the population of the study consists of 1355 

trainees, 187 trainers, 3 deans, 3 vocational counselors/apprenticeship coordinators and 15 

apprenticeship centers. Out of these, 3 (100%) deans and 3(100%) apprenticeship 

coordinators, 108 (60%) of trainers, and 116 (20%) of TTC, 105 (20%) of HSC and 101 

(40%) of TVET trainees were selected as samples of the study. Here the sample percentage 

of TVET trainees was greater than the other two colleges as the number of trainees in each 

field of study was very low compared to TTC and HSC, a 20% sample of small number 

may not be good representative. First year trainees in all of the programs were excluded 

from the study because they did not attend any practical training at the work place during 

the time of data collection. 

Sampling Tecimiques 

Trainee respondents were selected through stratified random sampling technique while 

trainer respondents were selected through purposive sampling and simple random sampling 

technique (purposive sampling was used to include all Department Heads). Deans, vocational 

counselors/apprenticeship coordinators and supervisors (owners) in organizations were 

selected through available sampling technique because of their limited number and distance 

from the center Arba Minch respectively. 

Data Source 

The data for the study were obtained from both primary and secondary sources. Books, 

journals, universal declarations and legal documents that reflect the experience of 

apprenticeship training programs were considered as secondary sources. Primary data were 
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obtained from apprentices, teachers/trainers, deans/vice deans, vocational 

counselor/apprenticeship coordinator and supervisors (owners) in the enterprises, Record 

document in the enterprises and Colleges about apprenticeship program in general and 

apprentice in particular were also the main sources of data for this research. 

Procedures of Data Collection 

Two types of questionnaires were designed to collect data from trainees and trainers. Both 

types of Questionnaires were classified into parts such as general background of respondents, 

arrangement and placement of trainees, linkage between theory and practice, implementation, 

problems and measures taken to solve the problems. Unstructured interviews were another 

instrument used in the study to collect data from supervisors (owners) in the organizations, 

vocational counselors (apprenticeship coordinators) and college deans. The interviews were 

focused on issues such as views, opinions, problems and solution to improve the 

implementation of apprenticeship training at the actual work place. Interview discussions 

were held with Amharic and the responses were translated to English. Amharic was selected 

for interview discussions because it was convenient to communicate with the interviewees. 

Document analysis was also conducted to have over all information about respondents. 

Data Analysis (Management) 

The data collected through data gathering instruments were analyzed using both descriptive 

and inferential statistics. Percentage was applied in describing the general background of 

respondents such as age, sex qualification, service years and some alternative items. Analysis 

of variance (ANOV A) such as chi-square (x2
) test and F- ratio test were done (at (1.= 0.05 

significance level) to find out whether statistically significant difference exists between the 

study groups. The data obtained from interviews held with deans, apprenticeship 

coordinators and supervisors ( owners) in apprenticing organizations were treated 

qualitatively. 
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1. 7 Operational Definitions of Terms 

.:. Basic Skill: Fundamental expeliise required for a particular task or occupation, which 

includes manual dexterity and! or mental aptitude (UNESCO, 1978) . 

• :. Basic Training: a training given in a school or undertaking in the fundamentals of an 

occupation or a group of occupation, may qualify trainees for employment or provide a 

basis for specialization; may be recognized as a phase of initial training or constitute a 

part ofre-training (UNESCO, 1978) . 

• :. Mentor/supervisor: an individual assigned by apprenticing organization to assist and 

evaluate trainees at the work place . 

• :. Technical and vocational education: is education designed to train and educate students 

in specific and modem field of vocational skills for students who have completed grade 

ten and show sufficient desire and inclination to train in the field of their choice (MoE, 

1994) 

.:. On-the-job training: a training given at work place to improve the skills for which trainees 

are participating. 

1.8 Organization of the Study 

The study was organized in to four chapters. The first chapter deals with the introduction 

that includes the basic questions raised and the procedure followed to attempt the problems. 

The second chapter was based on literature review. Data analysis and interpretation was 

presented in chapter three. The last chapter deals with the summery of the findings, 

conclusion and recommendations of the study. 

8 



CHAPTER TWO 

LITERA TURE REVIEW 

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

programs, the following chapter provides the major work done by different scholars in the 

area under the study. 

2.1 Overview of Apprenticeship 

One of the objectives of education is to transmit knowledge to the next generation for the 

satisfaction of work force needs of the society. The method of transmitting knowledge and 

skill differs from time to time and society to society. Throughout history, men and women 

have obtained knowledge and learnt skills tllIough accident, observation, trial and error, 

fonnal and informal learning and combinations of these (Ray, 2001 ). These ancient peoples 

were transmitting their knowledge and skill to their sons and daughters at a place of work 

simultaneously with productive activities. Evans (1971 :9) expressed this fact as: 

The oldest method of meeting work force needs was for the father to pass 
on TO his sons and the mother ro pass on to her daughters acquired from 
their parents, plus what they had leaned by trial and error during a 
generation of work. 

Later on, the development of humankind brings technological revolutions such as the 

substitution of agriculture for hunting and the substitution of bronze for stone tools . As a 

result, transmission of family heritage was no longer a satisfactory educational program for 

workers in the newly generated occupations. Due to the socio- economic development of 

the society, transmission of family heritage and unconscious learning was not satisfactory 

and the need to transmit knowledge in a planned and organized method arose (Mekonenn, 

2004). That means training by persons other thatl parents through planned and organized 

form was developed. Such planned and organized training system (called traditional 

apprenticeship) was initiated in ancient Palestine, Rome, Greek, and Egypt aimed to 

combine the best family instruction with on- the- job training through experienced workers 

(Evans, 1971). 

Apprenticeship has a long history extending back to early Egyptian and Babylonian times. 

Four thousands years ago, Babylonians, Egyptians, Greeks, Palestine's and Romans were 
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transmitting knowledge and skill in the form of apprenticeship from father to son and 

mother to daughter at a place of work as a way of learning while working, particularly for 

the craft or trade occupations (Evans, 1971; Ray, 200 I). 

In the early l800s industrial revolution brings the development of powerful machinery and 

increase demand of mass production. At that time, apprenticeship was a common form of 

entry to skilled occupations, including many of the professions. As the economies of the 

advanced countries moved through the industrial age and into the 20th century, vocational 

education institutions were established and companies decided to train their own staff (Ray, 

2001). This brings the decline of conventional (indigenous) apprenticeship and existence of 

modem apprenticeship (Atchoarena and Dulluc, 2002). The awareness of demonstration 

what to be achieved and how it might be achieved should be followed by practices emerged 

(Seden, 1994). It means that practices followed by feedback became the major instructional 

technique for many programs in different countries. As a result, the link between practical 

and theoretical courses in an enterprise and in training centers became very essential to 

increase the employability of people. Since then, different countries are using different 

apprenticeship training models. 

2 . 1.1 Worldwide Trends of Apprenticeship 

The world we live is changing rapidly due to the advancement of science and technology. 

The change in technology brings new management system in organizations, which affects 

the whole work environment and the work force. This modem work condition requires 

trained workers who are capable of applying their knowledge and skill in accordance with 

the changing technology and management. To get such competitive work force, countries 

are using different mechanisms of training labor force in their technical and vocational 

schools. 

Most industrialized countries of Europe and some Latin American countries use enterprise­

training system. They provide initial and continuing in-service training offered by 

enterprises to their employees throughout their working life (Gasskov, 2000). Others like 

Germany and German-speaking countries are applying the dual apprenticeship training 

system on which both schools and enterprises are considered as training sites. 
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Next to the German-speaking countries, apprenticeship is common in Australia though its 

model is different from that of Germany. Trade-training apprenticeship model in Australia 

has been the major technique of training for both the traditional crafts (such as carpenter, 

plumber, hairdresser and metalworker) and more contemporary trade occupations such as 

vehicle mechanic and electrician (Ray, 2001). This writer also added that apprenticeship 

was an important form of training in England until recent years governed by employment 

and training act of 1948 while it failed to evolve in the United States because of the 

dynamic nature of the US economy and its labor markets in the 19th and early 20th 

centuries. 

The United States focus on apprenticeship training system has been an alternative means of 

providing skills for students who do not wish to pursue post-secondary education (Ferej, 

1997). This type of training is over seen by the Bureau of Apprenticeship and Training, 

established within the U.S. Department of Labor in 1937. The training period varies from 

two to five years, with much of the training-taking place at technical and vocational schools 

(http;llw"vwlbritannica.com.leb/articlel. 

In Japan, apprenticeship and employee training have often featured a personal orientation 

rarely found in other industrialized nations. This is the unique Japanese concept of 

apprenticeship between employer and employee. Although this arrangement does not hold 

for most small and medium-sized companies, large Japanese companies have had a social 

obligation to provide life long work for employee who are required to continue with the 

same employer (Until death or retirement) no matter what the job assignment. 

(http: //wwwlbritannica.com.leb/article ). 

On the other hand, most African countries are applying traditional apprenticeship training 

methodology, especially in the informal sectors, due to its cost effectiveness and its 

potential to train a large number of youth. Traditional apprenticeship helps graduates and 

school-leavers in Africa to join employment or self-employment (Ferej , 2000). The World 

Bank report (Carton and Kin, 2003) showed that traditional apprenticeship training is the 

most important form of structured training and source of technical and business skills for 
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informal sector workers in Africa. Accordingly, of all basic skill trainings, 90% comes 

from traditional apprenticeship in Ghana and 83.5% of artisans acquire their skills through 

traditional apprenticeships in Egypt. This study also repOlied that traditional apprenticeship 

training is well developed in West Africa than in Eastern and Southern Africa. Even though 

traditional apprenticeship method of acquiring skills on the job is the dominant mode of 

training in the informal sector, modern sectors have also large numbers of individuals who 

acquire their skills on-the-job without suppOrt from the formal educational system (Ferej, 

2000). That is why the Nigerian National Open Apprenticeship System (NOAS) is using 

the traditional apprenticeship system as part of a national training program (Afenyadu, 

1994). 

According to Atchoarena and Delluc (2002), dual training model is an efficient means of 

familiarizing trainees with work conditions. They also added that lack of industrial fabric 

and inadequate supervision experience make dual training model difficult to apply in 

Africa. In addition, Singh (1998:33) criticized the application of dual apprenticeship 

training in developing countries as: 

Private enrerprises hardly train more apprentices than their own 
immediate need, iei alone employ them after training. Furthermore, many 
enterprises, especially medium-sized and smaller ones, have dijJiculties, at 
least initially. to cope with the requiremenrs related to workshop-based 
vocational training, not only for internal organizational and financial 
reasons, but also because of the inadequate number of pedagogical 
qualified skilled workers who could be assigned the cask as instruclOrs. 

However, some African countries are still using such model due to the support and 

influence of their technical and financial partners. For instance, countries like Togo, Mali 

and Benin are applying dual apprenticeship training programs due to the support of Swiss 

and Germen Technical Cooperation (Atchoarena and Esquieu, 2002). 

2.1.2 Traditional Apprenticeship 

In using the term 'traditional' apprenticeship, it is pointing to the fact that there is a local 

variant of skill learning as opposed to the various Western versions of apprenticeship that 

were imported during the 1950s and 1960s (Afenyadu, 1994). He also added that in many 

12 



developing countries, with few exceptions, formal Western apprenticeship systems have 

remained extremely small as compared with the local, indigenous or traditional systems. 

Ferej (2000) on his part explained that Traditional apprenticeship is a system where the 

apprentices lived with the family of the master and dependant upon the master for food, 

shelter as well as clothing to get training according to established specifications under the 

supervision of the master. In return, the apprentice should pay to his master for the training 

offered in terms of fee or service for some years . After training, apprentices have a right to 

seek employment elsewhere, start their own businesses or continue to work with their 

masters (Evans, 1971; Ferej, 2000). This on-job training was given continuously for 

occupations from simple to the most complex once even if there is no guarantee whether 

the apprentices learn every thing about the occupation or not . 

The traditional apprenticeship method of acquiring skills on the job is worldwide conunon 

experience in the informal sectors thought the extent to which the system is formalized are 

highly variable. In Egypt, for example, training through a guild system remained the norm 

until a hundred years ago and still influences training today. In seve~al West African 

countries (e.g. Cote d'Ivoire, Ghana, Nigeria and Togo), traditional apprenticeship is highly 

formalized training system with elaborated contracts agreed between masters and the 

fami lies of prospective trainees (McGrath and King, 1994). 

In traditional apprenticeship, all learning takes place on-the-job on which the master 

watches over the apprentice closely and intervene at all crucial stages. The tasks performed 

and the skills learned are organized by the master or senior apprentices. Since apprentices 

are typically involved in work that has an economic dimension, working independently is 

not encouraged until the apprentices' performances are likely to be error free (Ferej , 2000). 

Traditional apprenticeship teaches not only technical skills but also how to behave and 

survive on the local labor market, which leads to employment or self- employment (GTZ -

GATE, 1996). Even if the focus of traditional apprenticeship is to learn the practice of 

technical processes, trainees also learn business skills simply by being immersed in the 

business transactions of the enterprise. 
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Ferej (1997) clearly stated that the key characteristic of traditional skill training is its 

relative ease of entry and its high degree of self-financing; the fee structure is quite 

flexible, ranging from nothing in the case of compassion to a considerable amount. Taking 

on apprentices can be both a source of income from fee and a source of cheap labor for 

apprentices' masters. For example in Kenya, an apprentice in the informal sector can 

expect to pay approximately 60 US dollars (USD) per annum. The total fee paid for a 

normal course of training ranges from USD 120 - USD 360. It is usually paid in a single 

lump sum at the begilming of training. Apprentices receive an allowance or incentive of 

approximately one USD each working day and the amount gradually increases as the 

apprentice's skills develop. A reasonably competent apprentice can earn several times the 

amount of the fee paidJFerej, 2000). 

The amount to be paid in fee and the allowances provided by the master are agreed and 

costly graduation ceremony is enacted when the apprenticeship period is complete. 

However, in Chile, Latin American countries, as well as in East and Central Africa, 

training on the job is much less structured (McGrath and King, 1994). 

Ferej (2000) characterized that Traditional apprenticeship begins with a period of 

orientation during which the new recruit is expected to learn the discipline of the workshop 

through carrying out boring tasks such as cleaning and mIming errands. They are then 

introduced to the tools and materials of the trade and are given increasingly complex tasks 

to carry out. In the later stages of their apprenticeship, they will be given responsibility for 

fmishing pieces of work, dealing directly with customers and supervising junior 

apprentices. That means, learning and working are given approximately the same attention 

and completely integrated with each other. The master may even leave them in charge of 

the enterprise on occasions. The training thus obtained is more than a simple technical 

preparation. The managerial and business skills learnt during the apprenticeship period are 

central to the apprentices' future survival as entrepreneurs (Ferej, 2000; Carton and King, 

2003). In West Africa, experiences have shown that a large number of young people are 

benefited from traditional apprenticeship training at reasonable cost. 
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According to Ferej (2000), the performance and the overall development of the apprentice 

were dependant on the work environment, the breadth and depth of the master's knowledge, 

the social interactions among the master, the apprentice, other apprentices and customers. 

In such a case, Parents having more than one child and orphans were more advantageous 

than others as apprentice learn different skills from more than one master. In general, the 

contextual factor will determine the quality of technical and enterprise skills of the 

apprentices as well as their entrepreneurial interests. This factor is even more critical in the 

training of apprentices in the informal sector, were the learners do not have another frame 

of reference. Each apprentice works and learns in an environment that is unique to the 

specific business. Eventually, the apprentice will take these experiences with them in 

starting their own business. For most apprentices, learning how to run a business is usually 

outside the immediate requirement of their training. The standard practice is to be involved 

in learning those tasks that are relevant to the technical processes. However, each 

apprentice, depending on his/her intensity of observation or interest, will learn other 

business activities by simply being immersed in the environment for prolonged periods. 

However, in some cases, trainees may have only hand tools to work with and seldom 

develop skills in the use of modern tools or in modem business methods. 

The traditional apprenticeship-training period is not fixed, but is dependent on the master's 

satisfaction with the quality of the apprentice's work (Ferej, 1997). On average, in West 

Africa, the apprenticeship period is tln'ee to four years. Although there is much less detail 

on Eastern African systems, the apprenticeship period appears to be considerably shorter in 

that region. Even in West Africa, there is considerable variation according to the particular 

trade (Ferej, 2000) 

2.1.2.1 Positive Aspects of Traditional Apprenticeship 

Traditional apprenticeship training is work based, practical, self-regulated, self-financed 

and cost-effective. Such workplace experience develops important work-related knowledge 

and skills, improves the quality of learning by making it more applied and relevant, which 

have positive impacts upon the [ums as learning organizations. With this regard, ILO 

(1979); McGrath and King (1994); Ferej (1997); Yamada (2001); Carton and King (2003) 

emphasized that traditional apprenticeship represents an effective and culturally appropriate 
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system both for operating a viable business and for training young workers in a trade at the 

same time. Since traditional apprenticeship is characterized by relative ease of entry, it is 

accessible to the more marginal community groups who lack the educational requirements 

for formal training and serves rural populations and the rural poor. Traditional 

apprenticeship is rich in opportunities to practice, acquire problem solving, creative 

thinking and teamwork skills that bring important skills to huge number of young people. 

Similarly, it provides apprentices to the well-established networks of their masters, which 

gives high opportunity to observe and participate in business activities and enable large 

number of youth to obtain skill training with little cost to both the learner and employer at 

no cost to the taxpayer. 

2.1.2.2 Negative Aspects of Traditional Apprenticeship 

Even thought traditional apprenticeship is widely applied and very important for 

developing countries, Yamada (2001); Carton and King (2003) criticized that the coverage 

of the system is not universal in terms of countries or types of activity. It is usually 

concerned with artisan crafts rather than tertiary or service activities. The quaiity of the 

skills learned by the apprentice is very dependent upon the skills of the master. it is rare 

that apprentices have access to the latest techniques or tools appropriate to their tasks. The 

business skills learnt are also often elementmy. Besides, traditionally trained workers are 

good at what they know but are often poor at adapting new technologies and situations. 

That means there is a tendency towards producing improvisers rather than artisans with 

sufficient theoretical knowledge to become innovators. Y mnada (2001); Calion and King 

(2003) also added that Traditional apprenticeship training offers few opportunities for 

women, depends on traditional technologies, lack standard and quality assurances. It 

experiences significant levels of dropout though the rate tends to be lower in more 

traditional skill areas. This may be due to the greater survival of recruitment by kinship in 

these trades and to a sense of inter generational commitment to the trade within the kin or 

faInily group. 
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2.1.2.3 Suggestions to Improve Traditional Apprenticeship 

To increase the quality of technical and enterprise skills of the apprentices as well as their 

entrepreneurial interests, traditional apprenticeship trainings have to be given upon the 

labor demands of the society. Fluitman and Haan (2003) suggested that good basic 

education facilitates traditional apprenticeship and enhances subsequent performance of 

trainees as an entrepreneur. Since learning in apprenticeship programs involves employers, 

employees, associations and apprentice, active involvements of these parties improve the 

implementation of this practice. Hence, improving the image of traditional apprenticeship, 

starting with market surveys and assisting the poor to finance apprenticeship, improving 

basic education and providing supplementary training for apprentices, and upgrading the 

skills of masters, evaluate and certify the skills obtained regularly are very important to 

improve traditional apprenticeship training programs (Fluitman and Haan 2003). 

2 .1.3. Modern Apprenticeship 

Modem Apprenticeship is the system of skill and knowledge development were a long­

term training is completed in industries and service rendering enterprises combined with 

compulsory classroom instruction tmder a joint agreement between training institutions, 

enterprises and apprentice (Rupesinghe and Rubio, 1994). In the past, apprenticeship was 

often viewed as a pedagogical questionable and biased towards employees' interest. Today 

however, many consider it an ideal vehicle for the work-based learning necessary for the 

school to work transition (Wanacon, 2000). 

2.1.3.1 Modern Apprenticeship as Work-Study Program 

Apprenticeship as a work-study program is a contextual teaching and learning approach in 

which work place activities are integrated with classroom context. It is originated from the 

grounds that learning should get real world context in a sense that it should not be only 

academic to many students but also increase their engagement in work situations. When 

students combine leaning with real work life activities, they develop anitude, knowledge, 

skills, improve learning, critical thinking, teamwork skills and problem solving 

performance at work and school experience (Hughes and Moore, 1999). 
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In recent years, researchers and educators have been paying serious attention to work­

based learning as a promising educational strategy and most developed countries make 

apprenticeship training as a significant part of their education system (Hughes and Moore, 

1999). Compared to the mid-1980s, young people are now more likely to combine their 

studies with work during the transition. This is partly the result of participation in school­

organized workplace experience programs. This means that for many young people the 

transition from being a student to being a full -time worker is now less sharp and sudden 

than it once was (Ferej, 2000). 

In Work-based learning, trainees have to be placed with knowledgeable skilled adult who 

assume primarily responsibility to students and adopt the roll of mentor (Hughes and 

Moore, 1999). Chadd and Andrson (2005) have argued that meaningful work based 

learning experience requires the integration of academic and occupational content with the 

assistance of trained mentors. Wilen work based learning are given without the assistance 

of trained mentors, trainees are likely to learn specifics of a job instead of gaining a broad 

understanding of work place activities. Thus, work site mentors must able to identify what 

needs to be taught in what order should it be taught and how to teach it. Hence, before 

apprentilOes are sem to the apprenticing organizations, providing work site mentor training 

is an essential element in effective apprenticeship training program. According to Hughes 

and Moore (1999), contemporary work based learning comprises an integrated curriculum 

of mental, technical, theoretical, applied, academic and vocational aspect. This integration 

provides increased presentation of knowledge, deeper understanding of the subject matter 

and the ability to apply knowledge and skills in flexible environment. 

In particular, youth apprenticeships are seen as having potential to mll1lmlZe youth 

floundering in the labor market, ensure educative work experience, increase earnings and 

educational attainment and make school more meaningful. Likewise, newer learning 

theories see apprenticeship as providing desirable opportunities for constructive learning 

with its scaffolding mentoring and communities of practices (Wanacott, 2000). 

Apprenticeship direct ties to employment make it a natural element of the market driven 

and customer focused job-training system. Unions may perceive youth apprenticeship as a 
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treat to their influence or they may view it as a help in maintaining unions and wages. 

Employees' participation in youth apprenticeship is a focus of many states because it 

allows apprentice to exercise basic skills in realistically complex situations (Wanacott, 

2000). 

On the other hand, apprentice could not identify the connection between apprenticeship 

classes, related academic classes and their work experience. They simply viewed their 

experiences as an effective way to gain skill to become competitive in a rapidly changing 

and technological competent work place (Chadd and Andrson, 2005). Such confusion is the 

result of inappropriate guidance and evaluation during (after) apprenticeship. Effective 

apprenticeship training program requires a great deal of planning and involvement of each 

party. Both institutions and employers participate in supervising apprentices at the work 

place. Students must relay on the teacher coordinator who develop a classroom activity that 

will help them to develop work place skills. Work site mentors must reinforce previously 

taught skills and introduce additional ones required at the work place. Mentors also provide 

students with more supervision on the job that is more challenging and more meaningful. 

Students work involvement enhances to take responsibility as well as reading, writing, 

problem solving and other praclice related to school. Trainees usually express more 

satisfaction with schools, and more positive attitude towards works but they do not 

necessarily have more occupational knowledge or effective competence. They also tend 

more often to claim that their jobs have positively affected their decision to stay in school. 

Work place provides a practical setting structured for work based experience and technical 

education is to teach young people how to perform in the work place. 

The UNESCO - WHO (1999) report underlined that apprenticeship training and work 

experience placements can provide students with technical, entrepreneurial and vocational 

skills, which help to improve the economic futures of young people, combat poverty and 

joblessness and contribute to violence prevention efforts. 

According to Chadd and Anderson (2005), Hughes and Moore (1999) modem 

apprenticeship as work based learning increases the acquisition of occupational, technical 

and readiness skills to apprentice, psycho-social development, preparation for adult 
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responsibilities, problem solving ability, creative thinking and teamwork skills. It enhances 

the academic learning tlu'ough contextual or siruational learning, which helps to develop 

motivations, enthusiasm on work, and career related job experience that may assist 

apprentice in further studies within their eventual entrance to the work force 

Through modem apprenticeship, trainees insight about work conditions, nature of work, 

earnings in different occupation and employment. That means apprenticeship helps to 

know about associations, government agencies, unions and organizations that provide 

useful occupational information according to their interest, educational background and 

training experience. 

However, Formal apprenticeship has been criticized by Atchoarena (2003) for its 

remoteness from market realities and its failure to provide the specific skills needed for 

self-employment. Enterprise-based training and traditional apprenticeship approaches are 

distinguished for imparting the skills needed for self-employment including the range of 

management and organizational skills needed in order to negotiate with suppliers and 

customers, cost products, train others, and absorb the customs and ethics of each profession 

(Atchoarena, 2003). 

2.1.3.2 Difference between Traditional and Modern Apprenticeship 

Even though both traditional and modem apprenticeships are work based training 

programs, there are regional and time variations between them. Some of the basic 

differences are: 

~ Traditional apprenticeship is worldwide expenence III the informal sectors while 

modem apprenticeship mainly focused on formal sectors. 

~ Traditional apprenticeship is relatively easy of entry and high degree of self­

flllancing. On the contrary, modem apprenticeship needs entry requirements and 

government (enterprise) financed. 

~ Quality and overall development of trainees III traditional apprenticeship are 

dependent on the masters ' knowledge and work experience (lacks standard and 

quality assurance) but in modem apprenticeship, the quality of training and the 

knowledge of trainees are determined by the country standard. 
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~ Traditional apprenticeship period is not fixed and dependent on the masters ' 

satisfaction but the period in modern apprenticeship is predetermined by law. 

~ Traditional apprenticeship is widely used in under developed! developing coumries 

while modern apprenticeship is more applied in developed countries. 

~ Traditional apprenticeship is good at indigenous practices while modern 

apprenticeship is better in applying modern technologies. 

2.2 Experiences of Selected Countries 

Models and implementation of apprenticeship training are different depending on their 

skilled labor force demands and s!ructure of TVET system. Experience of Germany is 

selected for this thesis because dual apprenticeship model is widely accepted in Germany 

and German speaking countries. Similarly, enterprise and trade training apprenticeship 

model in Australia is discussed to show the experiences of de-centralized structure of 

apprenticeship training in Australia while the experience of Ghana helps to see traditional 

apprenticeship methodology in developing countries. Hence, these three countries are 

chosen to show experiences of both developed and developing countries with respect to 

modern and traditional apprenticeship methodologies. 

2.2.1 Apprenticeship in Germany 

Overview 

Germany is a country where firms are distinguished by a velY high proportion of the 

workforce having intem1ediate level qualifications (Deissinger, 2004). Apprenticeship in 

Germany is mainly based on the dual system on which vocational training takes place in 

the apprenticing company as well as in a special vocational school. The system is designed 

to reflect the components of work, which apprentices are expected to do in their further 

professional lives. The fundamental design of the apprenticeship system is absolutely the 

same for all business sectors including the professions, pruis of the civil service, crafts and 

the administrative sector (Beutner, 2000). The content of training, time structure of training 

and the successful completion of training are regulated by state governments, employers' 

associations and industrial chambers (Bougheas aJ1d Georgellis, 200 I). 
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Theoretical lessons at vocational schools take place on one to two days a week within 12 

lessons and practical training takes about 25 hours a week in the enterprise. After five 

hours a day, the apprentice is not pennitted to work in the enterprise on that day and the 

enterprise has to free the apprentice for theoretical lessons (Beutner, 2000). According to 

Deissinger (2004), the normal duration of apprenticeship in Germany is about three years 

(with possibly shortening and extending) of which apprentice spent about two-thirds of 

their apprenticeship time in the companies and one third of their apprenticeship time in 

vocational school. The trainers in the enterprise, who teach the major practical part of the 

apprenticeship to be completed through the training centers, have also a responsibility to 

take care whether the apprentice obtains all knowledge, qualification and skills to reach the 

aims of the apprenticeship (Beumer, 2000). 

Apprenticeship training with the dual system is open to everybody regardless of 

qualification age, nationality and gender. The age of an apprentice depends on the 

qualification level at schools usually between 15 and 21 years old. However, there are 

special non-formal requirements and special sorts. For example, to enter the banking sector, 

the apprentice should have passed at least the intermediate secondary school or the 

grammar school (Deissinger, 2004). According to this writer, apprenticeship in Gennany is 

governed by a written contract between apprentice and the trainer in the enterprise. To this 

contract, the Vocational Training Act is the official German law, which regulates the fonn 

of the contract. The contract between these parties includes type, objective, structure and 

dmation of the apprenticeship (includes daily work, vacations and the probationary period). 

In addition, the contract contains commencement and termination of apprenticeship, 

method of payment, level of the salary and apprenticeship outside the enterprise. 

Apprentices in Germany have to attend two examinations that are given in the middle of 

apprenticeship period to control the level of the apprentice and the final examination given 

at the end of the apprenticeship to test apprentices' skill and knowledge (Deissinger, 

2004).The content of the examination is determined by the vocational training rules. After 

completing the examination, the apprentice gets three certificates. The first one is the 

skilled worker's certificate (certificate of apprenticeship or conunercial training certificate). 

The second certificate, issued by the training enterprise, describes the nature, duration and 
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objective of the vocational training as well as knowledge and skills. The third certificate, 

issued by the vocational school, can confirm qualifications that are necessary to go to a 

further training or education. 

Apprentices in Germany do not carry the cost of the training. The basic costs of the 

training at vocational centers are financed from a mix of governmental taxes and taxes of 

the individual federal states but the running costs of apprenticeship at the enterprises are 

financed by the employer and the employee (Beutner, 2000). However, apprenticing 

enterprises have to pay a fair salary to apprentice on the bases of wage agreement of the 

sector that depends on the age of the apprentice and duration of the apprenticeship. 

According to Deissinger (2004), since dual training is work based and mainly practical. the 

system is a well -understood and socially accepted pathway into employment. It IS 

detelwined by the involvement of the state with regard to the nature and quality of 

occupational standards as well as to legal conditions underlying apprenticeship training. 

Public, private and semi-private institutions work together in a long-established mode of 

cooperation and those employers and unions normally take the initiative with respect to 

training regulations and their revision or modemization. 

Lesson learned 

From the German dual apprenticeship training, the following very important experiences 

are learned. 

1. Trainees have to attend examinations to check whether they fulfilled the industry and the 

national standards. 

2. State goverrunents, employers' associations and industrial chambers have responsibilities 

to regulate the content, time structure and the successful completion of training to certify 

the examinations and the national standards . 

3. Apprenticeship should be governed by a written contract agreement between apprentice 

and the enterprise . 

4. Supervisors in the enterprises have high responsibilities to take care whether the 

apprentices obtain all knowledge, qualifications and skills to reach the aims of the 

apprenticeship. 



5. Enterprises have to pay a fair salary to apprentice on the bases of wage agreement of the 

sector that depends on the age of the apprentice and duration of the apprenticeship. 

6. Apprenticeship has to be well understood and socially accepted by the society as a 

pathway into employment. 

2.2.2 Apprenticeship in Australia 

Overview 

Australia has been successful in substantially increasing participation in secondary 

schooling and tertiary education during the last half of the 20th century. This increased 

effort has included a significant improvement in the capacity of the Technical and Further 

Education (TAfE) sector to provide vocational education, particularly for trade training 

(Hager, 2004). Government support for vocational training has been strong when the 

Commonwealth agreed to support the development of TAPE and encourage 

apprenticeships in 1973 . Initially, this support was largely on the grounds of economic 

efficiency and the output of the apprenticeship system to compensate for the decline in 

skilled immigration that had been a feature of the labor market since 1950 (Ray, 2001). 

Hager (2004) expressed that Apprenticeship came to Australia with the establishment of 

the colony of New South Wales (NSW) in ! 788 . The colony adopted English law relating 

to masters and apprentices that became the basis of subsequent laws throughout Australia. 

The relationship between master and apprentice was effectively a contract of employmem 

and training. It was subject to the law mainly because it involved the employment of 

children. Because of the relatively large number of migrants coming to the new colony, it 

could be assumed that most of the skill requirements of the period were met by the use of 

immigrant. 

The first Australian apprenticeship legislation different from British law was established in 

1894. A few years later, this Act was consolidated into the NSW apprentices Act 1901 that 

include a detailed framework for the regulation of apprentices, including many features that 

remain until now. By the end of the 19th century, apprenticeship was well organized 

throughout all states with full responsibility in regulating and administering (Hager, 2004; 

Rays, 2001 ). 
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According to Hager (2004), the apprenticeship system in Australia was largely based on the 

British model and survived with only minor changes for a long time. However. the global 

impact of major social and technological changes of recent decades has led to new reform 

of the Australian apprenticeship system. Accordingly, the trade-training model is applying 

through out all eight states and telTitories each controlled their own alTangements. The 

apprenticeship model of trade training that evolved in Australia has been emphasized on 

the importance of the contract of employment and training between the apprentice and the 

employer. Apprenticeship legislation has enabled state supervision over the contracts of 

employment and training, including processes for resolving disputes between employers 

and apprentices. 

Throughout the last half century, apprenticeship maintained its attraction as a prefelTed way 

of training for major trade occupaiions such as vehicle mechanic, carpenter, joiner, 

engineering tradesperson and electrical mechanic (Ray, 2001 ). For all these occupations, 

apprenticeship provided a learning process that was balanced in the fOlTl1al training and 

workplace experience to achieve relevant workplace competencies. For Apprentices in 

small finns, who are not provided sufficient practical training in the workplace, broad 

technical education as part of their formal training at TAFE is arranged (Ray, 2001; Hager, 

2004). Over the last 40 years, the main role of apprenticeship has been to fill the stock of 

tradespersons. From 1985 until 1994, traineeships were promoted extensively as a way of 

encouraging early school leavers to enter the labor market and obtain some skill training 

(Ray, 2001 ). 

The basic idea of traineeship was to provide entry level training for vocational occupations 

below technician (certificate or diploma) level that were not covered by apprenticeship 

(usually through a one-year traineeship involving formal training for one or two days each 

week). An important aim was to cater for newer kinds of work in emerging industries that 

were not covered by the traditional apprenticeship system. Traineeships were also intended 

to make training more available to various designated equity groups that were greatly 

under-represented in traditional apprenticeship. 



Ray (2001 ) and Hager (2004) have expressed that the 'training' role of apprenticeship is 

more dominant than the 'employment' role (belonged solely to the industrial parties, rather 

than to governments) which includes Competency-Based Training specified by industrial 

participate in terms of standard. Apprenticeship has provided benefits to young people, 

employers (particularly small business) and the community. It has provided a major entry­

level job for up to one-third of Australian male schoolleavers. 

Apprenticeship involves a contract (should not exceed seven years and expire at the age of 

21) of employment and training that is based on well-established industrial principles and 

procedures that preceded government subsidies. It had the provision that no apprentice was 

bound to serve his master for more than 48 hours per week (except for farmers or domestic 

servants). There is an established simple form of procedure for the settlement of differences 

and disputes between master and apprentice included summer remedies for breaches of 

contract such as absenting without leave (Hager, 2004). 

Lesson learned 

1. Apprenticeship has a potential to benefit the community through its role in providing a 

supply of skilled people, quality goods and services. 

2. Apprenticeship as a system of employment and training IS designed to benefit the 

industrial parties, apprentice and employers. 

3. Apprentices benefited from having guaranteed paid employment for some years 

(nominally four years for trade apprenticeships) and an opportunity to learn skills from 

qualified tradespersons. 

4. Employers are benefited from having an employee who becomes more and more 

productive as time passes. The relatively high costs of employing first-year apprentices 

can be acceptable to employers on the basis that, by the third and fourth years, 

apprentices attain a work value about the same as a tradesperson but receive apprentice 

wage that is less than the qualified rate. 

5. Apprenticeship should be accepted by the community, enterprises and apprentices. 
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2.2.3 Apprenticeship in Ghana 

Overview 

Vocational and technical education in Ghana are designed to produce effective artisans, 

technicians and other middle-level personnel with the skills and knowledge required for the 

country's agricultural, industrial, commercial, social and economic development. It usually 

covers general education, practical training and related theory in varying concentrations 

(McGrath and King, 1994). Particularly, Vocational education is designed to prepare 

skilled personnel at lower levels of qualification for particular jobs, trades or occupations. 

Emphasis is given to equip the individual with entrepreneurial skills for self-employment 

that enables trainees to adapt easily changing economic and occupational situations. 

According to these writers, Technical education on the other hand, is designed to prepare 

technicians and middle-level management personnel to the immediate needs of the country. 

Especially, Vocational and Technical Education in Ghana provides learning and training 

opportunities in the informal sector that encourages female to paliicipate in apprenticeship 

for jobs and occupations, which are traditionally not practiced by women. Special programs 

are also designed for physically handicapped and disabled persons (McGrath and King, 

1994) which is the very important aspect of apprenticeship in Ghana. 

Abban and Quarshie (1997), McGrath and King (1994) classified apprenticeship in Ghana 

as traditional apprenticeship, technical skills upgrading apprenticeship, management 

training for master mechanics apprenticeship and Master craftsmen apprenticeship. 

According to these writers, traditional apprenticeship in Ghana has also different phases 

depending on the type and duration of the occupation. In most apprenticeship programs, the 

first phase starts with an introduction such as doing menial jobs, cleaning the workshop and 

running errands. The next phase consists of getting to know all the tools of the trade as well 

as materials, spare parts, rules and regulations of the organizations. Finally, the appre11lice 

is given complex tasks and increased responsibility in the absence of the master. 

Apprentices in Ghana do not normally receive wages for the work they do. However, 

pocket money at the masters' maturity is the rule rather than the exception. Since 

apprentices are involved to productive and service activities, the frequency and the amount 

of their allowance tend to increase as they become more experienced and productive. 
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According to Singh (1998), apprenticeship period in Ghana depends on the master, on the 

apprentice, and to some extent on the activity. The working week of the apprentices is long 

normally six days of eight hours each. However, the total apprenticeship period varies from 

occupation to occupation. For example, in the wood working fimls, the apprenticeship 

period ranges from 6 months to 2 years while in the metal working sector, it ranges from 2 

- 5 years. On the other hand, apprenticeship programs organized and managed by Ghana 

National Association of Garage (GNAG) lasts four years until the apprentices qualify to go 

for further training at Kumasi Technical Institute (KTI). Apprenticeship in the KTI 

program takes twelve weeks for trainees and six weeks for master mechanics. The skills 

upgrading program is undertaken by KTI qualified staff using their modem equipment. 

The master mechanics that complete the KTI program can then be selected for further 

training at the Management Development and Productivity Institute (MDPI) . The 

apprenticeship takes four years and is usually subject to tripartite written contract. The 

apprentices are selected by their masters and given final approval by the GNAG secretariat. 

Those who completed the MDPI training are selected for Master artisans by Intermediate 

Technology Transfer Units (ITTU) . These anisans may spend a period of practical on-the­

job training at an ITTD as visiting apprentices for periods ranging from a few weeks to a 

few months to learn new skills. The ITTD organizes apprenticeship scheme not only for 

artisans but also for Students from Universities, Polytechnics, Vocational and Technical 

Institutes during vacation. Trainees who might have served periods of apprenticeship in an 

informal sector workshop may attain ITTD training to acquire particular skills that they 

missed either because the master himself lacked or because the necessary equipment was 

not available (McGrath and King 1994). 

From the above discussion, apprenticeship in Ghana has comprehensive structure extending 

from minimal formal education to higher level of education in the universities. However, 

Biggs et al (1995) criticized that the apprenticeship system is less appropriate for skills 

needed to modem manufacruring where completely different types of skills are required at 

a higher level of education. 
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Singh (1 998), Biggs et al (1995), Abban and Quarshie (1997) characterized that the 

inability to obtain an industrial plot, lack of start-up capital and lack of guidance before, 

during and after apprenticeship are the major problems in applying apprenticeship 

programs in Ghana. 

Lesson learned 

1. Apprenticeship has to be given not only for trainees but also for trainers (for periods 

ranging from a few weeks to a few months to learn new skills). 

2. Traditional apprenticeship and formal apprenticeship should supplement each other to 

achieve maximum results. 

3. Apprenticeship training programs should be integrated with other promotional 

institutions in a way that encourages specialization among organizations. 

4. Apprenticeship should be given not only for lower level of training but also for higher 

levels of training at the universities. 

5. Evaluation of apprenticeship should bring all parties together to increase productivity for 

participating enterprises and enhanced prospects for workers to be self-employed. 

2.3 Apprenticeship in Ethiopia 

2.3.1. Overview 

Ethiopia, as one of the African countries, many of its work force comes from traditional 

apprenticeship. However, the condition of traditional apprenticeship in Ethiopia is not well 

organized and is not able to solve existing problems. Hence, the Ethiopia government 

decided to apply modem apprenticeship program. To have competent work force, trainees in 

vocational education and training institutions (colleges) have to adapt the real work life 

before they qualifY themselves as self or wage employee in their specialized areas through 

apprenticeship in productive and service rendering enterprises. This may help trainees to 

develop desirable and effective work habit, acquire necessary knowledge and skill to an 

occupation and improve learning and problem solving performance at work. 

Yekunoamlak (2000) expressed that apprenticeship programmers connect vocational schools/ 

training centers with companies/service offering organizations so that trainees can attain the 

skill required in the actual work place. He also added that apprenticeship training in Ethiopia 
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appears to be an effective means of familiarizing trainees very early with the condition of the 

work environment who eventually qualify as self or wage employees in their special areas. It 

is the most cost effective mechanism for the government because organizations share cost of 

apprenticeship and use the same resources such as instructors, equipment, materials and time. 

Apprenticeship has also benefited the community through its role in providing a supply of 

trained people to provide quality goods and services. Apprenticeship training programs are 

also advantageous to organizations in the sense that they can evaluate and select competent 

apprentice to employ permanently after completing the training that helps them to save their 

time and money spent in selecting and hiring employees. 

Placing students in apprenticeship program gives opportunity to integrate school and work 

based learning with real work environment. Apprentice can learn basic skills needed to 

become effective and productive workers in high skilled occupation. Masresha (2004) 

stressed that apprenticeship programs conducted in different organizations contribute to 

improve the quality of vocational graduates and satisfy the immediate skilled work force 

needs of the country. Hence, to achieve these objectives, the Ethiopian government set legal 

framework and guideline on which trainees undergo apprenticeship training in enterprises 

and service rendering organizations. 

2.3.2 Objectives 

Proclamation 391 12004 and the curriculum developed by MoE in 2003 clearly indicated 

that applying apprenticeship program is mainly to familiarize trainees with work and work 

place activities so that they can relate theory into practice after on-the-job training. 

Apprenticeship program is also aimed to teach trainees work discipline and professional 

ethics that help them to develop self-confidence, problem-solving ability, update skills, 

knowledge and attitudes of the work and work related programs. Another objective of 

apprenticeship training as stated in the proclamation is to make enterprises and service 

organizations active participant in the Education and Training System of the country. 

To achieve the above major objectives, Training Colleges/ Institutions have responsibilities 

to teach the community and concerned bodies about the importance and implementation of 

apprenticeship programs. Particularly, Training Colleges/institutions have high 
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responsibilities to gIve orientations to supervisors/mentors in the apprenticeship cemers 

how to treat and evaluate apprentices at the workplace. On the other hand, Organizations 

selected for apprenticeship have to produce working materials and assign capable 

supervisors that follow the day-to-day activities of apprentice based on the guidelines. The 

trainees' checklists for performance achievement have to be submitted to the training 

colleges or institutes on time. 

To achieve the utmost result of apprenticeship, trainees, Colleges/training centers and 

apprenticing organization do agree and sign a tripartite agreement to implement 

apprenticeship for mutual benefits (Proc. 391 /2004). Nevertheless, the study of Masresha 

(2004) and Abeya (2005 revealed that there was no tripartite agreement among trainees, 

apprenticing organizations and training colleges. As a result, problems caused by trainees 

make them discontinue the apprenticeship program. 

The number of trainees sent to apprenticing organizations should depend on the capacity 

and appropriateness of human and material facilities in the organizations . However, 

assessment on apprenticeship done by Addis Ababa Education Bureau in 1997 E.e, studies 

of Masresha (2004) and Abeya (2005) showed that there was no clear criterion in seiecting 

apprenticing organization and asslgnmg trainees to apprenticeship cemers. 

Companies/enterprises/, training institutions, government bodies and trainers were not 

following the apprenticeship guideline to undenake program successfully. According to 

these studies, since apprenticing organizations are not fully aware about apprenticeship 

training, they do not assign appropriate supervisor to apprentices and do not assign trainees 

on their field of study. Similarly, Training institutions do not follow whether trainees are 

attending the apprenticeship training upon the assigned organization regularly. 

Since trainees do not get pre- apprenticeship orientation for the on-the-job training, they do 

not maintain work place discipline and ethics properly. Thus, attitudes of trainees, 

enterprise and the cornmunity are deflected to the contrary of the objective of 

apprenticeship programs. Even some enterprises consider trainees as problems to their 

organization. This was mainly due to the loose relation between training colleges 

(institutions) and apprenticing organizations. 
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CHAPTER THREE 

PRESENTATION AND A..NALYSIS OF DATA 

This chapter deals with the analysis and interpretation of data gathered from the sample 

trainers, trainees, vocational counselors (apprenticeship coordinators), deans and 

supervisors (owners) in practice centers. Questionnaires, interviews and document analysis 

were the data collection tools used in this study. After the data were collected, they were 

checked for completeness and were classified, tabulated and analyzed to give appropriate 

treatment for the basic questions raised in chapter one. 

Out of the 322 questionnaires distributed to trainees, 273 (84.78%) were filled and 

returned. From 108 questionnaires distributed to trainers, 84 (77 .78%) were filled and 

returned. As the returned questionnaires were adequate for the purpose of this study, the 

numerical analysis therefore was based on these figures. Thus, interpretation and analysis 

of data obtained from the sample respondents are presented following each Table. 

3.1 Background of Respondents 

Table I: Characteristics of Apprentices Respondents 

NO. Colleges Sex Age in Years 

1 TTC 1M F Total 16 I 17 18 19 20 >20 I Total 

NO ! 73 241 97 - I 14 25 28 30 97 -

% I 75 .26 24.74 100 - - 14.43 25.77 28.87 1 30.93 I 100 

2 HSC NO . I 41 46 87 - 1 I 25 14 11 36 87 

% I 47.13 52.87 100 - 1.15 28.74 16 .09 12.64 41.38 I 100 
, 

TVET N°·1 61 28 89 2 4 18 ?- 22 18 89 j -) 

o/e: 1 68.54 31.46 1 100 2.25 14.49 1 20.22 128.09 24.72 20.22 100 

Grand Total N°, 1 175 I 98 273 2 5 57 64 61 84 273 

% 1 64 .10 I 35.90 I 100 0.73 1 1.83 20.88 23.44 22.34 I 30.77 I 100 

Regarding to sex distribution, 175 (64.10%) respondents in the sample were males and 98 

(39.90%) were females. This figure was consistent with the data released by the respective 

colleges, where the enrollment rate of females was 31.88% in TTC, 48 .57% in HSC and 
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39 .55% in TVET (see appendix 2). Hence, it is possible to say gender representation in the 

stndy was more or less proportional to the rate of enrollment and the data provided by the 

sample trainees reflect ideas and opinions of both male and female trainees. 

It is revealed that female enrollment in Health Science College was greater than that of 

College of Teachers' Education, and Technical and Vocational Education and Training 

College. 

When the age distribution of trainees is observed, only 7 (2.56%) respondents were below 

18 years and 266 (97.44%) were 18 years and above. This showed that majority of trainees 

were capable physically and mentally to undertake practical training at the work place. 

Table II: Characteristics of Trainers 

Respondents Total D Cal Tab , , 
f x- x-

Items TTC HSC TVET 
NO I % NO % NO % NO % I 

Male 31 88 .5 7 1 31 1 93.94 11 1 68.75 1 73 1 86 .90 i I 

I Sex Female 1 2 1 6.06 - 1 ' 1) - 1 4 1 11.43 11 1 13.10 I ) .) ._) I 

Total 1 33 1 100 16 1 100 35 100 84 I 100 2 1 6.13 1 5.99 
educational MAIM SC I 7 I 21.21 1 - ! - - - 7 I 0.803 ! 
Background BAlE SC 1 26 ! 78.79 1 11 68.75 11 1 31.43 48 57.14 1 

Dioloma 1 - - 5 31.25 24 68.57 29 ! 34.52 
Total I " 100 16 100 I 35 100 84 100 4 41 .2 1 9.49 JJ 

0 - 5 i 20 60.61 1 10 62 .50 1 12 34.29 42 50.00 I 
Service 6 - 10 1 1 3.03 4 25.00 

, 
8.57 8 9.52 J 

years 11 -15 1 2 1 6.06 - - 1 4 11.43 6 7.14 
>15 10 30.30 2 12 .50 16 45 .71 28 33 .33 1 

Total " 100 16 100 35 100 84 100 6 14.38 1 12.59 JJ 

-CL=O.O) slgl1lficance level 

The study revealed that female participation, as a trainer, was very low in both colleges (see 

Table II). Relatively more female trainers (3 i.25%) were available in HSC than TTC 

(6 .06%) and TVET (11.43%). Accordingly, the critical value 6.13 is greater than the table 

value 5.99 indicated that for 2 degree of freedom at a 0.05 level of significance, gender 

distribution of trainers has statistically significant differences among the three colleges. 

Regarding the qualification of respondents, 21.21 % TIC teachers were 2nd degree and 

78.79% were bachelor degree graduates. However, I! (68.75%) of HSC and 11 (31.43%) 
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of TVET teachers were degree graduates. Although university degree was the minimum 

requirement to undertake activities directly pertaining to the training offered at the college 

level, 31.25% of HSC and 68.57% of TVET teachers were diploma graduates. This shows 

that staff compositions of TVET and HSC were under the minimum requirement set by the 

MoE, which will bring quality problems on the overall training system within the 

respective colleges. Comparatively, staff composition of TTC was better than the other two 

colleges. Hence, the chi-square value 41.21 is greater than the table value 9.49 indicating 

high significant difference in educational status of trainers for 4 degree of freedom at 95% 

confidence level. From the interview held with college vice deans of TVET, it was further 

discovered that most trainers are attending in-service training to upgrade their qualification. 

Regarding service years of teachers, the majority, 20 ( 60 .61 %) of TTC ,10 (62.50%) of 

HSC and 12 (34.29%) of TVET teachers were below 6 years while 39.39% of TTC, 

62.64% of TVET and 37 .5% of HSC teachers have more than 5 years work experience(see 

Table II) . Hence, from the service profile it can be said that TVET College comprised of 

more experienced teachers than the other two colleges and the majority of teachers' service 

experience lies below six years . A chi-square value 14.38 is greater than the table value 

12.59 indicates the existence of work experienct; difference among the study groups for 6 

degree of freedom at 95% confidence level. During the interview held with deans of the 

respective colleges, it was discovered that the employing structure in the colleges made 

experienced trainers not to apply in the colleges. That means, since colleges employ 

trainers with a salary of fresh graduate, experienced teachers are not voluntaty to be 

employed with very small amount of payment in these colleges. 

Therefore, this fmding indicated that HSC and TVET College are operating the training 

below the required standards of qualification whereas TTC and HSC trainers work 

experience was very low compared to TVET service experience. TVET trainers are well 

experienced in spite of their qualification below the minimum standard set by MoE. Even if 

majority of trainers in TTC were first -degree graduates, 21.21% were second-degree 

graduates. During the interview held with dean of TTC, it was discovered that second­

degree graduate trainers were very small because they displaced to Arba Minch University. 
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3.2 Selection, Arrangement and Placement of Trainees on Apprenticeship Centers 

As it is already indicated in the literature of this thesis, before apprentices are assigned to 

practice, appropriate apprenticeship centers have to be selected. On basis of this, the 

majority of respondents, 80 (82.47%) ofTTC, 71 (81.61%) ofHSC and 82 (92.13%) of 

TVET trainees revealed the existence of criteria by which apprenticeship offering 

organizations were chosen. Similarly, 31 (93.94%) of TIC, 14 (87.50%) of HSC and 28 

(80.00%) of TVET trainers confirmed the existence of criteria via which apprenticeship 

offering organizations were chosen. Both trainees and trainers of TTC and HSC 

respondents believed that availability of supervisors and occupations were widely used 

criterion to select apprenticeship centers in their colleges. TVET respondents asserted that 

interest of organizations was more dominantly considered to select apprenticeship centers. 

Availability of supervisors and occupations was chosen as a second criterion to select 

apprenticeship centers in TVET. However, in actual case, availability of supervisors and 

occupations are the most important factors in the selection of apprenticeship centers. With 

this respect, TVET College has given less attention to select apprenticeship centers. A chi­

square test indicated that for 8 degree of freedom at 0.05 confidence level, the Table value 

5.99 was greater than the calculated value .973 implying that there was no statistically 

significant difference in perception among the three trainees group in selection criteria of 

apprenticeship centers. 
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Table III: CJ"itCl"ia for Selection of Apprenticing Orglll1izatiuns 

TRA INEES 
N lTC HSC TVET 
0 Hems 

NO % NO % NO 1 % 
-. 
I Are their criteria for se lecti o n o f apprenticeship centers 

Yes 80 82 .47 71 8 1.6 1 82 92. 13 

NO. 17 17.53 16 18.39 7 7.87 

To(al 97 100 87 100 89 100 

2' I f you say yes fo r number I , what are the criteria 
Number o f e lli p loyees 28 20.74 21 20.79 14 11.38 

in the organizatio n 
Interes t o f 40 29.63 25 24.75 63 5 1.22 

orgalli z<l l ions 

A vai lnbili ly of 53 39.26 47 465 3 25 20.33 

silpervisors and 
occupations -
Type o f ownershi p 4 10.37 4 3 .. 96 16 1).0 ] 

(government or N GD) 

Others - , 4 3.96 5 4.07 

Tolal 135 IIlO 101 100 128 100 

J* Criteria used to ass ign tra inees to the practices cente rs 
Field o f study 88 63.77 31 32.29 80 6349 

1-----::- ---
Distance from res ident 4 2 .9 25 26.0') 

Apprenti ce interes l 9 6.52 14 1·1.58 12 9.52 

O n loltery bas is 37 26.8 1 22 22.91 31 24 .6 

Others - 4 4. 17 3 2.38 

-
Tola l 138 100 96 100 126 100 

'" tvlultip le Responses 
a=O.05 signi fkance level 

TRAINERS 

Tu(al Cal 'n 'c I ISC TVET 
x2 

NO % NO % NO % NO % 

233 85.35 3 I 93.94 14 87.50 28 80.00 

'10 14.65 2 6.06 2 12.50 7 20.00 

273 100 .973 33 100 16 100 35 100 

63 17.3 \ 7 12.96 12 3 1.59 5 13.5 1 

128 35 16 II 20.37 8 2 1.05 27 '17.37 

--125 34.34 19 35. 19 14 36.84 25 43.86 

-
34 9.3·1 13 20.07 ' I 10.53 , -

-W---9 'I 7.11 I , - , , 

364 10(1 3956 54 100 38 100 57 100 

199 55.28 2 1 52.50 16 34 .73 24 44.44 

~. 8,06 2 5.00 8 17.39 II 20.37 

35 9.72 4 10.00 6 13.04 14 25 .93 

-
90 2500 II 27.50 4 &.70 5 9.26 

7 194 2 5.00 12 26.Q9 - --

360 100 75,22 40 100 46 100 54 100 
----
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To(al Cal l' x2 

X 
2 

NO (Yo 

73 86.90 
-

I I 13. 10 

&'1 100 2 .80 2 5.99 

24 16. 11 

---
46 30.87 

58 lR 93 

-
17 11.41 

------
'I 2.68 

1'19 100 39.77 8 15,51 
----

6 1 113 .57 

2 1 l5":iiUf--' 

24 17. 14 

20 14.29 

14 10.00 

1 flO 100 36.25 g 15.51 



Once apprenticeship centers were chosen, the remaining task was to distribute trainees in 

the respective centers. A study of Masresha (2004) in Oromia Region showed that the 

mechanism used in distributing trainees to apprenticeship centers was not formal and clear 

to apprentice. Here trainees were asked to indicate the mechanisms used to distribute 

apprentice to apprenticeship centers. Accordingly, 88 (63.77%) in TTC, 32 (32.29%) in 

HSC and 80 (63.49%) in TVET trainee respondents believed that field of study was the 

major criteria used to dispatch trainees to the respective practice centers. HSC used distance 

from resident as a second major criterion in assigning trainees to the selected organizations. 

Apprentice interest was considered with minimal percent in all the three colleges as a 

mechanism to dispatch apprentice to the training centers. The calculated value 39.56 is 

greater than the table value 15.51 indicating statistically significant difference among 

trainees for 8 degree of freedom at 0.05 levels of significance. 

Regarding the mechanisms used to send apprentice to apprenticeship centers, 21 (52 .50%) 

in TTC, 16 (34.78%) in HSC and 24 (44.44%) in TVET respondents believed that field of 

study was the major criteria used to dispatch trainees to the respective practice centers. As 

indicated in the Table, the calculated value 75 .22 is much greater than the table value 

15 .5l. Thus, there was statistically significant difference among trainees for 8 degree of 

freedom at 0.05 level of confidence. Similarly, the chi-square value 36.25 of trainers is 

greater than the table value 15 .5 1 indicating the existence of differences among trainers for 

8 degree of freedom at the 95% confidence level. Hence, this finding indicated that the 

three colleges set criteria to select apprenticeship centers and assign trainees to the practice 

centers. 
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Table IV: Assigning Trainees to Practices Centers 

D Tab 
"IRAINEES TRAINERS F 

, 
Ie 

N Items 
0 TTC I-ISC TVET T"~ Cal He I-ISC TVET TOlal Cal 

x2 x2 
NO % NO % NO % NO % NO % NO % N % NO % 

0 
I ' Who is aul horized 10 ass ign (ra inees (0 apprenliceship centers? 

Voca tiolml 17 11.33 17 14 .78 7G 71.03 110 29.57 - - - " 35 64.81 35 27.3 11 
cOllllselor 
Traillcrs ·18 32.00 '12 36.52 10 9.35 100 26.88 14 29. 17 8 30.77 1 1.85 23 17.97 

Org<llliz..1tiolis 14 9.33 II 9.57 5 ~ I~ ~- 5 
- ---

10.42 4 15.38 18 33 .33 27 21.09 
request 

T rainees personal I 0.G7 7 6.09 9 8AI 17 4.57 
---

5 10.42 " - - - 5 3.91 

contact 
Co lleges 70 46.67 38 33.04 7 6. 54 115 30.9 1 24 50.00 14 53 .85 " " 38 29.69 I---
1l1 C1 l1ag c lll c lll 

J07 1----yj"2 Total 150 Ion 115 100 --wo 100 133.60 48 100 26 100 54 100 128 100 11J2. 17 8 15.5 1 

2* Who determ ine the number of tra inees sent to the selected organ iza tions 

Each organization 4 3.23 15 14.56 15 13.27 34 10.00 1 2.32 - - 18 38.3 19 16.67 

Tra illing 54 43.55 28 27 .18 45 39.82 127 37.35 24 55.8 1 10 41.67 2 4.26 36 31.59 

institutions 
Advisory 12 ~- 5 4.85 2 1.77 19 5.59 2.32 

----
0.88 

---
I "" " " " 1 

cOlllmitLcc 

Agreement 53 42 .74 54 52.43 50 44 .25 157 46.18 - " " " 2 4.26 2 1.75 

bet ween colleges 
and organiZll lions f---

No rorma l 1 0 81 1 .97 I .88 3 0.88 17 39.53 14 58.33 25 53. 19 56 49. 12 

procedure 

TOlal 124 100 103 100 11 3 100 340 Ion 2 1.40 43 1110 24 100 47 100 114 100 47 .24 8 15.51 

* Mul ti ple Respollses 
Cl=O.OS confi dence leve l 
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Trainees were asked to indicate an authority in charge of assigning them to the selected 

organizations, For that, 48 (32,00%) of TTC and 42 (36.52%) HSC trainees believed that 

trainers were authorized to assign trainees to practice centers, Trainers' involvement in 

assigning trainees to practice was higher in TTC and less in TVET College. On the other 

hand, 76 (71.03%) of TVET respondents replied that the vocational counselor was 

authorized to assign trainees to apprenticeship centers. The involvement of college 

management was very high in TIC (46.67%) and very low in TVET (6.54%) compared to 

HSC (33 .04%), 

On the other hand, 24 (50.00%) of TTC and 14 (53 ,85%) HSC trainers believed that 

college management was authorized to assign trainees to practice centers while 34 

(64.81 %) of TVET respondents replied that the vocational counselor was authorized for 

assigning trainees to apprenticeship centers. 

One of the problems of conducting apprenticeship training in African countries is lack of 

industrial fabric and trained supervisors (Gasskov, 2000). Particularly, in Ethiopia, the 

number of trainees assigned to an organization was not proportional to the availability of 

human and material facilities (Masresha, 2004). He added that lack of coordination between 

training institution and apprenticeship centers was the main reason that hinders the 

implementation of apprenticeship training, With this regard, 53 (70.67%) of TTC, 54 

(52.43%) ofHSC and 50 (44.25%) of TVET trainees stated that the number of trainees sent 

to an apprenticeship center was determined by agreement between colleges and 

apprenticeship centers. On the contrary, 28 (27.18%) of HSC and 45 (39.82%) of TVET 

trainees specified that the number of trainees assigned at a particular center was determined 

by training colleges only. 

An interview was held with some selected heads of apprenticeship offering organizations 

how the number of trainees sent to their organization match with the facilities in their 

organization, Accordingly, heads of the schools selected for practice centers confirmed that 

the number of trainees sent to practice was proportional to the school facilities up on the 

agreement made between the two parties. However, trainees sent to Health Centers 
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(Hospitals) were not proportional to the available human and material facilities. Even in 

one of the practice centers (Merab Abaya Health Center), as the head of the Health Center 

described, the number of trainees sent was twice the number of employees. Head 

Department Clinical Nurse and apprenticeship coordinator of Arba Minch Health Science 

College agree with the unbalance distribution of apprentice to the apprenticeship centers. 

The reason behind this fact as he descried was the availability of dormitories inside the 

Health Center that forced them to send more apprentice there. Such mismatch enforced the 

Health Center to assign trainees during the night shift, which has its own limitations. Health 

Science trainees were attending the practical training in well organized government 

Hospitals and Health Centers only. However, they are expected to go to the rural Health 

Extension Centers, privately owned clinics and pharmacies after completion the course. 

With this regard, trainees may lack confidence and experience to work in rural clinics, 

Extension Health Centers, privately owned clinics and pharmacies. 

On the other hand, the number of TVET trainees assigned to an organization differs from 

occupation to occupation. Since majority of trainees came from rural areas and neighboring 

zones, some of them went back for practice to their districts based on the availabilities of 

occupations and hence there was no saturation in almost all apprenticeship centers except in 

some field such as Auto Mechanics, General Mechanics and Information and 

Communication Technology. The number of trainees in Auto Mechanics, General 

Mechanics and Information and Communication Technology was not proportional to 

human and material facilities of apprenticeship centers because apprenticing organizations 

in these fields are concentrated in Arba Minch. A chi-square was calculated to detect the 

perceptual difference on determination of size of trainees. Accordingly, for 8 degree of 

freedom at 0.05 levels of significance, the calculated value 21.40 was greater than the Table 

value 15 .51 implying that there was statistically significant difference among the three 

study groups. 

Similarly, 24 (55.81%) TTC of trainers asserted that the number of trainees sent to an 

apprenticeship centers were determined by training institutions whereas 14 (58.33%) of 

HSC and 25 (53.19%) of TVET trainers claimed that there was no formal procedure used to 
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determine the number of trainees assigned to the apprenticeship centers. A chi-square was 

calculated to detect the perceptual difference on determination of number of trainees. 

Accordingly, for 8 degree of freedom at 0.05 level of confidence, the calculated value 47.24 

was greater than the Table value 15.51 implying that there was statistically significant 

difference among trainers how the number of trainees assigned to the apprenticeship centers 

was determined. 

On the other hand, disagreement was observed between trainers and trainees regarding the 

determination of trainees ' assignment to practices centers (see Table IV). This variation 

may be due to lack of transparency of management system in the colleges. Hence, this 

finding indicated that the criterion that determines the number of trainees assigned at a 

particular practice centers were not clearly understood by both trainees and trainers. 
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Table V: Adequacy and Appropriateness of Apprenticeship Period 

TRAfNEES TRAINERS D Tab 
F x' 

N Items TTC HSC TVET Tota l Ca l TTC I-ISC TVET Total C" l 
0 x' x' 

NO % NO % NO % NO % NO % NO % NO % NO % 
I' Assig nm ent o f apprenticeship train ing periods --

D1II'ing SlI llllllc r - - 56 56.57 79 85.87 135 45 .92 - - 16 55. 17 35 100 5 1 50.50 

vacation -
Shining systelll 21 20.39 13 13.13 2 2. 17 36 12.24 II 29.73 6 20.69 - - 17 16.8] 

For specified 79 76.70 2 1 2 1.2 1 II 11.99 II 37.76 26 70.27 3 10.34 - - 29 28.7 1 

~eriod 
1-

Olhers 3 2.9 1 9 9.09 - - 12 4.08 - - 4 13.79 - - 4 3.96 

TOla l 103 100 99 100 92 100 294 100 37 100 29 100 3S 00.00 10 1 100 ._-
2' Conve ni e nl of assigned period 

1---
Ves 42 43 .3 55 63.22 55 61.8 152 55.68 31 93.94 - - 28 80.00 S9 70.24 

NO. 55 56.7 32 36.78 34 38.2 121 44.32 2 6.06 16 100 7 20.00 25 29.76 

Tolal 97 100 87 100 89 100 273 100 8.69 33 100 16 100 35 100 84 100 48.2.1 2 5.99 

3' Preferred appre nliceship period 
AI Ihe beginning 20 34.48 6 14.63 5 12.50 3 1 22.30 4 16.00 3 42.88 7 20.59 

1-- ._-
- -

of each acadellli c 
year -
during SClnesler 23 22.4 1 6 14.63 5 12.50 23 16.55 - - 5 20.00 - - 5 1'1.71 

break 
AI Ihe end of 15 25.86 24 58.54 22 55.00 6 1 43.88 - - 2 8.00 - - 2 5.88 

each ncademic 
year 
Allhe end of 10 17.24 5 12.20 8 19.51 23 16.55 2 100 14 56.00 4 57. 14 20 58.82 

the prof2null 
Total 58 100 41 100 40 1110 139 1000 2 100 25 100 7 100 34 100 

----- -

* llIl1l [iple Response a=O.05 significfl ill level 
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To make apprenticeship more effective, it is recommended that appropriate apprenticeship 

period for both panies has to be determined first. With this regard, 56 (56 . 57%) of HSC 

and 79 (85 . 87%) of TVET trainee respondents replied that their apprenticeship period was 

during summer vacation. On the other hand, 79 (76.70%) of TTC trainees practice period 

was for a fixed period within the semester. Few respondents in both colleges were attended 

their apprenticeship training on shifting system. Majority, 55 (63 .22%) of HSC and 55 

(61.80%) of TVET trainees persuaded that the practice period was convenient while 55 

(56 .70%) of TTC, 32 (36 .78%) of HSC and 34 (38 .20%) of TVET trainees were not much 

comfortable with practices period they attended. Chi-square was calculated to detect 

whether the apprenticeship period was convenient or not among the respondents . As a 

result, the calculated value 8.69 was greater than the Table value 5.99 implying that there 

was statistically significant difference for 2 degree of freedom at 95% confidence level. 

Respondents who were not happy with the apprentice period were asked to indicate 

convenient period. Accordingly, 20 (34.48%) of TTC, 6 (14.63%) of HSC and five 

(12.50%) of TVET respondents favored the practice period to be at the beginning of each 

academic year. On the other hand, 23 (39.65%) of TIC, 6 (14.63%) HSC and five 

(1 2.50%) of TVET trainers preferred the apprentice period to be during semester break. 

Majority of HSC and TVET (58 .54% and 55 .00% respectively) preferred the 

apprenticeship period to be at the end of each academic year. Few respondents also asserted 

the apprenticeship period to be at the end of the program. This great variation on 

apprenticeship period comes from the fact that majority of trainees in the three colleges 

were from rural districts and neighboring Zones, they may need summer vacation to help 

their families and their fami lies may need the assistance of their children during summer. 

This family and economic relation may force apprenticeship during summer vacation not 

convenient for some trainees in TVET and HSC. On the other hand, some TIC trainees 

were not comfortable with their practice period becanse they had semester final 

examination immediately after practice. Hence, this finding indicated that the 

apprenticeship period needs systematic arrangement based on the local conditions to have 

its utmost result in the three colleges under the study. 
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Table VI: Views on Dilution of Apprenticeship 

N [) Tab 

0 Items TRAINEES TRAINERS r x2 

TrC HSC TVET Tota l Cal TTC l-ISC TVET Total Cal 
Xl 

, 
x-

-
1 % % NO % NO % NO % NO NO lYo NO % NO % NO 

--
I Duration of "pprenticeship- training at a tillle 

-- .- ---
Two 1II0nths - - 83 95.4 86 96.63 169 61.9 1 - - 8 57 .1 4 29 76.32 37 40.22 

- - --
One lIIonth 5 5. 15 4 4.60 3 3.37 12 4.40 5 12.50 6 42.86 4 10.53 15 16.30 

. - ' 

Three weeks 7 7.23 - - - - 7 2.56 9 22 .50 - - 2 5.26 II 11 .97 

--
Two weeks 85 87.63 - - - - 85 3 1.1 4 26 65.00 - - 3 7.89 29 3 1.52 

.. - --
One weeks - - - - - - -- - - - - - - - - -

--. 
Tolal 97 100 87 100 89 100 273 100 40 100 1 ' I 100 38 100 92 100 

2 Opiniun of respondents regarding the duration of traini ng at the work place 
r- -

-- .--
More than 19 19.59 3 1 35.63 28 3 1.46 78 28.57 - - 3 18.75 - - 3 3.57 
enough ----. 
enough 32 32.99 48 55. 17 30 33.7 1 110 40 .29 21 63.64 4 25.00 22 62.R(' 47 55.95 

-
Not enough 46 47.42 8 9.20 3 1 34.83 85 31. 14 12 36.36 9 56.25 13 37. 14 34 40.4R 

Total 97 100 87 100 89 100 27] 100 33.42 33 100 16 100 35 100 84 100 19.72 4 9.49 
- --- . . -

\1=0.05 sign ificanl level 

44 



Duration of apprenticeship differs from occupation to occupation and from country to 

country. in Ghana for instance, it lasts from 6 months to years depending on the type of 

firms (Biggs et aI., 1995) while term of apprenticeship contract in Australia should not 

exceed seven years and expire at age 21 years (Hager, 2004; Ray 2001). The majority, 85 

(87 .63%) of TIC trainees attended practical training for two weeks at a time in each 

semester except the final semester of the program( in which TTC trainees are supposed to 

attend one-month training). About 83 (95.46%) of HSC and 86 (96.63%) of TVET trainees 

attended apprenticeship training for two months in each year. 

Trainee respondents were asked to rate the adequacy of apprenticeship period .Accordingly, 

46 (47.42%) of TIC and 31 (34.83%) of TVET confirmed that the period allotted for 

practice was not enough. Nevertheless, 51 (52.58%) of TIC, 79 (90.80%) of HSC and 58 

(65.17%) of TVET respondents asserted that the period allotted for practice was adequate 

(see Table VI) . A chi-square test was calculated to detect the significant difference among 

trainees of the study group. Accordingly, the calculated value 33.42 was greater than the 

Table value 9.49 implying the existence of statistically significant difference for 4 degree of 

freedom at the 95% of confidence level. 

Similarly, 21 (63 .64%) of TTC and 22 (62.86%) of TVET trainers confirmed that the 

period allotted for practice was sufficient while 9 (56.25%) of HSC trainers believed that 

the practice period was not enough to acquire the necessary skills . The Table value 9.49 is 

less than the critical vale 19.72 indicating that the adequacy of training period had 

statistically significant difference for 4 degree of freedom at 0.05 levels of significance. 

The adequacy of apprenticeship period had differences between trainers and trainees in 

HSC. In contrast TTC and TVET trainees' responses agree with trainers' response 

concerning on the adequacy of apprenticeship training period. 

However, interviews held with supervisors in apprenticing centers (Health Center/Hospital, 

Garages, Home and office furniture Production Centers, Schools etc) indicated that the 

time allotted for practice was not enough to acquire the expected occupational skill. A 

mechanic in one of the garage said, "two month training was not sufficient to famil iarize 

names and types of machines let alone to give occupational skills". Head of Merab Abaya 
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Health Center agreed with the inadequacy of apprenticeship period. According to the Head 

of the Health Center, for instance, 'midwifery may not see a single newly born infant 

within two month'. Hence, duration of apprenticeship period has different perceptions 

among trainees, trainers in all the three institution and supervisors in apprenticeship 

offering organizations. 

Table VII: Condition for Trainees' Transportation and Distance Apprenticeship Centers 

Respondents(T rainees) Total 
NO Items TTC HSC TVET 

N°· 1 % I NO . % NO. I % NO. % 

I Distance of apprenticing organization fi'om trainees resident 

0-5 km I 49 50.52 15 17.24 I 52 58.43 116 42.49 
6-IOkm I 10 10.31 3 3.44 ?' _ 0 25 .84 36 13.19 
11-15km I 1 1.03 6 6.90 5 5.62 12 4.40 

16 - 20 km 9 1 9.28 7 1 8.0, 1 1.12 17 6.23 
Beyond 20 km 28 I 28.86 56 100 I 8 8.99 92 1 33.70 

, Total 97 I 100 87 100 I 89 100 273 100 
2* Means of transport to the apprenticeship center 

On foot 41 42.27 42 39.63 66 67.38 149 59.47 

Organ ization service -- - -- -- 9 8.49 I 8 8.16 17 I 5.65 

Public transport --- I --- 14 13.21 I 24 24.49 38 J 2.1i2 

College service 56 ! 57.73 1 41 38.68 1 - -- - -- 97 32.23 
I 

Total 
1 

97 100 106 100 I 98 100 301 100 

* MultIple Responses - .-a. - 0.0) slgmllcant level 

Trainees were asked to indicate the distance from their resident to the apprenticeship 

centers they were assigned. Accordingly, 49 (50.52%) ofTTC, IS (16.85%) ofHSC and 52 

(58.43%) of TVET were assigned below 6 km. Trainees whose resident situated beyond 6 

km away from practice centers were 49.48% in TIC, 83.15% in HSC and 41.57% in 

TVET. They were also asked how they traveled from their resident to the apprenticeship 

centers. Accordingly, 42.27% TTC, 39.63% HSC and 67.38% of TVET used their own 

foot while 57.73% ofTTC and 38 .68% HSC trainees used college service. During the time 

of data collection, the researcher observed that TTC trainees were transported from the 

center Arba Minch to practice centers (up to 56 km) by College bus daily. On the other 

hand, the majority of TVET trainees were traveled from their home to the apprenticeship 

centers either on foot or by public transport. 
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Table VIII: Incentives to Apprentice 

Respondents(T rainees) Total 
NO Items HC HSC TVET 

NO. % NO. % NO. % NO. % 

I Provisions of incentives to apprentice from organizations I 
Yes I 36 37.11 61 70.11 30 33.71 127 1 46.52 

NO. 61 62 .89 26 29.89 59 66 .29 146
1 

53.48 

Total 97 100 1 87 1 100 1 89
1 

100 I 273 100 

2' I If you say yes, the form of incentive given to apprentice 

Pocket money --- --~- 39
1 

50.65 13 1 
33.33 52 32.10 

meal 13 1 
28.26 4 5.19 7 17.95 24 14.81 

Transport - 32.61 21 I 27.27 1 7 1 17.95 43 26.54 

Refreshment 31 67.39 8 10.39 11 28.21 50 30.86 

others 2 " 0 - 1 5 1 6.49 1 2.56 I 8 4.94 . . J) 

I 
46 100 77 100 1 39

1 
100 162

1 
100 

, Multiple Responses 
a =0.05 significant level 

Incentive to apprentices was one of the issues posed to respondents. Accordingly, 61 

(70.11 %) trainees from HSC confirmed that apprenticeship-offering organizations gave 

some amount of incentives during the training. However, the majority, 61 (62.89%) ofTTC 

and 59 (66.29) TVET trainees asserted that there was no incentive given to them during the 

practice. The incentive given was in the form of refreshment for TIC trainees and pocket 

money for HSC and TVET trainees. Trainees in HSC were given incentives in the form of 

pocket money as they participate in malaria prevention and polio- myelitis eradication 

campaign while TVET trainees participate in production and service activities. 

Thus, the finding indicated that the financial requirement of apprenticeship training is not 

only directly associated with the training in the college but also extra personal expense such 

as food, transport and shelter. 
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Table IX: Trainers Response on Legal Foundation of Apprenticeship 

Respondents (Teachers) D Cal Tab 
f x' x' 

NO Items TTC HSC TVET Total 
NO % NO. % NO. % NO. % 

Existence of contract agreement with apprenticeship offering organization 

Yes 9 27.27 3 18.75 II 31.43 23 27.38 
I 

No 24 72.73 13 81.25 24 68.57 61 72.62 
Total 33 100 16 100 35 100 84 100 2 0.89 5.99 

2 Availabili ty of the laws supporting the implementation of apprenticeship 

Yes 23 69.70 16 100 20 57 .1 4 59 70.24 

No 10 30.30 - - 15 42.88 25 29.76 
Total 33 100 16 100 35 100 84 100 2 37.67 5.99 

3* If you say 'yes', which of the following are used in your college 
TVET oroclamation 3 12.50 8 30.77 12 44.44 23 29.87 
labor proclamation - - 3 11.54 2 7.4 1 5 6.49 

Apprenticeship 18 75.00 13 50.00 13 48 .1 5 44 57. 14 
2:uideline 
Others 3 12.50 2 7.69 - - 5 6.49 
Total 24 100 26 100 27 100 77 100 

a=0.05 confidence level 
*M ultiple selections possible 

Apprenticeship training links trainees with companies and service rendering organizations. 

In doing so, it provides many opportunities for trainees to improve their practical skills and 

adapt work environment and social interaction. Thus, this vital aspect needs to be 

supplemented by law. As indicated in the literature of this thesis, from the experience of 

countries like Germany, Australia and Ghana, it can be learned that legal foundation of 

training is essential to the utmost effect of apprenticeship training. A study of Masresha 

(2004) and Abeya (2005) confirmed that apprenticeship contract with the concerned bodies 

was very limited. 

The less applicability of apprenticeship contract was supported by trainer respondents. 

Only 27.27% of TTC, 18.78% of HSC and 31.43% of TVET trainers confirmed the 

existence ofa tripartite agreement. Among the respondents, 18 (75 .00%) TIC, 13 (48.5%) 

TVET and 13 (50.00) of HSC trainers believed that apprenticeship guideline was a law 

supporting the implementation of apprenticeship training in their respective colleges. On 
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the other hand, 3 (12 .5%) of TIC, 6 (30 .77%) of HSC and 12 (44.44%) of TVET trainers 

believed that TVET proclamation is a law binding the implementation of apprenticeship 

training in their colleges. Few respondents also assumed that labor proclamation is a 

binding law for apprenticeship training. However, labor proclamation and apprenticeship 

guideline are not the binding laws of apprenticeship training. With this respect, TVET 

College was some how familiar with TVET proclamation better than the other two 

colleges. 

Similarly, the majority of the total trainee respondents, 225 (82.42%) replied that there was 

no contract agreement signed showing the implementation of apprenticeship training based 

on legal framework was very low. Even a misconception among those who replied 

positively was observed. This was manifested on their responses to elements of contract 

that all of them replied, name, sex, age and address were elements of the contract. 

However, during observation in some practice centers, these elements were written for 

attendance and evaluation purpose only. The very important elements of apprenticeship 

contract include condition for payment, condition for termination, type of occupation and 

duration of apprenticeship. Since apprenticeship training is designed for fixed time range 

(at least 312 hours), existenc~ of apprenticeship period was very important. With this 

respect, only 23.3% of TVET trainees were signed contract with apprenticeship centers that 

indicate duration of apprenticeship period. In actual case, contract of apprenticeship shall 

be conducted among training institution, an organization and a trainee (Proc. No. 

39112004) . 

Thus, based on the majority respondents, it is possible to say that rules and regulations of 

apprenticeship training programs were not clearly understood and applied by participating 

organs in the area. 

3.3 Implementation of Apprenticesh ip Training 

One of the main objectives of apprenticeship training is to make trainees familiar with the 

occupations that match to trainee's field of study. In view of that, trainees were asked 

whether apprenticeship centers assigned them based on their field of study or not. 
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Table X: Placement of Tnlinees and Orientation 

TRATNEES TRATNERS [ Tab 
N F ? 
0 Items He I-Ise TVET Total Cal He lise TVET Tolal Cal x- x" , 

x-
NO"To/.:" NO 1% NO 1% NO 1 % NO % NO % NO % NO % 

I Were trainees assigned apprenticeship based on fi eld of study 
r-

Ves 50 51.55 73 83.9 1 69 77.53 192 70.3 30 90.9 1 16 lOll 28 80.0 74 88. 10 
---

No 47 48.45 14 16.09 20 22.47 81 29.7 3 9.09 - - 7 20.0 10 11 .90 

Tolal 97 100 87 100 89 100 273 100 27.22 33 100 16 100 35 100 84 100 5 .59 2 5 .. 99 
2' ff not, what are the possible reasons 

lack of fi eld or 25 37.3 1 7 28.00 10 27.78 42 n.r. I 20 - - I 7.69 2 11.11 
study 
shortage ur 14 20.90 13 52.00 5 13.89 32 25.0 2 40 - - 3 23. 1 5 27.78 
sllP~rvisors 
misundl.:rslallding ahollt apprenticeship training 

---
1 sl 11 94 L 2 1 8.00 7 19.'14 17 13 .3 2 40 - - 7 53.8 9 50.00 

Less coordination between college and organizations 

20 29.85 3 12.00 14 38.89 37 28.9 - - - - 2 15.4 2 11.11 

Total 67 100 25 100 36 100 128 IUO 5 100 13 100 18 100 
1----

- -
3 Did tra inees get orientation before pract ice? 

Ves 90 92.78 87 100 87 97.75 264 96.7 29 87.89 12 75.00 18 51.43 59 70.24 ---
No 7 7.22 - - 2 2.45 9 330 4 12. 12 4 25 .00 17 48.57 25 29.76 

Tolal 97 100 87 10 89 100 273 100 7.98 33 100 16 100 35 100 84 100 20.38 2 5.99 

4' [fyou sa~ '~es' for 3 what are the elements of orientation? 
Rules and 7 1 54.62 80 39.02 81 50.63 232 46.8 2 1 29.17 12 20.69 (, 16.22 39 23 .35 
regu lat ions .. ---
Ilow to lise '11 31.54 54 26.34 '19 30.63 144 29. 1 19 26.39 12 20.69 7 18.92 38 22.75 
materi als 
customers 7 5.38 29 14.15 10 6.25 46 9 .. 3 21 29. 17 14 24. 14 14 37.84 49 29.34 
lUlIldling , 

Ilow to keep secret 5 3.85 20 9.76 10 6.25 35 7.1 8 11.11 14 24. 14 8 2 1.62 30 17.96 

Olhers 6 4.62 22 10.73 10 6.25 36 7.7 3 4.17 6 10.34'- 2 5.41 II 6.59 

130 100 205 100 160 100 495 lOll 
f--

72 100 58 lOll 37 100 167 100 9. 13 8 15.5 I Total 
.. Mult iple Responses u=O.OS sigLlificaut level 
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Majorities in all the three colleges confirmed that they were assigned for practices based on 

their field of study. Only 47 (48.45%) of TTC, 14 (16.09%) of HSC and 20 (22.47%) of 

TVET trainees respond negatively. Those who replied negatively were asked to indicate the 

possible reason for which they were assigned other than the field of smdy. Consequently, 

25 (3 7.31%) and 20 (29.85%) ofIIC respondents asserted that absence of fields ofsmdy 

and less coordination between colleges and organizations were first and second causes 

respectively. 

Here TTC respondents may be confused because of the stream difference they are 

attending and the subject classification in the practice centers. It is to mean that the subjects 

like biology, chemistry and physics were not given separately during the training. Instead, 

natural science, social science language and mathematics were given as training streams. 

Absence of fields of smdy and less coordination between colleges and organizations were 

also selected second and first reasons for TVEI trainees to be assigned other than field of 

study respectively. Condition for HSC is rather different from TTC and TVET. In HSC, 

lack of supervisor was the main reason for trainees to assign other than field of study. 

Misunderstanding about apprenticeship training program was also another reason with 

small proportion in the three colleges. 

Hence, the finding indicated that majority of trainees were assigned on their field of study 

to attend apprenticeship training in all of the three colleges. However, for some trainees, 

absence of field of study, lack of supervisors in the field of study and less coordination 

between colleges and apprenticeship centers were the main reasons in assigning apprentice 

other than their field of study for TIC, HSC and TVET trainees respectively. A chi-square 

value 27.22 is greater than the Table value 5.99 implying assignment of trainees based on 

their field of study had statistically significant difference between trainees in the three 

colleges for 2 degree of freedom at the 95% confidence level. 

Trainers were asked about placement of apprentice at the work place. Consequently, 30 

(90 .91%) of TTC, 16 (100%) of HSC and 28 (80 .00%) of TVET teachers replied that 

apprentice were assigned based on their field of smdy. Conversely, 0.09% of TIC trainers 
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and 20.00% of TVEI trainers refused. According to these respondents, misunderstanding 

about apprenticeship training was the main reason to assign trainees other than their field of 

study. Similarly, lack of supervisors in the field of study and less coordination between 

colleges and organizations were some of the reasons asserted by TVEI trainer. For 2 

degree of freedom at the 0.05 significance level, calculated value 5.59 is nearly equal to the 

Table value 5.99 implying that assignment of trainees based on their field of study had no 

statistically significant difference among trainers. 

Orientation is one of the most important functions in implementing apprenticeship training, 

which enables to bring about connection between organizational goals/expectations and 

apprentice needs. It helps trainees to integrate themselves with the organization and its 

environment. Orientation also assists trainees to acquaint themselves with important 

consideration of personal, professional and community relationships with the organization. 

To ascertain whether colleges and apprenticeship organizations had such a kind of program, 

a question was posed to trainees. Accordingly, almost all (more than 92%) of trainees in all 

the three colleges were given orientation. As far as the focus /topics of orientation was 

concerned, considerable portion of the respondents disclosed that the orientation program 

mostly focused on rules and regulation (54.62% in TIC, 39.02% in HSC and 50.63% in 

TVET) and how to use materials were the first two focus areas of the orientation. 
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Table XI: Follow Up of Apprenticeship Practice 

N Responcienrs(T rainees) I Total ' D Cal Tab 
0 f 

, , 
Items TIC I HSC I TVET 

x- x-

IN ' 0 
_ o. I Yo I No % I No 1% I No % 

i Supervisors assi!!ned to heipappremice 
Yes 1 95 I 97.94 I 77 1 88 .5 1 1 83 i 93.26 1 255 1 93.41 1 1 
No ! 2 I 2.06 1 10 1 11.49 I 6 1 6. 74 I 18 I 6.59 

Total 97 J 1001 87 i 100 I 89 L 100 273 I 100 2 6.63 I 5.99 

If you say ves for L to extent supervisors assist trainees at the work lace 
Hi<;h ly 16 I 16.84 21 I 27.?7 21 25.3 58 ?? 7" I --. ) 

2 Sufficiently 47 I 4947 23 1 29.87 20 24.10 90 35.29 I I 
Moderately 22 I 23.16 17 i 22.08 I 18 21.69 57 I 22.35 
Low I 10 1 10.53 II I 14.29 21 1 25 .3 42 16.47 
Very low 1 ---- 1 ---~ 5 1 6.49 :; 1 3.61 I 8 3.14 1 I 
Total 95 1 100 77 1 100 83 1 100 1 255 1000 I 8 21.7 1 15.51 

:; Basis for supervisors to evaluate trainees 
• 46.83 I 34 I 36. 17 1 43.40 I based on guideline 55 45.45 59 148 

based on personal 26 21.49 28 22.22 1 20 I 21.28 1 74 21.70 I 
relation 
based on their own I 38 31.40 35 27.78 29 30.85 102 29.91 I 
criteria 
do not evaluate I 2 1.65 I 4 31.75 II 11.70 I 17 4.98 1 
Total I 121 100 126 100 I 94 100 I 341 lOa 

4 Training college follow apprentice practices at the work place 
• Yes 83 85.57 71 81.61 I 69 . ).) __ .J 77 -- I ~?- 81.68 I 

No 14 I 14.43 I 16 ! 18.39 I 20 22.49 50 18.32 I 
TOtal 97 100 87 100 1 89 I 100 273 1000 1 2 1.99 5.99 

5 If yes ,the extent of fo llow up by training colleges , 
Daily 26 27.37 I 28 44.44 I 14 I 20.00 I 58 25.44 I 
Once a week 26 I 27.3 7 8 12.7 6 1 8.57 I 40 17.54 I 
Once in twO weeks 40 42 .1 I I 7 11.11 6 I 8.57 I 53 23.25 
Once in a month 3 1 3.1 6 13 20.63 44 62.86 I 60 26.32 
others --- ---- 7 1 11.1 I 1 --- -- 7 3.07 
Total 95 100 63 100 I 70 100 228 100 8 118.32 1 15.5 I 

6 Reasons for the absence of follow up by training colleges 
* Shortage of 3 13 .64 

6 1 
20 .00 12 25.00 21 21.00 

I man ppwer 
Management's 10 I 45.45 12 1 40.00 I ? - I 52.08 47 47 .00 - ) 

negligence 
shortage of fmance 6 27.27 11 

I 
36.67 I 3 6.25 20 20.00 

for per diem 1 
Responsibility --- --- I 3.33 4 8.33 5 5.00 
already handled 
by apprenticeship 
centers 
Others I ---- I --- I 4 8.33 I 4 4 .00 I 
Total 22 100 I 30 ~ 100 48 100 I 100 100 I 81 17.78 15.31 

-a-O .O) Significance level • Multiple Response 
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Organizations selected for apprenticeship training have duties and responsibilities to assign 

capable supervisors who would enhance the knowledge and skills of the apprentice. These 

supervisors should follow up and evaluate the day-to-day perfomlance of the apprentice 

(.Miele 21: Proc. 391 /2004) and finally sent to the colleges. These supervisors assigned by 

organizations should be knowledgeable and skilled individuals primarily responsible to 

students and adopt the roll of mentor (Hughes and Moore, 1999). Based on this, trainees 

were asked how supervisors assist them during the apprenticeship period. Accordingly, 95 

(97.94%) of TTC, 77 (88.51 %) of HSC and 83 (93.26% TVET trainee respondents 

indicated that organization assigned supervisors to help apprentice during the training. A 

small portion of respondents replied that supervisors were not assigned during the training 

period. A chi-square test was calculated to check the significance difference among the 

three study groups. As the result indicated, the calculated value 6.63 was greater than the 

Table value 5.99 implying that there was statistically significant difference for 2 degree of 

freedom at 0.05 levels of significance. 

Respondents were also asked to rate the perfom1ance of supervisors during the 

apprenticeship period. Hence, 85 (89.47%) of ITC, 61 (79.22%) of HSC and 59 (71.08%) 

of TVET respondents indicaled that supervisors assisted them at the required level. 

Whereas 10 (10.53%) ofITC, 16 (20.78%) ofHSC and 24 (28 .51 %) ofTVET respondents 

argued that supervisors were not responsible to supervise the apprentice during the training 

period. Here a chi - square test was used to see the rating differences among the three 

study groups for 8 degree of freedom at 0.05 confidence level. Consequently, the calculated 

value 21.71 was greater than the Table value 15.51 indicating that there was statistically 

significant difference in rating the performance of supervisors at the work place. 

In addition to assisting trainees, supervisors have responsibilities to give evaluation for 

apprentice based on the apprenticeship guideline. However, only 45.45% of TTC, 46.83% 

of HSC and 36.17% of TVET trainees believed that the evaluation was done based on the 

apprenticeship guideline. More than half of the respondents replied that supervisors 

evaluate trainees based on personal relation or their own criteria. HSC and TVET trattlers 

54 



also support trainees ' response (see appendix - I). Hence, this find ing indicated that 

evaluation of trainees was not done based on the apprenticeship guideline. 

Training Colleges/ Institutions have also duties and responsibilities to assign a coordinator 

who shall follow up and control apprenticeship training undergone by trainees. Eighty three 

(85.57%) of TTC, 71 (8l.61%) HSC and 69 (77.53) of TVET trainees responded that 

training colleges assign coordinators to follow and control apprenticeship practices. 

Whereas 14 (14.43%) of TTC, 16 (18.39%) of HSC and 20 (22.49%) of TVET trainees 

responded negatively. For 2 degree of freedom at 0.05 significance levels, the calculated 

value 1.99 was less than the Table value 5.99 indicating that there was no statistically 

significant difference among the study groups. 

Trainees were also asked to indicate the follow up frequencies made by coordinators. 

Accordingly, 40 (42.11 %) of HSC respondents asserted that coordinators follow 

apprenticeship practices daily. The condition in TVET was reasonably different from the 

rest two. The majority, 44 (62.86) of TVET trainees were supervised by apprenticeship 

coordinator once in a month. This was supported by vocational counselor of TVET College 

during the interview held with the writer of this thesis. The vocational counselor asserted 

that follow up practice was done once in a month due to shortage of manpower. He also 

added, "The College was not able to follow and control apprentice practices frequently 

because majority of the staff members were attending in-service training during summer". 

Even for those who were assigned in apprenticeship centers very far from the College, 

follow up practices were done by telephone. However, similar percent of trainees, 25 

(52.08%) of TVET, 10 (45.45%) of TTC and 12 (40.10%) of HSC asserted that training 

colleges did not follow and control apprentice practices frequently due to management 

negligence. With this regard, for 8 degree of freedom at 0.05 level of confidence the Table 

value 15.51 is less than the calculated value 17.78 indicating that reasons not to undertake 

follow up had statistically significant difference among the study group. 
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3.4 Linkage between Theol'Y and l'nlctice 

Table XlI: Relation hetwccn Theol'Y and l' rnctices 

TRAINEES TRA INERS [ Tab 
N Items T I'C I IISC TVET TOlill Cal x- HC IISC TV!:T TOlal 'r 10 x' Cal x 
0 

I NO 1% 
-

NO % NO % NO % NO % NO % NO % NO % 
I T he degree 10 w hic h ap Jre nticeship training re laled w ilh Ihe Iheon laught 

,cry high 20 20.62 23 26.44 12 13.48 55 20.15 4 12.12 2 12.50 3 8.57 9 10.71 
high 36 37. 11 30 34.49 37 41.57 103 37.73 18 54.55 6 37.50 7 20.00 3 1 36.90 --- --_. 
Medium 2 1 2 1.65 19 21.84 20 22.47 60 21.98 I I 33.33 8 50.00 15 42.86 34 40.48 
low 18 18.56 10 11.49 16 17.98 44 16. 12 . . - - 2 5.7 1 2 2.38 
very low 2 206 5 5.75 4 4.49 II 4.03 - - - - 8 22.86 8 9.52 

Total 97 100 87 100 89 100 273 100 8.8 1 33 100 16 100 35 100 84 100 20.70 8 15.51 

2 Tra inees ga ined Ihe requi red occupati ona l skill 
Yes 9 1 93.81 66 75.86 77 86.52 234 85.71 3 1 93.94 7 43 .75 2 1 60.00 59 70.24 
No 6 6. 19 2 1 24. 14 12 13.48 39 14.29 2 6.06 9 56.25 14 40.00 25 29.76 
Total 97 100 87 100 89 100 273 100 12. 10 33 100 16 100 35 100 84 100 15.98 2 5.99 

J T he d egree of ac( uiring the required sk ill 
-

VI highly 17 18.68 19 28.79 21 27.27 57 24.39 I 3.23 - - - - I 1.72 
high 50 54.95 24 36 .36 34 44 .1 6 108 46. 15 19 61.29 2 33.33 4 19.05 25 43.10 

-
moderately 2 1 23.08 20 30.30 20 25.97 6 1 26.09 9 29.03 4 66.67 12 57. 14 25 43.10 
low 3 3.30 3 4.55 2 2.60 8 3.4 2 2 6.45 - - 5 23.81 7 12.09 
VI low - - - - - - -
Tota l 9 1 100 66 100 77 100 234 100 6. 11 31 100 6 100 2 1 100 58 100 17.84 J! 15.51 

4' Reasons not acqui r in g the occu )at ional sk ills 
Lack of Pl'Oper ;]ssistance 

- --
6 35.29 I II I 21.59 8 40.00 25 28.'11 I 25.00 - 7 28.00 8 19.51 

Mismatch between training and working materi als 
I 5 I 29.4 1 I 2 1 I 41. 18 I 8 I 40.00 34 38 .64 2 50.00 2 16.67 4 16.00 8 19.51 

Low academic performance o f traillees 

I 5 I 29.41 13 25.49 4 20.00 22 25.00 I 25 .00 8 66.67 II 44.00 20 48.79 - -
Apprenlice reluclance 

- - 2 3.9 1 - - 2 2.27 - - - - 3 12.00 3 7.32 

Others I 5.88 4 7.84 - - 5 5.68 - - 2 - - - 2 4.89 
--

To tal 17 100 5 1 100 20 100 88 100 4 100 12 100 25 100 4 1 100 
. '--. 

*Muhiple Response a=O.05 Significance level 
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Trainees assigned in apprenticeship training are expected to integrate the theory though in 

the classroom with the actual practice at the work place. With this regard, trainees were 

asked to rate the relationship between theory and practice dw-ing apprenticeship. 

Consequently, both groups of the study confmned that experiences gained were highly 

related with the theory taught in the classroom. Almost equal proportion of respondents 

asserted that theory and practice was related moderately. Among these, 20 (20.62%) from 

TTC, 23 (26.44%) from HSC and 12 (13 .48%) from TVET responded that there was a very 

high relationship between practice and theory. Yet, 20 (20.62%) of TIC, 15 (17 .24%) of 

HSC and 20 (22.47%) of TVET trainees confirmed that theory and practice were related 

below average. 

Trainees at the work place were expected not only to engage in practically activities but 

they were also expected to gain social, professional and occupation skills. With this regard, 

the majority of trainees in both colleges confirmed that they had the necessary skills (see 

Table XII). More than half of the respondents asserted that they acquired enough 

occupational skills during apprenticeship period. On the contrary, small proportion of 

respondents (6.19% ofTTC, 24.14% ofHSC and 13.43% of TVET) believed that they had 

no adequate occupational skill. A.mong these, 41. 18% of TTC and 40% of TVET trainees 

assumed that they were not assisted properly during apprenticeship but HSC respondents 

asserted that mismatch between working and training materials was the main reason that 

forced them not to gain the necessary occupational skills. 
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2* 

3' 

3.4 Problems and Suggested Solutions 

Table XIII : Factors Affecting Retention and Com plete of Apprent ices hip T raining 

Respondents(Trai nees) 0 Cal Tab 

H C HSC TV ET Total r x' x' 
Items 

NO % NO. % NO. % NO. % 

Some trainees forced not to attend the apprentices hip traini ng 

Yes 44 45.36 52 59.77 48 53.93 144 52.75 
No 53 56.70 35 40.23 41 46.07 129 47.25 
Total 97 100 87 100 89 100 273 100 2 3.98 
If you say 'yes' to number I which of the following be possible reasons 

Absence of 29 60.42 13 24 .07 27 42. 19 69 41.57 
apprenticeship centers 

Inconvenient of 8 16.67 14 25.93 13 20.31 35 2 1.08 
apprenticeshi p period 
Being non-regular 4 8.33 5 9.26 3 4.69 12 7.23 
trainees 
large number of trainees comrare to a Jprenticeship centers 

7 14.58 20 37.04 19 29.69 46 27.71 
others - - 2 3.70 2 3. 13 4 2.4 1 
Total 48 100 54 100 64 100 166 100 
Mechan ism set for those who do not attend the apprenticeship training due to different reasons 

forced to withdraw 
Another apprenticeshi p 
period was arranged 

compensation was 
given 

nothi ng was done 

Total 
11- 0.05 confidence level 
*M ultiple responses 

24 
55 

26 

17 

122 

19.67 65 
45.08 21 

21.31 22 

13.93 5 

100 113 

57.52 2 1 20.39 11 0 32.54 
18.58 4 1 39.8 1 117 34.62 

19.47 27 26.21 75 22. 19 

4.42 14 13.59 36 10.65 

100 103 100 338 100 

Forty- fo ur (45.36%) o f TIC, 52 (59 .77%) of HSC and 48 (53.53%) of T VET trainees 

responded that some trainees were forced not to attend apprenticeship traini ng . However, 

53 (56.7%) of TIC, 35 (40.23%) of HSC, and 4 1 (46.07%) of TVET trai nee asse rted that 

there was no reason that hinder trainees to attend apprenticeshi p training. A chi-square 

ind icated that for 2 degree of freedom at 0.05 leve l of confidence the c ritical value 3.98 is 

less tha n the Tab le value 5.99 implying that there was no stati stically s ignificant difference 

among the three study groups. Amo ng th e reasons, 29 (60.42%) ofTTC and 27 (42. 19%) of 
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TVET trainers confirmed that absence of apprenticeship centers was the main reason why 

trainees were forced not to attend the training. On the other hand, HSC trainees responded 

that large number of trainees compared to apprenticeship centers was the major reason. 

Trainees were asked to indicate the measures that have been taken for those who were 

excluded from apprenticeship training beyond their control. Accordingly, 55 (45.08%) of 

TTC and 41 (39 .81 %) of TVET trainees replied that another apprenticeship period was 

arranged while 65 (57 .52%) ofHSC trainees asserted that trainees were forced to withdraw 

from the training. Similar proportion of respondents confirmed that theoretical 

compensation was given for those trainees excluded from apprenticeship training beyond 

their control. 
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Table XIV: College Reluled Pmblems on Apprenticeship 

TRAIN EES 

ltems 

TTC I-]SC TVET 

NO % NO 1% NO % 

Colleges' trai ni ng problems inOuence on apprenticeship training 

Yes 90 92. 78 84 96.55 73 

No 7 7.22 3 3.45 16 

Tota l 97 100 87 100 89 

C:o lleges related factors in Ouencing apprenticeship training 

short age o f traillillg male ri a ls 

outdated trai ning mater ials 

Colleges poor management 

T rainers below th e required 

educational reasons standard 

shortage of manpower 

olhers 

Tota l 

0=0.05 signiric(mlleve l 

*mull ip le selection 

75 44.91 

15 8.98 

33 19.76 

44 26.35 

- -

- -

167 100 

52 34.67 53 

18 12.00 18 

28 18.67 15 

33 22 .00 61 

18 12.00 7 

I 0.67 -

150 100 154 

82.02 

17.98 

100 

34A2 

11.69 

9.74 

39.6 1 

4.55 

-

100 

60 

Total TTC 

NO (% NO % 

247 90.48 28 84.85 

26 9.52 5 15.15 

273 100 33 100 

180 38.22 12 22.64 

51 10.83 4 7.55 

76 16. 14 6 11 .32 

138 29.3 0 18 33.96 

25 5.3 1 7 13.21 

I 0.2 1 6 -
471 100 53 100 

TRAINERS 

IISC TVET Total 

NO % NO % NO % 

16 100 3 1 88.57 75 89.29 

- - 4 11 .43 9 10.71 

16 100 35 100 84 100 

12 26.09 29 43.28 53 3706 

4 9.70 6 8.96 14 9.79 

8 17.39 15 22.39 41 28.67 

6 13.04 10 14.93 23 16.09 

16 34.78 7 10.45 29 20.28 

-
- - - - 6 4.20 

46 100 67 100 143 100 



Employers and service delivering organizations complain that graduates of colleges are not 

theoretical and psychologically competent for the actual work situations. Some of the 

reasons frequently raised are trainees' low academic performance and the evaluation 

systems used to certifY trainees. Others complain that the colleges ' human and material 

facilities are below the requirements set by MoE. Here trainees and trainers were asked 

whether colleges related factors influence apprenticeship training or not. Surprisingly, 

about 90% of both trainees and trainers in all of the three colleges confIrmed positively. 

Among these, 49.91 % of TTC and 34.67% of HSC trainees asserted that shortage of 

training materials highly influence apprenticeship training while 39.61% of TVET trainees 

confIrmed that trainers below the required standard was the main factor that affected 

apprenticeship training. Trainers below the required educational standard was the second 

major factor that affects apprenticeship training for TTC and HSC trainees while shortage 

of training materials was the second factor that affects TVET trainees during 

apprenticeship. 

Similarly, 43.28% of TVET trainers believed that shortage of training materials was the 

major factor that directly influences on apprenticeship training whereas 33 .96% of TTC 

trainers asserted that trainers ' low academic performance was mainly affects practical 

training at the actual work place. On the other hand, 34.78% of HSC trainers confirmed that 

shortage of manpower highly affected practice at the work place. However, student teacher 

ratio for HSC is about 21: 1, which is average compared to 41:1 in TTC and 18 : 1 in TVET 

(see appendix- 2). Similar proportions of trainers and trainees in all the three colleges stated 

that colleges' poor management system had certain impacts on apprenticeship trainings. 

Hence, this finding indicated that apprenticeship problems are not limited to the 

apprenticing centers rather factors related to Colleges such as shortage of training materials, 

low academic perfonnance of trainers and Colleges poor management system also have 

effects on apprenticeship training at the work place. 
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T"ble XV: SuggestioJls to Solve AppreJlticeship Problems 

N 
Ilems TRAINEES TRA INERS 

0 1Te lise TVET Tota l He lise TVET TOlal 

NO % NO 1% NO % NO % NO 1 % NO % NO % NO % 

1* Mean s Iho u g ht to so lve fi n a n c ial problems on appren ticesh ip training 
-

ap prent ice sho uld cover the cost 6 4.76 13 10.00 5 3.70 24 6. 14 6.67 
.. -

3 I 2.78 2 2.70 6 3.87 

es tab li sh fu nd ra ining commi ttee 24 19.09 27 20.77 35 25.93 86 2 1.99 29 64.44 15 '11 .67 3 1 4 1.89 75 48.39 

Ihe governme n t sh o uld a ll oca te 90 7 1.43 73 56. 15 88 65. 19 25 1 64.19 3 6.67 6 16.67 18 24 .32 27 17.42 

apprenticesh ip bud get 

Apprenticillg organ izaliolls 6 4.76 17 13.08 7 5. 19 30 7.67 8 t 8.18 12 33.33 15 20 .27 35 22.5 8 

shou ld pay for appre ntice 

exempt organiza ti ons from tax - - - - - - - 2 4.4 '1 2 5.56 8 10.St 12 7.74 

Tolal 126 100 130 100 135 100 39 1 100 45 100 36 100 74 100 155 100 

2* Overall s ug ges ti o n s to so lve a p p re nticeship prob lems 

ESla b lis h ad v isory committee 54 24.88 37 21.02 17 10.56 108 19.49 27 30.68 10 22.73 6 7.59 43 20.38 

Give financial support to tra illees 28 12.90 29 16.48 37 22.98 94 16.98 9 10.23 6 13.64 20 25.32 35 16.59 

Arrallge seminars and workshops 59 27. 19 49 27.84 46 28 .58 154 27.80 26 29.55 6 13.64 21 26.58 )' _0 25 . 12 

Revise TVET proclamat io n 19 8.76 29 16.48 10 6.2 1 58 10.47 18 20.45 16 36.36 24 30.38 58 27.49 

Establishes apprenticeship cOll'lmillee containing trainers trainees and supervisors in organizations 
-

57 26.27 32 18.1 S 5 1 3 1. 68 140 25.27 8 9.09 8 18 .1 8 8 10. 13 24 11 .3 7 

Tola l 2 17 100 176 100 161 100 554 100 88 100 44 100 79 t OO 2 11 100 

*: M ul tiple Response 
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To seek opinions on respondents how to resolve some of the problems of apprenticeship 

training programs, questions were posed to trainees. As a result, the majority, 90 (71.43%) 

in TTC, 73 (56.15%) of HSC and 88 (65 .19%) of TVET respondents confirmed that it is 

the governments responsibility to allocate apprenticeship budget. Establish apprenticeship 

fund raising committee was the second major solution forwarded by trainees to solve 

apprenticeship fmancial problem. Trainees stressed that arrange seminars and workshop to 

concerned bodies are mandatory to tackle the over all problems of apprenticeship problems. 

The existence of apprenticeship coordinating committee containing apprentice, trainers and 

supervisors in the organization has given great attention as a solution to apprenticeship 

problems. 

The very important thing in the apprenticeship training is a good relation between training 

institutions and apprenticeship offering organizations. With this regard, no positive 

measure was done to increase the relationship between training institution/colleges with 

apprenticing organizations (Abeya, 2005). During the interview held with schools selected 

for practices, it was indicated that College of Teacher' s Education gave seminars and 

workshop to mentors before trainees sent to Practices. The College also had donated 

typewriters and duplication machine to schools selected for practice centers. As a result 

schools were very much cooperative to the utmost result of teaching practice. On the other 

hand, HSC and TVET colleges had not been given any seminar or workshops to 

apprenticeship offering organizations. The respective colleges agree with supervisors 

response and defended that it was due to shortage manpower. Hence, this finding indicated 

that TTC has made a good effort to make their relation effective. The efforts made by HSC 

and TVET to make organizations active participant in apprenticeship training were very 

low compared to Teachers Training College. 
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Table XVI: ReSI)Ondents O piniolls 0 11 Apr)'enticeshi" Progmm 

Responden ts 

N Items 
0 

I Apprenticeship he lps to Trainees 

be se lf-employed Trainers 

2 Orgalli zatioll s do not see Traillees 

apprenticeship as part of training Trainers 

3 A pprentice adapt new Trainees 

technologies at the work place Tra iners 

4 Apprenticeship increases work Trainees 

habits and se lf-confidence Trainers 

5 Traillers ane! supervi sors Trainees 

be li eved on apprenti ceship Trainers 

6 Apprent iceship cvaluat ions a re Trainees 

G iven based 0 11 perrormance T rainers 

7 orga niza tioll s bellcfited Trainees 

rrom apprenticeship training T rainers 

p: mean n={).05 confidence leve l 
SO: standard dev iati ons O f: degree 0 f freedom 

!I 

3.29 

3.73 

2 .59 

2 .52 

2.57 

3.30 

4.48 

4.39 

3.97 

4.09 

3.29 

3.55 

3.69 

3.76 

Co lleges Between 

TTC 

SO 

.328 

.620 

.334 

.58 1 

.336 

.563 

.465 

.772 

.263 

.695 

.328 

.59 1 

.358 

.694 

fI SC TVET Groups 

!I SO fi SO Sbg' 

4.23 .449 3.98 .408 2 1.32 

3.75 .895 4.14 .689 1.704 

2.78 .343 3 .2 1 .339 9.42 

3.31 .809 3 .60 .581 10.365 

3.95 A08 3.70 .374 5 1.66 

3.69 .880 3.69 .595 1.4 7 1 

'1.6 1 .514 4.49 .487 0.427 

4.44 I. 13 4.3 I .729 . 1002 

4.3 4 .437 3 .89 .378 5.25 

3.88 .93 1 3.89 .632 0.436 

3.75 .384 3.70 .328 5.9 17 

3.69 .879 2.54 .562 11 .34 

4. 16 .439 4.08 .422 3.99 

3.81 .9 11 4.29 .724 2.674 

Swg 2, standard deviations w ithin the group 
Sbg2

: st::mdard deviations betweell group 
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Within F Tab 
th e gro up Ca lc value 

ulate ofF 

Swg l Df d 
D 

r 
2 3 .720 8 1 5.738 

2 6 .8 19 270 0.255 2.996 

2 1.780 8 1 5.295 

2 12.507 270 .8287 
2 .996 

2 4.124 8 1 12.53 

2 8.496 270 . 1331 2.996 

2 .782 8 1 0 .546 

2 3 .280 270 .0305 2.996 

2 .960 81 5.487 

2 6.50 1 270 .0671 
2.996 

2 3.01 5 8 1 1.963 

2 31.305 270 .36 17 2.996 

2 2.410 81 1.657 

2 6.970 270 .3836 
2.996 



Apprenticeship training was mainly designed to make apprentice employed or self­

employed. With this regard, trainees were asked to rate how apprenticeship training helped 

trainees to be self-employed. Respondents in HSC had scored significantly higher than both 

TTC and TVET trainees. Similarly, teacher respondents from HSC had considerably rated 

higher than that of TTC and TVET colleges. However, both trainees and trainers in all the 

three colleges sense that apprenticeship helps to be self-employed above the average. The F 

ratio was calculated to determine the significance difference at 0.05 level of confidence and 

the Table value 2.996 is less than the ratio value 5.738 indicating the existence of 

statistically significant difference among trainee respondents . On the other hand, since the 

Table value 2.996 is greater than the ratio value 0.255 there was no statistically significant 

difference observed among trainers at 95% level of confidence. It can be seen that both 

trainees and trainers from HSC rate higher than that of TTC and TVET trainees as well as 

trainers. From TTC and TVET respondents, both trainees and trainers in TVET rated 

higher than TTC trainees and trainers . 

Respondents were requested to rate interest of organization towards apprenticeship. The 

result of analysis of variance suggested that there was significant difference between the 

mean score of trainee respondents. Accordingly, students from TVET believed that 

apprenticing organizations do not see apprenticeship as part of training whereas students 

from TTC and HSC rate that organizations do not see apprenticeship as part of training 

nearly average (see Table XVI). Trainers from HSC also confirmed that organization do not 

see apprenticeship as part of training. Trainers from TTC and TVET rated equally how 

organizations see apprenticeship training. The F ratio 5.295 of trainees is greater than the 

table value 2.996 and the F ratio .8287 of trainers is less than the table value 2.996. Hence, 

trainee respondents from all the three colleges confirmed that apprenticeship offering 

organization do not see apprenticeship as part of training with out significance difference 

while trainers confirmed that apprenticeship offering organization do not see apprenticeship 

as part of training with statistically significance difference at the 95% confidence level. In 

any case, it can be seen that there were misconceptions perceived by apprenticeship 

offering organizations on apprenticeship. 
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Among the important facts that trainees were assigned to take training at the actual work 

place was to familiarize them with new technologies and working conditions. Accordingly, 

trainees were asked to rate how apprenticeship training helped trainees to become 

accustomed with new work conditions and technologies. As a result, trainees from HSC 

confirmed that apprenticeship helped trainees to adapt new technologies at the work place 

better than TTC and TVET respondents. On the other hand, TVET trainees ranked better 

than TTC respondents did. The F ratio 12.53 is greater than the table value 2.996 indicated 

that there was a significant difference among trainee respondents at the 0.05 significance 

level. Trainers from HSC asserted that apprenticeship training helped apprentice to adapt 

new technologies better than TTC and TVET trainers . From the analysis of variance, the F 

ratio .1331 is less than the table value 2.996 indicating that there was no statistically 

significant difference between the mean scores of trainers with respect to apprenticeship 

ability in adapting new technologies at the work place. The above findings indicated that 

though there was no perceptual difference among trainers, HSC trainees had better 

understanding about the importance of practical training at the work place to adapt new 

technologies and TTC trainees had the least perception. 

FUlihermore, an attempt was made to investigate whether apprenticeship increases work 

habit and self-confidence. With this regard, trainees from all colleges rated above the 

average proportionally. However, HSC trainees understand that apprenticeship increases 

work habit and self-confidence better than TTC and TVET trainees do. The F ratio 0.546 is 

less than the table value 2.996 inlplying that there was no statistically significant difference 

among the means at 0.05 level of confidence. Similarly, Trainers from all colleges agree 

with the issue without any significant difference. Relatively, TIC and TVET trainers rated 

less than HSC trainers did. Table value 2.996 is greater than calculated value 0.0305 

implying that there was no statistically significant difference among the means at 0.05 

levels of significance. Here the finding indicated that both trainees and trainers from all 

colleges confirmed that apprenticeship increase work habits and self-confidence to 

apprentice. 
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Respondents were asked to rate trainers and supervisors perception on apprenticeship 

training. Accordingly, HSC trainees and trainers rated highly compared to TTC and TVET 

trainees and trainers . Trainees F- ratio 5.487 is greater than the table value 2.996 indicating 

the existence of statistically significant difference among the mean of trainees at 0.05 levels 

of significance. However, trainers F- ratio 0.0671 is less than the table value 2.996 

indicating that supervisors and trainers believed on apprenticeship training without any 

significant difference at the 95% confidence level. 

In connection with apprenticeship evaluation system done by apprenticeship offering 

organizations, TTC and TVET trainees believed that evaluation are given based of 

performance while HSC trainees rate better than the others do. From the analysis of 

variance, the F-ratio value 1.963 is less than the Table value 2.996 and hence there was no 

significant difference among the mean scores of trainees at 0.05 levels of significance. On 

the other hand, trainers from TVET and TTC rate nearly equal but HSC trainers rated the 

issue better than the others did. Trainers F-ratio value 0.3617 is less than the table value 

2.996 indicating that apprenticeship offering organizations evaluate trainees based on 

performance without any significant difference at 0.05 level of confidence. 

Regarding the importance of apprenticeship for training centers, trainee respondents replied 

that organizations benefited from apprenticeship training by rating above the average in all 

the three colleges. For the purpose of comparison, HSC trainees and trainers rate higher 

than the other two colleges. The F ratio 1.657 is less than the table value 2.996 indicated 

that the mean scores(see able XVI) of trainees had statistically significant difference at 95% 

level of confidence were as analysis of variance on mean scores of trainers indicated that 

trainers perception had no significant difference among the study groups at 95% confidence 

level. Hence, this finding indicated that apprenticeship-offering organizations were 

benefited from apprenticeship training. This idea was supported by owner of Beauty Salon 

and wood production centre during the interview held with this author. According to 

owners of these organizations, apprenticeship helped them to select competent young 

employees to their organization and now they are working with former apprentice. 
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CHAPTER FOUR 

Summary, Conclusion and Recommendations 

4.1 Summary of the Findings 

The purpose of this study was to see the implementation of apprenticeship training in three 

government Colleges at Arba Minch. To thi s end, questions addressing on the 

implementation of apprenticeship training such as selection of apprenticing organization, . 

placement of apprentice, linkage between theory and practices, problems and measures 

addressing the problems were raised. 

The study employed descriptive analysis and conducted in regular programs of the three 

government colleges. The subject of the study were 3 deans(v/deans), 3 apprenticeship 

coordinators/vocational counselors, 84 trainers, 273 trainees and 15 apprenticeship centers. 

Accordingly, the respondents sampling was carried through stratified random sampling, 

purposive sampling and available sampling techniques. Trainees were selected through 

stratified random sampling technique and trainers were selected throu gh both purposive and 

random sampling techniques. All the other respondents were se lected through available 

sampling technique. 

Questionnaires, interviews and document analysis were used to obtain information from 

respondents. The data obtained were analyzed using percentages and analysis of variance 

(ANOVA) such as chi-square test and F-test. Thus, the following major findings were 

obtained from the result of data analysis. 

4.1. 1 Fifty-eight percent of TTC and 54.02% of HSC trainees were above 19 

years old whereas only 44.94% of TVET trainees were beyond 19 years. 

Therefore, the age profile showed that, students from TTC and HSC were 

relatively elder than students from TVET. The participation of female 

trainees in TIC and TVET was few compared to HSC. Similarly, female 
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trainers were very low in all the three colleges. However, the number of 

female trainers in HSC was greater than the other two colleges. 

4.1.2 Regarding work experience and qualification of trainer respondents, TIC 

trainers have better qualification than HSC and rVET. Even though Erp 

clearly stated that trainers in College level should have at least a minimum 

of first degree, 31.25% of HSC and 69 .57% of rVEr trainees had college 

diploma, which is below the minimum requirement standard by MoE. 

4.1.3 For the majority of respondents (both trainees and trainers) in rrc and 

HSC, availability of supervisors and occupation were widely used criterion 

to select apprenticing organizations. Interest of apprenticing organizations 

was a dominant factor in selecting apprenticeship centers for rVEr 

trainees. 

4.1.4 According to the majority of respondents, placement of apprentice to 

practice centers was done by agreement between colleges and apprenticing 

organizations. However, the number of trainees sent to apprenticeship 

centers was determined by college's management in rrc, trainers in HSC 

and vocational counselor in rVEr College. 

4.1. 5 Based on the finding, rrc trainees sent to apprenticing organizations were 

more or less proportional to human and material facilities of organizations 

while HSC trainees were not proportional to human and material facilities 

of health apprenticeship centers. It was also indicated that rVEr trainees in 

some field of studies (apprenticing organizations concentrated in Arba 

Minch only) were not proportional with human and material facilities. 

4.1.6 Both rVEr and HSC trainees indicate that they were attending their 

practice during summer vacation. Due to schools academic calendar, rrc 
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trainees conduct their practice during the third month of each semester. 

Majority of the HSC and HSC trainees confirmed that apprenticeship 

during summer was convenient for them. On the contrary, TTC trainees 

were not comfortable with their apprenticeship periods because they had 

semester final examination immediately after practice. Besides, the 

majority of trainees in all the three colleges believed that the training 

period was enough to gain the required occupational skill at the workplace. 

Conversely, supervisors from apprenticeship centers thought that the 

apprenticeship period allotted for practice was not sufficient to acquire the 

necessary occupational skills at the work place. 

4.1.7 Majority of HSC trainees, nearly half of TTC and TVET trainees were 

placed for practice beyond 5 km from their resident. Accordingly, HSC and 

TVET trainees were traveled either on foofor by public transport. 

4. i.8 Based on the findings, majority of trainees and trainers in all the three 

colleges, it was found that the implementation of apprenticeship training 

based on the legal framework was very low without any significant 

difference among trainee groups and trainer groups. 

4.1.9 It was found that absence of field of study, less coordination between 

colleges and apprenticing organizations and misunderstanding about 

apprenticeship were some of the reasons forwarded by respondents for 

trainees to be assigned other than field of study. 

4.1.10 Apprenticing organizations assign supervisors to assist trainees at the work 

place with statistically significant difference among trainees. Trainees in all 

the three colleges confirmed that supervisors assisted them at the required 

level. However, the performance rating had statistically significant among 

trainees. 
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4.1.11 According to the majority of trainee respondents, even though colleges 

assign apprenticeship coordinators at the work place, the follow up was 

done at most once in a week in TTC and HSC while it was done once in a 

month in TVET. The follow up frequency done by apprenticeship 

coordinators had great significant difference among trainees. 

4.1.12 The relation between the theory thought and practice at the actual work 

place was rated average by trainees in all the three colleges. However, 

supervisors at the work place claimed that the theoretical background 

trainees gained had very much limited relation with the practical activities 

at the actual situation. 

4.1.13 Trainees responded that factors that affect the practice III the colleges 

include shortage of training materials and the low qualification of trainers 

(below standard). Similarly, trainers below the required standard, shortage 

of manpower and shortage of training materials were the major problems 

stated by TTC, HSC and TVET trainers respectively. 

4.1.14 From the finding, trainees in all the three colleges believed that fmancial 

expenses on apprenticeship training should be covered by the government. 

On the contrary, trainers suggested that establishing fund raising committee 

would solve apprenticeship financial problem primarily and apprenticing 

organizations should pay for apprentice as secondary solution to the 

financial problems observed during apprenticeship. 

4.1.15 As the general solution for apprenticeship problems, it was found that TTC 

trainees gave high priority for the establishment of apprenticeship 

committee consisting of trainees, trainers and apprenticing organizations. 

Trainers in TTC on their part suggested that establishing advisory 

committee, as a primary solution for practice problems is a use full 
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mechanism. HSC and TVET trainees believed that arranging seminars and 

workshop to concerned bodies would solve apprenticeship problems. 

4.1.16 The finding indicated that TTC and TVET set another apprenticeship 

period for those who were not attend their training beyond their control. 

Conversely, HSC had nothing except forced to withdraw from their studies. 

4.1.17 The finding from the analysis of variance indicated that respondents from 

HSC had better understanding on the self-employed character of 

apprenticeship training than TTC and TVET respondents . Apprenticing 

organizations do not see apprenticeship as part of training and trainees had 

uncertainness on evaluations given by supervisors. Trainees and trainers in 

all the three colleges convinced that apprenticeship-training increases work 

habits and self-confidence. Apprenticing organizations were advantageous 

in conducting apprenticeship training. 
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4.2 Conclusion 

According to the findings obtained, TTC was more advanced than HSC and TVET in 

selecting and arrangement of practice centers to make the training effective. Placement of 

trainees to practice centers was not based on the available facilities in HSC compared to 

TTC and TVET. Supervisors at the work place assist trainees frequently in spite of their 

skills are inadequate to give technical and occupational knowledge to trainees. On the other 

hand, training colleges did not follow apprenticeship practice sufficiently and frequently 

due to their negligence and poor management system. 

Even though, trainees and trainers in all the three colleges believed that theory thought and 

practices are highly related, owners and supervisors at the workplace refused the 

competence of trainees to relate theory into practice. Shortage of training materials and 

trainers' qualification below the required standard were some of the factors that influence 

trainees' performance during apprenticeship training. 

Efforts made by training colleges to familiarize objectives and implementation of 

apprenticeship to apprenticing organizations and the community was very much limited 

except seminars and material donations given by TTC. As a result, apprenticing 

organizations do not consider apprenticeship as part of the actual training and evaluations 

were not based on trainees' performance and the guideline. Accordingly, apprenticing 

organizations in particular and the community in general did not contribute their maximum 

effort to achieve objectives of apprenticeship. 

73 



4.3 Recommendations 

Based on the findings obtained and the conclusion drawn, the following suggestions are 

forwarded to improve the apprenticeship program. 

4.3.1 The criterion used to determine apprenticing organizations, the size of trainees 

assigned at a paliicular practice centers should be clearly understood by both 

trainees and trainers. 

4.3.2 Since apprenticeship training was conducted during summer vacation for the 

majority of TVET and HSC trainees, the practice period should be designed to 

accommodate the needs of all trainees with special emphasis on trainees from 

rural areas and economically low families. The regional state should organize 

credit or cost sharing system that can be paid after graduation for expenses as 

food, transport and house rent during the apprenticeship. 

4.3.3 Trainers in the three colleges in general, and TVET and HSC in particular were 

not at the required qualification standard set by MoE. The performance of 

menturs was not satisfactory. Hence, upgrading courses have to be organized for 

mentors/supervisors and trainers so that they can assist and evaluate trainees to 

satisfY the objective of the training. Besides, the Regional Education Bureau has 

to employ qualified and competent trainers to the respective colleges. 

4.3.4 The training colleges and apprenticing organizations should establish short term 

and long term plans to evaluate weaknesses and strong points in order to take 

remedial actions for further implementation of the apprenticeship training. 

4.3 .5 Training colleges should arrange and give seminars, workshops and short-term 

trainings to O"-'l1ers of organizations, supervisors, heads of apprenticing 

organizations, trainees and families of trainees, and the community. Particularly, 

TVET and HSC should establish close link with apprenticing organizations to 

get the maximum effect from the training. 
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4.3.6 Except some, majority of trainees were assigned for practice in government 

owned organization. Since the objective of apprenticeship is to familiarize 

trainees with work that leads them to be employed or self-employed, trainees 

should attend practice at non-government owned organizations. Hence, the three 

colleges in particular and the regional state in general should design practice in 

non-government organization (especially non-domestic (foreign) NGOs, who 

are working in the region for a long period). 

4.3.7 From the experience of countries stated in the literature and discussions held 

with owners and supervisors in apprenticing organizations, the time allotted for 

practice was not sufficient. Apprenticing organizations in rural areas and small 

towns may not provide sufficient materials for training and the involvement of 

trainees within a period not more than two months may be very much limited. 

Hence, to achieve the objective of the training successfully, the time allotted for 

practices should be at least six months of full day work experience like 

apprenticeship for agriculture trainees that take about eight months. 

4.3.8 Non-Governmental Organizations and Religious Institutes are operating widely 

in the SNNPR for a long period especially in Education and Health sectors. 

Hence, the Regional Education Bureau should establish a system (like 

cooperative education) to which these organizations can participate in financing, 

supplying materials and give technical support for apprenticeship offering 

organizations and trainees during practice. 

4.3.9 Until now, the performance of trainees gained through practice was determined 

by the supervisors' evaluation result. However, there is no mechanism whether 

these evaluations satisfy the standard requirements of the occupations or not. 

Hence, performance evaluation has to be given at the end of the apprenticeship 

and all stakeholders should participate in determining the standards, the 

contents, structure and durations of the apprenticeship. 
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4.3.10 The majority of the labor force especially in the informal sectors (such as 

Hotels, Building and Construction, Beautification, Trades, House and office 

furniture, Agriculture so on) of Ethiopia comes from traditionally trained work 

force . As the economy and technology of the country are not adequate to train 

all the required skilled force in the form of modern apprenticeship, there should 

be responsible organ that coordinate modern apprenticeship with traditional 

once so that long years experience of the community can contribute to solve 

shortage of trained workers and reduce youth unemployment. 

4.3.11 Apprentice at the work place involves in productive activities, substitutes 

regular employees during absents and armual leaves. Hence, they contribute 

economic and social advantages to apprenticing organizations. Therefore, 

apprenticing organizations should pay incentives depending on the duration of 

the training and type of occupation trainees engaged. 

4.3 .12 The researcher recommended that a study has to be done how the former 

graduates performance looks like at the work place (if they are employed or self 

employed) and how apprenticeship training helped trainees to be employed or 

self-employed. Further, critical study has to be done how apprenticeship training 

played a role in satisfying the skilled force requirements of the country and in 

reducing unemployment that helps to revise and develop the curriculum and 

implementation of apprenticeship. 
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APPENDIX-l 

Trainers ' Response on Follow up Practices 

NO. Items Respondents ( Teachers) Tota l 

TTC I-ISC TVET 

NO. % NO. % NO. % NO. % 

I Do organizations ass ign super visors to he lp apprentice? 

Yes 31 93 .94 10 62.25 20 57.14 61 72.62 

NO 2 6.06 6 37.50 15 42 .88 23 27.38 
Total 33 100 16 100 35 100 84 100 

2 If you say yes for 1, to w h at exten t do they assist t ra inees at th e work p lace? 

3 

4 

5 

6* 

I-l ioh ly 5 16.13 - - -
Sufficiently 14 45.16 - - 8 
Moderately 4 12.90 I 10.00 6 
Low 8 25.81 5 50.00 6 

Very low - - 4 40.00 -
Total 3 1 100 10 100 20 

How do supervisors in organizations eval u ate trainees~ 

based on guideline 22 66.67 8 40 .00 

based on personal relat ion 3 9.09 6 30.00 
based on their own criteria 6 18.18 4 20 .00 

do not evaluate at all 2 6.06 2 10.00 

Total 33 100 20 100 
Train ing colleoe fo llow apprentice practices at the work place 
Yes 31 93 .94 

NO 2 6.06 

Total 33 100 

I f your answer in 4 is yes. how frequently 
Daily 

Once a week 
Once in two weeks 
Once in a month 
others 
Total 
I f no, what are the reasons? 
Shortage of man power 
Mana2.ement's neo iigence 
ShOitage of finance for 
]Jer diem 
responsibi lity already 
handled by apprenticeship 
centers 
Others 
Total 

-a- G.O) slglllficance level 
"' multiple selection 

12 38.71 

12 38.71 
7 22.58 
- -

- -
31 100 

2 ?8.5 7 
2 28.5 7 
I 14.29 

I 14.29 

I 14 .29 
7 100 

10 62.50 

6 37.50 

16 100 

6 60.00 

- -
4 40.00 

-

-
10 100 

6 100 
- -

- -

- -

- -
6 100 

16 

19 
15 

6 

56 

21 

14 

35 

I 

4 
2 
14 
-
21 

II 
-
8 

4 

-
7 ' -, 

- 5 8.47 
40.00 20 33 .90 
30.00 I I 18.64 

30 .00 19 32.20 

- 4 6.78 
100 59 100 

28 .57 46 54.76 

33 .93 28 33.3 3 
26.79 25 29.76 

10.72 10 11.90 

100 84 100 

60.00 62 73.81 

40.00 22 26.19 

100 84 100 

4.76 19 30.65 

19.05 16 25.81 
9.52 13 20.97 
66 .67 14 22 .58 
- - -

100 62 100 

47.83 19 52.79 
- 2 5 .56 
34.78 9 25.00 

17.39 5 13.89 

- I 2 .78 
100 36 100 

[ Ca Ta 
r X' X' 

2 12.61 5.99 

8 3579 ! 5.51 

I 

2 J 1.46 I 5.99 

i 

I I 
I I 



APPENDIX -2 

Colleges Trainees and Trainers Profile 

Established Number of Trainees Number of Student Programs 

'" Date Trainers Teacher 
'" 00 M F T M F T Ratio ..:: 
" u 

TIC 1987 No. 2344 1097 3441 69 8 77 44.69 : 1 10+1 * 
10+3 

% 68.12 31.88 100 89.61 10.39 100 

HSC 1996 No. 396 374 770 31 6 37 20.811 10+1 
10+2 

% 51.43 48.57 100 83.78 16.22 100 10+3 

TVET 1997 No. 694 454 1148 59 8 67 10+ I 
17.1 3:1 10+2 

% 60.45 39.55 100 88.06 11.94 100 10+3 

No. 3434 1925 5359 159 22 181 29 .60: 1 

Grand Total 
100 % 64.08 35.92 100 87.85 12.15 

"ExtensIOn Only 
Source: Colleges Record Office 



APPENDIX-3 

Addis Ababa University 

Graduate Studies 

College of Education 

Department of Business Education 

Questionnaire to be Filled by Apprentice 

The purpose of this questionnaire is to gather data on implementation of apprenticeship 

training programs in three colleges at Arba Minch. Accordingly, the success of this study 

depends on your genuine responses. Be sure that the information you provide will be kept 

confidential and used only for academic purpose. 

Please note that 

.:. No need of writing your name 

.:. Where alternatives are given, please mark your answer by using "X" in the 

corresponding space . 

• :. Please be free as possible as to answer questions. 

Part I. General background 

I.N arne of college -------------------------------------------------

2. Training prograrn enrolled 10+1 CJ 10+2 c=:J 10+3 

3.Field of study-----------------------------

4.Sex Male CJ Female CJ 

S.Age 

Part II. Selection, arrangement and placement of apprenticesbip centers and apprentice 

I .Distance of organization you were assigned from your college? 

a. Less than 5 Km CJ b. IOK-15 Km CJ 

c. 5 Km- IO Km CJ d. beyond 20 Km CJ 

2. How did you travel from your resident to the organization you were assigned for 

apprenticeship? a. on foot c=:J b. Organization' s service CJ 

c. public transport c=:J d. Training institution provides service CJ 



3. Did you sign an apprenticeship contract with the organization you took apprenticeship? 

Yes No 

4. If your answer in number 3 is "yes", put 'X' on the elements of contracts. 

Full name CJ Sex CJ age CJ Address CJ Occupation CJ 

Condition for termination CJ Condition for insurance 

Condition for payment Duration of apprenticeship period 

5. Have you been given orientation? Yes CJ No 

6. If you say "yes" for S, what are the elements of orientation? 

a .rules and regulations D b .how to use materials D 

c .how to handle customers D d. How to keep secret D e. others D 

7. Are these cri teria set for selection of apprenticeship training organizations? 

Yes D No D 

8. If yo ur say "Yes" in number 7, which of the following are among the criteria? 

a Number of employees in the organization 

b. Type of ownership (govermnent or non-govermnent) 

c Volwltary ness of organizations 

d Availability of supervisors and occupations. 

9. Who assigns trainees to the selected organizations? 

D 
D 

D 
o 
D 

a . Vocational cOlUlselor D b. Trainers !teachers 

c . Organizations ' request D 

e. college management D 

d. Through trainees personal contact 

10. What criteria are used in assigning trainees to the selected organizations? 

a. Field of study D b. Distance from Residence D 

c. Interest of apprentices D d. On lottery basis D 

D 
D 

11. Who determine the number of trainees assigned to the selected organization (multiple 

selection is possible)? 

a. Each organization D b. By training institutions D 

c. On the basis of statements of the law D d. No formal procedure D 

e. Upon the agreement between institutions and organizations D 

12. Apprenticeship training periods were arranged (multiple selection is possible)? 



a. During summer vacation 

b. For specified period 

o c. Shift ing system 

o d. Others 

o 
o 

13. Do you think the period indicated in "12" convenient for majority of trainees? 

Yes o No o 
14. If you say 'No' for number 13, which of the following be convenient period (multiple 

selection is possible)? ? 

a. at the beginning of each year 0 

c . at the end of each year 

e .during semester break 

o 
o 

b. at the middle of each yearD 

d. at the end of the program 0 

Part III. Implementations of apprenticesh ip 

15 . Were you assigned apprenticeship based on your field of study? 

Yes o No o 
16. If your answer in number 15 is 'No', which of the following is possible reason 

(multiple selections are possible). 

a. Absence of field of study is in the organization 

b. Lack of supervisor in the field of study 

c. Organizations do not understand the importance of apprenticeship 

d. employees in the organization are not vo luntary to supervise 

D 

D 
D 
o 

17. For how long do apprenticeship trainees attend training at a time in the work place? 

a. one month 0 b. three weeks 0 c .two weeks 0 d. one week 0 

e. Two month 

18. What is your opinion regard ing the duration of training at the work place? 

a. more than enough 0 B. Enough 0 c. Not enough 0 

19. Did organizations assign supervisors to apprenticeship centers? 

Yes o No o 
20. If your answer in 19 is "yes", to what extent do they assist apprentice at the work place 

a. highly 0 b. sufficiently 0 c. ModeratelYD 

d. low o e. very low o 
21. Did training colleges fo llow apprenticeship practices at the work place? 

Yes o No o 
22. If your answer for number 21 is "yes", how frequently? 

o 0 



a. Daily b. Once a week 
D 

c. Once in two weeks d. Once in a month D e. others D 
23. If your answer in number 21 is "No" which of the following be possible reasons 

(multiple selection is possible)? 

a. shortage of manpower 

b negligence of the management 

c. Shortage of finance for per diem 

D 
D 
D 

d. responsibility already handled by apprenticeship centers D 

e. Others D 

24. Do organizations give incentives to apprentice? Yes D No D 
25. If your answer in number 24 is "yes" in what form was the incentive given (mUltiple 

selection is possible)? a. pocket money 

c . transport 

e. others 

D 
D 

d . refreshment 

D 
D 

b. Meal 

Part IV. Linkage between theoretical knowledge and apprenticeship 

D 

26. To what extent do apprenticeship training related with the theory taught in colleges? 

a. Very high 

d. Low 

D b.High D 

D e. Very low D 

c. Medium D 

27. Do you think that trainees gained the required occupational skill? 

Yes No 

28. If your answer in number 27 is "yes", to what extent do trainees gained the required 

occupational skill. D 

a. very high Db. Sufficiently D c. moderately D d. low D e. very low D 

29 If your answer in number 27 is "No", which of the following be possible reason 

a. no proper assistance was given during apprenticeship D 

b. apprentice low academic performance D 

c. mismatch between training and working materials D 

d. apprentice do not foll ow apprenticeship training regularly D 

30. Do you think that training problems in the college influence on the apprenticeship 

training? Yes No 



31. If your answer is number 30 is 'yes' which of the fo llowing be the causes? (multiple 

selection is possible) 

a. shortage of training materials D b. outdated training materials D 
c. theoretical courses were not covered D d. Trainers below the required standard 0 

32 . Give your opinion on the following items by assigning the fo llowing values. 

Strongly agree 5, very agree 4, agree 3, 

Disagree 2 and strongly disagree I 5 4 0 2 1 ) 

a. Apprenticeship helps to be self-employed 0 00 DO 

b. Organizations do not see apprenti ceship as 0 00 DO 
part oftraining 

c. apprenticeship helps to adapt new 0 00 D 0 

technologies at the work place 0 00 D 0 
d. apprenticeship increases work habits and self-confidence 0 00 D 0 
e. trainers and supervisors understand rules and 0 00 D D 

regulations of apprenticeship 

f. organizations give evaluations without 0 00 D 0 
proper follow up 

g. organizations benefited from apprenticeship 0 00 D 0 
Part V. Problems in Implementing Apprenticeship 

33 . Were there some trainees forced not to attend the apprenticeship training? 

Yes No 

34. If you say 'yes' to number 33, what are the possible reasons? (Multiple selections is 

possible) 

a. absence of apprenticeship centre c:::=:J 

b. Inconvenient of apprenticeship period c:::=:J 

c. Being non- regular trainees c:::=:J 

d. large number of trainees compared to the number of organizationsc:::=:J 



35. Supervisors in the organization evaluate trainees ' 

a .. based on the apprenticeship guideline c=J b. based on their own criteria 

c. based on personal relations with apprenticec=J d .do not evaluate at all c=J 

36. What mechanism was set for those apprentices who do not attend the apprenticeship 

training due to different reasons? (Multiple selections is possible) 

a. forced to withdraw 

b. another apprenticeship period was arranged 

c. additional theoretical learning for compensation was give 

d. nothing was done 

37. Which of the following do you think solve financial problems on apprenticeship 

programs? (Multiple selections is possible) c=J 

a. apprentice should pay for the training offered 

b. the government should allocate the budget for apprenticeship c=J 

c. apprenticeship organizations should pay for apprentice c=J 

d. there should be apprenticeship fund raising committee c::::::::J 
e. apprenticeship offering organizations should be exempted from tax c=J 

38. Which of the following do you think solve problems on apprenticeship programs in 

general? (Multiple selections is possible) 

a. establishing advisory committeec=J b .give financial suppOli to apprentice 

c. aITange work shops and seminars to concerned bodies 

d. establish apprenticeship committee containing trainees, trainers and supervisors c=J 

e. revi sing the apprenticeship proclamation c=J 



APPENDIX-4 

Addis Ababa University 

Graduate Studies 

College of Education 

Department of Business Education 

Questionnaire to be filled by trainers 

The purpose of this questionnaire is to gather data on implementation of apprenticeship 

training programs in three colleges at Arba Minch. Accordingly, the success of this study 

depends on your genuine responses. Be sure that the information you provide will be kept 

confidential and used only for academic purpose. 

Please note that 

.:. No need of writing your name 

.:. Where alternatives are given, please mark "X" in the corresponding space . 

• :. Please be free as possible as to answer open end questions. 

Part 1. General Background 

1. Name of college ------------------------------------------------­

2. Sex 

3) Qualification 

male D 

MAlMSC D 

4. Field of specialization 

5. years of service_ 

female D 

BAlE SC D Diploma D Other D 

a. as a teacher b. as educational officer __ . c. as principal __ d. other 

Part II. Selection and Arrangement of Apprenticeship 

1. Are there criteria set for selection of apprenticeship training centers? Yes D No D 

2. If you say "Yes" for number 1, which of the following are among the criteria (multiple 

selection is possible). a. number of employees in the organization D 

b. interest of organizations 0 c. Availability of supervisors and occupations 0 

d. Type of ownership (government or non-government) D e. others 0 

3. Who assigns trainees to the selected organizations (multiple selection is possible)? 

a. Vocational counselor D b. Trainers Iteachers D c .organizations' request D 

d. Through trainees personal contact 0 e. college management D 

4. What criteria are used in assigning trainees to the apprenticeship centers? 



a. Field of study D b. Distance from Residence D 
c. Interest of apprentices D d. On lottery basis D e. others o 

5. Who determine the number of trainees assigned to the apprenticeship centers (multiple 

selections are possible)? a. each organization D b. training institutions 0 

c. advisory committee D d. No formal procedure 0 

e. agreement between co lleges and organizations D 

6 Is there apprenticeship contract with apprenticeship centers? Yes D 

7. Apprenticeship training periods were arranged 

No 0 

a. during sununer vacation D c. Shifting system D 

b. For specified period D d. Others D 

8. Is the period you indicate in "7" convenient for maj ority of trainees? Yes D No 0 

9. If you say 'No' for number 7, which of the following period be more suitable (multiple 

selection is possible)? 

a. at the begilming of each year 

c .at the end of each year 

D b. during semester break 

D d. at the end ·of the program 

Part III. Implementations of Apprenticeship 

10. Were apprentice assigned training based on the field of study? Yes 

D 
D 

o 
11. If your answer in number l O is 'No', which of the following be possible reasons 

(multiple selections are possible)? 

a. absence of field of study D b. Lack of supervisor in the field of study 0 
c. Misunderstandings of organizations about apprenticeship D 
d. less coordination between colleges and apprenticeship centers D 
12 . For how long do apprenticeship trainees attend training at a time in the work place? 

a. one month 0 b. tlu'ee weeks D c .two weeks D d. one week 0 

e. two month 

13. What is your opinion regarding the duration of training at the work pl ace? 

a. more than enough D B. Enough D c. Not enough D 

14. Did organizations assign supervisors to apprenticeship centers? Yes 0 No 0 

15. If your answer in 14 is "yes", to what extent do supervisors assist apprentice at the work 

place? a. highly 

d. low 

D 
D 

b. sufficiently 

e. very low 

D. Moderately D 

D 



16. Did training coll eges follow apprenti ceship practices at the work place? YesDNo 0 

17. If yo ur answer for number 16 is "yes", how frequentl y? 

a. Daily o b. Once a week 0 

c. Once in two weeks 0 d. Once in a month 0 e. others 0 

18. If your answer in number 16 is "No" which of the following be possible reasons 

(multiple selection is possible)? 

a. shortage of manpower 0 b. Management's negligence 0 

c. shortage of finance for per diem 0 

d. responsibility already handled by apprenticeship centers 0 others 0 

Part IV. Linkage between Theoretical Knowledge and Apprenticeship 

19. To what extent do apprenticeship training related with the theory taught? 

a. Very high D b. High D c. Medium D 
d. Low D e. Very low D 

20. Do you think that trainees gained the required occupational skill? Yes 0 No 0 

21. If your say "yes" for 20 , to what extent do trainees gained the required skill? 

a. very high D b. Sufficiently D c. moderately D d. low D e. very low D 
22. lf your answer in number 20 is "No", which of the following be possible reasons? 

a. no proper assistance was given D b. apprentice low academic performance D 
c. mismatch between training and working materials D 
d. apprentice reluctant (unwillingness) D e. others 

Part V. Problems in Implementing Apprenticeship 

23. Do you think that colleges' training problems influence on the apprenticeship training? 

Yes 0 No 

24. If your answer is number 23 is 'yes' which of the fo llowing be the causes? (multiple 

selection is possible) 

a. shortage of training materials D 
c. colleges poor management 0 

e. shortage of manpower D 

b. outdated training materials D 

d. Trainers below the required standard D 

f. others D 



25 . Supervisors in the organization evaluate trainees 

a. based on the apprenticeship guideline 0 c. based on their own cri teria D 
b. based on personal relations with apprentice 0 d .do not evaluate at all D 

26. Which of the fo llowing do you think solve financial problems on apprenticeship 

programs? (Multiple selections is possible) 

a. apprentice should pay for the training offered 

b. the goverrunent should allocate apprenticeship budget 

c. apprenticeship organizations should pay for apprentice 

d. there should be apprenticeship fund raising committee 

e. apprenticeship offering organizations should be exempted from tax 

o 
o 
o 
o 
o 

27 . Which of the following do you think solve problems on apprenticeship programs? 

(Multiple selections is possible) 

a. establi shing advisory conunittee o o 
b .give financial support to apprentice o 

c. arrange workshops and seminars to concerned bodies 0 

d. establish apprenticeship conunittee containing trainees, trainers and supervisors 0 

e. revising the apprenticeship proclamation D 
28. Were there a law supporting the implementation of apprenticeship traning? 

Yes o No o 
29. If your answer m number 28 is 'yes' which of the fo llowing are used 111 your 

institution? 

a. apprenticeship proclamation 

c. apprenticeship guideline 

o 

D 

b. labor proclamation 

d. Others 

o 
D 

30. What mechanism was set for those apprentices who do not attend the apprenticeship 

training due to different reasons? (Multiple selections is possible) 

a. forced to withdraw 

b. another apprenticeship period was arranged 
o 
o 

c. additional theoretical learning for compensation was give 0 

d. nothing was done o 



31 . Give your opinion on the fo llowing items by ass igning the following values. 

Strongly agree 5, very agree 4, agree 3, 

Disagree 2 and strongly disagree 1 

a. Apprenticeship helps to be self-employed 

5 
o 

b. Organizations do 110t see apprenticeship as part of training D 
c. apprentice adapt new technologies at the work place D 
d. apprenticeship increases work habits and self-confidence D 
e. trainers and supervisors believed on apprenticeship D 
f. apprenticeship evaluations are given based on performance 0 
g. organizations benefited from apprenticeship training 0 

4 3 
DD 

DD 

DD 
DD 
DD 

DO 
DO 

2 1 
DO 

DO 

DO 
DO 
DO 

00 
00 



APPENDIX -5 

Addis Ababa University 

Graduate Studies 

College of Education 

Department of Business Education 

Interview guide for supervisors (owners) in apprenticeship centers 

The purpose of this interview is to gather data on implementation of apprenticeship training 

programs in three colleges at Arba Minch. Accordingly, the success of this study depends 

on your genuine responses. Be sure that the information you provide will be kept 

confidential and used only for academic purpose. 

Please note that 

.:. No need of writing your name 

.:. Where alternatives are given, please mark "X" in the corresponding space . 

• :. Please be free as possible as to answer questions. 

Part one: General Background 

1. Name apprenticeship centers ___________________ _ 

2. Sex male CJ female CJ 

3) Qualification MAIM SC CJ BAlE SC CJ Diploma CJ Other CJ 

Part Two: General Questions 

4. What arrangements are made before and during apprenticeship? 

5. How do you support apprentice at the work place? 

6. How do you express the relevance of apprenticeship training? 

7. To what extent do apprentice relate theory with practice at the work place? 

8. What are the major problems in apprenticeship training and steps that have been done to 

overcome these problems? 

9. What is your suggestion about apprenticeship in general? 



APPENDIX -6 

Addis Ababa University 

Graduate Studies 

College of Education 

Department of Business Education 

Interview guide for Deans and vocational counselors/ apprenticeship coordinators 

The purpose of this interview is to gather data on implementation of apprenticeship training 

programs in three colleges at Arba Minch. Accordingly, the success of this study depends 

on your genuine responses. Be sure that the information you provide will be kept 

confidential and used only for academic purpose. 

Please note that 

.:. No need of writing your name 

.:. Where alternatives are given, please mark "X" in the corresponding space . 

• :. Please be free as possible as to answer questions. 

Part One: General Background 

1. Name of college -------------------------------------------------

2. Sex male D female D 

3) Qualification MAlMSC D BAIB SC D DiplomCJ Other D 

Part Two. General Questions 

4. What criteria are used in choosing and assigning apprenticeship centers? Are they 

appropriate? 

5. What arrangements are made before and during apprenticeship? 

6. How do you support apprentice at the work place? 

7. How do you express the relevance of apprenticeship training and to what extent do 

apprentice relate theory with practices? 

8. What are the major problems in apprenticeship training and steps that have been done to 

overcome these problems? 

9. What do you suggest to improve the implementation of apprenticeship in general? 



APPENDIX-7 

Programs Specifications and Field of Studies 

Programs 

'" Field of study 10+1 10+2 10+3 
" oJ) 

..!:: 
0 Regular Non- Regular Non- Regular Non-
U Regular Regular Regular 

Language x v' x x ./ ./ 

T Mathematics x x x x ./ ./ 

T Natural Science x x x x v' ./ 

C Social Science x x x x v' ./ 

I 
H Midwifery v' x v' x x x 
S Public Health Nurse v' x v' x v' x 
C Cl inical Nurse v' x v' x v' x 

;,;~ . .. '.' -- . 
-', ... 

','" .-.; li;~=-";?~;~I . '.', . '. .-';' . ... ./ : , I. :,; 

ACcowlting v' v' ./ v' x x 
T Auto Mechanic v' v' v' v' v' v' 

Electricity v' v' v' v' v' ./ 

Electronics v' x x x v' x 
V General Mechanics v' x v' v' v' ./ 

Information v' v' v' ./ x x 
Technology 

E Machine Tedmology v' x v' x v' v' 

Secretarial Science v' v' v' v' x x 
Surveying v' v' v' v' x x 

T Wood Work x x v' x x x 
Teclmology 
Hair Dressing v' x x x x x 
Bakery v' x x x x x 
Tailoring v' x x x x x 
Building Construction v' v' v' x x x 

Source: Colleges ' Registrar 
v' : Existence of the Program 
X : Non-Existence of the Program 



APPENDIX-8 

Apprenticing Organization Selected for observation and Inten'iews 

Organizations Owner ship 

Government Non-government 

Arba Minch Hospital -/ 

Arba Minch University -/ 

Arba Minch Textile Factory -/ 

Arba Minch Telecommunication -/ 

Arba Minch Electric and Power Authority -/ 

Arba Minch Municipality -/ 

Bikalech Beauty Salon -/ 

Chama Primary School -/ 

Central Pastry -/ 

GamoGofa Zone Finance Office -/ 

Kacha General Garage -/ 

Merab Abaya Primary School -/ 

Merab Abaya Health Center -/ 

Mic- Tec Computer Center -/ 

Tamene Office and Home Furniture -/ 

Production Center 



APPENDIX-9 

Organization of Education and Training in Ethiopia 

Age Grade Highe;: 

19 Education 

Middle TVET 

Diploma " 18 12 secondary ,. ... 
Certificate 1 ,~ 

17 11 '-
Certificate 2 0 

16 10 General Junior Vocational 
... 
0 

~ 
15 9 Education Training :: 

0 .-
14 8 Basic Vocational oW 

~ 
OJ I' 

13 7 Training(NF) ::s 
~ 

12 6 
~ -~ 

c - ~ 

I I 5 0 - ... i: 
1;; 0 ~ 

10 4 u ... :J 
"0 I 

, P-l :: 
9 ~ 0 

Z 
8 2 C-

Ol 

E 
7 I 

.;: 
0., I 

6 ',:l! I' 
0 

5 Pre school ., 
4 '" E 

,"', ... '0 
0 = . ~ 0: 

Source: MoE (1994) 
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3/ The Office may, based on the science and 
technology of the relevant time and the 
societal needs, modify the courses stated 
under Sub-Article 2 of this Article. 

PART THREE 
APPRENTICESHIP 

J 9. Determination of apprenticeship training 
program 

The Office shall , in consultation with employers 
and other concemed parties, and 011 the basis of 
pre-determined occupational standards, detenlline 
apprenticeship program for every occupation . 

20. Organizations pa!1icipating in a apprenticeship 
training 

21. 

A body empowered by the State shall, based on 
guidelines and criteria determined by the office, 
se lect organi zations that shall participate in the 
provision of apprenticeship training. 

Duties and responsibilities of organizations 

Every organization selected for apprenticeship 
training shall have duties and responsibilities as 
provided hereunder: 

II To receive and provide apprenticeship 
training to trainees; 

2/ To ass ign the apprentice in the place 
appropriate to his training and to ensure that 
the apprent ice acqUIres proper work 
experience; 

3/ To assign a capable supervisor who would 
enhance the knowledge and ski lls of the 
apprentice, and should follow up and 
evaluate the day-to-day performance of the 
apprentice. 

4/ To acquaint the apprent ice with work rules 
and methods of the organization; 

51 To conside.r the trainee as a regular employee 
and to provide him the necessary inputs; 

61 To respect and enforce human digni ty of the 
apprentice; 

2560 
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7/ To evaluate the perfonnance of the 
opprentice and transmiate the results to the 
training institution. 

8/ by inspecting the skill that the trinee acquired 
forward opin ion to the concerned organ as to 
the competency of the instition . 

91 To cooperate and work in coordination with 
training institutions; 

22. Duties and responsibilities of training 
institutions 

Regarding apprenticeship traning, every training 
institution shall have duties and responsibilities as 
provided hereunder: 

1/ To assign a coordinator who shall follow up 
and control apprenticeship training 
undergone by trainees; 

2/ To prepare operational guidelines and detailed 
programs and for their implementation, to 
cooperate and work in coordination with 
organizations; 

3/ To utilize result of perfonnance evaluation 
relating to apprenticeship training as a 
cr iterion for cert ification. 

4/ by receiving opinion fTom the institution 
improve the fuaruty of the training. 

23. Duties and responsibilities of an apprentice 

Every apprentice shall have duties and 
responsibilities as provided hereunder: 

1/ To diligently perfonn the apprenticeship 
training; 

21 To utilize with care and economy tools, 
equ ipment and materials supplied to him for 
training purposes 

3/ To be acquainted with and to observe work 
rules and methods of the organization to which 
he is ass igned for apprenticeship training; 

4/ Without prejudice to the provisions of other 
laws, not to divulge to any other person work 
secrets of the organization that he acquired in 
the course of his apprenticeship training; 

256 1 
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51 To immediately inform the concerned body, 
when he becomes aware of, any event or fact 
which may be a threat to his or others' health or 
life, or which may affect the interests of the 
organization; 

24. Contract of apprenticeship 

Contract of apprenticeship shall be concluded 
among a tra ining institution, an organization and an 
apprentice, and shall contain the following 

a) Full name and age of the apprentice; 

b) Name and address of the training institution: 

c) Name and address of the organization; 

d) The occupat ion in which the apprentice is 
intended to undergo apprenticeship training; 

c) The date on which the apprenticeship shall start 
and its duration; and 

f) Cond itions for the termination of the contract 
of apprenticesh ip. 

PART FOUR 
ON THE ESTABLISHMENT AND OPERATION OF 

TRAINING INSTITUTIONS 

25. Participation in the provision of training 

Any public or private training institution or one 
. owned by a nongovernmental organization may 

provide technical and vocational education and 
training. 

26. Establishment 

II Any public training institution which is 
accountable to any organ of the Federal 
Government shall be established by 
Regulations to be issued by the Council of 
Min isters. 

21 Any pub lic tra ining institution which is 
accollntable to any organ of a State shall be 
es tablished by a law to be issued by the State 
legis lature. 
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