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CHAPTER ONE

INTRODUCTION
1.1. Back ground of the study

The East Africa Skills for Transformation and Regional Integration Project (EASTRIP), funded by
the World Bank, is designed to address challenges in skills shortage and mismatch, by providing
technical, financial and industry partnership to increase the access and improve the quality of
training programs in 16 selected Regional Flagship TVET Institutions (RFTIs) in Ethiopia, Kenya
and Tanzania and to facilitate regional integration by providing a regional platform to promote
exchanges of policies and practices, students and faculty mobility and harmonization of standards

and qualifications.

Hawassa polytechnic college is found in Sidama region and is one of seven TVET institutions in
Ethiopia which are supported by EASTRIP. Since its establishment in 1998 G.C, the college had
been offering technical and vocational education and training for the local community through both
short term and long term training programs. Nowadays, Hawassa Polytechnic college (HPTC) is
providing demand-based training in more than 27 occupations, among which Textile and Garment

are funded by the EASTRIP project to be regional centers of excellence.

The success of the HPTC as a regional center of excellence in Textile and Garment partly depends
on good governance and management as well as on developing demand-driven training programs. It
is for this reason that HPTC has recruited Sunmaker to develop a demand-driven training programs

and a system that helps to strengthen governance and management.

Sunmaker Energy Uganda Ltd specializes in identifying and bridging gaps in Technical and
Vocational Education and Training (TVET) and Human Resource Development. Among its many
focus areas, some of them include Strategic Planning, Conducting Gap Analysis and Needs
Assessment, Industry Market Research/Labour Market Survey, Industry Driven Curriculum
Mapping and Design, International and Occupational Standards and Accreditations, TVET Quality
Assurance and Quality Control, Designing Facilities Layout, Equipment Specification, Training
Equipment Installation, Commissioning and Maintenance, Institute Planning and Management
System, Institute Business Management, Institutional Cooperation and Exchange, Training Need

Assessment, Provision of Health, Safety and Environment Consultancies, and Provision of Learner



Management, Learning Resources and Operating Procedures, Online Teaching and Learning and
Management System, Smart Teaching-Learning System and Operation, Online Learning Capacity

Building, Industrial Linkage and Partnership.
1.2. Objectives of the study
1.2.1. General objective

The primary objective of this tracer survey is to measure the relevance of Hawassa polytechnic
college training programs and the number of graduated trainees who have been employed
(wage/self) or unemployed as well as to assess their skill gaps for further training, curriculum

revision and design of new curriculum.
1.2.2. Specific objectives

e To provide adequate information on the where about and skill adequacy and

employability of TVET graduates

e To learn how effective and efficient training providers are meeting their objectives of

creating qualified skilled labor force

e To learn the entrepreneurial attitudes among graduates for self-employment

e To assess the skills gap and training needs of the TVET graduates

¢ To identify changes in the labour market demand.

¢ To identify the number of trainees finding employment on the field of occupations they

had been trained.

e To asses why unemployed trainee graduates could not be able to find employment in the

labour market

More specifically the tracer study covers graduates of 2022 GC. The population of the study
included TVET graduates, Employers and HPTC staff. The study focused on five programs
(Garment, Textile, Hotel, Automotive, and water technology). The study was designed to generate
both quantitative and qualitative data form primary and secondary sources. Secondary data was

sourced from document reviews from HPTC and industry firms in the study programs. Primary data



was obtained by using three types (Graduates, Employers and HPTC staff) of extensive self-

administered questionnaire supported by follow up through phone conversation.
1.3. Delimitation of the study

This tracer study was delimited to tracing the where about of 2014 graduates of the aforementioned
five departments.The study was also delimited to assess the views of the graduates themselves, the

employers and the trainers about the competencies of the graduates and factors contributing to that.
1.4. significance of the study
This tracer study may have the following implications:

® [t brings together certain basic types of information concerning the level of employment, self-

employment, unemployment and underemployment amongst graduates.

® [t provides information to different actors in the sector to identify gaps and revise the way the

training should be delivered so as to enhance employability of graduates.



CHAPTER TWO
LITERATURE REVIEW

2.1. Tracer study

Tracer studies can be defined as retrospective analyses of graduates through a standardised survey,
which takes place sometime after graduation (normally between 6 months and 3 years). It is an
approach that enables education and training institutions to obtain information about possible
deficiencies in the educational process and the learning process and can form the basis for planning
activities for the improvement in the future. Tracer studies are also known as graduate surveys,

alumni surveys, or graduate tracking (Schomburg, 2003).

According to the International Labour Organisation (ILO, 1996) a tracer study is an impact
assessment tool where the impact on a target group is traced back to specific elements of a project
or programme so that effective and ineffective components of the programme may be identified.
Tracer studies, also called graduate studies or follow-up studies or destination of leavers from
training institution surveys, are also a management tool for planning, monitoring and measuring the
relevance of vocational training programmes (Lange, 2001; AAU, 2002; Osei et al., 2015; Mubuuke,
Businge and Kiguli-Malwadde, 2014; Gines, 2014). The importance of tracer studies has been
recognised for a long time. Heidemann (2011:p.10) study of 45 German higher education
institutions concluded that ‘tracer studies provide information about the entry into the labour market
and workforce as well as retrospective evaluations of study programmes’. According to Heidemann
(2011) tracer studies will provide valid information about entry into the labour market and
retrospective evaluation of study programmes. The tracer studies will in addition enhance the

marketability of education and training programmes (Balingbing, 2014 cited by Osei et al, 2015).

2.2. Review of selected tracer studies

Various tracer studies of graduates have been conducted in some African countries, including
Ethiopia. These studies sought to ascertain the whereabouts of the graduates, their transition from
higher education to work, job search, employment conditions, use of knowledge and skills,

appropriate position and job satisfaction, retrospective assessment of their study condition.

In Africa, the tools and approaches used to appraise the external efficiency of TVET systems are
varied. Several countries have adopted a centralized approach based on field or telephone surveys,

relying on the Ministry of Labour (Burundi), national employment and training observatories



(Niger), specialized VT directorates (Mauritania’s Ecole Nationale d’Administration Publique;

DRC’s Institut National de Préparation Professionnelle).

TVET institutions are often involved in collecting information on their graduates, and in some cases
are the only organizations to do so. This would usually occur in the form of field or phone-based
surveys. The findings may be entrusted to a central employment observatory or national statistical
office. Surveys are sample-based. They are part of the TVET institution’s auto-evaluation activities

that takes learner/employer satisfaction into account.

To appraise the performance of a TVET system in detail, it can be helpful to obtain very precise
information about the careers of specific individuals. Initiatives adopting this approach have
involved using cell phone numbers, or national identity card numbers (Mauritania). The above
range of approaches is complemented by a number of other alternatives, including the creation of
national independent assessment systems (Ethiopia), the organization of career fora to interview
attendees in bulk, reviews of the national press, and the exploitation of data drawn from national

employment funds.

Methodologically, most of the tracer studies focused on the graduates with little attention given to
capturing the perspectives of the employers of these graduates. This limits a holistic understanding
of the link between education and work. With the exception of very few tracer studies like
REFORUM (2009) and Anyanwu (2000) which tracked agricultural graduates, most of the other
tracer studies in Africa either took a generic view of all graduates from a particular institution or
focused on other areas like Commerce, Arts and Science graduates but not specifically on
agricultural graduates. This tends to masks the peculiar challenges associated with agricultural
training, even though agriculture is central to the development of most African countries. There is
therefore a clear need for tracer studies which focus specifically on agricultural graduates, which

this current study seeks to do.

Studies tracking University graduates in Ghana have been episodic and occasional. In the wake of
graduate unemployment, the Ministry of Education in Ghana commissioned Batse and Gyekye to
undertake a tracer study of graduates in 1992. This study attributed the growing graduate
unemployment to an educational training that did not sufficiently equip the graduates for the job
market. Another tracer study of graduates of Ghanaian universities from 1985 to 1993 (Djangmah et
al., 2000) found that 68% of graduates in humanities and social sciences did not see a link between
what they studied at the University and their work. On the other hand, 76% of Law graduates

reported some linkage between their work and what they studied in the university.



Methodologically, these studies were almost entirely based on a survey questionnaire and not much
use of other methods such as the qualitative, reconstructive techniques which have been shown to
be important in social research in general and in graduate tracer studies in particular (Bond and
Frances 1990). Besides, these studies collected information mainly from the graduates without
capturing the perspectives of the various employers, thus limiting a deeper understanding of the

1ssues.

Another study by West and Central African Council for Agricultural Research and Development
(WECARD) (2010) was conducted to trace agriculture graduates in Ghana from 1993 to 2008, with
the view of generating relevant information that could possibly feed into curricula review to ensure
that agricultural training institutions are able to produce graduates better suited for the job market.
The study sought to assess the nature of agricultural training provided by Agricultural training
institutions; assess the degree to which the training of agricultural graduates equipped them for their
job performance; assess the demand for agricultural graduates, and capture the perspectives of
agricultural graduates on their training and the job market. Various categories of employers from
the public sector, private sector and NGOs were interviewed to capture their views in terms of the
appropriateness and adequacy of the knowledge and skills provided agricultural graduates and the
demands of the job market. A self administered questionnaire was design and given to 299
agricultural graduates, who left school from 1993, to capture their perspectives on the training they
received and the job market demands. The selection of graduates was done by visiting a cross
section of organizations employing agricultural graduates and the assistance of Managers of these

organizations sought to identify agricultural graduate employees to fill the questionnaire.

This study was carried out to find out employment condition and response of the graduates of this
campus. The study covered bachelor programs from two faculties, namely Education and
Management. This study covered 16 graduates of pass year 2017. Other graduates could not be
traced for various reasons. Questionnaire was the main tool for the collection of data. The findings
show that 43.75% of the graduates were involved in some kind of employment, the numbers of
female graduates are more in getting employment opportunity. All of them secured full time job in
different field. Most of the graduates seem to be satisfied with their job, especially regarding their
salary and social status. In terms of the employment rate and average income, no significant
difference was observed among the graduates from various programs of study. Findings of the study

imply that a campus should give more effort to enhance IT and research skill of the students.



Another study reviewed is a tracer study on the employment outcomes of the vocational training
graduates in Botswana (BOTA, 2010). The purpose of the study was to establish employment
outcomes of the Vocational Training Graduates of BOTA accredited institutions. The main survey
instruments were a closed format questionnaire for graduates and semi structured questionnaires for
key informants of trainers and employers. The study targeted 1080 graduates, 100 trainers and 50
employers. he employment rate among respondents was 50.45%. The majority of these graduates
were employed full-time and the rest were employed on a temporary basis or part-time.
Unemployment was more prevalent among females, while employment was high among males.The
study found that the predominant method used by graduates in finding employment was responding
to media advertisements. It was also found that it is generally difficult for graduates to get a job as
reflected by the high unemployment rate, with 48.7% of the respondents indicating that they have
difficulties getting a job. The mainly difficulty in getting a job was identified as limited job
opportunities in the geographical area where the graduate resided, which was identified by 32.57%
of the respondents. Respondents rated the skills they acquired from vocational skills highly. They
are generally of the view that the skills acquired at TVET Institutions are adequate to enable them
to perform the tasks in their work adequately to the satisfaction of their employers. The views of
graduate respondents were in tandem with those of employers who rated the skills of graduates as
fair. Graduates rated the programmes they went through highly in terms of content and instructional
quality. The overwhelming majority of the respondents (89.41%) indicated that they would

recommend the programmes they went through to others.

A tracer study was conducted in Somalia in 2012 in order to establish the employment rate of the
graduates and document lesson learnt. Diakonia Commissioned AMS to conduct the study. The
study employed a number of data collection methodologies to collect data, both qualitative and
quantitative. Secondary data was reviewed and primary data were collected from a number of
respondents mostly the primary beneficiaries. Questionnaires were administered, group discussions
conducted, key informants were interviewed and observation methods used in the field. The training
providers availed two lists of trainee graduates from which the researchers picked randomly and
interviewed them mostly through face-to-face discussion but occasionally through telephone. Key
aspects of the data collected were triangulated from other sources. There were a number of
limitations to the study including security concerns, limited time to trace the respondents, some of
whom could not be reached due to the communication complexity in the region, while others have
been detached from the training centres, not forgetting the underlying suspicion which limits

information provision.



The findings revealed that the trade skills provided to the project’s beneficiaries were relevant as
most of those employed were utilizing them with a high level of appreciation. The findings further
reveal that people in the region appreciate certification which they feel is a plus to their life and will
create for them better job opportunities that would improve their livelihoods. This suggests that the

absence of certificates might hamper or slow the access to employment opportunities.

A tracer study was conducted in Gambia Technical Training Institute (GTTI) in 2015-16. The
objectives of the tracer study were to measure the labour market outcomes of 2015-2016 GTTI
graduates, assess the effectiveness of GTTI’s training programmes, understand the employability of
graduates, and evaluate how access, quality and relevance of TVET contribute to graduate

employability thereby informing the design of future training programmes.
The findings indicate a graduate employment rate of 57.9%.The implication of this therefore,
is that graduate unemployment is in the double digits. This situation challenges the quality of

the training inputs and by extension the employability of graduates and the effectiveness of the
training programmes. However, the assessment of the effectiveness of GTTI training programmes
facilitated the understanding that their overall effectiveness is located within the “average to good
rating” range. This outlook notwithstanding, the quality of learning materials, availability and
quality of technical equipment and work-based experience of teaching staff emerged as areas and

inputs that require immediate quality improvements.

72.5% of graduates acknowledge applying the skills they learned at GTTI to varying degrees in the
workplace. Another 66% and 78.6% find such skills useful for work and future career development
respectively, thereby highlighting the link between GTTI training programmes and labour market
requirements. The findings indicate that GTTI training programmes are socially and economically
relevant to graduates. However, the employability skills acquired by graduates through GTTI

training tend to be at basic or functional levels, thus diminishing the quality of training outcomes.

Another tracer study of 343 Sudanese TVET graduates from Khartoum State was undertaken in
Sudan in 2016 with the support of ILO to provide understanding and a benchmark for further
research on where skills development needs to be focused to meet Sudan’s current labour market
demands. Emphasis in the study was placed on the links between the quality of skills obtained by
graduates in TVET institutions, and the perception and satisfaction of employers and employees
alike. The tracer study employed both qualitative and quantitative data collection methods such as

desk review, questionnaire, focus group discussion, and observation. A sample of 350 graduates



were randomly selected out of 5922 students who took the 2011 examinations for technical
secondary schools, Artisan Institutes, and Vocational Training Centres that were implementing
formal apprenticeship programmes. Graduates were identified through admission records of TVET

institutions and through snowball sampling techniques.

With regards to the employment status of the traced graduates, the study revealed that out of the
total number of graduates interviewed (343), 199 (59 per cent) were employed in 2013. The
findings illustrate that the majority of the employed graduates, 72 per cent, found their current job
through the assistance of relatives and friends, while 15 per cent of the respondents obtained their
current employment through job advertisements in the public media and only 5 graduates found
their position online. The findings also indicate the non-existent role of public employment service
offices which are expected to take a leading role in assisting job seekers. Another important finding
of the study is that 78 per cent of the graduates worked in an occupation which was not relevant to
their field of initial study/training. This is reflective in the weak life-long career guidance process
available to students as well as the TVET institute’s disconnect with the labour market in advising
students and supporting them through the transition from school to work. This finding can also
suggest that the TVET institutes are offering programs for students in geographical locations that
are not in demand by local employers, thus underlining a current mismatch. The study revealed that
less than 10 per cent of interviewed employers acknowledged that TVET institute graduates are
generally prepared to assume their work responsibilities upon graduation without further training.
The employers stated that graduates lacked skills in (i) performing at a high quality and better paid
work (14 per cent) (ii) the practical use of machines and equipment (11 per cent) (iii) the practical
use of computers (10.5 per cent) and (iv) the practical use of working tools (almost 10 per cent).
When TVET graduates were asked about the most important aspects that determine job satisfaction
for them, income was by far the most important (32.5 per cent) followed by unspecified aspects
(17.6 per cent) and working hours (15.6 per cent). The possibility of acquiring new skills and
knowledge (13 per cent) was identified as the fourth most important, while the least important
aspects were career prospects from the job (4.7 per cent) and the type of tasks they are required to

perform (4 per cent).

The Polytechnic of Malawi carried out a tracer study in 2017 on all of its programmes and on its
2014 graduates. The overall objective of the study was to generate relevant information that could
possibly feed into actions/interventions geared at producing graduates that are suitable for the job

market. This study employed a descriptive survey design to collect information from 2014



Polytechnic graduates through a structured questionnaire designed to be self-administered in order
to collect relevant information. The study was designed to generate both quantitative and qualitative
data. The questionnaire was designed to get information on key variables such as education and
training before study; the programme of study; internship/industrial attachment during the course of
study; study conditions and provisions; competencies and satisfaction with the course of study;
what happened after graduation; employment and work; work requirements; relevance of
programme of study to current job; work orientation and job satisfaction; further education; further

professional training; individual background; and migration and regional mobility.

In terms of rating of the learning conditions and provisions at The Polytechnic, in general they were
rated poorly by the graduates that participated in the survey. The quality of classroom was rated
only fair by 52% of the responded. The quality of students recreational facility were bad or fair by
the majority of respondents: faculty of Built Environment (67%), rated students™ recreational
facilities on campus as bad, whereas most respondents from the Faculty of Applied Sciences (52%),
Commerce (41%), Education and Media Studies (41%) as well as Faculty of Engineering (58%)
rated students® recreational facilities on campus as fair. Concerning internship/industrial attachment,
the provision of internship was rated bad by over half (56%) of the total respondents, mainly from
faculties of commerce (67%), Applied Sciences (60%) and Built Environment (50%)The majority
of respondents from the faculties of Commerce (87%), Engineering (85%), Education and Media
Studies (83%) and Built Environment (78%) and Applied Sciences (71%) rated the opportunity for
consultation with teaching staff as fair or good. However, there is a considerable proportion of
responses that rated the consultation of teaching staff as bad, especially from faculties of Applied

Sciences (17%) and Built Environment (22%).

In terms of competences and satisfaction with the course of study, the majority of graduates that
participated in the survey were satisfied with the acquisition of competences from their study
programmes. The acquisition of competences upon graduation was rated high to very high by most
(70%) of the graduates that participated in the survey. Overall, at least 74% of the graduates that
responded indicated that they would choose again the same field of study/training to a high extent
or higher while at least 79% of the graduates would choose the Polytechnic again. In aggregate,
approximately 70% of graduates rated the level of satisfaction with studies to a high extent or very
high extent. In terms of transition to employment, about half (49%) of the graduates that
participated in the survey had full time employment, 13% were employed on part-time basis and
10% were 55self-employed by the end of the first 6 months after graduation. About 30% of the
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respondents had secured the first job before graduation and 36 % of them had secured their first job
within the first six months after graduation. By the end of one year after graduation, 56% of the
graduates that responded indicated they had secured employment. These results possibly indicate
that Polytechnic graduates are employable, considering that the majority of respondents had job in
the first 6 months after graduation. This is contrary to the general view that Polytechnic students
struggle to find employment. Furthermore, most graduates (61%) searched for their first jobs
through job advertisements/announcements in newspapers, internet, notices and radio, friends,
fellow students or they were seconded by personal contacts, (29%). This is contrary to the aim of

organizing student recruitment seminars/symposium.

Concerning employment situation and relationship between study and work, over eighty percent
(84%) of the graduates that responded had full time employment by the time of the survey. Only
9% of the respondents stated that they were still searching for a job at the time of the survey. About
90% of the graduates that responded had changed at least two or three jobs. Most of them (60%)
stated that the private sector (which includes NGOs) is their main employer, seconded by public
service (35%). In terms of work requirements, all of the graduates that participated in the survey
rated to very high extent the following as the required skills/competences in the current jobs: very
high ability to work productively with others, ability to work under pressure, ability to organize

work processes efficiently and ability to work efficiently towards a goal.

Concerning relevance of program of study to their current jobs, 74% of the graduates that
participated to the survey stated that they utilise the knowledge they acquired during the course of
their study in their current job to high or very high extent. Most (85%) of the graduates work in
related fields, suggesting appropriateness of the study for the job. Generally, 74% of the graduates
stated that they utilise the knowledge they acquired during the course of their study in their current
job to high or very high extent. About half (53%) of the employed graduates that participated in the
survey reported that their own and/or related fields are appropriate for their jobs, signifying the
importance of multidisciplinary approach to curriculum. Most (85%) of the graduates that
participated in the survey indicated that at least 56their qualification (Bachelors) matched best to
their current jobs. Most of the graduates (73%) that participated rated the extent of the

appropriateness of study to their current jobs high or very high.

Concerning work orientation and job satisfaction, the extent of satisfaction with current job was
moderate to high extent for most of the graduates (78%) that responded to the survey. Only 43% of

the graduates responded that they were satisfied to a high extent with their current job. In terms of
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individual background shows that the parents majority of graduates that participated in the survey
belong to the elite group of the Malawi society. More than threefifth (62%) of the graduates that
participated in the survey had fathers that were holders of senior secondary school or had higher

education degrees (Bachelor, Masters or PhD). Also,

about two-fifth (38%) of the graduates had fathers that were highly educated. Further, about 60%
graduates that participated stated that their mothers had highest education level of above senior
secondary school. Also, 41% of them stated their mothers had diploma or higher education degrees.

Like with the highest education of the father, it is seen that most graduates

that participated in the survey belong to mothers that are highly educated. In terms of giving
feedback on areas that require improvement in the study programmes and the Polytechnic as an
institution, graduates that participated in the survey recommended that the learning conditions
should be improved and curriculum should be revised. The most frequently cited recommendations,
on improving the learning conditions, were having infrastructure that befits a higher learning
institution, having undisturbed academic calendar and incorporating internship for all the study

programmes.

A tracer study was also conducted in Tanzania in March, 2019. In this tracer study, the primary data
was collected by internal staffs of VETA (Vocational Education and Training Authority) preferably
the Labour Market Analysts. For collecting post training information of the graduates, priority was
given to face to face interview. For this, data collection teams from VETA Zones were deployed to
all parts of the country. Likewise, individual enumerators were deployed for the data collection in
all VETA Zones. Besides the quantitative data, qualitative data was also collected from employers,
teachers and managers at institution level. Similarly, the members of professional associations were

also interviewed about the employment status in their corresponding profession.

The findings of this survey have disclosed a number of critical features related to Vocational
Education and Training. Categorically the finding revealed features related training facilities
especially tools and equipment; inadequate training delivery including little time for practice; lack
of employment support from the Government including non-provision of startup capital and tools;
inadequate number of teachers with doubtful competence; delay of certificates; unclear progression
route to higher levels such as diploma; bigger number of related subjects which are time consuming
and the need for centres to have well organized, supervised and effective field attachment

programmes.
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The following are the key factors for unemployment: job seasonally (30%), and other is lack of
financial resources to start up self-employment (8%) and low wage provided by some employers.
Method of entering into employment is mostly through personal communications (46 percent),
although field attachments also contributes to 22 percent on enabling graduates enter into
employments. On the distribution of working hours per day revealed that more than sixty percent
(60%) of the graduates are spending 8 hours per day. This perhaps is an indication that the majority
38 per cent) being self-employed are ready to work longer periods in a day in order to earn more

income.

More than 75% of respondent reported to earn income within the national minimum wage range.
This also portray fair emerges as among of the criteria for dissent works is the issue of work
contract. Respondents also were asked to provide any general comment for improvement of the
shortfall found on the TVET system. A number of comments were provided but lack of boarding

facilities and lack of modern tool and equipment in the workshops emerged to be critical ones.

Bedada (2010) conducted a study in the Oromiya region of Ethiopia to assess obstacles in Job
Creation and Employment for TVET Graduates in Ethiopia. The study aimed at assessing the
obstacles in job creation and employment opportunities for Technical-Vocational Education and
Training institutes (hereafter TVET) graduates of Ethiopia in general and that of the Regional State
of Oromiya in particular. In the study, descriptive survey research method was employed. The data
were collected from 100 purposely selected TVET graduates of the Regional State of Oromiya,
selected TVET teachers, and TVET program coordinators using questionnaire, interviews and focus

group discussions.

The study showed that the inadequacies of TVET graduates in creating their own businesses or
getting employment opportunities emanate from the following detail factors: Inadequate experience
regarding practical training on the part of the trainers; Existence of poor public-private partnership;
Minimal stakeholders’ involvement in the training programs; Prevalence of inadequate attachment
between TVET institutions and the nearby companies and/or industries; Using structured and rigid
curriculum in the face of changing economic circumstances; Minimal success in developing
alternative financial sources; Absence of follow-up studies of the graduates; Recruitment and
placement of the trainees i.e. making students who could not pass the Ethiopian General Secondary
Education Certificate Examination enter into TVET institution without interest; Keen interest of the
people of Ethiopia to make their children become white collars instead of becoming blue collars up

on completing training programs; Availability of cheap labour in the black market; The prevalence
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of experience-based rather than training-based business transaction in the country; Socio-cultural
impacts like sex roles or gender stereotyping i.e. considering physical works as if they are meant
only for males; Conducting training programs based on anticipated employment rather than on
planned labour need; Existence of stagnant employment opportunities; and Using a single model

namely DACUM Model in designing the curriculum of TVET institutions rather than being eclectic.

Another tracer study was conducted at Holeta Polytechnic college in 2019. The study traced the
HPC students who graduated in 2011 in terms of their job placement profile and the usefulness,
relevance, and adequacy of the skills and competencies as well as work-related values to their job
placement. A survey method using questionnaire was utilized to 229 respondents. Results revealed
that most of the respondents didn’t landed on jobs which were related to their training program for
about 1-6 months. The total number 2019 graduates employed in these organization were 45 out of
which 42 graduates 50% (21) were employed on the related position where as 50% (21) were
employed to the position which is irrelevant to their field of study. Out of 51 graduates found in
Holeta and Walmara district only 14 unemployed graduates filled the survey questionnaires 14.3%
(2) continued their degree program while other are still searching for the job. The study revealed
that lack of experience, existing bureaucracy, saturation of the occupation of the graduate’s main

obstacles to get jobs.

The other tracer study conducted in Ethiopia was a tracer study on Kombolcha polytechnic college.
The study was conducted between December 2021 and February 2022. There were a number of
limitations to the study including security concerns to trace the respondents, some of whom could
not be reached due to the communication complexity in the region, while others have been detached

from the study area due to obvious reasons.

The objectives of this tracer study are threefold: (i) assess the employability of TVET graduates; (ii)
understand the market relevance of training programs offered at KPC; and (iii) identify possible
areas for improvement in the TVET delivery. The Tracer Study had a mixed cohort design covering
graduates from 2018/2019 and 20/2020 GC by employing a descriptive survey design. The
population of the study included TVET graduates, Employers and KPC staff. A total of 237
graduates, 45 employers, and 16 KPC staff participated in the study.

The study focused on four programs (Auto Engine Servicing Level 2, Auto Engine Servicing Level
3, Automotive Servicing Management Level 4, and Automotive Technology Management Level 5)

and seven departments: Agriculture, Construction Technology, Hotel and Tourism, Information
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technology, Metal Manufacturing, Electrical-Electronic Technology, and Textile and Garment. The
study was designed to generate both quantitative and qualitative data form primary and secondary
sources. Secondary data was sourced from document reviews from KPC and industry firms in the
study programs. Primary data was obtained by using three types (Graduates, Employers and KPC

staff) of extensive online self-administered questionnaire.

The questionnaire for graduates was designed to get information on key variables such as
demographic information; satisfaction with training aids, internship program during the course of
study; employment status after graduation, sector and nature of employment and job satisfaction for
the employed graduates, support for self-employed graduates, and reason for unemployment for
those who are unemployed. The questionnaire for employers included demographic information,
how they find employees with needed skill, skills and knowledge needed from graduates, reasons
for not employing TVET graduates, internship status, and status of industrial exchange for TVET
staff. The questionnaire for KPC staff included demographic information, details of the training
programs including ratio of theory and practice, satisfaction with physical and administrative
factors, knowledge and skills of TVET graduates, and the participation of KPC staff in industrial
exchange program. Respondents were also given questions to provide their comments and

suggestions.

It can be concluded based on the major findings that there are some variations across departments
and programs in terms of employability of TVET graduates from KPC. The findings showed that
there is no sufficient support for graduates. The low employability rate and employment (wage as
well as self) in areas unrelated to the graduates’ occupation indicate that labour market studies have
not been conducted regularly. This is also supported by the finding that some graduates did not get
job opportunities in the labour market. Though the findings show that the graduates have taken soft
skills like communication skills and ICT skills, it was indicated in the findings that most graduates
from some programs and departments lack communication skills and ICT skills. This leads to
conclude that the trainings given in these soft skills are not sufficient or not relevant to the needs of
the employers. Based on the results from satisfaction of graduates and KPC staff, it can be
concluded that the physical as well as administrative resources at KPC are not satisfactory to deliver

quality and relevant training.

The findings also showed that recruitment strategies used by the employers are mainly external and
internal advertisements. This also leads to conclude that the collaboration between KPC and the

employers in terms of securing employment for the graduates is not strong. It can also be concluded
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based on the findings that self-employment is not well promoted at KPC. Most of the employed
graduates showed dissatisfaction in income and benefits. This may lead to the conclusion that
graduates are employed with a lower salary and benefits than what they might have expected, which
could, in turn, be attributed to absence of minimum wage policy. This is also evidenced by the less

decent work experienced by the employed graduates in terms of salary.

Lack of skills in applying for jobs (unsuccessful application) and lack of prior attachment with the
employers contributed to unemployment of graduates. Most of the unemployed graduates also
attributed their unemployment to losing their previous jobs. Which means that graduates initially
get employment but lose their job which may be due to incompetence or non-productive in the
company. One can conclude here that graduates are not getting professional development trainings
after recruitment, which keeps them updated and competent in the dynamic world. This is also
evidenced by the lower number of graduates who have got professional development opportunities.
Lack of competence in the work place can also be related to the less practical nature of the training
given in the college. It can also be concluded based on the findings that trainers lack the required
competency and industrial experience, which might have affected the quality and relevance of the

training provided in the college.

As can be seen from the reviewed tracer studies, most institutions conduct tracer studies by
gathering survey data from graduates, employers and trainers to get insight into the whereabouts of
the graduates and to revise their programs and their delivery. Thus, it can be summarized that tracer
study is mainly conducted to determine the employability of graduates and to revise, plan, monitor

and measure the relevance of vocational training programmes.

2.3. Employability

Govender and Wait, (2017) define employability as the ability of graduates to start work as
effective professional employees from first day of employment. Copps & Plimmer (2013) and
Govender & Wait (2017) argue that employable graduates are easily distinguishable from the rest
because they have work needed skills, distinct attributes and characteristics. They identified them as;
lifelong learning, professional development, ability to apply and integrate theory and practice,
decision-making and collaboration. Nilsson (2010) in his study defines employability as the ability
of individuals to find employment and remain employed. Hillage and Pollard (1998) describe
employability as person’s ability to gain employment, sustain employment, shift to other functions
within the same firm, gain new employment if needed and function in a work capacity that brings

fulfillment and satisfaction. According to Minocha Hristova and Reynolds (2017) employability is
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the graduate’s ability to use their specific skills set in a way that is expected by the employer for the

benefit of the organization.

2.3.1. Theories of employability

The conflict theory

Conflict theory states that the employer and TVET institutions are both responsible for the
development of employable skills in graduates (Brown et. al., 2003). This theory underscores the
employer-academic conflict. The theory argues that employability cannot be handled alone by the
TVET institutions but that it should be a partnership responsibility for both to provide work place

experience that will increase employability (Selvadural et. al., 2012).
The human capital theory

The human capital theory, introduced in the 1960s by Gary Becker, supposes that investments in
human capital will subsequently provide higher wages (Becker, 1964/1993). It highlights education
as the key enabler of economy and global economic participation (Becker, 2009). Human capital
comprises those assets that cannot be separated from the person, as is possible with physical or
financial capital. Becker refers to knowledge, skills, and health as examples of human capital. He
argues that education and training, said to be the most important factors of human capital, provides
people with better earnings later in life. The promise of such benefits, to Becker, is proof for why it
is important to invest in individuals. When analysing the employability of students from the
companies’ perspective, the skills and knowledge of employed graduates are being analysed by

emphasising a human capital approach to graduates’ employability skills (Jonck, 2014).

In a human capital theory, the primary purpose of TVET Institutions becomes that of preparing
graduates for their occupational lives by equipping them with the necessary skills. Buck and Barrick
(1992) state that contemporary human capital education and training emphasises generic
employability skills, rather than specific technical abilities, rather than specific technical abilities, to
address current labour market needs. In other words, employability skills such as critical thinking,
problem-solving and a positive attitude towards occupational change are not job specific but
transferable among a range of occupational contexts. This translated means that a person should
possess a range of skills that can be applied to a variety of jobs because society is now faced with
technological, economic and social influences which cause significant change in vocational roles.

The graduate has to adapt to and capitalise on these changes by demonstrating the value that their
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work can add to an organisation. This is imperative to the fulfilment of a satisfying and productive

life.

The Consensus theory

The consensus theory of employability believes that generic skills development through human
capital injection will result in sharpening employability skills of graduates thereby accelerating their
career development (Selvadural et. al., 2012). This theory concludes that generic skills development
at TVET institution would enhance the employability of graduates and assist them to perform
optimally in the workplace. According to this theory, the advancement of generic abilities can
improve the employability of students and guide them to perform task at workplace. The focus of
this theory is to grab and share the information which includes analysis. Furthermore, it indicates
that students should be capable to communicate and represent the information with industrial
standards. This includes writing emails, giving presentations, and team discussions. Additionally, it
also suggests enhancing creativity and problem-solving skills, which are very important in uncertain

situations.
The social capital theory

In addition to knowledge and skills, social capital has also been regarded as important for an
individual’s ability to find employment. Social capital consists of a social structure that is
productive in the sense that it facilitates the possibilities of undertaking certain actions that
otherwise would not have been possible (Coleman, 1990). In other words, social capital is an
individual resource consisting of those contacts that are of value when finding employment. The
social structure carries with it norms, trust, knowledge, relationships and nodes to other people and
this structure forms an available network that is useful when searching for jobs (Seibert, Kraimer, &

Liden, 2001).

In the employability literature, social capital has been recognised by several authors as a potential
determinant of employability. For example, Fugate et al. (2004) emphasise the role of social capital
in the formation of employability. The strength and size of a personal network is considered
important in order to be employable, and through work and contact with other people, career
opportunities arise. People with strong social capital are presumed to engage not only in formal
networks, but also in informal networks (Fugate et al., 2004). This is supported in a recent study,
where networking was found to be an important aspect of employability (McArdle et al., 2007).
Other scholars suggest that employability is dependent on one’s knowledge of the labour market
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itself, including how information is exchanged across formal and informal networks (Kluytmans &

Ott, 1999).

According to Cross (2005) social capital is about building and establishing networks with people in
one’s field of study. There should be some movement towards training programs being mapped and

adjusted, in order to be aligned more closely with the labour market.

In the literature on job search processes and the labour market, social capital has been used to refer
to the social ties one uses to obtain job information or introductions to employers (Granovetter,
1994). This is further elaborated by Woolcock (1998) who proposes four dimensions of social
capital: firstly, horizontal associations; secondly, social ties within communities; thirdly, the
relationship between civil society, and fourthly, the State and the quality of governing institutions.
These are some of the resources for which to strive in order to ensure sustainable futures in a

changing socio-economic environment.

Brinton (2000) refers to two types of social capital: private social capital and institutional social
capital. In private social capital, the individual has access through his or her personal networks
whereas in institutional social capital the individual has access by virtue of belonging to a particular
organisation, e.g. alumni associations, business firms and government agencies. However, in order
to minimise institutional social capital, charges of systematic bias and unfairness against some
groups of individuals gradually led to the development of legal provisions that require broad
advertisement and an open application process for academic and most other types of jobs (Brinton,
2000). It is hoped that the latter will maximise the variety and depth of the applicant pool by openly
soliciting applications. Despite efforts to curb institutional social capital, it is still prevalent in most

avenues of employment.

In general, people differ in the degree to which they utilize social capital Granovetter (1994) found
that many studies have demonstrated that the overriding mechanism through which individuals find
jobs in the U.S. is through their own social capital, or “connection”. They argue that this reliance on
social networks means that institutions play an insignificant role in matching workers to jobs.

Instead what matters is the individual’s own stock of social capital.

Both positive and negative points of contention emerge from this argument as a result. If a graduate
is outgoing and open, then he/she may be able to establish social “contacts” whereas others who are

reserved and unable to easily communicate possibly due to their own inhibitions, may find it
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difficult to build up their own social capital. Unfortunately, the reserved graduate may be a highly
competent individual who has just not been noticed. This reliance on social networks suggests that
institutions play an insignificant role in matching graduates to jobs. Thus Holzer (1987) calls for a
more open society. A number of western countries have highly institutionalised systems of moving
youth out of school and into the labour market through apprenticeship programmes or other types of
school industry partnerships (OECD, 1998). This type of initiative addresses the changing demands

of employers and industry.

Another interesting argument is postulated by Holzer (1987), who claims that people’s own social
networks will often be closely tied to their social class and ethnic origin rather than extending
outward into other social groupings. These are constraining factors that span from social, human,
fiscal, ethnic and possibly even racial factors, which may prevent educated people from moving

into better jobs.

It can be learned from the aforementioned employability theories that employability is not just
about students making deposits in a bank of skills (Cranmer 2006). Yorke & Knight (2007) and
Boden & Nedeva (2010) consider the concept of employability to be a ‘synergic combination of
personal qualities, skills of various kinds and subject understanding.” Now-a-days, employers want
to select employees that possess skills and capabilities of interest to the company (Diamond and

Rajan 2005).

According to Bridgstock (2009), employers have mainly given attention on personal attributes
which will mainly contribute to overall employability. Personal attributes include loyalty,
commitment, honesty and integrity, enthusiasm, reliability, personal presentation, common sense,
positive self-esteem, a sense of humor, a balanced attitude to work and home life, an ability to deal
with pressure, and, motivation and adaptability. Kamau and Waudo (2012) suggest that skilled
employees should have personal attributes. This includes people with passion and the right attitude,

foresight, creativity, confidence, ability to motivate flexibility and respect for others.

Brown (2010) and Kamau & Waudo (2012) in their survey of employers, revealed functional,
conflict resolution, computer skills and good work habits as important attributes for employment.
Wood (2005) and Bennett (2008) also contended that customer service skills, communication skills,
analytical skills and problem solving skills are the essential skills for employment in the hospitality

industry.
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Indeed, possessing “skills” associated with having what is needed to perform effectively upon
graduation is important. What is more important though; is having the “skills”, and the “personal
attributes” to know how to develop and improve oneself (Hind 2006; Causin and Ayoun 2011,
Leeman and Reynolds 2011). It was found out that motivation/ambition was the most important

attribute sought by employers.

Banerji, Arup, Wendy Cunningham, Ariel Fiszbein, Elizabeth King, Harry Patrinos, David
Robalino, and Jee-Peng Tan(2010) argue that job-relevant skills refer to a set of competencies or
abilities valued by employers and useful for self-employment. They include technical skills relevant
to the specific job of the worker, as well as other cognitive and non-cognitive skills that enhance his
or her productivity more generally. These other skills include: problem-solving skills or the
capacity to think critically and analyze, learning skills or the ability to acquire new knowledge
(“learning to learn”), distill lessons from experience, and apply them in search of innovations,
communication skills, including writing skills, collecting and using information to communicate
with others, fluency in foreign languages, and use of information and communications technology
(ICT), personal skills for self-management, making sound judgements, and managing risks, social
skills to collaborate with and motivate others in a team, manage client relations, exercise leadership,
resolve conflicts, and develop social networks. All this implies the need to understand the necessary,
“skills”, and “personal attributes” needed at the point of graduation in order to be in a position to

come to the attention of “desirable” employers at a critical career stage.

2.4. Other factors that influence employability of TVET graduates
The way employers recruit graduates

Recruitment is one of the major functions of an organizations. Changes in labour market factors
such as mass enrolment in training Institutions (Tan and French-Arnold, 2012) and advances in
technology (Hager, Holland and Vecket, 2002; Datta, 2001) have changed the way organizations
recruit graduates (Steiner and Gilliland, 1996; Anderson and Witvliet, 2008). Indeed, technological
changes and globalization continue to increase the demand for skilled workers that can operate
successfully in the global environment (Karoly, 2010). In this context, organizations are becoming
more flexible and responsive and accordingly are changing their preferred recruitment strategies in
response to labour market conditions (Russo, Rietveld, Nijkamp and Gorter, 2000; Russo, Gorter
and Schettkat 2001; Wilk and Cappelli, 2003). Studies on recruitment have focused on how
organizations attract job applicants (Larsen and Phillips; 2002; David, 2005; Celani and Singh,
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2011), recruitment sources (Rynes, 1991) and employers’ recruitment behaviour (Behrenz, 2001;

Gorter, Nijkamp, and Rietveld, 1996; DeVaro, 2005).

There has also been increased recognition of the need to explore the strategies organizations and
corporate recruiters use to recruit and attract qualified applicants in response to the shift in labour
market conditions (Carlson, Connerley and Mechan, 2002). Furthermore, few studies have
conceptualized and empirically addressed the processes and mechanisms used that show how
employability skills influence corporate recruiters’ decisions when recruiting new graduates
(Stewart and Knowles, 2000; Mora and Ferrer-i-Carbonell, 2009). Additionally, during the
recruitment process corporate recruiters look for personal qualities and characteristics such as

professional knowledge, personal engagement and social competence (Behrenz, 2001).

Studies show that recruiters use both formal (graduate recruitment programs, advertisement in
newspapers and company websites) and informal (word of mouth and interns) recruitment channels
to attract new graduates. In relation to the screening of applicants, there is a growing trend in using
tests, particularly aptitude tests to screen applicants. Besides assessing graduates’ soft skills,
particularly communication and attitude, recruiters also demand that applicants possess basic
technical and general knowledge that is assessed during the interview. Branine (2008) contends that
employers, irrespective of the size and nature of business, emphasize more on graduates’ personal
qualities, attitudes and transferable skills compared to the type and level of educational qualification

they possess.

Research on recruitment also focuses on job applicants’ personal characteristics and individual
factors that affect recruiters’ decisions during the screening and selection process (Breaugh and
Starke, 2000; Rynes, 1991; Cable andTurban, 2001). These factors include education (Becker, 1964;
Schultz, 1961), relevant experience (Cranmer, 2006), learning ability (Spence, 1974), positive
attitude (Hillage and Pollard, 1998) and indirectly perceivable qualities such as emotional stress and

innate abilities (Albrecht, 1981).

Research provides evidence of the link between employability skills (a synergic combination of
personal qualities, skills of various kinds and subject understanding) (Knight and Yorke, 2003) and
recruitment. A perfect blend of employability skills contributes to enhancing the recruitment
decision process (Harvey, 2001) and in particular the recruitment of new graduates in the current
labour market. The recruitment process at the organizational level goes through different stages,
ranging from advertising the job, the application process, screening of job applicants to selecting

the right applicants (Devins and Hogarth, 2005). A successful recruitment process refers to the
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strategies organizations employ to identify and select the best candidates in order to develop its pool
of human resources (Dessler, 2000; Richardson, 1989). The strategies are diverse and largely
depend on the employers’ sector, the nature of the service and the applicants and involve the
exploration of search channels, screening tools and selection criteria. In other instances, an overlap
exists between the screening and selection process making it hard to differentiate the tools and/or

criteria used during each process.

To attract potential job applicants, recruiters use formal (newspapers, recruitment centres, career
talks, graduate programmes) and informal (internal recruitment, word of mouth and informal
networks) search methods. The key factors driving employers’ choice of recruitment channel
include the channel’s ability to bring qualified candidates (Gorter, Nijkamp and Rietveld, 1996),
labour market conditions (Russo, Rietveld, Nijkamp and Gortez, 1996), the nature of the job (Bunt,
McAndrew and Kuechel, 2005) and related costs (Behrenz, 2001).Other factors that affect the
recruitment process include socio-demographic factors (gender, economic status and ethnicity)
(Blasko, Brennan, Little and Shah, 2002), a study 30 institution in terms of reputation and image
(Deephouse and Carter, 2005; Pampaloni, 2010), as well as the age and experience of the applicant
(Behrenz, 2001).

Entrepreneurship

EU (2011) defines entrepreneurship as the individual’s ability to turn ideas into action; it includes
creativity, innovation and risk taking, as well as the ability to plan and manage projects in order to
achieve objectives. This supports everyone in day-to-day life at home and in society, makes
employees more aware of the context of their work and better able to seize opportunities, and

provides a foundation for entrepreneurs establishing a social or commercial activity (pg. 50).

Career development in enhancing employability

An essential facet of career development is to gather information in order to decide how best to
build a career at any given time. Through exploration via the acquisition of knowledge, an
individual can identify other avenues that require their skills, interests and values. Engaging in
further education and training is one sure way of validating the growth potential of an employee’s
current job. In order to develop human capital reserves, students need to have the verve and gusto to
develop themselves in their prospective careers. Society is faced with technological, economic and
social influences that are causing significant changes in vocational roles. The ability of the

individual to adapt to change is imperative in the fulfilment of a satisfying and productive life.
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Career development promotes life-long learning. Hyslop-Margison, Emery and Graham (2001)
state that career development should present personal values and attitudes to students, not as
abstract employability skills, but as qualities to critically evaluate on the basis of their personal,
workplace and social implications. Kaye and Farren (1996) suggest three simple steps towards

career development:

a) Identify an organisational need or opportunity consistent with one’s own career development

b) Prepare a plan to address the need by changing the nature of one’s work

c¢) Start lobbying and building the necessary alliances for gaining support for one’s ideas and new

role in the organisation.

It is hoped that implementation of these steps may help a person’s advancement in terms of career
development. However, one can no longer assume that moving upward is the natural direction of
career growth as opportunities for upward mobility are scarce. Horizontal career development is
also to be considered as an option if the new position provides the employee with new goals and
experience. It is therefore expected from graduates and employers in making sure that they invest in

career development.

Support to enhance transition of graduates to the labour market

As can be noted in Quality TVET for the successful training-to-employment transition of Africa’s
youth (ITEP-UNESCO Dakar, 2020), experiences from other countries show that TVET institutions
may have, or do have access to several types of resources to support learners’ transition to the
labour market. Many will have chosen to establish an in-house job-finding service or unit, in
addition to possibly having access to high-level guidance on labour market opportunities through
ministerial offices, local authorities, or sector and trade bodies. Where such units exist, they
develop their own business plan, and ensure that their targets in terms of work placements,
employment and self-employment are clearly reflected in the TVET Institutions performance
contract. Material resources encompass the equipment and tools that add to the quality of training,
and hence the employability of learners. Finally, three types of financial resource may be available,

at the national, regional or TVET Institution level.

Very good examples of countries in Aftrica that provide supports related to job placement include

Mali, Senegal, and Chad. In Mali, School-company liaison bureaux were created to revitalise the
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career services of training centres both by strengthening technical, organizational and financial
capacities, and establishing partnerships between these units and the labour market. Senegal has
established a career advisory unit, one of ten pilot units supported by the « promote employment »
project financed by the European Union. The unit organizes learners into a cooperative set up from
year one, and provides each class with petty cash to develop an income generating activity related

to the trade being learnt.

In Chad, at the Ministry of Vocational Training, three departments support self-employment in the
service and commerce sector : (i) The Directorate of Information and Educational and Vocational
Guidance prepares youth for employment, job searches and self-employment ; (ii) The Directorate
of Self-Employment promotes entrepreneurial spirit and culture for the setting up and development
of micro, small and medium enterprises ; and (ii1)) The Directorate of Micro-finance focuses on
providing access to micro-credit. The ministry grants micro-credit on behalf of the government,
DPs and NGOs, on the basis of written projects submitted by a young person, group of youths or
women’s association. To support the initiative, the government has created a single office for the
setting up of small and medium businesses, and helps young people with the distribution of Kkits.
The agro-silvo-pastoral sector entails long-term credit that is not viable. To better ensure the
sustainable development of the sector, institutions that are able to provide micro-finance and
technical support are needed, both of which require local-level support according to individual

needs. (IIEP-UNESCO Dakar, 2020).

2.5. Empirical review of employability of TVET graduates

Pusriawan and Sunaryo (2019) in their study showed that becoming technically skilled alone cannot
be a grant for employment (self/paid). In addition of being technically skilled TVET graduates need
to develop the necessary soft (employability) and entrepreneurial skills to be employed (self/paid).
Their study also shows that although both technical and employability skills are necessary for any
position, employers peculiarly look for soft (employability) skills’ among job applicants than
technical skills. As to employers it is easier to train new employees in hard skills instead of training
them in soft skills (Saemabh et al. ,2011). This is also supported by a study conducted in Ethiopia by
Genene and his colleagues (2019) which indicated that graduates’ lack of work ethics is the biggest

challenge to employers that lack of technical skills.

A study by Agmassie and Reda (2022) revealed that among 1579 TVET graduates that took CoC
assessment in 2018/2019 only 654 were competent and among these competent graduates only 270

(41.28%) were employed whereas 384 (58.72%) were unemployed (both self and paid). Similarly,
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among 1508 graduates that took CoC assessment in 2019/2020 only 673 were competent and
among these only 246 (36.55%) were employed while 427 (63.45%) were unemployed (self/paid)
designating again the lower positive impact of employability and entrepreneurial skills on

employment of TVET graduates.

Employability of TVET graduates (self/paid) and the reduction of youth unemployment depends on
the extent of employability and entrepreneurial skills they developed in their colleges (Devin’s &
Hogarth, T. ,2005). Waidi (2021) reported the significant positive impact of entrepreneurial skills

on job creation and self-employment.

Melaku (2017) in his study found out that most of the unemployed and employed respondents
described as they did not learn entrepreneurship education hence, have no entrepreneurial skills.
However, few respondents reported as they have heard the importance of entrepreneurship
education from their major course teachers. But said the respondents the attention of major course
teachers is teaching only technical skills. Hence, graduates did not have the skills of creating their
own jobs in their field and are seen to waste so many years in searching for jobs. Moreover, his
study revealed that unemployed TVET graduates didn’t learn entrepreneurship education by
professionals and thus they lacked even basic entrepreneurial skills and thus they were unable to
create their own jobs. Regarding TVET graduates’ employment choice, Melaku (2017) found out in
his study that government and NGO employments are the priority choices for most of them. That
means, the concerns of Foster (1965), Jones-Hendrickson (2014), Lauglo (2010), Psacharopoulos
(1986) about the incompatibility between government intentions and career choices of student still
persisted in the study area. That is, despite the government’s intention to enhance self-employment,

more and more students rather prefer paid employment to self-employment.

According to Bedada (2010), the major factors that contributed to the inadequacies of TVET
graduates in creating their own businesses or getting employment opportunities are the following:
Inadequate experience regarding practical training on the part of the trainers, Existence of poor
public-private partnership, Minimal stakeholders’ involvement in the training programs, Prevalence
of inadequate attachment between TVET institutions and the nearby companies and/or industries,

Absence of follow-up studies of the graduates, and Availability of cheap labour in the black market.

According to Berhane (2017), inadequate allocation of relevant resource (shortage of teaching
materials especially in occupational standards newly developed), scarcity of quality academic and
support staff, increased enrolment and insufficient industrial internship bases have affected the

successful implementation of competence-based training which, in turn, contributed to graduate
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unemployment and dissatisfaction of different categories of stakeholders. Berhane added that the
low competence of TVET colleges to measure the actual skills needed in the labour market and
predicting the number of graduates required from TVET colleges in terms of occupational

categories, hinders the effective utilization of market opportunities.

2.6. Conceptual framework

It can be summarized from the review that employability of graduates is affected by competence
(generic skills, technical (occupation-specific) skills, soft skills, personal attributes, sociability,
entrepreneurial skills) of the graduates, career development endeavours, support graduates receive
in search of job, and the way employers recruit graduates. Informed by the theoretical review,
empirical review and experience, the following conceptual framework was proposed to guide the
study. The framework indicates those variables which affect employability of TVET graduates and
how they relate with the dependent variable.The main variables include Institutional support,
Employer support, Government support, Entrepreneurial training, and Socio-demographic factors.
Institutional support includes providing outcome-based trainings that make graduates competent in
the labour market in terms of technical skills, soft skills, personal attributes, and building social
network; providing access to training resources and local industries; and providing them guidance
and counselling services. Employer support includes giving access to trainees to industrial resources
for training; supporting them during cooperative training; providing decent working environment
for graduate employees; supporting graduate employees for career advancement; providing access
to trainers to get industry experience, and making transparent recruitment process. Governments
support employability by providing access to financial institutions that provide loans for business
start-up and providing legal and regulatory environment such as minimum wage policy.
Entrepreneurial support includes trainings related to motivation, opportunity identification, and
entrepreneurial ability. Socio-demographic factors include gender, age, ethnic background, and

disability, which may be used as screening criteria during recruitment.
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Opportunity Identification
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Social Network (Social Capital)

Legal and Regulatory

Figure 1: Conceptual model for the study
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CHAPTER THREE

RESEARCH METHODOLOGY
3.1. Introduction to the chapter

The HPTC tracer study survey was conducted in 2022. It was done using three (graduates,
Instructors and Employers of CPC graduates) extensive self- administered questionnaires. The
questionnaires touched many areas of study, including; course of study, assessment of study
conditions, transition to work, qualification and usage of qualifications, relationship
between studies and work, working conditions (salary, working hours, kind of contract), job
satisfaction and training conditions. This chapter covers (1) Methodology for Tracer Study, (2)
Target tracer study groups, (3) Access to the People, (4) Survey instruments and tools, (5)
Ethical Considerations, (6) Methodological challenges and mitigations, and (7) Advantages
and Disadvantages of Preferred Method.

3.2. Methodology for Tracer Study

The tracer study took a cross-sectional time horizon. As a deductive research approach, data
for the analysis of this work was based on primary and secondary sources. In terms of the
primary data, a self-administered questionnaire with both close-ended and open-ended
questions was used. The population of the study included: graduates from five departments,
Instructors of the five departments and Employers of the graduates.

3.3. Target Groups for Hawassa Polytechnic College

Three different groups were targeted in the survey. HPTC established a consolidated
databases of the graduates. Contacts of the graduates were obtained from the database.

3.4. Sampling and sample size

Graduates’ information was obtained from HPTC registrar’s office. Information obtained
include mainly graduates full name, programme, and phone number. Census sampling was used
to include all the 2022 garment department graduates in the study. A total of 23 graduates
participated in the study. Moreover, 14 trainers and 72 employers were included in the study.
Stratified sampling strategy was used to include trainer representatives from the garment

technology department. Address of the employers was obtained from wage employed graduates.

3.5. Data gathering tool

This study used self-completed questionnaire which was administered to graduates, employers,
and trainers. The questions were developed around key variables such as employment status of
graduates, relevance of training to the workplace environment, employment satisfaction,
employers’ recruitment procedures and criteria, and employers’ satisfaction with the
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performance of graduates from HPTC. Both close ended and open-ended questions were used to
collect the data using questionnaire. The questionnaire, which was originally designed in English,
was translated into Amharic to give option for respondents to use any of the two versions for
simplicity.

3.6. Difficulties encountered during data collection

There were some difficulties during administering of the questionnaire to both graduates of
HPTC and employers. The process of distributing and administering questionnaire to graduates
was found to be difficult as most graduates had changed their phone numbers, gave wrong
numbers and was difficult to get them, or the office had an outdated contact information. The

major problem was with graduates from Hotel and Tourism.
3.7. Ethical issues

Three data collectors and two coordinators were recruited and given trainings on the purpose of
the study and how they should deal with respondents. The data collectors were instructed to
explain the purpose of the study to all the respondents and to make sure that participation is on
voluntary basis. The researchers were making close follow-up during data collection to ensure
integrity of the process. Confidentiality is maintained in such a way that the research findings are
reported to the HPTC management, stakeholder, and the World Bank (Financier of the project)

without including personal identifications of the respondents.

3.8. Data analysis

Though the research design is descriptive survey, the nature of data obtained from this study is
both quantitative and qualitative. Quantitative data, which is mainly from self-completed
questionnaires, was analyzed using Statistical Package for Social Sciences (SPSS) version 20.
Qualitative data were coded into themes around the key variables of the study. Output from the
quantitative analysis is presented in tabular and graphic forms where appropriate and output

from the qualitative analysis was presented in verbatim qualitative statements where appropriate.
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CHAPTER FOUR

RESULTS AND DISCUSSION
4.1 Findings about graduates

4.1.1 Graduates response rates

Initial target of graduate respondents was 23 and 23 of them (100 %) responded to the
questionnaires. This is greater than the number of graduates that we had in 2013, which was only

6 graduates.

4.1.2. Distribution of respondents by age and sex
Information on respondents by age and sex is presented here to give insightful understanding of

respondents to the study by these variables. The information could highlight the attractiveness of
garment technology department by age and sex.

4.1.2.1. Distribution of respondents by age

Table1: Distribution of respondents by Age

Age Total

Below 25 20

Total 20

Table 1 shows the distribution of respondents by age. It shows that all the respondents (100%)
were aged below 25.This shows that TVET (the formal training which requires high school
completion) attracts young students, who are mainly immediate high school completers. Most

high school completers are believed to be below 25 years old.

4.1.2.2. Distribution of respondents by sex

Table2: Response rate by sex

Sex Total
Male 6
Female 17
Total 23

Table 2 shows the distribution of respondents by sex. The majority of respondents for the
garment technology department were females. The low rate of male respondents could have been
caused by low enrollment of male students in some vocational areas such as garment technology.
Some studies have shown significant relationship between sex and occupational aspirations,
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preferences and choice. Since boys and girls undergo different socializing experiences, they tend
to learn different sex roles and interests which later became dominant factors in career choice.
Miller and Budd (1999) study also showed that boys were significantly more interested in
outdoor, mechanical and persuasive occupations than girls while girls were more interested in

computational, artistic, literary and clerical activities.

4.1.3 Respondents’ qualification level

Table 3. Respondents’ qualification level
Qualification level Number

Level2 0
Level3 23
Level4 0
Level5 0
Total 23

As can be seen from table 3, all respondents from garment department are level 3 graduates.

4.2. Delivery of employability skills and other additional trainings

Table 4. Delivery of employability skills and other additional trainings
Garment
Communications 23
IT 22
Problem Solving 2
Soft skills Work Ethics 21
taken Entrepreneurship 22
Customer Service 1
Health and Safety 0
Foreign Language 0
Total 23

As can be seen from table 4, more than 90 percent of the respondents replied that they took
trainings in communication skills, entrepreneurial skills, Information technology and work ethics,
and more than 90% of them said that they did not take health and safety, foreign language,
problem solving skills and customer service. Figure 1 graphically shows the number of graduates

who took the stated additional trainings:
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Column
[ Taken
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Communication T Problem Solving Work Ethics Entrepreneurship Customer service Health and Safety Foreign Language

Row

Figure 2: Additional soft skills trainings taken by the graduates

Studies show that problem solving skill is one of the most important skills employers require

from their employees. One empirical study showed that across all job postings, the top most

requested skill co-occurrences were oral communication (28%) followed closely by written
communication (23%), collaboration (22%) and problem solving (19%) (Rios, J. A., et al, 2020).

It is therefore important to give due attention to the training of problem solving skills to the

TVET trainees. Customer service, health and safety and foreign languages will also add

opportunities for graduates to get employed.

4.3. Employment status within six months after graduation

Table 5: Employment Status after 6months per Department per Sex

Sex Department
Garment
Employed 0
Self-employed with employees 0
Employment  Self-employed without employees 1
Male Status after 6  Pursuing further training 5
months Neither employed nor self- 0
employed
Employed and pursuing FT 0
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Self-employed without employees 0
and pursuing FT
Total 6
Employed 0
Self-employed with employees 0
Employment  Self-employed without employees 1
Female Status after 6 Pursuing further training 13
months Neither employed nor self- 5
employed
Employed and pursuing FT 1
Total 17

Table 5 shows that all male graduates in garment technology are on employment and 15 out of
17 female garment graduates (88%) are also said to be on employment. The unemployment rate
is 22%, which is better than that in 2013 in which case the unemployment rate was 26.1%.

4.4. Graduates’ satisfaction with the resources and support in HPTC

Using average mean score (1 ), the scale has been interpreted as shown below:

INTERPRETATION OF THE AVERAGE MEAN SCORE

Range 1.0-14 15-24 25-34 35-44 45-5.0
. . Not at all Somewhat not | Neither Satisfied . .
Verbalisation Satisfied Satisfied Nor Dissatisfied Satisfied | Very Satisfied

Table 6: Graduates’ satisfaction with the resources and support in HPTC based on

average mean score

Resource Centre
Curriculum
External
Collaboration
Workshops
Industry Linkage
IT Facilities
Audio Visual
Management
support
Recreational
Facilities
Career Guidance
and Counselling
Average

Department

Garment |45 (4.6 (4.4 |46 |47 |47 (45 |43 |45 46 |4.54

As
can be seen from table 6, garment graduates are satisfied with the resources and the support they

got from HPTC (m = 4.54). However, lower mean is registered for external collaboration

(4 =4.4)and management support (4 =4.3) which need attention for the future.
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4.5. Employment status of graduates

Table 7. Employment status of graduates per sex

Sex Employment status Total
Employed Self- Neither Pursuing Employed and
employed employed nor further Pursuing
self-employed training further training
Male 0 0 5 0 6
Female 1 2 12 1 17
Total 1 2 17 1 23

Here Graduates were asked to indicate whether they were employed, self-employed,

unemployed or attending further training after their graduation. As can be seen from table 7, the

unemployment rate of males is 0 (0%), where as that of female graduates is 11.8%. The total

employment rate is 91.3% and the employment rate for female graduates is 88.2%. We can also

see from table 6 that only 1 graduate, who is in fact a female graduate, from garment department

is engaged in wage employment.

4.6. Employed graduates

4.6.1. Duration taken to find first job
Table 8 shows the duration taken by the garment department graduates to find their first job.

According to the result, there is one garment graduate who is wage employed and it is her first job.

Table 8: First job after graduation or not

Department

Employed

Total

Garment

4.6.2. Duration taken to find a job

Whether First job after graduation

First job

1

Total

1

The results depicted in table 9 show that it took about 7 to 9 months for the garment wage

employed graduate to find a job. The duration may indicate the challenge graduates have to be

wage employed.
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Table 9: Time it took to find the first job

Department Employed Total

Time it took to find the first job 7-9 1 1

Garment

Total 1 1

4.6.3. Employed graduates by industry sector
Graduates were asked to identify the type of industry/sector they were working in.

Table 10. Employed graduates by industry sector

Department Employed Total

Industry sector Financial or insurance activities 1 1

Garment

Total 1 1

As can be seen from table 10, the graduate who is engaged in wage employment is not working
in area related to her field of study. This indicates that the reason behind low engagement of
garment graduates in wage employment related to their field of study needs to be investigated
further. Interview with some employers in previous studies shows that the low payment that
wage employed garment graduates receive discourages them not to apply for wage employment.

This may need for policy revision related to minimum wage.

4.6.4. Means of securing employment
Table 11. Means of job search

Department Employed Total

Garment | Way of job search | Internal advertisement 1
Table 11 sows that the garment graduate who is engaged in wage employment secured her
employment by internal advertisement.

4.6.5. Decency of employment

As can be seen from table 12, the wage employed garment graduate indicated that she is
permanent employee working for less than 48 hours per week with an average salary between
5000 to 9000 Birr. All these show that the wage employed garment graduate is engaged in a

decent work environment.
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Table 12: Decency of work of wage employed graduates

IDepartment

IGarment

Part-time

Status of Contractual

o o o

employment Temporary

Permanent
less than 16 hours
Working hour per 16-32 hours
week 33-48 hours
More than 48 hours
Below 5000
5000-9999
10000-14999
15000 and above

Salary

O O -~ O O O ~ O =

According to the International Labour Organization (ILO, 2008, 2016), there are five criteria for
decent work: “(a) physically and interpersonally safe working conditions (e.g. absent of physical,
mental, or emotional abuse), (b) working hours that allow for free time and adequate rest, (c)
organizational values that complement family and social values, (d) adequate compensation, and
(e) access to adequate healthcare” (Duffy et al., 2016, p. 130). In this paper, job security
(permanent employment), moderate working hours per week, and relatively better salary (about
$0.5 per hour) were used to categorize the employment to be referred to as decent employment.
But still the payment is below the minimum hourly wage of of some African countries such as
South Africa ($1.39) and Kenya ($0.5).

4.6.6. Job Satisfaction for Employed Graduates

INTERPRETATION OF THE AVERAGE MEAN SCORE

Range 1.0-14 1.5-24 25-34 35-44 45-5.0
e Not at all Somewhat Neither Satisfied . .
Verbalisation Satisfied not Satisfied | Nor Dissatisfied Satisfied Very Satisfied
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Figure 3: Job satisfaction of wage employed graduates

It can be seen from figure 2 that the wage employed garment department graduate is very

satisfied (o = 5) with all the parameters indicated in the work place.
4.7. Self-employed graduates

4.7.1. Ratio of male to female in self-employment

Table 13 shows the ratio of male to female graduates who are engaged in self-employment. It
can be seen from the table that 1 male and 1 female were self-employed from garment
technology department. This shows that the ratio of males to females in self-employment is one

to one.

Table 13. Ratio of males to females engaged in self-employment

Department Sex Total

Male Female

Garment 1 1 2

4.7.2. Self-employed graduates per industry sector
Table 14: Self-employed graduates per industry sector

Department  Sector Total
Manufacturing (Including garment and textile) 1
Garment Transportation 1
Total

As can be seen from table 14, one self-employed graduate of garment department is engaged in
industry related to the study area, while the other is engaged in industry not related to the study

arca.
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4.7.3. Business Size and Financing for Self-Employed Graduates
Table 15 describes whether the self-employed graduates have hired other employees in their

businesses or not.

Table 15: Employees hired by self-employed graduates
Frequency | Valid Percent

Yes 0 0
Whether there are other employees

No 2 100

Yes 2 100
Whether they have access to business

No 0 0

It can be seen that 100% of the self-employed graduates do not have other employees in their
business. This shows that the self-employed graduates established small enterprises which can
be run by the graduates themselves. With regards to access to business, both self-employed

graduates indicated that they have access to business.

4.7.4. Business financing options for self-employed graduates
Table 16 shows that most of the self-employed graduates (68.4%) have financial sources from

friends or relatives.

Table 16: Financing Option to the self-employed graduates

Financing Option Total
Micro-finance Friends and relatives
Sex Male 0 1 1
Female 1 0 1
Total 1 1 2

It can be seen from table 16 that the female self-employed garment department graduate used
micro-finance as source of financing. The other self-employed graduate used friends/relates as
source of his financing. This could be because the graduate may not have information about
micro-finances or other sources of financing for his businesses or it may not be easy to get
finance from other sources such as the micro-finances or business incubation centres. Bank loans

and government sources have not been used by both self-employed graduates.
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Values

4.7.5. Level of satisfaction of self-employed graduates with knowledge and skills

aspects

Figure 4 shows the level of satisfaction of self-employed graduates with the knowledge and

skills aspects they received while they were at HPTC.

INTERPRETATION OF THE AVERAGE MEAN SCORE
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Figure 4: Satisfaction of self-employed Garment department graduates with acquired

knowledge and skills parameters

As it can be seen from figure 4, self-employed garment graduates are satisfied with all the

knowledge and skills aspects except with problem solving skills. It shows that garment

department trainees should be supported to develop problem solving skills.

4.8. Unemployed graduates

4.8.1. Reasons for Not being employed Nor Self-Employed
Graduates were asked to identify reasons for their unemployment/ not being employed which

could help to demonstrate difficulties graduates face in securing employment opportunities in
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different sectors. Table 17 shows the reasons unemployed graduates raise for their

unemployment.
Table 17: Reason for not employed
Reason for not employed Total
Not specified
Sex Female 2 2
Total 2 2

As can be seen from table 17, only two graduates, who are both females, have remained
unemployed after graduation. Given different options to select from, the two unemployed female
graduates from garment department selected not specified which means that either they don’t

want to share their reason or they had no reason for their unemployment.

4.9. Graduates Pursuing Further Training

4.9.1. Type of further training pursued by those who are pursuing further
education
Table 18 shows the type of further training that graduates pursuing further education are attending.

Table 18: Type of further training (FT) pursued by graduates

Type of FT pursued Total
Vocational
Male 5 5
Sex
Female 13 13
Total 18 18

As can be seen from table 18, all male and female garment department graduates (100%) who are
pursuing further education are engaged in vocational training. This shows that either there is access
for TVET graduates to pursue further education in the vocational area, there is less access for
TVET graduates to pursue academic education or the trainees preferred to pursue their further

education in vocational area.

4.10. Analysis of graduates’ responses to the open-ended questions

The following are summary of the major graduates’ responses to the open-ended questions:
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The following are summary of the major graduates’ responses to the open-ended questions:

e Two employed garment graduates want to pursue their education in computer science

e One unemployed garment graduate stated that she did not find a job because there was no
advertisement for employment in her study area

¢ Among the unemployed garment graduates, 10 of them mentioned that they want to pursue
further education in Apparel Fashion Design and Technology Supervision; 4 of them wanted
to pursue their education in garment technology degree; and one wanted to pursue in
industrial engineering leadership.

e Ten garment graduates recommended to reduce the duration time

e Seven garment graduates recommended to reduce the courses and include other courses
such as Leadership, Production Planning and Computer

e Two garment graduates said that they don’t recommend other to join garment department.
The reason is that the number of companies in the sector is limited and the requirements of

start-up lenders to create self-employment are high.

4.11. Findings about employers

4.11.1. Employers’ response rate
Totally 72 employers were included in the study and all of them returned the questionnaire.

However, the two questionnaires were discarded as many of the questionnaire item in them were

not answered by the respondents.

4.11.2. Industry sectors of the employers
Table 19 shows that the majority of the employers (57.1%) are from the manufacturing sector. This

may imply that the largest number of industries found around HPTC are manufacturing industries,

including garment industries.

Table 19: Industry sectors of the employers

Industry Sector Frequency Percent
Manufacturing, garment, textile 40 571
Electricity, gas, steam, air-conditioning supply 1 1.4
Wholesale, retail, repair of motorcycle and cycle 14 20.0
Transportation and storage 1 14
Accommodation and food services 14 20.0
Total 70 100.0
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The second industries larger in number are the accommodation and food services and occupations
related to wholesale, retail, and repair of motorcycle and cycle. These can be taken as the other

sectors which have the potential to hire future graduates.

4.11.3. Demographic information about the employers
This part describes the position of the employers who participated in the study.

Table 20: Position of the employer in the Company

Position Frequency Percent

Director, deputy director 18 25.7

Human resource manager or

42 60.0

Valid deputy manager
Department head or deputy head 8 114
Supervisor 2 2.9
Total 70 100.0

Table 20 shows that 42 employers (60%) are Human resource managers or deputy managers. Again
18 (25.7%) are directors or deputy directors in their organization; eight (11.4%) of them are

department heads or deputy heads; and only 2 (2.9%) are supervisors.

4.12. Employers’ means of recruiting employees

The findings in table 21 show how employers find employees. As can be seen from table 20,
Manufacturing industries such as garment and textile mainly use personal contacts (65%), 37.5%
indicated that career guidance and counselling service has also helped to recruit employees; contacts
with HPTC and linkage during training has also been used by manufacturing sector employers to
recruit employees; private employment agencies have also contributed in the recruitment process.
Internal advertisement (57%) and direct applications (50%) have been used by accommodations and
food service industries such as hotels; contact with HPTC and linkages during training also

contributed for recruitment of employees by accommodations and food service industries.

Wholesale, retail, repair of motorcycle and cycle employers including automotive sector used
internal advertisement, direct application and contacts with HPTC as their main strategies during

recruitment of employees.

Generally, it can be seen that the role of guidance and counselling service given by HPTC during
recruitment is limited to only the manufacturing sector including garment and textile industries.
Internal advertisement and direct application are are the common strategies used by the three

sectors (manufacturing, automotive technology, and hotel industries).
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Table 21: How employers recruit employees

Manufacturing, Electricity, Wholesale, | Transportation | Accommodation
garment, gas, steam, retail, and storage and food
textile air repair of services
conditioning motorcycle
supply and cycle
TV Radio Newspaper 14 1 2 1 0
Internet 13 1 1 1 5
Internal advertisement 14 0 4 0 8
Direct Application 14 0 4 0 7
Career Guidance 16 0 1 0 3
Referral by HPTC 10 0 2 0 2
Contacts with HPTC 15 0 4 0 4
Personal Contacts 26 0 3 0 2
Public work Placement 10 0 0 0 1
Private Employment 15 0 1 0 5
Agencies
Linkages During Training 14 0 1 0 5

4.13. Important parameters for recruitment

Table 22 presents the level of importance of different parameters for recruitment of

employees. Using average mean score, the scale has been interpreted as shown below:

INTERPRETATION OF THE AVERAGE MEAN SCORE
Range 1.0-14 1.5-24 25-34 35-44 45-5.0
Verbalisation Not at all Somewhat Neither Important Very
important not not important
important Nor Important
unimportant

Table 22: Level of importance of a parameter for recruitment
Manufacturing, Wholesale, retail, repair of motorcycle Transportation Accommodation and
garment, textile and cycle and storage food services
Field of study 2.00 2 0 0 1
3.00 2 7 0 2
4.00 15 7 0 10
5.00 19 0 1 0
Grade 1.00 0 1 0 0
2.00 0 0 0 1
3.00 5 3 0 3
4.00 9 7 0 8
5.00 23 2 1 1
Practical 2.00 0 0 0 1
experience 3.00 6 5 0 2
4.00 10 7 0 6
5.00 22 1 1 3
Reputation of 3.00 3 5 0 2
the institute 4.00 15 7 1 8
5.00 19 2 0 3
Recommendat  2.00 1 1 0 1
ion 3.00 3 5 0 5
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4.00 14 7 0 6
5.00 19 0 1 0
Recruitment 1.00 0 1 0 0
test 2.00 1 1 0 3
3.00 5 6 0 3
4.00 11 4 0 7
5.00 21 2 1 0
Knowledge of 1.00 3 3 0 2
foreign 2.00 2 3 1 5
language 3.00 7 4 0 5
4.00 10 4 0 1
5.00 16 0 0 0
Personal 1.00 0 0 0 1
presentation 2.00 4 1 1 2
3.00 6 6 0 4
4.00 12 6 0 6
5.00 16 1 0 0
Candidate's 2.00 2 0 0 0
own world 3.00 7 5 0 7
view 4.00 9 7 1 5
5.00 20 2 0 1
Ability to work 1.00 0 1 0 0
in a multiracial 200 2 0 0 1
setting 3.00 3 6 0 5
4.00 12 4 0 6
5.00 21 2 1 1

As can be seen from table 22, the most important parameters (rated as very important by 50%
and above of the respondents) for recruitment for manufacturing sector are grade, practical
experience, recruitment test, candidate’s own world view and ability to work in a multiracial
setting. For wholesale, retail, repair of motorcycle and cycle (Auto related) industries, field of
study, grade, practical experience, reputation of the institution (such as HPTC), recommendation,
and candidate’s own world view are found to be important (rated important by 50% of the
respondents) for recruitment. It can also be seen that Field of study, Grade, Practical experience,
Reputation of the institute, Recommendation, and Recruitment test are important for

accommodation and food services industry during recruitment.

4.14. Level of satisfaction of employers with their graduate employees

Table 23 presents the level of satisfaction of employers with their graduate employees. Using

average mean score, the scale has been interpreted as shown below:

INTERPRETATION OF THE AVERAGE MEAN SCORE

Range 1.0-14 15-24 25-34 35-44 4.5-5.0
. . Not at all Somewhat Neither . Very
Verbalisation satisfied not not satisfied Nor Satisfied .
satisfied dissatisfied satisfied
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As can be seen from table 23, more than 75 % of employers from manufacturing sector
including garment and textile indicated that they are satisfied or very satisfied with the
competencies of their graduate employees except with their IT skills, for which 68 % of them
showed their satisfaction. This implies that HPTC should work more on developing IT skills of

their manufacturing department graduates to further insure the level of satisfaction of employers.

Table 23: Satisfaction of employers with graduates

Manufacturing, Wholesale, retail, repair Transportation and Accommodation and
garment, textile of motorcycle and cycle storage food services
Knowledge 2.00 1 1 0 2
3.00 4 6 0 3
4.00 20 7 0 7
5.00 13 0 1 0
Practical Job related skill 1.00 0 1 0 0
2.00 2 0 0 3
3.00 1 1 0 2
4.00 17 12 0 6
5.00 18 0 1 1
Communication skill 2.00 2 2 1 2
3.00 5 4 0 3
4.00 15 7 0 6
5.00 16 1 0 1
IT Skill 1.00 0 0 0 1
2.00 3 5 0 6
3.00 8 3 0 4
4.00 9 4 0 1
5.00 17 0 1 0
Problem Solving Skill 1.00 0 1 0 2
2.00 1 1 0 4
3.00 6 3 0 2
4.00 13 8 1 4
5.00 18 1 0 0
Work Ethics 1.00 0 0 0 2
2.00 1 1 0 1
3.00 2 3 0 2
4.00 17 9 1 7
5.00 18 1 0 0
Entrepreneurship skill 1.00 0 1 0 1
2.00 0 0 0 1
3.00 8 9 0 7
4.00 14 4 1 3
5.00 16 0 0 0
Customer Service Skill 1.00 0 1 0 1
2.00 1 1 0 1
3.00 7 5 0 0
4.00 12 5 1 8
5.00 18 2 0 2
Health and Safety Skill 1.00 0 0 0 1
2.00 1 1 0 4
3.00 5 7 0 4
4.00 15 5 1 2
5.00 17 1 0 1

It can also be seen from table 22 that 85.7% of employers engaged in wholesale, retail, repair of
motorcycle and cycle showed that they are very satisfied with practical job related skills of their
graduate employees. More than 50% of the employers also showed that they are satisfied with
problem solving skills, work ethics and entrepreneurial skills of their graduate employees. They

showed their dissatisfaction with the health and safety skills of their graduate employees. This
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implies that HPTC should make sure that health and safety issues are well integrated in the

curriculum and properly delivered to automotive technology and other related occupations.

As can be seen from table 23, more than 50% of the Employers of accommodation and food
services have shown that they are satisfied with the knowledge, work ethics, entrepreneurial
skills, and customer handling skills of their graduate employees. However, they showed that they
are not satisfied with the IT skills, problem solving skills, and health and safety skills of their
graduate employees. This implies that HPTC should integrate IT skills, problem solving skills,
and health and safety skills in the trainings of accommodation and food service related

occupations.

4.15. Engagement in cooperative training

Figure 5 shows whether the employers in the study engage in cooperative training or not. As can

be seen from the figure, 64.3% of the employers participate in cooperative training.

EngagementinCooperativeTraining

40

304

Frequency

107

0 T T
Yes No

EngagementinCooperativeTraining

Figure 5: Participation of employers in cooperative training
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However, as the industry is expected to play a lion share in the TVET system, HPTC should
work hard and devise strategy to engage the remaining 35.7% of the industries in cooperative
training.

4.16. Industrial Exchange Program for HPTC Staff

Figure 6 shows the level of engagement of the industry (employers) in Industrial Exchange

Program for HPTC Staff.

IndustrialExchangewithHPTCTrainers

207

407

30

Frequency

20

10

0 T T
Yes Mo

IndustrialExchangewithHPTCTrainers
Figure 6: Industrial Exchange Program for HPTC Staff

As can be seen from figure 6, most of the employers (65.7 %) are not engaged in Industrial
Exchange Program for HPTC Staff. It is indicated in our education and training policy that
TVET trainers need to have industry experience. Therefore, it is very important that HPTC
should design a strategy to engage industries in Industrial Exchange Program for HPTC Staff.

4.17. Ease of Finding Employees with Needed Skills

Table 24 shows the ease of finding employees with the required skills. It can be seen that 47.1%
of the employers showed that they have challenges in finding employees with the required skills.
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Table 24: Problem in finding employees with the Skills Needed

Frequency Percent Valid Percent Cumulative
Percent
Yes 37 52.9 52.9 52.9
Valid |No 33 471 471 100.0
Total 70 100.0 100.0

It is therefore important to identify the skills demands of the employers and adjust the training

accordingly.
4.18. Analysis of employers’ responses to the open-ended questions

The following are summary of the major employers’ responses to the open-ended questions:

e One employer mentioned the challenge it faced with TVET graduates. It stated that the
TVET graduates are totally new to the machinery they are working on, the new environment
they are facing and said that they need to get additional trainings through the Industry-
College linkage before graduation.

Additional trainings suggested for TVET graduates by employers

e Time management, self-confidence

e Soft skills training

e Basic Maths, IT, English Language and other local languages
e  Work culture

e Psychological training to develop self-confidence

e Training through mentorship

e Computer, Mindset training

e ICT training

e Team work

e Problem solving, quality control, time management
e Pattern Design

e Company rules and regulations

e Training on new technology

e Communication skills

e Customer handling
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e Knowledge of institutional culture

e Language training

Reasons for companies not to participate in cooperative training as perceived by employers:

e The Institution did not approach them
e Safety issue
¢ Field not related with what they do

e Busy by order receiving and manufacturing of product

Areas of skills shortage:

Machine operation, Industrialization

Knitting machine operator, Linking Machine Operator, Welding, Washing Operator
Soft skill part, communication, skill gap

Sewing Machine mechanics

Weaving and knitting

Problem solving, attitude

Embroidery work

Pattern design quality control

Pattern construction

Maintenance, IT and computer skills

Quality control Basic Sewing

Changes recommended to the college by employers

® As a company we do not have enough knowledge about the programs being offered by
HPTC
Self confidence, Time Management, Punctuality etc.

® Focusing on practice i.e. having its own small factory so that they practice there and also get
income for the college

® Introduce itself more to the companies and to the society
Cooperative training is good for students but, students should be eager to know the company

work culture, discipline and communication skills with experience
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® The training should consider changes in the labour market especially advancements in
machineries and other resources
Good if trainees come to the industries with supervisors who supervise them

® Specific program is better for industry

4.17. Findings about trainers

4.17.1. General Information about trainers in the study
Totally 14 trainers from garment department were included in the study and all of them returned the

questionnaire. However, the two questionnaires were discarded as many of the questionnaire item
in them were not answered by the respondents. Table 25 shows the general information about

trainers who participated in the study.

Table 25. General Information about trainers
Position
Head of Deputy head Course Technician
department Instructor
Garment 3 0 10 1

It can be seen from table 25 that most of the trainers who participated in the study are course

instructors (71.4%). Only 3 department heads and 1 technician participated in the study.

4.17.2. Year trainers are posted at HPTC
Table 26 shows the year the trainers were posted at HPTC.

Table26: year the trainers posted at HPTC

Frequency Percent
Less than 3 years 3 21.4
Between 3 and 5 years 3 21.4
Valid
More than 5 years 8 571
Total 14 100.0

As can be seen from table 26, most of the trainers (57.1 %) were posted to the college more than

five years ago. It shows that most of the instructors are well experienced.

4.18. The ratio of theory to practice
Table 27 shows the ratio of theory (T) to practice (P).
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Table 27: Balance between theory and practice

Balance b/n Theory and Practice Total
20P:80T | 30P:70T | 40P:60T | 50P:50T | 60P:40T | 70P:30T

Garment 0 3 0 1 3 7 14

As can be seen from table 27, exactly 50 % of the trainers showed that the ratio of theory to practice
in the training process is 70 practice and 30 theory. About 24.1% of the trainers showed that the
ratio of practice to theory is 60 percent practice and 40 percent theory, and the other 24.1 % showed
that the practice to theory ratio is 30 percent practice and 70 percent theory. This disparity in the
use of theory:practice in the training delivery could be because of personal differences among
trainers (skill related or attitudinal gap). It is therefore important to bring trainers in the same page

in using 70% practice and 30% theory in their training delivery.

4.19. The frequency of curriculum revision

Table 28 shows how frequently curricula are revised.

Table 28: The frequency of curriculum revision

Curriculum Review Periodically Total
Yes No

Garment 12 1 13

As can be seen from table 28, about 92.3% of the trainers who responded to this question showed
that the curricula are reviewed frequently. Only one trainer replied that the curriculum is not revised

frequently. One trainer declined to answer this question.

4.20. Rate of curriculum revision

Table 29 shows how long a curriculum serves before its revision.

Table 29: Rate of curriculum revision

Duration Total
Less than 48 months 25 to 48 months 49 to 60 months | More than 60 months
10 1 1 2 14

As can be seen from table 29, about 71.4% of the trainers showed that a curriculum is revised after

it serves for less than 48 months. This shows that a curriculum is revised at a time as recommended
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by many educationalists. However, curriculum revision in TVET should be done after conducting

labour market assessment which is followed by revision of the occupational standard.

4.21. Satisfaction of trainers with the resources and management of HPTC

Table 30 shows the level of satisfaction of HPTC trainers with the resources and management of
HPTC. As can be seen from the table, 7 trainers from garment department (Five trainers with a=4
and two trainers with 0=5) are satisfied with the resource centers at HPTC. The rest are not satisfied,

which implies that we should provide appropriate resource center for the other departments too.

INTERPRETATION OF THE AVERAGE MEAN SCORE
Range 1.0-14 15-24 25-34 35-44 45-5.0
e e Not at all Somewhat Neither . Very
Verbalisation satisfied not not satisfied Nor Satisfied .
satisfied dissatisfied satisfied

Table30: Satisfaction of trainers with institutional resources and the

management
N Mean
Resource center 14 3.3
Curriculum 14 3.9
Collaboration 14 4.1
Workshop and tools 14 4.1
Industrial linkage 14 4.2
IT facilities 14 3.5
Audio-visual aids 14 3.1
HPTC Management support 13 3.8
Recreational facilities 14 34
Career guidance service 14 3.1

It can also be seen from the table that the trainers are satisfied with the curriculum (o = 3.9).
Overall, it can be seen that garment technology trainers are Neither satisfied Nor dissatisfied in four
areas (Resource center, o = 3.3; Audio-visual aids, a = 3.1; recreational areas, a = 3.4 and career
guidance services, o = 3.1). It is therefore very important for the college in general and for the
garment department in particular to work more on the provision of resource center, audio-visual aids,

recreational areas and career guidance services.

4.22. Satisfaction of trainers with the competencies of graduates
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Table 31 shows the level of satisfaction of trainers with the graduates from HPTC. As can be seen
from the table, garment department trainers are satisfied (o 2 3.5) with the competencies of their

former graduates with the exception of their competencies in customer handling.

INTERPRETATION OF THE AVERAGE MEAN SCORE
Range 1.0-14 15-24 25-34 35-44 45-5.0
e e Not at all Somewhat Neither . Very
Verbalisation satisfied not not satisfied Nor Satisfied .
satisfied dissatisfied satisfied

Table 31: Trainers’ satisfaction with the knowledge and skills of the graduates

Paramenter N Mean

Knowledge 14 4.1
Practical skills 14 3.9
Communication skills 14 3.9
IT skills 14 3.9
Problem solving skills 14 3.7
Work ethics 14 3.6
Entrepreneurial skills 14 3.6
Customer service 14 34
Health and safety skills 14 4.1
Performance on work 14 3.9

It is therefore very important to support trainees to develop customer handling skills as they are

supposed to work with customers in the world of work.

4.23. Participation of trainers in industrial exchange

Table 32 shows the level of participation of trainers in industrial exchange programs. As can be
seen from the table, 10 trainers (71.4 %) among those who participated in the study showed that
they participated in industrial exchange. Only four of them (28.6 %) did not participate in industrial
exchange. It is indicated in the new education and training policy that every trainer in TVET should

get industrial experience.

Table 32. Participation of trainers in industrial exchange programs

Garment Trainers

Yes 10
Industrial Exchange

No 4
Total 14
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Industrial exchange gives opportunity for trainers to get insight into what is going on in the actual
world of work. It is therefore important to make sure that all trainers get industrial experience

through industrial exchange program.

4.24. Trainers’ recommendation for learners to join HPTC

Table 33. Whether trainers recommend learners to join HPTC

Garment trainers

Recommend Learner to Yes 14
HPTC No 0
Total 14

Table 33 shows that 100 % of the garment department trainers recommend learners to join HPTC.

4.25. Analysis of trainers’ responses to the open-ended questions

The following are summary of the major graduates’ responses to the open-ended questions:

e  Workshops should be organized following the principle of Kaizen

e Strategy has to be designed for some curricula which can not be given through cooperative
training (for example, Fashion Design Level 2).

e As a garment department, we haven't done anything we should have done around fashion
design. We have to work a lot around this and the college has to provide what we need to
exploit the potential we have in fashion design.

e Due attention should be given to digitalization

e The college should work hard on the trainees’ discipline

e Collaboration between the college and the industries should be strengthened

e The management of the college should mainly focus on the quality of the training
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CHAPTER FIVE

MAJOR FINDINGS, CONCLUSIONS AND
RECOMMENDATIONS

5.1 Major findings

This tracer study is mainly a survey intended to trace HPTC garment graduates from their
college to their place of employment or self-employment or further study. The result of the tracer
study provides information on the demand for garment graduates and the revision that HPTC
needs to make. It can be used as a tool to assist in planning for better quality and relevance of the

training provided in the college.

The findings presented in this report provide useful information on garment graduates’
employment status and earnings, entrepreneurial pursuits, and further study. It also facilitated
feedback from graduates about the extent to which desired learning outcomes have been
achieved and the overall quality and relevance of the programs offered in the college. Results
from this study are intended to be used to strengthen HPTC in improving the overall quality of

its program offerings.
The major findings of the study are the following:

1) All the respondents were aged below 25, which shows that TVET (the formal training
which requires high school completion) attracts young students

2) The majority of respondents for the garment technology department were females.

3) The majority of the respondents replied that they took trainings in communication skills,
entrepreneurial skills, Information technology and work ethics, and the majority of them
said that they did not take health and safety, foreign language, problem solving skills and
customer service.

4) The total employment rate is 91.3%; all male graduates in garment technology are on
employment and 88% of female garment graduates are also said to be on employment.

5) Garment graduates are satisfied with the resources and the support they got from HPTC.
However, lower mean is registered for external collaboration and management support,
which need attention for the future.

6) Employed graduates indicated that it took them about 7 to 9 months for the garment wage
employed graduate to find a job.
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7) Only one garment graduate is engaged in wage employment and this graduate is working
in industry sector unrelated to her field of study.

8) Garment graduate who is engaged in wage employment secured her employment by
internal advertisement.

9) wage employed garment graduate is engaged in a decent work environment in other
parameters but the payment received is below ILO standard.

10) the wage employed garment department graduate is very satisfied (o = 5) with all the
parameters indicated in the work place.

11) The ratio of males to females in self-employment is one to one.

12) one self-employed graduate of garment department is engaged in industry related to
the study area while the other is engaged in industry not related to the study area.

13) self-employed graduates established small enterprises which can be run by the
graduates themselves.

14) With regards to access to business, both self-employed graduates indicated that they
have access to business.

15) the female self-employed garment department graduate used micro-finance as source
of financing. The other self-employed graduate used friends/relates as source of his
financing.

16) Bank loans and government sources have not been used by the self-employed
graduates.

17) self-employed garment graduates are satisfied with all the knowledge and skills

aspects except with problem solving skills.

18) One unemployed garment graduate stated that she did not find a job because there was
no advertisement for employment in her study area

19) The majority of garment graduates have pursued further education.

20) All male and female garment department graduates (100%) who are pursuing further
education are engaged in vocational training.

21) The majority of garment graduates mentioned that they want to pursue further
education in Apparel Fashion Design and Technology Supervision followed by garment

technology degree
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22) The majority of garment graduates recommended to reduce the duration they stay in
the college and still the majority recommended to reduce some courses and include other
courses such as Leadership, Production Planning and Computer

23) Manufacturing industries such as garment and textile showed that they mainly use
personal contacts followed by career guidance and counselling service to recruit graduates

24) The most important parameters for recruitment for manufacturing sector are grade,
practical experience, recruitment test, candidate’s own world view and ability to work in a
multicultural setting.

25) The majority of employers from manufacturing sector including garment and textile
indicated that they are satisfied or very satisfied with the competencies of their graduate
employees except with their IT skills

26) The majority of the employers indicated that participate in cooperative training;
However a significant number of them replied that they do not engage in cooperative
training.

27) Most employers do not engage in Industrial Exchange Program with HPTC Staff.

28) Almost half of the employers who participated in this study indicated that they have
challenges in finding employees with the required skills.

29) One employer mentioned that TVET graduates are totally new to the machinery they
are working on, they are new to the environment they are facing and said that they need to
get additional trainings through the Industry-College linkage before graduation.

30) Employers suggested that graduates need to take additional trainings in Time
management, self-confidence, Soft skills training, Basic Maths, IT, English Language and
other local languages, Work culture, Psychological training to develop self-confidence,
mindset training, teamwork skills, problem solving skills, quality control, pattern design,
company rules and regulations, training on new technologies, communication skills,
customer handling, and institutional culture.

31) Reasons for companies not to participate in cooperative training as perceived by
employers are: the college did not approach them, safety issue, and being busy by order
receiving and manufacturing of products.

32) Skills shortages identified by employers include Machine operation, Industrialization,
knitting machine operator, Linking Machine Operator, Welding, Washing Operator, Soft

skill part such as communication skill, Sewing Machine mechanics, Weaving and knitting,
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Problem solving, attitude, Embroidery work, Pattern design quality control, Pattern

construction, Maintenance, IT and computer skills, Quality control and Basic Sewing.

5.2. Conclusions

As can be concluded from the findings, garment graduates do not have much interest in either
wage employment or self-employment and they prefer to pursue their education by upgrading to
higher level in their own vocational area. The unemployment rate is decreasing and the
employment rate is increasing as compared with the case in previous year (2013). It can also be

concluded from the findings that garment technology is a female dominated occupation.

The findings imply that the garment technology curriculum which is given at HPTC lacks some
important employability skills such as problem solving skills and could not address the labour
market demand in producing the required number of graduates in technical skills such as
weaving and knitting, pattern design quality control, and machine operation and maintenance.
One other conclusion which can be drawn from the findings in relation to graduates is that
graduates lack very important personal attributes such as time management, self-confidence and

good work culture.

The other conclusion that can be drawn from the findings is that the resources in HPTC and
support from the college management are positively perceived both by the trainees and the
trainers, which can contribute to the quality and relevance of the training given in the college.
However, there is hesitance from the garment technology trainers’ side with regards to their

satisfaction in resource centre, audio-visual aids, recreational areas, and career guidance services.

It can also be concluded from the findings that most employers do not engage in industrial
exchange programs for HPTC staff. This low engagement of employers may be attributed to
lack of awareness of the employers about their roles and its importance. This low engagement
of employers in industrial attachment for trainers may have negative effect in providing relevant
training to the graduates as trainers who do not know what is going on in the actual world of
work may fail to equip trainees with relevant competencies that are required in the world of

work.

The findings also showed that recruitment strategies used by the employers of garment and
textile graduates are mainly personal contacts. This also leads to conclude that the collaboration
between HPTC and the employers in terms of securing employment for the graduates is not

strong. This may contribute to low wage employment of garment graduates. Graduates’ lack of
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skills in applying for jobs (unsuccessful application) has also contributed to low engagement of

garment graduates in wage employment.

5.3. Recommendations

Tracer study provides useful information on graduate employment status and earnings,

entrepreneurial pursuits, and further study. It also helps to capture graduates’ views for

improvements of the program of study in terms of teaching/learning environment and curricula.

Based on the findings, the following recommendations have been forwarded:

The college should further investigate why garment graduates do not have much interest in

either wage employment or self-employment and prefer to pursue their education.

HPTC should revise garment technology curriculum to include employability skills such as

problem solving skills in the curriculum.

The college should support the graduates to develop positive personal attributes such as

penctuality, self-confidence and positive work culture, which are important for employment

The college should produce sufficient number of graduates with echnical skills such as
weaving and knitting, pattern design quality control, and machine operation and

maintenance.

The college should work hard to avail sufficient resource centre, audio-visual aids,

recreational areas, and career guidance services to satisfy the need of the college community.

HPTC should plan to have continuous dialogue forum with the industries to make them
aware of their roles and benefits in the TVET system and also to engage them more in

cooperative training and industrial attachment programs for trainers.

HPTC should also support graduates to develop job searching skills and should also work in

collaboration with the industries to secure employment opportunities for the graduates.
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Appendix I: English version of the survey questionnaire

Graduates’ Survey Questionnaire for a tracer study on Graduates of Hawassa Polytechnic
College

This section presents two (2) documents that will utilised during the graduates Tracer study. The
documents include:

o  Graduate Tracer Studies Survey Introductory Letter
o  Graduates Questionnaire

1.1. Graduate Tracer Studies Survey Introductory Letter
Dear Graduate,

As head of the research group, | kindly request your participation in a survey of Hawassa Polytechnic
College (HPTC) graduates who completed their studies in 2022. We would like to find out what
happened to you after you completed your studies at HPTC. Did you find a job or are you still looking for
a job, did your studies prepare you well for the workplace, and do you use the knowledge and skills you
have learned during your studies? These are the major questions that you will be asked during the study.

The core objective of the survey is to improve the training in different departments and, more
specifically, to guide the revision of the curricula. Your information will be treated in strict confidence.
The results will be published in such a way that identification of individual respondents is excluded.
Results of this survey will be published on the website of the HPTC. Kindly complete the questionnaire
and return it to our data collectors.

You will need about half an hour (30 minutes), depending on the kind of experiences you have
undergone during recent years. We have developed a highly standardised questionnaire, which mainly
asks you to mark (v') boxes which refer to relevant answers. With this approach we hope that we have
made it easy for you to answer the questions. Please answer all questions applicable to you. In some
cases, you will note that the questionnaire suggests you disregard some questions not applicable to you
(e.g. Please go to Q).
The content of the questionnaire includes the following sections:

Section 1 -Demographic Information

Section 2 - Physical and Administrative Factors

Section 3 - Employment Status

Section 3.A - Employed Graduates

Section 3.B - Self-Employed Graduates

Section 3.C - Pursuing Further Training/Education

Section 3.D - Neither Employed Nor Self-Employed Graduates

Section 4 - Comments and Recommendations
If you have any questions or require further clarifications, please send them to the email address
mentioned below.

Name: Dr. Genene Abebe

Phone: 09 11 46 15 26

E-mail: geneneabebetd@gmail.com

Thank you very much in advance for your kind support.
Yours sincerely,

Genene Abebe (PhD)

Team Leader of the project
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1.2. The Survey Questionnaire
Section 1 — Demographic Information

1. Name:

1.1 Gender: ( )Male ( )Female
1.2 Civil Status: ( )Single ( ) Married
1.3 Age (years): ( )Below25 ( )25-35 ( )Above 35

1.4 Country of Residence: Wereda/Kebele:

1.5. Do you have disability? (Circle your choice) A. Yes B. No
1.6. If your answer to 1.5 is yes, what is your disability? (Circle your choice)
A. Sight problem B. Hearing difficulty C. Mobility difficulty D. Other

1.7 Mobile Phone Number (Optional,for future consultations)

1.8 Mobile Phone Number for Next of Kin (Optional,for future consultations) ---------------

2. Your department (Occupation) during the training at HPTC:(Write the
department)

3. Your Qualification Level

A.( ) Levell
B.( ) Level2
C.( ) Level3
D.( ) Level4d
E.( ) Level5

4. Which of the following additional Subjects/Units have you studied? (Check all that apply)

A.( ) Communication skills (speaking, writing, listening, reading)

B.( ) IT skills (use of computers)

C.( ) Problem-solving skills (being able to analyse a problem and find creative solutions)

D.( ) Work ethics (such as, attendance at work, reliability, punctuality, team work)

E. () Entrepreneurship skills (such as, market research, business planning, financial
management, leading others)

F. () Customer service skills (such as, personal presentation, being polite, understanding a
customer’s needs and being able to meet these)

G.( ) Health and Safety skills (such as,safety and emergency awareness, emergency
preparedness, working in a safe way)

H.( ) Foreign Languages (such as, English, Frence, Italian, Spanish, Germany, Chinese)

L. () Other (please SPECITY): et et e

5. What applied to your situation in the first six months after leaving HPTC?(Multiple answers possible.)

A. ( )Employed
B. ( ) Self-employed with employees
C. ( ) Self-employed without employees
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D. ( ) Pursuing further training/ education (higher education, certificate, etc)

E. ( ) Neither employed nor self-employed

Section 2: Physical and Administrative Factors

During your study time at HPTC, to what extent were you satisfied with the Educational, Physical and
Administrative factors? Please respond to each of the ten (10) factors on the five-point scale, as

shown below:

Range 1 2 3 4 5
Verbalisation Not at [Some Neither Satisfied [Very
all hat not Satisfied Satisfied
satisfied"V 2" "0
. .. INor
Satisfied
Dissatisfied

Physical and Administrative factors 1 2 3 4 5

Resource Centre with reference materials (such as
industry journals, recommended text books)

Relevant Course Curriculum

External collaborations (such as, external assessors, guest
lecturers, industry experts, exchange program)

Practice Workshops/laboratories withtools and
equipment (including Simulators)

Industrial linkages (such as, Internship Programme and
cooperative training with industry)

IT facilities (such as, computers,online learning
technologies)

()

()

Audio-Visual Aids

()

()

Management of the HPTC

Recreational facilities in the compound

Careers advice and guidance (such as, help in finding
a job)
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Section 3 - Employment Status
1. What is your present employment status?
() Employed (go to 3.A)
( ) Self-employed (go to Section 3.B)
( ) Neither employed nor self-employed (go to Section 3.D)
() Pursuing Further education/training (go to Section 3.E)
Sub-section 3.A - Employed Graduates
3.A1 Details of Employment
1. Is this your first job after leaving HPTC?
( )Yes(gotoQ1.1) ( )No(gotoQ1.2)
1.1 How long did it take you to find your first job after leaving HPTC?
() 0-3 Months
( ) 4-6 Months
() 7-9 Months
( ) 10-12 Months
( ) More than 12 Months
1.2 How long did it take you to find your present job (Do not answer if this is your first job)?
() 0-3 Months
( ) 4-6 Months
() 7-9 Months
( )10-12 Months
( ) More than 12 Months

2. What is the name of your current employer?

2.1 Address of your employer here?

City

Country

Telephone

3. In what industry sector are you employed in?
( ) Agriculture, forestry and fishing

() Mining and quarrying
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() Manufacturing (textile Factory, Garment Factory, or other related)

( ) Electricity, gas, steam and air conditioning supply

() Water supply; sewerage, waste management and remediation activities
( ) Construction

() Wholesale and retail trade, repair of motor vehicles and motorcycles
( ) Transportation and storage (such as, road, rail, water and air)

() Accommodation and food service activities

( ) Information and communication

() Financial and insurance activities

( ) Real estate activities

( ) Professional, scientific and technical activities

() Administrative and support service activities

( ) Public administration and defence

( ) Education

() Human health and social work activities

( ) Arts, entertainment and recreation

() Other service activities

( ) Other, please specify:

4. In what way did you find your job? (Tick all that apply)

() Advertisements of vacancies in newspapers/television/radio (such as,daily papers, special
periodicals)

( ) Advertisements on the Internet (e.g. government websites, company websites)

( ) Internal advertisements of vacancies

( ) Direct applications

() Through Career Guidance and Counselling Service in the College

( ) Referral/ Endorsement by HPTC

( ) Other contacts at the HPTC

( ) Personal contacts (Relatives, friends or/and colleagues)

( ) Public work administration (such as,public placement services, manpower allocation system)
( ) Private employment agencies

( ) Industry Linkages during training (e.g. apprenticeship, on the job training)
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() Social networks (e.g. Facebook, LinkedIn)
( ) Binding students by scholarships
() Other (please SPECIfY): .ot
5. What is the status of your employment? (Tick only one box)
( ) Part-time ( ) Contractual ( )Temporary ( )Permanent
6. State number of working hours per week (Tick only one box)
( )Lessthan 16 Hours ( )16to32Hours ( )33 to48Hours ( ) More than 48 Hours
7. How much is your salary (per month) of your present job? (Tick only one box)
( ) Below Birr 5,000
() Birr 5,000 — Birr 9,999
() Birr 10,000 — Birr 14,999
() Birr 15,000 and above
8. Are you facing any challenges in relation to your present job?
( )Yes(gotoQ8.1) ( )No
8.1 What employment challenges are you facing? (Check all that apply)

Please specify

3.A2 Relationship Between Study and Employment (Demonstration of Knowledge and Skills)
1. Is your present work related to the area/field you studied at HPTC?
( )Yes(gotoQ1.1) ( )No(gotoQ1.2)

1.1 If YES, based on your studies and your present work, to what extent are you satisfied with the
Knowledge and Skills you acquired at HPTC? Please respond to each of the ten factors on the
five-point scale, as shown below.

Range 1 2 3 4 5
Verbalisation Not at [Some Neither Satisfied [Very
all hat not Satisfied Satisfied
satisfied" 0" "0
... |Nor
Satisfied
Dissatisfied
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KNOWLEDGE AND SKILLS ASPECTS

Knowledge (theoretical training related to my
specialization and occupation)

()

()

Practical, job-related skills (such as, use of tools,
equipment and machinery, use of materials and
parts,equipment maintenance)

Communication skills (speaking, writing, listening,
reading)

IT skills (use of computers)

Problem-solving skills (being able to analyse a problem
and find creative solutions)

Work ethics (such as, discipline, attendance at work,
reliability, punctuality, team work)

Entrepreneurship skills (such as, market research,
business planning, financial management, leading others)

Customer service skills (such as, personal presentation,
being polite, understanding a customer’s needs and being
able to meet these)

()

()

Health and Safety skills (such as,safety and emergency
awareness, emergency preparedness, working in a safe

way)

()

()

Performance (such as, understanding and producing
drawings, doing measurements at work, use of written
instructions and working guides)

1.2 If NO, what are the reason/s? (Tick all that apply)

( ) 1didn’t find a job opportunity related to my course of study

( ) I found something not related but had better salary and benefits

( ) Personal reason(s)

( ) The workplace is close to where | live
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( ) Others, please specify

3.A3 Job Satisfaction for Employed Graduates

1. To what extent are you satisfied with the following aspects of your present job? Please respond to
each of the ten factors on the five-point scale, as shown below.

Range 1 2 3 4 5
Verbalisation Not at [Some Neither Satisfied [Very
all h Satisfied Satisfied
Satisfied what not
. .. INor
Satisfied
Dissatisfied

Job Satisfaction 1 2 3 4 5

Interesting work tasks

Being able to work with some independence

()

Clear and regulated work tasks

()

Possibilities for applying what you learned when
studying

Job security

Social status and recognition

Income and benefits

Good social climate / work setting

Good career advancement prospects

()

Being able to coordinate/supervise work

()

3.A4 - Further Training for Employed Graduates

1. Did you participate in further training since you graduated?

( )Yes(gotoQ1.1&1.2) ( )No(gotoQ?2)
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1.1 If YES, what type of further training did you participate in (Tick only one box)

( ) Further academic education (higher education, for example degree)

() Further vocational education/training (such as, certificate, diploma, advanced diploma)
( )Further professional certification/license to practice

1.2 What courses did you study while pursuing further training?

( )Coursel

( ) Course 2

( ) Course 3
2. If NO, why did you not pursue further training? (Tick all that apply)

() No relevant course available

() No need for further training

( ) No money to pay for training

() No time to attend training

( ) Others, please specify
3. Would you like to pursue further training?
( )Yes(gotoQ3.1) ( ) No(go to Section 4)
3.1If YES, what further training do you need? please Specify.......cccccceeivriieeeiinciee e
Sub-section 3.B - Self-Employed Graduates
3.B1 Details of Business Activities for Self-Employed Graduates
1. How long did it take you to start your present business (Do not answer if this is your first business)?
() 0-3 Months
( ) 4-6 Months
() 7-9 Months
( )10-12 Months
( ) More than 12 Months
2. In what industry sector are you engaging in?
( ) Agriculture, forestry and fishing
( ) Mining and quarrying
() Manufacturing (textile, garment or other related)

( ) Electricity, gas, steam and air conditioning supply
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( ) Water supply; sewerage, waste management and remediation activities
( ) Construction

() Wholesale and retail trade, repair of motor vehicles and motorcycles
( ) Transportation and storage (such as, road, rail, water and air)

() Accommodation and food service activities

( ) Information and communication

( ) Financial and insurance activities

( ) Real estate activities

() Professional, scientific and technical activities

() Administrative and support service activities

() Public administration and defence; compulsory social security

( ) Education

() Human health and social work activities

( ) Arts, entertainment and recreation

( ) Other service activities

( ) Other, please specify:
3.B2 Business Size and Financing for Self-Employed Graduates
1. Do you have employees?
( ) Yes, | am Self-employed with employees
( ) No, I am Self-employed without employees
2. Were you able to access financing for your business?
( )Yes(gotoQ2.1) ( )No(gotoQ3)
2.1 Which business financing options were you able to access (Check all that apply)
( ) Microfinance
( )Bankloan
( ) Government sources
( ) Friends & Relatives

( ) Business Incubation

( ) Others, please specify
3. Are you facing any challenges in relation to your business?

( )Yes(gotoQ3.1) ( )No
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3.1 What business challenges are you facing? (Check all that apply)

( ) Cashflow
() No qualified workers

() No Customers/clients

( ) Others, please specify

3.B3 Relationship Between Study and Self-Employment (Demonstration of Knowledge and Skills)

1. Is your present business related to the occupational areayou studied at HPTC? (Tick only one box)

( )Yes(gotoQ1.1)

( )No(gotoQ1.2)

1.1 If YES, basedonyourstudies and your present business, to what extent are you satisfied with the
Knowledge and Skills you acquired at HPTC? Please respond to each of the ten factors on the five-

point scale, as shown below.

Range 1 2 3 4 5
Verbalisation Not at [Some Neither Satisfied [Very
all hat not Satisfied Satisfied
satisfied" o' "0
. .. . |Nor
Satisfied
Dissatisfied

KNOWLEDGE AND SKILLS ASPECTS 1 2 3 4 5

Knowledge (theoretical training related to my
specialization and occupation)

Practical, job-related skills (such as, use of tools,
equipment and machinery, use of materials and
parts,equipment maintenance)

Communication skills (speaking, writing, listening,
reading)

IT skills (use of computers)

Problem-solving skills (being able to analyse a problem

and find creative solutions)

Work ethics (such as, discipline, attendance at work,
reliability, punctuality, team work)

Entrepreneurship skills (such as, market research,

business planning, financial management, leading others)
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Customer service skills (such as, personal presentation,
being polite, understanding a customer’s needs and being | () () () ()
able to meet these)

Health and Safety skills (such as,safety and emergency
awareness, emergency preparedness, working in a safe () () () ()
way)

Performance (such as, understanding and producing
drawings, doing measurements at work, use of written () () () ()
instructions and working guides)

1.2 If NO, what are the reason/s?
( ) There was no business opportunity related to my course of study
( ) ! found an unrelated business opportunity which had better returns
( ) Personal Reason(s)
( ) The business is close to where | live

( ) Others, please specify

3.B4 - Further Training for Self-Employed Graduates
1. Did you participate in further training since you graduated?
( )Yes(gotoQ1.1&1.2) ( )No(gotoQ?2)
1.1 If YES, what type of further training did you participate in (Tick only one box)
( ) Further academic education (higher education, for example degree)
() Further vocational education/training (such as, certificate, diploma, advanced diploma)
( )Further professional certification/license to practice

1.2 What courses did you study while pursing further training?

( )Coursel

( ) Course 2

( ) Course 3
2. If NO, why have you not pursued further training?

() No relevant course available

() No need for further training

( ) No money to pay for training

() No time to attend training

( ) Others, please specify
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3. Would you like to pursue further training?
( )Yes(gotoQ3.1) ( ) No(go to Section 4)
3.1If YES, what further training do you need? please Specify.......cccccccveivrcieeeiinciee e
Sub-section 3.C — Neither Employed Nor Self-Employed Graduates
3.C1 - Reasons for Not being employed Nor Self-Employed
1. If you are not employed, please tick (¥') the reason (s) (Tick all that apply).
( ) Family concerns
( ) Opted not to look for a job
() Unsuccessful application
( ) Lost previous job
( ) No job opportunity in the desired field

() No professional certification

( ) Other reasons, please specify

3.C2 - Further Training for Graduates who are Neither Employed Nor Self-Employed
1. Did you participate in further training since you graduated?

( )Yes(gotoQ1.1) ( )No(gotoQ?2)

1.1 If YES, what type of further training did you participate in (Tick all that apply)

( ) Further academic education (higher education, for example degree)

() Further vocational education/training (such as, certificate, diploma, advanced diploma)

( )Further professional certification/license to practice

1.2 What courses did you study while pursing further training?

( )Coursel

( ) Course 2

( ) Course 3
2. If NO, why did you not pursue further training? (Tick all that apply)

() No relevant course available

() No need for further training

() No money to pay for training

() No time to attend training

( ) Others, please specify
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3. Would you like to pursue further training?

( )Yes(gotoQ3.1) ( ) No(go to Section 4)

3.1If YES, what further training do you need? please Specify.......cccccccveivrcieeeiinciee e
Sub-section 3.D Graduates Pursuing Further Training

1. If you are presently pursuing further training (university, evening classes, short courses), what type of
further training have you participate in? (Tick only one box)

( ) Further academic education (higher education, for example degree)
() Further vocational education/training (such as, certificate, diploma, advanced diploma)
( )Further professional certification/license to practice

2. What courses have you studied while pursing further training?

( )Coursel

( ) Course 2

( ) Course 3

3. Would you like to attend any further training courses?

( )Yes(gotoQ3.1) ( ) No(go to Section 4)

3.1If YES, what further training do you need? please Specify.......cccccceeeeeciviieccciiee e
Section 4 - Comments and Recommendations

4.1. What important changes would you recommend for the Program of study you attended at the HPTC?
(Please share your opinion on the areas that require improvement.)

4.2. Would you recommend a prospective learner to pursue the department you attended at the HPTC?
()VYes ( )No(gotoQ4.3)
4.3.If NO, please specify the FEASON/S ....ceeecieeiiceee ettt e ens

4.4. Do you have any comments/suggestions regarding this survey?
()Yes (gotoQ4.5) ( )No
4.5, [f YES, PlEASE SPECITY...ciiiiiiiii ittt e ettt e e e e e e e stte e e e e ebte e e e e ereaeeeeeanes

Thank you for your cooperation!
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Trainers’ Survey Questionnaire for a tracer study on Graduates of Hawassa
Polytechnic College

This section presents two (2) documents that will utilised during the Tracer study. The documents
include:

o  Trainers Tracer Studies Survey Introductory Letter
o  Trainers Questionnaire
2.1. Trainers Tracer Studies Survey Introductory Letter

Dear HPTC staff member,

As head of the research group, | kindly request your participation in a survey of Hawassa Polytechnic
College (HPTC) graduates who completed their studies in 2022. We would like to find out what
happened to them after they completed their studies at HPTC. Did they find a job or are they still
looking for a job, did their studies prepare them well for the workplace, and do they use the knowledge
and skills they have learned during their studies? These are the major questions that you will be asked
during the study.

The core objective of the survey is to improve the training in the departments and, more specifically, to
guide the revision of the curricula. Your information will be treated in strict confidence. The results will
be published in such a way that identification of individual respondents is excluded. Results of this
survey will be published on the website of the HPTC. Kindly complete the questionnaire and return it to
our data collectors.

You will need about half an hour (30 minutes), depending on the kind of experiences you have
undergone during recent years. We have developed a highly standardised questionnaire, which mainly
asks you to mark (¥') boxes which refer to relevant answers. With this approach we hope that we have
made it easy for you to answer the questions. Please answer all questions applicable to you. In some
cases, you will note that the questionnaire suggests you disregard some questions not applicable to you
(e.g. Please goto Q).

The content of the questionnaire includes the following sections:
Section 1: Demographic Information

Section 2: Details of the program

Section 3: Physical and Administrative Factors

Section 4: Demonstration of Knowledge and Skills.

Section 5: Industrial Exchange Program

Section 6: Comments and Recommendations

If you have any questions or require further clarifications, please send them to the email address
mentioned below.

Name: Dr. Genene Abebe

Phone: 09 11 46 15 26

E-mail: geneneabebetd@gmail.com

Thank you very much in advance for your kind support.

Yours sincerely,

Genene Abebe (PhD)

Team Leader of the project
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2.2. HPTC Teaching Staff/Trainer Questionnaire

Section 5: Demographic Information

Which of the options below best describes your Role/Position at the HPTC? (Tick only one box)
( ) Head of Department

( ) Deputy Head of Department
( ) Course Instructor

() Workshop Technician

What is your department?
When were you first posted to (or employed at) HPTC?(Tick only one box)

( )Lessthan 3 years ( )Between 3 and5 years ( ) More than 5 years
Section 1:Details of the program

1. Is the program/department you belong to internationally accredited? (such as, City & Guilds, ICM,
Edexel,)

( )Yes(gotoQ1.1) ( )No(gotoQ?2)
1.1 If YES, please list up to three International Awarding Boards

( ) Awarding Board 1

( ) Awarding Board 2

( ) Awarding Board 3

2. Which of the options below best describes the balance/ratio between Practical competences and
theoretical Knowledge requirements for the training program? (Tick only one box)

( )10 percent Practical, 90 percent Theory
( ) 20 percent Practical, 80 percent Theory
( )30 percent Practical, 70 percent Theory
( )40 percent Practical, 60 percent Theory
( )50 percent Practical, 50 percent Theory
( )60 percent Practical, 40 percent Theory

() Other (Please SPECITY)....cuuueciereeireee ettt e e v e
3. Is the program curriculum periodically reviewed?

( )Yes(gotoQ3.1) ( )No(gotoQ3.3)
3.1 How often is the program curricula reviewed?(Tick only one box)

( ) Less than 24 Months
()25 Months to 48 Months
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() 49 Months to 60 Months
() More than 60 Months

3.2 How is the program curricula reviewed? (Tick all that apply.)

( ) Directly checking with employers

( ) Using occupational standards

() Other (please SPECITY): ..ttt st eerens

3.3 If NO, why not?

() PlEase SPECIHY..ciiiiicecece ettt st et

Section 2: Physical and Administrative Factors

While you teach at HPTC, to what extent are you satisfied with the ten (10) Physical and Administrative
factors? Please respond to each of the ten factors on the five-point scale, as shown below.

Range 1 2 3 4 5
Verbalisation Not at [Some Neither Satisfied [Very
all hat not Satisfied Satisfied
satisfied" o' "0
. .. . |Nor
Satisfied
Dissatisfied
Physical and Administrativefactors 1 2 3 4 5

Resource Centre with reference materials (such as,
industry journals, recommended text books)

()

Relevant Course Curriculum

()

External collaborations (such as, external assessors, guest
lecturers, industry experts, exchange program)

()

Practice Workshops/laboratories withtools and
equipment (including Simulators)

()

Industrial linkages (such as, Internship Programme and
industrial visits for students)

()

IT facilities (such as, computers,online learning
technologies)

()

Audio-Visual Aids

()
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Management of the HPTC

()

Recreational facilities

()

()

Careers advice and guidance (such as, help in finding
ajob)

()

()

Section 3: Demonstration of Knowledge and Skills

If you trained graduates, to what extent are you satisfied with their demonstration of the following

Knowledge and Skills aspects? Please respond to each of the ten factors on the five-point scale, as

shown below.

Range 1 2 3 4 5
Verbalisation Not at [Some Neither Satisfied [Very
all hat not Satisfied Satisfied
SatisfiedW atno
... |Nor
Satisfied
Dissatisfied

KNOWLEDGE AND SKILLS ASPECTS 1 2 3 4 5

Knowledge (theoretical training related to my
specialization and occupation)

()

()

()

Practical, job-related skills (such as, use of tools,
equipment and machinery, use of materials and
parts,equipment maintenance)

Communication skills (speaking, writing, listening,
reading)

()

()

()

IT skills (use of computers)

()

()

()

Problem-solving skills (being able to analyse a problem
and find creative solutions)

()

()

()

Work ethics (such as, discipline, attendance at work,
reliability, punctuality, team work)

()

()

()

Entrepreneurship skills (such as, market research,

()

()

()
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business planning, financial management, leading others)

Customer service skills (such as, personal presentation,
being polite, understanding a customer’s needs and () () () () ()
being able to meet these)

Health and Safety skills (such as,safety and emergency
awareness, emergency preparedness, working in a safe () () () () ()
way)

Performance (such as, understanding and producing
drawings, doing measurements at work, use of written () () () () ()
instructions and working guides)

Section 4: Industrial Exchange Program
1. Have you participated in an Industrial Exchange program?(Tick only one)
()Yes(gotoQ1.1) ()No(gotoQ?2)

1.1 If Yes, when was the last time that you participated in an Industrial Exchange program? (Tick only
one)

( )0-6 Months
( )7-12 Months
( )13 -18 Months
( )19-24 Months
() More than 24 Months
2. Did you experience any challenge while participating in the Industrial Exchange program?
()Yes (gotoQ2.1) ( )No(gotoQ3)

2.1 If YES, please
£ o 1Tol 1 Y2 USRI

3. If you have not participated in an Industrial Exchange program, what are the decisive reasons for this?

Lo T IR o 1ol 1 Y PSPPSR
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Section 5: Comments and Recommendations

1. What important changes would you recommend for the department/ program of study that you are
part at the Hawassa Polytechnic College? (Please share your opinion onthe areas that require
improvement.)

()Yes (gotoQ1.1) ( )No(goto Q2)
L1 IfYES, Please SPECITY wuuviiiiiiiee ittt e e e
2.Would you recommend a prospective learner to pursue the program at the HPTC?

()Yes(gotoQ3) ( )No(gotoQ2.1)
2.1 If NO, Please SPECITY ...cueeeieiiiiiie ettt e e e e e e e e e are e e e e naree e e e e

3. Do you have any comments/suggestions regarding this survey?
()Yes (gotoQ3.1) ()No

L 4 T o] (=T T IR o1 =T ol 1 Y SR

Thank you very much for completing the questionnaire!
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Employers’ Survey Questionnaire for a tracer study on the Graduates of
Hawassa Polytechnic College

This section presents two (2) documents that will utilised during the Tracer study. The documents
include:

o  HPTC Employers Tracer Studies Survey Introductory Letter
o  HPTC Employers Survey Questionnaire
3.1. HPTC Employer Tracer Studies Survey Introductory Letter

Dear Employer,

As head of the research group, | kindly request your participation in a survey of Hawassa Polytechnic
College (HPTC) graduates who completed their studies in 2022. We would like to find out what
happened to the gradutes after they completed their studies at HPTC. Did they find a job or are they
still looking for a job, did their studies prepare them well for the workplace, and do they use the
knowledge and skills they have learned during their studies? These are the major questions that you
will be asked during the study.

The core objective of the survey is to improve the training in departments and, more specifically, to
guide the revision of the curricula. Your information will be treated in strict confidence. The results will
be published in such a way that identification of individual respondents is excluded. Results of this
survey will be published on the website of the HPTC. Kindly complete the questionnaire and return it
to our data collectors.

You will need about half an hour (30 minutes), depending on the kind of experiences you have
undergone during recent years. We have developed a highly standardised questionnaire, which mainly
asks you to mark (v') boxes which refer to relevant answers. With this approach we hope that we have
made it easy for you to answer the questions. Please answer all questions applicable to you. In some
cases, you will note that the questionnaire suggests you disregard some questions not applicable to
you (e.g. Please go to Q).

The content of the questionnaire includes the following sections:
Section 1 - Identification of theCompany/Organization
Section 2 - Demographic Information
Section 3 — Employment of the Program Graduates
Section 4 - Participation in cooperative training
Section 5 — Industrial Exchange for training Staff
Section 6 — Ease of Finding Employees with Needed Skills
Section 7 - Comments and Recommendations

If you have any questions or require further clarifications, please send them to the email address

mentioned below.

Name: Dr. Genene Abebe

Phone: 09 11 46 15 26

E-mail: geneneabebetd@gmail.com

Thank you very much in advance for your kind support.

Yours sincerely,

Genene Abebe (PhD)

Team Leader of the project
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3.2. Questionnaire for Employers of HPTC Graduates
Section 1 - Identification of the Company/Organization

1. Enterprise name

1.1 City

1.2 Country

1.3 Telephone
In what industry sector are you operating?

( ) Agriculture, forestry and fishing

() Mining and quarrying

( ) Manufacturing (such as garment, textile or related)

( ) Electricity, gas, steam and air conditioning supply

() Water supply, sewerage, waste management and remedialn activities

( ) Construction

() Wholesale and retail trade, repair of motor vehicles and motorcycles

( ) Transportation and storage

() Accommodation and food service activities

() Information and communication

( ) Financial and insurance activities

( ) Real estate activities

( ) Professional, scientific and technical activities

() Administrative and support service activities

( ) Public administration and defense

( ) Education

() Human health and social work activities

( ) Arts, entertainment and recreation

() Other service activities

( ) Other, please specify:

2. What advertising media does the company/organization use to recruit employees? (Tick all that
apply.)

() Advertisements of vacancies in newspapers/television/radio (such as,daily papers, special
periodicals)
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( ) Advertisements on the Internet (e.g. government websites, company websites)

() Internal advertisements of vacancies

( ) Direct applications by graduates

( ) Career guidance and counselling office at the HPTC

( ) Referral/ Endorsement by HPTC

( ) Other contacts at the HPTC

( ) Personal contacts (Relatives, friends or/and colleagues)

( ) Public work administration (such as,public placement services, manpower allocation system)

( ) Private employment agencies

( ) Industry Linkages during training (e.g. apprenticeship, on the job training)

() Social networks (e.g. Facebook, LinkedIn)

() Binding students by scholarships

() Other (Please SPECITY): ..vuierieeeceeecre ettt ettt e eba e e e eenaraee e e eanes

Section 2: Demographic Information

1. Which of the options below best describes your Role/Position in the Company/Organization?

( ) Director or Deputy Director

( ) Human Resource Manager or Deputy Human Resource Manager

( ) Head of Department or Deputy Head of Department

() Supervisor

Section 3 - Employment of HPTC Graduates

1. Have you employed graduates from the HPTC?(Include Permanent and Casual employees)

( )Yes(gotoQ2)( )No(gotoQ7)

2. How many male and/or female graduates have you employed from HPTC?(Include Permanent and
Casual employees)

3. How important in general are the following aspects for the recruitment of Graduates? Please
respond to each of the ten factors on the five-point scale, as shown below.

Range 1 2 3 4 5
Verbalisation Not at allSome Neither Satisfied [Very
Satisfied Satisfied Satisfied
what not
. .. |Nor
Satisfied
Dissatisfied
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Recruitment of Graduates 1 2 3 4 5
Field of study and specialization () () () () ()
Grades of examinations at the college () () () () ()
Practical experience acquired during course of study () () () () ()
Reputation of the college () () () () ()
Recommendations/references from third persons () () () () ()
Results of recruitments tests () () () () ()
Knowledge of foreign language () () () () ()
Personal presentation () () () () ()
Candidate's own world view () () () () ()
Ability to work in multiracial environment () () () () ()

4. If you employ graduates from HPTC, to what extent are you satisfied with their demonstration of
the following Knowledge and Skills aspects? Please respond to each of the ten factors on the five-

point scale, as shown below.

Range 1 2 3 4 5
Verbalisation Not at [Some Neither Satisfied [Very
all h Satisfied Satisfied
satisfied|" atnot
. .. INor
Satisfied
Dissatisfied

KNOWLEDGE AND SKILLS ASPECTS 1 2 3 4 5

Knowledge (theoretical training related to my
specialization and occupation)

()
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Practical, job-related skills (such as, use of tools,
equipment and machinery, use of materials and
parts,equipment maintenance)

Communication skills (speaking, writing, listening,
reading)

IT skills (use of computers)

Problem-solving skills (being able to analyse a problem
and find creative solutions)

Work ethics (such as, discipline, attendance at work,
reliability, punctuality, team work)

Entrepreneurship skills (such as, market research,
business planning, financial management, leading others)

Customer service skills (such as, personal presentation,
being polite, understanding a customer’s needs and being
able to meet these)

Health and Safety skills (such as,safety and emergency
awareness, emergency preparedness, working in a safe

way)

Performance (such as, understanding and producing
drawings, doing measurements at work, use of written
instructions and working guides)

5. Do Graduates from HPTC need additional training to do their work well in your company? (Tick only

one box)

() Normally they are fully prepared to do the work well

( ) They need only an introductory training

( ) They need to learn some additional skills (Please specify

( ) They need serious skills upgrading to start working

() They need completely new training
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6. Are you experiencing any challenge(s) with the HPTC graduates you have employed?

()Yes (gotoQ6.1) ( ) No (go to Section 4)

7. If you do not employ any graduates from HPTC, what are the decisive reasons for this?
1T LY IR o 1Tl 1 Y USRS
Section 4 - Engagement in cooperative training

1.1 Do you participate in cooperative training program ?
( )Yes(gotoQ2) () No (go to Section 5)

2. Are the trainees from HPTC undergoing cooperative training in your company/organization ?
()Yes ( )No
3. How many male and/or female trainees are undergoing cooperative training in your company?
Male ......... , Female...........
4. Are you experiencing any challenge(s) with the trainees enrolled in cooperative training program?
()Yes (gotoQ4.1) ( ) No (go to Section 5)
L | A 4 ST o1 1 Y IR oY= 1 A USSR

5. If your cooperative training program does not include any trainees from HPTC, what are the decisive
reasons for this?

o Lo T IR o 1T ol 1 Y USRS
Section 5: Industrial Exchange Program for HPTC Staff

1. Do you have an Industrial Exchange program with instructors from HPTC?
( )Yes(gotoQ2) () No (go to Section 6)

2. How many male and/or female Staff are participating in the Industrial Exchange program?
Male ......... , Female...........
3. Are you experiencing any challenge with the Staff participating in your Industrial Exchange program?
()Yes (gotoQ3.1) ( ) No (go to Section 6)

3.1 YES, Please SPECITY.cciiiiiiiiiiiiiiee ettt ettt e e e e e e e e s b e e e e eabaeaa e e naraaeee s
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4. If your Industrial Exchange program does not include Staff from HPTC, what are the decisive reasons
for this?

PlEASE SPECITY: .eiiiie ettt e e ettt e e e e e e e e et e e e e e ebte e e e e et baeeeeaabtaeeeeaarteeeeearranaaaanns
Section6 — Ease of Finding Employees with Needed Skills

1. Is your company/organization experiencing problems finding employees with the skills that you
need?

( )Yes(gotoQ2)( )No (go to Section 7)

2. In which occupations does your company/organization commonly experience skills shortages?

( ) Occupation 1

() Occupation 2

( ) Occupation 3

( ) Occupation 4

( ) Occupation 5
Section 7: Comments and Recommendations

1.What important changes would you recommend for the program of study at the HPTC?(Please
share your opinion onthe areas that require improvement.)
Yo 1Tol | Y2 PSRN

2. Would you recommend a prospective learner to pursue the Program at the HPTC?
()Ye(gotoQ3) ( )No(gotoQ2.1)
2.1 If NO, Please SPECITY ...cuuieiiiciiiie ettt et e e e e e cte e e e e narae e e eans

3. Do you have any comments/suggestions regarding this survey?
()Yes (gotoQ3.1) ()No
3.1 I YES, PleaSE SPECITY..cccuiiiiei ittt e e et e e et ae e e e ata e e e e eabaeeeeeanraaeaean

Thank you very much for completing this questionnaire.
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Appendix II: Amharic version

1. '+ ePTF MLP PAPA 7A thLh hAS +00 L¢P F
P77 FNFY Ut F ATLPAL PENA TT

2U N&A P+aLbPTF Uid NHFA mTF AL mEPIR AL PamA UAT N12FT BHA: AICAID
PN+AT T

o +TM4EPTF PITENTT Ui PARPAL 8AA mGT dRen P N8N
PG+ AMMEdP

+a0 e PF P ENTT Ui PARLAL BAA MTF dben P £NEN,
M2 +a0L.ePFE

AT MTF (h27T a1t NHU PenCPenlCd Mt T P2014 9.9° +00LePF P71 T+N+Y Uit
P PAL BAA MTF AL +ATER ATBPLECT NA MPERT NFUTT AeCNU=F9UCHTFUT hUPA
7AEhLh PAE NMTPLTU NBA PIMMTFUT 17C AMDP ATEAIAT: Nd LHTEA MEN NARLAY
AL TFUT NhAE F9RUCFTU @& T POASTUT A2AMT ATNTETUNT P2¢ aRAh NNe Uit
AHIEHT2A ML AT NNAMST @%F PeAMFUTT AD++T AUt +MeMFUNT OL? PaATT
PADANN PT PT MPEPTT NG+ MDD FMPPAT U

PGt PT QAT N+AL FIRUCT h&AT POAMMT AAMST TAAA AUT N+tALIE PCot
FIUCT AAA 20T AdMes, ATINPH PADD Y@ PAY AMLF ABZE N AML POq PH ALY PGk
@Mt NMLCNNT LHID PARART a79F NMLALNT AN EUPTA:PHU et ehtaF amit
NUPA 7A. +hih hAE &2 7% AL PMA$P 2UPTA: ODMERY NMIRT qRA+d ADR/E
ANANPFTYT LMAN HIE NFUTST EMPPA: NPCN 9003+ NAAGNTFED P4 AJRAT AL
+m s )MF AT (30 L) Phd LOALNFA: NNE+E Urd 248MT PMN$ ML PHIE™
ALY NPT NADE @AM 1N, NTAAT AN AL (V) 9PART NTINPARM AT8 MPAN BMPSA:
NHUTR APLLN FPARTT $AA NA @Y7L AT8AM T°F ATAUT ALCITA NAT ATIRTAY:
ANAPET AR ACAT NFANA PARADANETY FPRPTF PARPT SAMNTF@:: NAPMEd MNP
AT81L NFPTF AL ACNT PARLaAN+® MPRPTY A8 PAG ATPAA (ML $ME MmPe Y8) PayQ
£18 s

N@MLs @NH PN+t A&EAT +NH+Pa::
n&a 1 -P94 Ui 028 (Demographic Information)
N&A 2 - PIRRL 9N, ANAR AT AN+S8LEC 1h +8F (Physical and Administrative Factors)
N&d 3 - PPC U1 > (Employment Status)

& 3.U - #¢ PtPme +a04.¢PF (Employed Graduates)
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N&A 3.A - N9 24 AL PTG +aRL.$PF (Self-Employed Graduates)
& 3.h - 2AMT AL PA/FFRUCHTF®T PPmMi (Pursuing Further Training/Education)

N&Q 3.00 - g PATPMET NTA 4 AR PA+NTG +004.4PF (Neither Employed Nor
Self-Employed Graduates)

A&A 4 - AN+ PP+ RTFT PaR&EF 4 AP MR PT (Comments and Recommendations)

MITDI® AT MPR NAT MEIR ENAMD TNELEP PTLAT NPT ANAPTF NFTF N+PaMm- hah
LRMA MEI® PRANTCLAT ARPAORT AE4A BNEN EANRAT:

AR 2/C 71T RON

AAN: 09 1146 15 26

rANTCLA APAANT (E-mail): geneneabebetd @gmail.com
ATNNC NPLM L AL AP PA TPNIT ATPCNAT::
nNAAIR S IC,

799 KON (&/C)

PTCEN® N7 aog

1.2 PG+ MLed

N&EA 1 - P94 Ao /B PF

T, e
1.1 8 () oy () nAt
12 09NF Biz: () PAIN/F () pn/+
1.3 A&, (NG@®F): () h 250+F ()25-35 () Nh35nAL
14 PAOFLE KB —mmmmmmmmmmmmmmmmmeeee LB /PNA; ~mmmmmmmmmmmmmmm e

1.5 PANA F8F AANPT? (FPCRPTT LANIM) U. AP A. PAJD

1.6 A1.5 ®ANP AP NPT 7277 ALTT PANA 187 10 PANPF? (F°CenPFT PANM)

U. PALF FoIC A. AOPATYF MOFIC 4. ACRYbAPN ADFIC dB AA
1.7 PIPNLA AN €. (NATILEDT APME FPANL ANA) -

1.8 PPCAN HAPEPTY PAPNLA AR &, (NATIL6RF APME FPANC ANA) -------------------

2. NUPA 7A, thih DAE ~AmT AR NIN4NT 1H PINGNT PHIRUCT N&GAT (PP 4R Y1FT) LRG:-
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3. PHIRUCT BE
U.() 8481
A() 8282
M. () BB 3
m () 8LE4
W () 8485

4.hmn+At @0 PFEET e PFH/QITT MLIR TROLLF +IRCPA? (PONL TFD AL I2ANT
NTQ L1 £.APALY)

U. () e+ann+t A4e/Communication skills ( PG ARR&T AR.80DMG A3 ))
A.( )PREt AUAT PNICTRHC AMPPIR/IT skills (use of computers)
h.( )PFIC &E1F AUAST (FoICT 11739 £Mé PFNANT CPEFY a9 ypaDm ab F4)

an () P4 NI1-9P9INC /Work ethics (A7 AHDFC NG AL AR TFE AN+aRaR%yFIAGTF
ANNTTE NMRET Aot PA)

W () P& dmMé /Entrepreneurship AchAet(ATL NPT MTTE P91 AP LT PITHAN APPH?
AODLC ASTT OH+ P)

l. () PRIPNET AP PLH/Customer service A TT (AL &ANT TMA+POP/IOAMT FhFe ARANNT
PLINETY &ANT +28F AT PARAAATT)

N. () PmSS BUTIF/Health and Safety AchAe+F (AR PRATTHT PARI FPAR 1THNT PALI 1H,
goAR et HAB T LTI+ O+MNP P Ui PARANK)

A. () P £3%2PF/Foreign Languages (A8 ATIIAHET £LINLET MA PI5T BECADYE A
FLIE PARANA)

5.0APA 7A ENLA DABT NAPE NWeaF M4t @ND ACNPT PIMAR Y UFid PARIARD- Pk
@2 (NATE NAL GRAN CRmt 2FAX)

U.( ) #¢ Pt+emd /Employed
A () P97 6 AL HATICE AdeTT REMC
. () AA FPME AREC P9 67 MRGTF
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a () FPRULEY/AAMST (N&+E FIRUCTT NWCtHLNT OH+T) d2dmA /Pursuing further

training/ education (higher education, certificate, etc)

W, () 24 PATPME: MEIR NN 24 AR PA+NTI4/ Neither employed nor self- employed

Section 2: P22 <IN, A5 Ah+8LC Th +8¢F (Physical and Administrative Factors)

NAPA 7A, th1h DAL NAMT AR N$RN 1H NFIRUCTE FR8Z <IN, AT AN+SEC Th 180T AL
PIFF PACNF BZE 97 Phd INC? ANAP NFT NNt 10 F8F AL haC NWIMEH @-hm
Ntem@mt NA ATPNF ACNT ARANPPTF APWlF IRAR & M

M4+/Range 1 2 3 4 5
anA ek, /Verbalisation £ xq° Namr9e | ZhFAL ZhFAL| Nmoe
RAZNU NU7Y me ZRFAU
RAZhU-9
AAZNU9 AT
hATA
P9 e/ 9N, AT AN+8LC 1Th 780+ 1 2 3 4 5

AL RIS BCS AT AT NHLS PHaRsmy

panan/ P abg h&T+Y PPH PARZE TG hA/Resource
Centre

()

()

()

()

()

+1N, P+ NCAFT POH LYt FI2UCT/Relevant
Course Curriculum

()

()

()

()

()

Pm-6p NN CTF/External collaborations ( A8 PM-6he
goHS NPT +INH AWAMETT PATLATE
NAT>PPF AT PAGRE AD-M-m ARy ) NCTF Pi)

()

()

()

()

()

a0y PPTG ®ARMT P+ AAFD- PAPATHADE
OCAR7TF/ANGRLPT ATA+CTFT BI°(C Practice

Workshops/laboratorieswithtools and equipment
(including Simulators)

()

()

()

()

()

99



PA. 180T FNNC/Industrial linkages (A8
RITCILT a°CT NCT NATENTS IC PN
PHNANC AAMTY PADAAM)

()

()

()

()

()

PALEODIAT LPF/IT facilities (A7.2
PhITR+HCAMPPIRINENT A8 P+L74 NNLYT aB/A
NemF PMAM FAMTPT i)

()

()

()

()

()

£gog-m9PHA aCEPT /Audio-Visual Aids

()

()

()

()

()

PAhPA 7AERLA NAE ¢ AODdC/

Management of the HPTC

()

()

()

()

()

NN AN PR T PADHTE W&LPT/

Recreational facilities in the compound

()

()

()

()

()

pam™p 9oNC ATA%AFF/Careers advice and guidance
(K2 e &AT AR ATH TEL9 PAY)

()

()

()

()

()

h&d 3 - ¢ UL

1. AUY PAF PP ML U 3-/employment status 7277 £APNAA?

() P+eme/F (@R 3% U £YL)
() PIIA s PR /9DE /A P 35 A £Y.S.)

() M PATPML/TDE NVA ¢ AR PA+ATIL/F/Neither employed nor self-employed( M8, 3§

h £48)

() F9ULFT/AMST/Pursuing Further education/training @ 3-t4 PPMA (DL 35 a» £48.)

10--h&A 3. U AtPms 67
3. U1 P®¢C HLHC Ui P

1.2U HEP PAPA 7AENLH NAET NAPE NBA PAREADL PP Y2

() AP (@B 1.1 248) ()AL (DL M 1.2 £48.)
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1.1 hPA 7AENLN DAET NADE NBA PARERLP .PT AT T 927 P/hA TH OALNPF?
( )0-3 ™t
()4-6 @t
()7-9 @&t
() 10-12 @&
( ) N12 @&+ NAR

1.2 ALY APWET PATT A4 AT 9P Prhd 1H DMALNTF (PAREMLMT 4P APWE NPT
2UT MPER AROPAMN)?

( )0-3 ™+
()4-6 Mt

( )7-9 ™t

( )10-12 @&+

( )N12 4T NAL

2. PALLF #MEP TR T BNAA?

2.1 PPMLPT AN AHU L84
NATR/City [mmmmmmm oo
U7/ CoUntry /=== === == m oo oo oo oo oo e e e -

AN B /Telephone/---====-mm oo

3. NPFE @ PAT8NTE HCE 10 P+ Mét?
( ) NACAT 27 AS AN YNF A% (Agriculture, forestry and fishing)
( ) NMOLT MDM*F PIgPNF NYHF 24.C(Mining and quarrying)
() NAFR&TF +299%F/ Manufacturing (NebCPenCP/Textile and Garment AT +HME 4NZNPT)
() NAARTLNT IHT AT4At AT PAPC TRbHSH ASCNT AL

() P@2 APCNTT PERAR MAMIZ ACYT HCIFIPSAR MNMIE ALPH AT PARAN  @7779P
ATPNPAPT/ Water supply; sewerage, waste management and remediation activities
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() °17N3/Construction

() BIPAT FCFCYIOLT PAONTPFT PR+C ALAAT DI

() (AL @®Y1LT NMCE P AT APC PA) P933HT F9N9F+

() PML4PT APNTTL AT PIR ATAN T ATPNSAPT

( ) PanZEq +91NN+/Information and communication

( ) P7IHNG kT PATT ATPNSAPF/Financial and insurance activities

( ) PNPT AT ATPNPAPT/Real estate activities

() Pa™PI PYWRIAP AT tN1h® ATPNSNAPT/Professional, scientific and technical activities
( ) PANTSBLC AT £I& Nebe ATAIATT ATPNSAPT/Administrative and support service
( ) ehHN AN+8LC AT a2NANPL/Public administration and defence

( ) *9°UC*/Education

( ) PANYP MS AT PINLAN ¢ AT1PNSPTF/Human health and social work activities
( ) mNNT AHTT A5 P1H THAALP/Arts, entertainment and recreation

() PAAT ATAT ST ATPNSAPT

() AAI NA ANAP AHU BoIA R - oo oo

4. 4 PTFF NPT U2 10-2(ARAN 2USA NAD- PTAT U AR FRANT PECT)

() NILMT NEARTY DRI® NLLENTAAS AEF P NF BAFDELPT(ATL AAFP JRMT AT
AR AR ATF Pt AL)

() NNL7-ao/A) MAF D LPTF (U, MDY FP Lhd, 18T P&CET &hl 18F)
() N@-ND PAGF 22 N NHIAR TNFDLPPT

() MaAnF NS /Direct applications

( ) NhAB.Ra™P 9o /Career Guidance and Counselling/ A7A%1A %+ ATyt
() hhPA 7A. thLh hAE N+AMPIRCer, & U /AM-$G Referral/ Endorsement
() APA 7A £01h DAE @D NTDSTFO APT/Other contacts at the HPTC

() N°1A M8EF(HALTE! 3L8F AT/MLI™ NALLNE) Personal contacts (Relatives, friends or/and
colleagues)

() PaPYNt ¢ A +8 BC/Public work administration( A %€ @230+ P2 FREN
ATA Tt PNm- 2 LA (6t LT Fri)

() P9 ¢ AbM & CE$F/Private employment agencies
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() NFAMT @PF N+L847 PAT8NTE TAAC (FPY. ATLTITATE P4 AR AAMS)
() NTANEPR FAAC 18T (FPY. LNFNT A TR8.T) /Social networks (e.g. Facebook, LinkedIn)
() tTLPFT N6k ATC PFIUCT ALA N9 TF/Binding students by scholarships

() AA (A ANAP AHU OART): (o

5. 03mC P 9OF RARWAA? (114 3L.8 36 MNP 1NF TPANF PELP)
( )PHFCE ASF () hTRGF () TP () %m,

6. NWIRTF ANM 4 PMNEGNTT PAST AN £oAR (1A 72 ¢ 74 @NTD 11F TPANTF LELT)
( )yh16N%+T P10 () h16 ANN32 ()33 ANN 48N%+t ()48 N%FTNAL

7. NAUF BGP OCYP BIPOH 1 1072 (1A FB.8 76 NP 1F TPdhF FELP)
() hNC 5000 N+
() hC 5,000 - NC 9,999
() hC 10,000 - NC 14,999
() hC 15,000 NAL

8. NP AL PIMICPF MIFMI° A LYF +918CF/FC AA?

()AP (@B M. 8.12L48) ( )AL

8.1 Y ARYF N4 IC P+PPH +18C+F TFM APIMICPT PAT2ALNP AAs APAN LUPTH
N4+ AL U 924N LAM)

3.U.2 N*&S A#AMS aohhd PAD- Y R1F (AD-P 75 AT T N2 AL T9P4)

1. PALF ¢4 aNAP NAPA 7A, thLh DAE N+TM4t IC HHMETT AAD-T?

( )AP (DL M. 1.1 £48) () AL (DL M. 12 £48.)
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1.1 RP DA (NTIPULEPT NP AR +ARCRHDY) NAPA 7A, £h1h DA NPNT>T AD-$TT
At 97 PAA ZATHPA? ANAPT NFTF NPLMNF 10 R8T AR NC NWIMETH AL

Nteamt NA AT ACNT ARANPPF aRwlF AR &0 M

4%/ Range 1 2 3 4 5
an)Aen,/ Verbalisation LR nemre | LhFAULT AFAL nmo™
AAZN NUYAALZ me ChFAL
U9 hy-9o AAZhU-9o
MAT
hATa9m
A%+ Ahiet 1h 170%F/
1 2 3 4 5

KNOWLEDGE AND SKILLS ASPECTS

RD-$ (WFATILUNF PR HEES
hWAM 3N+ TP 90 PHEPH N1E4
U1 PHE74, A m¥)

()

()

()

()

()

+9NEP hd- IC 0+ 00
AUATTF/Practical, job-related skills(A7.2
PAE ODUIZ PPTF T ARIATP APPTFT
MATTF AMPPIT RARNTT AT
Ph&AFTFOT AMPPI® AT PARTATP
ASLPT M197 PADANN)

()

()

()

()

()

P+9NN+ et /Communication skills
(ARqCE aPR&:T AQ.8aDMT ARTY()))

()

()

()

()

()

PARL ArhAtT IT skills
(PhIPTR+CAMPPI™)

()

()

()

()

()

PFoC LB AUNST(F 7L 7
at 5 + 35 & Me P AFhANT

ang 4 990) ¢ a°p)Problem-solving

skills (being able to analyse a problem and
find creative solutions)

()

()

()

()

()
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P E NT1-92°INC/Work ethics (A7.L N17-
ALGTF TFBANCT AHD-FC 17 AL
apyTEE AN T AGTF AN I
g% amst frt)

()

()

()

()

()

PG & Me Dbt TF/Entrepreneurship
skills (AL 7P DTT: PFI7L AP L7
P77HA ALPPHT ATRLL 1168 )1 DHF Frt)

()

()

()

()

()

LIPNEFF P74 764 Ak =T/ LCustomer
service skills (A7 £#N7

DN+ PDE/TOADE FhFT APANNF
PLINETF G GATF +LLF TIQAF
PADANAFY)

()

()

()

()

()

PMaT LUYIF AhAetT/Health and
Safety skills( A72 P2ATITT PALI JPAR
ITHNT PALI 1H TPAR Nt HOIE ) F
LAYt MNP P4 U3 PAPANY)

()

()

()

()

()

MNT®™7Y/Performance (4 7L P+APE
TEELTFT AN APLELT AT DL PT AL
@NPAODI | AL AN PPFT
anm¢ge abFg 7 A5 180§ P10
FOHHF 35 aDaDL PPF G ADMpIP
Pamrift)

()

()

()

()

()

1.2 A& NA PPALLTP/TP Ve 10 /TFO2ALNP AAs TN LUPTA NTYTF AL Uk TP DT
FELF)

() NWAMINNT aBAR IC PTAHARE PG $ &4 hAIMARFgD

( )PMEHADE i AFFAL 11C 17 P+AA NEPT MPTMPID KAD-

() N4 9NLeF/F

()P NF@ ATRRLP Ntk $CN NALY

() AANA ANAP AHY BOTAR e e oo
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3.U.3. P4 AR AChF AtPMes 427

1.9mA NHIART 19NF AT9C AUT NPHF ME-P AR PAtT ACNH ATET RARFA? ANNPT
N NPt 10 19 NF NARC NWIMETH AR Nteamet NA A9PNF AChT ARANRPPF aow /it

gRAR LA M
/4T /Range 1 2 3 4 5
e,
o Ao NOME ZhFALI 0L AFAL  Nmoe
Verbalisation RAZhU-9° NPT hAZhU-9o ChFAU
AAZNU9® [MAT RATATD
P4 RCh- 1 2 3 4 5

AP RAT Pl +oNGT

0)

0)

0)

()

0)

N+@AT LE M7 NY97F AR LT D FQ

0

0

0

0)

0

TART NAINMT ML PR LLINTFAr +INLT

0

0

0

0)

0

P+a¢FT N+INC AL ATIPA P AR AT

0

0

0

0)

0

Prd BT

0

0

0

0)

0

NANZANT H1E PAD- £28F AD-$G/

Social status and recognition

0

0

0

0)

0

MG PPaEMP

0)

0)

0)

()

0)

amAnge MmN A+ INC/ ¢
aoE+/Good social climate / work setting

)

0

0)

)

0)

@MANGe P L AL AR AT/

Good career advancement prospects

)

0)

0)

)

0)
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$Y8F AREMC AP FA/ ¢ AN F+AT dR L&

0)

0)

0)

()

0)

3.U4 - e+ 9PUCT ALA AtPMms P47

1. +aele NA PHIPUCT TAAL AR+TATL M- PO-PAT?

( )AP (NA @ M. 1.1 A5 1.2 £42.)

()RR (N @E M. 2 £YS.)

1.1 AP NA: NIRT ALYF PHIRUCT THAALT AL 10 +ATE PLTF? (NA TR ETE @-NP 11F
TeAht PECTE)

( )aRLNG MAMST eMmA (NN&+E FIPUCTH ATPYA 8.°14)
()PENLhT a™f WAMS/FIPUCTT AeMA (ATL NCHENTT & T AT NE+ET & TAT P)
() PML PR ACHNF PMLLNTTF/PVE 4P

1.2 ¥9RUCHUT NPMANNT @PF PHEET hCAT OAER?
() AAME /COUISE T mmm oo oo oo e e e s
() AAME/COUISE 2-mmmm === mm oo oo e e

() AAME/ COUISE B-mmmmmmm oo oo o e

2. h& NA ATPT FIRUCET AAAAKRT(ALNP AAS TRAN LUPTA NTAT AL Ut TP DT PEL7)
() M$T, ~AMT NAAA/No relevant course available

( )FT9PUCT a°Pma APLNEAITR/No need for further training

() AAMS PFRN&EAD- 7THA PATR

( )A®AMmS and+p e Uy 11 PAID

() AA NA ANAP AHY L OART < mmmmmmmmmmmmmmmmmmmmmmmmmmmmmmmmmme
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3. FIPUCTFPTT MA LLAIA?
( VAP (htmE D 3.7L£%2)  ( AR (Wt P hGd 4.L£Y8)

10-2-NEA 3.A - N4 224 AL A+NTG TGP
3.A1NNA 224 AL PHNTI4 T4 P91 124 /Business Activities/HCHC U3 3

1. BUT P9I 1918 4P ATREARC 907 PUA TH MALNP? (LY AGRETLP 71 Ph+F 3L
LD NUPIALICA )

( )0-3 ™t
()4-6 ™t
()7-9 @&t

() 10-12 @&

( ) N12 @&+ NAR

2. NPHE M- PATENTL HEE AR 1O PHATIGH?
( )NACAT 27 AT AN YNF A9
( ) NMOLT MBMAS PgeNF ING+F £©4.C/Mining and quarrying
( YNATRLT T2 (N CPRLPT THME 4NN PF)/Manufacturing (textile, garment)
( ) NRANTLNT IHT ATdAT AT PAPC T HEH APCNT AL

() P@7 APCNTE PEAR TNMIS ACYT HCIFT PHAA MAMIL APPH AT PARAN 9779
ATPNPPT/Water supply; sewerage, waste management and remediation activities

() °171NF/Construction
() BIPAT FCFCINLT PAONTPFT PR+ AL AAT MG
() PM33HT MNTFT (A7L a1 NMCE P AT APC £iY)

() PaZ4LT aPA+Y9L AG PIR9N ATA%1T ATPNPAPTF/Accommodation and food service
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() PaZEq +91NNF/Information and communication

() P1IHNG AT PATT ATPNLMAPT/Financial and insurance activities

() PNAT AT ATPNPAPT /Real estate activities

() Pa™P: PWRINR AT NLNP ATPNLAPT/Professional, scientific and technical activities
() PANTSBELC AT £I& Nebe ATA%ATT ATPN P PT/Administrative and support service

) hHN AN+8LC AT aPNANP/Public administration and defence; compulsory social security

—~

() T9RUCt
( ) PANYP MS AT POINZAN 24 AT1PNPPT/Human health and social work activities
( ) ™NNT HTT AT PLH TAAL P/Arts, entertainment and recreation

) PAT ATTAIART ATPNSAPT

—~

() AA DAL ANAP AHY BOIAR: —mmmmmmmmmmmm o emmmm oo

3.A2 - N4 &4 AL PHNTM4G P47 P18 24 24T AT PTTHN APCNT
1. +PMe WEtq PF ARPH?
() AP NIA APWEUF +eMEPTF ANT

() AR N9 APWLLF +MEPT PAT gD

2. A8 PGP PATHAN APCNF +L24-P 1N4?

( VAP (mEP.217) ( )AL (@E . 3)

2.1 NHEE P19 1THN APCNT AT +L24-A ATRUPY FAPA? (ALNP AAL aPAN) LUPSH
N7+ Uk AL G40 LNTr)

() RINHET D $PY P7THN *MNT NEC +£T/Microfinance

( ) PNTh NELC/Bank loan

( ) ha239AF 9o YT /Government sources

( ) h®™8E5 HARL /Friends & Relatives

( ) N¥9E Meea P 2 ILF/Business Incubation

() AANAT ANAP AHU BOAR: ~m oo oo
3. N1 & g JC NHLPH ALIMIPPT PA IEDI ARYTF FIC AA?
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( VAP (hA@E 1 37 L£Y2) ( )AhR

3.1 2% ARYT PY1L 4 +8CFT TTFM APIMTPF PAYALNP AAL TPAN LUTA NT9HF
Ut AL ardn) Nmr)

( ) P779HN &NF/Cashflow
( ) PAAMT W& AATPL/No qualified workers
() PLIPNG /1AL AmlF/No Customers/clients

() AA DAL ANAP AHY BOAR - -mmmmmmmmmm oo

3. A3 NIA 245 £AMST ®hhA PAD: TR+ (AD-PT+T hATT N4 AR MPA)/

Relationship Between Study and Self-Employment (Demonstration of Knowledge and Skills)

1. PAUF 01918 6P NAPA 7A, RLh hAE h+a9¢t a>p aofp 9C +HM B+
AADY? (A 78.9 75 @ND 1NF TN+ PECE)

(VAP (@R ™. 1.1 248) () AR (DR M. 1.2 £YS)

1.1 AP e (NTIRUCHT NTVE 6P AR +ARCRHE) NAPA 7A, thih hAE NPATF
AD-+FT Adet I Prhd CRHPA? ANAPT NFT PPLMTT 10 FEETF NAC NWIMLTH AR
Ntea@mt NA AFPNT ACNT AN PPT ARW T AR LAY M

Range 1 2 3 4 5
M)Ak, 4RI N@mrg® ChFAUT CAFAU Mo
Verbalisati AAZNUT° NP TAAZ DEARAZNU CAFAL
erbalisation hy-g TCATAA
TA™
AD-¢+5 AhieT Th 17CF
1 2 3 4 5

KNOWLEDGE AND SKILLS ASPECTS

A@*F (NFNTBLUNT PR HEET hWAM TNT a2 P

0 PHPPH N7.E& UNT / theoretical PTL74, /~6M%) 0 ¢ ¢ 0 ¢
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+9NER N IC O+0 Pt NUATT/Practical, job-
related skills (A8 PAE: DU PPF T ADIAY P ASPFT
MAPTAMPPIT €ARNTT AT CNEAFFO-TAMP IR
AT PADIATL ASPTF MITT PARANN)

()

()

()

()

()

P+oINNT AA=F/Communication skills (ARF7CT APR&?
aganm: ayN-)

()

()

()

()

()

PhLt AhAetT ( PhIPTEFLAMPPIPIT skills (use of
computers)

()

()

()

()

()

PFIC BT NUAST ( FILT Ot 1435 &M
PFNANF aO&EFY aBAGaDp)

Problem-solving skills (being able to analyse a problem
and find creative solutions)

()

()

()

()

()

P4 N1-92°INC/ Work ethics (A 7L NI-AL9F TRANLT
AHD-F(° 1/7L AL AP TFE AN+ T9a0F ()G
ANNCITFE ML APl Prt)

()

()

()

()

()

P ¢ dMe-/Entrepreneurship Nttt (A%L 7/1.F°
DTFIPFTE APLT PTIIHA ALLHT ATPLL 60 1T Frt)

()

()

()

()

()

LINEF T P74 74 Lustomer service A t( AL
AN TN+ PDE/APAMNE Fht4 APANNF PLINEF G
FAIF +LEF TTYAF PAOAL447)

()

()

()

()

()

PMAST LU NchAetT (AL PLATITT PARI IRAR
IYHNE PhLI 1LH JRAR Ayt HIB T LA+
P+mNe P Uad PARANAK)

()

()

()

()

()

@MNT MY/ Performance (A 7.8 PFAPE TELEF T A TN
avL 8 AT ML P T AL TINPAPDI (17 AL

AN PPF T AOMPIP ABFL 7 A5 N8U5 P
FOHHT 35 APay PPF G 0+() LA} F,)

()

()

()

()

()

1.2 A2 NA PALeFP/TP IR LT 1O /TFa?

() NWAMINENT aoAR JC PARHARE P98 . O LA AAIMaREgD
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() PAMEHAE PYoe g ANFFAL 11C 1Y OHAA TC& AT

() N4 PPNLLT/$TF

() PI9IE LR PTPINE N ATPRLR HCN NAUY

() AA NAT ANAP AHU RIS mmmm oo

3.A 4 PFIUCT ALA NIA A4 AL A+NTM4 P47

1. htaele NA PFIRUCT THAAL 2AMST AL +ATL D POrPAT?
( VAP (MA@ . 11AT1.224Y8) ( )AL (WA DR M. 22Y48)

1.1 AP NA: NTPT ALY PHIPUCT MAALT AL 10 +ATE PRLT? (NAT8.¢74 M-NDAF
AN+t LECT)

() @eeNg ~AMST abma (NN&+E TIPUCT: ATPYA 8°1¢2)
() PENLhT a P AMS/FIRUCTT APMA (ATR NCHLNTFE 8T AT N&+E 8T £

() PP ACHLNT PALLNTTF AAMTPT ARPMA /PG L2

1.2 F9RUCET NeMANT OPT PFEET NCAT BNAS?
() AAME /COUISE T mmm oo oo o e e e

() AAME/COUISE 2-m==m === mmmmmmm oo e e ()
APAMT/COUNSE 3= =mmmmmmmm oo o e

2. R&NA AR FIRUCET AAAAATD?
( )M, ~ams NAAA/No relevant course available
() F9RUCT ®PmA APN4.A19°/No need for further training
( ) AAMS PFPNEAD- 77HAN PATR

( )AAMS aonF+P PRy 1H PAGD

3. TFRUCTHPT AP M LEAIN?

( VAP (htmE P 3.71L%2) ()AL (ht DB h&d 4.L£Y8)
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10--R&A 3. h- 224 PA+TPMET N1A 24 AL PA+NT4 /Neither Employed Nor Self-

Employed/ +a® 4. ¢ PF

3. h1- &4 PAIMECT NIA 224 AL PATAMLTP AT LHT

1. #4 NAt+Emé ANAP PhAYLEY/ TP AL (V) PANT PAPTPM- (AAL APAN 2UPTA PARAT AL
U ARt P2CF)

(
(

) AN IALTT/Family concerns

) #¢ A@ReMC NAALANT/Opted not to look for a job

)PAANTT AAA+TANAT/Unsuccessful application

) PNE+ 24877 NTIM+/Lost previous job

) NIRLATIM- P aopn P AEA NAARS4./No job opportunity in the desired field

) PP AC+ENT #AAAT/No professional certification

3./h2 PHIUCT ALA 224 AATPM4T NIA 224 AL AA+NTS +a0L.¢PF

1. ntaele NBA PFIPUCT TMAAL AVAMT AL +ATL M- PO-SATY?

(VAP (WA 2L ™. 1.1) ()AL (NADE M. 2LYS)

T1RAP NA: NTPT ALTF PHIRUCT HEBTIE A2AMS AL 18- +ATE PRLTT? (AP LUPTA 14D

N+ €76 MNP UrIPdhT LLELCTH)

() ARRNG AMS T dRbMmA/Further academic education (NN&+E FIRUCTT AIRWA, 8.°17)
() PENLNG TP WAMG/FIRUCHT TEMA ( A1L ACHLNTT 8 TAT &G NE+HE & TAT PA)
()™ PP ACHLNT PMLNTTF AAMTPT ARPMA /P¢ £ 2L

113



1.2 NAMS AL ALK PHEERT MAMTPT DAS?
() APAMA/ Course T-mmmmmmmmmm e oo e e e eee
() AAME/COUrSE 2-=====mmmmmmmmm oo -

( YAPAMAT/ COUrse 3=mmmmmmmmmm oo m e oo e

2. R&NA ATRTY FIRUCTT AAAARTR? (A4 EUPSH IAD- NTATF ¢35 @ND Uk TP hT LECE)
( ) mPm, 2~AMS NAAA/No relevant course available
() FIRUCT Pme hPNEATI®/No need for further training
() A®AMS PFPNEAD- 77HAN PAT

() AAMS AdPNF+P P UT 1H PATR

3. FgOUCTPT ARbMmA LLAIN?
( VAP (htmE D 3.71L£%2)  ( AR (Wt P hGd 4.L£48)

3.3.1TA®P NA: 927 ARTF +ebTE PHIRUCT TIAAL AAMST 10 PTRLART? ANAPTF AHU BoIART---

10-2°-h&A 3.0° FRYCHTFO-T APMA +aA°L-¢PTF/Graduates Pursuing Further Training

1.NALF @FF PARARL FIRUCTPY (NRINCALT NTIF FIRUCTH! NhsRERC AAMTPT) NAPNF+A AL
U 927 ALY PHIRUCT MARL AAMTPT AR NARA+E AL RIGA?(NAFL. 74 @NTD 1F AL
TPANT FELCT)

() @ENG FAMTY a®bMmA/Further academic education (NN&+5 FIPUCTT AFRPYA, 8.°172)
() PENLNG TP WAMG/FIRUCTT MbMA ( A1L ACHLNTE BTAME AT NEHE 8T PA)
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( )™ PP AC+4 nt/professional certification®TLPNTF A2AMTPF R MA /Pa™P £ $ £ /license to
practice

2. PMAAL FIRUCTTT NAPNF+A AL ALK I°7 PHIRUCT ARTFT DNEPA?
() AAME/COUrSE Tmmmmmmmmm oo
( )AME/ COUrSE 2===mmmmmmmmmm e oo e e e e e m oo nee

() AAME/COUISE 3=mmmm oo m oo e e e

3. TRUCHPT AP me £LAIA?
( VAP (hA@E 1 37 L%%) ( )AL (h+ @E hsd 4.£78)

h&A 4-ANTLP+FT4 PO G T AP Men, PF/Comments and Recommendations

4.1. NAPA 7A+hLh DAE N+NF+AT PAAMST ARCY NG AL 9PI9°T PG PT MARLPT
AT18.LLT FONC RAINK? (ANAP LYTF T9A06 PNEAIA NIAD- NRA FD- ANNNPF AL UN11P%
LNm-)

42. ADLLE ML APA 7A, FNLH DAE AT WAMPTF ACAP N+MGNT TIRUCTH N&A 1N+a
RIBWADY £92NAT?
(VAP () AR (DR M. 43 £48)

43 A2 NA KNP PPNLPRFPY AHU LOARF@ - ~mmmmmmmmmmmmmmmmooocooocoo
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4.4. 2UT FF NMMANT PR WM ANHPPF AAPT DE?
() AP (DR M. 45 Y8 ()AL

ATNNCP NMI® ATAITATY!
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2. PAWAMPFMLP PhPA 7A, thih DAL +°LePF PMI7NTT Ui) ATLPNL
PeNA nTF

2U N&A P+aLbPF Uid NTHFA mTF AL mPIR AR PamA UAT N18FT BHA: AICAHTD
PN+AT T

o AWAMPT PMITHNTT Ui PARPAL 8AA Mg dpen P eS8,
PAWAMPT PMELD

2.1 AWAMPF e 7 :NFY U1F PO PAL SAA mGF doo, P L8N
M- PhPA 7AENLA DA AWAMPTE

AR MTF T aLit PAPA 7A, £h+ih DAS £2014 9.9 +aLePF PRI TFNFT Ui PARPAL
8NN MTT AL +ATE ATELLCT NA MPERT NTUTT APCNU=FIRUCHTFET hUPA 7AthLh
PAE NMTPe N3A PLLMFNTT BZE ATIOP ATLAIAT: D& BHPA MRN 719 N&AI AL TF0-F
PONL FO-F MAMTPT ATNAMENT P¢ AR NNE UiF AHIE+HPTFPA ®L AT NNAMST OPF
PPATTY A$FT AUAT +MPaNT ML? PMATT PARAAK PTPT DPRPTT NG+ BNM
TMPPAT::

PPTE PT GAT N+APR FIRUCT M&AT PARAMET AAMS TAAA AT N+HALID PACY+
FIPUCT AN +INCT APMek, TALHT PATR M- PARAM-T ABZE NTNADL PTLLH ALY Pha+
@Mt NMPCNNT LHI® PARART M975F NMLALNT dRAR LUPTA:PHU ™Gt eAtaF: @-mt
NAPA 7A, thih DAE &4 1% AL PMAPP LUPTA: dOMLRT NMIT PPA+D AdRLE
ANANPFTT £AN HIE NFUTT BMPPA: NPCN Y03+ NAAGNTFD P4 ATRAT AL
+@LCE DA NGF (30 ££P) LA LONENFA:

NN&+s Ui £48@m7 MNP a®Med PHIET ALY NPTIF NADE BN+, NTLAT dRAN AL
() PART NEONPARM AT8 AN EMPPA: NHUT® AdlLN TPARTT $AA NA API7L AT8AM-
goFE ATEPT ARCITA NAT ATIPTAT: ANAPTT UATIR ACNT NFARA PARAPANTTT FPEPF
FEARPT EAMNF@-: NAPML R MNP AT8IE NFPF AL ACNT PARLAPAN+® M PEPTFT 218 PAS
(oY, ML B, B8 PARA P75

N®Med MNP PAN+AT AEAT +hF+PA:
N&A 1-P94 Ut aols
NEA 2 - PACE (P OMAT FI°/NEA HOHE Ui
N&A 3- P9RLZ N, ANAR AT AN+SRC Th 188 T
NEA 4 - AO4TF NUATT NG AR THPA
NEA 5 - NATSATS IC PIRLL 1T T+
NEA 4 - ANTPPHHTG PAPE A, hPMEn,PT

MITOI® AT MPR NAT MEIR ENAMD TNLLEP PTLAT NPT ANAPTF NFTF N+PaMm- Nah

LR MET® PRANTCLAT PAONT A 4A BNEN £ANFAT:
117



AR 2/C 71T RON

AAN: 09 1146 15 26

rANTCLA APAANT (E-mail): geneneabebetd @gmail.com
ATNNC NS LML AB AP PA FPNIT ATPCNATY::
NAAgR - IC,

799 KON (&/C)

PTCEN® N7 aog

2.2 PAhPA 7A BRLANAE PAWAMPT AP ML

NEA 5 - P94 Ao /5PF

NtHZHET @A hEATR N2NAD ACNP NAPA 7AENLHh hAS @AM PMeM++T T A7AR
PO TFAD- Ok 12 (11438 ¢35 @-ND 1F TPATF LELF)
() PF9RUCT n&A JAL (Head of Department)

() °AtA PFIRUCT h&d JAL (Deputy Head of Department)
() AwAMA (Course Instructor)
() P@ZART wWita (Workshop Technician)

PHIRUCT NEAP PHT M- 1M-?

NAhPA 7A, thih DAE P+ LT MLIR PhbmaT aOF INC? (N4 T8 75 DNP 1NF A+ LELT)

( )yh3aaz% P94 () N3 AT 5 aR3F ahng ( )h5%am3+F NAL

h&A 1: ea /7 1N4 HCHC Ui -

ACH APWENT P FF FIUCT NGA NAAT® Ad& £2E8 AD-$T (internationally accredited) PAG-
10?7 (AL N9 1ALT AR ART® AAANKRA/City & Guilds, ICM, Edexel)

( VAP (@ED. 7.7 L7E) ( )RR (@ED.2LYE)

1.1 AP N AAD WAT PARLLLA GATE A& PAATIT NEPT NCL ANATT BHCHS

() AATY, NCE/Awarding Board/ 1---------==--mmmmm oo



() AATY, NCE /Awarding Board/ 2--------=-==--mmm o m o

() AATY, NCE/ Awarding Board 3---------=mmmmm oo

2. $MMe NPLMHT ATILET @-ND NAAMST ACT-9N4 AN NTINFD +9N6P NS$TF AT
124, UNN® Ad-++ (Practical competences and theoretical Knowledge) @®hhd PAG-7
gommy/maeC - (balance/ratio) NENAM PARIARD: PHETM- 102 (114 72 ¢35 NP 1F
TN+t FECE)

()10 TCATF +IN&@ T 90 TCATT 124 UAN
()20 TCATF +9IN4@ T 80 TCATT 124 UAN
()30 TCATF +IN&®@ T 70 TCATT 124 UAN
()40 TCATF +9IN&®@ T 60 TCATT 124 UAN
()50 TCATF +IN&@ T 50 TCATT 124 UAN
()60 TCATF +aNG® T 40 TCATF 12 UAN
() AA (RNAP AHU BOARE) oo

3. PARCY-9 14 Lo+ FIRUCT DPET MNS AAA RLLTAFA?
( VAP (ML M. 378927 ( )hR (DE D 3.3.LY8)

3.1 NP1 LHM- 1@ PARCY-9) N4 L9+ FIRUCT (program curricula) PTYNAND-? (11474 P76
@-Np 1F FPdht FECH)

( ) h24 st Pin

( )25 @&t ANN 48 @it
()49 @&t ANN 60 Mt
( )60 ML+ NAL

3.2 PAPCY-9NG ALY+ FIPUCT (program curricula) AT8T 10 PTANAND-? (11474 76 @-ND
1NF TPdht PECE)

( ) NepF NeMLPTF IC BT NL,I7%/Directly checking with employers
( )Pamp £/8 avpd LY NARMPI®/Using occupational standards

() AA(RNAP AHU ROART): (o
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3.3 AL NA ATRTET 10 PARLLLTM?

() ANAP AHYU BOIART T —mmmmmmmmmmmmmmmm oo

h&d 2: PR L 9N, AT AN+SLC Th 80F (Physical and Administrative Factors)

NAPA 7A, thih DAL NAWAMAIF NSBN LH ®-ADT NAMS (10) °&L 9N AT AN+SLC 1h
8T AR PTTF PACHZF B48 9°7 Phd INC? ANAPT NFT PPIMTT 10 180T AR haol
NWIMZLHE N+P®Mt NA ATPNT ACNT APANPPT oWt JRAR LM

M4+ /Range 1 2 3 4 5
an)Aeh, £ & qe naomrge NFALT 0 hFAL Nmge
AAZNU9 ThAZNU9 hFA
Verbalisation e U et AAZNU9 ChFAL
MATF RATAI
P9 e/ <IN, AT AN+SLC Th +8¢F
1 2 3 4 5

Physical and Administrativefactors

AL A8 BCTAT AT NHZS PHaD M-
PAIMPA AR &Y PPH PARLE a9oNa

Resource Centre with reference materials (such
as, industry journals, recommended text books)

()

()

()

()

()

+10, P+ NCATY PPH 2 CY+
+92UC*/Relevant Course Curriculum

()

()

()

()

()

P@ep +NNCF/External collaborations (472
Pm-6be JPHT NPT +INH AWAMPTE
PATLNTE NATPPT AT PATR L AM-MrM
aCy NCTF Pi)

()

()

()

()

()

papA@yaRs mChA7+/Practice
Workshops\.a>A+CT+Y eI Ryl PPF+q
®AeNT P+ AATFD /ANGTFLPT

()

()

()

()

()

PAT18-NTE FNNC/Industrial linkages (A2
AIHCIAT ARG 9GS DAISNTE IC
PAD PENANC AAMTT PAPANN)

()

()

()

()

()

120



PREHIAIPPT(A VL
PhRTR+HCAMPPICINENTAE P+L74 NNLY
a /A NemF PILAM- AAMTPT PA)/ IT
facilities(such as, computers,online learning
technologies)

()

()

()

()

()

£gog-m9ehA R CEPT /Audio-Visual Aids

()

()

()

()

()

PAPA 7AENLA NAE ¢ AORGC/
Management

()

()

()

()

()

NN N PIYTT PAPHEE W& LPF

()

()

()

()

()

Pa™-p 9o K7A1AF/ Careers advice and
guidance(A78 4 &AJ AL ATH T9L49 Pi)

()

()

()

()

()

h&d 3: Am-++5 AUATT N4 AL MPA /Demonstration of Knowledge and Skills

+a4ePF+Y PAAME NPT NTLN+AF PAICHT AD-$TT NUATTT NG AL PTIPA Ui Fm-7
N8 R8T AR 927 Phd ZN+PA? ANAP haC NAD- NA AFRNT ACNT ARPANP NN
mwet NAMGIR R80T AL JRARTFPY M-,

4% /Range 1 2 3 1 5
®IAR L NMEge | ZRAFAUGP ZAFAU| Nmoo
AAZNhU-9™ % nFA
Verbalisation ¢hirge U op ChFAL
RACUT |y e
MAT
hATAT

AD-¢+5 Ahiet Th 17CF
KNOWLEDGE AND SKILLS ASPECTS

At (h+NTPANTF PP HEFT hWAm 3N+
av-P g1 P LPH N7E6& U1l PT.L74, /~6m7)

+9N¢P ¢~ IC 0+ P PH NUATF/Practical, job-
related skills (A2 PAE aDU/ PPF T dDYA7P
APPTT MACTAMPPICT RARNTT AT
PhAGAFTOD-TAMPPI® AT PADIATL ASPT DITT
PAAAN)

)

()

()

()

()
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P+oNNt haeF+/Communication skills (a257C*
aDg§T ARGADME agYN))

)

()

()

()

()

PARL Achie T IT skills ( PAIPTEFLAMPPID)

)

()

()

()

()

PFIC L1 AUART (FILT AP+ 1135 AN
PFNANT P&+ Y 95¢4a25)/Problem-solving skills
(being able to analyse a problem and find creative
solutions)

P N1-929INC/ Work ethics (A 7L N-~~L9F
DANCT AHD-FLC N2 AL TR7TFE
ANTFTITTIFiGF NN I TE NRET Tl Prt)

P ¢ dMe-/Entrepreneurship et (A72L 7/1.F°
DEFIPITL APLT PTIHA ALPHT AGPLL (160, 7T
frt)

LICNEF T P74 74 /LCustomer service Ahtet( AL
AN TN+ PDE/APAMNE Foht5 APANNF PLINETF G
FAVF +LEF AT PADAL A7)

PMaT LUTTF AT/ Health and Safety

skills( A8 PRATITS PALI FPAR ITHNT PALD 1H
AR A6kt HO18.1TE BhYi+k PHMNe P4 Ua -
PanANK)

)

()

()

()

()

mngm7/ Performance (A %L P+APE F3.E65F % AN
an, L4 A5 ML P AL T9NPaPPi I L AL

avAN PPTF G ABMPI° AOFA 7 AT NFU-E PHOT-
FOHHF 5 DAY PPF G AL PADAN )

N&4 4: PAT18.NTE PAT L AD-O-n M (7-9N1C/Industrial Exchange Program/

1. NATENTE PATRE AG-O ARCY-NC AL +ATE AECTI0 PO-PATY? (478 1F TPdAT LPELCE)

()AP@E . 12.L7%£) ()A2 (mED.2LYE)
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1.1 AP N/ 00F INC AR LH NAT8N+E PATRE AD-D-M AOCY-NC AR P+A+éit aDFE
INC? (A8 1F TPANF PECE)

(1)0-60&%
()7-12 @t
( )13-18 ™+
()19-24 ot
() N24 @&t NAR

2. NATENTE PATRE A ABC-1NC AR NINCT +ATE PIMIPF +a18CF 1NC?
(YRP (@ED. 27 L7%) ()hE (DL D 3LY%)

2.1 AP ik ANNP AHU
LAt

3. NATBNTE PATRE AD-O-M LG AR +ATE M PIPO NPT AHU PT DAT JoALLPET
oY ETFD-?

ANNP AH.U
Tl B ettt sttt st s et ettt st e e e

h&4d 5: AN+ PP+ %55 P &F b APMenPTF/Comments and Recommendations

1. ACAP ANA NUPHENF NAPA 7AENLA NAE PAAME 0L INC AR 921927 PG PG M Han,
AD-MF AVR.LLT TONC LATAN? (ANAP LYT TBAAA PIAAIA NAD- NTYAFm- AHNNPF AL
UANPS LAM)

() AP(@ED. 1.7L7%) ()RE (DED 2LYTER)
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2. ADLLE PAPA 7A, AL NAET AT PAPA WAMSPT NHU LY INC AR AT8A+4
PNLFFAT?

()AP (ht @ P 3.£92) ()AL (ht DL h&d 2.1.L£42)

3.2U% T N MANT P WMt ANTEPT AAPT ME?
(AP (DL M. 3.1 Y&, ()he

ATNNCP NMI® ATNAITAY!
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3 PEPMLPTF ™med ehPA 7A. +thih DhASF +ol4PF
eM7FNT+Y UtF AT PAL PEAN G T

2U & P+a0LePF id NTFA MTT AL MmPIR AL PPA UAT N1ATT BHA: AICAHTD
PN+AT T

o PAPA Z7AERLA DAE M LIPNEF PORITHNTT Ui PARPAL 8AA MG+ dpon.p
LNan
o PPMLPT AP M LD

3.1 0AhPA 7AENLH hAE M LIPNET PRI RNFTY Ui PAR.PAL 8AA MmGF dben P eN8N
@2 PAPA 7AENLN NAE $Me LIPNFEF:

AL mTF (Y @it PAPA 7A, thtih DAE 02014 .90 +D/$PF PMIFENTTY Uit
PmPAL 8NN MG AL +ATE ATLLLCT NA mPERTY NFUTT APCNU: FIRUCHTFOT hUPA
7AEhLh DAE NMTee N2A PLLANTT B8 ATME AT4AIAT: Nd EHPA LA 717 NFAJ AL
TTOT PCPMLP OMPT AL PONST 2AMT ATAT4NT P2¢- ahh NNe U1 AHIE LA
M2 AT NNAMST @PF PPATFTF AD-dF+T AUAT +MPI>NT ML? PMNTT PADANA PT P
MPEPTT NG+ ™D FMPOPATU:

PG| PT GAT NFIRUCT NEAT PFRAMOT #AMS TARA AT NHALT® ACS+ F9RUCT
AAA 0 hPMer, TASIRMT PAD jax:: P09 AMF A28 NEYAMC P99 PH ALY Phe+ Mt
NTPCNNT LHI® PARART a9 YF NMLALNT AN LUTA=PHU MFF PhTMF @Mt NhPA
7A AL DAE &2 1% AL PMASS LUPTA: AOMLLT NPT qRA+@- ATRZE ANANPFTY
La0AM HYE NFUTS EMPeA: NPCN AMF+ NAAGNTFD: P4 ATPAT AL +aDWCE aqR
N%T (30 LbP)Prhd LMNLNFA:

NN&+& U5 22BMY PMNP a®MLP PHIET AT NPTIH NADE @-AD+IN NTLAT dRAN AL
() 9RART NE@APaD AFE AN LMPPA: NHUT® AP TPARTT AL NA ARF1L AT8AM-
gOF ATR T ALCITA NAT ATIRTAT: ANAPTY ATIR ACNT NFANA PORMPAN® FPEPT AL
FOARPT SAMNFa: NAPMLE O-NM AT8TL NFPT AL ACAT PARLAPANE MPRPTT
AT8.PA% (9Y. ML M. £Y8.) PARA P15 A

N@MmLs N PN+t A&AeT +NH+Pa::

&A1 - &CE+T/N9°T1mY da2APY}/Identification of theCompany/Organization
n&d 2 - P14 U1 @228 (Demographic Information)

N&Q 3 -P PP LI-NC +aRLEPTF PPC U13/Employment of Textile and
Garment Program Graduates

N&4 4 - PF+NNC ~AMS +AFE/Participation in cooperative training
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N&A 5 - A CPRLP ARCY-INC ANAMST NATENTE IC PTRRL% A1 F1F /Industrial
Exchange for Textile and Garment Program Staff

A&A 6 -ANLALD: NUAT PATDY WA+EF NPAX NATITH/Ease of Finding
Employees with Needed Skills

N&A 7 - ANTLPHTTS PA&F A hPMER,PT /Comments and Recommendations

MITOI° ALTF mPE NAT MEID LNAD TNELP PMLAT NPT ANAPT NFF N+Pamm-
Nah L2k MLI® PAANTCLAT PAONT A& GA LNEN £ANAT:

AGR:R/C 117 ANN

AR 09 1146 15 26

rANTCLA AAART (E-mail): geneneabebetd@gmail.com
ATNNC NP LML A8 AP PA TPNIT ATPCNATY::
nNAAgR - IC,

711 AON (&/C)

PTCEN® 87 avg

3. 2. 0AhPA 7A. tALH hAE ¢M¢ LIPNEF APM LD

h&A 1 - &£CE+Y/h9° 71007 ARART

NPHE @ PAT8NTL HER AR 1M~ APWATU PATUF?
( )NACAT 7 AT AN YNT ATHT
() NMOLT MBMAS PIgPNF INGPF ©4.5/Mining and quarrying
( )NATRLT +RTT (N CPELPT HHE 4 NPF)/Manufacturing (textile, garment)

() NAARTLAT JHT AT4AT AT PAPC TP HPH APCNT AL
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() PO3 APCNTE PEAN TADIZ ACSHT HCIFF PEAA MAMIL AP PH AT PARPAN 43779
ATPNPPT/Water supply; sewerage, waste management and remediationactivities

() °11N3F/Construction

( )EIRAT FCFCTIILT PAPNTPFT PIR+C ALANKT M1

() (A78 ODYIET AMRCE P@- AT APC PA) PTR3IHT TONanFt

() PMLLLT AOA+TL AG PIR) ATA%T ATPNPLNAPT/Accommodation and food service
( ) PaZET +9NNF /Information and communication

( )P1IHNGT AT PATT AT1PN2APT/ Financial and insurance activities

() PNPT A9F ATPN2APT/Real estate activities

() Pa™P: PWRINP AT FRLNP ATPNPNAPT/Professional, scientific and technical
activities

( ) PANTSBLC AT £I& Nebe ATAIATT ATPNPAPT/ dministrative and support service
activities

() PAHN AN+8LC AT a2hAN P/Public administration and defence; compulsory social
security

() TRUCct

( ) PANYP MG AT PTINLAN 24 AT1PNPPTF/Human health and social work activities
( )™NNT APHTE AT P1LH T9AALL/Arts, entertainment and recreation

() PANT ATAVTT ATPNSAPT

() AANAT ANAP AHU BOIAR T - -mm oo oo e

2. BLEFFU WethB T AGDARAGDA PREM-Y PADIGE it TN FDEP BMPTA? (240
LUTA NT 4 Uk AL TPAhT PECP)

( ) NIEMI NEARTT DLIE NLLPNTAAS AEF P NF BAFDELPT (A1L AAFR JHMT
AS AR AOR ST PAT AR)

( ) NNLI-aLNMNFDELPT (FoY. INNFR Ehd 18T PLCET Bhl 187F)
( ) N@AD HAFDLLPT AL NTIAR Ph&ET ¢ NFPF

() TaeAnF NMPLN

() NAPA 7A, EhLh hAS Pa™P PRC A1AFTF NC ATINFTT
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( ) AP 7A thLh hAE N+AM PI°Cen, LU 3/AM-&S/Referral/ Endorsement
( ) hPA 7A thih DAE @A NIPTE-SF@ APTF AN
( )N MBE(HARLT 3P F AT/MEIP NALLNT) ATINETF

( ) ea@INt p4 A+8LC/Public work administration (A7.2 @239 ht P24 9RRN
ATAIRTIONM J2A 0ot LT PY)

() P9 w4 Rheme &CE$F /Private employment agencies
( ) NAAMT @& F N+L827 PATBNTE TAAC (FRY. ATCTTAT! P24 AR AMK)

( ) NTANER FAHHC 18T (FY. dNNT A TNE7T) /Social networks (e.g. Facebook,
LinkedIn)

() +MLPFT N@-6p- ATC PHIRUCT ALA NTI79T7F/Binding students by scholarships
() AA (NA ANAP AHY BTART): it

NEA 2 - P94 /S PF

1. NtHHSF ATRd-eF @ND hUATR NNAD ACAP NECE+ N PO M+TT MG/IALTT
A7A& PO FAM- Pk M2

() 8LLNTC/ TPNTA 8RLNTC
() Pwa UNF ANHSEC MLIR Pwa- UNF AN+8LC TohtA
() Ph&A PAL/ FoRTA Ph&A JAL

( ) P&J&S httd NAG™P/Supervisor

h&d 3-PAhPA 7A thih hAE +0LePF PP Ui S

Employment of HPTCGraduates

1.NhPA 7A, $0Lh NAE P+a0ed +dMEPTF AATU? (S99T TH PP WAtPF T s 9°L)

( )RP (DEDP 2.LYB) ( YR (DE ™D 7LYZ)

128



2. Nch®PA 7A, thLh DAE 927 PUA @IE AT/DLID AT +0°LbPFT ¢Me-TU? (2995 THLP

W tFF T L IPL)

3. MPAA NA ARAN PAYN+AT FEOTF A+MRLEPT PEPML TRATRA 2 PUA MPT, TFO-? ANDP
NALISISTFM NAGI® 180T AL NFT NPLND- NNA ATPNT £48 ARAN P dPw/t FRARPTY

LNMme::
Mr4.t 1 2 3 4 5
an9Aen, LR r::;g‘wn fhh;'\wgn LAFAU nm9yo
hFAU
RGBT | L achirge | naghu-ge chF
A+
hATA9
P+an . PF gRAADA (Recruitment) 1 2 3 4 5

PWAMFNT oo hg ao-p

()

0)

()

()

0)

NhAE P7T7T P4 +T oMt

()

0)

0)

()

0)

NAAMS @PF P+7T +9INLR ATRE

()

PhAE aRAhge 92/HT (Reputation)

()

NwA+E ™77 e+AM m&a/ 9o
(ecommendations/references

()

PPMC £+5 ™>MFTF (Results of
recruitments tests)

()

Pa-epe 272 AM-$F(Knowledge of
foreign language)

()
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ACNT MA+POEP /AN (Personal
presentation)

()

P+m8ssm AdPANN+(Candidate's
own world view)

()

NNHA NArFT @1F NN, (multiracial
environment) PAR L4t Fie F

()

4 PAPA 7A LA NAE+HMLEPTT pgtU NPT N N+AT PAICAT AR AUATTT

NG AR PTRIPA U1 NTIAR FE8PT AR 927 Prhd ZNFT34? ANAP NALISTSF®- N10

FEEF NG NA®- NNA ATPAT ACNT ARANLL NPLNG: APWT AR TRARTT A M,

M4+

1 2 3 4 5
A, &9 namr9™ | ZhFAU9° ZRFAU Mmoo
hdZhU-9m NUTRAZL | BL
ZAFAU
hy-9o AdZhU-9™
MAT
RATAT
AD-++9 Ashiet Th 17CF 1 2 3 4 5

A>T (W1FNTBAUNTF PP HEFT
hwAm h-N+ a=f IC P1FPH N7E4 Unl
P+L74 /6 mM7)

()

()

()

()

()

+9N&R hvd- 3C O+ 001
AUAF/Practical, job-related skills (A7.2
PAE DU PPF T ADYAP AP PTT
MOATFAMPPICT RARNTT AT
PAGAFTFOTAMPPI® AT PAPIATL APPT
M9 PARANK)

()

()

()

()

()

P+aNN+ NAet/Communication skills
(ARqCT aPR&T AQ.8ADMT AQTY()))

()

()

()

()

()
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PALt NhAeTT IT skills
( PhIPTEFLAMPPID)

()

()

()

()

()

PFIC &L EI1T AUNST (FILT Ot FE
&M PFNANT aP&+Y 99/)¢adDmp)problem-
solving skills (being able to analyse a problem
and find creative solutions)

()

()

()

()

()

P E NT1-92°INC / Work ethics (A 7£ N7-
AT AN AHDF(C V& AL a7 5fF
ANTFDELEINGF AN T LT

an .t Frt)

()

()

()

()

()

P4 dMe

AhAe$T/Entrepreneurship (A 2.£ 7/1.F
PEFIPFIFE APLT PTIHA AFPPHT ATPLL
(16577 DH T Prt)

()

()

()

()

()

LIPN1EFF P74 74 Lustomer service
Ao A28 4NT TN+ PDe/a[mF
FhFGT TANNF PEINEF T GAITF +L.EF
apan A+ Pavrifit+7)

()

()

()

()

()

PMTT LUTTF DA T / Health and Safety
skills(A 8 PRATITT PALI IRAR I THNE
PALI 1H JPAR Aeett HAB T BT+
PRMN P Ui PABAA)

()

()

()

()

()

mMngTm7 /Performance/ (4 7€ P+APE
VEELTT ATNN A°LET AT DL PT AL
@NPaOPE I AL dPAN PPF G Ao HPIP
aFAF A5 NV PFOM- FOHATF 35
aDaDy PPFG AB MBI PADALF)

()

()

()

()

()

5. PAhPA 7A thih DA +0PLePF maFmY NLIPAN ald R1SFA H\ehTId MAMST

PNLAIFPA? ( hEIE NAI8. NP 1F TPANF LELT)

( ) NANF Ui Hemh NLIRN AL NARIN HAE, §Fa-
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() Pae+PmELP MAMS /introductory training/ NF PNEAIFTPA

() Dt +RTL FAMTPFY NF LLAIA( ANAP BIART) —mmmmmmmmmmmmmmmmmmmmcomommmee

() ¢ AGREADC NE+E PhhAF TIANF AAME AOMmAL PNLAIFPA

() ™A AGA AA ARN AMAME AOMAL PALAIFPA

6. NAPA 7A, FRLA NAE NEMETFHFO +a0LEPT P+1A PIMTTFU NE+E +18CF AA?
()AP (DL P. 6.1.LY2) ()R (DL hGA4.L£Y8)

6.1 AP hA ANNPT L9ARF

7. Nh®PA 7A, LA DAL PPMETETFD I AR +00LEPF NAX AHU ®AT JoNLPFT o187 1m-?
ANAPT RTART et eessss e sssss s ssssss s ssessssseeseeses

N&A 4 - +NNC (cooperative) #AMST +NTE

1.3. NFNNC 2~AMT aCT-911C AR FA+4ATU?

(VAP (DL D, 2.LYL) ()R (DL HEA 5 LYE)

2. 0hPA 7A, tNL DAE +004ePF N8 FF /NP FLeTU BN PHNNC ~AMT PRLIA?
()AP ()hE

3. NASY+ £CEFT N NATSNTE PATRE ADd-M-m OCY-9NC A7F ML AT /DLEI° AT
WAMEF TF@ +ATE ALLLT PAT?

4. NRT18NTE PATRE AD-@ AOCY-9)\C AL +AFL NPFT WAMSPT ATyt Poma+U FoI1C
AA/ LIMTTFU FoI0CF AN?

()VRP (L D 47.LY2) ()R (DLHGAS5 LYL)

41 RP NA ANAP AHU BOART o
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5. PAIEBNTS PATRE AMMMARCY-9NTU MITDIT® ALYT PAPA 7A. +thih hAS
WAMETT PmPNT+ hUy AHU  PTm-  9°h1Pt 9238 1@?  ANAP  AHU
B T A R, ettt ettt ettt ettt st e e et seeeeen aeunereseeeene

N&EA 5: AhPA 7A, thih DA S AWAMPT PAT18.NTE PATRE AD--p A (C7-9N(C/

Industrial Exchange Program for HPTC Staff

1. NAhPA 7A, thih DA AWAMET JC PR 18-NTE PATR L AD-@-A AOCY-NC AATFU?
()AP(DE . 2LY2) ()RR (DEHGA6.LYL)

2. NA18NTE PATRE AD-O-M AOCY-9)NC AT DTL AT /OLI® At AWAMPT TFD- +ATE
APLLTF PAT?

3. NA I8N PATRE AD-@-aRCY-91C AR +AFL NP FE AWAMPT ATNTTT P IMagT Uk
TIC AA?

()RP (ht @E D 37LY8)  ( )he (DL hGA6.LY8R)
3T RP NA ANAP AHU BTART oo eseseseeseseesesesssssesessssesssses s ssesesessssesess

4. PRYIBNTE PATR L AD-@-m ABC-9NTU PAPA 7A. tALH NAE AWAMPETT PaHPN T+
NP7 AHU PTa 920LPT 9oL 17 ANAP AHU LART: s e

h&d 6 - +LALDT ATt e+ANN +EMLPFT NPAX 9T T U123/ Ease of Finding
Employees with Needed Skills

1. B£CEFFU/NP T LT ANKALDT NUAT CHANN +PMEPTFT NPAX PR TT FoIC
AINARFe\?

( )AP (ED.2.LYZ) ( )hE (DEAFA 7 LY8)
2. £CEF/NIPTLP N+ATCL NPHETE PP ARYPT AL 1@ PhUAT NE+HTTF PaR P ImaT?

() A R/0cCUPAtioN T -mmmmmm oo oo



() A R/OCCUPAtION 2--mmmmmmmmm o e
() A R/OCCUPAtiON 3--mmmmmmmmm oo e
() T P/0ccuUPatioNn 4----mm oo oo e e

() ™ P/0ccupation 5--mmmm o oo e

N&A 7: -AN+ PP+ +F5 P&} b APMenPTF/Comments and Recommendations

1. NAPA 7AENLH NAE AP+WM NTTT@ PAAMS ABCTT 911C AL 9o 927 PT PT TAALPT
A18.24TF FPRC RAINK? (ANHPL S FTIATH LNE A IANAD-NTA, FD-A NN PFALUNNPTLNMY)

2. ADRL+E ML PA 7A, £ALh NAE AT WAMETF NHU d°CT-9NC ~AMTFm-T
A1tk 2IPRLAT?

()AP (@EM. 324Y8) ()AR(DEM. 2.1L4S5)
2.1 R NA ANAP AHU ROART oot sesssss s ssssss s sssssssssseeees

3. NHU mFF AL PO AM-T 15 ®-9° UAN /AN+P0T Adet?

(AP (ML B, 3.1 £48.) ()AL

3.1 AP NA ANAP AHU TTART e sessss s ssss s sssss s sssss e

LUT MLP NA TPAAT NMT® ATMATTATY!
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