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ABSRACT

Generally, the study explored the contribution of Dual Apprenticeship Programme on improving the skills of the labour force in Tanzania: VETA-Dar es Salaam Zone being a case study. The study was guided by three objectives namely; to assess the context under which Dual Apprenticeship Programmes were being conducted, to examine the actual implementation of the Dual Apprenticeship Programmes towards creating skilled labour force and to identify the challenges Tanzania face in the implementation of Dual Apprenticeship Programmes. The study employed both qualitative and quantitative approaches. The study used 96 respondents. Data were collected through interview and questionnaires. Data Collection methods were observation, interview, questionnaire and documentary review. The findings of the study were, firstly, the Dual Apprenticeship system is a block release training system whereby Apprentices spend different weeks of the year alternating between a training centre and their respective workplaces. Secondly, the researcher found many Apprentices taking programme that comprised of alternating On-the-job and Off-the-job training periods. Lastly, the study shows that, the Dual Apprenticeship Programme is not well known in the industries. It can be concluded that, Dual Apprenticeship Programme can be used to create labour force skills in Tanzania if Teachers and Mentors complement each other in terms of knowledge and skills. The findings recommend that, VETA should keep on requesting the Employers and Government to come up with a National Apprenticeship framework that will abide to the stakeholders in developing and implementing a National Apprenticeship programme. 
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CHAPTER ONE

INTRODUCTION
1.1
Background to the Problem      

Vocational Education and training (VET) is frequently perceived as the solution to improving the livelihood of youths who lack the resources, skills or motivation to continue with higher education. Moreover, many argue that VET provides useful skills to prepare for youths’ entry into the labour force and improve their chances of a successful professional career (Quintini and Martin 2006, OECD 2010a, Middleton et al. 1993). In particular, the problem of mismatch is often seen as the main source of the high degree of unemployment in developing countries that may be reduced by aligning the initial education more closely to particular vocations and tasks demanded in the labour market (Almeida, Behrman, and Robalino 2012).

However, the relevance of VET varies significantly across clusters of countries around the world. As opposed to general education, VET is only a prominent part of secondary education in a number of mostly continental European and Scandinavian countries.  VET around the world can be classified into three distinct programmes: (i) school-based, (ii) Dual Apprenticeship programme combining school training with firm-based and (iii) informal-based approach.  

Worldwide, different programmes of VET exist. In order to differentiate between these programmes, the role of the state can be taken into account. In market economy programmes, the state is not involved in vocational education. In school programmes, the state plans, organizes and controls vocational education. According to Quintini and Martin (2006), with regard to apprenticeship programme in Germany, Austria, and Switzerland), the state deﬁnes regulations for vocational education, but the private sector is responsible for the supply of training work- places. All other programmes can be interpreted as variation of these three basic types.  
Students can enter the Dual Apprenticeship programme after ﬁnishing 10 years of compulsory schooling on the secondary level I at a grammar school, a comprehensive school, an intermediate school, or a secondary general school. Entering the Dual Apprenticeship programme means entering the secondary II level. As an alternative to the Dual Apprenticeship programme, students can choose to complement senior classes in grammar school, to attend a specialised grammar school, to attend a full-time vocational school, or to remain in the transition programme to receive preparation for an apprenticeship in the dual programme. After ﬁnishing one of these alternative tracks, it is also possible to apply for apprenticeship training at work- place. 

In many countries, the extraordinary richness of the workplace as a learning resource is under appreciated.  Both informal and regulated apprenticeship programmes make full use of this resource and can unlock capacities in young people that had not been appreciated or exploited in school (Bartel, 1995).    To safeguard young people from exploitation apprenticeships are as necessary to them today as they were in the past.  Despite the programme’s strengths of providing skills relevant to local markets, informal apprenticeship programme has a number of weaknesses. Sometimes, Informal apprenticeship can become exploitative if a master craftsperson breaches the training agreement by failing to impart their skills adequately, thus keeping apprentices dependent on them for too long. Moreover, sometimes, “informal apprenticeship” simply masks child labour. 
These problems are not always confined to informal apprenticeship.  A recent survey undertaken by the European Trade Union Confederation (ETUC) found that in a number of EU countries, legislation to protect apprentices is not always enforced or that legislation itself is inadequate. On this regard, Hollenbeck (2011) argues that, the main challenges for young people in apprenticeship programmes are finding an apprentice work place.  Wherever apprenticeship is well regulated and established, applicants outnumber places in the case of the best companies by several hundreds to one.

South Africa is in the process of reforming its apprenticeship programme and has set itself a target of qualifying 24,000 new artisans by 2020 (DHET 2015). Technical Vocational Education and Training (TVET) colleges are viewed as key vehicles through which large numbers of artisans can be trained. However, employers do not have trust in the quality and capacity of public TVET colleges and have taken responsibility for training artisans through their own in-house training facilities and private training providers (National Treasury). The result is that, TVET colleges have been sidelined in the supply chain for artisan development. 

A Dual Apprenticeship is a programme of learning in two sites; apprentices rotate on a regular basis between a TVET college and industry. Employers sign on apprentices from a local Technical Vocational Education and Training (TVET) college, who then become employees of the company and are subject to the employer’s terms and conditions of service. Whilst different models and systems exist in the way that the dual programme is implemented, a common feature of the programme is theory and practice are very closely integrated, immediately reinforcing one another and thereby promoting more thorough learning. It also includes that apprentices from an early stage are assigned meaningful work under real-life of work conditions. This fosters the development of their sense of responsibility and productive value (Quintini and Martin 2006).

Different countries in Africa have different ways of coordinating company and school based training. In the companies, apprentices are generally guided by a trainer (Mentor) and closely followed by a training manager (a master crafts person) who should be in contact with the school. The teachers and instructors at school will have apprentices from different countries in their classes, with different degrees of advancement in their practical training. It is therefore important that company training follow a framework plan that is valid for all companies, specifies time limits and learning objectives and thereby provides basic orientation to TVET School. This plan should not be too prescriptive for the companies, leaving them sufficient flexibility to align apprentices’ training to their business programme. In addition, tools such as “log-books” can be used to record the progress with company-training and school performance (World Bank, 2009). 

In Africa, the current situation is that young graduates have acquired much theoretical knowledge during their studies and do not have enough of the practical knowledge required by enterprises and industries. Training does not involve employment. The young students graduating from university or secondary school cannot find employment, because they only have basic science capabilities. They sometimes have to retrain or, by necessity, find themselves in a vulnerable employment situation (World Development Report, 2013). 
According to International Labour Organisation (2011), Technical Vocational Education and Training gives sustainable solutions to young unemployed people or to those who have an uncertain future. It is essential today to approach the issue that characterizes Africa as a whole and above all, young people, who are the driving force of African societies and Africa’s economic future. Furthermore, in Africa, due to weak economic growth and high unemployment, these young people find themselves wandering in the streets of large rural towns. They end up in vulnerable employment situations or pursuing criminal activities. According to him, the reason for this situation is the lack of economic opportunity and the inadequacy between training and the needs of the job-market.

For example, most of the Apprenticeship Training in South Africa is conducted through a long-established “block-release” programme whereby apprentices spend three months of each year learning the theory of their trade in Technical and Vocational Education and Training (TVET) colleges and the remainder of the year in their workplaces, where they learn by doing the practice of the trade. It seems that other models of Apprenticeship Training should also be considered. According to Ikatu, (2010) South Africa is not alone in this respect. Apprenticeship programmes have recently been, or are still being, reviewed and revised in a number of other countries, making this an opportune time to consider lessons from best practice internationally. 

This ensures rapid and reiterative application of newly acquired knowledge and keeps the college instructors in close communication with workplace supervisors. Employers and professional associations jointly bear the primary responsibility for organizing and administering apprenticeships including their curricula, performance standards, assessments, certification and overall quality assurance. OECD’s (2009) survey of employer engagement with apprenticeships found that the direct and decisive influence that employers have over every aspect of apprenticeships was a major reason for their high levels of confidence and participation in this form of training. Approximately 40% of all companies in African countries, 25% employ apprentices a participation rate considerably higher than in most other countries (Steedman, 2011). 

Benefits of the dual program for colleges include regular interaction with local employers, which in turn leads to closer alignment of the college curricula with the needs of industry and fewer differences between college and company in terms of work practices and ethos (including discipline, timekeeping and quality standards). It also gives a foundation for other forms of collaboration between college and company, such as staff exchanges, additional work and training contracts in both directions, and the promotion of action research and reflective practice (World Development Report, 2013). 

Given the centrality of employers to the apprenticeship programmes in Africa, it is no surprise that they are operated at the lowest possible cost to companies. This is another essential ingredient for their success and a major part of their appeal to employers. Although the cost of training conducted in a public college or vocational school is covered by the state from the general focus, along with social insurance contributions, the apprentices in company training and employment costs must still be borne by the employer, who recoups them from the value of the apprentice’s work. 

VETA (2011) says that, one of the main goals of Tanzania is to become a middle-income country by 2025. For this reason, skilled workforce is a key factor and the main goal is to prepare young skilled people for the needs of the labour market. VETA takes a leading role in the implementation of a market-based vocational training.  For this reason, VETA and the Hamburg Chamber of Skilled Crafts and Small Business have been working together to implement the Dual Apprenticeship training in Tanzania. This programme has been creating a skilled labour force, and providing young people easier access to the local labour market because they fulfil the needs of the economy. 

The Dual Apprenticeship Training Programme is a kind of vocational training which combines the needs of the labour market, the on-the-job training in the Tanzanian’s company and on the other hand the institution-based learning. The Dual Apprenticeship programme   comprises of alternating On-the-job and Off-the-job training periods. With the training in the workshops of VETA, the apprentices learn the basic, predominantly practical skills from specially trained teachers (VETA, 2010).

All teachers having behind the theoretical knowledge a good-based practical knowledge, they are specially trained for the Dual Apprenticeship programme.  While the On- the- job training in the company, the apprentices learn the real working environment as employees at their company and they are trained according to the required competencies of the company. During special workshops with representatives of the industries, tailor made training programmes have been designed to suit the needs of the local industries.


In Tanzania, Dual Apprenticeship programme of training was launched in February 2011 as a pilot project involving Electrical, Automotive and Hospitality occupations.  Apprentices in the Electrical and Automotive occupations are trained at VETA, Dar es Salaam Regional Vocational Training and Service Centre while those of the Hospitality occupation are trained in modernized facilities at VETA, Moshi Regional Vocational Training and Service Centre (VETA, 2010). The project has enrolled two batches of apprentices from three different occupations. These are Automotive and Electrical trades and Hospitality stationed at VETA Dar es Salaam, (DSM RVTSC) and VETA Moshi, (Moshi RVTSC); By May 2015, 114 youths benefited from this new training programme in the Electrical, Automotive and Hospitality sectors: 48 apprentices in the first batch and 66 apprentices in the second batch. The number of companies joining the programme increased from 18 companies last year to 33 companies in May 2016, VETA (2010).
1.2
Statement of the Problem

Dual Apprenticeship programme has a vital role to play in poverty reduction through employment generation as an economic development aspect in a poor country like Tanzania. The critical role of Dual Apprenticeship programme is highly needed to improve productivity, income and equitable access to employment opportunities. Although Dual Apprenticeship programme is practised in Tanzania, youth employment is still low and there is no documented information on the contribution of Dual Apprenticeship programme to youth employment.  Therefore, the purpose of this study was to explore the contribution of Dual Apprenticeship programme on improving labour force skills employment.

1.3
Research Objectives

1.3.1
General Objective 

Generally, the study explored the contribution of Dual Apprenticeship programmes in creating skilled labour force in Tanzania. 

1.3.2
Specific Objectives

Specifically, the study aimed:

(i) To assess the context under which Dual Apprenticeship programmes  have been conducted in Tanzania.

(ii) To examine the actual implementation of the Dual Apprenticeship programme towards creating skilled labour force.

(iii) To identify the challenges Tanzania has been facing in the implementation of Dual Apprenticeship programmes.

1.4
Research Questions

Specifically, the study aimed at answering the following questions;

(i) What are the internal and external contexts in which Dual Apprenticeship has  been implemented in Tanzania? 

(ii) How has   the Dual Apprenticeship programme  been implemented towards improving the  skills of the  labour force?

(iii) What are the challenges that Tanzania has been  facing  in the implementation of Dual Apprenticeship programme? 

1.5
Significance of the Study 

The findings of this study will strengthen knowledge of different stakeholders including Students, Teachers, VETA management and Employers on the contribution of Dual Apprenticeship Programme in improving the labour force skills in Tanzania. The study also will act as a catalyst for exploring more challenges that face Dual Apprenticeship programme in improving the labour force skills in Tanzania. Furthermore, the study will give recommendations to VET Centres’ management on how to plan the Dual Apprenticeship training schedule, timetable, coordination and supervision of teaching and learning activities. 

Within Tanzanian context, the significance of this research lies in the fact that, it will raise awareness to employers on the importance of participating in Dual Apprenticeship programme. Thus, it is anticipated that this study will bridge the gap in literature concerning the contributions of Dual Apprenticeship in improving the labour force skills in Tanzania. Last but not least; the study will serve as a stepping stone for the researcher towards academic achievement and fulfil the requirements for the award of the Master’s Degree of Education in Administration, Planning and Policy Studies (MED-APPS) of the Open University of Tanzania.
1.6
Conceptual Definitions of Key Terms 

1.6.1
Apprenticeship

Apprenticeship is a long-established form of Vocational Education and Training (VET). This includes alternating periods at the work place and in a school or vocational training centre, in which a contract of training exists between the Apprentice and the Employer. In this contract, the apprentice is legally an employee, rather than a student, and receives a wage or allowance from the employer.
1.6.2
Apprenticeship Training

Apprenticeship Training is a form of skills development by which young people acquire skills of a trade while working in an enterprise for a significant period. It usually includes some form of a contractual agreement between the apprentice and the employer.

1.6.3
Apprenticeship Programme 

According to Steedman (2014) apprenticeship programme is understood as a form of Vocational Education and Training that combines and alternate periods of theoretical classroom learning and practical training at a work place. Training periods may be carried out on the job training or at school, depending on the design of the programme and the needs of companies. In some cases, school learning is given greater emphasis, in other’s wok experience, but all seek a suitable combination of both. Ideally, Apprenticeship leads to formal qualifications recognized in the labour market. 

1.6.4
A Dual Apprenticeship Programme 

A Dual Apprenticeship Training programme is a block release-training programme whereby the apprentices (trainees) spend some weeks of the year alternating between a training centre and their workplace (Industry). At the training centre, the apprentices are taught practical and related subjects and some support subjects while at the same time, being shown how to perform things properly and safely through practice. At the workplace, (Industry) apprentices learn to exercise duties of their occupation as much as they can as well as cultural values and ethics of the particular industry.

CHAPTER TWO

LITERATURE REVIEW

2.1
Overview

This chapter covers the overview of the study, conceptual definitions, critical review of supporting theories or theoretical analysis, empirical analysis of relevant studies, identifies the research gap, analytical/conceptual framework for studying the problem and analysing the data, theoretical framework, and summary of the study.

2.2
Dual Apprenticeship Programme 

2.2.1
Human Capital Theory 

The human capital theory rests on the assumption that educated population is a productive population where by formal education is highly instrumental and necessary to improve the productive capacity of a population. In short, human capital theorists emphasize on how education increases the productivity and efficiency of workers by increasing the level of cognitive stock of economically productive human capability, which is a product of innate abilities and investment in human beings (Woodhall, 1997). 

Human capital theory emphasizes how education increases the productivity and efficiency of workers by increasing the level of cognitive stock of economically productive human capability, which is a product of innate abilities and investment in human beings. Thus, recent social research has been focusing on the behavioural sciences of humanity in relation to economic productivity. Generally, human capital represents the assets each individual develops to enhance economic productivity. Further, human capital is concerned with the wholesome adoption of the policies of education and development. In short, the human capital theorists argue that an educated population is a productive population.

Dual Apprenticeship programme in VET System aims to combine general and transferable skills acquired during class-based VET with structured learning on the job and actual work experience within a training company. Dual Apprenticeship programme graduates acquire occupation specific skills that render them employable skills by the training company or other employers.  Over specialization and low levels of transferable skills generated by the higher share of firm- and occupation-specific training is counteracted by standardized curricula and examinations. The overall fascination with a Vocational Education programme where the firm imparts both certified general and firm-specific education is grounded in the notion that work-based training might solve several problems associated with purely school-based training programmes (Heckman, 1993).  

In a world of perpetual technological change, a Dual Apprenticeship VET programme is expected to be less prone to problems of educational mismatch early in the career, with firms expected to timely adapt their training curricula to changes in the skills demanded.  While the adaptation of school-based education crucially depends on continuous and accurate labour market feedback, firm-based training is expected to lead to a natural levelling of labour supply and demand.  In addition, with the immediate putting-into-action of acquired skills and the exposure to an adult working life, the Dual Apprenticeship programme might provide a more beneficial learning and working environment for practically oriented youths, increasing their motivation and engagement in training.  

Finally, by establishing an early contact to firms and work experience, youths enter faster into the labour market by either remaining in the same firm or gaining easier access to further employment and learning about the types of jobs and occupations that they may prefer. While dual training exhibits several advantages from a societal and individual perspective, establishing an efficient Dual Apprenticeship programme depends crucially on the willingness of firms to participate.  To ensure transferability of skills across firms after the apprenticeship in industries, a sufficient amount of general schooling should be provided during the training.  

However, Becker (1964), noted that while some share of general schooling is crucial in enabling apprentices to enter further employment relationships; in a perfectly competitive labour market where workers are paid according to their marginal productivity, firms have no incentives to invest into general schooling as workers can leave directly after the training period and reap all the benefits of their acquired general skills.  Hence, in order for firms to provide both specific and general training, the cost of general training is to be borne by the worker. 

2.2.2
Empirical Literature Review 

The empirical studies are presented in this context of world related and Tanzania related studies. A number of studies have been conducted globally and Tanzania in particular as follows. Lamza Maronic (2011) conducted a study on the role of Vocational Training in the youth employability. In his study, it was shown that school based Vocational Training shares some of the potentials of the dual model as it can contribute to the acquisition of occupation specific skills but school-based Vocational Training tends to lack a clear link to current needs of employers (Lanza, 2011).

Katebalirwe (2014) on Tanzania Long-Term Perspective Plan (LTPP), 2011/12-2025/262014) stated that investing in TVET will set the potential to serve Tanzania’s working population by bridging the skills gap and help to improve the productivity and diversify the economy. However, the study could not show the perception of people regarding the contribution of Dual Apprenticeship programme in labour market requirements. Bennel (1998) conducted a study on Vocational Education and Career Development. In his study he argues that Vocational Training has a great role to play in poverty reduction through employment generation. In his study, it was found that although vocational education and training was developed in most countries to improve the employability, many African VET programmes make it difficult for young graduates to meet the labour market skills demands (Bannel, 1998).

Becker (1964), stated that while some share of general schooling is crucial in enabling aapprentices to enter further employment relationships, in a perfectly competitive labour market where workers are paid according to their marginal productivity. Firms have no incentives to invest into general schooling as workers can leave directly after the training period and reap all the benefits of their acquired general skills.  Hence, in order for firms to provide both specific and general training, the cost of general training is to be borne by the worker.
Youths in Southern European countries such as Spain, Portugal, Italy, Greece as well as France face particular difficulties when trying to enter the labour market, with these long-standing problems aggravated by the recent economic crisis.  In these countries, transition to a permanent position is difficult.  VET in these countries only plays a marginal role, and is largely school-based, with only 4 percent of those in Vocational upper-secondary Education in Spain combining school- and work-based training, in sharp contrast with the 74 percent share in Germany, where Dual VET is most prominent (Cedefop, 2010).  The relatively marginal role of VET in these countries can be explained by a limited interest of employers in more Formal VET (owing to the Dual employment structure), and also by strong expectations of upward social mobility on behalf of young people and their families, thus creating strong preference in favour of academic training.  

Finally, the focus on subsidizing youth unemployment in these countries has backfired. Over the last 30 years, Spain has reduced employers’ costs of hiring young workers via subsidies (contratos de aprendizaje, formación y en prácticas).  Similarly, there has been a long tradition of subsidizing temporary employment and training contracts in both Italy and France.  However, the effectiveness of these measures is questionable as explained by Felgueroso (2010) in Spain, Roger and Zamora (2011) in France, and Tattara and Valentini (2009) in Italy. 

2.2.3
Vocational Education and Training Authority in Tanzania

Vocational Education Training is the kind of education aimed at preparing the students for work in a commercial or technical field; the course content is mainly practical and enables graduates to enter the labour force. Mutarubukwa, (2007) argues that in Tanzania, Vocational Education and Training Authority trains trainees on skills competence involving planned and organized activities specifically which are meant to transfer knowledge, skills and attitudes to trainees in order that they can be able to solve job related problems. To deal with skills problems, Tanzania has many Vocational Training Centres that are registered by VETA (Nyambo, 2002) where students learn different trades (Mallya, 2008). 

Kondo, (2003) argues that Vocational education Training is a strategy for successful development of the work force required for the labour market that is designed to prepare, update or retrain artisans for employment at semi- skilled level, in any branch of economic activity. It is a kind of Education and Training, which may be provided on the job or off the job or a combination of the two (URT, 1995). In addition to learning general cognitive skills, it is important that efforts be made to ensure that as many Tanzanians as possible develop and acquire specific job related skills and positive attitudes towards work of all kinds.

Throughout the Dual Apprenticeship training process in Dual Apprenticeship, employers provide a working and learning environment in which the apprentices can practise and consolidate their skills acquired during their training in the training centres (off the job training). Employers in Dual Apprenticeship cooperate in training of students by assigning supervisors/mentors to monitor the training in the company, liaise with the training centres, and rotate apprentices through the different departments in the company to enable them to practise and uplift their skills in all areas of the trade (www.veta.go.tz, 2019).
2.3
Research Gap

As it can be noted from various empirical literature of this study, various studies have been conducted about dual apprenticeship in different countries in the world, but little has been researched concerning the contribution of Dual Apprenticeship Program in creating skilled labour force through apprenticeship programme in Tanzania. 

Some studies conducted outside Tanzania show that there were shortage of relevant literatures done in Tanzania concerning dual apprenticeship programmes in various VET skills, thus the researcher realized that it is crucial to conduct the study on dual apprenticeship programmes and its contribution in creating skilled labour force in Tanzania. It was anticipated that the results of this study would be resourceful in bridging the gap since it would give various information on the contribution of dual apprenticeship programmes and its contribution in creating skilled labour force through Dual Apprenticeship Programme; Dar es Salaam region being the case study.

2.4
Conceptual Framework

The concept of dual apprenticeship programme was developed by Kerosuo and Toiviainen (2011).  A conceptual framework is a narrative outline representation of variables to be studied and the relationships between them. The basis for conceptual framework is to show how the Dual Apprenticeship Programme to the creation of skilled labour force. The variable shown in the conceptual framework of this study such as contribution of Dual Apprenticeship Programme as an independent variable and creation of skilled labour force as a dependent variable will help the researcher to figure out how the Dual Apprenticeship can bring skilled labour force through Dual Apprenticeship Programme. The training factors both in school training and on the job training will have direct influence on the independent variables, and the independent variables will have direct influence on the dependent variables (skilled labour force). 

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 
Introduction

This chapter covers detailed analysis of methodologies used by the researcher in data collection, analysis, discussion and presentation. It covers research design, research approach, and study area, population of the study, sample and sampling procedure. Others which were included in this proposal are research activities or schedule/work plan, estimated research budget. In addition, references were included in this proposal and appendices.

3.2 
Research Design

This study employed a cross-sectional research design because of cost and time considerations. A cross-sectional research design is the preferred strategy regarding “when” “how” or “why” questions are being posed and when the investigator has little control over events on a contemporary phenomenon with the same real experiences or context (Silverman, 2000). Moreover, to attain the objectives, the study employed more than one data collection method such as questionnaire, interview and document review, mixed methods design, whereby qualitative and quantitative research approaches were used as the major sources of data collection and analysis.

3.3 
Research Approach

Qualitative approach is reasonable for collecting and analysing information on qualities of phenomena. It helps to study a phenomenon in its natural setting and attempt to make sense of it (Well, 1994). The importance of qualitative research is based on its flexibility during data collection, it means that the decision about what to observe and who to talk to and what questions to ask depend on what is possible and appropriate in that specific situation and time. According to Denzin and Lincoln (2000), the qualitative research approach helped the researcher to study a phenomenon in its natural settings and attempts to make sense of it or to interpret a phenomenon in terms of meaning people bring to it. Quantitative approach was used to quantify data on internal efficiency by calculating the frequencies and percentages. 

3.4 
Description of the Study Area 

This study was conducted at the Automotive and Electrical occupations. The research was conducted in the following areas in Dar es Salaam namely ILLOVO TZ Ltd, Police Maintenance unit, CMC Company, Diamond Motors, Tanzania Breweries Limited (TBL), Scania Tanzania Ltd, Derm Group, Power Electronics & Controls Ltd and Achelis (Tanganyika) Ltd. This region was selected for the reason that many apprentices’ activities were based in this particular region.  

3.5 
Population of the Study

Study population is the totality of objects under investigation (Kamuzora and Adam, 2008). The targeted population for this study consisted of students, teachers, VETA Management and employers. For the purpose of this research, the total population was 150 respondents.  

3.6 
Sample and Sampling Procedures

3.6.1
Sample of the Study

Sampling frame was utilized as a list of elements that was closely approximate to all the elements in the population (Kamuzora and Adam, 2008). In this study, graduates were 48; vocational teachers were 28; VETA management personnel were 10, and employers were 10. The specified sample size was met by only including students from VETA’s registered institutions and industries participating in implementing Dual Apprenticeship Programme.

3.6.2 
Sampling Procedures

3.6.2.1 Purposive Sampling

Under this sampling technique, the researcher selected the sample based on who he thought was appropriate for the study. This sampling procedure is  used primarily when there are a limited number of people that have expertise in the area being researched. In this research, purposive sampling was used for all respondents of this research (i.e. students, teachers, VETA management and employers).
3.7
Methods of Data Collection

In this study, the researcher employed multiple methods of data collection known as triangulation. The methods included observation, questionnaire, interview and documentary review.  These methods of data collection were used because it is believed that no single method can act in isolation. Therefore, this was done to avoid bias or distort the reality the researcher was investigating (Cohen and colleagues, 2000). In addition, Keya et al (1989) believe that the use of different techniques helps to crosscheck authenticity of data gathered. The triangulation method collected two types of data for enrichment of the research; these were primary data and secondary data.

3.7.1. Primary Data

These are the data that are collected directly in the field of study by the respondents providing answers to research questions (Adam & Kamuzora, 2008). In the context of this study, the primary data were collected through observation, direct communication with the respondents or through personal interviews and through the respondents filling the questionnaires or guided interviews (Kothari 2009). Generally, observation, questionnaire and interview are common research tools used to collect primary data.

3.7.2
Secondary Data  

Secondary data refer to the data that are just available. They also refer to the data that have been collected and analysed by someone else (Kothari, 2009). They are obtained from literature sources or data collected by other people for some other purposes (Adam and Kamuzora, 2008). Secondary data were used in this study to provide second hand information. They included both raw data and published ones (Sounders et al 2000). The Secondary data were obtained through documentary review. They included books, journal articles, newspapers, report and publications of various associations and organizations as well as internet concerning the topic of this study.
3.8 
Trustworthiness

Since we consistently get questions about issues of trustworthiness in qualitative research, the researcher decided to do a four-part series that really go in-depth about each aspect of trustworthiness and how it can be established. There are four aspects of trustworthiness that qualitative researchers must establish, namely; credibility, dependability, transferability, and conformability.

3.8.1
Credibility

The credibility of the study involved establishing that the results of the research were believable. In this study, the researcher focused much on the quality of the information gathered rather than the amount of data gathered. In order to make this study credible, the researcher strengthened credibility by providing accurate and complete description of the results. The researcher also modified the explanation of the results depending on those involved in the research. In addition, data were cleaned by removing all data, which did not fit with the explanation of the findings by using reflexivity to identify possible biasness.
3.8.2
Transferability

Transferability refers to the degree in which the research findings can be transferred to other contexts. Readers of the research define this section. The reader notes the specific details of the research and methods, and compares them to a similar situation that they are more familiar. If the specifics are comparable, the original research would be deemed more credible. It is essential that the original researcher supply a highly detailed description of their situation and methods.
3.8.3 
Dependability

Dependability ensures that the research findings are consistent and could be repeated. This is measured by the standard against which the research is conducted, analysed and presented. Each process in the study should be reported in detail to enable an external researcher to repeat the inquiry and achieve similar results. This also enables researchers to understand the methods and their effectiveness.

3.8.4 
Conformability

Conformability questions how the research findings are supported by the data collected. This is a process to establish whether the researcher was biased during the study. This is due to the assumption that qualitative research allows the research to bring a unique perspective to the study. To ensure conformability of this study,  the researcher judged the case by studying the data collected during the original inquiry. In addition, to enhance the conformability of the initial conclusion,  audit trail was completed throughout the study to demonstrate how each decision was made.

3.9 
Data Analysis Plan

Data analysis is the process of obtaining answers to questions through the examination and interpretation of collected data. This means studying the tabulated material in order to determine inherent facts or meanings by splitting current complex factors into simpler parts and constructing the parts together in new arrangements for the purpose of interpretation (Singh, (2006). In this study, the data that were gathered through questionnaires were coded by using SPSS version 17.0 and then were transferred to Microsoft excel by editing the Tables and figures. Finally, the data were presented in frequencies and percentages for easy interpretation. Qualitative data from interviews and documentary review, focus group discussions and observation were subjected to content analysis and were organized into categories and themes, interpreted, quantified where necessary and presented in the form of Tables or narrations and or quotations. 

3.10
Ethical Considerations

In qualitative research design, most authors highlight the importance of ethical considerations. First, the researcher has an obligation to respect the rights, needs, values, and desires of the informant (s) (Creswell, 2014). As such, ethical behaviour pervaded each step of the research process in this study. That is, data collection, data analysis, reporting, and dissemination of information (Sekaran, 2003).  Codes of research ethics all emphasizing the protection of human participants were established to ensure autonomy, beneficence, and justice as it is insisted in Marczyk, et al (2005). 
In this study, the researcher adhered to the autonomy, which means that the participant’s right to decide what they wanted to do and to make their own decisions about the kinds of research experiences they wanted to be involved in was adhered to if any. Participants’ voluntariness was encouraged where the informed consent also was voluntarily sought without any pressure of any kind as observed by Kumar (2011). To maintain the participants’ confidence, then, confidentiality, anonymity, privacy and harmless exposure to respondents, was addressed by unnecessarily not exposing the respondents’ identity or names in course of filling the questionnaires. The respondents were also assured that the data to be obtained would be used for academic purpose only.
3.11 
Expected Results of the Study

In this study, the researcher expects the following results:

Firstly, in Tanzanian context, the importance of this research lies in the fact that, it will raise a debate continuation to promote on what students gain from Dual Apprenticeship Programmes, nurture, grow and develop new ventures. The study also will provide and initiate debate for policy makers and regulators concerning what some of the institutions supporting students should be doing to promote labour market development in Tanzania.

Secondly, for the academia, it offers results from rather a distinctive setting covering several topics within a broad domain of students. Certainly, the results were derived from the study are now useful in furthering our understanding of students. Thirdly, for the entrepreneurs, this study will provide valuable insights on the determinants of growth and barriers for doing Dual Apprenticeship Programmes. Individuals considering starting a Dual Apprenticeship Programme might become interested in evaluating their ambitions according to the model developed. Again, to foresee the obstacles that they might face if they decided to start a programme. 

CHAPTER FOUR

DATA ANALYSIS AND PRESENTATION
4.1
Introduction of the Chapter

This chapter presents in depth research findings, the analysis and feasible discussions. The study employed various descriptive as well as statistical tools to establish the study to explore the contribution of Dual Apprenticeship Programmes on improving the skills of the labour force in Tanzania.  This chapter describes the findings of the study. 
The results of the study are presented and discussed in line with the study objectives and research questions. The chapter is divided into five (5) sections. Section 4.1 describes the implementation of Dual Apprenticeship Programmes in Tanzania. Section 4.2 presents how Dual Apprenticeship Programme improve skills of the labour forces for employment. Lastly, Section 4.3 presents the challenges in the provision of Dual Apprenticeship Programmes in Tanzania.

4.2 
The Implementation of Dual Apprenticeship Programmes in Tanzania 

The Vocational Education and Training Authority (VETA) and The Hamburg Chamber of Skilled Craft- Hamburg, Germany have joined forces to help Tanzania improve a skilled labour force, and to provide young people easier access to the local labour market through Dual Apprenticeship Programme.  The Dual Apprenticeship system is a block release training system whereby apprentices (trainees) spend different weeks of the year alternating between a training centre (VETA) and their respective workplaces.
4.2.1 
Place where Dual Apprenticeship Programme is Implemented

Vocational training in Tanzania is given out by different institutions, both public and non-public sectors that have vocational institutions. The public sector comprises of institutions owned by Central Government, Local government and VETA while the private sector constitutes of Civil Society Organizations, Faith Based Organizations, Private Companies and Individuals.  Generally, vocational graduates prefer vocational training in VETA centre to non-VETA centres due to many factors.  For example, this may be due to the fees paid in VETA being lower compared to those paid in non VETA centres, availability of qualified instructors, tools and equipment for practical and the better organization of VETA Centres (VETA, 2010). 
This is different from the data collected by VETA in 2010, which showed that private sector (non-public) was leading by having a larger number of training providers 523 (78%) compared to 149 (22%) of public institutions (VETA, 2010). The number of graduates in 2010 was more in private centres. During the year 2010, the largest number of Vocational Education Training Institutions was owned by Faith Based Organisations. These were followed by those owned by private individuals while Civil Society Organizations owned the same share as the Central Government.   

In Tanzania, the Dual Apprenticeship Programme is working with different companies, hotels and institutions which are legally registered and conducting their businesses following all regulations at their area of competences. This Dual Apprenticeship Programme has strengthened the co-operation between the Training Institutions and Industries by providing a platform for interactions between VETA and industries management, mentors/supervisors, teachers/tutors, and apprentices in sharing technical knowhow and new emerging technologies. The continuous increase of apprentices being enrolled in the programmes also proves the acceptance of the Dual Apprenticeship Programme to industries and has therefore increased the enrolment of students in VETA institutions. The technological knowhow of the apprentices, their ethical behaviour and their knowledge on safety rules and regulations has made them to be number one choice for casual labourers especially in the construction industry. 

About 90% of the first graduates who were enrolled in the pilot phase have been employed by the industries and they are performing well. Some have been promoted to the level of supervisors and others have managed to obtain further training in the area of competence as an outcome of their outstanding performance that shows the flagship of the programme hence the improvement of the skilled labour force in our country. 

4.2.2 
Duration of Dual Apprenticeship Training System

The Dual Apprenticeship Training System is designed to help people without previous training, to enter the job market as apprentices in a craft of their choice by signing Apprenticeship Contract with respective industries. Dual Apprenticeship Training system was launched in February 2011 as a pilot project involving Electrical, Automotive and Hospitality occupations.  Apprentices in the Electrical and Automotive occupations are trained at VETA Dar es Salaam Regional Vocational Training and Service Centre while those of the hospitality occupations are trained at VETA Moshi Regional Vocational Training and Service Centre.  In this system, much emphasis is put on the workplace training since the apprentices can easily learn skills through repetition. Apart from exercising duties of their occupations at the industry, the young people are trained according to the cultural values and ethics of that particular industry. At VETA Centres, they are being properly showed how to do things systematically, correctly and safely.

In the nutshell, to join Dual Apprenticeship Pogramme involves the following steps:
(i) The industry signs an MOU with  respective VETA Centre;

(ii) The industry recruits apprentices by following guidelines provided by both company and  VETA;

(iii) The apprentices sign Apprenticeship Contract with the Industry  concerned; and

(iv) Apprentices submit Apprenticeship Contracts to VETA Centre for registration and start apprenticeship training through block release system straightforward.

Table 4.1: The Block Release System for Dual Apprenticeship Programme

	1st Block off the job Training
	Industry
on the job Training
	2nd Block off the job Training
	Industry
on the Job Training
	3rd Block off the Job Training
	Industry
on the Job Training
	Total

	7 weeks
VETA
	12 Weeks Industry
	7 Weeks
VETA
	10 Weeks
Industry
	6 Weeks
VETA
	10 Weeks
Industry
	52 Weeks per year x three years


Source: Field Data (2021)
The data from Table 4.1 indicate that, a student spends 52 weeks per year for three years. The programme is divided into two sections, meaning that, one session is used into classroom (VETA) and the other session is used in industries.  Based from the collected data from the field, the students use only 20 (38.5%) weeks in class while spending 32 (61.5%) weeks in industries. This proves that, the Dual Apprenticeship Programme is work-based training and students acquire more skills from work based more than class-based exposure.

Throughout the training process in industries, employers provide a working and learning environment in which the apprentices can practise and consolidate their skills acquired during their training in the Training Centres (off the job training). Employers in industries also assign supervisors/mentors to monitor the training in the company, liaise with the training centres, and rotate apprentices throughout different departments in the company to enable them practise and further their skills in all areas of the trade.

4.3 
Actual Practices on the Programme towards Improving the Labour Force Skills in Tanzania

4.3.1 
Dual Apprenticeship Programme of Training

During the interview with VETA Dar -Es-Salaam Human resource manager, it was realised that, in Tanzania, Dual Apprenticeship Programme of training was launched in February 2011 as a pilot project involving Electrical, Automotive and Hospitality occupations.  Apprentices in the Electrical and Automotive occupations are trained at VETA Dar es Salaam Regional Vocational Training and Service Centre Centre (a case study area) while those of the Hospitality occupation, are trained in modernized facilities at VETA Moshi Regional Vocational Training and Service Centre. 
The Dual Apprenticeship Programme at VETA Dar es Salaam Regional Vocational Training and Service Centre has managed to enrol five (5) batches of apprentices from two (2) different occupations namely, Automotive and Electrical trades by May 2020, 250 youths benefited from this new training programme in the field of Electrical and Automotive sectors. The number of companies joining the programme increased from 40 companies last year to 80 Companies in May 2020. 

4.3.2 
On-the-Job and Off-the-job Training

Based on the study, the Dual Apprenticeship Training Programme is a kind of Vocational Training which combines the needs of the labour market, the on-the-job training in the Tanzanian’s company and on the other hand the Institution-Based learning. The researcher found many apprentices taking the programme, which comprised of alternating On-the-job and Off-the-job training periods. 
While on the Training in the workshops of VETA, the apprentices learn the predominantly basic practical skills from specially trained teachers. According to Steedman (2014) apprenticeship programme is understood as a form of Vocational Education and Training that combines and alternates periods of theoretical classroom learning and practical training at a work place.  
With this kind of programme, training periods may be carried out on the job training or at show, depending on the design of the programme and the needs of companies. In some cases, school learning is given greater emphasis, in others, it is wok experience, but all seek a suitable combination of both. Ideally, apprenticeship leads to a formal qualification recognized in the labour market. 

4.3.3 
Number of Enrolments Since 2013 to 2021

The researcher also wanted to know some facts about how many graduates were involved in the apprenticeship programme. The data indicate that, 250 students   had graduated under apprenticeship programme. Based on the Table 4.2, females were 42(16.8%) and males were 208 (83.2%).

Table 4.2: Number of Students who Graduated Since 2013 to Date

	S/N
	Occupations
	Centre
	Number of Apprentices
	Sex

	
	
	
	
	Female
	Male

	1
	Electrical
	DSM-RVTSC
	128
	28
	100

	2
	Automotive
	DSM-RVTSC
	122
	14
	108

	TOTAL
	250
	42
	208


Source: Field Data (2021)
4.3.4 
Number of Students on Training 

The study shows that, a total number of 87 students were still conducting Dual Apprenticeship Programme from different industries in the field of Electrical and Automotive sectors. The Table shows that, out of 87, females were 21, which is equal to 24.2% of the total number of apprentices who were still on training and 66, were males, which is equal to75.9 percentage of the total number of apprentices who were still on training as Table 4.3 indicates. 

Table 4.3: Number of Students on Training

	S/N
	Occupations
	Centre
	Number of Apprentices on  Training 
	Sex

	
	
	
	
	Female
	Male

	1
	Electrical
	DSM - RVTSC
	47
	16
	31

	2
	Automotive
	DSM - RVTSC
	40
	5
	35

	TOTAL 
	87
	21
	66


Source: Field Data (2021)
4.3.5 
Number of Industries Involved in Dual Apprenticeship Programme

The study data show that, there were 105 industries   participating in apprenticeship programme in the field of Automotive and Electrical occupations in Dar-Es-Salaam. The dominant group were electrical industries that covered 60 industries equal to 57.1% of the total number of participating industries into apprenticeship programme followed by automotive industries also in Dar-Es-Salaam which covered 45 industries equal to 42.8%. The findings indicate that the minority group was Electrical companies at Dar –Es-Salaam, which covered 57.2% of the total number of participating industries into apprenticeship programme in Dar-Es-Salaam. These findings are as it is shown in Table 4.4.
Table 4.4: Number of Industries Involved in Dual Apprenticeship Programme

	S/N
	Occupations
	Centre
	Number of Participating Industries
	%

	1
	Electrical
	DSM-RVTSC
	60
	57.2%

	2
	Automotive
	DSM-RVTSC
	45
	42.8%

	TOTAL 
	105
	100%


Source: Field data (2021)
The actual implementation of enrolment status of Dual Apprenticeship training system (DATS) from 2013-2021 is shown in Table 4.5.

Table 4.5: Enrolment Status of Dual Apprenticeship Training System

	S/N
	Occupations
	Centre
	Number of Participating Industries
	Number of Apprentices
	Sex

	
	
	
	
	
	Female
	Male

	1
	Electrical
	DSM-RVTSC
	60
	128
	28
	100

	2
	Automotive
	DSM-RVTSC
	45
	122
	14
	108

	TOTAL
	
	105
	250
	42
	208


Source: Field Data (2021)
As  it  is  revealed  in Table 4.2, data show that,  the number of participating industries in dual apprenticeship in Dar-Es-Salaam were 105, and  the number of apprentices was 250 while females were 42 making  16.8% of the total participants, and the  males were 208 making  83.2% of the total population of apprentices. 

4.3.6 
Duration of Vocational Training 

Based on the findings, the Vocational training was being carried out in different durations depending on the capacity of paying fees of the trainees and pass marks obtained in the formal vocational skills. The results in Table 4.6 show that most of the youth graduates used two years, three years, and few one year, and six months for studying. The findings show that, the youth were interested in vocational training that was being conducted for two (2) to three (3) years.  However, it should be noted that apprenticeship graduates who studied more than two years had a lot of experience and the activities and skills earned by them were suitable for the world of work. According to UNESCO (2008), Technical Vocational Education Training (TVET) is defined as a host of learning experiences and activities designed to prepare young people for the world of work.  
Table 4.6: Duration Used for Apprenticeship Training

	Duration
	Frequency
	Percentage

	Six months 
	13
	10.4%

	One year 
	34
	27.2%

	Two years
	29
	23.2%

	Three years 
	49
	39.2%

	Total 
	125
	100%


Source: Field Data (2021)
4.4 
Challenges Experienced in the Provision of Dual Apprenticeship Programmes in Tanzania

The study aimed at identifying the challenges facing the provision of Dual Apprenticeship Programmes in Tanzania. The following were the challenges found by the researcher. 

4.4.1 
Apprenticeship Programme is not well known in the Industries

When interviewed, some of the stakeholders who were involved in apprenticeship training responded that, the apprenticeship programme was not well known in the industries. This indicates that the programme will not flourish quickly if promotion/awareness will not take place. If Apprenticeship programme is not very well known, adjusting the policy to bind the industries and training centres will also slow down.

With a particular focus on the foregoing discussion, World Development Report, (2013) shows that one of the benefits of the dual programme for colleges include regular interaction with local employers, which in turn leads to closer alignment of the college curricula with the needs of industry and fewer differences between college and company in terms of work practices and ethos. It also provides a foundation for other forms of collaboration between college and company, such as staff exchanges, additional work and training contracts in both directions, and the promotion of action research and reflective practice. However, the challenges come when the programme is not well known to the employers. This means that all these benefits will have no value to the students and the industry at large.

4.4.2 
The Curriculum is not Adequately being Followed

During the visit in the industries, especially the hospitality industry, it was revealed that the curriculum was not adequately being followed. Enquiries made by the researcher to the evaluators to see the documents used for implementing the programme received a questionable response. In some cases, some mentors and apprentices were not able to respond immediately on the documents being followed. Instead, apprentices were being trained according to the operational activities available on a particular day.  For instance, the logbooks/ log sheets, which were designed to guide the training were not being properly filled by most of the apprentices. 

Many respondents reported that apart from the core subjects that they were practising in the industry, supportive subjects were not being given enough weight despite the fact that they would contribute to the final award. The supportive subjects mentioned in the curriculum were English and communication skills, computer and Technical drawings. Some respondents pointed out that Life skills and Entrepreneurship were missing in the curriculum as supportive subjects. 

The curriculum period of three years in the electrical occupation was reported to be too long. Moreover, the apprenticeship programme seems to have  been  isolated from the normal programmes as  it  had   its own tutors and management, hence reducing  harmony and team work. The researcher noted that, the accommodation and transport costs paid by apprentices were higher compared to that paid by regular students at the same College. On the side of the certificate, it was revealed that it was not well known to industries and therefore, not fit for national qualification framework.  
On the same regard, through interview, other respondents commented;
“The curriculum is good. This is because it was developed jointly between the industry and the training centres and it has passed through the proper VETA channels. However, the problem is with duration of the programme. It is too long for some modules in electrical occupation. There is also lack of commitment in teaching of supportive subjects taking into consideration the fact that they contribute to the final award. There is no accreditation of the final certificate and lack of time to rest for the apprentices (Holiday period is not clearly indicated in the block release system”) (Vocational Training Centres Instructors, 04th August, 2020).

Training at industry should have a base on the Occupational Skills Standards rather than concentrating on organizational standards, “This national curriculum also should be benchmarked internationally, as Tanzania competes with a number of other countries for tourism revenues.  The curriculum should address the difference between Standard Operating Procedures in hospitality (SOP) and Occupational Skills Standards (OSS) for the hospitality sector”(Aring, 2015).

4.4.3 
Lack of Learning and Training Facilities 

Based on the study, the researcher noted that even though the training facilities including the machines were enough, the training materials (cable, sheets, oils, grease etc) and small hand tools were not enough. It was noted that the materials were not also being procured in time and sometimes they were being obtained in training areas late (off the job training) when the apprentices were already in the industry carrying out on the job training.

4.4.4 
Some Industries are not Ready to Train and Pay the Apprentices at Same Time
 It was found that some industries were not ready to train and pay the apprentices at same time. When the researcher investigated the reasons as to why, the response given was that, apprentices were not being paid because the host industry was paying the skills Development levy (SDL) which otherwise could be used to pay the apprentices as training fee and some amount of money was being used to motivate mentors. Therefore, if the industry paid the apprentices, that would appear like double payment. Moreover, in automotive area of training, some industries were complaining that they were overtaxed.

4.4.5 
Many Apprentices not Covered by Insurance

The data from the study show that, many of apprentices were not covered by insurance and some did not have a specific mentor/supervisor. Therefore, they needed specific mentors to cover areas where they did not have competent teachers for some of the topics.  The respondents informed the researcher that the number of teachers was not enough for the programme to cover every item in the curriculum.  The findings of this study also revealed that there were some companies in the industries, where the respondents informed the researcher that the facilities and equipment were modern compared to those at the training Centres. However, many respondents highlighted that policies guiding the training were not designed to support and accommodate the Dual Apprentices training.

4.4.6 
Unavailability of MoU and Contracts binding Apprentices and Industry 

 It was found that the MoU and Contracts binding Apprentices training were not well designed to be accepted by industry stakeholders as agreements. For instance, one of the respondents highlighted that the contract showing payment to apprentices read that they were staff allowance that would encourage tax deduction instead of training allowance. The researcher also noticed that there had been   a big turnover of teachers and mentors during the implementation of the programme. This was likely to affect the sustainability of the programme in future.

During the discussion, one of respondents argued,  

“Payment to apprentices is a problem in many industries. This is because, there is no motivation given to mentors for the extra time they devote to the apprentices. Some of the industries are not willing and capable of paying the allowances to the apprentices, and the insurances coverage is not very clear. As a result some industries have refused to sign the MoU together with apprenticeship contracts as specified in the enrolment and training process” (Graduates from VETA, 24th September, 2020).
It was noted by the study that this state of affairs had also a negative impact on participation of many apprentices who were coming from places, which were located far away from the training centres as they could not afford the associated costs. 
4.4.7 
Lack of Cooperation between Apprentices and Industry Owners

During the interview, one of the respondents argued that, apprentices were showing  poor cooperation with the industry owners. Nevertheless, a researcher observed that, teachers working with the Dual Apprenticeship Programme were well selected for training; they have enough qualifications and were capable of conducting the training in their occupations. 
Despite the apprentices claiming that they were getting poor cooperation from the   tutors; on their side, the tutors said that they had good cooperation between the apprentices industry management and mentors. They had also good relationship with VETA HQ Management, Regional Directors and Project Management team. However, the researcher noted that, the relationship between them and the training centres was not very good. Moreover, it was noted there were some management issues to be sorted out in order to improve the relationship. These included clearly defined responsibilities and the chain of command, clear procedures for procurement of training material and limitations in sharing the facilities in the modernized workshops.

4.3.8 
Lack of Ccooperation between VETA and Industry Owners

The major goal of the programme is to strengthen skills of trainees and employability of graduates through direct involvement of private companies in the training process and at the same time, increasing enrolment in VET system. The collaboration with the Hamburg Chamber of Skilled Crafts-Germany was intended not only to introduce the system but also to build up a better link between training institutions and industry. This was done in order to enhance demand – driven training as well as building the capacity of institutions to effectively implement the system. Thus, the researcher would like to insist that the cooperation between VETA and Industry Owner’s should be enhanced for the better sustainability of the programme.  

4.4.9 
Language Barrier     

The English language is the major means of communication in many private industries in Tanzania. The study shows that English language has been a challenge on getting dual apprentices in many industries. About half of those interviewed reported lack of command in English as an obstacle to getting dual apprentices in many industries. Most of the students who had completed standard seven and form four were poor in English. It should be noted that primary school education has been using Kiswahili in teaching and as a major means of communication. Therefore, few students are capable of speaking English in primary schools except those in English medium schools. 
Secondary and tertiary education graduates are most likely to get employment compared to primary education level because of knowing English better. The study indicates that the most affected apprentices were those from rural areas where secondary schools had shortage of teaching staff and learning and teaching materials. The apprentices were asked if they were comfortable using English language in their subjects. The results were as follows.

Table 4.7: Responses on Language Barrier

	 
	Frequency (64)
	Percent

	Not satisfied
	28
	43.75

	Least satisfied
	8
	12.5

	Satisfied
	4
	6.25

	Very satisfied
	24
	37.5

	Total
	64
	100


Source: Field Data, (2021)
Under this item, the researcher wanted to know in detail whether apprentices felt proud to use the English language as an instructional medium or not. The field data indicate that most of them about 28 (44%) were not satisfied indicating that they were not comfortable to use English language followed by eight (13%) who said that they were least satisfied while four (6%) said they were satisfied and 24 (38%) said they were very satisfied. This indicates that they were proud using the English language in their studies. During interview with apprentices, they revealed that. 
“…… I mostly perform very poorly in my written report because I can’t write properly in English” (Apprentices, 3rd December, 2020). 
The researcher observed that for those who liked to use English in their medium of instruction had a very good foundation on English language since at lower level.

4.3.10 
Gender Stereotype

Different vocational skills are provided in different vocational centres. Students are the ones who decide which trade to join and study. The study shows that motor Vehicles Mechanics is a leading trade skill that many youths prefer to study and most of them are males. According to ILO (2005), it was found that women tended to avoid the male perceived skills as they were regarded by their societies as more masculine. This was influenced by the way women were being socialized, because in most cases, their role models tended to be their parents and other community members. Similarly, boys experienced the same thing, thus being reluctant to join women’s skills. This gender stereotype has posed a barrier to women’s access to male dominated skills that are highly paying as women have little exposure to the skills. 
Skills earned by the graduates are very important for employment because they help them in working. Therefore, there is no need for specialization of courses for males and females. ILO (2008) comments that there is need for basic and vocational education that prepares the young people for the world of work and strengthens their capacity to learn new technologies and work practice. Budria and Pedro (2008) in their study add that vocational guidance programmes need to pay special attention to girls and young women, helping them to make non-traditional career choices. As part of compulsory education, all young women should have access to the same career information, school subjects and eventual qualifications as young men as well as subsequent opportunities to pursue further training. The study thus, indicates that there are some occupations that are male dominated due to cultural background but that is not the case when it comes to the issue of acquiring skills for employment (wage and self)

4.3.11 Attitudes of Employers towards Suitability of Dual Apprenticeship Graduates

In this study attitude of employers towards suitability of dual apprenticeship graduates for employment was sought using Likert attitudinal scale. The Likert scale was constructed by one statement that carried information about suitability of dual apprentices’ employments. Information on attitude of employers towards suitability of apprentices’ employment was measured by using Likert scale approach where the scores on positive and negative statements were obtained and compared. Four Likert Scale ranging from Not satisfied to Very satisfied as follows: 1= Not satisfied, 2= Least Satisfied, 3= Satisfied and 4= Very satisfied whereby each statement has percentage score.  

The index score on attitude of employers towards suitability of apprentices’ employment was constructed in order to facilitate comparison of employers towards suitability of VETA training on employment. The results of the study (Table 4.4) show that more than half of the employers had negative attitude towards dual apprenticeship graduate employment. This implies that many employers had no positive attitudes on apprentices’ graduates of vocational education on suitability of employment. The study carried out by Unwin et al. (2004) showed that some research has started to suggest that employers’ reliance on qualifications in selection and recruitment may be diminishing. However, this finding should be treated with caution as qualifications, particularly academic ones, are still seen as important screening devices by employers recruiting young people with little labour market experience. The role of qualifications in recruitment is highly dependent on the sector, occupational level, and labour market context.  

In the following sections, the researcher presents the participants’ responses to those items in relation to the two key research questions.

Table 4.8: Attitudes of Employers towards Suitability of Dual Apprenticeship Graduates

	 
	Frequency
	Percent

	Not satisfied
	26
	40.6

	Least satisfied
	16
	25

	Satisfied
	14
	21.9

	Very satisfied
	8
	12.5

	Total
	64
	100


Source: Field Data (2021)
CHAPTER FIVE

DISCUSSION OF THE FINDINGS OF THE STUDY
5.1
Introduction of the Chapter

This chapter presents in depth the research findings, analysis and feasible discussions of the study that has employed various descriptive as well as statistical tools to establish the study to explore the contribution of Dual Apprenticeship Programmes on improving skills of the labour force in Tanzania.  This chapter describes the discussion of the findings of the study based on the study objectives and research questions. The chapter is divided into three sections that are the implementation of dual apprenticeship programmes in Tanzania, how dual apprentice programme improves skills of the labour forces on employment. Lastly, the challenges in the provision of dual apprenticeship programmes in Tanzania.

5.2 
The Implementation of Dual Apprenticeship Programmes

The duality of dual apprenticeship programme can be defined as a combination of learning in the company and learning in the vocational training institution or skills training centre where the companies concentrate on imparting practical knowledge while the vocational training centre deliver the theoretical aspect of knowledge to trainees or learners (Griffiths & Guile, 2004). This duality of vocational education and training are very crucial for the sustainability of the country in economic and social security.  
Typically, the dual system has differentiated between two learning places that is classroom learning in vocational training institutions and on-the-job learning in enterprise.  Having established the difference and similarity, the learning setting needs to be synchronized and curricula need to be realigned to suit the new situation (Goldstein and Woodhouse, 2000).  
In order to have an insight view of the dual system training, first and foremost, the researcher would like to establish the work process knowledge approach used in German Dual Training System. After this, there should be description of the structure of the German Dual Apprenticeship System. This is to be followed by the National Dual Training System (NDTS).To better grasp the picture of the NDTS training programme, the researcher wanted to elaborate in details the work process knowledge approach. This is because it is the gist of the content of the National Occupational Core Curricula (NOCC) and it has significant impact on how to foster the effectiveness of learning transfer in NDTS automotive mechanics course through dual apprenticeship programme (Rauner, 2007).  

Referring to the above statement, historically, work process knowledge has shown greatness in preparing trainees or apprentices towards workplace.  In other words, this was an evident of achievement in transferring learning from learning environment into workplace application.  Interestingly, this was because having elements of (i) a combination of theory and practices embedded in the training curricula and (ii) transferring or applying knowledge learns immediately in the workplace setting.  
Another, distinguished advantage is that this has exposed trainees to the real work or production processes that help them to settle more comfortably in a new environment that is the workplace. The concept of work process knowledge in terms of understanding about the process involved in a product related, social ecological and systems is related to dimensions that have been used to assist trainees or apprentices and trainers or instructors to overcome the dilemma of inert knowledge (Griffiths & Guile, 2004). 

The major focus of this study was the contributions of dual apprenticeship programme on improving labour force skills in Tanzania. The study analysed the context under which Dual Apprenticeship Programmes was conducted in Tanzania, the actual implementation of the Dual Apprenticeship programme towards improving skills of the labour force, and the challenges Tanzania face in the implementation of Dual Apprenticeship Programmes.

Based on the study, the dual apprenticeship programme is geared for giving education, but efficiency is necessary. Therefore, programme managers should pursue mission driven programme operations. This makes evaluation a crucial process in the block- release (part-time) education to establish effectiveness. The indicators for effectiveness of Dual Apprenticeship Programmes are educator performance, quality and quantity of learning material, assessment of students’ performance and performance of products. 

Based on the study findings, there is a need for appropriate management structures to be in place to ensure effective administration of the Dual Apprenticeship Program activities. The establishment of a management team composed of individuals with streamlined duties make the Dual Apprenticeship Programmes most effective. The necessary infrastructure should be available to sustain the education programme activities. These include workshops, classrooms, change rooms, internet, library facility and other relevant structures. Education programme initiatives that start with adequate infrastructure create conducive learning atmosphere and attract large clientele. Learners should receive adequate support in order to get through their studies. 

Provision of this service reduces the student dropout rate. Furthermore, the dual apprenticeship education programme should be sufficiently coasted to ensure that operations are sustainable. Quality assurance and approval processes also require particular consideration.  Dual Apprenticeship Programme activities should be in line with the standards of VETA quality assurance mechanisms and international standards. Adequate consultation should be made to ensure that Dual Apprenticeship Programmes conform to the expectations of external professional bodies that control such programmes. Curriculum design and delivery are also critical in making education initiatives effective. 

Hoy and Miskel (2001) point out that, teachers need to sufficiently equip the learners with required knowledge and skills. The dual apprenticeship programme (part – time) gives schoolteachers a chance to upgrade their job knowledge and skills, keep abreast with current developments in their subject areas, boost their confidence and ability to teach. It is hoped that the acquired capabilities will be translated into effective teaching learning and pupils’ education success (Hulle, Browner, Grangy, Hearst and Newman, 2001). An effective product of the dual apprenticeship programme interacts with learners, workmates, parents and superiors and demonstrates respect, accessibility and expertise (Hargreaves, 1994). The teacher, in this interaction, pays much attention and resources to the teaching - learning activity of the educates (Donaldson, 2001; Texas State Board of Educator Certification, 2002). A competent teacher carefully monitors the performance of the learners and examines the results on the teaching - learning exercise (Maki, 2002).  In the context of this study, the dual apprenticeship programme should not only monitor apprentices’ training in the institution but also during on the job training at the workplace.

With regard to Student Assessments in the dual apprenticeship programme (Part-Time) Education Programme the study established that the educators were applying a variety of instruments to assess the learners’ performance. Sixty-one of the respondents indicated that lecturers were using different assessment forms. The programme coordinator confirmed in the interview that there was assessment forms common to all courses and others that were being applied to particular courses. This finding is in line with the observation of Brown (2001) that application of a variety of assessment instruments makes the assessment process more purposeful. 
According to Knight (2000) in all cases, the student has to engage memory, recall, and comprehension and higher order cognitive skills. Cohen (2008) and Hunsaker (2004) regard assessment as very useful teaching learning process that gives feedback to the students on their learning.   In the dual apprenticeship programme (part-time) under focus, assessment instruments used included assignments, in class tests, term papers, viva, practicum and examinations. The likelihood of a comprehensive measurement of learners’ performance and focused teaching- learning is high. It promotes programme effectiveness. It is however evident that a few respondents in this sample showed reservations on the effectiveness of assessment forms employed. 
Cohen (2008) comments that in some cases, educators implement assessment efforts without any clear vision. Under such circumstances, learners wonder what learning benefits they derive from the exercise (Bell and Cowie, 2001). There could be some lecturers in the block- release (part-time) programme who make assessment efforts perfunctorily, which compromises achievement of learning outcomes. The study showed that 82 respondents indicated that the programme participants received guidance on how to present responses and provide answers in assessments. Such skills are of great importance to the student because questions force the learners to do extensive research in response to the given topic (Buchanan, 2000; Linden, 2000). 

Taylor (2000) highlights that guidance enables the learner to develop a variety of skills under dual apprenticeship programme such as analytical skills, communication skills, critical awareness, independent judgment and problem solving skills. It cannot be denied that if given appropriate guidance on how to interpret a given question, research for the expected information and lay out the material, one has to think and make meaning out of the available material. The point here is that with various pieces of advice and direction on how to present and respond to questions from educators, it is likely that learners attain some skills which mean achievement of learning out comes. 

This is consistent with the observation of Eraut (2000) who remarks that work force development improves teachers’ competencies in handling dual apprenticeship program. In in-depth face-to-face interviews with school administrators, most school Heads expressed satisfaction at the improved performance of their teachers engaged in the dual apprenticeship programme (Part Time) programme offered at Africa University. Hoy and Miskel (2001) stresses that teachers need to sufficiently equip learners with required knowledge and skills.  It has been observed that school authorities associate the level of teacher performance with effectiveness of programmes that trained them. The low pass rate has been the main challenge in Zimbabwean education and government considers teacher professional development as the appropriate remedy to the situation. 

The dual apprenticeship programme has started to upgrade the qualification of teachers in schools. There is a strong indication that the products’ acquired capabilities were translated into effective pupil teaching learning, which acts as tangible evidence of dual apprenticeship programme effectiveness. Sibanda cited in The Teachers’ Voice in Zimbabwe (2006) however echoes a different view. This authority asserts that in schools, individuals’ improved effectiveness and efficiency in performance of duty largely depends on school managers’ use of motivators. This could be true since motivation is as an urge that initiates and directs behaviour within an individual and today schools offer financial incentives. 

5.3 
How Dual Apprenticeship Programme Improves Skills of the Labour Forces on Employment

The focus of the dual apprenticeship programme has been on distribution and equalization of education opportunities through the expansion of the system at all levels without regard to sex, colour, ethnicity creed or economic status. It is argued that one of the factors contributing to poverty in Tanzania is lack of equal access to employable skills to enable the disadvantaged population engage in productive activities and increase their earnings. Ndunguru (2002) cited by Nzali (2007) comments that vocational educational and training policies promote equitable access to dual apprenticeship regardless of geographical locations physical disabilities and sex. Therefore, even the vulnerable groups are able to contribute toward poverty reduction and its eradication.  Hence, Dual Apprenticeship Programme provides equal opportunities to all youth to get hands-on skills that are highly demanded in the labour market.  

The dual apprenticeship programme has a vital role to play in poverty reduction through employment as economic development in a poor country like Tanzania. The critical role of dual apprenticeship programme is highly needed to improve productivity, income and equitable access to employment opportunities. It is widely accepted that dual apprenticeship is an essential instrument for poverty reduction for those with no formal employment (Bennel, 1998). The general strategy is to design and implement youth employment action plan that facilitates and supports provision of efficient and transparent service for promoting youth mobility and employment. 
The challenge therefore is to design integrated employment generating macro-economic policies that create decent opportunities for young men and women who represent majority of the population and those in the labour force (Semboja, 2007). According to ILO (2006), the number of youth, working poor in Africa (near 60% of total youth employment) is increasing. Other consequences include a delayed social integration and modification of their demographic behaviour, disruptive social behaviour and participation in armed conflicts and migration. 

According to Nzali (2007) the extent to which dual apprenticeship is an appropriate poverty reduction tool for specific target groups with direct and short-term measurable results, has been a matter of discussion at least since the United Nations set poverty reduction as priority for development cooperation through the Millennium Development Goals. Over the course of this discussion, many donors have reoriented their portfolio from establishing, enhancing, and reforming the dual apprenticeship programme as a tool within a package of measures to reduce unemployment. Systemically, such trainings together with other support measures belong rather to the system of labour market measures than to a VET system.   

Current donor portfolios also include dual apprenticeship for labour market integration of specific target groups. Once again, this discussion is important in the light of the political desirability to strengthen dual VET in partner countries. Moreover, dual VET needs institutional and systemic development (Bennel, 1998). Dual thinking, duality as a principle upon which to structure professional learning, is a viable option when using dual apprenticeship as a tool in the framework of (active) labour market measures. In addition, labour market measures also include apprenticeships, temporary employment, subsidized salaries, development projects, simulated companies, and internships. 
In such programmes, it is essential and desirable to engage the private sector as partners. In contrast to dual apprenticeship however, programme ownership remains with state employment offices, while the private sector takes on the role of the implementing partner. Against this background, labour market measures do little to advance dual VET structures (Nzali, 2007).

According to the definition in the previous section, dual apprenticeship feature learning venues that alternate between businesses and classroom. Efforts are made to establish a joint responsibility with private sector involvement, that the businesses recruit their trainees, as well as to have dual VET courses last for at least one year.   This has direct practical effects on outreach and target groups. For businesses, their business interests are crucial, both over the short and long term. Even when corporate social responsibility (CSR) plays a role for participating businesses, the number of available training placed at their premises always limits the absorption capacity of dual VET trainees. Businesses will recruit the best available candidates, but not the poorest and most vulnerable (Ndunguru, 2002). During the research, it was revealed that, some of the automotive companies participating in the dual programme recruit only the best apprentices with high anticipation of getting the quality skilled labour force they need. 

To build and establish a dual VET system, takes time. Therefore, given the today’s typical development project timeframes, one should, at least, during the first project years, not expect any major contributions to labour market insertion, particularly as regards specific target groups. Dual apprenticeship is understood, as a dual system is a viable option for dynamic economic sectors with high demand for a qualified workforce, which in the local context is often hard to find. Thus, the dual apprenticeship programme tends to be more successful in transition economies and middle-income countries. 
In the end, the dual apprenticeship programme requires an organized private sector with sector-specific associations and interest groups. Chambers of commerce cannot cover all of this.  The dual apprenticeship programme might also be an option in fragile contexts and economies with a large informal sector. It is an especially promising option if it integrates traditional apprentice systems, reorganizing them with dual approaches (Bennel, 1998).

In countries with the dual apprenticeship programme, VET usually follows mandatory schooling and is therefore typically at the upper secondary level. The extent to which partner countries can incorporate this depends on the context. In countries and regions where the majority of a given age group leaves the education system already after primary school, initially, the dual apprenticeship programme must be able to take on trainees at this relatively lower level. Here, it is to be considered that for businesses, just as in countries with the dual apprenticeship programme in place, dual VET is rather a viable option to train qualified technicians (Semboja, 2007). 
The availability of businesses willing to collaborate with the dual apprenticeship programme needs to be clarified in the individual context. Ideally, it is possible to build upon traditional apprentice systems and to offer possibilities for further advanced training. In contrast, in countries where the majority of a given age group achieves an upper secondary level certificate, VET can even be classed at the post-secondary level and constitutes a viable alternative to academic education. In such a context, dualisation of selected fields of higher education can also be an option (Bennel, 1998).
5.4 
The Challenges in the Provision of Dual Apprenticeship Programmes in Tanzania

Besides the concerns of governance and funding, a further challenge concerning the dual apprenticeship programme is its stigmatization as a second choice education (Bardak 2006).  With the financial inability to provide an academic education system for all, governments use an early tracking of students into the vocational system to limit demand for higher education.  Also evident by its insufficient link to the labour market, the dual apprenticeship programme system tends to be marginalized as a low-status track for poor academic achievers (Vlaardingerbroek and El-Masri 2008; Oketch 2007).  Early figures on the return to vocational education show that they are associated with a lower return than secondary education (Heynemann 1997).  
The quantitative role of the school-based dual apprenticeship programme is therefore rather limited, with general, non-technical secondary education representing the standard education in the majority of MENA countries. Since the start of the transition, general trends have involved the move of vocational education from firms to schools, thus weakening the links between schools and enterprises; and the declining enrolment in vocational and technical schooling, often counterbalanced by the expansion of general secondary schools and tertiary education (Saar, Unt and Kogan 2008). 

As noted by Micklewright (1999), this was due to a mix of demand and supply factors, including the closure of enterprise-based schools and the shift of students towards general secondary schools with the purpose of obtaining broader education, more appropriate in a market economy, particularly at the time of structural changes.  Having previously produced more than 50 percent of all secondary graduates in most countries, the vocational school system collapsed very quickly.  Students left vocational schools in favour of general secondary education and the prospect of pursuing a tertiary degree.  
However, employers now assert that it is increasingly harder to find graduates with technical skills (Sondergaard and Murthi 2012). Despite the overall trend in the transition countries representing a shift towards a school based system characterized by a clear distinction between education and work, important elements of the dual system remain in the region, especially in Central Europe.  
They are presently visible in the Czech Republic, Hungary, Romania and Slovenia, and Serbia. Moreover, some elements are also present in Poland and Slovakia, as well as Croatia (Matkovic, 2008). Evidence suggests that the transition system of dual apprenticeship programme has been far from desirable. Several studies have identified the following inadequacies that could be improved with the current dual apprenticeship programme. 
According to Bejaković, (2004); World Bank (2005); Bartlett (2009, these are: (1) subject-specific specialization takes place too early; (2) the curriculum of dual apprenticeship programme is too narrowly focused on subject-specific skills and competencies; (3) the provision of dual apprenticeship programme is excessively decentralized across different Ministries, leading to the multiplicity of structures; (4) training systems are inflexible and unable to adapt to the new labour market needs; and (5) institutional links between schools, employers and social agents are lacking. 
In many Sub-Saharan countries, dual apprenticeship programme only meets limited acceptance by young people and their families as the benefits expected from dual apprenticeship programme (relative to general education) in terms of access to jobs, better pay or job promotion are far from obvious.  Moreover, existing dual apprenticeship programmes are often perceived as an unattractive option leading to dead-end jobs.  Therefore, it is only seen as an inferior alternative to general secondary schooling (Garcia and Fares 2008).  

Ironically, the obvious missing link for the skills training system under dual apprenticeship programme is the invaluable real-time workplace exposure or experience.  Hence, the consequences of separation between training and workplace were at large and had made skills training graduates facing problem to transfer what they have learned once they are at workplace.  First, this has raised questions on the relevance and justification of the effectiveness of the learning transfer from training to workplace. 
According to McHardy & Allan (2000), Lawrence & McCollough (2001) higher education and training has been under severe pressure by public and industries to improve the quality of its products. This is because, graduates are said to be incompetent and do not possess the required skills as needed by the industries. Learners have not received adequate support during the dual apprenticeship programme. The students’ level of satisfaction with lecturers’ performance in the programme has been reasonably high but disturbed by limited accessibility of the educators outside class during the on campus conventional classes. The educators lack tutorship skills instrumental in guiding learners when separated from the educators during the dual apprenticeship programme.  
The quality and quantity of learning materials used in the dual apprenticeship programme were largely relevant and adequate for conventional education. Materials that boost students’ learning when off- campus are limited. It was also clear that the system of assessment of learners’ performance used by lecturers in the dual apprenticeship programme was largely comprehensive. The system was however weakened by some educators who perfunctorily applied the assessment instruments due to little commitment to performance of duty. 

CHAPTER SIX

SUMMARY, CONCLUSION AND RECOMMENDATIONS
6.1 
Introduction 

This chapter is the final one, which ends up the discussions under this study. The chapter concludes by summarizing the findings from the study basing on the intended research objectives. There after it gives out the general conclusion as per the findings obtained. These recommendations are based on the study findings. 

6.2 
Summary of the Study 

This study explored the contribution of Dual Apprenticeship Programmes on improving the skills of the labour force in Tanzania. Specifically, the objectives were to assess the context under which Dual Apprenticeship Programmes were conducted, to examine the actual implementation of the Dual Apprenticeship Programmes towards improving the skills of the labour force and to identify the challenges Tanzania has been facing the implementation of Dual Apprenticeship Programmes. 

The study used the following research questions to collect data: what is the context under which Dual Apprenticeship Programmes were conducted?  What are the actual implementations of the Dual Apprenticeship Programmes towards improving the skills of the labour force? In addition, what are the challenges Tanzania has been facing in implementation of Dual Apprenticeship Programmes? The study employed both qualitative and quantitative approaches. The study was conducted in Dar Es Salaam using 96 respondents namely; the VETA Management, Employers, Vocational Teachers and Dual Apprenticeship Programme graduates. Data were collected through interview and questionnaires. The methods of data collection were qualitative that included questionnaire, interview, and content analysis. 

6.3 
Summary of the Major Findings

This section gives the   summary of the major findings based on the three study objectives as condensed below
6.3.1 
The Context under which Dual Apprenticeship Programmes were Conducted

The findings indicate that, dual apprenticeship was conducted through block release system whereby the major practical training process occurs in industries, employers provide a working and learning environment in which the apprentices  can practise and consolidate their skills acquired during their training in the training centres (off the job training). Employers in industries also assign supervisors/mentors to monitor the training in the company, liaise with the training centres, and rotate apprentices through different departments in the company to enable them to practise and further their skills in all areas of the trade by using institutional log sheet.

6.3.2 
Actual Implementation of the Dual Apprenticeship Programmes towards Improving the Labour Force Skills

Based on the study, the Dual Apprenticeship Training Programme is a kind of vocational training which combines the needs of the labour market, the on-the-job training in the Tanzanian’s company and on the other hand the institution-based training. The researcher found many apprentices taking programme that comprised of alternating between On-the-job and Off-the-job training periods. While in the training in the workshops of VETA, the apprentices learnt the basics, predominantly practical skills from special trained teachers with hands on skills. Thus, branding of on the job and off the job training of apprentices contribute much in improving skills of the labour force needed in the workplace.

6.3.3 
Challenges that Tanzania faces in the Implementation of Dual Apprenticeship Programmes

This part aimed at identifying problems and challenges facing the implementation of Dual Apprenticeship Programmes in Tanzania. The following were the major challenges found by the researcher, some employers were hesitating  to recruit apprentices because they did  not  like  to incur double roles of paying apprentices’ allowance and  Skills Development Levy at the same time, lack of apprenticeship frame work, lack of incentives to the employers participating  in apprenticeship programme. 
Moreover, it was revealed, that the curriculum was not adequately being followed due to the shortage of training materials for practical training during off the Job Training,. Others   were contradictions of apprentices entry age in apprenticeship programme with labour laws requirement age, Lack of accommodation facilities during both on the Job and Off the Job Training Again, Lack of government support of apprenticeship training allowance to apprentices to cover public transport, meals,. Likewise, it was reported that some employers were not paying the apprentices allowance during the period of apprenticeship and there was lack of learning and training facilities.

6.4 
Conclusions 

The findings of the study were, the Dual Apprenticeship system is a block release training system whereby apprentices spend different weeks of the year alternating between a training centre and their respective workplaces. Secondly, the researcher found that many apprentices were taking programmes that comprised of alternating On-the-job and Off-the-job training periods. Lastly, the study reveals that, the apprenticeship programme was not well known in the industries.  
It can be concluded that, Dual Apprenticeship Programme can be used on improving skills of the labour force in Tanzania if industries and VETA management, teachers and mentors complement each other in terms of knowledge, attitudes and skills. The findings recommend that, VETA should keep on requesting the employers and government to come up with a National Apprenticeship framework with its regulations which will make the stakeholders abide to in developing and implementing the Dual Apprenticeship Programme. 

6.5 
Implication of the Study 

There are three parts that are crucial in implementing the apprenticeship-training programme in Tanzania. These are Training institutions, Industry and the Government. There is a need of proper framework that will bring together these institutions to facilitate the Dual Apprenticeship Programme. The researcher recommends that, VETA should keep on requesting the government through the Minister responsible for Vocational Education and Training to come up with a National Apprenticeship Policy that will bring together the stakeholders in developing and implementing the National Apprenticeship Programme. 
The policy is important now by considering the intention of the Government to turn Tanzania into a medium class industry economy. The policy should clearly state the role of the Government, Industries, Training centres, apprentices and parents in conducting the programme with the aim of promoting youth employment. Parents should play their part in developing the career of the young generation. Industries should take this as an investment for work force availability and a social responsibility in their areas of operations. The Government on its part should take this as an opportunity to keep the young people busy all the time and by doing so, it will reduce crimes, mischief in the society.

The researcher has indicated that implementation tools and were there, but they were not adequately being used for implementation of the programme.  The researcher recommends that there should be keen review of the implementation equipment and tools by involving Training Institutions, Industry and the Government. Moreover, the researcher revealed that the Dual Apprenticeship unit was working harder but isolated in implementing the Programme, with less support from other units of the same institution. 
The researcher recommends for the reorganization on structure, facilities and work force. The structure should create harmony and build teamwork on the implementation of this programme. Teachers and mentors should be equipped with both skills and adequate knowledge and attitude on the occupation/trade as much as possible in order to enable them cope with new emerging technological changes in the industries. 

6.6 
Recommendations

Based on the findings and observations, the researcher puts forward the following:

Recommendations relating to the Dual Apprenticeship Training:

6.6.1 
Recommendations for Action

Based on the findings of the study it is recommended that:

(i) VETA should keep on requesting the government through the Minister responsible for Vocational Education and Training to come up with a National framework Policy which will  bind  the stakeholders in developing and implementing a National Apprenticeship Programme. The policy is important now by considering the intention of the Government to turn Tanzania into a medium class industry economy. The Apprenticeship policy should clearly state the role of the Government, Industries, Training centres, and parents in conducting the programme with the aim of promoting youth employment. 

(ii) Parents should play their part in developing the career of the young generation. For their part, industries should take this as an investment for work force availability and a social responsibility at their areas of operations. The Government on its part should  take this as an opportunity of keeping the young people busy all the time and in doing so, it will reduce crimes, mischief in the society.

(iii) Teachers and mentors should be equipped with both hands on skills and adequate knowledge on the occupation/trade as much as possible in order to enable them cope with technological changes in the industries. Facilities for training have to be modernized  enough for upcoming enrolments.

(iv) The training centres should own the programme and treat it as ‘their own baby’ and not something to be left to take care of itself. There is a need to have a coordinating unit at the training centre that will bridge the gap between the project coordination unit, teachers and the training centres management. A clear chain of command should be established together with procedures to manage the day to day activities of the programme in order to emphasize accountability and responsibility. 
(v) The curriculum needs some improvement and adjustment. Some supportive and skills subject may be needed and more time and seriousness in teaching the supportive subject since they contribute to the final award. The suggested subjects are cross cutting subjects which are in the normal curriculum, and car air conditioning for automotive occupation. The time duration for the hospitality occupation need to be shortened if the need be. This exercise should be done jointly by involving all stake holders and key players namely VETA HQ, Programme management team, training centres, industries, teachers and mentors. The award certificate needs also to be considered in order to be in line with the National frame work award and therefore be favourable for apprentices’ career development and job entry qualification for remuneration as per National scheme of service.
(vi) Sponsorship for the apprentices’ remuneration packages, such as training and transport allowance, Accommodation, Upkeep costs and insurance cover, should clearly be indicated for smooth implementation of the programme. This can be achieved by imposing it to the parents/guardians through a normal fee structure just like it  is  the case in other programmes.It  should  be shared between parent/guardian and the industry or be taken  totally to the industry. The Government can support this by providing apprentices with study loans or support the industry by giving back some of the Skills Development Levy (SDL) in any form. VETA can also intervene and support this through Skills Enhancement Programme (SEP). The industries could be encouraged to mandatorily pay the aapprentices after attaining a skill level which makes them productive to the industry.

6.6.2 
Recommendations for Further Studies

This study focused on the contribution of Dual Apprenticeship Programmes on improving skills of the labour force in Tanzania. Therefore;

(i) There is a need to conduct similar studies in other area like the contribution of vocational education to youth employment.

(ii) This study employed qualitative research approach using a case study design. Therefore, another study should be done in the same or in different area using mixed research approach to make the comparison of the findings.

(iii)  Other study should be done on aapprentices’ perceptions in implementing the dual Apprenticeship Programme. 
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APPENDICES

Appendix 1: Questionnaires for apprentices and graduates from VETA
Introduction
Dear respondent, I am FRANCIS PIRIMIN KOMBA, a second year student pursuing Master of Education in Administration, Planning and Policy Studies at The Open University of Tanzania. As a requirement for partial fulfilment of the programme, the researcher is required to do a research and write a report on any issue of interest that merits investigation. Therefore, I am requesting your participation in this study entitled “The Contribution of Dual Apprenticeship Programme in Creating Skilled Labour Force in Tanzania, A Case of VETA - Dar es Salaam Zone.
General Instructions  



Do NOT write your name on this questionnaire. Your response will remain anonymous and will NEVER be linked to you personally. Sincerely, the information was used for academic purposes and not otherwise. Your participation is entirely voluntary. If there are items you do not understand, please ask. Thank you in advance for your hearty cooperation.

Please fill the following questions   
1. What mode of training you think is useful for you? 

A: Institutional Based Mode      B: Dual Apprenticeship Programme

2. Which vocational skill were you trained in? 

A: Hospitality 
 

[
]    
B: Electric Installation [
]   

C: Motor Vehicles Mechanics [
]
D: Other (specify) …………

3. Did you choose the dual apprenticeship programme for yourself? 

A: Yes [
]         B: No
 [
]

4. If the answer in question 8 above is No, who chose it for you? 

A: Parents
 [
]      B: Instructors
[
] C: Friends
[
] D: Brother/Sister
[
]
E: Other (Specify)………………… 

5. In your training from VETA, did you get dual apprenticeship programme?

A: Yes [
]         B: No
 [
]

6. Did dual apprenticeship programme help you in getting employment? 

A: Yes [
]         B: No
 [
]

7. What do you say about labour market for those who get dual apprenticeship programme of vocational training graduates? 

A: There are many employment opportunities
 [
]  

B: Few employments  
[
] C: Very few opportunities 
[
]   

D: No opportunity 
[
]     
  F: Do not know   
[
]  

8. Was the training obtained at the College relevant to dual apprenticeship programme?

A: Yes [
]         B: No
 [
]

9. Did you graduate and get the apprenticeship certificate from the college?

…………………………………………………………………………………………………………………………………………………………….……     

10. What was your working hour’s schedule during aapprenticeship programme?

…………………………………………………………………………………………………………………………………………………………….……    
11. How did  the block release system through Apprenticeship Programme create skilled labour force?

………………………………………………………………………………… 

…………………………………..…………………………………………

12. Mention three internal contexts in which dual apprenticeship was implemented in your institutional organization 

i. ……………….………………….……         

ii. …………………………………..…… 

iii. …………………………………………        

13. Mention three external contexts in which dual apprenticeship was implemented in your industry 

i. ……………….………………….……         

ii. …………………………………..……

iii. ……………………………………….         

14. Point out four challenges which the students face in the implementation of dual apprenticeship programme 

i. ……………….………………….……         

ii. …………………………………..……

iii. ………………………………………
15. Number of students that  graduated since 2013 to date 

	Occupations
	Centre
	

	
	
	

	Electrical
	DSM-RVTSC
	

	Automotive
	DSM-RVTSC
	


16. Number of Continuing  Students 

	Occupations
	Centre
	

	
	
	

	Electrical
	DSM - RVTSC
	

	Automotive
	DSM - RVTSC
	


17. Number of Industry Involved inDual Apprenticeship Programme

	Occupations
	Centre
	

	Electrical
	DSM-RVTSC
	

	Automotive
	DSM-RVTSC
	


18. Enrolment Status of Dual Apprenticeship Training System

	Occupations
	Centre
	

	
	
	

	Electrical
	DSM-RVTSC
	

	Automotive
	DSM-RVTSC
	


19.  Duration used for  Vocational Training  

	Duration
	Frequency
	Percentage

	Six months 
	
	

	One year 
	
	

	Two years
	
	

	Three years 
	
	

	Total 
	
	


20. Responses on Language Barrier     

	 
	Frequency 
	Percent

	Not satisfied
	
	

	Least satisfied
	
	

	Satisfied
	
	

	Very satisfied
	
	

	Total
	
	


21. Attitudes of Employers Towards Suitability of VETA Graduates for Employment 

	 
	Frequency
	Percent

	Not satisfied
	
	

	Least satisfied
	
	

	Satisfied
	
	

	Very satisfied
	
	

	Total
	
	


Thank you very much for your cooperation

Appendix 2: Questionnaire for Management and Instructors of Vocational Training Centres

Introduction
Dear respondent, I am  FRANCIS PIRIMIN KOMBA, a second year student pursuing Masters of Education in Administration, Planning and Policy Studies at The Open University of Tanzania. As a requirement for partial fulfilment of the programme, the researcher is required to do a research and write a report on any issue of interest that merits investigation. Therefore, I am requesting for your participation in this study entitled “The Contribution of Dual Apprenticeship Programme in Creating Skilled Labour Force in Tanzania, A Case of VETA - Dar es Salaam Zone.
General Instruction 

Do NOT write your name on this questionnaire. Your response will be anonymous and will NEVER be linked to you personally. Sincerely, the information will be used for academic purposes and not otherwise. Your participation is entirely voluntary. If there are items you do not understand, please ask. Thank you in advance for your hearty cooperation.

Please fill in the following questions   
1. Which subject(s) are you teaching?

……………………………………….

2. What is your level education for the subject(s) you  are  teaching?

A: level one
[
] 
B: level two
 [
]

C: level three 
[
]
D: Apprenticeship certificate 
[
] 

3. Are the subjects you are teaching relate to the day-to-day activities? 

A: Yes
[
]
B: No [
]

4. Is the subject you teach  appropriate for self-employment? 

A: Yes
[
]
B: No [
]

5. Have you received the training in dual apprenticeship programme? 

A: Yes
[
]
B: No [
]

6. Do the apprenticeship graduates get employment after their training? 

A: Yes
[
]
B: No [
] C:  Don’t know 
[
] 

7. What do you think are the factors that hinder the  youth to join dual apprenticeship programme? 

A: Knowledge about vocational education
[
] B: Training cost [
]

C: Training duration 
[
] D: Family status 
[
]

E: Others, specify …………………………………………………… 

8. What are the formal employers’ preferences for the vocation training of graduates?      

A: Multi skilled 
[
]
B: Job experience
 [
]

C: Sex preferences: Female 
[
]
Male
[
]

D: Dual apprenticeship experience 
[  
] 
E: Formal skills [
]

F: Age specific [
]

H: Others, specify ………………… 

9. 11. What strategies do you think can motivate youth to join dual apprenticeship programmes? 

............................................................................................................................ Are the dual apprenticeship programme skills an important component of the youth employment? 

A: Yes
[
]
B: No [
]

10. Do the skills of dual apprenticeship programme acceptable  to the employer?  

A: Yes
[
]
B: No [
] C: Don’t know [
]

11. What do you think are the problems of  the dual apprenticeship programme  on youth unemployment? 

………………………………………………………………………………………………………………………………………………………………… 

12. What do you think can be the solution of youth unemployment?  

…………………………………………………………………………………………………………………………………………………………………… 

13. What suggestion do you have to facilitate youth employment after their dual apprenticeship programme?............................................................................ 

14. Do you think that there is relationship between dual apprenticeship programme and youths’ employment? 

A: Yes
[
]
B: No [
] C: Don’t know [
]

15.  If the answer  in question 20 is yes, how? …………………………………. 

16. Did the training centre involve itself  in assisting graduates to secure employment after dual apprenticeship programme? 

A: Yes
[
]
B: No [
] C: Don’t know [
]

17. What are the training strategies in empowering graduates for self-employment after dual apprenticeship programme?      

A: Yes
[
]
B: No [
] C: Don’t know [
]

18. What are Training strategies in improving the training for the self-employment focus after dual apprenticeship programme?

…………………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………. 

19. What suggestions can you give to employers concerning the issue of 

dual apprenticeship graduates? 

…………………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………. 

20. What were the internal contexts in which dual apprenticeship was implemented in your organization? 

…………………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………. 

21. How was  the Dual Apprenticeship Programme implemented in your organization towards creating skilled labour force?

…………………………………………………………………………………

………………………………………………………………………………. 

22. What are the challenges does your organization face in the implementation of dual apprenticeship programme? 

…………………………………………………………………………………

………………………………………………………………………………. 

23. Are you facing any technological challenges in implementing the programme? 

24. How do you rate the cooperation and competency of mentor participation in this project?

…………………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………. 

25. What are your views on the programme?

…………………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………. 

26. What can be made to improve the Apprenticeship Programme?
…………………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………. 

Thank you for your cooperation

Appendix 3: Interview Guide for Mentor/Supervisor

Introduction
Dear respondent, I am  FRANCIS PIRIMIN KOMBA, a second year student pursuing Master of Education in Administration, Planning and Policy Studies at The Open University of Tanzania. As a requirement for partial fulfilment of the programme, the researcher is required to do a research and write a report on any issue of interest that merits investigation. Therefore, I am requesting for your participation in this study entitled “The Contribution of Dual Apprenticeship Programme in Creating Skilled Labour Force in Tanzania, A Case of VETA - Dar es Salaam Zone.
Kindly provide simple answers for the following questions listed below
1. What is your qualification, areas of specialization and  working experience?

2. How many apprentices have you  ssupervised so  far?

3. How do you rate the  Apprentice Curriculum?

4. How do you balance working time and  training?

5. How do you rate the aapprentices’ skills and competences?

6. How do you rate the cooperation  shown  by  the training iinstitutions?

7. Did you face any technological challenges in implementing the programme?

8. How do you rate the cooperation  shown  by  the Company/Industry Management?

9. Did you obtain any allowance as a motivation?

10. Are the working environments adequate for this programme, in  terms  of working tools, machines, equipment and safety gears?

11. Is the programme beneficial to your company/Industry?

12. What are advantages and disadvantages of the programme? 

13. What are challenges of the programme and what improvement should be made to improve the programme?.

Appendix 4: Questionnaire for Employers

Introduction
Dear respondent, I  am FRANCIS PIRIMIN KOMBA, a second year student pursuing Master of Education in Administration, Planning and Policy Studies at The Open University of Tanzania. As a requirement for partial fulfilment of the programme, the researcher is required to do a research and write a report on any issue of interest that merits investigation. Therefore, I am requesting for your participation in this study entitled “The Contribution of Dual Apprenticeship Programme in Creating Skilled Labour Force in Tanzania, A Case of VETA - Dar es Salaam Zone.
General Instruction 

Do NOT write your name on this questionnaire. Your response should anonymous and will NEVER be linked to you personally. Sincerely, the information was used for academic purposes and not otherwise. Your participation is entirely voluntary. If there are items you do not understand, please ask. Thank you in advance for your hearty cooperation.

Please fill the following questions   
1. What were the internal contexts in which dual apprenticeship was implemented in your industry? 

……………………………………………………………………………………………………………………………………………………………………

2. How the Dual Apprenticeship Programme was implemented in your company towards creating skilled labour force?

………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

3. What are the challenges that  your industry faces in the implementation of dual apprenticeship programme?  

4. The following statement is about Dual Apprenticeship Programme, answer it by using likert scale where;

1
 = 
Stand for strongly disagree 

2 
= 
Stand for Disagree 

3 
= 
Stand for Neutral 

4 
= 
Stand for Agree 

5 
= 
Stand for strongly agree

	S/N
	Statements
	Likert scale 

	
	
	1
	2
	3
	4
	5

	1
	Dual apprenticeship programme helps youth to get employment.
	
	
	
	
	

	2
	Employers hire youth with vocational skills acquired from dual apprenticeship programme.
	
	
	
	
	

	3
	A lower school leaving age cannot increase chances of youth to find job through dual apprenticeship programme.
	
	
	
	
	

	5
	Employers cannot play a role in increasing youth employment through dual apprenticeship programme.
	
	
	
	
	

	6
	Employers cannot employ graduates from dual apprenticeship programme.
	
	
	
	
	

	7
	Vocational training provided by VETA are not providing dual apprenticeship programme that employers are looking for employment.
	
	
	
	
	

	8
	Many employers like to employ a graduate that get dual apprenticeship programme than who did not get it.
	
	
	
	
	

	9
	Many employers like to employ graduate that get institutional programme than who did not get it.
	
	
	
	
	


Thanks for your cooperation
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