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ABSRACT 

T he main purpose of thi s stud y was to asses the imp lementati on status of' TVET strategy in AA . The 
intantion was to id entify strengthens and weakn esses seen whil e implementation of' the strategy. To 
achieve the above a nd other purposes and object ives o f' thi s st udy, a qu anti tat ive descriptive survey 
research method was employed. By proper app lication o f' sampl ing techniques, a ll necessa ry 
participants of thi s stud y were se lected from AA c ity admi ni strati on TVET agency, TV ET department 
o f sub c iti es, TVET institutes, employment o rgan izatio ns, and c ivic assoc iati onsons on deve lopment 
and from TV ET graduates not able to get employment in the c ity. By employ ini g c losed and ope n 
ended qu estio nnnaries and semistructured inte rviews as apropriate data gath ering instruments for thi s 
study, s ignifi cant types of data were gathered fro m 30 TVET o ffi c ia ls or experts, 50 pr incipa ls of 
T VET institu tes, 100 tra iners, and 150 train ees of'TVET in AA. Other s ignifi ca nt data a lso gathered 
by document ana lys is . A ll these data were analyzed by th e s im plest stat isti ca l data ana lys is and 
express ion meth od, which is percentage. From a ll th ses it becomes clear that, many improvements and 
so me shortages in performance of activ iti es while im plementa tio n o f TVET strategy in AA are 
become clear. From these we can state that, unde rstanding of the main impl ementers ofTV ET strategy 
in AA on proper imp lementation ways of the strategy is s ignificantly improved. As th e data analys is 
and interpretat ion made in thi s regard most of them have a ll the necessary knowledge and ideas on the 
proper imp lementation ways of th e strategy. The study make a ll of the fo lowi ng act ivit ies whi ch are 
pe rformed fo r the proper imp lementati on of the strategy as establi shment o f tra ining institutes, maki ng 
TVET training and its curri cu lum re levent , job 0ppOitunity for TVET gradu ates, extent of tra ining on 
practical fi eld works, contribution ofTVET both for the society members and the nati on are improved 
s ignificant ly in manL cases. IL is poss ib le to say that in man y instance imp lementation of the straLegy 
in a ll these activi ty areas is in appropraty status. Apart from these appropriaLe implemenLaLion 
improvement types of th e strategy, the stud y al so makes it clear thaL, so me form s of implementation 
activ ities of the strategy need improvemen t fo r th e proper im plementation of th e strategy and to bring 
s ignificant changes in these rega rd. These are the imp lementat ion system of app renti ceship tra ining. 
qua lity and qua lification leve ls ofTVET Lra ine rs or Lechars, tra ini ng material s input, the potenti oa l 
or capability of tra in ing to ab le tra inees create their own bus iness, and al l s ignificant types o f 
plan required to be mad e to enable a ll TVET gradutes and trai nees to create thei r own bus in ess 
req uire cruc ial type imprvement to e lTecti velly and cnieienLl y impleme nL th e strategy. Moreove r 
the payment difference for s im ilar tra ining between th e pr ivate and governm ent TVET insti tutes and 
d iffe rence in ad mi ss ion of students at the lower leve ls of pri va te and governm ent TV ET institutes 
are identified as the tVET strategy imp lementation areas or acti vities, those lookin g for proper form of 
imprvement. T he study winded up by giv in g most necessary reco mmend ations whi ch help to so lve th e 
most limtati ons seen while implementat ion ofTV ET strategy in AA. 



I. The Problem and Its Approach 

I. I. Background of the Study 

CHAPTER ONE 

The cu rrent structure and cu rri culu m of our ed ucational syste l11 is l11ade in a way th at enables 

learners at each leve l to get tangib le knowledge and understand ing in SOI11C skill s in ord er to 

get el11p loYl11 ent or create own job to get sustainable li ve . Regarding thi s Nati onal Education 

and Training Policy of Eth iop ia (ETP : 1994) states the fo llowing: 

Primary educatian is structured to be/i-om grade 1-8 to give access of an improved 

academic knowledge jiJr the majority of rural and urban people that enables the/ll to 

get short skills training to be lower levels technicians in any fields 0/ work. This 

training which is assumed to be given a/ier completion of primOl)' education (grade 

8) is in/ended to enable the youth to use an improved technologies to be productive 

and ellicient ./ill"l71erS in rural areas and technicians(business men) 0/ varia liS 

economic and social activities in urban areas in order 10 gel sustainahle live. 

With the intention of enabling students who ab le to cO l11pl ete general educa ti on or grade ten 

to get vari ous technical and vocati onal traini ng eas ily and to be prepared for hi " her 

educat ion levcis, general and suffici entl y il11proved acadel11i c knowledge has been give n in 

the first cycle of secondary education (grade 9 and 10). The training intended to be give n 

a fter comp leti on of grade ten was ass ul11ed to enable trainees get all thc necessary quality 

techn ica l and vocational sk ill s training in the short pcriod of til11 e wi thout giving th el11 l11uch 

1110re additio nal acadel11ic knowledge to enab le thel11 to be com petent jun ior and l11iddle level 

technicians in any field s of work, MOE pol icy handbook ( 1994 E.C, 19) . 

Based on the above educational structures and curric ulum designed to these areas. man y 

govern l11ent and private TV ET institu tes have been opened in all reg ions l11 ainl y in last ,wo 

decade years. Acco rdingly enroll ment of trainecs is also become incrcased from time to 

time and a number ofthel11 are ab le to gel TVET in dilTcrent vocational lields . 

- .... -



To enhance pe rformance in TVET even though governm ent gave mo re attenti on for thi s sub 

progra m of edu cat ion in its Educationa l Sector Deve lopment Progra m and the five yea rs 

Growth and Transformation Plan , the overall implementation quality of the program seems 

quest ionabl e. T here are concern s that among man y problems of the program the serious one 

is that trainees are graduating w ithout acquiring the necessary skill s and knowledge. 

A lthough Add is Ababa compr ises man y governm ent and pri vate T'VET' in stit utes th at have 

better tech nologica l materia ls and man-power to give approp riate tra ining problems 

emanated fro m these train ing institutes regard ing their standard, quality o f train ing, T VET 

strategy implementati o n systems and gu idance are a ll wo rsenin g !i'om time to time as 

ev idence from va ri ous so urces. Es pec ia ll y by recognizin g the wo rse nin g of these prob lems 

mai nl y in most private and some governm ent TVET institutes of the c ity the govern l"el1l 

started taking some form o f co rrect ive measures. 

A num be r or researchers and writers conducted researcll on var ious problems of the program 

in d iffe rent regio ns as well as in Addis Ababa . But they all did not say much on trainin g 

quality and occupat iona l competency of TVET trainees. Suffi cient researches have not been 

cond ucted on implementation effectiveness and efficiency of TVET strategy in AA. 

Therefo re, thi s study is intended to assess the im plementation effect ive ness and efficiency 

(status) ofT VET strategy by TVET institutes in Addis Ababa. 

1.2. Statement of the Problem 

The primary objective of TVET program is achi ev in g goa ls stated for train ed man power to 

eventua ll y meet nat iona l development goals (ESO P II: 30). To achi eve th is goa l a lthough the 

program has shown unprecedented growth and ex pansio n in thc last decades, var ious 

ev idences in dicated gaps in its imp lementat ion effectiveness and effi c iency. Rega rdin g th e 

overa ll problems or th e program MOE TVET strategy (2006, 2-5), states: 
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The overall implementation 0/ I'VEI' program has various problems. 

Apprenticeship training is not effective and efficient because a/most employment 

organizations and agencies could not able to get the necessC/l)' clarifications and 

understanding on the propel' implementation 0/ the program. Budget mainly 

allotted for government TVET institllles is not adequate. )\Ilodern and advanced 

training technolog ies are not properly applied exceptionally by government 

TVET institutes and others. The number of competent and qualified trainers is not 

adequate to produce quality manpower by properly implementing TVETstrategv. 

In ord er to so lve a ll the above nationwide prob lems Mini stry of Edu cati on was des igned 

and stated o ut-co me based TVET strategy to promote o ne co herent system including forma l. 

non - formal and informal train ing whi ch can give access to nati o na l occ upation certifi cate at 

all levels. But still there are ev idences whi ch ind icate proper implementation problems 01' 

the strategy exceptiona ll y in AA. 

A lthough TVET institutes in AA are assum ed to be better both by the ir number and 

const itution of man-power and material s to co nduct appropr iate training, va rious evidences 

in dicated the ir implementati on ineffecti veness and ine ffi c iency of TVET strategy. 

Concernin g these Addis Ababa C ity Admini stration T VET Agency Webs ite 

(www.aatvetagency.gov.et) . stated the foll owing: 

However, all private and governmen/ TVET colleges and training schools in 

the city are expected /0 provide practice - oriented and need - driven 

(raining, a number 0/ rhem cOLlltin ', do Ihis. AI/any private Clnd governmenl 

TVET colleges and training ins/iii lies can '/ give practice uriel7led and need­

driven quality training in order 10 produce competent technicians for the 

requirements of the economy. 
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A number of private and governmen t TVET co ll eges and tra ini ng schools in AA are gi ving 

soc ia l ~ sc ience tra ining field s, whi ch are not among the ma in economic need of ou r COli:'try. 

Some more others can' t give qua lity tra in ing in order to prod uce co mpeten t techni c ian s. 

Because of these, of all private and governm en t TVET inst itutes in th e c ity, fi ve(5) pri vate 

TVET institutes or school s that couldn't able to implement TVET strategy effecti ve ly and 

effic ientl y based o n basic princ iples and gu ide lin es o f the strategy are tota ll y c losed. In 

add ition to these ten ( 10) irre levant trainin g field s are totally avo ided to not be g iven in an y 

TVET insti tutes in AA. Last warnin g is also given to 38 co ll eges and train ing schoo ls in 

orde r adv ise them to give practi ce-oriented a nd need-d ri ven qua lity trainin g 

(www.aatvetagencv.gov.et) . 

Out of 35,000 TVET trainees who had taken occupational competency exa mination Since 

2006, o nl y 6000 ( 17. 14%) of th em were able to pass the exam and go t occupat ional 

competency ce rt ifi cate. Thi s inabi lity to pass co mpetency exams is al so obse rved amon g 

TVET teach ers. In the same peri od , out of 2280 TVET teache rs who had taken occupation 

competency examination, onl y 37% o f them managed to get occupat ion competency 

cert ifi cate (Add is Ze men News Paper. printed on Octobe r 17/20 I 0). 

Unless effective measures are taken there could be clear se ri ous economi c and social 

problems on each indi vidua l tra inee, instructors, trainin g insti tutes, the society and 

governm ent. Thus, thi s study intends to assess the im plementat io n effecti veness and 

effi c iency of TVET strategy by TVET inst itutes in Addi s Ababa and will try to answer the 

fo ll owing bas ic qu est ions: 

I . Is TVET imp lementat ion strategy be ing effecti ve ly imp lemented at all leve ls o f th e 

system? 

2. Do th e program implemente rs understand the T VET imp le men tat ion strategy') 

3. What are the facto rs that influence proper imp lementat ion orTV I,:T strategy? 

4. What co rrective measures cou ld be taken to so lve proble ms related wit h effecti ve and 

efficient im plementation of the strategy? 
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1.3 . Objective of the Study 

The ge neral objecti ve of thi s stud y is to kn ow th e impl emen tati on e ffect iveness of TVET 

strategy. Specifica ll y it tri es to: 

Id entify factors innuencing imple mentat ion effecti veness o fTV ET strategy . 

Contribute for the efforts made in order to improve the program and its system. 

1.4. Significance of the Study 

It is assumed that the number of different leve ls TV ET institutes in AA , w hi ch are giving 

tra ining in vari ous fi e ld s, exceeds the nu mber 01' TVET insti tutes in othe r s im ilar regions . In 

th e same way, it is v iewed th at the number o f tra inees o f TVET exceeds tra inees found in 

s imilar regions. More of these many o fTV ET tra in ees in AA are ass um ed as they all come 

from all or most regions of the co untry. 

As we have seen earli er, man y problem s concern ing improper implementation o f T VE I 

strategy emanates from TVET in stitutes in AA. If most proble ms o f th e program co uld be 

solved, the proper implementation o f T VET strategy in AA can better co nt rib ute for 

eco nomic and social deve lo pments of the c ity a nd the nat ion as a whol e. T herefore , because 

of a ll th ese and other reasons , thi s resea rch whi ch focused on assessmen t of TVET strategy 

im ple mentat ion effectiveness and effi ciency in AA beco me s ign ifi ca nt. 

1.5. Delimitation of the Study 

It has a lready stated in the background and statements of th e problem of thi s study th at, many 

problems co ncernin g improper im p lementa ti on of TV ET strategy emanated Ii'om 

implementatio n of the strategy in AA. 

In th e sa me ways it is stated in th e statements stated concernlll g points that indi cated 

cond uction of the stud y s igni ficant in AA tha t, the number of TVET insti tutes and trainees 
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coming fro m a lmost a ll regions o f the country in the c ity exceeds a ll oth er s im ilar reg ions. 

More of these, if conditions a re im pro ved im plementation o fTV ET strategy in AA can bettcr 

contribute for the economic and socia l ac ti vities of the nat ion as a who le. Thus becausc of 

th ese points and othe r ca pac ity probl ems, the co nduction o f thi s stud y is limited in AA. But 

the outcome of the stud y may be extended to other regions based on thei r s ituatio ns. 

1.6. Organization o f the Study 

This study has fi ve chapters. Background , statement, o bj ect ives, s ign ifi can ce and 

de limitation o f th e stud y are di scussed in chapter one. A ll rev iews of related litera ture a re 

stated in chapter two . Research des ign and methods are d iscussed in chapter three. 

Presentatio n, anal ys is, and in terpretation o f data are g iven in chapte r four. Sum me ry. 

conc lusion and reconditions o f the stud y are given in chapter five. 

1.7. Definitions of Terms 

E ffectiveness : Measures the di spa rity between ex pectation and perl'o nnance or the ex tent to 

whi ch an o utp ut accords w ith stated goa ls (Dejnozka, 1983: 58, in Adane 1993). 

Effic iency: Achiev ing ones goa ls, aims and objecti ves with th e poss ibl e minimum amount or 

resources. 

• Re fers to th e re lationship between input into the edu cati on system and o ut puts rrom 

the system (UNESCO, 1992). 

Entrepren enrial : One who can create hi s/her own jo b or business after tra ining by 

emp loy ing his/her kn owledge, ski li s, money and effo rt. 

Need drive n : A program designed by foc using on the demand or in te rest o f th e commu n it y 

to produce we ll train ed man - power for the labor ma rket. 

Practice - ori ented : A type of trai ning which can be practi call y ap plied on the lie ld of wo rk. 

Stra tegy : Is a means by whi ch aims, goa ls, and objectives o r' a plan are reali zed . It is 111 0re a 

rati ona l and sc ient i fi c plan to rea l ize object ives. 

Technical Vocational Education and li'aining (TVET): Designed to tcach th e skil ls and 

know ledge req uired for particul ar wo rk (UNESCO. 1978). 
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CHAPTER TWO 

2. Review of Related Literature 

2.1. Definitions and Concepts of TVET 

Scholars defi ned TVET as a form of vocationa l skill s del ive ry mode , which has benefi t for 

both the indiv idua l and the soc iety to cope with demands of the econom y and social ac ti vit ies 

to get sustainable life. According to (C lark el.al. 1965, Mekonnen 2005, Eb lers 1969, Adler 

1988, Agrawal 1982 and Corso n 199 1), TVET is a process of preparing trainees to work in a 

specific occupation requirin g app li cable sk ill s in the wo rl d o f work. As these wr iters. it is a 

type of sk ills tra in ing process intended for the improvement of the work habits orthe soc icty. 

Whil e Internationa l Labor Organ izatio n (ILO) defined TVET as trainin g, The Unitcd Na~;on s 

Educati on, Sc ience and Cultura l Organization (UNESCO) stated it as an education wh ich 

leads to one organization refe rred as vocat iona l ski ll s tra ini ng, (b.!lp ://www/ and food 

unime lb, 2006). TVET is a means ofmodiry in g attitude, know ledge, and skilled behaviors 01' 

ind iv iduals th rough training of experi enccs [o r e frecti ve pcrformance or activities, (Critlcn. 

1993: 10). Vocational education is about teach ing people how to work e ffectively , (Byram. 

1956 50). 

Education and tra ining are taken as devised means fo r th e ach ievements of human efrGrt in 

any economic and soc ia l acti v iti es, (Ad ler, 1988:94). Ma inl y technical vocati onal skill s 

training are aimed at im proving sustainab le li fe o f human being. As Ma lia m Kono, (1982: 4). 

and Jack et.al, ( 1993: 140), schoo ls or train ing centers a re ex pectcd to supp ly technicall y 

competent manpower on vocational sk ill s for the requirem en ts of cconomic , soc ial. and 

politica l act ivities. 

In ever soc iety in orde r to perform most form s of economic and soc ial act ivities and to usc 

and upgrade all required technolog ies in th ese regard TV ET become Vital. Hence impr~ved 
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ed ucati o na l and tra ining systems are s igni ficant to prepa re and identify ind ivid ua ls. who 

better fi t for some types of econo mic and soc ia l act iviti es, (Ebiers 1969, and Chakropani, 

1996). 

2.1. 1. Purposes and Benefits of TVET 

TVET is cru c ial to meet most req ui rements of work. It is tra in in g for th c sa ke of ea min g, 

(Adier. 1988: 105). Wok is a purpose fu l performance of activ ities to produce va luable goods 

and services that requires so me form of tra ining of sk ills, (Co rson, 199 1: 13). TVET is 

signifi cant fo r transmi ss ion of kn owledge and ski ll s th at enables tra in ees to engage III 

certain types occupations successfully that have impl icat ions for al l types o f alt itudes. 

commitments and hab itua l responses required in certain s ituations of wo rk , ( Pete rs. 1966). 

As Robert , ( 1975: 1030), rather than academic education TVFT is v ita l for the son to inherit 

the trade of work from the fat her. Technica l vocationa l ski ll s train ing is s ignifi cant to have 

most approp riate form s of changes in the whole system of work fo rce which come as a 

result of changes in re lat ionship between man and work, ( Isaacson, 1977). 

The purpose of TVET in Ethi op ia is s imi lar to its purpose at the globa l level , wh ich is to 

suppl y tra ined manpower in di fferent vocat ional skill s for demands of the econom y, (MOE. 

2004). It is a lso seen as a means and method of so lving prob lems of uncmp loyment in so me 

countri es. He nce in th is regard conducti on of s ignificant types or trainin g which he lps ,'l ost 

TVET grad uates ab le to create the ir own bus incss is th e main purpose ofTVE'T in Ethiopia is 

intended to achieve. In any soc iety, empl oyment is a symbo l of id entity and statu s of an 

indi vid ua l whi ch affects perception of th e soc iety regardin g statu s of thi s person in which 

TVET has grate r contri butions, (Chakrapani, 1996). 

TVET g ives access to sha re the benefits of the economy equa ll y. It he lps to deve lop altitude 

of train ees to wo rd work and li fe or self empl oyment so as to balance the gap between 

demand and supp ly to meet deman d in thi s case, (Aga rwa l. 1982: 202). In countri cs \,', ere 

agricu lture is do mi nant in the economy w ith flou rishing industri es hav ing a limited potent ia l 
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to absorb TVET grad uates, it is c ruc ial to fo rmul ate strategy of TVET mainl y focus in g on 

thi s sector of the eco no my. As Agrawa l ( 1982: 20 I), TV ET is s ign i li cant to rclate trainin g 

with productivity to help indi vidua ls to real ize o nce own pote nt ia l to contr ibu te for the 

econom y as req uired. 

2 .1 .2. TVET as a Mea ns of Job O ppo r tuni ty 

It is assu med th at, TVET provides most s ignifi ca nt engagemen t capabi li t ies in various types 

of wo rks for individuals. It is designed mainl y to prov ide all school child ren to get an 

opportunity of technica l and vocat iona l courses combined with wo rk expe riences, (B yram. 

1956:306) . From thi s one can assume that at the very beg inning students in TVET have to 

learn or trained about their famili es' or societies ' skill of wo rk ex perience. Every strate~y o f 

TVET program has to be designed in order to achieve thi s purpose. The curri cu lum, teachin g 

techn o logies and other financ ial and mate rial inputs have to be p laned based on the work and 

livelihood ex periences of th e society to solve its socioeconomic problems. 

For any nat ion TVET beco mes a means to meet the challenge of industrial, agricultural , 

commercia l, and over all soc ioeconomi c changes. It is ass um ed to be a means to meet 

economi c competence amo ng nations. Exceptiona ll y develo ping societi es need TVET to 

produce skill ed man-power that can accelerate deve lopment thro ugh acti ve partic ipati "n in 

var ious deve lopment act iv ities CRonated , in Getachew, 2006, 13-14). 

From th e very beginning TVET program is intended to create and improve job oppo rtun ity of 

a soc iety. It has to enables them to have th e necessa ry ski ll s, attitudes, and techn iques to 

proceed on one's own life long lea rnin g. On the job trai ning stron gly moti vated train ees. 

whi le its success enti rely depends upon the immediate superviso rs of the system, ( Flippo. 

1984: 200). On the job trainin g is always haphaza rd, hcnce th e new wo rker observes 

pract ices, learn by tr ia l and errors, occas ional ly recei ves direc t instruc ti on. (Girma, 2001): 2) . 

But G irma 's assumpti o n may not be taken as the main prob lem o f on the job trainin g. 
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because there are chances to make thc system ~ Irective by giv in g th e necessa ry guidan ce. 

coun se lin g and superv isory se rvices. 

Apprent iceship is des igned as a TV ET program (system) in order to link schoo l tra ining with 

practical fie ld work, to make the trai nees qua l i fied competent tech ni cian s. that able to 

undertake any fo rm o f active performs. 

By th is time app rent ice rece ives tra ini ng, provide s producti ve labO!" as well as he is em ployed 

in an cnterpri se where he goes lor an educati ona l establi shm ent. a nd recei vcs a pay that is 

less thanlhe wage drawn by hi s un skill ed fellow works of the sa mc age. (Gretler. 1972: 13· 

14). 

T he twenty - first cha ll enges of globa li zation and revo lution in the field s of" inform ,,~ ion 

communication tech no logy leads to a new orien tation and guid e in TV ICOT in a llover the 

wor ld , (lLO, 1990). Thc c hal lenges of world g lobalization requests cvery nati on to givc locu s 

fo r sc ience and technology in order to train techni c ians who able to m in im ize the cha ll cnges 

of globa li zatio n in every country's economic and socia l secto rs. 

In the world thcre are pl ent y of people who do not have even bas ic ed ucat ion to tackl e th e 

cha llenges of commun icat ion techno logies and other vari olls social and economic probl ems 

( Kerealem, 2003). Globali zati on is innu encin g the socioeconom ic potenti a l of va , ;ous 

countri es. except iona ll y, the poveny al lev iation cndeavo rs of de velo pin g co untri es . (g ili. am! 

Dar, 200. T herefore, TVET become vita l to so lve these cha ll enges. 

2.2. Historical Development of TVET 

There is a view that the inl'o rillal vocationa l skill s training were stared in the prirniti ve 

soc iety while man stated to sati sfy his bas ic needs. At thi s time. it is ass lllllcdthat thi s society 

where used wood s, stones, bones and fiver for various vocat ional arts as huntin g, cl earil' b or 
vegetables a nd to gather food material s and preparati on. The process or learnin g or skill s 
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training by thi s time was simple imitation of skill s and kno wledge which where transl, ;ilted 

verba l and by actions from generation to generation , (Yekunoamlak, 2000). 

It is also assumed that the anc ient craftsmen li ke Greece . Roman and most of the middle age 

people where contributed more for the introduction of the arts and technical skill s which have 

significance for the sustainable life of human benign. By thi s ti me home was served as center 

of training whil e apprenticeship was used as the main means of training providing tech nique, 

(UNESCO, 1998: 18). Until 19111 century such types of training was deli vered in 

manufacturing centers rather than schools, (Zywiece, 1993: 4 14). 

There is a view that with the growth of industri alization in European in the earl y 19th 

century, several European countries exceptionally Germany, introduced vocational sk ills 

training in this time. Then it is assumed that the need for TVET gained momentum and 

flour ished elsewhere in all European and America. 

In order to achieve economic development TVET becomes an agenda of all countries after 

the II Wo rd War. Thi s was to get all the required man powe r in a ll wise as required. The 

expans ion of printed material s in the earl y nineteenth century was become helpful for the 

society to most important knowledge and skill s, (Margin , 2002). In thi s century both 

technical school s and post school training which have strong connection with industri es 

where expanded, (I-Iussen, 1995). This was a period when TVET become signiJicant to 

satisfy labor market requirements of mainl y industries, (maginn 2002) . 

2.2.1 . Historical Background of TVET in Ethiopia 

The traditional educat ion in our country prior to the 20 century had given more attention 

only for the reli gious oriented acti viti es. The various arts and vocational activities which 

were undertaken by the society to Ii ve sustainable was not get attention . What can one 

remember fi-om our history is that, some of the Ethi op ian gove rnance where di vided among 

the society based on their arts of vocational skill s, as a minor and superi or soci ety. It is 
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obvious that this situation where hi ghl y demorali zed the soc iety to have arts of various 

vocational skills. This was among the ashamed history of our prev ious nations regardin,; this 

Issue. 

In order to fulfill objective for skilled manpo wer requirements The Technical School of 

Addi s Ababa was establi shed, after the invasion of Italian in 1941 (Girma, 1990). Therefore, 

we can understand that technical and vocationa l training has got awareness and attention by 

our government and society after thi s period. Wan a, (1998) , categorized the previous 

technical and vocational education in Ethiopia in to three periods. 

[n the first period (I 940s - 1960s), even though onl y 6 TVET institutes where opened withi n 

the entire of the nation, there were no clear educational policy and strategy to guide and 

fac ilitate social and economic activities of the society. Attention was not given for the labor 

market information. The overall goals and objectives of each leve l of training program where 

not clear. 

Besides tliese, by this time there were not suitable strategy for TVET program, even the 

implementers and the society where not understood what make thi s program different from 

other programs of educational system. The curriculum and the fi elds of the training where 

not as such designed based on the social and economic activities as well as labor - market 

demand of the nation. 

Secondly in the period between (l960s-1 980s), although some more expansion of the system 

is made by opening more comprehensive high school s, the attentions that were give n to 

make the training system relevant in a way that enables to produce competent man-power for 

the requirements of the country was too poor. In add ition even though some form of 

education system and structure where there, rel evant policy and st rategy preparation where 

not done, to make the ed ucation sector and the TVET program rel evant for the economy. For 

thi s it was not help to so lve economic and social problems of the soc iety. 
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In the 3 rd phase after 1980s, by considering the ineffecti veness of comprehensive hi gh 

school s, some form of consolidation and reorgani zati on whe re made to establ ish more new 

TVET centers in order to produce more trained technicians for the req uirements of the 

economy. [n thi s period especially the party gove rnin g Ethi opia know (E PH.DF). made many 

changes in the overa ll educati ona l system as well as on TVET system to make it relevant in 

order to produce competent quality technicians. Only in the period between ( 1996-2004/5), 

TVET institutes increases from 17 to 99, wh il e enrollment increased from 300 to 106, 300. 

and among thi s trainees 31% where trained in the non government TVET institutes, (JVlOE. 

2005). 

2.3. TVET Strategy 

2.3. 1. Meaning of Strategy 

Basically strategy is a wo rd with mi litary ori gin and refers to a plan of action designed to 

achieve particular goa ls. It is concerned wi th how different engagemen ts are linked together 

to be performcd in order to achieve obj ecti ves. It consists in most cases political directions. 

goals and nperations (tactics) that are des igned to achieve the intended ai m. 

Strategy is the art and sCIence of employi ng the political , economic psychological and 

military fo rces of a nation or group of nations to afford the max imum support in order to 

adopt politics in peace or in war. It requires ident ifi cation of environmental fac tors that can 

affect the business as well as the va lues and expectations of those who have power in and 

aro und the bus iness. 

Johnson Maunard (1936) and other scholars defined strategy as the direction and scope of an 

organi zation over the long term that can help to achie ve advantages of the o rga ni :t.at ion 

through it s configuration of resources within a cha ll engi ng environment . to meet goa ls. In the 

game theo ry strategy refers to one of the options that a playe r can chose and it mList be one of 

the choices of a set of strategies. 
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A strategy is a corporate social responsibilities concept whi ch has four components such as 

economic, legal, ethica l, and al truistic duti es, (en.wikiped ia .org/wiki/ corporate socia l 

responsibility) . It is assumed that much of the confus ions and controve rsy over corporate 

social respo nsibi lity stems from a fa ilure to distingui sh among ethi ca l altru isti c and strategic 

fo rm of corporate soc ial responsibilities. A strategy must specify what acti ons wi ll need to 

taken in each contingent state of a program or engagements. 

Strategy is about where the business is tryi ng to get to in the long tcrlll or direct ion , which 

markets should the business competes with and what kind of acti vities need to involved in 

such market. It is about how a business can perform better than the competition in those 

markets. 

2.3.2. Ski ll Formation and TVET Strategy 

Skill development activities mainly help to enhance or de ve lop socia l capacity for leai·n ing. 

innovation, and productivity, (Brown, 1999). Acco rding Brown, ( 1622) rather than treating 

skill acquisition as a purely teclmical issue, sk ill fo rmation can dra ws the atte ntion of wider 

socia l context for skill development. Therefore, TVET strategy is mainly expected to 

emphas is how individua ls and society with in specific country understood about skill 

formation and able to form productive skil ls. Every skill formation process in TVET has to 

be undertaken in relation to national development priorities and the changing role of the state 

and private sector, (Tikly, 2003). 

In thi s regard espec ially TVET strategy has to be desi gned in a way that he lps to overcOllle 

poverty problems as well as to so lve economic ineq ualiti es among the soc iety groups . 

Exceptionall y in our case emphasis in TVET strategy des igning and implementing has to be 

given, for rural areas where poverty is more available. 

Skill s for development ini tiatives are also aillong the points 01" emphasis which TVET 

strategy is expected to focus on . Both to absorb new knowledge from the outside source and 
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to increase industrial producti vity, a suitable TVET strategy is crucial to have appro priate 

soc ietal skill s development program, (Tikly, 2003). 

The skills requ ired to foster global competitiveness are the same as those req uired to promote 

social inclusion and elimination of poverty. Too much emphasis on high skil ls is likely to 

favo r middle class urban elites whil e basic and vocational skill s is crucial for poor and rural 

communiti es, (Tikly, 2003). As Tickly, strategy of TVET has to recognize and accredits 

spec ific skill s that are owned by marginalized groups, but that are not trad itionall y 

recognized. All the above points tell us that, TVET strategy is expected to take in to 

consideration both globalization and localization conditions while designing and developing 

skills for tra ini ng. 

2.3.3. Globalization and Changing Skills Requirements 

The two approaches to enhance economic development for deve loping countri es are the 

evo lutionary process of teaching up and that recogni zes the possibilities afforded to low 

income countries by leTS to " leapfrog" the stage or develop ment in to hi gh va lue added 

knowledge to economy. 

Acco rding to Wo rld Bank (1999), foundations of literacy, numeracy, reasoning, and .')Cial 

skill such as teamwork, are generic today for economic activities. These are basic ed ucation 

to get advanced skill throughout life. But as Afenyad u el. al ( 1999) indicated. recentl y all 

necessary attention required fo r sk ill development is neglected in most international policy 

making process . 

There is not suffici ent evidence that indicates as basic education alone will prepare 

individuals for a sort of producti ve life impli cit in currentl y dominant model of econom ic 

development. There is also an assumption that. universa l primary education is not suftlcient 

to help indi viduals engage in to producti ve econom ic activities. Workers with vocational 
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skill s ga ined through forma l training or on the job experience do have higher earning than 

those with basic education only (King, 1996, in Tickl y, 2003, 79). 

East Asian Countries articulated educati on and economic deve lopment poli cies by giving 

emphasis to high stock of literacy and basic skill fo rmation, and their state also engaged to 

deve lop stock through male education that can help to acce lerate industria li zation , (Greek, 

1999). As Riddell (1996), recent globalization competition requires different human resource 

for East As ian countries that were successfi.d in propelling from agri cultural based acti viti es 

to industrial, to page industrial economy. 

The option for developing countries to attract investment through the avail ability 01' low 

lodge labor costs in firms' total costs makes other factors more influential in decision ma ki ng 

to locate production. Globalization increases the importance of education to enhance 

producti vity and to attract foreign cap ital , (Stewart, 1996, Tukly, 2003). Therefore, from all 

these points one can say that preparation and designing of TVET strategy has taken in to 

consideration both globalization and the change in skill requirements. 

2.3 .4. Focus Areas in TVET Strategy 

Vocational preparation can take many forms. As (Kooijmans 1997, in Lind Clark 2007. 23) 

stated, it can be follow ing the same occupation as one 's father and joining a fa mily members 

or famil y fri ends from one ' s own soc ial circle which has to be done in order to ge t 

occupational training that enables one to make a career in a branch with occupational 

hierarchy, such as merchant navy or the civi l service. 

According to the Liberals' Vocational Educati on Obj ective, Vocational preparati ons hove to 

focus on producing individuals acquiring the necessary skill s that can he lp them to ea rn the ir 

li ving by suppl ying them with one of the conditions for economi c prosperity. But Linda 

Clark, (2007 : 135), sa id that, no one want to work unless they have to . Hence. as Linda Clark 
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strategy o f vocati ona l training need focused on prepanng people to earn a living tho ugh 

work. 

The content and methods of tra ining must be deve loped to serve the basic learni ng needs of 

individuals and soc iety that can improve them in order to address their most press ing 

problems. This means it need to help in combating poverty, raising producti vity, im prov ing 

li ving conditions and protecting the enviro nment. and need to enab le them to play their 

rightful ro les in building democrati c society and enri chi ng cu ltural heritages. 

Successful education and training pro gram requi res complementary and convergen t actions 

on adequate nutrition, effecti ve health care and appropriate care and development of the 

yo ung child in the context of the role of the fa mil y and community. Despite the unquesti oned 

necessity of earmarking, increased resources towards the educati on o f girl s and wo men, and 

deve loping strategies to reach them, one can not underestimate the fo rmidable barri ers that 

stand in the way of reducing gender di sparities and achiev ing greate r social justi ce and 

equity, (Surya Venkata Duth , 2003). These po ints especiall y tell us that emphasis in TVET 

strategy formulation and implementation has to given to respond nceds of gi rl s and wv mcn 

for training. 

Basica ll y rVEr strategy is expected to have fl ex ible curri culum and admini strat ion that can 

help to meet the ever changing world of work especiall y in thi s globali zation time. To 

compute with other countri es, levels and quali ties of skill training has to be improved in 

order to accommodate modern technologies and working practices (Venkataiah. 220 1: 94) . 

As thi s author the organization, management and provisions of TVET in most cases must be 

handled by local authori ties. 
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2.4. Contributions of E ntrepreneurship in Implementing TVET Strategy 

Among the main aims of TVET strategy, creating suitable conditions for entrep reneurship 

that helps to create employment opportunity for TVET graduates is the basic one. To create 

successful entrepreneurship it is necessary to make fa vorable condit ion for TVET grad uates 

to have access fo r materi als, financi al, and technical support. There must be an 

admi ni stration system that needs to wo rk in collaboration with TVET agency to successCull y 

implement TVET strategy in thi s and other wises. 

Studies indicated that micro and small sca le enterprises in the industria l secto r can provide 

vast job opportun ities fo r citi zens in deve lop ing countries. These countries spec ially expectcd 

to give the maximum share of their capi tal for these area acti vities. 

In Ethi opia micro enterpri ses are defined as those firms with less than the wo rk force with a 

paid capital of not exceeding Birr twenty thousand, (Ministry of Trade and In vestment , 

(1 997). The investment development strategy of the nation indicated that, the government 

special ly foc used on creating micro and small sca le enterpri ses to so lve prob lems rel ated to 

employment opportuniti cs. 

Thi s strategy special has a great connection wi th TVET strategy and a lso ex pected to play 

greater ro le in creating job opportunities fo r TVET graduates. The Federal Mic ro and Sma ll 

Scale Enterpri se Development Agency's strategy is also expected to be prepared in 

co llaboration with TVET agency. As Berhanu et al (2005 , 54 1). The Federal Micro and 

Small Scale Enterpri se Development Agency has to promoted micro small scale entcr!, ri ses 

which has all necessary connection with TV ET graduates by prov iding serviccs on training. 

counse ling, financial and credit fac ilities, organizational support. production and marketing 

space, marketing fac ilities and row materi al supplies. 

Finance is cruc ial in every aspect of the economy. Credit transactions have been 

indi spensable for economic de ve lopment of the wo rl d. (Encata encyclopedia 2003). Form 

thi s it is obvious that thi s service has greater importance to achieve the objecti ves of nat ional 
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and regional TVET strategy. Special in Addis Ababa where greater number ofTVET trainees 

and graduates, are available, its contribution is greater than the others. According to Assefla. 

et al (2005), micro financial programs aimed at providing financial serv ice for individuals 

that are exceptional excluded from the banking system have been launched in developing 

countries. 

In Ethiopia both in response to high need for financial services and by recognizing its criti cal 

role in alleviating poverty in a sustainable way, innovative credit deli very system have been 

put in place with more efficient way of improving households access to formal credit. 

Although severa l micro financial institutes have been establi shed both in rural and urban 

areas, their connection especial with TVET strategy is not obvious. Hence these forms of 

financiall y inst itutes are expected to give all the necessary support for TVET graduates that 

could help them to create their own businesses. 

To improve the entrepreneurship capac ity of TVET graduates, the Ethio-Germcn 

development project is on the activity of giving support by coord inati ng various private and 

government agents in AA. According to some evidences different public, pri vate and other 

development agents have been involved in the pilot scheme to support the self-employmcnt 

capacity of TVET graduates within the city. These forms of activity do have a greater 

contribution to make the strategy su itable and success full. But, from the very beginning the 

plan has to be formulated in co llaboration with all this stake-holders. 

All TVET graduate need to get training about business ideas, have to get suffi cient training 

on basi ness plan and enterprise formation. There must be an agency which has to give 

business license and lega l forms of business act ivities for TVET graduates. It is necessary to 

upgrade TVET graduates technical skill s timely supply them with necessary equipment and 

further support by giving workshop on plan and experience sharing. 
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2.5. The Current Status ofTVET in Ethiopia 

2.5. 1. Policy Framc-Work of National TVET Strategy 

The current Education and Tra ining Policy of Ethiopian was formulated ma inly to va lue the 

agricultural lead industrialization strategy of the national economy and other social and 

po litical poli cies and strategies of the natio n. Formulation of the policy was made in order 

to realize various development plans. rural and urban, as well as industrial developll7eJ71 

and the building oIdemocratic society ESDP III (2005. 5). 

Producing competent trained man-power in different leve ls for economic, socia l and political 

act ivities of the nation is among th~llain objectives of the ETP, (MOE 1994). 

Reali zat ion orthe Education and Training Policy and the education sector strategy or ESDI' 

requ ires integration with various deve lopment activities. Hence school based pol icies arc 

expected to be cOlUlected with va ri ous deve lopment pol icies in the economic, socia l and 

political sectors. 

Based on the above assumptions, atte mpts were madc ma inly to design our national TVET 

program in connection with vari ous development programs of the nation. As MOE po li cy 

hand book of ( 1994, 17), specially lower and middle leve l technical and vocational trainings 

are des igned to be given for those students who have completed their primary (basic) , and 

secondary (general) education both in rural and urban areas to have competent prodllcti w 

human resources fo r various economic and socia l sectors activ iti es. Accordi ng 10 thi s 

document the technical vocationa l education and training intended to be give n in all thesc 

leve ls have to enable the impart of tangible sk ill s fo r trainees or learne r which could enab le 

them to improve their li ve lihood. Based on the above objectives and some scien tific 

principles and guide li nes fo r proper form ulation of TVET strategy. the national r VET 

strategy was formulated which has mai nly the ro llowing bas ic objecti ves. princip les to be 

fol lowed and main activities to be performeci. 
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2.5.2. Over all and Specific Objectives of the National TVET Strategy 

As MOE TVET strategy handbook of (2006) , the following are the main the genera l and 

specific objecti ves o f national TVET strategy: 

Producing competent and highl y motivated technicians whose creati ve potent ia l is 

sufficientl y developed who can enhance the socioeconomic development of the country. 

based on the labor market is the overal l and general national TVET objecti vc. 

Based on the internati ona l and national sc ientifi c principles and conditions the follo wing are 

stated as speci fic objec ti ves of thi s strategy: 

I . Enable most TVET insti tutes to be center fo r techno logical transfer 

2. Improving qua lity of TVET training in a ll leve ls o f the sys tem to prod uce competent 

technicians 

3. Make training relevant in line with the economic needs to the country. 

4. Preparing and designing appropriate TVET implementation system sui table to get al l 

the necessary stakeholders engagement and parti cipation in all leve ls 

5. Make the organ ization o f TVET admi nistratio n su itable in order to im prove the man­

power of the system. 

2.5.3 . Basic Principles of National TVET Strategy Implementation 

As the Amharic version of the (2006) national TVET strategy, the fo llowing principles were 

stated fo r the proper implementation of the strategy: 

I. Make all TVET institutes center of technolog ica l trans fer. Basica ll y all TVET 

institutes are expected to adopt and transfer new and improved techno logies for their 

surrounding industries and ove r all the soc iety . 
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2. Make TVET demand - dri ven: To make training demand driven even though many 

things are performed more improvements are expected espec ia lly to make the 

curri culum and content of the training relevant to produce competent technicians. 

3. Des igning a horizontal and verti cal structure that helps to promote one coherent 

system forma ll y and informall y whi ch can give access fo r li ve long learnin g 

opportunity. 

4. Make system of TVET fl ex ible 

5. Improving parti cipation of stakeholders 

6. Decentrali zing admini stration ofTVET 

7. Integrating and unifying the implementation system of TVET. 

2.5.4. Main Activities Designed for Pro per Implementation of National TVET Strategy 

Among the main acti vities which were des igned whi le formulatio n o f TVET strategy for its 

proper implementati on, the following are the main ones: 

I . Ling down pol icy system of impicmentation 

2. Establ ishing counsels and boards 

3. Preparing and implementi ng quality measuring framework and accord ingly implement 

it. 

4. Preparing finance demonstration system and implement accord ingly 

5. Undertake evaluation and research in order to improve the program 

6. Improve the research capacity of mai n implementers of the program 

7. Much TVET with labor - market informat ion 

8. Preparing management in fo rmatio n system 

9. Preparing a system of permeation and license giving 

10. Creati on of awareness abo ut TVET strategy 

(Adopted from, MOE TVET strategy handbook of2006) 
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2.5 .5. Changes Made to Make Implementation of the Current TVET Strategy Relevant 

The government of Ethiopia undertook an ex tensive effort to restructure the TV ET program. 

based on its objectives and scientific implementat ion principles especially in recent years. By 

this restructuring attention is given to ma ke field s of training relevant by adding new fie lds 

of training. New and suitable training courses are also included in to the program order to 

make it demand - dri ven. 

Both establi shment of new TVET institutes and vast rehab ilitation or ex ist ing once have 

been made in order to contribute for the reso lution of social and economi c problems of the 

society. Attempt also made to avoid some irrelevant fi elds of (rain ing that can ha ve 

advantage to improve the employment opportun ity of trainees and to make the program 

relevant. 

Especially after recent years TVET agencIes are estab lished at a ll leve l or government 

administration in order to improve and enhance the implementation of the program. The 

program and administration of TVET that were prev iously government by the educati on 

sector to trainee onl y middle level technicians after completion of grade 10, recentl y all its 

administration and institutional acti vities are separately undertaken by its own institutional 

agencIes. 

The middle leve l TVET training after completion of grade 10 where des igned to complement 

apprenticeship program to be given in co llaboration with government and various private 

company and agencies, (MOE, TVET strategy hand book, 2006). 

2.5.6. Focus Areas of Training in the Current Junior and Middle levels of TVET 

To eradicate poverty and improve socioeconomic deve lopment, there should be demand­

dri ven lower, j unior and middle level TVET program in relevant training field s that enables 

to produce highly motivated and competent man-power, MOE TVET strategy (2006) . As The 

(2005) Educational Statisti cs Abstract of MOE currentl y in all these leve ls ofTVET program 
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training in vari ous fi elds have been conducted in all regIOns based on their re levance and 

signi fi cance for socioeconomic situation. 

Although many skill s trai ning currently cond ucted exceptionally by private T VET inst itutes 

at lower and junior level tra ining in beatifi cati on, food preparation, theatr ica l and film arts 

designing, in vari ous decorati on materials, hotel and trui sm managements, and in various arts 

become relevant, still there is a question fo r relevance and to look for more types o f ski ll s 

training. 

However, MOE stated that 33 fi elds of spec ia lization are cond ucted in the middle leve l 

TV ET, thi s num ber seem insuffi cient to consist all the necessary train ing fi elds to meet the 

need of socioeconomic acti vities of the society. 

Some of the training fie lds currentl y cond ucted in most TVET institute in Add is Ababa are: 

Business and information technology : Accounting, Banking, and insurance business typc 

tra ining, Marketing, Purchasing, Secretarial Science is info rmation technology. 

C onstruction Technology : Bui lding, draft ing, surveying, road constructi on, and mac hinc 

technology. 

Industri a l Technology : Auto mechanics. general mechan ics, e lectricity, e lectronics and 

machi ne technology. 

Home Economic : Textile technology ma le garment, dress maki ng, cooking, bakery and 

confectionery ho use. 

Others: l nc luding health trainin g, clinica l nu rse, pharmacy techni cian, laboratory tcchn ician. 

health extension, water technology, elec tromechan ical, sma ll scale irrigati on, low, and 

human resource management. 

2.6. Facto rs that Can Influence Proper Implementation of TVET Strategy 

Many factors can influence implementatio n e ffectiveness and effi c iency of TVET strategy. 

But among these onl y the main ones are discussed bel ow: 
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2. 6. 1. Selection of Trainees 

Many trainees do not have the necessary information abo ut the relationship between the ir 

present selection of fields for trainings and the future employment opportunities. Most of 

them don ' t understand the relationship between training and employment opportuniti es 

(Studrt, 2002). Hence counselors should di scuss the occupational preferences of the trainees ' 

and the implication of higher tentati ve course selection for these and others form 

occupati onal goals, (Chauham, 1982: 127). 

Unsuitable selection of trainees which resu lted in poor quality of training is a common 

problem of many countries . A training that is not based on appropriate se lection of trainccs 

could not be attracti ve and it resu lted in less trainee 's motivation (Lauglo, 1993). The 

se lection process has to established different requirements, and also need to specify spec ific 

types of ex periences required, achievements of grade from academic or vocational 

institutions needed, (Eccelestone, 1996). 

Selecti on of TVET trainees should be made based on their interest, aptitude and capabirities 

for the requirements of particular fi eld of training, (Biru, 2006). 

The TVET program is also expected to fit the interest and ach ievement of the trainees, (Coc, 

1973: 34). Trainees who join TV ET program based on the ir interest. aptitude and abiliti es are 

more motivated to learn different skill s than others, (Antonions, 2006). 

In order to se lect appropriate TVET trainees it is important to give guidance and counseling 

services to students to help them select training fi elds that su it their interest, aptitude and 

capacity, (Antonions, 2006). As thi s proponent , the program of TVET al so expec ted to bc 

flexible to get appropriate trainees and cond uct quality training. 

Test, past academic achievement, and interviews are among the most frequentl y employed 

TVET trainee 's selection criteria, (Evans, 197 1). But there is a question that to what exten t 
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these trainee's se lection criteri a are actua ll y implemented by all TVET institutes in AA and 

other regions while trainees ' se lect ion. 

All TVET institu tes are expected to give vocational guidance for their trainees to minimize 

resource wastage and to produce competent technicians. The selection criteri a and the system 

need to aim at selecting competent enough trainees to enter the program and benefit from it 

(UNESCO, 1977). Hence, it is better to consider interest and mer its that the trainees and the 

training institute can get during the selection and placement process (Stuart, 2002). 

2.6.2. Placement of Trainees 

The placement of trainees to TV ET instit ute has to undertaken based on the trai nees' aims. 

capacity, aspiration, readiness, and educational background (Good, 1973: 423). Every TVET 

institute must eva luate students' skill s, abil iti es and especial needs before undertaking 

placement to keep its appropri ateness (Raddatz, 1999: 234). But things that are going (In in 

AA and also in other regions in this regard needs assessment and eva luation to make relevant 

both the selection and placement process. Placement orga ni zers need to di scuss with the 

trainees concerning their particu lar placement requ irement (Gi ll , Fluitman and Dar, 2000). 

2.6.3. Vocational Choice 

Consultation of psychological, educationa l, physical, economic and other chances are among 

the main factors that determine career development of an indi vidual (Nayak and Rao, 2004). 

Interests in job, ab ilities, persona li ty, security, stability, presti ge are a lso mostly influence 

once vocational cho ice, (Abosetugne, 200 I). 

Interest, aptitude, intellectual ability, schoo l, family , personal ity traits o f self concept. six 

difference and va lue stereotypes are among the factors that influence vocational choice. 

(Ginzeberg, 1998). The choice of vocational for trai ning as wel l as to give suitab le 

occupation fo r the society is among factors that need conce rn in our case. 
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2.6.4. Employment Market Information 

Employment market information defined 111 variOus perspectives. Schulz and (Klember, 

1998: 43) stated the following: 

Any information concerning the size and composition of any set of the labor 

market, the way it functions, its problems, the opportunities which may be 

available to it and the employment relaled intentions or a.lpiralions of those 

who are part of it. 

Accordi ng to Buse et al (1983: 13 1-1 32), perspecti ve graduates of different institutes arc 

depend on the following eight factors as their major sources of employment market 

information. These are parents and relati ves, counseling officia ls, previous employment of 

others, peers, and career guidance, (Suain et ai , 1987). 

2. 6.5. Occupational Guidance SC l'vice 

Many problems that inherent within our home, school , socia l and occupational activitics and 

relationships pull as to some form of guidance. We usuall y find ourse lves in such difficult to 

steer unaided, (Crow and crow 1960: 18). 

Guidance according to Anderson, (1969: I 72),is a process of helping students understand, 

accept and use the abil ities, aptitudes, interests, and other trai ts. Guidance is a systemat ic and 

professional process of aiding individuals in making other choices. plans and adjustment in 

understanding attractive self-direction and in meeting problems of persona l living related to 

educat ion (Anderson, 1969, Pecku, 1991). 

Placement se rvices need to be given to job seekers in order to help them get employment and 

to help employers able to fu lfill their vacanc ies under the specific prevalent indiv idual 

conditions. To achieve thi s registration and matching procedure need to undertaken. 

(Microsoft Encarta Encyclopedia, 2004). 
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2.6.6. Human and Material Resources 

To make the implementation of TYET strategy e ffecti ve and effici ent qual ity and relevan t 

human and materi al resources have to be suppl ied to a ll TYET institutes. Trainers and 

admini strators are ex pected to have the necessary quali fi cat ion to cond uct quality training. 

It is expected of any TYET institute to update the capac it y of its trainers and admini strators 

timely in order to make them competent and have the necessa ry moti vati on to perfo rm bette r. 

Motivated and creati ve employee can make the system more fl ex ible, effective and 

productive, (Gasskov, 2000: 54). Specia ll y TYET trainers should have to well quali fi ed and 

ex perienced in the fi e lds of traini ng. The quantity and quality of staff ava il abl e in an inst itu te 

infl uence the fate, d irection , and future of the institute, (Berhane, 2000, 22). Updating the 

knowledge of TYET trainers by giving them timely tra ining is a quest ion of global 

competiti on and survival in the global economi c market. T rain ing helps trainers to implement 

the policies, program, rules and regulations of their organi zatio n in a better way, (Ramasamy, 

200 1, 261) . 

The effecti veness ofTYET strategy im pl ementation hi ghl y depends on fi nancia l and matcri al 

resources. The success of any form of business greatl y depends on the avail ab ility of' 

suffi cient finance fo r its short and long term purposes, (Bantie, 200 I , 26) . Producti on of 

capital that helps to conduct TVET training is vital fo r effective implementation of the TVET 

strategy, (Ayele, 2004, 39). 

2.6.7. The Need for Decentralization of Administration 

Solving problems of economic decline o r inabi lity of government to fina nces the educat ion 

system, educational cost, cultural di versity, weakness of government' s legitimate (publi c 

sector), state over load, declin ing performance of ed ucational acti vit ies. as we ll as globa l and 

international pressure are among thc mai n reasons fo r decentra li zati on. (Hol ge r Daun . 2007). 
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Decentralization needs a new type of del iberate control and steeri ng, as wc ll as specifi c 

bodies for steering, monitoring and assessment, (Ho lger Daun, 2007: 36). We can find 

among others the following bodies: Mechanics or processor stee ring (Dri vi ng educat iona l 

process, (a) national curricu lum, (b) national goa l and nati onal guidelines (c) accountability 

requirement, (d) inspection and monitoring, from the central attainment of nat ional goals and 

(e) market mechani sm (Hamilton, 2003 [-Janna ways Woodrooffe, 2003). 

There were various practical problems which wo ul d need attention in educati onal reform in 

the third world countries, to bring economic modernity. Preparati on of planers, instructors, 

increased financ ial allocation to educationa l and the improvement of vari ous sub systems, 

informatio n management, and teacher education and so on, are among the main educati onal 

problems that need attention whil e educational reform is made, (Dav id Br idger, 1997: 62). 

Balance of investment in educational programs has to made among its va rious levels whil e 

maki ng any form investment in ed ucation, (David Bridge, 1997: 62). 
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CHAPTER THREE 

3. Methodology and Procedures of the Study 

3.1. Research Design 

The aim of this study is to assess the implementation effectiveness and efficiency of thc 

national TVET strategy in AA in a way that helps to describe it status. All the necessary 

attempts were made to identify strengthens and weaknesses seen whil e implementation of 

the national TVEr strategy in the city . This wo uld be done mainly by studding, rev iewing 

and collecting data on a ll or more of quantitati ve changes seen as a resu lt of 

implementation of the strategy in AA. Hence the covera ge area of the study is wide. 

The instruments intended to co llect data for thi s stud y are ma inly questionnaires and semi 

structured interviews that mainl y help to co ll ect a large amount of quantitative data. Words 

which have leaning towards quantitati ve research were mainly used whil e questionnaires for 

the purpose of thi s study were de veloped. Therefore, in order to achieve all the above overall 

objectives and activiti es of this study, a quantitative descriptive survey research method 

was employed at each instance of the stud y. Thi s means the approach of the study and the 

types of data collected for the purpose of thi s study were quantitati ve, the spec ific objective 

of the stud y was description of the implementation status of TVET strategy in AA, and the 

specific method of the study employed whil e conduction of thi s research was survey method. 

More of these thi s research method is assumed to he lp for gatherin g of rel iable 

information from various TVET training institutes , city ad mini stration TVET agency and 

TVET departments, and other concerned bodies . 
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3.2. Sample Population and Sampling Techniques 

In AA there are 284 (20 government and 264 pri vate) different levels TVET insti tutes. For 

the sake of giving training in all significant leve ls, all these training institu tes in the city are 

cu rrently di vided in to five leve ls or strata. In all these TVET institutes cu rrentl y there are 

1864 trai ners. 

A purposive sampling techniq ue was applied to include all government TVET institutes in 

the stud y. But by employing a stratifi ed simple random sampl ing technique thirty (30) 

private TVET insti tutes from all levels or strata of TVET institutes were se lected 10 be 

participant of the study or to co ll ect data among. Tota lly 50 TVET institutes were selected 

for the purpose of this study. Thi s means I leve l five, 5 leve l fo ur, 4 leve l three and 10 

leve l two and one government TVET institutes and 10 level fo ur, 10 level three and two 10 

leve l one private TVET institutes were se lected to be inc luded in the stud y. 

Both purposive and simple rando m sampl ing techniques were applied in order to select 50 

principals and 100 trai ners respectively to be pa rti cipant of thi s stud y from all 50 sample 

TVET institutes. In addition to thi s 150 trainees also selected of al l these sample i n st itut~3 by 

using simple random sampling technique to participate in the study by giving response for 

questionnaires. 

However it was not poss ible to get data on the exact number of TVET o ffi cers in AA City 

Admini stration TVET Agency and departme nt of TVET in the sub-c ities, with the help of 

simple random sampling technique, 30 TVET officers were se lected to being among the 

crucial partic ipants of this study. 

[n the same way although there is no data to indi cate the proper number of employment 

organi zations and civic associati ons on soc ioeconom ic development in AA, by using 

sim ple random sampling technique fi ve employment organ izations and 5 civic associations 

which are assumed as appropriate to be include in thi s stud y were se lected But al l 
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managers of these organizations are purposefu ll y included in the study. Hence purposive 

sampling technique was employed while their selection. Even if things become diffic ult to 

mention the exact number of unemployed TVET graduates in AA, 5 unemployed TVET 

graduates in the ci ty random ly selected to be incl uded in the stud y. 

3.3 . Data Gathering Instruments 

Based on the knowledge gained during the literature rev iews fo r thi s stud y. mai nl y open and 

closed ended questionnaires and the semi structured interview were used as basic data 

gathei'ing instruments to thi s stud y. Thi s is fo r the reason that the most types of data 

required to undertake thi s stud y are quanti ta ti ve types of data and the above two methods of 

data gathering instrument are main ly help to gather quantitative data. Document anal ys is 

and some form of observation were also employed for those quantitati ve data co ll ected from 

documents and literature . 

Generall y 3 sets of more o f closed and fe w of open ended questionnai res were prepared and 

distributed to be responded by TVET offi cia ls or experts both at agcncy and department of 

TVET at the sub city leve ls, principals. trainers and trainees of various level TVET 

institutes in AA. 

All the closed and open ended questionnaires were req uested respondents to mention and 

ident ify variables and factors regarding the national TVET strategy implementat ion 

strengthens and weakness in AA which were manifested while al l strategic issues of the 

strategy were performed. They also required them to give more pri ces suggesti ons and 

opinions concern ing the implementation effecti veness and effi ciency of national TVET 

strategy implementation within the city. 

Appropriate interviews and di scuss ions we re prepared and he ld on the implementation status 

of TVET strategy with manage rs of employment compan ies, c ivic associati ons on 

deve lopment and unemployed TVET graduates. 
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Moreover wi th sufficient preparation signi fica nt docu ment analysis were made both on 

national and AA city administration TV ET strategy implementations documents and on other 

related material s. Observation of overa ll implementation of TVET strategy in AA was also 

accompanied both with document anal ys is and the semi structured interview gatherin g 

instruments to in reach all required quantitati ve data. 

All quest ionnaires deve loped in a ll the abo ve cases were based on the educat ional leve l. 

experience, capabiliti es and occupational background ol"a ll respondents. 

3.4. P."ocedurcs of the Study 

Mainly the procedure fo r th is study has three phases. In the first phase relevant bodies of 

li terature and other documents regarding the implementat ion status of national TVET 

strategy in AA are reviewed. Instruments of data co ll ect ion and methods are identified. 

Moreover in thi s phase policy and nati onal TVET strategy doc uments are al l analyzed for 

further engagement in to main acti vities of thi s study. 

In the second phase of thi s study both preparation of mainl y sufficicnt quant itative if 

necessary qualitative questionnaires and co ll ection of data is unde rtaken. In this phase all 

signi ficant data are collected fro m principals, teachers, and trainees of different levels 

TVET institutes in AA and fro m appropriate documents. In add ition to thi s, proper and 

suffici ent interviews are also held with managers of employment companies and ci vic 

associations on deve lopment as wel l as unemployed TVET graduates. 

In the third phase of thi s study suffici ent ana lysis of data was made to come li p with 

appropri ate findings. Al l the necessary techniques of data analysis were applied to keep the 

reli ability and appropriateness of data anal ys is tecimique to come up with good findin gs. 

suggest ions and recommendations that enables to give appropri ate response for the main 

problems thi s study. Here also attempts were made to give the findin g o f this study for those 

appropriate bodies to implement the strategy. 
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3.5. Method of Data Analysis 

Percentage which is the simplest form o f stati stica l data anal ys is technique, the one mainl y 

used to analyze quantitative data was entirel y applied whil e data fo r the purpose of th is 

study analyzed. Almost for a ll quantitative data co ll ected for the purpose of thi s by 

means of open and closed ended questionnaires, semi- structured interviews and document 

anal ysis th is method of data anal ysis was become signifi cant both fo r the analys is 

simplification and easil y understandability of the study by a ll leve ls readers or users or the 

stud y. 
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C hapter FoUl-

4. Data Presentation, A nalysis and Interpretation 

4 .1. Brief on Data Collected 1'01- the Purpose of this Study 

Data fo r the purpose of thi s study were co ll ected fro m doc ument analys is, by questionnai res 

and with conduction of interviews. With the help of document anal ys is significant data were 

co llected on proper implementati on of national TVET strategy both at the national and AA 

City admin istration levels. 

All the three hundred thirty (330) quest ionnaires which were distributed among officers of 

TVET, and TVET institutes' principals, trainers, and trai nees, all of them are co llected back 

which were as much as possible field properly. 

Data which were intended to be co llec ted by conduction of intcrv iew with managers of 

employment organizations and civ ic assoc iations on deve lopmcnt as well as wi th 

unemployed TVET graduates in AA was almost properly empl oyed or ac hieved all in all. 

4.2 . Overview on the C urrent Implementation of TVET Strategy 

The current TVET strategy was fo rmulated in a way that helps to give training in diffe rent 

fields of ski ll s which are significant for development acti vities of the country. It was 

designed mai nl y to deve lop and use trad itional and modern sc ientifi c techno logies to enhance 

productivity at a ll imp lementation leve ls of the strategy. 

Based on the above assumptions in the last two decades many progresses and changes ha ve 

been made by implementation of the strategy. These progresses and changes ach ieved as a 

result of TVET strategy implementation includes both quanti tati ve and qualitative aspects. 
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As evidences fro m MOE and AA City Administration document anal ys is mainly the most 

significant quantitative changes achieved as result of national TVET strategy impl ementation 

and litt le aspect on important qualitative changes achieved as a result of TVET strategy 

implementation both at the national level and in AA city admi ni stration could be 

summarized by the fo llowing paragraphs. 

Attempts made to promote positive cu ltural respect for work and workmansh ip show 

progress in all aspects and levels of TVET strategy implementation. As MOE review of 

Educat ion and Training Policy of (2008), most of the significant attitudina l changes and 

improvements, which achieved among most of TVET strategy implementers and 

stakeholders as well as that of societies at all implementation levels of the strategy become 

favorable for its proper implementation in all implementation levels of the strategy. Thus 

this is among some of the TVET strategy implementation performances that show possible 

implementation of the strategy in all its implementation levels. 

The number of TVET institutes, wh ich were only 17 at the national level in 1994 (which 

were 3 in Amhara, 4 in oro mia, 3 in SNNPR, 3 Addis Ababa, one in Tigray and one in 

Diredawa) that ·were only in 5 regions, increased to 388 government TVET institutes by 

200617 excluding that of 25 agricultural TVET inst itutes run by ministry of agri culture 

(MOE, 2008). In the same time period the num ber of TVET trainees which were only 2, 634 

(61.1 % of thi s were female) increased (0 191, 151 , (43 .9% of thi s are female trainees), 

exc luding that of 35, 365 trainees enrolled to agricultural TVET institutes run by ministry of 

agriculture. But it also stated that the target sate to enro ll 243, 009 students at national level 

could not be achieved. 

As AA City Adm inistration TVET Agency, the share of the city in most of the above 

changes exceeds that of other regions. The number of TVET institutes that were onl y three 

by 1994/95 which was only at middle leve l traini ng increased to above 284 different level s 

training inst itutes. As evidence frolll document analysis of TVET agency of AA city 

admini stration government, the private secto r and the non government organizations are 
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participated in all leve l of TVET and its strategy implementati on by estab li shing and 

conducting significant training. It also beco mes clear that the enrollment ratio of trainees in 

all levels of training exceeds that of other regions of the nation. l-Ience these are also among 

the points that indicate implementation poss ibility of TVET strategy at all its leve ls. 

4.2.1. Changes and Improvements Made to Make TVET Curriculum Relevant 

Most of the crucial changes and improvements made to make T"V ET curri culum relevant at 

all levels of training become significant to ensure the expected standard of profi les of vario us 

leve ls TVET trai nees (MOE, 2008). But it were also indicated as there is a need to make 

more efforts in order to respond for timely changes in demand of the society and labor 

market, to make it more relevant in all level of training to respond for demancl of the society. 

As evidence from AA TVET Agency document analysis, efforts made to improve TVET 

curriculum in all levels of TVET in the city able to bring more appropri ate improvements to 

become relevant for labor market demands of the city than most regions of the nation. 

Diversification of training fi elds is improved from time to time than other areas wh ich help to 

improve relevance of the curriculum. Hence even this implies that all attempts made to make 

TVET curriculum relevant at all leve ls of training show implementation poss ibi li ty of the 

TVET strategy in this regard, it seems a need to make more efforts to respond more 

appropriately for demands of training in al l levels. 

4.2.2 Improvements Made to E nhance Participation of the Private Sectors 

As MOE Education and traini ng policy of 1994, all government and no ngovernmental 

organizations as well as individual citizen who ha ve the potential and capabilities have got 

the right to establish and run their own training programs according to their interest. Based 

on thi s only in AA over 265 different levels private TVET institutes were opened until 

2008/09(AA TVET Agency). Hence thi s implies implementation poss ibility of the TVET 

strategic issue in thi s regard in all its implementation levels. Above all it indicates how the 
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strategic issue of TVET strategy able to bring appropri ate parti cipation of the pri vate and 

nongovernmental organ izations at al l levels of implementation of the strategy. 

A ll the necessary improvements and changes have been undertaken and also they are under 

way to get more effective and effi cient parti cipat ion of the pr ivate sec tors in ord er to im prove 

their proper implementation of TVET stra tegy (MOE, 2006) . Hence thi s im proved TVET 

strategy hand book stated a ll the necessary engagement acti viti es that hclp to enhance 

appropriate participation and invo lvemen t of the pri vate sectors and stakeholders in al l 

implementation levels of the strategy. 

The main criteria that were used to g ive permiss ion and accreditati on fo r pri vate and 

government TVET institutes w hi ch were mostl y ru n based on materi a li stic fac ili t ies, changed 

to more qualitati ve issues as management work processes and market demand stud ies, (MOE. 

2006) . As a result of thi s, since last year appropri ate and necessaril y im proved ty pes of 

permi ss ion and accreditation giving process have been appli ed. Hence these a ll important 

changes and improvements made to enhance the participation and invo lvement of the 

pri vate sectors and stakeholders of TVET strategy in all its im plementa ti on leve ls become 

signifi cant fo r proper implementati on of the strategy. 

Al l the above data were collected from areas which have in touch with a ll levels of TVET 

strategy implementati on both at the nati ona l level and in AA. Therefore, they all are among 

data that ind icate implementation poss ibi lity of TVET strategy in all its im plemen tat ion 

levels in AA. 
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Table 1: Characteristics of respondents 
No C haracteristics pvera ll respondents 

item s to be analyzed ----

Princ ipals 
Managers 0 1 

OFficers of Tra inees 0 em ploymenl Unemployed 

~-VET 
ofTVET Inst ~ra i ne rs 0 

TVET companies TVET gradua les 
itutes TVET institute 

and civic assoc i 
alions 

N Yo ~ Yo N Yo N Yo N Yo N Yo 

---
I Sex 

Male ~2 73.5 ~6 92 65 65 74 ~93 8 80 ~ 40 

Female 8 26.7 ~ 8 p5 p5 76 50.7 2 ~ O 3 60 

Irota l 30 100 50 100 100 100 150 100 10 100 5 100 

2 ~ge range 

12 0 - 30 12 0 10 ~O 50 50 - 2 20 5 100 
31-40 16 53.3 30 60 40 '10 - - 6 60 - -

--
Above 40 2 6. 7 10 20 10 10 ~ 20 -

3 Leve l of Ed ucati on: 

Certificate - 2 140 
Diploma 10 20 0 0 3 60 
BA/BSC 23 76.6 30 60 37 37 - - 7 70 -

23.4 !--- - - - ~ ---
MA/MSc 7 10 20 3 23 - 3 30 - -

- -
~ Service yea r 

1-5 5 16.6 6 12 60 60 
6-10 10 33.3 ~6 52 0 20 " 40 -
11- 15 12 40 10 ) 0 10 10 - 3 30 

16-20 3 10 8 16 10 10 3 30 
---

5 Training leve l 0 

Taillees 

Leve l I and 2 - 70 ~66 -

---
Leve l 3 and 4 - 80 53.3 - -
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The above table indicates the characteristi cs of all types of responden ts who partici pated in 

the study by giving their response as much as possib le properly. As we can see fro m this 

table the number of male respondents in the cases officers of TVET wh ich is 73 .7%. 

principals of TVET trai ning institutes which is 92% and the case o f trainers of rVET that 

65% exceeds the number of fe ma le respondents. Thi s shows less participation of fema les in 

all the above mentioned post leve ls of the ma in pract itioners of rVET strategy to bring 

proper implementation of the strategy in AA. Hence thi s req uires a need to increase or 

enhance the participation ex tent of fe males in all these job position leve ls of TVET strategy 

implementers to have a proper implementat ion of the strategy. 

53.3% of officers of TVET in AA City Ad ministration TVET Agency and the sub citi es ' 

department of TVET are in the adult age ranges. Hence there is a chance to improve their 

implementati on efficient and effectiveness by deve loping their capabil ities and potentials for 

work. Regarding their educational levels more of these officers (76%) are BA/BSC holders. 

Thus thi s implies there is a need to improve their leve l of education at least to MA/MSC 

level for the majority of them. This is because they all are at the top level for the proper 

implel11enl"al"ion of the strategy, 

The proportion of tra iners at youth age range (60%) is greater than the other age ranges. This 

shows that there is a chance to enhance more implementation of the strategy by fac il itating 

all the necessary support for these main practitioners of the strategy. 

When we see data on educational qualificati on of these trainers 40% of them are diploma 

holders . This rati o number exceeds from the ratio or percent of those are BA/BSc and 

MA/MSc holders. It implies less quali ficati on level of most TVET trainers in AA. Agai n 

when we look at their service year majority (60%) of them are in the range of service year 

from one to five years. This ind icates most of them are less experienced for their job posts 

areas that can limit their effecti veness and efficiency. 

In the case of trainees of TVET institutes that were participated in thi s study by givi ng thei r 

response, the proportion of ma le to fema le (74% to 76%) is more or less the same. Hence thi s 
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implies that participati on and invol vement of female trainees in TVET institutes become 

equall y increased as that of ma les in a ll leve ls ofTVET. Again as one can see from the abo ve 

table, the proportion of TVET trainees in the traini ng level in 3 and 4 whi ch is 53 .3% 

exceeds the proportion of tra inees in leve l one and two. From thi s we can see that thc 

number of TVET trainees at the medial and hi gher levels of TVET institutes become 

increased more than the basic and junior levels training. 

T able 2: Practitioners' understanding on the proper implementation of 

Strategy 

Res pondents 

TVET 

Items requested 
Principals of 

Trainers of 
TVET officers TVET 

institutes 
TVET 

N % N % N N% 
Implementation o f national TVET 

strategy mainl y helps yo u to: 

a). Identify suitable skill s I 4.4 8 16 25 25 

for traini ng 

b). Prepare appropriate skills - - - - - _. 
training process 

c). Improve the skills training process - - - - - -
wi th change in demand 

d). It has ad va ntage in a ll 29 96.6 42 84 75 75 

the above cases 

Total 30 100 50 100 100 100 -

The skill training program conducted 111 

most TVET institutes helps the society or 

the nation to: 

a). Foster global competiti veness 2 6.7 5 10 15 15 

b). EI iminate poverty - - - - - -

c). Promote socia l inclusion - - - - - -
-
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d). Emphasis IS gIven to promote all the 28 93.3 45 90 85 85 

above issues 

Total 30 100 50 100 100 100 

The emphasis given for all skill s in demand 

by TVET strategy and its implementation is: 

a). Hi gh 29 96.6 45 90 85 85 

b). Moderate I 3.4 5 10 IS IS 

c). Poor - - - - - -

d) . Very poor - - - - - -

Tota l 30 100 50 100 100 100 

The attention given to treat cultural norms 

and values by TVEr strategy and its 

implementation to give quality training is : 

a). High 29 96.6 43 86 80 80 

b). Moderate I 3.4 7 14 20 20 

c). Low - - - - - -
Total 30 100 50 lao 100 100 

The development sector that actuall y 

favored more as a resul t of TVET strategy 

implementati on in AA is: 

a) . Micro enterpri ses 28 93.3 45 90 80 80 

b). Large industri es 2 6.7 5 10 20 20 

c). Education - - - - - -

d). Heal th - - - - - -
Tota l 30 100 50 100 100 100 

~---. 

By the ir response for item number one of tab le two 96.6% o f TVET o ffi cers, and 84% of 

principals as we ll as 75% trainers of TVET institutes indicated the suitabili ty o f the TVET 

strategy and its implementation to help them in identifying appropriate skills for trai ning and 

suitable trai ning process that can be improved while demand is changed. Hence thi s shows 
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that most of the mall1 practitioners or implementers of TVET strategy have appropriate 

understand ing on proper implementation of the strategy. 

This response also goes with (Brown 1999) statement regarding the need to formulate the 

ski ll s de velopment program in a way to deve lop social capacity for learning, producti vity and 

innovations. Moreover thi s data indicati ng significant improvement of TVET strategy 

implementers understanding regardi ng the adva ntage the strategy for identification of 

appropri ate skills for training indicates possibi lity of more proper im plementati on the 

strategy. 

Regarding the most favorab le advantages that TVET strategy actual ly gave for all 

implementers of the strategy 96.6% of TVET officers and 90% of principal s as well as 85% 

of trainers of TVET institutes indicated that, the skill tra ining program conducted at various 

levels in their institutes become helpful to foster globa l competitiveness, to el iminate poverty 

and to promote social inclusion as they indicated by thei r response for item num ber two o f' 

table two. As Tikly (2003), too much emphasis for high skill s is likely to fa vo r middle class 

urban elites while vocational skill s are crucial for poor and rural communities. This implies 

that understanding of most practitioners is on the proper way to implement the strategy 

app ropriate ly based on scientific princip les. 

Actually sufficient emphasis has been given for all skill s in demand by TVET strategy and its 

implementation. This is become clear from the response o f 96.6% of TVET ofilcers, and 

90% of principals and 85% of trainers of TVET institutes by their response for item number 

three of table two. Any skill fo rmation process in TVET has to be undertaken in relation to 

nati onal development priorities and with changes in ro le of government and pri vate sectors, 

(Tikly, 2003). Thus th is implies that understanding of implementers on the strategy and its 

implementation ways mainly regardi ng on the emphasis which needs to be given by TVET 

strategy and its implementati on is on the approp ri ate way for proper implementation of the 

strategy. 
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As 96.6% of TVET officers, and 86% of principals and 80% of trai ners of TVET institutes 

indicated by their response fo r item number fo ur of table two, appropriate attention has been 

given to treat cultural norms and values bo th by TVET strategy and its implementati on in 

AA. The agreement of these pract itioners on the ap propriateness o f the practica l attention 

given to treat cultura l norms and values by the strategy and its implementation tell s us thaI. 

most of the main impl ementers of the strategy have suHicient understanding on how to' treat 

these issues to make implementation of the strategy effecti ve and effi cient. 

The implementation of TVET strategy in AA fa vo red more the mi cro and small scales 

enterpri se as response o f 93.3% offi cers o f T V ET and 90% princ ipa ls and 80% of tra iners of' 

TVET institutes. From this one can say that, mainly implementers who are in the fi rs t rank 

for the implementation of TVET strategy have suffi cient ideas on the proper 

implementation ways of the strategy. Hence th is implies that their engagement is also 

expected to be on the proper way by giving mo re emphasis for the sector of deve lopment that 

has more demand from TVET. Moreover, all the above data 

implementation of all strategic issues in al l these rega rd . 

shows more possible 

The second basic question of thi s study was ai med or foc used at assessing the understanding 

of the ma in implementers of TVET strategy in AA fo r the proper implementation of the 

strategy. Therefore all the above data presented, anal yzed and interpreted from the above 

table two indicated as all leve ls implementers o f TVET strategy in AA have most flf the 

signifi cant understanding on proper implementati on ways o f the strategy. 
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Table 3: Appropriateness of admission and placement of trainees 

Officers of 
Principals of 

Trai ners of Trainees of 
TVET 

Item TVEr 
institutes 

TVET TVET 

N % N % N % N 
Means of information accessibi lity 
for trainees to join trai ning are: 
a). Parents - - - - - - -
b). Fri ends - - - - - - -
c). Counselors - - - - - - -
d). Mass media " 30 2 4 10 62 J 

e). All of these 27 70 48 96 90 90 88 
Total 30 100 50 100 100 100 150 
In terest of trainees to join different 

training programs and fi elds is: - - -
a). High " 10 10 20 J 

b). Moderate 27 90 40 80 96 96 142 
c). Low 4 4 8 
Total 30 100 50 100 100 100 150 
Most of the actual placements made 
to place students in different training 
fie lds is done by: 
a). Their interest on ly 27 90 38 76 75 75 132 
b) . By choice of their parents - - - - - - -
c). By educational administrato rs 0 10 12 24 25 25 18 J 

Total 30 100 50 100 100 100 150 

By their response for item num ber one of table three 70% of TVET officers, 96% of 

principles, 90% of trainers as well as 58% of trainees of TVET insti tutes indicated that 

parents, friend s, counselors of TVET and the mass med ia are all currently served as means 

of information access ibility fo r TVET trainees. Thus, it impl ies information access ibility for 

students want to join and joined TVET has some what a good divers ity in AA. 

Most of TVET trainees were have moderate interest to join TVET insti tutes to be trainees o f 

TVET as 90% of officers of TVET, 80% of principles and 96% of tra iners as we ll as 94.6% 

of trainees of TVEr indicated by their response to replay fo r item number two of tab le three. 

45 

% 

-

-

-
42 
58 
100 

-

94.6 
5.4 
100 

88 

-
12 
100 



Hence it impl ies a need to give all the necessary 

interest of all students to join TVET. 

attentions that hel ps to i mprovc the 

Placement of trainees both to government and private TVET institutes has been made mostl y 

based on their interest. This become clea r from 90% of TVET officers' , 76% of principals', 

75% of trainers' and 88% of trainees' of TVET insti tutes response for the q uest ion stated 

concerning thi s issue in the above table. From the respo nse of the rest respondents who 

indicated the placement made by TVET ad mini strators, one can see that, stil l placemen t of 

trainees could not be based all in all on interest of trainees. Acco rd ing to this data, even 

though the overall placement of TVET trainees is sign ifican tl y improvement to 

undertake a ll the necessary placement of trainees based on interest, yet it looks for more 

appropriate effo rts to made all placements of TVET trai nees mainl y based on sc ientific 

principles and guidel ines. 

The third basic question of this study were seeks to indentify some of the most factors which 

can influence the proper implementation of TVET strategy in AA. From all the above data 

presentation, analysis and interpretations made focus ing on selection and placements of 

TVET trainees in AA one can say that, al though it becomes important to see in to marc 

scientific principles and guidel ines regarding the overa ll se lection and placements of TVET 

trainees in AA, it were all seen in all the above data ana lys is and interpretations made 

concerning this issues shows some form of signifi cant improvements. Thus one can say that, 

rather than having some form of improvement fo r the proper implementatio n of TVET 

strategy in AA; factors in thi s regard ha ve not much more negative influence on the proper 

implementations ofTVET strategy within the city. 
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Table 4: The sufficiency and appropriateness of training imputes 

Respondents 

. TvET 
No Item Pri ncipals Trainers Trai nees 

officers 

N % N % N % N % 

I How many of pri nc ipals and 

trainers of TvET institutes have 

the necessary q ualificat ion for 

the ir post areas? 

a). All of them - - - - - - - -

b ).Half of them 29 96.6 45 90 95 95 - -

c). Only few of them I 3.3 5 10 5 5 -

Total 30 100 50 100 100 100 - -
2 The amount and modern ity of 

trai ning materia ls and equipments 

in most traini ng institutes are: 

a). Morc than suffic ient and - - - - - - - -
modern 

b). Sufficient and modern IS 46.7 20 40 25 25 6 4 

c). Less suffi cient and modern 16 53.3 30 60 75 75 144 96 

Total 30 100 50 100 100 100 150 lOa 
-

0 
J The amo unt of fi nancia l reso urce 

a llotted to most tra in ing insti tutes 

IS: 

a). More than sufficient - - - - - - -
b). Sufficient 14 40 12 24 10 10 - -
c). Less than requ irement 18 60 38 76 90 90 - -

--
Total 30 100 50 100 100 100 - -

47 



As 96 .6% of TVET officers and 90% of principals as we ll as 95% of trainers of TVET 

institutes indicated in their response for ite m number one of table fou r, on ly half of the 

principals and trai ners of TVET institutes in AA have the necessary qualification for their 

post areas. Hence it could be said that, th is is among the main facto rs that influence the 

proper im plementation ofTVET strategy to bring all the necessary implementat ion quali ty in 

most implementation aspects of the strategy. Therefore, thi s requires greater attent ion and 

planed performance from all concerned bodies to change thi s most crucial condition for 

the proper implementation of the strategy and to bring its implementati on effec ti veness and 

efficiency. 

Presentl y some training materials and equipments in most TVET institutes of AA are less 

suffic ient and modern than the required amount and modern ity level. This become clear from 

the response of 53 .3% of TVET officers. 60% principa ls and 75% of trainers and 96% of 

trai nees of TVET institutes who ind icated the less suffic iency and modern ity of most 

trai ning materia ls and equipments in their training insti tutes by their response for item 

number two of table fo ur. Thus this implies a need to undertake all the necessary efforts to 

get tJ1e required amoun t and modern type of tra ining materials and equipments for a ll level s 

ofTVET institutes. 

While giving their response for item number three of table fo ur 60% ofTVET officers, 76% 

of principals and 90% of tra iners of TVET institutes pointed out the inadequacy of the 

present financ ial input a llotted to most TVET training institutes of AA. Next to manpower 

thi s is also among the main facto rs that can infl uence the implementation appropriateness and 

quality of the strategy. Hence more necessary type of efforts is required in thi s area to have 

effective and effic ient impl ementat ion ofTVET stra tegy. 
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Table 5: Oricntlltion extent of training 011 practical field works 

Respondents 
No Items req uested Principals Trainers Trainees 

N % N % N % 
I The extent of trai ning in class on techn ical and 

practical field works is: 
a). Very high 2 4 10 10 70 46.6 
b). Hi gh 48 96 90 90 80 53.4 
c). Medium - - - - - -
d). Poor - _. - - - -

Total SO 100 100 100 150 100 

2 How many of the courses act uall y conducted in 
class are practica l field work oriented? 
a). All of th em 5 10 14 14 50 33.3 
b). Most of them 45 90 86 86 100 66.6 
c). Half of them - - - - - -
d). Onl y too few of them 
Total 50 100 100 100 ISO 100 

3 As you know the current type of evaluation in 
your tra ining institute is: 
a). 100% theoretica l - - - - -
b). Half theory and hal f pract ica l 2 4 10 10 40 26.7 
c). More practica l and less of theoretical 48 96 90 90 110 73 .3 
Total 50 100 100 100 150 100 

4 By assumption the proportion of trainees 
currently placed to sc ience and technology fields 
of tra in ing in your in stitute is: 
a). 100% - - - - - -
b). 70% 

7 14 25 2S 5 30 c). 50% 
43 86 75 75 105 70 

d). 25% 
- - - - - -

Total SO 100 100 100 ISO 100 
5 In your assumption what percent of the actual 

train ing conducted in the class is combined wi th 
work experi ence of soc iety? 
a). 100% 2 4 15 15 37 25 
b). 75% 48 96 85 85 11 3 75 
c). Less than 50% - - - - - -

Total SO 100 100 100 150 100 
6 The capabi lity of the CU ITen t TVET training to 

support the soc iety by adopting him with 
technology is: 
a). Hi gh 43 86 75 75 105 70 
b). Medium 7 14 25 25 45 30 
c) . Low - - - - - -

Total 50 100 100 100 150 100 
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Wi th their response for item number one of' table 5, 96% of principals, and 80% of trainers 

as well as 53.4 % of trainees of TVET institutes indicated that the extent of the currel1l T VET 

training on practical field work of the society is high. From thi s it is possible to say that. 

mainly understanding of practitioners of the strategy and the ir acti ve performance become 

improved to make TVET training more practical fie ld work ori ented in a way to respond for 

demand from the soc iety. 

90% of principals and 86% of trainers as well as 66.6% of tra inees ofTVET institutes in AA 

indicated that, most of the courses conducted in different training fi elds in their institutes 

have become practica l fi eld wo rk or iented. Thus thi s imp li es that, relevance of TVET 

curriculum become improved in order to respond for demand from the labor market. 

While responding to item num ber three of table five 96% of princ ipals and 90% of trainers 

as well as 73.3% of trainees ofTVET insti tutes po in ted out that the current type of evaluation 

in their training institutes become more of pract ica l field work or iented. This tell s us that 

both the atti tude and practical activit ies o f practitioners of' TVET strategy are significantly 

changed to give more of pract ica l fi eld work oriented evaluation for their tra inees. Therefore , 

it cou ld be said that this is ma inly among the most appropriate ways that helps to give 

quality training in all levels of trai ning. 

As peer the response of 86% of principals and 75% of trainers as we ll as 70% of trainees of 

TVET institutes, currently it is assumed that only 50% o f' TVCr trainees are placed to 

science and technological field s of training. Thus as thi s data there is a need to make most 

placement of trainees in the sc ience and technologica l fi elds of train ing to meet the ratio sat 

by MOE. 

96% of principals and 85% of trainers as well as 75.3% of trainees of TVET insiitutes 

poin ted out that 75% of the actually trai ning conducted in the in the ir classes and institutes 

is assumed as it to become combined with wo rk experi ences of the soc iety. Therefo re thi s 

shows that, the active performance to make training demand driven in a way that helps the 

society in it s day to day activities becomes somehow properly improved. 
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The conduction of tra ining in 1110st TYET institutes has become helpful to enab le trainees 

of 'I' YET to support the society by adopting them wi th some types of technologies in vented 

as 86% principa ls and 75% of tra iners as we ll as 70% trainees of TYET institutes ind icated 

by their response fo r item number six of table five . From thi s one can say that, the practical 

conduction of training in most TY ET institutes show important improvement in a way that 

enables to support and hel p the society by ado pting them with new teclmo logies in vented 

locally and at the national leve l. 

T bl 6 A a e : 'pprenhccs h' ff cchvcncss an Ip c d 1'1" . c IClcncy 

litem 

Respondents 

TVET offi cers 
Principals of TVEl 

r!"a iners of TVET Trai nees of TVET 
inst itutes 

N % N % " % IN % 
he eXlent of collaborate planning ane 

implementing 
ofapprcnticesh ip with stakeho lders is: 
a). High 

~4 ~O ~O e-b). Medium 7 14 10 e-c). Low gO 3 86 90 90 
---

rotal 30 100 50 100 100 100 
IThe amount of coordinat ion and cooperation 
vhile apprenticeship is: 

a). Sufficient 12 a 12 24 30 30 37 25 
b). Insuffic ient 18 60 8 76 70 70 11 3 75 
c). No support at all 
Irotal JO 100 50 100 100 100 150 150 

The contribution extent of apprenticeship 
\0 link rraining with practical fie ld works 
is: 
a). High 12 30 17 34 70 70 36 24 
b). Moderate 18 60 33 66 70 70 11 4 76 
c). Low - - - - - - - -

Total 30 100 50 100 100 100 150 100 
The current implementation of 
apprent iceship training helps more for: 
a). Busi ness and information technology 5 16.6 7 14 25 25 35 23.4 
b).Construction and industriallechllology 25 83.3 43 86 75 75 11 5 76.6 
c). Home Economic - - - - - -
d).AII - - - - - - - -

Tota l 30 100 50 100 100 100 150 100 
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Regarding co llaboration in p lan ning and implementing of apprent iceship 80% of offi cers of 

TVET, 86% principals and 90% of trai ners of vari ous levels TVET institutes ind icated that 

the co ll aboration in thi s aspect between TVET institutes and stakeholder organi zations is less 

than expected. As thi s data, thi s is among the ma in problems that inOuence effectiveness and 

effic iency of apprenti ceship training implementation and the overa ll quality of TVET 

training. More of thi s it also shows less parti cipation and invol vement of stakeholders to 

effectively and efficientl y implement app renticeship program in a way that enables to bri ng 

ap propriate implementations of the overall strategy. Thus thi s requires from all concerned 

bodies to make their own contribution that hel ps for the proper conduction of apprenticeship 

program to bring quality of training. 

While responding for item number two of table six, 60% of TVET officers, 76% of principals 

and 70% of trainers as well as 75% of trainees of TVET institutes pointed out tha t the 

amount of coordination and cooperation given For trai nees of TVET duri ng apprenticeship 

training is not sufficient by thi s time. This again shows that, the current cooperation and 

coordination of stakeholders of TVET strategy implementation while apprenticeship 

training of trainees is less than requirement. I-Icncc there is need to change thi s situatioll with 

the appropri ate form of other alternatives wh ich enable to bri ng all the necessary 

invo lvement of all stakeholders for the proper implementation of thi s program. 

In responding for item number three of table six 60% of officers ofTVET, 66% of principal s 

and 70% of trainers as well as 76% tra inees of TVET institutes indicated that, the 

contribution extent of the current apprenti ceship program to link tra ining with practica l J·i eld 

works is moderate for some fields of TVET trainees. This shows there is wastage which 

created as a result of inappropriate apprenti ceship implantatio n. Hence thi s implies a need to 

give apprenticeship on ly for those selected fi elds and leve ls of TVET training and trainees to 

bri ng the required quality and to save resources . 

As the response of83. 3% of officers of TVET. 86% pri ncipa ls and 75% of trainers as we ll as 

76.6% of trainees of TVET institutes, the current implementation of apprenti ceship become 
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more effective and effic ient for construction and industrial fi e ld s of trainings. Hence thi s 

im plies a need to conduct appre nti ceshi p tra ining onl y for those selected field s and types of 

TV ET tra ining which helps to beco me effective and e ffic ie nt to bring all the necessary 

qua li ty. 

Table 7: Capability of training to create job opportunity 

Respondents 

Items 
Princ ipa ls of 

Tra iners of Trainees of 
TVET 
institutes 

TVET TVET 

N % N % N % 
For how many of your trainees do yo u ha ve planned and 
co nducted training that enables them to create th eir own job? 
a). To all o f th em 15 30 25 25 -
b). For half of them 35 70 75 75 - -
c). Only too few of them 
Total 50 100 100 100 
How ma ny o f prev ious graduates of th is institute are able to create 
their own job? 
a). All o f them - - - - - -
b). Hal fofthem 7 14 10 10 - -
c) . On Iy few of them 43 86 90 90 - -

--- - -
Total 50 100 100 100 
From the very begi nnin g whil e they joi n tra ining assumption of 
most train ees rega rd ing employment is? 
a). To create their own job 10 20 14 14 37 25 
b). To be employed 40 80 86 86 113 75 
c) . To jointl y form once own enterpri se - - - - - -

Total 50 100 100 100 150 100 --
- -- - ~ --

O ut of the training conducted in di ffe rent fields in your in sti tute 
how many of them enable trai nees to create the ir own job? 
a). All of them - - - - -
b) . Most of them 20 40 35 35 8 5.4 
c). Some of them 30 60 65 65 142 94.6 
d). No one of them 
Total 50 100 100 100 150 100 
Do a ll fi e ld s of train ees It1 your institute have got training on 
business plan and enterprise formation? 
a) . Yes 24 48 40 40 10 6.6 
b). 0 26 52 60 60 140 93.3 
c). I don 't ha ve idea 

-~-~--

Total 50 100 100 100 150 100 
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According to 70% principals and 75% trainers o f TVET institutes' response for item number 

one of table seven, currently most TVET institutes have planned and conducted train ing that 

enables onl y half of their trainees able to create their own job with their fi elcb of 

spec ia li zation. This indicates the proper plan and practica l act ivi ti es of some TVET inst itutes 

have limitation to conduct training that enables at least most of their trainees ab le to create 

their own job. Thus th is is also seems among the main issues of TV ET that has to be 

improved to have proper implementation of the strategy. 

By their response for item number two of table seven 86% of principal s and 90% of trainers 

of TVET institutes ind icated that, onl y few of the ir previous graduates are ab le to create their 

own job. Thi s shows impossibility o f the current traini ng to achieve the intention ofTVET 

strategy to conduct training that enab les most trainees of TVET able to create their own job. 

Thus thi s implies a need undertake 

concerned bodies. 

practica l activities to change the situation fro m 

By their response for item number three of table seven 80% of principals and 86% of trainers 

as well as 75% of trainees of TVET indicated that the assum ption of most TVET tra inees 

regarding employment wh ile they join training is to be employed rather than to create their 

own job. But thi s opposes the ai m of TV ET strategy that targeted at giving training for 

most of trainees to enable them create the ir own job. I-rence thi s requ ires an act ive 

performance exceptionally from the main implementers to change the attitude or trainees in 

order to amid at creation of their own business. 

60% principals and 65% of trainers as well as 94.6% of trainees of va ri ous levels TVET 

institutes indicated that, by this time only some of the training fi elds in their institutes bc 

enable trainees to create their own job. This cou ld be an indication for lack or wea knesses 

of labor-make or demand stud y for all fields of training. ]-Ience thi s could be an indi cati on 

to undertake proper demand study for all fie lds of training. 
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By their response for items number five of table seven 52% of principal s, 60% of trainers 

and 93.3% of trainees of TVET institutes indicated that, currentl y graduates in all field s o f 

training in their institutes have not got trai ning on business plan and enterpri se fo rmati on. 

Hence thi s could be among the main reasons for inability o f most graduates of TVET to 

create and run their own business. Thus thi s may be an indication to give proper training on 

business plan and enterprise formati on for al l type and ·fi e lds ofTVET trainees. 

T"lble 8: TVET Strategy implementation effectiveness and efficiency 

Respondents 
Principal 

No Item 
Officers of s of Trainers of 
TVET TVET TVET 

i nsti tutes --
N % N % N % 

I The number of different levels TVET institutes 
when compared with the demand for it is: 

a). More than enough 12 30 - - - -
b). Sufficient 18 60 36 72 75 75 
c). Insuffi cient 14 28 25 2~_ 

Total 30 100 50 100 100 100 - - -
2 How many of students who terminated their 

academic education after comp letion of primary 
and gene ral secondary school are able to get 
TVET? 

a). All of them 7 30 12 24 20 20 
b). most of them 2 1 70 38 76 80 80 
c). Ha lfofthem - - - - - -
d). Below half of them 
Total 30 100 50 100 100 100 - -, 

~ Among yearly graduates of rVET in the city or 
your sub city, how many of them are ab le to get 
employment? 

a). All 3 30 7 14 10 10 
b). Most of them 27 90 43 86 90 90 
c). Few of them 
Total 30 100 50 100 100 100 

4 Among graduates of govenUllCI1l and private l --
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TVET institutes the one employed more is: 

a). Government 7 30 2 4 10 10 
b). Private - - - - - -
e). Both are the same 7" -~ 90 48 96 90 90 
Total 30 100 50 100 100 100 

5 T he actual contribution of TVET by produci ng 
skilled manpower for the vast acti viti es of the 
econo my IS : 

a). More than other programs of educat ion 24 80 38 76 70 70 
b) . Equa l to other programs 6 20 12 24 30 30 
c). Less than others - - - - - -

-
Total 30 100 50 100 100 100 --

6 The impl ementation of on the job TVET is : 

a). Properly given 9 30 5 10 8 8 
b). There is plan but implement lack 2 1 70 4 5 90 92 92 
c). No plan at a ll 
Total 30 100 50 100 100 100 --

7 The in tegration and networking between TVET 
institutes to give qua lity trai ning is : 

a). Strong enough - - - - - -
b). Hard ly planed 12 40 14 38 24 24 
c). No obvious integration 18 60 36 72 76 76 - ---
Total 30 100 50 100 100 100 

8 Serv ices given fo r TVET grad uates to Improve 
their business are: 

a). Access to wo rks hop 2 1 70 42 84 88 88 
b). Production contract 9 30 8 16 12 12 
c). Management training and inserti on - - - - - -
c). All of these -
Total 30 100 SO 100 100 -~ -

At present the number of diffe rent levels of TVET institutes in AA is more or less sufficien t 

for TVET tra ining requirements in all leve ls. This become clear /i·om the response of 60% 

of TVET officers, 72% of principals and 75% of tra iners o f TVET insti tutes who ind icated 

the suffi ciency of the number of di ffe rent levels tra ining institutes fo r the demand in each 
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leve ls and types of training by their response I'or item numbe r one of table eight. Thus thi s 

shows performance to expand training institutes become successful in all levels. 

Most of students who terminated their academic education from primary leve l and ancr 

completion of grade ten are ab le to get TV ET as 70% of TVE'f officers, and 76% of 

principa ls and 80% tra iners o fTV ET insti tutes give their response for item number two of 

tab le eight. Thi s implies performance made to achieve access tor traini ng in all levels 

shows significant progress. Furthermore thi s indicates additional efforts to ach ieve all in al l. 

Most of TVET graduates in AA are able to get at least any form of employment as 90% o f 

TVET officers and 86% of principa l as well as 90% of trainers of TVET institutes indicated 

in their response for item number three of table eight. As th is data because all graduates of 

TVET institutes are not able to get employment th is shows some type o f add itional effo rt to 

achieve it all in al l to be effective and efficient in 'I'VET strategy implementation. 

Both government and private TVET institutes graduates are cmp loyed equall y as it becamc 

clear from the response of 90% of TVET office rs and 96% principals and 90% of trainers of 

TV ET institutes in AA. This shows both government and private TVET institutes arc ablc to 

qualify trainees in equal standards and qualities req uired. Hence as this data equa l va lues and 

emphasis need to be given both for pri vate and government TVET institutes in order to 

implement TVET strategy according to its main aims and objectives. 

The actua ll y contribution of TVET program for the vast and lower leve ls of econom ic 

activities seems more than other leve ls or programs of education as the response of 80% 

officers of TVET and 76% of principals as we ll as 70% trai ners of TVE insti tutes implied 

fo r item number five of tab le eight. Hence thi s implies the signifi cance of thi s program to 

enhance economic development of the vast and lower areas of the society. 

Currentl y although on the job TV ET training is more or less planed by TVET offi cials, its 

implementation has limitation as 70% of TVET otlicers and 90% f principles and 92% of 

trainers of TVET institutes po inted out in their response for item number six of table eight. 
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According to th is respondents attempts made to give on the job training could not has depth 

and width. Thus this could innuence the proper implementation o f TVET strategy and 

requires improved performance exceptionall y fro m the main practi ti oner and stakeholders. 

As 60% of TVET officers and 72% of principals as well as 76% of trainers o f TVET 

indicated in their response for item number seven of table eight, there is no obvio us 

integration between TVET insti tutes in AA to give qua lity training. This shows experience 

sharing on model acti vities is limited to enhance implcmentation quality of training. lienee 

require an active performance that enhance integration of TV ET institutes to bring 

implementation quality 

Access to workshop is the onl y type of serv ice presently given for TVET graduates in AA 

to improve their bus iness performance as it become clea r from the response of 70% of TVET 

officers and 84% of principa ls and 88% of trainers of TVET institute in the city. Based on 

thi s it is poss ible to say that there is implementation limitat ion to give more necessary and 

expected services that cou ld help to improve business performan ce of TVET graduates. 

Therefore these al so look for more active performance from all concerned. 
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