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Abstract

The Ethiopian economy has grown significantly and the govern-
ment has prioritized industrial skills development and expanded
technical and vocational education and training (TVET). How-
ever, mismatches between the skills available and the skills
required are widespread and the unemployment rate for TVET
graduates is high. Little scholarly effort has been made to empiri-
cally identify the exact types and domains of skills in which
these supply–demand mismatches happen. The present study
relies on interviews with 30 vocational trainers, 19 employees, 13
factory managers and 3 garment industry experts. To measure the
perception gaps between the supply and demand sides of worker
skills and explain why mismatches occur, we conducted an
assessment in which assessors from among the factory managers
and vocational trainers along with the three industry experts
concurrently graded the garment-manufacturing vocational skills
of the same workers. For this purpose, we developed a unique
instrument that captures the knowledge and skills of workers in
real work environments. The analysis reveals that TVET trainers
expect students to have comprehensive skills and grade the skills
of workers more generously, whereas factory managers expect
not variety but quality, and score workers’ performance more
critically. Differences in the educational backgrounds and practi-
cal experience of assessors contribute to these gaps. The evidence
from this study suggests that the vocational skills assessment
instrument we have developed for our research is valid and can
serve as a basis for future large-scale performance assessments.
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Introduction

Over the past few years, the interplay between vocational training and the demand for
skills has become a high-priority concern among academics and policy makers
(Kleibrink, 2013; M€uge & Andrews, 2015; World Economic Forum, 2014). The research
to date, however, has tended to focus on the consequences of skills mismatch (Bauer,
2002; McGoldrick & Robst, 1996) rather than on identifying the exact types and
domains of skills in which the mismatches occur. Moreover, among the limited works
that have tried to assess the skills mismatch, the majority have relied on the self-
reported skills of workers as the basis of comparison with demanded skills (Robst,
2007). However, because they are based on subjective and individual judgment, these
methods are prone to bias (Allen et al., 2013; Hartog, 2000). Although there is limited
understanding of how to objectively assess the actual skills of workers, information is
also lacking regarding employers’ perceptions of new workers’ competencies and the
matches or mismatches between these perceptions and training providers’ perceptions
about required skills. Given this situation, this paper aims to contribute to this growing
area of research by objectively assessing workers’ skills through practical tests in rela-
tion to the gap in perceptions about expected skills between training providers and
employers.

This research focuses on the Ethiopian textile and garment industry for several pol-
icy reasons. The most recent data rank Ethiopia as the second-largest foreign direct
investment destination among least-developed countries. The textile and garment
industry is the fastest growing and most highly prioritized sector in the country, and it
has a great potential for employment growth. According to government statistics
(Central Statistical Agency of Ethiopia, 2013), this sector contributes nearly 1.5 per cent
of gross domestic product (GDP) and 9.01 per cent of the country’s industrial produc-
tion. As for labor demand, the sector provides about one-fifth of total manufacturing
employment, with approximately 45,000 workers. Accordingly, the technical and voca-
tional education and training (TVET) institutes in the country also assign the largest
number of trainers and students to textile-related programs. In the city of Addis Ababa
in 2013, out of 9830 TVET trainees, 2908, or 29.6 per cent, were in textile-related pro-
grams, followed by construction and automotive programs (Addis Ababa City Admin-
istration TVET Agency, 2015). In spite of this effort, a large number of TVET graduates
in these programs are left unabsorbed into the labor market. As of 2011, fields in which
more than half of graduates were unemployed included weaving and textile engineer-
ing, together with woodworking and carpentry and plumbing. At the same time, more
than 50 per cent of vacancies in large- and medium-sized firms are expected to be filled
by skilled production workers, compared with fewer than 10 per cent by managers
and professionals who hold educational certificates in the liberal arts (Geiger & Moller,
2015). This fact points to a mismatch between labor demand and training, regardless of
the expanded demand for and effort to train skilled workers, as well as an urgent need
for adequate policy measures to mitigate it.

This paper contributes to the literature on skills development in at least two impor-
tant ways. First, empirical work on the mismatches between the demand and supply
sides of worker skills typically includes little information about the domains in which
mismatches occur and why they occur. In a review of 27 studies drawn from data from
dozens of countries, Cunningham and Villase~nor (2016) report that a wide number of
studies have centered around a priority ranking of the most important skills (Burrus
et al., 2013; World Bank, 2014; Zemsky, 1997) and a ranking of the perceived gaps. The
majority of these studies ask employers to identify the most important skills that they
need in their employees (McKendrick, 1986), rank a predetermined list of skills in order
of importance (Andreasson, 2009; Mourshed et al., 2012; Ogier, 2009,World Bank, 2011)
or rank the most lacking skills according to how large the gap is between observed and
expected skills (Arnhold et al., 2011; Close, 2012; Martin et al., 2008). These studies have
tended to simply report employers’ stated skill preferences, lacking objectivity and a
link between what employers prefer and what actual tasks workers are doing. In con-
trast, our paper provides a unique contribution in that we ask different parties
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(employers, TVET trainers and TVET experts) to concurrently and objectively evaluate
the same set of skills of relatively inexperienced workers performing in the actual work
setting and to compare that evaluation with the preferred skills they express in a ques-
tionnaire. By doing so, we investigate the exact domains of supply–demand mis-
matches and the reasons they occur.

Our second and more important contribution is the development of a module to
assess vocational skills and attitude toward work in a developing-country setting. The
assessment of learning outcomes has become a hot issue in recent years, particularly
for learners in developing countries. Since the quantitative expansion of formal educa-
tion, many people have expressed concern that simple access to schooling is not
enough and that the outcomes of education, whether or not it is in a basic school, a
TVET institution, or a university, have to be of high quality and relevant to students’
actual life needs. TVET system reforms, which many countries are going through, are
taking place along this line of discussion about improving the relevance of skills and
knowledge. Meanwhile, the tools to assess people’s competency in solving real-life
problems in the actual work setting are not well articulated. Moreover, most of the
existing skills assessments focus on academic and competency testing, using written
tests to measure individuals’ knowledge in the traditional academic subject areas such
as mathematics, writing and science. There are few operational cases of large-scale
assessments of learning outcomes that assess whether individuals have the knowledge
and skills required to perform effectively in a job or occupational area. The Programme
for International Student Assessment (PISA), conducted by the Organisation for Eco-
nomic Co-operation and Development (OECD), is the leading multicountry test1 of 15-
year-old students’ problem-solving skills in science, mathematics, reading and finance.
However, in the context of developing countries, such assessments are almost nonexis-
tent.2 Some observers have expressed concern that Western assessment tools may not
be valid in other countries due to cultural and contextual differences, not only in
assessment techniques but also in the overarching constructs to be measured.3 Our
paper contributes to the current discussion by providing a framework to assess
garment-related vocational skills in a developing-country context. Taken as a whole,
our module is designed to capture the evaluee’s stock of accumulated knowledge in a
real working environment and to involve more complex levels of thinking than tradi-
tional tests. Thus our vocational skills assessment will serve as a basis for future large-
scale performance assessments in developing countries.

The remainder of the paper is organized as follows. The next section contains a short
description of the mismatch of labor demand and TVET in Ethiopia. Thereafter, we
present the methodology for data collection and highlight key features of the vocational
skills assessment. The following sections introduce the empirical model and discuss
estimates of the perception gaps and skill expectations. The final section offers
conclusion.

The mismatch of labor demand and TVET in Ethiopia

Driven by an intensive public infrastructure program as well as strong service and
agriculture sectors, Ethiopia has achieved one of the fastest economic expansions in
sub-Saharan Africa, averaging 10.9 per cent per year between 2004 and 2014 (Moller,
2015). However, regardless of the general improvement in its economic state, Ethiopia
faces challenges to its value-added manufacturing and job creation. Manufacturing still

1 Seventy economies, including countries and regions of countries, took part in PISA in 2015 (OECD,
2016).
2 Rao et al. (2014) developed a culture-sensitive competency assessment test for children ages 3–5 in the
East Asia and Pacific region. Although the assessment module is specifically designed for early child-
hood, the authors’ approach to constructing it has general implications for the measurement of noncog-
nitive skills in developing countries.
3 In response to these concerns, the OECD started to design the new PISA for Development in 2013, but
that instrument is yet to be operational.
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represents only 4 per cent of GDP, whereas the agriculture and service sectors together
account for 90 per cent. Unemployment has remained high, especially among youth in
urban areas (World Bank Group, 2015). The urban youth unemployment rate was 27
per cent in 2005 and 24 per cent in 2011, for a meager annual reduction rate of 1.9 per
cent. With regard to duration of unemployment, it is worth noting that 30 per cent of
young people spend more than 12 months unemployed before finding a job (Central
Statistical Agency of Ethiopia, 2014).

Beginning a few years after the turn of the millennium, the Ethiopian Government
initiated a fundamental reform of the TVET system and increased the number of
enrollments in TVET institutions. Two interrelated aspects of this reform are worth not-
ing. First, the reform set the pace for an outcome-based TVET system, whereby trainees
are trained to attain occupational competencies rather than following a traditional cur-
riculum. Competency-based training follows occupational standards developed by
both trainers in vocational training institutions and representatives of industry.
Another interesting aspect of this reform is that it pledges to provide cooperative train-
ing between vocational training institutions and firms as a means of increasing the rele-
vance of training and facilitating the transition from school to work. The cooperative
training system aims at providing 70 per cent of training content at the industry site
and 30 per cent in the vocational institution. Spurred by the goal of making Ethiopia a
middle-income country by 2025, the government emphasizes the training of mid-level
technicians (Government of Ethiopia, 2005). Therefore, overall TVET enrollment has
grown at an annual rate of around 30 per cent since the middle of the last decade, hav-
ing climbed from 106,336 in 2005/2006 to 308,501 in 2009/2010 (Krishnan &
Shaorshadze, 2013). In tandem with the industrial policy of prioritizing the textile and
garment industry, TVET institutes have assigned the largest number of trainers and
students to textile-related programs.

Regardless of this emphasis on TVET, however, the unemployment rate remains
high, particularly among TVET graduates. Textile engineering is one of the areas in
which more than half of graduates remain unemployed, together with woodworking
and carpentry, weaving and plumbing (Central Statistical Agency of Ethiopia, 2014).
Some analysts argue that one of the causes of the mismatch between training and
employers’ expectations is the inability of TVET institutes and their curricula to catch
up with the fast pace of change in the economic environment and the consequent
change in demanded skills (Wolter & Ryan, 2011). Others point to problems in the
assignment system for students entering TVET programs. Krishnan and Shaorshadze
argue, based on their interviews with TVET graduates, that the Ethiopian Government
is ‘command driven’ and assigns students to TVET programs proportionally based on
its manpower development plan, without considering students’ own preferences.
Those students who are forced to learn skills for a sector not of their choice have little
motivation to look for jobs in that sector. Matching TVET graduates with industry (the
school-to-work transition) is another problem. Although there are public services that
provide information for job seekers, many people find jobs through personal connec-
tions. Also, regardless of the increased internship of TVET students in the private sec-
tor (cooperative training), many employers are hesitant to employ interns because of
the mismatch between their expectations and students’ skills (Edukans Foundation,
2009; Hailu, 2012).

Given that improved relevance is the major objective of the current TVET reform, it
is natural that there is a growing discussion about matching vocational training with
industrial labor demands. At the same time, the research and policy debates to date
have tended to focus on the determinants and consequences of skills mismatch rather
than identifying the exact types and domains of skills in which the mismatches occur.
Therefore, we do not really know whether the newly developed occupational stand-
ards have produced workers with skills more appreciated by employers than before.
Further, we also do not know which domains of knowledge require more training and
which ones are not in much demand.

Ethiopia’s 2010 Education Sector Development Plan IV emphasizes the importance
of assessing TVET students’ learning outcomes (Federal TVET Agency of Ethiopia,
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2010; Government of Ethiopia, 2010). The outcomes of competency-based TVET, which
Ethiopia has adopted, are to be assessed based on the occupational standards, which
are composed of ‘units of competence’ set for respective levels of qualification in a
framework from the production to the management level. Competency in this context
means ‘the ability to perform an operation or activity within an occupation to a speci-
fied standard’ (Federal TVET Agency of Ethiopia, p. 7). The national qualification
framework is based on the assumptions that the occupational standards developed
with input from industries are relevant to work contexts and that the assessment of stu-
dents’ skills and certification based on the results indicate graduates’ preparedness for
the world of work. However, there are some issues with these assumptions. First, the
passing rate for assessments based on occupational standards is less than 20 per cent
(Krishnan & Shaorshadze, 2013). Therefore, if one accepts the results of the assessment
straightforwardly, TVET institutions are failing to produce very many competent grad-
uates. Second, although the training is said to be outcome-based, the current assess-
ment system looks at test takers not in the actual work setting but in the assessment
center, called the ‘center of competence’. Also, despite the fact that problem-solving
skills in the actual work setting comprise not only vocational skills in the use of the
hands but a complicated combination of cognitive, noncognitive and behavioral skills,
assessments still focus exclusively on the performance of assigned tasks. Because they
are based on the units of vocational skills to be checked, the occupational standards
also fail to address the nexus of contextualized skills.

Vocational skills assessment

Design of the data collection tools
The current research aims to capture the multiple skill dimensions of the garment pro-
duction worker, given the recognized limitations of competency assessment of voca-
tional skills in Ethiopia. Our assessment was uniquely designed to combine
information on garment workers’ production skills with data on the skills factory man-
agers and trainers perceive as important. Although it assessed factory workers’ work-
related skills, it also asked employers and trainers about their desired levels of cogni-
tive, noncognitive and work-related skills in order to compare differences in expecta-
tions between employers and trainers – that is, to look at both the demand and supply
sides of worker skills. By doing so, this assessment can examine the domains of sup-
ply–demand mismatches along multiple skill dimensions.

The main purposes of the questionnaire were to identify (1) whether or not there is
any gap in the expectations for workers’ skills between the supply and demand sides;
(2) whether or not the expectations from the labor market and from the training institu-
tions correspond to the self-evaluation of workers; (3) whether or not stakeholders’
demographics and professional backgrounds affect their perceptions of skills. For these
purposes to be fulfilled, as shown in Table 1, items on expectations for cognitive, non-
cognitive and work-related skills were made identical between the questionnaires for
factory managers (a) and TVET trainers (b), whereas items on respondents’ back-
grounds and their institutions/firms differed between the two questionnaires. Ques-
tionnaire (c) asked workers to assess their own work-related skills and behavior at the
workplace.

Samples and arrangements for the research
For the purpose of this research, we developed a module to assess vocational skills in
garment production, using Ethiopia as a case study. Among various subsectors of the
textile and garment industry in Ethiopia, garment production is very labor intensive
and generates about 35 per cent of gross value added, whereas knitting, weaving and
spinning represent only 20, 15 and 15 per cent, respectively (Chavan, 2013). Therefore,
to capture the characteristics of skills required in the part of the sector that involves the
largest number of workers and economic outputs, participants in the research were
selected from the garment production units of the TVET institutions and factories in
the capital city, Addis Ababa and its vicinity.
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During the first fieldwork in December 2015, the team contacted 35 garment fac-
tories listed as members of the Ethiopian Textile and Garment Manufacturers
Association and based in Addis Ababa or its vicinity. Out of 35 factories contacted,
13 agreed to take part in the research (Table 2). We visited these factories to admin-
ister the survey for factory managers, denoted as questionnaire (a). We also asked
managers to nominate a few workers who were relatively new to the factory (with
between 1 and 3 years of experience) to take part in the skills assessment in January
2016. We also asked them, if possible, to mix workers who had graduated from
TVET and those who had not.

To obtain the views of TVET providers, after reviewing statistics from the federal
TVET agency on the 27 public TVET institutes in Addis Ababa, we selected the top
five in student enrollment in garment production programs, which prepare students
for Levels 1–4 of the Ethiopian national garment occupational standards. According to
statistics for 2014/2015, the numbers of garment production students in these schools
were as follows: Institute 1: 312, Institute 2: 368, Institute 3: 378, Institute 4: 368 and
Institute 5: 802 (Addis Ababa City Administration TVET Agency, 2015). At these five
institutes, we administered questionnaire (b), the survey for TVET trainers, to a total of
30 garment production trainers.

In January 2016, 19 relatively new employees came to one site to take part in the
skills assessment. They were also asked to fill out a questionnaire on their personal and
family background, training and work experience and attitude toward work, denoted
questionnaire (c). To compare assessors’ tendencies in grading the workers’ perform-
ance, we invited equal numbers of assessors from three categories: three TVET institute
trainers; three factory managers; and three experts from the Textile Industry Develop-
ment Institute (TIDI), a training and research institute under the federal Ministry of
Industry. In addition to information from the demand and supply sides, assessment by
the TIDI experts was expected to add the perspective of industry specialists who are in
a neutral position in the labor market.

The skills assessment examined whether the workers had the skills that both the sup-
ply and the demand sides expected. The purpose of having three categories of asses-
sors at once was to let them assess the same group of workers concurrently. The
questionnaires allowed us to compare differences in expectations by the assessors’
institutional affiliation, experience, educational background and so on. However,
expressed expectation is not enough unless we examine how it is translated to the
actual evaluation of workers in front of the assessor. As mentioned before, one of the
challenges common among scholarly efforts at comprehensive skills assessment is to
control the bias that results from subjective evaluation. Thus, one of the methodological
strengths of this study is its design of having the same workers assessed by different
groups of assessors at the same time. This design also allowed us to contrast stated
expectations with actual evaluations.

Table 2: Research tools and participants

Research tool Characteristics Participants No. of participants

Questionnaire
(a) The demand side Factory managers 13
(b) The supply side TVET college trainers 30
(c) The workers New factory employees 19
Skills assessment Assessment takers New factory employees 19

Assessors Factory managers 3
TVET college trainers 3
TIDI experts 3

TIDI 5 textile industry development institute; TVET 5 technical and vocational training.
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Vocational skills assessment
A methodological strength of our instrument is that it was based on the core competen-
cies identified in the Ethiopian occupational standards, whereas the activities were rel-
atively simple and took only 30 min per assessment taker. With the advice of experts
on quality management within garment factories, we prepared groups of activities to
assess skills in four areas: (1) pattern development; (2) analysis of garment structure;
(3) machine sewing; (4) finishing of the garment. The points of assessment included the
following (details are shown in Table 3):
1. Pattern making: we gave a shirt to workers and assessed whether they could draw

the pattern from which its sleeves were cut. The assessment comprised four items,
examining workers’ knowledge of the pattern’s key elements, such as armhole,
sleeve cap and sleeve bottom.

2. Garment structure: we asked workers to compare two shirts and explain how their
construction differed. This assessment had six items, mostly concerning the skills
of accurately measuring important parts of the garment and comparing two shirts
accordingly.

3. Sewing: these activities tested the skills of sewing small pieces of cloth using the
sewing machine. The assessment was made on five items, including the straight-
ness and consistency of stitch, finishing without wrinkles or twists and appropri-
ate preparation of the needle and threads.

4. Finishing: finishing skills are those of ironing and folding, assessed on four items.
Assessors used a five-point Likert scale, ranging from 1 5 very unsatisfactory to

5 5 highly satisfactory, to grade the performance of workers. Across the four activities,
there were 20 assessment items. Instead of giving detailed scoring guidance through
standardized assessment criteria, we let the assessors grade the workers’ performance
based on their own judgment. This decision was made for consistency with our objec-
tive of examining differences between employers and trainers in the relationship
between their perceptions about skills and their assessment of a specific worker’s skills.

As mentioned earlier, the contents of our assessment were developed based on the
Ethiopian occupational standards and were validated by experts on quality manage-
ment in garment production. After the data were collected, we conducted exploratory
factor analysis (EFA) for all 20 points of assessment so as to cross-check their validity.
EFA is generally used when there is no a priori assumption about the underlying
dimensionality of the construct. Therefore, it was possible that the factors identified as
a result of EFA would not match with the groups of skills we intended to measure.
However, the outcome of EFA was in line with the four activities included in the
assessment. We determined the number of latent factors to retain based on the magni-
tudes of their eigen values and on a screen plot. Then, in the analysis, we used quarti-
min rotation with Kaiser normalization to rotate the factor loadings so that, by
construction, each point of assessment would load mostly on one factor. Interestingly,
Table 3 shows that each point of assessment loaded as expected within the different
factors or domains. The four domains of vocational skills in garment production are
confirmed by the extracted factor structure, which accounts for about 97 per cent of
total variation. As demonstrated by the high loading value, our module also satisfies
convergent validity, whereby each point of assessment within a given domain is associ-
ated with the points for other items in the same domain.

Next, we tested the internal consistency of items. We used Cronbach’s alpha, which
is one of the most widely used measures of the extent to which a set of items measures
a single, unidimensional latent construct. Also shown in Table 3, the Cronbach’s alpha
for all 20 points of assessment is 0.8683, meaning that all the points of assessment mea-
sure a single unidimensional construct, that is, garment vocational skills. Furthermore,
we evaluated the reliability of the four domains of vocational skills by computing the
Cronbach’s alpha for each domain. The results indicate good internal consistency for
the four domains of vocational skills.

Finally, we constructed two different indexes for each domain of vocational skill
assessment. Assuming an equal weight for all items, we constructed a simple score
that averaged all the points of assessment, using the predefined skill domains from the
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occupational standards as validated in the factor analysis. To test the robustness of our
measures, we also constructed an alternative measure that used the factor loadings of
the EFA as a weight to calculate a weighted average of the four domains of garment
vocational skills.

Procedures for data analysis

This section discusses our strategy for estimating whether there is any mismatch in the
perceptions of garment-specific vocational skills between training providers and
employers. Further, it discusses our approach to matching the factory managers’ and
TVET trainers’ questionnaire responses with their assessment of workers’ skills in
order to analyze how their stated skill expectations compare with their actual
evaluations.

Estimation method
We are particularly interested in the gap in perceptions among stakeholders about four
garment production skills. To contrast differing perceptions of workers’ skills between
TVET trainers and employers, we examined the effect of evaluators’ attributes on their
evaluations of workers’ performance. A well-established approach in the empirical
education literature to explain individual performance has been to regress individual
achievement on personal characteristics as well as school, teacher and state characteris-
tics (Hanushek, 1979). Following this literature, we model assessment performance
scores (A) of worker i graded by assessor j as a function of assessor and worker charac-
teristics, using the following equation:

Aij5 aij1bbij1gXij1kSij1eij (1)

where b represents our primary predictor of interest and equals 1 if the assessor is a
TVET trainer or TIDI expert, and 0 if an employer;4 X includes controls for the age,
gender, education and experience of the assessor; S is a vector of worker characteristics;
and a is an individual intercept specific to assessor j. Conventionally, educational out-
come equations like equation (1) have usually been estimated using multilevel regres-
sion models due to the nested structure of the test score data (Rabe-Hesketh &
Skrondal, 2012; Strand, 2014). However, we believe that ordinary least squares (OLS)
methods are well suited to our analysis, for two reasons. First, we are aware that OLS
techniques in the presence of clustered data may yield biased estimates because the
responses of the same individual at different times may not be independent, even after
conditioning on the covariates (Rabe-Hesketh & Everitt, 2004). The justification for OLS
in our study lies in the fact that we designed the experiment such that the same indi-
vidual is evaluated by different assessors at one time point. Thus, the only source of
variation in individual performance scores is the perception differences among asses-
sors, who also differ in their backgrounds. In this setting, the performance scores of a
given student graded by different assessors are net of the cluster effect and likely to be
uncorrelated, validating the use of OLS. The second factor in favor of OLS is that our
attempt to estimate the null model of the multilevel regression yields a small intra class
correlation (less than 11 per cent), implying that there is no reason to estimate a mixed-
level model. Note also that the goal of our estimates is not to relate assessors to worker
achievement scores but to measure how the differences in assessors’ grading patterns
are related to the differences in their background characteristics. But before proceeding
to estimate the empirical model, it will be helpful to discuss the structure of the data.

4 Although we involved TIDI experts as assessors based on the assumption of their neutrality between
the supply and demand sides, their assessment patterns and attributes were similar to those of TVET
trainers. Therefore, for the analysis, we decided to treat TVET trainers and TIDI experts as one group
and considered them as representing the perspective of trainers (the supply side).
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Skills expectations and assessment data
As mentioned earlier, the questionnaires for factory managers (a) and TVET/TIDI profes-
sionals (b) shared 29 questions on expected levels of cognitive, noncognitive and work-
related skills. Of these, this paper will focus on the 20 questions on work-related skills. In
particular, we focus on questions related to the four categories of work highlighted in the
worker skills assessment: pattern making, analyzing the structure of a garment, sewing
and finishing. As a result, we used the following items from questionnaires (a) and (b) for
our analysis of the four categories of skills: (1) pattern-making skills – skills to design gar-
ments, develop a pattern manually and develop a pattern using a computer-aided design
system; (2) analyzing garment structure – skills to measure the body and to mark, lay out,
and cut fabrics; (3) sewing – skills of both simple and complicated sewing; and (4) finishing
– skills to conduct apparel finishing and apply quality control. We calculated average
scores by category as well as total average scores, the latter denoted as ‘combined scores’.

In addition, because the aim was to study how assessors’ expectations regarding gar-
ment production skills are related to their grading patterns, we matched the 20 ques-
tions with the assessment score data. Initially, we had questionnaire responses from 13
factory managers and 30 TVET/TIDI professionals, for a total of 43 samples for these
two categories. Because six individuals who answered questionnaires also took part in
the workers’ assessment, we matched them to the assessors who did answer the ques-
tionnaire by gender, age, years of experience, occupation and education. We predicted
the garment skill expectations of unmatched assessors using the estimated coefficient
of an ordered logistic regression model. The model was estimated from the question-
naire for factory managers and TVET/TIDI trainers, with gender, age, years of experi-
ence, occupation and education as a set of independent variables.

Results and discussion

Descriptive results

For the analysis, we normalize the factory workers’ unweighted scores on the assess-
ment to have a mean of 0 and a standard deviation of 1 for the total sample. In addition
to the separate scores for the four categories of tasks, we also include their combined
score in the analysis, because the four tasks exhibit relatively low but significant corre-
lation. The interrelationships among the assessment scores (Table 4) show positive and
significant associations between pattern and structure (46.27 per cent), sewing and fin-
ishing (40.83 per cent), and to a lesser extent, structure and finishing (33.58 per cent).
Although sewing skills are not so much correlated with the skills of analyzing garment
structure and making a pattern, they are significantly correlated with finishing skills.
Based on these outcomes, one can argue that garment and textile factory workers have
skills mainly in sewing, ironing and finishing products, but not so much in analyzing
the structure of garments or making patterns.

Turning now to the distribution of the assessment scores, it is worth noting the differ-
ences in competencies among the sampled factory workers. As seen in Figure 1, the

Table 4: Pairwise correlations of grading scores

Combined Pattern Structure Sewing Finishing

Combined 1
Pattern 0.6918* 1
Structure 0.7967* 0.4627* 1
Sewing 0.6638* 0.2393* 0.2744* 1
Finishing 0.6454* 0.2362* 0.3358* 0.4083* 1

Note: *Pairwise correlation is significant at 5% level (two-tailed).
Source: Authors’ computation.
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distribution of sewing and finishing assessment scores is skewed to the right, with few
workers receiving low scores. On the other hand, pattern-making assessment scores
and, to a lesser extent, structure analysis scores are skewed to the left, showing that a
limited number of workers attained high scores. In pattern making, few workers could
carry out the required tasks, and the differences in capacity among workers were rather
obvious. One of the significant reasons for the low performance in pattern making is
that it is not a task frequently exercised by relatively new workers within the factory.
Some interviewees in Addis Ababa argued that patterns are generally sourced from a
large brand or created by clients, and most of them are standardized for use in many
operations in various countries. Moreover, some medium-sized factories can afford to
hire a highly skilled designer – usually an expatriate – with advanced knowledge of
computerized pattern making to create patterns in a specialized section of the factory.

This evidence corroborates our previous discussion and reinforces the conclusion
that sewing and finishing constitute the bulk of skills used in garment factories. More
important, these results indicate different tendencies in the composition of skills
between those trained in TVET institutes and those trained on the job.

Gaps in the perceptions of garment production skills

Now we turn the analysis to the main question of our research, whether there is any
difference in the pattern of skills grading between the supply and demand sides of gar-
ment production. The supply side is represented by trainers (including both TVET col-
lege trainers and TIDI trainers) and the demand side by employers. As explained
earlier, we originally treated TVET and TIDI trainers separately, assuming that TIDI
trainers would represent a neutral position between the supply and demand sides.
However, because their grading patterns were similar to those of the TVET trainers,
we decided to consider the two groups together.

Table 5 reports the results of estimating equation (1) for the combined assessment
score (Column 1), pattern items (Column 2), structure items (Column 3), sewing items
(Column 4) and finishing items (Column 5). The dummy variable for the assessor’s
being a TVET/TIDI trainer provides a direct test for the existence of perception gaps
between trainers and employers. This coefficient is significant in the model for com-
bined assessment score, structure, sewing and finishing, meaning that there are

-4 -2 0 2 4

Combined Pattern Structure Sewing Finishing

Figure 1: Distribution of assessment scores. [Colour figure can be viewed at
wileyonlinelibrary.com]

Source: Authors’ computation.
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perception mismatches in these tasks. As explained above, the scores for pattern mak-
ing are generally low, resulting in a lack of statistically significant impact on pattern
making of any variables, including the variable for trainer–employer difference.

The positive measure of the TVET/TIDI trainer coefficient indicates that trainers
tend to have generous grading criteria, whereas employers tend to be critical by evalu-
ating lower. The 0.28 coefficient in the model for combined score, for instance, implies
that being evaluated by a TVET or TIDI trainer after being evaluated by an employer
would raise the assessment score by 0.28 standard deviations. In sum, except for pat-
tern making, where differences are not seen because of generally low performance, the
trainers and employers demonstrate clearly different grading attitudes.

One reason for the difference between trainers and employers can be attributed to
the different approaches to training on the respective sides. TVET schools’ training
aims to develop all-rounders who can follow the steps of garment making from meas-
uring the body of a customer to making a pattern, sewing and finishing the garment,
so that trainees can be either self-employed or employed at a factory. For instance, the
TVET model curriculum for Level 1, used in sample schools, allocates 24.28 per cent of
total time to pattern making and laying out and cutting fabric, 25.97 per cent to sewing
and 8.72 per cent to behavioral skills, among others. Level 2 allocates no time to sewing
but puts more emphasis on pattern making and finishing, which account for 39.92 and
30.11 per cent, respectively, of total time5 (Addis Ababa City Administration TVET
Agency, 2010). Meanwhile, when factories employ new workers, they provide initial
intensive training that normally last for approximately two weeks. After that, workers
are mainly initiated into sewing. Workers learn other skills, such as ironing and
embroidery, as they become more experienced. Therefore, the bigger the factory, the
less exposure newer workers have to pattern and structure, whereas those in smaller
factories tend to perform a wider variety of functions.6 Few factories give reading and
writing tests, because their main goal is to supply ready manpower to the sewing lines.
These differences in the focus and mode of training reflect the differing expectations in
the school and in the factory. Because they assess the quality of work on a commercial

Table 5: Estimation results

(1) (2) (3) (4) (5)
Combined Pattern Structure Sewing Finishing

TVET and TIDI trainers 0.284** 0.110 0.419*** 0.314*** 0.396**
(0.112) (0.119) (0.126) (0.110) (0.165)

Worker control Yes Yes Yes Yes Yes
Factory control Yes Yes Yes Yes Yes
Constant 1.515 2.132* 0.153 5.754*** 0.188

(1.150) (1.184) (1.430) (1.841) (3.051)
N 171 171 171 171 171
R2 0.753 0.708 0.672 0.821 0.630

Note: All estimates control for years of experience, age, gender and education.
Source: Authors’ computation.
Robust standard errors in parentheses. *p< 0.1, **p< 0.05, ***p< 0.01.
TIDI 5 textile industry development institute, TVET 5 technical and vocational training.

5 This is probably because students are supposed to do cooperative training in factories for about 70
per cent of their training time. However, several informal reports indicate that the implementation of
cooperative training faces several constrains, reducing its effectiveness.
6 For instance, one participant in the skills assessment had no experience in ironing, despite the fact
that she had been working in a factory for a couple of years.
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standard, factory managers tend to be severe in their assessment, particularly on sew-
ing. TVET trainers, on the other hand, are educators who assess performance in com-
parison with the average of the cohort and based on the criteria of the Ethiopian
occupational standards, which are quite comprehensive.

Second, the differences in education and work experience between trainers and
employers seem to be another cause of the gap in their assessment of skills in structure,
sewing, finishing and combined skills. When trainers were asked about their work
experience in a factory, the majority reported having no work experience in a factory.
This is a common pattern among TVET trainers, who mostly transit directly from edu-
cation. Conversely, many current employers have long experience working on the pro-
duction line, having climbed the ladder to become a supervisor and then a manager
and finally having opened their own business. Some of them even serve as trainers
themselves in their factories due to the high demand for sewing skills.

Related to the second point, yet another important reason for the divergence in grad-
ing seems to be the limited interaction between TVET colleges and factories. In the
Ethiopian dual TVET system, training is conducted in both schools and factories, with
trainees spending 3 days per week in a factory. The role of trainers in this cooperative
training setup is very limited. Currently, their role is to seek enterprises for apprentice-
ship, prepare training plans and follow their implementation, among others. However,
trainers do not take an active part in the execution of the cooperative training, which is
solely administered by the factory supervisor. This lack of cooperation and dialogue
reduces the efficiency and the spillover effects of the cooperative training to other
TVET trainees who might indirectly benefit from trainers’ exposure to current industry
needs. Of the 30 TVET/TIDI trainers who responded to our questionnaire, only 28 per
cent acknowledged having used the machines and equipment of factories and 18 per
cent had provided consulting services to factories. During our fieldwork we defined a
number of additional issues in relation to TVET–factory interaction, one of which is
that factory managers are not willing to make their machines and equipment available
for TVET training due to lack of insurance and the possibility of misuse. Of the manag-
ers who were interviewed, 54 per cent (7 out of 13) indicated that they had never
cooperated with TVET institutes to hire new employees and only 23 per cent said they
had accepted interns from TVET institutes.

Relationship between skills expectations and assessment behavior

Thus far, we have argued that the gaps in the assessment of workers’ garment skills
between TVET/TIDI trainers and factory managers are due to their respective work
contexts and backgrounds as well as their limited interaction with each other. In this
section, we present the analysis of how the assessment of workers’ actual skills is
related to the assessor’s expectations for those skills expressed in the questionnaire.
Our survey also included questions on expected levels of cognitive and noncognitive
competencies, but here we focus on work-related skills because of their comparability
with the results of the skills assessment. To this end, we first provide some descriptive
evidence on the expectations for garment production skills between factory managers
and TVET trainers.

The results, summarized in Table 6, indicate that TVET trainers have higher expecta-
tions because they believe that new workers possess the skills required to work in pat-
tern making, structure, sewing and finishing. The mean scores given by the factory
managers are lower for all the activities, meaning that the managers are critical of the
garment skills possessed by new workers. Specifically, there are large gaps in expecta-
tions between TVET trainers and factory managers in sewing and structure, at 0.586
and 0.575 percentage points, respectively. One possible explanation for higher scores
from the TVET trainers is that they spontaneously give high scores on most of the
items because they are required by the curriculum to transmit all of those skills. On the
other hand, factory managers tend to be critical of skills trained in places other than
their own factory, including TVET institutes. Another important reason for the differ-
ences in scoring is that factory managers value noncognitive skills more highly than
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TVET trainers do.7 In fact, in addition to technical skills, factory managers appreciate
skills such as punctuality, obedience and discipline, whereas TVET trainers value liter-
acy and numeracy skills. It is worth noting, however, that the behavioral skills that
employers value receive only 8.72 and 3.51 per cent of teaching time in the curriculum
of TVET Levels 1 and 2, respectively (Addis Ababa City Administration TVET Agency,
2010).

Having discussed the difference in expected garment-related skills between factory
managers and TVET trainers, we will now move on to discuss how these expectations
interact with the assessors’ evaluation of workers. Table 7 displays regression coeffi-
cients obtained by applying equation (1) to the questionnaire outcomes, replacing the
variable for being a TVET or TIDI trainer in Table 5 with the expectation score variable.
That is, while Table 5 shows trainer–employer gaps on the assessment of actual skills,
Table 7 focuses on the interaction between assessors’ expectations and the scores they
give. The outcomes displayed in Table 5 correspond to the patterns shown in Table 7,
with the coefficients statistically significant, except for those related to scores on
pattern-making skills. The results indicate that a difference in skill expectations

Table 6: Descriptive statistics of questionnaire responses regarding skills expected for
young workers in the garment industry

Total Factory manager Trainer

Variable Mean SD Mean SD Mean SD

Combined 4.026 0.557 3.744 0.785 4.148 0.379
Pattern 3.767 0.726 3.564 1.031 3.856 0.544
Structure 4.209 0.818 3.808 1.234 4.383 0.486
Sewing 4.140 0.560 3.731 0.665 4.317 0.404
Finishing 4.116 0.697 3.962 1.108 4.183 0.425

Source: Authors’ computation.
SD 5 standard deviation.

Table 7: Effects of expectations on grading scores

(1) (2) (3) (4) (5)
Combined Pattern Structure Sewing Finishing

Expectation 0.384**
(0.181)

0.014
(0.206)

0.202**
(0.100)

0.674***
(0.140)

0.551*
(0.133)

Worker control Yes Yes Yes Yes Yes
Factory control Yes Yes Yes Yes Yes
Constant 21.848**

(0.730)
20.897
(0.735)

21.179***
(0.444)

21.892***
(0.600)

21.305**
(0.569)

N 171 171 171 171 171
R2 0.669 0.686 0.667 0.683 0.718

Note: All estimates control for years of experience, age, gender and education.
Source: Authors’ computation.
Robust standard errors in parentheses. *p< 0.1, **p< 0.05, ***p< 0.01.

7 A detailed analysis of questions related to the perceived need for cognitive and noncognitive skills
will be part of a forthcoming publication.
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influences the scoring patterns of assessors in the areas of structure, sewing, finishing
and the four domains combined. The lack of statistical significance in pattern making
arises from the fact that even the trainers recognize the low demand for these skills in
the labor market.

Conclusions

This paper set out to identify the areas of garment production in which TVET trainers’
expectations and assessment of workers’ skills differ from those of factory managers in
Addis Ababa. A key strength of the present study was that we designed an assessment
based on Ethiopian occupational standards for garment workers (Levels 1 and 2) and
asked TVET trainers and factory managers to concurrently evaluate the skills of work-
ers with 1–3 years of experience. We focused on skills in four domains of garment pro-
duction: pattern making, knowledge of garment structure, ability to assemble fabric
with a sewing machine and finishing of the garment. We used the same four domains
in a survey of both factory managers and TVET trainers on the skills they expected gar-
ment workers to have. The combined data set allowed us to study gaps in both expect-
ations and assessments of workers’ performance between factory managers and TVET
trainers. Our first set of results shows the existence of gaps in assessing workers’
knowledge of garment structure, ability to assemble fabric with a sewing machine, fin-
ishing skills and combined performance. Pattern making was the only task for which
the assessment pattern of TVET trainers matched that of employers. The lower compe-
tence of workers in pattern making seems to be one of the main reasons for the lack of
a statistically significant difference in this domain. Another important factor is that pat-
tern making is not a task frequently performed by less experienced workers in a
factory.

We identified three main reasons for the gaps in assessment patterns between the
supply and demand sides of the trained workforce. First, despite the fact that both
TVET trainers (on the supply side) and factory managers (on the demand side) conduct
some workforce training, the former at formal TVET institutions according to the
national occupational standards and the latter in the factory, they have distinct prior-
ities and modes of training, which affect their focus of assessment. Second, the educa-
tion and work experience of the assessors themselves affect their grading behavior.
Third, gaps occur due to limited interaction between the supply and demand sides.
The new TVET curriculum in Ethiopia pledged to offer cooperative training as a bridge
from classroom to factory for TVET trainees. At this moment, the implementation of
cooperative training does not involve trainers very much, and collaboration between
TVET institutes and factories is still limited. If well implemented, cooperative training,
in addition to its benefits for trainees, would also allow trainers and employers to learn
from each other and reduce perception gaps.

Our second set of findings contrasted the trainers’ and managers’ stated expectations
for garment skills with their actual evaluations of workers. The results were obtained
by matching the questionnaire for TVET trainers and factory managers with the results
of the skills assessment. We found that the TVET trainers’ expectations concerning gar-
ment production skills are statistically significantly different from those of the factory
managers, in that the former have higher expectations and the latter are very critical.
Interestingly, we found that these differences in expectation affect the evaluation of
workers’ skills by causing the two groups to use different evaluation criteria. Finally,
we show that factory managers have a greater appreciation for behavioral skills in new
workers, such as discipline, punctuality and obedience, than TVET trainers have.
Moreover, the Ethiopian occupational standards emphasize these skills less than other
skills, with the curriculum allocating less than 10 h for them at Levels 1 and 2, which
correspond to the level of line operators in factories (Addis Ababa City Administration
TVET Agency, 2010).

The evidence from this study suggests that the Ethiopian occupational standards
should be updated to match the skills expected by employers, especially for TVET Lev-
els 1 and 2. Reforms should also focus on defining a new tool for better assessing the
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competence of TVET trainees. Finally, interventions for enhancing the partnership
between training institutions and factories, including cooperative training, should be
considered in order to increase the relevance of school-based TVET.
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