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ABSRACT 

The main purpose of thi s study was to asses the implementat ion status of TVET strategy in AA. Thc 
intantion was to identi fy strengthens and weaknesses seen while implementati on of the strategy. To 
achieve the above and other purposes and object ives or thi s study, a quantitati ve descripti ve survey 
research method was employed. By proper application 0[' sampling techniques, all necessary 
participants of thi s stud y were se lected f"j'om AA city adm ini stration TVET agency, TVET department 
of sub cit ies, TV ET institutes, emp loyment organ izations, and civic assoc iation sons on development 
and from TVET grad uates not ab le to get employment in the city. By employini g closed and open 
ended questionnnaries and semi structured interviews as ap rop riate data gathering instruments fo r thi s 
stud y, s ign ificant types of data were gathered from 30 TV ET officia ls or experts, 50 principals of 
TVET institutes, 100 trainers, and 150 trai nees of TVET in AA. Other significan t data also gathered 
by document analys is. All these data were anal yzed by the simpl est stati sti ca l data anal ys is and 
express ion method, which is percentage. From all thses it becomes clea r that , many improve ments and 
some shortages in performance of activities while imp lementation of TVET strategy in AA are 
become clear. From these we can state that, understanding of the main implementers of TVET strategy 
in AA on proper im plementation ways of the strategy is s ignificantl y improved. As the data ana lys is 
and interpretation made in th is regard most of them have al l the necessary knowledge and ideas on the 
proper imp lementation ways of the strategy. The study make all of the folowin g activities whi ch are 
performed fo r the proper implementation of the strategy as establi shment of training institutes, mak ing 
TVET tra ining and its curriculum rel evenl, job opportunity fo r TVET graduates, ex tent of training on 
practical field works, contribution ofTV ET both for the soc iety members and the nation are improved 
signifi cantl y in mant cases. It is possib le to say that in many instance implementation of the strategy 
in all these act ivi ty areas is in appropraty status. Apart from these appropriate implementation 
im provement types of the strategy, the stud y also makes it clear that, some form s of imp lementation 
act ivit ies of the strategy need improvement for the proper implementation of the strategy and to bring 
signifi cant changes in these regard. These are the implementation system of apprenticeship training. 
quality and qual ifi cation leve ls ofTVET trainers or techars, tra in ing materials input, the potentioal 
or capabi lity of training to ab le trainees create their own business, and all signifi cant types of 
plan required to be made to enable a ll TVI:::T grad utes and trainees to create the ir own business 
require crucial type imprvement to elTecti velly and effi cientl y im plement the strategy. Moreover 
the payment difference for similar training between the pri vate and government TVET institutes and 
d ifference in admi ss ion of students at the lower level s of private and government TVET institutes 
are identified as the tVET strategy implementati on areas or activ ities, those looking for proper fo rm 0 [' 

imprvement. The stud y winded up by giving most necessary recommendations which help 10 so lve the 
most limlations seen while implementation ofTVET strategy in AA. 



I. The Problem and Its Approach 

I. I . Background of the Study 

CHAPTER ONE 

The current structure and curri cu lum of ou r educat iona l system is made in a way that enables 

learne rs at each leve l to get tang ible knowled ge and understandi ng in some sk il ls in order to 

get employment or create own job to get sustainab le li ve. Regarding this Nationa l Education 

and Tra ining Poli cy of Ethi opia (ETP : 1994) states the followin g: 

PrimCilY educalion is structured 10 bejiom grade 1-8 10 give access of an improved 

academic knowledge jar the majorily of rural and urban people Ihal enables IheOi 10 

get short skills training 10 be lower levels lechnicians in any /ields of work. Th is 

Iraining which is assumed to be g iven ajier completion 0/ primO/J! education (grade 

8) is intended to enable Ihe youlh to use an improved technologies 10 be produclive 

and ejficienl .farmers in rural areas and techn icians(business men) 0/ variolls 

economic and social activities il1 urban areas in order 10 Kel sMSlail10hle live. 

With the intention of enabling students who ab le to complete general educat ion or grade tcn 

to get vari ous techn ica l and vocational train ing eas il y and to be prepared for hi s her 

education leve ls, general and suffi ciently improved academic know ledge has been given in 

the first cycle of secondary educati on (grade 9 and 10) . The tra in ing intended to be give n 

after complet ion of grade ten was assumed to enab le trainees get al l the necessa ry quality 

technica l and vocati ona l ski ll s tra in ing in the short pe ri od of time without giving them much 

morc add itio na l academic knowledge to cnable them to be competent jun ior and middl e level 

technicians in an y fie lds o f work, MO E pol icy handbook ( 1994 E.C, 19) . 

Based on the above ed ucationa l structu res and curr icu lu m des igned to these areas. man y 

gove rn men t and private TVET inst itutes have been opened in a ll regions ma inl y in last cwo 

decade years. Accord ing ly enro ll ment or tra inees is also become increased (i'om time to 

ti me and a num ber of them are able to getTYET in different vocati onal field s. 



To en ha nce performance in TVET even though governm ent gave more attention for thi s sub 

program of ed ucation in its Educat ional Sector Development Program and th e five yea rs 

Growth and Trans fo rm at ion Plan, the overall implementation qu a lity of the program see ms 

questionable. There are concern s that among man y problems of the program the se rious one 

is that trainees are gradu atin g w ithout acquirin g the necessa ry skill s and knowledge . 

A lthough Addi s Ababa comprises many government and private -rVET institutes that have 

better technological materials and man-power to g ive appropriate training problems 

emanated from these training inst itu tes regarding their standard , quality of trainin g, lVET 

strategy implementation systems and guidance are a ll worsening from time to time as 

ev id ence fi'om various so urces. Especia lly by recogn izi ng the worsening of these problems 

mainly in most pri vate and some government TVET institutes of the ci ty the governp1ent 

started taking some form o f corrective measures. 

A number of researchers and writers condu cted research on vari ous problems of the program 

in different reg ions as well as in Add is Ababa. But they all did not say much on trai ning 

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

conducted on imp lementation effectiveness and efficiency of TVET strategy in A/\. 

Therefore, this stud y is intended to assess th e imp lementation effectiven ess and efficiency 

(status) ofTVET strategy by TVET institu tes in Add is Ababa. 

1.2. Statement of the Problem 

The pr imary object ive of TVET program is achievi ng goa ls stated for trained man powe r to 

eventuall y meet nation al development goals (ESDP II : 30). To ac hi eve thi s goa l a lthough thc 

program has shown unprecedented growth and expans ion in th e last decades, va riou s 

evidences indicated gaps in its implementation e ffectiveness and e fficienc y . Regarding the 

overa ll problems of the program MOE T VET strategy (2006, 2-5), states : 
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The overall implementation 0/ rVET program has various problems. 

Apprenticeship training is not effective and efficient because o/mosl employment 

organizations and agencies could not able to get the necesswy clari/ications and 

understanding on the proper implementation olthe program. Budget mainlv 

allolled /01' government rVET institlltes is not adequate. Modern and advanced 

training technologies are not properly applied exceptionally by government 

TVET institutes and others. The number o/competent and qualified trainers is 1101 

adequate to produce quality manpower by properly implementing TVETstrateg)l. 

In order to solve a ll the above nationwide problems Min istry of Ed ucation \Vas designed 

and stated out-come based TV ET strategy to promote one coherent system includi ng form al. 

non-formal and informal training which can give access to national occupatio n cert ifi cate at 

all levels. But still there are evidences whi ch indicate proper impl ementation problems of 

the strategy exceptio nall y in AA. 

Although TVET institutes in AA are assumed to be better both by thei r number and 

constitution of man-power and mater ials to conduct appropri ate tra ining, vari ous evidences 

indicated the ir implementation ineffecti veness and ineffic iency of TVET strategy. 

Concerning these Addis Ababa City Ad min istrati on TV ET Agency Website 

(www.aatvetagency.gov.et). stated the fo ll owi ng: 

!-lowe vel', all private and go vernmei71 TVEr colleges and Iraining schools in 

the city are expected 10 provide practice - oriented and need - driven 

training, a number 0/ them couldn'l do Ihis. Ivlany private and government 

TVET colleges and lraining inSlilllles can 'I give practice uriei71ed and need­

driven quolity training in order to produce competenl technicians jor the 

requirements of the economy. 
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A num ber of private and government TYET colleges and traini ng schoo ls in AA are giving 

social - sc ience tra ini ng fi elds, which are not among the main econom ic need of our cou:'.try. 

Some more others can' t give quality training in order to produce compctcnt technic ians. 

Because o f these, o f all private and govern ment TYET institutes in thc city, li ve(5) priva te 

TYET institu tes or schoo ls that couldn' t able to impl ement TY ET strategy effective ly and 

effi cientl y based on bas ic principles and guidelines of the strategy arc tota ll y closed. In 

add ition to these ten ( 10) irre levant train ing fi elds are totally avo ided to not be given in any 

TY ET institu tes in AA. Last warn ing is al so given to 38 coll eges and traini ng schoo ls in 

order ad vise them to give practice-orien ted and need-drive n qua lity trai ning 

(IVWW .aatvetagency. gov .et). 

Out of 35,000 TY ET trai nees who had taken occupational competency exam ination since 

2006, onl y 6000 ( 17.1 4%) of them were able to pass the exam and got occupational 

competency certificate. This inabili ty to pass competency exams is also obse rved among 

TYET teachers. In the same period, out o f 2280 TYET teachers who had taken occupation 

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

certificate (Addis Zemen News Paper, printed on October 17/20 I 0). 

Unl ess effective measures are taken there could be clear serio us economic and soc ial 

prob lems on each ind ividual trainee, instructors, tra ini ng insti tutes . thc soc iety and 

government. Thus, thi s study intends to assess the implementation effecti veness and 

efti ciency of TY ET strategy by TYET institu tes in Addi s Ababa and will try to answer the 

fo ll owing basic questions: 

I. Is TYET implementat ion strategy bei ng effecti ve ly implemented at all levels o f the 

system? 

2. Do the program implementers understand th e TYET implementation strategy" 

3. What are the factors that in nuence proper impl ementation of TYlT stratcgy? 

4. What corrective measures could be taken to so lve problems re lated with cffective and 

effi cient imp lementat ion orthe strategy? 
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1.3. Objective of the Study 

The general objecti ve of thi s stud y is to know the im plementation effect iveness of TV I':T 

strategy. Spec ifi ca ll y it tri es to: 

Identify facto rs influencing implementation effect iveness of TVET strategy. 

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

104. Significance of the Study 

It is assumed that the number of diff'e rent levels TVEr insti tutes in AA , which are givi ng 

training in va ri ous fi elds, exceeds the nu mber of TVET institutes in other similar regions. In 

the same way, it is viewed that the num ber of trainees o f TVET exceeds trainees found in 

similar regions. More of these many of TVET tra inees in AA are assumed as they al l come 

from all or most regions of the count ry. 

As we have seen earl ier, many problems conce rn ing improper implementation of TVET 

strategy emanates from TVET institutes in AA. If most prob lems of the program could be 

so lved, the proper imp lementation of TVET strategy in AA can better contribute 1'(Jr 

economic and soc ial developments of the ci ty and the nation as a whole. T'here lo re, because 

of all these and other reasons. thi s resea rch whi ch foc used on assessmcn t of TVET stra tegy 

im plementation effecti veness and effi ciency in AA become significant. 

1.5. Delimitation of the Study 

It has already stated in the background and statements or the prob lem of thi s study that, many 

problems concerning improper implementatio n of' TVET strategy emanated li'om 

im plementati on o f the strategy in AA. 

In the same ways it is stated in the statements stated concernlllg poin ts that indicatcd 

conduction o f the study significant in AA that, the number of TVET insti tutes and trainees 
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coming from almost a ll regions of th e cou lllry in th e c ity exceeds a ll other s imi lar reg ions. 

More of these, if co ndi t ions are impro ved im plementati o n ofTVET strategy in AA can bellcr 

contribute fo r the economic and soc ial acti viti es o r' the nation as a who lc. Thus beca use of 

th ese po ints and other capacity problems, th e conducti on o f thi s stud y is lim ited in AA. i3ut 

the outcome of th e study may be extended to ot her regions based on the ir s ituations. 

1.6. Organization of the Study 

This study has fi ve chapters. Backgro und , statement, object ives, s ignificance and 

de limitation o f the stud y are d iscussed in chapte r o ne. Al l reviews of re lated literature are 

stated in chapter two. Research des ign and methods are di scussed in chapter three. 

Presentat ion , ana lys is, and inte rpretati on of data are given in chapter lo ur. Summery. 

conc lusion and reco nditi ons of the stud y are g ive n in chapter li ve. 

1.7. Definitions of Terms 

Effecti veness: Measures the di sparity between ex pectat ion and perfo rmance o r the ex tent to 

whi ch an ou tput accords w ith stated goa ls (Dej nozka, 1983: 58, in Adane 1993) . 

Efficiency: Achiev ing ones goals, a ims and objecti ves w ith the poss ib le minimum amount oj" 

resources. 

• Refers to th e re lationship between input into the educat ion system and out puts from 

the system (UNESCO, 1992) . 

E ntrepreneurial : One who ca n create hislher own job or business a fte r tra in ing by 

employ ing hi slher knowledge, sk ill s, money and e ilo rl. 

Need driven : A program designed by focusing o n th e demand or interest of th e communi ty 

to produce well tra ined man - power for the labo r market. 

P ractice - oriented : A type of train in g whi ch can be pract icall y appli ed o n the field of ,·vo rk . 

S trategy: Is a means by w hich aims, goa ls, and obj ect ives of a plan are rea li zed. It is more a 

rati ona l and sc ienti fi c plan to real ize objecti ves . 

Technical Vocational Education and Training (T VET): Designed to teach th e skill s and 

kn owledge req uired for particu la r 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 vocational skill s delivery mode, which has benefit for 

both the ind ividual and the soc iety to cope with demands of the economy and social acti vit ies 

to get susta inable li fe. Accord ing to (C lark et.al. 1965 , Mekonnen 2005, Eblers 1969, Ad ler 

1988, Agrawal 1982 and Corson 199 1), TVET is a process of preparing trainees to wo rk in a 

specific occupation requiring app li cable skill s in the world of wo rk. As these writers, it is a 

type of skill s train ing process intended for the improvement of the work hab its of the society. 

While In ternat ional Labor Organi zati on (ILO) defined TVET as training, The United Na~ :on s 

Educati on, Science and Cu ltural Organi zation (UN ESCO) stated it as an educati on which 

leads to one organi zation referred as vocational skill s train ing, (http: //www/ and food 

unimel b, 2006). TVET is a means of modifyi ng attitude, knowledge, and skilled behav iors or 

individuals th rough training of experiences for effecti ve performan ce of ac ti vitics, (Crittcn. 

1993: 10). Vocat ional education is about teaching people how to work effective ly, (l3 yram. 

1956: 50). 

Ed ucat ion and tra ining are taken as devised means ["or the achi evements of human erlcrt in 

any economic and socia l activities, (Ad ler, 1988:94). Mainl y technical voca ti onal skill s 

train ing are ai med at improvi ng sustainab le life of human be ing. As Ma li am Kono, (1982: 4). 

and Jack et.al , ( 1993: 140), schools or trainin g centers are expected to supply technica ll y 

competen t manpower on vocationa l skil ls for the requirements of economic, soc ial. and 

po li tical activ it ies. 

In ever soc iety in order to perform most fo rms of economic and soc ial act ivi ti es and to li se 

and upgrade a ll requ ired technologies in these regard TVET become Vi tal. Hence impr:-ved 
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educationa l and training systems are s igni fica nt to prepare and iden tify indi vidual s. who 

better fit for so me types of economic an d soc ia l act ivities, (Eblers 1969, and Chakropani , 

1996). 

2. 1. 1. Purposes and Benefits of TVET 

TVET is cru cia l to meet most requirements of wo rk. It is training for the sake of ea rnin g. 

(Ad ier, 1988: 105). Wok is a purposeful performance of acti viti es to produce va luab le goods 

and services that requires some form of tra ining o f skill s, (Co rso n, 199 1: 13). TVET is 

s ignificant fo r transmiss ion of knowledge and skill s that enab lcs trainees to engage In 

certain types occupations successfull y that ha ve implications for a ll types o f atti tu des. 

commi tments and habitual responses required in certa in s ituat ions of work , ( Peters, 1966). 

As Robert , (1975: 1030), rather than acade mi c edu cat ion TVFT is vital for the so n to in!le rit 

the trade of wo rk from the fat he r. Technical vocat ional skill s trainin g is s ignifi cant to ha ve 

most a ppropriate forms of changes in th c whole system of work force which come as a 

resu lt of changes in relationship between man and wo rk , ( Isaacson , 1977). 

The purpose o f TVET in Ethiopia is simila r to its purpose at the g lobal level, whi ch is to 

suppl y trained manpowe r in different vocationa l skill s for demands of the eco nomy, (MOE. 

2004). It is al so seen as a means and method of so lving problems of unempl oyme nt in so mc 

co untries. Hence in thi s regard conduction of s igni l'icant types of trainin g whic h hc lps ,'lost 

TVET graduates able to create the ir own bus incss is the main purpose ofTV ET in Ethiopia is 

in tended to achi eve. In any society, employme nt is a symbol of identity and statu s or an 

individua l wh ich affects perception of the society rega rdin g status of thi s perso n in which 

TVET has grater contributions, (Chakrapani , 1996). 

TV ET g ives access to share the bene fits of the econo my equall y. It helps to deve lop alt itudc 

of trainees to word work and life or se lf employment so as to ba lance the gap betwec n 

demand and suppl y to meet demand in th is casc, (Aga n va l. 1982 : 202). In co untri cs \\ 'lc rc 

agri culture is dominant in the economy with fl ouri shin g industri es hav ing a limited potential 
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to abso rb TVET grad uates, it is c ruc ia l to formulate strategy of T V ET mainl y focu sing on 

thi s sector of the eco no my. As Agrawa l ( 1982: 20 I). T VET is sign ilica nt to re late tra ining 

with productivity to hel p ind ivid ua ls to reali ze once own potent ial to contr ibu te for the 

economy as required . 

2. 1.2. TvET as a Means of Job Opportunity 

It is ass umed that, TVET prov ides most signifi can t engage ment capab ili ties in various types 

of works for individual s. It is des igned mainl y to prov ide a ll schoo l chil dren to get an 

opportu ni ty of technica l and vocationa l courses co mbined with wo rk ex peri ences, (Byram. 

1956:306). From thi s one can assum e that at the very beginning studen ts in TVET have to 

learn or trained a bout their fa mi lies' or societ ies' skill of work experience. Every strate~y of 

TV ET program has to be des igned in order to achi eve thi s purpose. The curriculum, teaching 

technologies and other financ ial and material inputs have to be planed based o n th e work and 

li ve lihood experiences of the society to solve its soc ioeconom ic problems. 

For any nation TVET becomes a means to meet the cha ll enge of indu stri al. agri cu ltural , 

commerc ial , and over a ll soc ioeconomi c chan ges. It is assumed to be a means to meet 

eco nomi c co mpetence amon g nati ons . Exceptionally deve lop ing soc ieti es need TVET to 

produce skill ed man-power that ca n acce lerate development through active parlicipat''1n In 

various deve lopment act ivities (Ronated, in Getachew, 2006, 13- 14). 

From the ve ry beginnin g TV ET program is intended to create and improve job opportunity or 

a society . It has to enables them to have the necessary ski ll s, attitudes, and techni ques to 

proceed on one 's own life long lea rnin g. O n the job tra ining strong ly mot ivated trainecs. 

whil e its success entire ly depends upon the immediate supe rviso rs 01' th e system, (F lippo. 

1984: 200). On the job trainin g is a lways haphaza rd , hence the new worker observes 

practices, learn by tri al and errors, occas ionall y rece ives d irec t inst ructi on, (G irma. 2001i: 2). 

But G irma 's assumpt ion may not be taken as the main prob lem of on th e job tra inin g. 

9 



because there are chances to make thc systcm errccti vc by giving the necessa ry guidance. 

counse ling and superv isory serv ices. 

Apprenticeship is des igned as a TVET program (system) in order to li nk school training with 

practica l field work, to make the trainees qualified competent techni cians. that able to 

underta ke an y form of acti ve perrorms. 

By thi s time apprenti ce receives traini ng, provides producti ve labor as we ll as he is em ployed 

in an en terpri se where he goes lor an edu cati onal estab li shment. and rece ives a pay that is 

less than the wage drawn by his unskill ed fe ll ow works or the sa ill c age. (G retl e ... 1972: 13-

14). 

The twenty - first chall enges of global ization and revol ut ion in the fields of in lorma,ion 

commun icat ion techno logy leads to a new or ientat ion and guide in T VET in allover the 

world , (ILO, 1990). The challenges of wo rld globali zati on req uests every nation to give focu s 

for sc ience and technology in order to train technicians who able to minim ize the cha llenges 

or globalizati on in every coun try's econom ic an d soc ial sectors. 

In the worl d there are plenty o r people who do not have even basic education to tackle the 

challenges of commu nicati on technologies and other va ri olls soc ial and economic problems. 

(Kerea lem, 2003). Globali zat ion is influencing the socioeconom ic pot'ential 01" va , :" ' 1S 

countries. exceptionall y, the poverty all ev iation endeavors of developing couillri es. (g ili. anu 

Dar, 200. Therefo re, TVET become vital to solve these cha ll enges. 

2.2. Historica l Development of TVET 

There is a view that the inl'ormal vocat ional skill s trainin g we re stared in th e primiti ve 

society whil e l11 an stated to sat is fy hi s basic needs. At this ti l11 e. it is assu l11 ed that thi s soc iety 

where used woods, stones , bones and fiver far var iolls vocat ional alts as huntin g, clcaril' 6 of 

vegetab les and to gather food l11aterial s and preparali on. The process of learnin g or skill s 
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training by thi s time was simple imitation of skill s and knowledge which wherc transl, ;itted 

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

It is also assumed that the ancient craftsmen like Greece, Roman and most of the middle agc 

people whe re contributed more for the introduction of the arts and techni ca l ski ll s which have 

significance for the susta inable life of human beni gn. By th is time home was served as center 

of training while apprenticeship was used as the main means of training providing techniquc. 

(UNESCO, 1995: IS). Until 19th century such types of training was delivered in 

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

There is a vIew that with the growth of industria lization in European in the earl y 19th 

century, severa l European countries exceptionall y Germany, introduced vocat iona l sk ill s 

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

fl ouri shed elsewhere in all European and America . 

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

the II Word War. Thi s was to get all the required man power in all wise as required. The 

expansion of printed material s in the earl y nineteenth century was bccomc helpful for the 

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

technical schools and post school training which have strong connecti on with industri es 

where expanded, (Hussen, 1995). This was a period when TVET become signi ficant to 

satisfy labor market requirements of mainly industri es, (maginn 2002). 

2.2.1. Historical Bacl<ground of TvET in Ethiopia 

The traditional education in our country prior to the 20 century had gIven more attention 

onl y for the religious oriented activities. The vari ous arts and vocational activities whi ch 

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

remember from our hi story is that, some of the Ethiopian gove rnance where divided among 

the society based on the ir a rts of vocational skill s, as a mino r and superior society. It is 
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obvious that thi s situation where highly demoralized thc soc iety to have arts 01' va ri ous 

vocational sk ill s. T his was among the ashamed hi story of ou r prev ious nations rega rdin,; thi s 

Issue. 

[n order to fulfill objective for skilled man power requirements T he Technical School of 

Add is Ababa was estab li shed, after the invas ion of [ta lian in 1941 (G irma, 1990). Therefo re. 

we can understand that techn ical and vocational traini ng has got awareness and attention by 

our government and society after thi s period. Wana, ( 1998), categori zed the previous 

technica l and vocati onal education in Eth iopia in to three periods. 

[n the first peri od ( 1940s - 1960s), even though on ly 6 T VET institutcs where opened within 

the entire of the nation, there were no clear educational po li cy and strategy to guide and 

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

market information. The overall goals and obj ec ti ves of each leve l o f training program wherc 

not clear. 

Besides these, by thi s timc thcrc wcre not suitable straIcgy for T VET program, cve" til e 

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

other programs o f educationa l system . The curricu lum and the fi e lds of the training whc re 

not as such des igned based on the social and economic acti viti es as we ll as labo r - market 

demand of the nation. 

Secondl y in the period between ( 1960s, 1980s), although some more ex pansion of the system 

is made by opening more comprehensive hi gh schools, the attentions that were given 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 addition even though some form of 

educat ion system and structure where there. relevant pol icy and strategy preparati on whcrc 

not done, to ma ke the education sector and the TVET program relevan t for the economy. For 

thi s it was not help to so lve economic and soc ial problems of the soc iety. 
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In the 3,d phase after 1980s, by considering the ineffectiveness of comprehensive high 

schools, some form of conso lidation and reorga ni zation where made to establ ish more new 

TVET centers in order to produce more trained technicians for the requ irements of the 

economy. In this peri od espec iall y the pany gove rning Ethiop ia k110w (EPRDr·'), made many 

changes in the overa ll educational system as well as on ,[,V ET system to make it relevant in 

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

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

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

2005). 

2.3. TVET Strategy 

2.3. 1. Meaning of Strategy 

Basically strategy is a word with military origin and refers to a plan of action designed to 

achieve parti cular goa ls. It is concerned with how different engagemen ts are li nkedtogcther 

to be performed in order to achieve objectives. It consists in most eases po liti ca l dircctions. 

goals and operations (tactics) that are des igned to achieve the intended aim. 

Strategy is the art and sCIence of employing the political , economic psychological and 

mi litary forces of a nation or group of nations to afford the max imum support in order to 

adopt politics in peace or in war. It req uires identification of environmental filctors that can 

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

around the business. 

Johnson Maunard ( 1936) and other scho lars defincd strategy as the d irection and scope o l' an 

organi zati on over the long term that can help to achieve adva ntages of th e organization 

through its configuration of resources within a cha llenging environment, to meet goal s. In thc 

game theory strategy refers to one of the opt ions that a player can chose and it must be onc of 

the choices of a set of strategies. 
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A strategy is a corporate soc ial responsibilities concept which has four components such as 

economic, legal , ethical , and altruisti c duti es, (en. wikipedia.org/wiki/ corporate social 

responsibility). It is assumed that much of the confus ions and contro versy over co rporate 

social responsibility stems from a failure to di stinguish among ethical altruistic and strategic 

form of corporate social responsibilities. A strategy must spec ify what acti ons will need to 

taken in each contingent state of a program or engagements. 

Strategy is about where the business is trying to get to in the long term or direction , which 

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

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

markets . 

2.3.2 . Skill Formation and TVET Strategy 

Skill development activities mainl y he lp to enhance or deve lop social capac ity for ICaJ:ning. 

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

ski ll acquisition as a purely technical issue, skill fo rmation can dra ws the attention of wider 

social context for skill development. Therefo re, TVET strategy is mainly ex pected to 

emphasis how individuals and society with in specific country understood about skill 

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

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

and private sector, (Tikly, 2003). 

In thi s regard especially TVET strategy has to be designed in a way that helps to overcome 

poverty problems as we ll as to so lve economic inequalities among the soc iety groups. 

Exceptionally in our case emphas is in TVET strategy des igning and impl ementing has to be 

given, for rura l areas where poverty is more avai lable. 

Skills for development initiati ves are also among the points of emphas is which TVET 

strategy is expected to focus on. Both to absorb new knowledge from the outside source and 
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to increase industri al productivity, a suitable TVET strategy is crucial to ha ve appropriate 

societal skill s development program, (Tikly, 2003). 

The skill s required to foster global competitiveness are the same as those required to promote 

social inclusion and elimination of poverty . Too much emphasis on high skill s is likely to 

favor middle class urban e lites whil e basic and vocational skills is cruc ial for poor and rural 

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

specific skil ls that are owned by marginalized gro ups, but that are not traditiona ll y 

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

consideration both globali zation and locali zation conditions while designing and developing 

skills for trai ning. 

2.3.3. Globalization and Changing Skills Requirements 

The two approaches to enhance economIc deve lopment for deve loping countries are the 

evolutionary process of teaching up and that recogni zes the possibilities afforded to lo w 

income countries by leTS to " leapfrog" the stage of de ve lopment in to high va lue added 

knowledge to economy. 

Accordi ng to Wo rld Bank (1999) , foundations of literacy, numeracy, reasoning, and .. ')c ial 

skill such as teamwork, are generic today for economic activ ities. 'fhese are basic education 

to get advanced skill throughout life. But as Afenyadu et.al (1999) indicated. recently all 

necessa ry attention required for skill de velopment is neglected in most international policy 

making process . 

There is not suffi cient evidence that indicates as basic education alone will prepare 

individuals for a sort of producti ve life implicit in current ly dominant model of economic 

deve lopment. There is also an assumption that. universal primary education is not sufilci cnt 

to help indi viduals engage in to producti ve economic activities. Workers wi th vocat ional 
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skill s gained through formal trai ning or on the j ob experience do have higher earn ing than 

those with basic education onl y (Ki ng, 1996, in Tickl y, 2003, 79). 

East Asian Countries articulated educati on and economic development policies by glVlllg 

emphasis to high stock of literacy and basic skill formation, and their state al so engaged to 

develop stock through male education that can help to acce lerate industri ali zation , (Greek, 

1999). As R idde ll (1996), recent global ization competition requires different human resource 

for East Asian countries that were success ful in propelling from agricultural based acti viti es 

to industrial, to page industrial economy. 

The option for developing countries to attract investment through the availability of low 

lodge labor costs in finns' total costs makes other factors more influenti al in decision making 

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

producti vity and to attract foreign capital, (Stewart, 1996, Tukly, 2003). Therefore, frolll all 

these points one can say that preparation and des igning 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 man y forms. As (Kooijmans 1997, in L ind C lark 2007. 23 ) 

stated, it can be follo wing the same occupation as one's father and joining a fa mil y members 

or famil y fri ends from one's own social circle which has to be do ne in order to get 

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

hierarchy, such as merchant navy or the ci vil service. 

According to the Liberal s' Vocational Education Obj ecti ve, Vocational preparations !!eve to 

focus on producing indi viduals acquiring the necessary sk ill s that can help them to earn their 

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

Clark, (2007: 135), said that, no one want to work unless they have to. !·!cnce. as L inda Clark 
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strategy of vocational training need focused on preparing people to ea rn a li ving though 

work. 

The content and methods of training must be de ve loped to serve the bas ic learning needs of 

individual s and society that can improve them in order to address their most press ing 

problems. Thi s means it need to help in combating poverty, rai sing producti vity, improv ing 

li ving conditions and protecting the environmen t. and need to enab le them to play their 

ri ghtful rol es in building democratic soc iety and enriching cultural heritages. 

Successful education and training program requires complementary and convergent acti ons 

on adequate nutrition, effective health care and appropriate care and de velopment of the 

young child in the context of the rol e of the famil y and community. Despite the unquest ioncd 

necessity of earmarking, increased resources towards the education of girl s and women, and 

developing strategies to reach them, one can not underestimate the formidab le barriers that 

stand in the way of reducing gender di spari ti es and achievi ng greater socia l justi ce and 

equity, (Surya Venkata Duth, 2003). These points especia ll y tell us that emphasis in TV ET 

strMegy formulation and implementation has to given to respond needs of girl s and w"lllen 

for training. 

Basicall y TVET strategy is expected to have fl ex ible curricu lum and admini stration that can 

help to meet the ever changing world of work especiall y in thi s global izat ion time. To 

compute with other countries, levels and qual ities of skill training has to be improved in 

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

As th is author the organi zation, management and provisions of TVET in most cases must be 

handled by loca l authorities. 
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2.4. Contributions of Entrepreneurship in Implemcnting TVET Stratcb'Y 

Among the main aims of TVEr strategy, creating suitable conditions for entrepreneurship 

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

successful entrepreneurship it is necessary to make favorab le condition for rVET graduates 

to have access for material s, financial , and techni ca l support. There must be an 

administration system that needs to work in collaboration with TV ET age ncy to successfull y 

implement TVET strategy in thi s and other wises. 

Studies indicated that micro and small sca le enterprises in the industrial sector can provide 

vast job opportunities for citizens in develop ing countri es. These countri es spec iall y expectcd 

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

In Ethiopia micro enterprises are defined as those fi rms with less than the wo rk force with a 

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

(1997). The investment development strategy of the nation indicated that, the governmen t 

specially focused on creating micro and small sca le enterprises to solve problems related to 

employment opportuni ties. 

This strategy special has a great connection w ith TV ET strategy and also expected to play 

greater ro le in creating job opportuni ties for TVET graduates . The Federal Mic ro and Small 

Scale Enterprise 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 sca le ente:'prises 

which has all necessary connection with TVET grad uates by providing se rvices on training. 

counseling, financ ia l and credit faci lities, organi zational support , production and marketing 

space, marketing faci lities and row material supplies. 

Finance is cruc ial in every aspect of the economy. Credit transac ti ons have been 

indi spensable for economic de ve lopment of the wor ld . (Encata encyc lopedia 2003). Fo rm 

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

and graduates, are avai lable, its contributi on is greater than the othe rs. Acco rding to Asseffa, 

et al (2005), micro financial programs aimed at providing financial service for individual s 

that are exceptiona l excluded from the banking system ha ve been launched in developing 

countries . 

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

role in allev iating poverty in a sustainable way, innovati ve credit deli very system have been 

put in place with more efficient way of im prov ing households access to forma l cred it. 

Al though several mi·cro financial institutes ha ve been estab li shed both in rural and urban 

areas, their connection especia l with TVET strategy is not obv ious. I-Ience these forms of 

financiall y institutes are expected to give all the necessa ry support for TVET graduates that 

could help them to create their own businesses. 

To improve the entrepreneurship capacity of -rVET graduates, the Ethio-Germen 

development project is on the activi ty of giving support by coord inati ng various pri vate and 

government agents in AA. Acco rd ing to some evidences d ifferent publi c, pri vate and other 

development agents ha ve been invo lved in the pilot scheme to support the se lf-employmen t 

capac ity of TVET graduates with in the ci ty. These forms of acti vity do ha ve a greater 

contribution to make the strategy suitable and success full. But, from the ve ry beginning the 

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

All TVET graduate need to get training about business ideas, ha ve to get suffici ent training 

on business plan and enterpri se formati on. There must be an agency which has to give 

business license and legal forms of business acti viti es fo r TVET graduates. It is necessary to 

upgrade TVET graduates technica l skill s timel y suppl y them with necessary equipment and 

further support by giving workshop on plan and experi ence sharing. 
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2.5. The Current Status of T VET in Ethiopia 

2.5.1. Policy Frame-Work of National TVET Strategy 

The current Education and Training Poli cy of Ethiopian was formulated mainly to va lue the 

agricu ltural lead industri alization strategy of the nat ional economy and other social and 

politi cal po licies and strategies of the nation. Formulation of the po licy was made in order 

{ o realize various development plans, rural and urban, as well as industrial developmen! 

and the building of democratic society ESOP III (2005 , 5). 

Producing competent trained man-power in different levels for economic, soc ial and poli tical 

activities of the nation is among th\,n ain objecti ves of the ETP, (MOE 1994). 

Reali zation of the Education and Training Policy and the education secto r strategy or ESOP 

requires integration with vari ous deve lopment acti viti es. Hence school based po li cies are 

expected to be connected with various deve lopmen t po li cies in the economic, social and 

po li tical sectors. 

Based on the above assumptions, attempts were made mainl y to des ign our national TVET 

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

hand book of (1994, 17), specia ll y lower and middle leve l technica l and vocational trai nings 

are designed to be given fo r those students who have completed their primary (basic) , and 

secondary (general) education both in rural and urban areas to have competen t prodllcti ve 

human resources fo r vari ous economic and social sectors activities. Acco rd ing to this 

document the technical vocational education and training intended to be given in all these 

levels have to enable the impart of tangibl e skill s for trainees or learner which could enable 

them to improve their li ve lihood. Based on the above obj ectives and some scienti fic 

principles and guidelines for proper formulation of TVET strategy, the national TVET 

strategy was fo rmulated w hich has ma inly the fo llowing basic objectives, principl es to be 

fo llowed and main activities to be performed. 
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2.5.2. Over all and Specific Objectives of the Nationa l TVET Strategy 

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

specific objectives of national TVET strategy : 

Producing competent and highly motivated technicians whose creative potential is 

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

based on the labor market is the overall and general nati onal TVET objective . 

Based on the international and national sc ientifi c principles and condi tions the follo wing are 

stated as spec ific objectives of thi s strategy: 

I. Enable most TVET institutes to be center for technological transfer 

2. Improving quality of TVET training in all leve ls of the system to produce competent 

technicians 

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

4. Preparing and design ing app ropriate TVET implementation system suitable to get all 

the necessary stakeholders engagement and participation in all leve ls 

5. Make the organization of TVET admini stration suitable in order to improve the man­

power of the system. 

2.5.3. Basic Principles of National TVET Strategy Implementation 

As the Amharic version of the (2006) national TV ET strategy, the follo wing principles were 

stated for the proper implementation of the strategy : 

1. Make all TVET institutes center of technological transfer. Basically all TVET 

institutes are expected to adopt and transfer new and improved technologies for their 

surrounding industri es and over all the society. 
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2. Make TVET demand - dri ven: To make training demand dri ven even though many 

things are performed more improvements are expected espec ially to make the 

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

3. Designing a horizontal and verti ca l structure that helps to promote one coherent 

system formall y and info rmall y which can give access fo r li velong lea rning 

opportunity. 

4. Make system of TVET fl ex ible 

5. Improving participation of stakeholders 

6. Decentrali zing administration of TVET 

7. Integrating and unifying the implementation system ofTV ET. 

2.5.4. Main Activities Designed for Proper Implementation of National TVET Strategy 

Among the main activities which were designed while fo rmul ation o f TVET strategy ror its 

proper implementati on, the following are the main ones: 

1. Ling down po licy system of implementation 

2. Establishing counsels and boards 

3. Preparing and implementing quali ty measuring framework and accordingly implement 

it. 

4 . Preparing finance demonstrati on system and implement accordingly 

5. Undertake evaluati on and research in order to improve the program 

6. Improve the research capacity o f main implementers of the program 

7. Much TVET with labor - market info rmation 

8. Preparing management information system 

9. Preparing a system of permeation and license giving 

10. Creation of awareness about TVET strategy 

(Adopted from, MOE TVET strategy handbook 0[ 2006) 
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2.5.5. Changes Made to Make Implementation of the Cu .... ent TVET Strategy Relevllnt 

The government of Ethiopia undertook an ex tensive enart to restruc ture the TVET program. 

based on its obj ect ives and sc ientific implementation principles especia lly in recent yea rs. By 

thi s restructuring attention is given to make fi elds of tra ining relevant by adding new fi elds 

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

make it demand - driven. 

Both establ ishment of new TVET insti tutes and vast rehabi litation of ex isting once havc 

been made in order to contribute for the resolution of social and economic problems of the 

society. Attempt also made to avoid some irrelevant fi elds of tra ining that can ha ve 

advantage to improve the employment opportuni ty of trai nees and to make the program 

relevant. 

Especially after recent years TVET age ncies are estab li shed at al l leve l of governmenl 

administration in order to improve and enhance Ihe implcmentatio n o f the program. The 

program and administration of TVET thai were previous ly government by the education 

sector to trainee only midd le leve l technicians after completion of grade 10, recentl y al l its 

admini stration and institutional activities are separately undertaken by its own institutional 

agenCles . 

The midd le leve l TVET training after completion of grade 10 where des igned to complemenl 

apprenticeship program to be given in co llaborati on with government and various pri vate 

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

2.5.6. Focus A,'eas ofT .. aining in the Cu .... ent Junio .. and M iddle levels ofTVET 

To eradicate poverty and improve SOClOeconomlC development, there shou ld be demand­

driven lower, junior and middle leve l TVET program in relevant tra ini ng fi elds that enab les 

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

(2005) Educational Statistics Abstract of MOE currentl y in all these leve ls ofTVET program 
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trai ning in various fi elds have been conducted in all regions based on their re levance and 

significance for socioeconomic situation. 

Although many ski ll s training currently conducted exceptionall y by pri vate TVET institutes 

at lower and junior level training in beatification, food preparation , theatri cal and film arts 

designing, in various decoration materia ls, hotel and tru ism managements. and in various arts 

become relevant, still there is a question fo r relevance and to look for more types of skills 

trai ni ng. 

However, MOE sta ted that 33 fi elds of spec iali zati on are conducted in the midd le level 

TVET, thi s number seem insufficient to cons ist all the necessary training fi e lds to meet the 

need of socioeconomic activiti es of the society. 

Some of the training fields currently conducted in most TVET institute in Addis Ababa are: 

Business and information technology : Accou nting, Banki ng, and insurance business type 

training, Marketing, Purchasing, Secretarial Science is information technology. 

Construction Technology: Building, drafting, survey ing, road construct ion, and rnachine 

technology. 

Industrial Technology: Auto mechanics, genera l mechanics, electric ity, e lectronics and 

machine technology. 

Home Economic: Textil e techno logy male garment, dress mak ing, cook ing, bakery and 

confectionery house. 

Others: Including health tra ining, clinica l nurse, pharmacy technician, labo ratory technician. 

health extension, water technology, electromechan ical, sma ll sca le irrigation, low, and 

human resource management. 

2.6. Factors that Can Influence Proper implementation of TVET Sh 'ategy 

Many factors can in fluence implementation effectiveness and efficiency of TVET strategy. 

But among these only the mai n ones are discLissed be low: 
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2.6. 1. Selection of Trainees 

Many trai nees do not have the necessary information abo ut the relat ionship between thei r 

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

them do n't understand the re lati onship between traini ng and employment opportunities 

(Studrt, 2002). Hence counselors should d iscuss the occupati onal preferences of the trainees' 

and the implicat ion of higher tentative course se lection for these and others fo rm 

occupational goals, (Chauham, 1982: 127). 

Unsuitable selecti on of trainees which resulted in poor qual ity o f training is a co ml11on 

problem of many countri es. A traini ng that is not based on appropriate se lection o f trainees 

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

se lection process has to establ ished different requirements, and also need to spec ify specific 

types of experiences required , ach ievements of grade from academic or vocational 

institutions needed , (Eccelestone, 1996). 

Selection of TVEr trainees should be made based on their interest, aptitude and capabiiities 

for the requirements of particul ar fi eld of training, (B iru, 2006). 

The TVET program is also expected to fit the interest and achievement of the trai nees, (Coe, 

1973: 34) . Trainees who join TVET program based on their interest, aptitude and abili ties are 

more moti vated to learn different ski ll s than others, (Anton ions, 2006). 

In order to select appropriate TVET trainees it is important to give guidance and counse ling 

services to students to help them select training fiel ds that suit their interest, apti tude and 

capac ity, (Antonions, 2006). As thi s proponent, the program of r VET also expected to be 

fl ex ible to get appropriate trainees and conduct quality training. 

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

TVET trai nee's se lection criteri a, (Evans , 197 1). But there is a question that to what extent 
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these trainee's se lection criteri a are actuall y im plemented by all TVET institutes in AA and 

other regions while trainees ' selection. 

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

resource wastage and to produce competent techn ic ians. The selection cri ter ia and the system 

need to a im at selecting competent enough trai nees to enter the program and benefit from it 

(UNESCO, 1977). Hence, it is better to consider interest and merits 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 TVET insti tute has to undertaken based on the trainees' aims, 

capacity, aspi ration, readiness, and educati onal backgro und (Good, 1973: 423). Every TV I~T 

institute must eva luate students' skil ls, ab ili ti es and espec ial needs before undertaki ng 

placement to keep its appropriateness (Raddatz, 1999: 234). But th ings that are going 0n in 

AA and also in other regions in this rega rd needs assessment and evaluation to make relevant 

both the se lection and placement process. Placement organ izers nccd to di scuss with the 

trainees concerni ng the ir parti cular placement requirement (Gill, Flu itman and Dar. 2000). 

2.6.3. Vocational Choice 

Consultation of psycho logical, educational, phys ical, economic and other chances are among 

the main fac tors that determine career development of an individ ua l (Naya k and Rao , 2004). 

Interests in job, abili ties, personality, security, stabi li ty, presti ge are also mostl y influence 

once vocational choice, (Abosetugne, 200 I). 

Interest, apt itude, inte llectual abil ity, school, fami ly. personality tra its of se lf concept , six 

diffe rence and value stereotypes are among the factors that influence vocational choice. 

(G inzeberg, 1998). The choice of vocational for training as we ll as to give suitab le 

occupation for the society is among fac tors that need conce rn in our case. 
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2. 6.4. Employment Marl{ct Information 

Employment market information defined in vari ous perspecti ves. Schul z and (Klember, 

1998: 43) stated the fo llowing: 

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

market, the way it .limctions, its problems, the opportunities which may be 

available to it and the employment related il1lentions or aspirations of those 

who are part of it. 

According to Euse et al (1983: 13 1- 132), perspecti ve graduates of different institutes are 

depend on the fo llowing eight fac tors as thei r majo r sources of employment market 

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

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

2. 6.5. Occupational Guidance Service 

Many problems that inherent with in our home, schoo l, social and occupationa l acti viti es and 

relationships pu ll as to some form of guidance. We usual ly find ourselves in such di fficul t to 

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

Gu idance acco rding to Anderson, ( 1969: 172),is a process of helpi ng students undcrstand . 

accept and use the abilities, apt itudes, interests, and other traits. Guidance is a systemati c and 

professional process of aiding ind ividuals in maki ng other choices, plans and adjustment in 

understanding attractive self-direction and in meeting problems of personal li ving related to 

education (Anderson, 1969, Pechl, 1991). 

Placement serv ices need to be given to job seekers in order to help them get employment and 

to help employers ab le to fulfill the ir vacancies under the specific prevalent ind ividual 

conditions. To achieve thi s re gistrat ion and matching procedure need to undertaken. 

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

To make the implementation of TVET strategy effect ive and efficient quality and relevant 

human and materi al resources have to be suppli ed to all TVET institutes. Trainers and 

admi ni strators are expected to have the necessary qualification to conduct quality training. 

It is expected of any TVET institute to update the capacity of its trainers and admin istrato rs 

ti mely in order to make them competent and have the necessary moti va ti on to perform better. 

Motivated and creative employee can make the system more fl ex ible, effecti ve and 

productive, (Gasskov, 2000 : 54). Specia ll y TVET trainers should have to well qualifi ed and 

experi enced in the fie lds of train ing. The quantity and qual ity of stafT avail able in an insti tute 

influence the fate , direction, and future of the institute, (Berhane, 2000, 22). Updating the 

knowledge of TV ET trainers by giving them ti mely train ing is a question of global 

competition and surviva l in the global economic market. T raining helps trainers to implement 

the policies, program, rul es and regulations of their organizati on in a better way, (Ramasa my, 

200 1, 26 1). 

The effectiveness ofTVET strategy impl ementation highl y depends on fi nancial and material 

resources. The success of any form of business greatl y depends on the availabi li ty oj' 

sufficient finance for its short and long term purposes, (Banti e, 2001 , 26) . Production of 

capital that helps to conduct TVET tra ining is vital for effecti ve implementation of the TVET 

strategy, (Ayele, 2004, 39). 

2.6.7. The Need for Decentralization of Administration 

Solving problems of economic decli ne or inabil ity of government to finances the education 

system, educational cost, cu ltural di ve rsity, weakness of government 's leg itimate (p ublic 

sector), state over load, decl in ing performance of educat iona l acti vities. as we ll as global and 

internationa l pressure are among the main reasons fo r deccntra li za ti on. (I-10lge r Daun. 2007). 
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Decentralization needs a new type of deliberate control and stee ri ng, as we ll as specific 

bodies fo r steering, monitoring and assessment, (Holger Daun, 2007: 36). We can find 

among others the fo llowing bodies: Mechanics or processor steering (D ri vi ng educationa l 

process, (a) nationa l curri cu lum, (b) national goal and national gu ide lines (e) accoun tability 

requirement, (d) inspection and mon itoring. fro m the centra l atta inmen t of nati ona l goals and 

(e) market mechan ism (Hamil ton, 2003 I-Ian na ways Wood rooffe, 2003). 

There were various practical problems which wou ld need attention in educational refo rm in 

the third world countri es, to bring economic modern ity. Preparati on of planers. instructo rs. 

increased financ ial allocation to educat iona l and the impro vement o f var ious sub systems, 

informati on management, and teacher education and so on, are among the mai n educational 

pro blems that need attention while educationa l reform is made, (David Bridger, 1997: 62). 

Balance of investment in educati onal programs has to made among its various leve ls whil e 

making any form investment in education, (David Bridge, 1997: 62). 
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CHAPTER THREE 

3. Methodology and Procedures of the Study 

3. 1 . Research Design 

The ai m of thi s study is to assess the im plementation effecti veness and e rfi ciency of the 

nationa l TVET strategy in AA in a way tha t helps to describe it status. A ll the necessary 

attempts were made to identify strengthens and weak.nesses seen wh ile implementatio n of 

the nati onal TVET strategy in the city. This wou ld be done mainly by studding, reviewing 

and co llecting data on all or more of quanti tat ive changes secn as a result of 

implementation of the strategy in AA. Hence the coverage area of the stud y is wide. 

The instruments intended to co ll ect data for th is stud y are mainly questionnaires and scmi 

structured interv iews that mainly help to co ll ect a large amount of quan titative data. Words 

which have leaning towards quantitative research were mainly used while questi onnaires for 

the purpose of thi s study were developed. Therefore, in order to achieve all the abo ve overall 

objecti ves and activit ies of this study, a qual/titative descriptive SIIrvey research method 

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

types of data col lected for the purpose of thi s study were quantitative, the specific objecti ve 

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

specific method or the study employed while conduction of thi s research was survey method. 

More o f these thi s research method is assumed to help for gathering of reliab le 

informat ion from va rious TVET training institutes, city administration TV ET 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 institutes. For 

the sake of giv ing training in all significant leve ls, all these training institutes in the city are 

currentl y divided in to fi ve leve ls or strata. In all these TV ET institutes currentl y there are 

1864 trainers. 

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

the study. But by employing a stratified simple random sampling technique thirty (30) 

pri vate TVET institutes from all levels or strata of TVET institutes were se lected to be 

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

for the purpose of thi s study. This means I leve l fi ve, 5 level four, 4 leve l three and 10 

level two and one govenm1ent TV ET institutes and 10 leve l four, 10 leve l three and two 10 

level one private TVET institutes were se lected to be included in the study. 

Both purposive and simple random sampling techniques were applied in order to se lect 50 

principals and 100 tra iners respecti vely to be participant o f thi s stud y from ali SO sample 

TVET institutes . In add ition to thi s 150 trai nees also selected of all these sample institutc3 by 

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

questionnaires. 

However it was not possible to get data on the exact number of TVET o fficers in AA City 

Administration TVET Agency and department of TVET in the sub-cit ies, with the help of 

simple random sampling technique, 30 TVET of1icers were selected to being among the 

crucial participants of thi s study. 

[n the same way although there is no da ta to indicate the proper number of employment 

organizations and civic associations on socioeconomic development in AA, by using 

simple random sampling teclmique fi ve employment organi zations and 5 civic assoc iations 

which are assumed as appropriate to be include in thi s study were selected But a ll 
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managers of these organizati ons are purposefull y included in the stud y. Hence purposive 

sampl ing techniq ue was employed while their selection. Even if things become diHicult to 

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

graduates in the city randomly se lected to be included in the study. 

3.3. Data Gathedng Instl"Uments 

Based on the knowledge gained du ri ng the literature reviews for th is study. mainly open and 

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

gathering instruments to thi s study. This is fo r the reason that the most types of data 

required to undertake this study are quantitative types of data and the above two methods of 

data gathering instrument are mainly help to gather quantitative data. Document ana lys is 

and some form of observation were also employed for those quant itati ve data col lected from 

documents and literature. 

Generall y 3 sets of more of closed and few of open ended questionna ires were prepared and 

di stributed to be responded by TVlCT officials or experts both at agency and dcpartmcnt of 

TVET at the sub city levels, principals, trainers and trainees of various level TVET 

institutes in AA. 

All the closed and open ended questionnaires were requested respondents to mention and 

identify variables and facto rs regarding the national TVET strategy implementation 

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

strategy were performed. They al so required them to give more prices suggestions and 

opinions concern ing the implemel1lal ion effec ti veness and eHiciency o f nati ona l TVET 

strategy implementation within the city. 

Appropri ate interviews and discuss ions were prepared and held on the implementation status 

of TVET strategy with managers of employment companies, civic associations on 

deve lopment and unemployed TVET graduates. 
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Moreover with suffic ient preparati on significant document ana lys is we re made both on 

national and AA city administrati on TVET strategy implementations docume nts and on other 

related materia ls. Observation of overa ll implementation of TVET strategy in AA was also 

accompanied both with document analysis and the semi structured interview gathering 

instruments to in reach all requ ired quantitati ve data. 

All questionnaires developed in all the abo ve cases we re based on the educational level , 

experience, capabilities and occupationa l background of al l respondent s. 

3.4. Procedures of the Study 

Mainl y the procedure for thi s study has three phases. In the fi rst phase relevant bodies of" 

literature and other documents regarding the implementation stat us o f national TVET 

strategy in AA are reviewed. Instruments of data co ll ection and methods are identifi ed. 

Moreover in th is phase policy and national TVET strategy doc uments are all anal yzed fo r 

further engagement in to main acti vities of this study. 

In thc second phase of this study both preparation o f mainly suffi c ient quanti tative if 

necessary qua litative questionnaires and collection o f data is undertakcn. In thi s phase all 

significant data are collected from principals, teachers, and trainees of different leve ls 

TVET institutes in AA and from appropri ate doc uments. [n addition to thi s, proper and 

sufficient in terviews are also held with managers of employment companies and civic 

associations on development as we ll as unemployed TV ET graduates. 

In the third phase of this study sufficient ana lys is of data was made to come up with 

appropri ate findings. A ll the necessary techniques of data analysis were appli ed to keep the 

reliability and appropri ateness of data anal ysis techniq ue to come up with good findin gs. 

suggest ions and recommendations that enables to give appropriate response for the ma in 

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

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

Percentage wh ich is the simplest form of stati sti cal data analysis technique, the one mainl y 

used to analyze quanti tative data was entirely appl ied whil e data fo r the purpose of th is 

study ana lyzed. A lmost for a ll quantitative data co llected fo r the purpose of thi s by 

means of open and closed ended questionnaires, semi-structured in terviews and doc ument 

analys is th is method of data ana lysis was become sign ificant both for the anal ysis 

simplificati on and easil y understandabi lity of the stud y by al l levels readers o r use rs of the 

study. 
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Chapter Four 

4. Data Presentation, Analysis and Interpretation 

4. 1. Brief on Data Collected for the Purpose of this Study 

Data for the purpose of thi s study were collected from document anal ys is, by questi onna ires 

and with conduction of interviews. With the help of document ana lys is signi ficant data were 

collected on proper implementation of national TvET strategy both at the national and AA 

City administration levels. 

All the three hundred thirty (330) questionnaires which were di stributed among officers of 

TvET, and TvET institutes' principal s, trainers, and trainees, all of them are co ll ected back 

wh ich were as much as possible fi eld properly. 

Data wh ich were intended to be collected by conduction of interview with manage,·s o f 

emplo yment organi zations and civic assoc iations on deve lopmcnt as well as with 

unemplo yed TvET graduates in AA was almost properl y employed or achieved all in all. 

4.2. Overview on the Current Implementation of TvET Strategy 

The current TvET strategy was formulated in a way that helps to give training in different 

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

designed mainly to develop and use trad itiona l and modern sc ienti fi c technologies to enhance 

producti vity at all implementation levels of the strategy. 

Based on the above assumpti ons in the last two decades man y progresses and changes have 

been made by implementation of the strategy. These progresses and changes achie ved as a 

result o fTVET strategy implementation includes both q uantita ti ve and qua litat ive aspects. 
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As evidences fi'om MOE and AA City Administration document analysis mainl y the mos t 

significant quantitative changes achieved as result of nat ional rVET strategy implementation 

and li ttle aspect on important qualitati ve changes ach ieved as a result o f rVET strategy 

implementati on both at the nati ona l level and in AA city admini stration co ul d be 

summari zed by the following paragraphs. 

Attempts made to promote positi ve cultura l respect For work and workmanship show 

progress in a ll aspects and levels of TVET strategy implementation. As MOE review o f 

Ed ucation and Training Policy of (2008). most of the sign ificant altitudinal changes and 

improvements, which achieved among most of TVET strategy impleme nters and 

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

favorab le for its proper implementation in all implementation leve ls of the strategy. Thus 

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

implementati on of the strategy in all its implementat ion levels. 

The number of TVET institutes, which were onl y 17 at the national leve l in 1994 (whi ch 

were 3 in Amhara, 4 in orom ia, 3 in SNNPR. 3 Addi s Ababa, one in Tigray and one in 

Diredawa) thal were on ly in 5 regions. increased to 388 government TVET institutes by 

200617 exc luding that of 25 agri cultural TVET institutes run by mini stry of" agri culture 

(MOE, 2008). In the same time period the number ofTVET trainees wh ich were only 2. 634 

(6 1.1 % of thi s were fe male) increased to 191 , 15 1, (43.9% of th is are female trainees) . 

excluding that of 35 , 365 trainees enroll ed to agri cultural TVET institutes run by mini stry of 

agriculture. But it al so stated that the target sate to enroll 243 , 009 students at national level 

could not be ach ieved. 

As AA City Admin istration T VET Agency, the share of the c ity in most of the abo vc 

changes exceeds that of other regions. The number o f TV ET institutes that were only three 

by 1994/95 which was only at middle leve l training increased to above 284 different levels 

traini ng institutes. As ev idence from document analys is of TVET agcncy of AA city 

admini stration government , the pri vate sector and the non government o rga nizations are 
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parti cipated in all level of TVET and its strategy implementatio n by esta blishing and 

conducting s ignificant training. It a lso becomes clear that the enrollmcnt ra ti o of trainecs in 

a ll levels of training exceeds that of other regions of the nati on. Hence these are also among 

the points that indicate implementation poss ibi lity ofTVET strategy at al l its leve ls. 

4.2 .1. Changes and Improvements Made to Make TVET Curriculum Relevant 

Most of the crucial changes and improvements made to ma ke TVET curri culum relevant at 

all levels of trai ning become significant to ensure the ex pected standard of pro fi les o f various 

leve ls T VET trainees (MOE, 2008). But it were also ind icated as there is a need to make 

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

market, to make it more rele vant in a ll leve l o f train ing to respond for demand of the soc iety. 

As ev idence (i·om AA TVET Agency doc Ll ment analys is, e fforts made to im prove TVeT 

curri culum in all levels of TVET in the city able to bring more appropri ate im provements to 

become rel evant for labor market demands of the ci ty than most regions o f the nati on. 

Di versifi cation of training fields is improved from time to time than other areas whi ch help to 

improve relevance of the curriculum. I-lcncc cvcn thi s impli cs that a ll attcmpts made to make 

TVET curri culum relevant at all leve ls o f training show imple mentation possibili ty of the 

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

appropriatel y for demands of training in a ll levels. 

4.2.2 Improvements Made to Enhance Participation of the Private Sectors 

As MOE Education and training poli cy of 1994, a ll government and nongovernmental 

organi zations as well as individ ual citizen who have the potential and capabi liti es have got 

the ri ght to establi sh and run their own tra ining programs acco rdin g to their interest. Based 

on th is onl y in AA over 265 d iffe rent levels pri vate TVET institutes were opened until 

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

strategic issue in thi s regard in a ll its implementa ti on levels. Above a ll it indicates how the 
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strategic issue of TVET strategy able to bring appropriate participation of the pri vate and 

nongovernmenta l organ izations at all levels of implementation of the strategy. 

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

way to get more effective and efficient part icipation of the private secto rs in order to improve 

their proper implementation of TVET strategy (MOE, 2006) . Hence thi s improved TVET 

strategy hand book stated all the necessary engagement activities that help to enhance 

appropriate participation and invo lve ment of the pri vate sectors and stakeholders in all 

implementation leve ls of the strategy. 

The main criteri a that were used to give permiss ion and accred itation for pri vate ancl 

government TVET insti tutes which were mostly run based on material istic fac ilities, changed 

to more qualitative issues as management work processes and market demand studies, (MOL 

2006). As a result of thi s, since last year appropriate and necessaril y improved types of' 

permission and accreditation giving process have been applied. Hence these all important 

changes and improvements made to enhance the participation and involvement of the 

pri vate sectors and stakehold ers of TVET strategy in all its implementat ion levels become 

sign ifi cant for proper implementation of the strategy. 

All the abo ve data were co llected from areas wh ich ha ve in touch wi th all leve ls of r VET 

strategy implementation both at the national level ancl in AA. Therefore, they all are among 

data that indicate implementation possibility of TVET strategy in all its implementation 

leve ls in AA. 
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Table 1: Characteristics of respondents 
[No Characteristics Overall respondents 

items to be analyzed --- -~ 

Managers 01 

Offi cers 
Principals 

rraillces 01 em ploymcnt Unemp loyed 0 
ofTV ET In st rra iners 0 

rVET 
itutes TVET insti tute r-VET com pan les rVET graduates 

and civic associ 

ations 
.. ~ 

N % N % N % N Yo N Yo N Yo 

--
1 Sex 

-~ 

Male 22 73.5 6 92 65 65 74 ~93 8 80 12 rO 
Female 8 ~6 7 8 35 35 76 50.7 12 20 , 60 J 

'Tota l 30 100 50 100 100 100 150 100 10 100 5 100 

2 Age ra nge 

20 - 30 12 rO 10 20 50 50 - 2 20 5 100 --

10 
- I~ --

~-
-- - -- -

31-40 16 53.3 30 60 ~- 6 -

-- --~- ------- ---~ 

Above 40 2 6.7 10 20 10 10 - 2 20 

, Leve l of Education: J 
-_. -- --- ~ - - - --

Certificate I~ rO 
Diploma 10 ?O 0 rO 3 60 

-
BA/BSC 23 76.6 30 60 p7 37 - 7 70 

23 .4 20 ~3 ~3 
- I 

MA/MSc 7 10 3 30 -
-- - r---- -

Service yea r 
-

1-5 5 16.6 6 12 60 60 -
6-10 10 33.3 26 52 20 120 - 4 0 - -

I 1-15 12 0 10 20 10 10 -
, 

30 J 

16-20 3 10 8 16 10 10 , 
30 -J ---- -- ._---

5 Training level 0 

nll nees I 
--

Leve l I and 2 - 70 1466 -

--
Leve l 3 and 4 - 80 53.3 
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The abo ve tab le indicates the characteri stics of all typcs 01' respondents who pa rticipatcd in 

the study by giving the ir response as much as poss ibl e properl y. As we can see from th is 

table the number of male respondents in the cases o ffi cers of TVET which is 73.7%. 

principa ls of TV ET train ing institutes which is 92% and the case of trainers of TVET that 

65% exceeds the number of fema le respondents . This shows less participation of females in 

all the above mentioned post leve ls of the main pract itioners of T VET strategy to bri ng 

proper implementation of the strategy in AA. l-Ience thi s requi res a need to increase or 

enhar.ce the pa rticipation ex tent of females in all these job position levels of TV ET strategy 

implementers to have a proper implementati on of the strategy. 

53 .3% of officers of TVET in AA City Admi ni strati on TV ET Agency and the sub citi es' 

department of TVET are in the adul t age ranges. I-Ience there is a chance to improve thei r 

implementation e fficient and effecti veness by deve lopi ng the ir capab il ities and potenti als for 

wo rk. Regarding their educational levels more of these officers (76%) are BA/SSC holders. 

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

level fo r the majority of them . Thi s is because they a ll are at the top leve l for the prope r 

implementati on o f the strategy, 

The proportion of trai ners at yo uth age range (60%) is greate r than the other age ranges. This 

shows that there is a chance to enhance more implementation of the strategy by facilitatin g 

all the necessary support fo r these ma in practi tioners o f the strategy. 

When we see data on educat ional qual ificati on of these trainers 40% of them are diploma 

holders. This ratio number exceeds fro m the rati o or percent of those are BA/S Sc and 

MA/MSc holders. It implies less qualifi cati on leve l of most TVET tra iners in AA. Aga in 

when we look at their service yea r majority (60%) of the m a re in the range of service year 

from one to fi ve years. This indicates most of them are less experienced fo r their job posts 

areas that can limit their effectiveness and effic iency. 

In the case of trainees of TVET institu tes that we re parti cipated in thi s study by giving (heir 

response, the proporti on of ma le to fe male (74% to 76%) is more or less the same. Hence thi s 
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No 

I 

2 

implies that part icipation and invol vement of female tra inees in TVET institutes become 

equa ll y increased as that of males in a ll leve ls of TVET. Aga in as one can see from the abovc 

table, the proporti on of TVET trai nees in the training Icvel III 3 and 4 which is 53.3% 

exceeds the proport ion of trainees in level one and two. From this wc can see that the 

number of TVET trainees at the medial and higher levels of TVET institutes become 

increased more than the basic and jun ior levels traini ng. 

Table 2: Pmctitioncl's' understanding on thc propcr implcmentation of 

Strategy 

Respondents 

TVI~T 

-

Items req uested 
Principals o f 

Trainers of 
TVET officers TVET 

institutes 
TVET 

N % N % N N% 
. "----

Implementation of nationa l TVET 

strategy mainl y helps yo u to: 

a). Identify suitable sk ill s I 4.4 8 16 ?--) 25 

for trai ni ng 

b). Prepare approp ri ate skill s - - - - - -. 

trai ning process 

c). Improve the skill s training process - - - - - -

with change in demand 

d). It has advantage in a ll 29 96.6 42 84 75 75 

the above cases 
- . 

Tota l 30 100 50 100 100 100 
_. 

The skill training program conducted III 

1110st TVET institutes helps the soc iety or 

the nation to: 

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

b). Eliminate poverty . . . . . . 

c). Pro mote soc ial incl usion . . . . . . 

-- - . 
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d). Emphasis IS given to promote all the 28 93.3 45 90 85 85 

abo ve issues 
--

3 0 
-

100 Total 100 50 100 100 

The emphasis given for all skills 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 15 15 

c). Poor - - - - - -

d). Very poor - - - - - -

Total 30 100 50 100 100 100 

The attention given to treat cul tura l norms 

and values by TVET strategy and its 

i mplemen tation to give qual ity training is : 

a). High 29 96.6 43 86 80 80 

b). Moderate I 3.4 7 14 20 20 

c). Low - - -

Total JO 
-

100 50 lOa 100- i-1( 10 
--

The development sector that actually 

favored more as a resu lt of TVET strategy 

implementation 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). Educa ti on - - - - - -
d). Health - - - - - -

- ._. 

Tota l 30 lOa 50 lOa lOa lOa 
.. _--- -"-. __ ._- ---

By their response for item number one of table two 96.6% of TVET officers. and 84% of 

principa ls as we ll as 75% traine rs of TVET insti tutes indicated the suitabil ity of the TVET 

strategy and its implementation to help them in identify ing approp ri ate skil ls for train ing and 

suitable train ing process that can be improved while demand is changed. Hence thi s shows 
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that most o f the main practi tioners or implemel1lers of TVET strategy ha ve appropriate 

understanding on proper implementation o f' the strategy. 

This response also goes with (Brown 1999) statement rega rd ing the need to formulate the 

ski ll s development program in a way to develop soc ial capac ity for lea rnin g. producti vity and 

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

implementers understandi ng regarding the advantage the strategy fo r ici el1l i fi cation of 

ap propri ate skill s fo r training ind ica tes poss ibility o f more proper implementation the 

strategy. 

Regard ing the most fa vorab le advantages that TVET strategy act uall y gave for all 

implementers of the strategy 96 .6% of TVET officers and 90% of pr incipa ls as wc ll as 85% 

of trainers of TVET institutes indicated that, the sk ill training program conducted at vari ous 

level s in their institutes become hel pful to foster global competitive ness, to eliminate poverty 

and to promote socia l inclusion as they indicated by the ir response for item number two of 

table two. As Tikly (2003), too Illuch emphas is for hi gh sk ill s is li ke ly to fa vo r middle class 

urban elites whil e vocational ski ll s are cruc ial fo r poor and rural communiti es. 'f his impl ies 

that understanding of most practiti oners is on the proper way to implement the strategy 

appropriatel y based on scienti fic princip les. 

Actuall y suffi cient emphasis has been given fo r all ski ll s in demand by TVET strategy and its 

imp lementati on. This is become clear fi'om the response of 96.6% of r VET ofticers, and 

90% of principals and 85% of trainers of TVET institutes by their response fo r item nU!'1bcr 

three of table two. Any skill fo rmation process in TVET has to be undertaken in relati on to 

national deve lopment priori ti es and with changes in role o f government and private sectors . 

(Tikl y, 2003). Thus thi s impli es that understanding of implementers on the strategy and its 

implementati on ways ma in ly rega rding on the emphasi s wh ich needs to be give n by r VET 

strategy and its implementation is on the approp riate way fo r proper implementation of the 

strategy. 
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As 96.6% of TVET offi cers, and 86% of principa ls and 80% of trai ners of TVET institutes 

indicated by their response fo r item numbe r [our of tabl e two , appropriate attenti on has been 

given to treat cu ltural norms and values both by TVET strategy and its implementation in 

AA. The agreement of these practiti oners on th e approp riateness of the practi ca l attcn ti on 

given to treat cultural norms and val ues by the strategy and its implemcntati on tel ls us that. 

most of the main implementers of the strategy have suffici ent understanding on how to ' treat 

these issues to make implementation of the strategy effective and e ffici ent. 

The implementation of TVET strategy in AA fa vo red more the micro and sma ll scales 

enterprise as res ponse of93.3% officers ofTVET and 90% princ ipa ls and 80% oftraincrs of 

TVET institutes. From thi s one can say that , mai nl y implementers who are in the first rank 

fo r the implementation of TVET strategy have sufficicnt ideas on th e proper 

implementation ways of the strategy. Hence thi s implies that their engagement is also 

expected to be on the proper way by giving more emphasis for the sector of deve lopment that 

has more demand from TVET. Moreove r, all the abo ve data 

implementation of a ll strategic issues in all these regard. 

shows more poss ible 

The second bas ic question of thi s study was aimed or focused at assessing the understanding 

of the main implementers o f TVET strategy in AA for the proper impl ementation of the 

strategy. Therefore a ll the above data presented , analyzed and interpreted from the above 

table two indicated as all levels implemen ters o f TV ET strategy in AA have most C)f the 

signifi cant understanding on proper impl ementat ion ways of the strategy. 
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Table 3: Appropriateness of admiss ion and placement of trainees 

Officers of 
Principa ls of 

Traine rs of Tra~ 
Item TYET 

TYET 
TYET TYET 

institutes 
N % N % N % J:i - <x ___ 0 _ 

Means of information accessibility 
for trainees to jo in train ing are: 
a). Parents - - - - - - - -
b). Friends - - - - - - - -
c). Counselors - - - - - - - -
d). Mass media 0 30 2 4 10 62 42 ) 

e). All of these 27 70 48 96 90 90 88 58 
Total 30 100 50 100 100 100 150 100 
In terest of trainees to join different 

training programs and fields IS: - - - -

a). High 0 10 10 20 ) 

b). Moderate 27 90 40 80 96 96 142 94.6 
c). Low 4 4 8 5.4 
Total 30 100 50 100 100 100 150 100 
Most of the actual placements made 
to place students in different training 
fields is done by: 
a). Their interest only 27 90 38 76 75 7S 13 2 88 
b). By choice of their parents - - - - - - - -
c). By educationa l administrators 0 10 12 24 25 25 18 12 ) 

- ---
Total 30 100 50 100 100 100 150 

By their response for item number one of table three 70% of TYET office rs, 96% of 

principles, 90% of trainers as well as 58% of trainees of TYET inst itutes indicated that 

parents, friend s, counse lors of TVET and the mass media are all currentl y served as means 

of information accessibility for TVET trainees. Thus, it implies info rmatio n accessibi li ty [o r 

students want to join and jo ined TV ET has some what a good di versity in AA. 

Most of TYET trainees were have moderate interest to join TVET institutes to be trainees of 

TVET as 90% of officers of TYET, 80% of principles and 96% of trainers as we ll as 94.6% 

of tra inees ofTVET indicated by their response to replay for item number two of table three . 
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Hence it implies a need to give a ll the necessary 

interest of all students to join T VET. 

attentions that helps to improve the 

Pl acement of tra inees both to government and private TYET institutes has been made most ly 

based on the ir interest. This become c lear from 90% ofTVET officers', 76% of principals', 

75% o f trai ners' and 88% of trainees' of TVET institu tes response fo r the questi on stated 

concerning th is issue in the above table. From the response of the rest respondents who 

indicated the placement made by TYET ad ministrators, one can see tha t, stil l placement of' 

trainees could not be based all in all on interest of trainees. Accord ing to th is data, evcn 

though the overal l placement of TVET tra inees is significantl y improvement to 

undertake all the necessary pl acement of trainees based on interest yet it looks fo r more 

appropriate effo rts to made al l placements of TVET tra inees main ly based on scienti fic 

principles and guidelines. 

The third basic question of thi s stud y were seeks to indenti fy some o rthe most factors whi ch 

can influence the proper imp lementation of TVET strategy in AA. From all the above data 

presentation, analys is and interpretations made foclising on selecti on and p lace ments of 

TY ET trai nees in AA one can say that. although it becomcs important to see in to ;,10re 

scienti fic principles and gu idelines regarding the overall selection and placements of TVET 

trainees in AA, it were all seen in all the above data ana lys is and interpretat ions made 

concerning thi s issues shows some form of significant im provements. Thus one can say that 

rather than having some form o f improvement fo r the proper implementation o f TYET 

strategy in AA; facto rs in thi s regard have not much more negati ve influence on the proper 

implementations ofTVET strategy wi thin the city . 
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Table 4: The sufficiency and appropriateness of training imputes 
~ 

Respondents 

. TVET 
No Item Principals Trainers Trai nees 

officers 
--c- ~ 

N % N % N % N 'Yo 
.-

I How many of principal s and 

trainers of TVET institutes have 

the necessary qual i fication for 

their post areas? 

a) . A ll or them - - - - - - - -

b).Halr of them 29 96.6 45 90 95 95 - -

c). On ly rew of them I " " 5 10 5 5 .) . .) 
-

Total 30 100 50 100 100 100 - -

2 The amount and modernity of 

training material s and equipments 

in most trai ning institutes are : 

a). More than sufficient and - - - - - -- - --

modern 

b). Suffic ient and modern 15 46.7 20 40 25 25 6 4 

c). Less sufficient and modern 16 53} 30 60 75 75 144 96 

Total 30 100 50 100 100 100 150 100 
- --_._- - --

" The amount of financial resource .) 

a llotted to most training institutes 

IS: 

a). More than sufficient - - - - - -

b). Sufficient 14 40 12 24 10 10 - -
c). Less than requirement 18 60 38 76 90 90 - -

--
Total 30 100 50 100 100 100 -
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As 96.6% of TVET officers and 90% or pri ncipals as we ll as 95'Yo of trainers or TVET 

instit utes indicated in their response for item number one of table fOUL onl y half of the 

principals and trainers of TVET institutes in AA have the necessary qualification for thei r 

post areas. l-\enee it could be said that, this is among the main factors that influence the 

proper implementat ion o fTVET st rategy to bring all the necessary implementation qua lity in 

most implementati on aspects of the strategy. There fore, thi s requi res greater attention and 

planed performance from all concerned bodies to change th is most crucia l cond iti on for 

the proper implementation of the strategy and to bring its implementation e ffec ti ve ness and 

effi ciency. 

Presentl y some training materials and equipments in most TVET institutes o f AA are less 

sufTi cient and modern than the requi red amo unt and modernity leve l. Thi s become clear rrom 

the response of 53.3% of TVET officers. 60% principal s and 75% of tra iners and 96% of 

trainees of TVET institu tes who ind icated the less su ffic iency and modernity of 1110S t 

trai ning materi als and equi pments in their tra ining institutes by their response for item 

number two of tab le four. Thus this implies a need to undertake a ll the necessary efforts to 

get the required amount and modern type of training materi als ancl equ ipments fo r all leve ls 

ofTVET institutes. 

Whi le giving their response for item nu mber three oftabl c fo ur 60% ofTVET officers. 76% 

of principals and 90% of trainers of T VET institutes poi nted out the inadequacy or the 

present financial input allo tted to most TVET training institutes o f AA. Next to manpo wer 

thi s is al so among the main factors that can influence the imple mentation app ropriate ness and 

quality of the strategy. Hence more necessary type of e fforts is required in thi s area to have 

effective and effi c ient impl ementation o rTV ET strategy. 
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Table 5: Orientation extent of training on practical field works 

Respondents 

No items requested Principals Trainers Trainees 
N % N % N % 

I The extent of trainin g in class on techn ica l and 
practical field works is: 
a). Very high 2 4 10 10 70 46.6 
b). High 48 96 90 90 80 53.4 
c). Medium - - - - -
d). Poor - .. - - -

._- ~ .- -~--100 - 'Tso Total 50 100 100 100 - -_. 
2 How Illany of the courses actuall y conducted in 

class arc practical field work ori ented? 
a). A ll of them 5 10 14 14 50 33.3 
b). Most of them 45 90 86 86 100 66.6 
c). Halfofthem - - - - - -
d). Onl y too few of them 

I SO --~ -
Total 50 100 100 100 100 

- - -
3 As you know the current type of eva luation in 

your training institute is: 
a). 100% theoretical - - - - -
b). Hal f theory and hal f practical 2 4 10 10 40 26. 7 
c). More practical and less of theoreti cal 48 96 90 90 11 0 73.3 
Total 50 100 100 100 150 100 

4 By assumption the proportion of trainees 
currentl y placed to science and technology fields 
of training in your institute is: 
a). 100% - - - -
b). 70% 

7 14 25 25 5 30 c). 50% 
43 86 75 75 105 70 

d). 25% 
- - - - - -

Total SO 100 100 100 150 100 
5 In your assumption what percent of the actual 

training conducted in the class is combined "'lith 
work experience of society? 
a). 100% 2 4 15 15 37 25 
b). 75% 48 96 85 85 11 3 75 
c). Less than 50% 

- - - - -
- - - - -- -

Total 50 100 100 100 150 100 
6 The capability of the current TVET traini ng to 

Slipp0l1 the society by adopting h illl with 
technology is: 
a). High 43 86 75 75 105 70 
b). Medium 7 14 25 25 45 30 
c). Low - - - - - -

- -100 - 100 - 150 ~ 'JOo -
Total 50 100 
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With their response for item number one of table 5, 96% of principals, and 80% of traincrs 

as we ll as 53.4 % of trainees ofTVET institutes indicated that the extent of the cu rrent TVET 

training on practical fi eld work of the soc iety is hi gh. From this it is possibl e to say that. 

mainly understanding of practitioners of thc strategy and their active perfo rmance bccome 

improved to make TVET training more practi ca l fie ld work oriented in a way to respond for 

demand from the society . 

90% of principa ls and 86% of trainers as well as 66.6% of trainees of TVET institutes in AA 

indicated that, most of the courses conducted in different training field s in their institutes 

have become practical field work o ri ented. Thus thi s implies that , re levance of TVET 

curri culum become improved in order to respond for demand from the labo r ma rkct. 

Wh ile respond ing to item number three of tab le fi ve 96% of principals and 90% of trainers 

as well as 73 .3% of trainees of TVET insti tutes poi nted out that the current type 0 f eva luation 

in the ir training institutes become more of pract ica l field work oriented. Th is tel ls us that 

both the attitude and practical activities of practitioners of TVET strategy are signifi cantly 

changed to give more of practical field work ori ented evaluation for their trainees. Therefo re, 

it could be said that this is mainly among the most appropri ate ways that helps to give 

qua lity training in all levels of training. 

As peer the response of 86% of principa ls and 75% of trainers as we ll as 70% of trainees of 

TVET institutes, currently it is assumed that onl y 50% of TVET trainees arc placed to 

science and technological fie lds of training. Thus as thi s data there is a need to make most 

placement of trainees in the sc ience and technological field s of train ing to meet the rati o sat 

by MOE. 

96% of principals and 85% of trainers as we ll as 75.3% of trainees of TV ET inst itutes 

po inted out that 75% of the actual ly tra ini ng cond ucted in the in thei r classes and instit utes 

is assumed as it to become combined with work experiences of the society. Therefore th is 

shows that, the active perfo rmance to make training demand driven in a way that helps the 

society in its day to day activities becomes somehow properly improved. 
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The conducti on of training in most TYET inst itutes has becomc help ful to enab le trai :1ccs 

of TYET to support the soc ie ty by adopting them with some types oC technologies in vented 

as 86% principals and 75% of tra iners as we ll as 70% trainees of T YET institutes ind icated 

by their response fo r item number six of table fi ve. c rom thi s one can say that. the pract ical 

conduction o f training in most T YET institutes sho w important im provement in a way that 

enables to support and help the society by adopting them with new technologies in vented 

local ly and at the nati ona l leve l. 

T bl 6 A I' ff d ff . a e : 'pprenllces lip e ecllveness an c IClenc), -_.-- - --
Respondents 

Item jrvET officers I:'rinc ipals of TVE 
IIl st llUtes 

~ra iners of r VEr r 'rainees ofTVET 

IN Yo IN % N Yo N % 

he extent of collaborate planning ane 
implement ing 
of apprenticeship with stakeholders is: 
). High 

~ ~O f-
b). Mediul11 t10 7 14 10 f-
c). Low 24 80 13 86 90 90 

- --~ --- -

Total 30 100 50 100 100 100 
"he amount of coord inat ion an d cooperat ion 
vhile apprenti ces hip is: 

a). Suffi cient 12 40 12 24 30 "0 37 25 
b). Insu ffi cient 18 60 38 76 70 70 11 3 75 
). No support at all 
otal 30 100 50 100 100 100 150 150 __ 
The contribution extent of apprenticeship 
to link trai ning with pr8cti ca l field works 
I S: 

a). High 12 30 17 34 70 70 36 24 
b). Moderate 18 60 33 66 70 70 114 76 
c). Low - - - - - - - -

Total 30 100 50 100 100 100 150 100 
The current impl ementati on of 
apprenticeship training he lps more ror: 
a). Business and in rormation technology 5 16.6 7 14 25 25 35 23 .4 
b).Constructi on and industri al technology 2S 83.3 -13 86 75 75 11 5 76.6 
c). Home Econo1l1 ic - - - - -
d).A II - - - - - - -

Tota l 30 100 50 100 100 100 150 100 
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Regarding collaborati on in planning and implementing of appren ti ceship 80% of offi cers or 

TVET, 86% principals and 90% of trainers o f various leve ls TVET insti tu tes indicated that 

the col laboration in thi s aspect between rVET institutes and stakeholder organizations is less 

than expected. As thi s data, thi s is among the main problems that influence effectiveness and 

effic iency of apprenti cesh ip training implementation and the overa ll quality of TVET 

training. More of thi s it al so shows less participation and invol vement of stakeho lders to 

effectivel y and efficientl y implement apprenticeshi p program in a way that enab les to !:-ring 

app ropriate implementations of the overall strategy. Thus this requ ires from all concerned 

bodies to make their own contribu tion that helps for the proper cond uction of apprenticeship 

program to bring quali ty of training. 

Whi le responding for item number two of table six , 60% ofTVET officers, 76% of principals 

and 70% of trainers as well as 75% of trainees of TVET institutes poi nted out that the 

amount o f coordination and cooperation given [or trainees of TVET dur ing apprenticeship 

training is not suffi cient by thi s time. Th is again shows that, the curre nt cooperat ion and 

coord inatio n of stakeholders of TVET strategy implementation whil e apprenticeship 

trai ning of trainees is less than requirement. Hence there is need to change this situation with 

the appropriate form of other alternati ves which enable to bri ng all the necessary 

invol vement of all stakeholders for the proper implementation of thi s program. 

In responding for item number three of tab le six 60% of officers of TVET, 66% of principals 

and 70% of tra iners as well as 76% trainees of lVET institutes indicated that, the 

contribution extent of the current apprent iceship program to link training with practi ca l li eld 

works is moderate fo r some field s of TVET tra inees. This sho ws there is wastage which 

created as a result of inappropriate app renticeship implantation. Hence this implies a need to 

give apprenticeship only for those selected field s and levels o f TVET tra in ing and trainees to 

bring the req uired qua li ty and to save resources. 

As the response of 83. 3% of officers of TV [T. 86% pri nc ipal s and 75% o f trainers as well as 

76.6% of trainees of TVET institutes, the current implementation of apprenticeship become 
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more effective a nd efficiel1l for co nst ructi o n and industrial field s of trainings. l ienee thi s 

impl ies a need to conduct apprenticeship training on ly for those selected fie lds and types of 

T VET traini ng w hi ch he lps to become effective and e ffici ent to bring a ll the necessary 

qua lity. 

Table 7: Capability of training to create job opportunity 

Responden ts 

Items 
Pr incipa ls of 

Trainers of Tra inees of 
TVET 
insti tutes 

TVET TVET 

N % N % N % 
Fo r how III allY of yo ur trainees do you have plan ned and 
conducted train ing that enab les them to create their own job? 

a). To a ll o f them 15 30 25 25 
b). For halfofthem 35 70 75 75 - -
c). Only too few of them 
Total 50 100 100 100 ----How man y of previous graduates of th is institute are able to create 
thei r own job? 
a). A ll of them - - - - - -
b). Ha lf o ft hem 7 14 10 10 - --
c) . On ly few of them 43 86 90 90 ---

------ I-c---16()--I~ 
- ------ -

Tota l 50 100 
From the very beginning whi le they j oin tra ining assulllption Of ------ -

1110st trai nees regarding employment is? 
a). To create their own job 10 20 14 14 37 25 
b). To be employed 40 80 86 86 11 3 75 
c). To jo in tly fo rm once own enterpri se - - - - - -

Total 50 100 100 100 150 ~. 

- ~ 

Out of the tra ining condu cted in d ifferent field s in your inst it ute 
how many of them enable trainees 10 create thei r own job? 
a). A ll 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 
Tota l 50 100 100 100 150 100 

---~ 

Do all fi e lcl s of tra inees III you r institute have got training 0 11 

bu siness plan and enterprise formation? 
a). Yes 24 48 40 40 10 6.6 
b). No 26 52 60 60 140 93.3 
c). I don' t have idea 

~--

Tota l 50 100 100 100 150 100 
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According to 70% principals and 75% trainers orTVET institutes' response for item number 

one of tab le seven, currentl y most TVET institutes have plan ned and conducted training that 

enables on ly half of their trainees able to create thc ir own job wi th thei r fi e ld" of 

speciali zation. T his indicates the proper plan and practical activities of some TVET insti tutes 

have limitation to conduct training that enabl es at least most of thei r trainees able to create 

thei r own job. Thus this is also seems among the main issues of TVET that has to be 

improved to have proper implementation of the strategy. 

By their response for item number two of table seven 86% of principa ls and 90% of trainers 

ofTVET institutes indicated that, onl y few of their previous graduatcs are able to create their 

own job. This shows impossibili ty of the current training to achieve the intention orTVET 

strategy to conduct tra ining that enables most trainees of TVET able to create thei r own job. 

Thus thi s implies a need undertake 

conccrned bodies. 

practical act iviti es to change the si tuat ion from 

By their response fo r item number three of table scvcn 80% or principal s and 86% of trainers 

as wel l as 75% of trainees of TVET indicated that the assumption o f most TVET trainees 

regarding employment while they join traini ng is to be employed rather than to create their 

own job. But thi s opposes the aim of TVET strategy that ta rgeted at giving tra ining for 

most of trainees to enab le them create their own job. Hence thi s requires an act ive 

performance exceptionally from the main imple menters to change the attitude of trainees in 

order to amid at creation of the ir own business. 

60% principals and 65% of trai ners as wel l as 94.6% o f trainees of various leve ls TVET 

institutes indicated that, by thi s time only some of the tra ining fie lds in their institutes be 

enab le trai nees to create their own job. This cou ld be an indication for lack or weaknesses 

of labor-make or demand study for all ficlds of training. Hence thi s could be an indication 

to undertake proper demand study for all fields of training. 
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By thei r response fo r items number five of table seven 52% of princ ipa ls. 60% of trainers 

and 93.3% of trainees of TVET institutes ind icated that, currently gradu ates in all field s of 

training in their institutes have not got training on business plan and enterprise formati on. 

I-Ience thi s cou ld be among the mai n reasons for inabi li ty of most grad uates of TVET to 

create and run their own business. Thus this may be an indication to g ive proper training on 

business plan and enterpri se format ion for all type and fi e lds ofTVET trainees. 

Table 8 : TVET Strategy imp lement a ti on effect iveness and effi cienc), 

-
Respondents 

Principa l 

No Item 
Officers of s of Trainers of 
TVET TVET T VE! 

inst itutes ---
N % N % N % ---

I The number of different leve ls TVET institutes 
when compared wi th the demand for it is : 

a). More than enough 12 30 - - - .-
b). Suffi c ient 18 60 36 72 75 75 
c). Insuffi cient 14 28 25 ?--) 

Total 30 100 50 100 100 
- -c-

100 
-

2 How man)' of students who terminated their 
academic education after comp letion of primary 
and general 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). Half of them - - _. - -- -
d). Below ha lfofthem 

-- - ~- --Total 30 100 50 100 100 100 _ 
0 Among yearl y graduates of TVET in the city or J 

yo ur sub c ity, how man y o f them are able to get 
employment? 

a). A ll 0 30 7 14 10 10 J 

b). Most of them 27 90 43 86 90 90 
c). Few of them 

- -- -
Tota l 30 100 50 100 100 100 

4 Among grad uates of government and pri va te l --
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- --
TVET institu tes the one employed morc is: 

a). Go vernment 7 30 2 4 10 10 
b). Private - - - - - -
c). Both are the same 7" _J 90 48 96 90 90 

Tota l 30 100 50 100 100 100 

5 The actual contribution of TVET by producing 
skilled manpower for the vast activit ies of the 
economy IS : 

a). More than other programs of ed ucation 24 80 38 76 70 70 
b). Equal to other programs 6 20 12 24 30 30 
c). Less than others - - - - - -

--
Tota l 30 100 50 ~ 100 lOa -_. ._-

6 The implementation of on the j ob TVET is : 

a). Properl y g iven 9 30 5 10 8 X 
b). There is plan but implement lack 2 1 70 45 90 92 92 
c). No plan at a ll 

~--

Total 30 100 50 lOa lOa 100 
7 The integration and networking between TVET 

institutes to give quality tra ining 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 Services g iven for TVET graduates to Improve 
their business are: 

a). Access to wo rkshop 2 1 70 42 84 88 88 
b). Production contract 9 30 8 16 12 12 
c). Management training and inserti on .- - ~. c). Al l of these 

- -----
Total 30 ~OJ) _'-~o IDa lOa 

At present the number of different leve ls ofTVET institutes in AA is more or less suffic ient 

fo r TVET trai ning requirements in all levels. This become c lear from the response of 60% 

of TVET officers, 72% of principa ls and 75% o f trainers of TVET institutes who indicated 

the suffi ciency of the number o f different leve ls training institutes for the demand in each 
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levels and types of training by the ir response for item number one of' table eight. Thus thi s 

shows performance to expand training institutes become successfu l in ai llevcls. 

Most of students who terminated thei r academi c education fro m primary leve l and arier 

completion of grade ten are ab le to get TVET as 70% of TVET offi cers, and 76% of 

princ ipals and 80% trai ners ofTV ET institutes give their rcsponsc for item number two o f 

table eight. This implies performa nce made to achieve access to r trai ning in all leve ls 

sho ws signifi cant progress . Furthermore thi s ind icates addit ional e fforts to achieve all in all. 

Most of TVET graduates in AA are ab le to ge t at least any form of empl oyment as 90% o f 

TVET offi cers and 86% of principal as we ll as 90% of trainers of TVET institutes indicated 

in their response for item number three of table eight. As thi s data because all grad uates of 

TVET institutes are not ab le to get employment thi s shows some type of add itiona l effort to 

achieve it all in all to be effect ive and effi cient in TVET strategy implementation. 

Both government and private TVET institu tes graduates are employed eq ually as it became 

clear fi·om the response of 90% of TVET officers and 96% pri ncipal s and 90% of trainers of 

TVET institutes in AA. This shows both gove rnment and private TVET institutes are able to 

qualify trainees in equa l standards and qua liti es required. I-k nee as this data equal va lues and 

emphasis need to be given both for private and government TVET insti tutes in orde r to 

implement TVET strategy according to its main aims and objecti ves. 

The actually contribution of TVET program for the vast and lower leve ls of economic 

activities seems more than other leve ls or programs of educati on as the response of 80% 

officers of TVET and 76% of principal s as we ll as 70% trainers of TVE institutes implied 

for item number five of table eight. Hence thi s impl ies the significance o f thi s program to 

enhance economic development of the vast and lower areas of the society. 

Currentl y although on the job TVET traini ng is more or less planed by TVET o ffi cials. its 

implementation has limitation as 70% of TVET offi cers and 90% f principles and 92% of 

trainers of TVET institutes pointed out in their response for item number six of tab le ~ i ght. 
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According to this respondents allempts made to give on the job training cou ld not has depth 

and width. Thus th is cou ld influence the proper implementati on o f TVET strategy and 

requires improved performance exceptiona lly fro m the main practit ioner and stakeholders. 

As 60% of TVET office rs and 72% of pr incipals as we ll as 76% of trainers of TVET 

ind icated in the ir response fo r item number seven of tab le e ight, there is no obvious 

integration between TVET institutes in AA to give qual ity train ing. Th is shows ex perience 

sharing on model activities is lim ited to enhance impl ementation quali ty of training. Hence 

require an active performance that enhance integration of TV ET institutes to bring 

implementation quality 

Access to wo rkshop is the only type of service presently given fo r TVET graduates in AA 

to impro ve their bus iness performance as it become c lear from the response of 70% of T'iET 

officers and 84% of pri ncipa ls and 88% of trainers of T VET institute in the city. Based on 

this it is possible to say that there is implementation limitatio n to givc more necessary and 

expected services that could he lp to improve business performance of TVET graduates. 

Therefo re these a lso look for more active perfor mance from all concerned . 
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Ta ble 9: Pa,·ticipation of sta kehold ers in TVET strat egy implementat ion 

Respondent s 

p ffi cers 
Principa ls 0 r~ raj ll e rs 0 

~o Item o TVET 
jrVET 

institutes 
r VEr insti tutes 

N % N % N % 
. -

I Extent of stakeho lders' partic ipation to create 
empl oyment opportunity for TVET graduates is : 

a). More than expected - - - - - -
b). Suffic ien t 6 20 II 22 24 24 
c). Less than expected 24 80 39 78 76 76 

Tota l 30 100 50 100 100 100 
2 The number of r VEr graduates who ab le to gel 

em ployment w ith the help o f m icro and small scale 
enterpri se is ; 

- - - - - -
a). A ll o f them 
b). Ha lfofthem 6 20 9 18 12 12 
c). Less than ha lf of them 24 80 41 82 88 88 - _ . 
Total 30 100 50 100 100 100 

3 The main sponsors organizati ons fo r career deve lopment 
programs to implement ing TVET strategy a re : 

a). Most governm ent and some nOll govern ment 21 70 39 78 86 86 
b). Only gove rnm en t 9 30 II 22 14 14 
cj. Only no n· uovernm ent 

~. --- - - --
Total 30 100 50 100 100 100 - ---

4 By illl plcmcntation of TVET strategy which ones has 
more contribution: 

a). Governm ent sectors 21 70 36 74 78 78 
b). Pri vate sec tors and stakeho lders - - - - - -
c). A ll have equal contribution 9 30 14 34 22 22 

Total 30 100 50 100 100 100 _ .. -
5 The co llabo rati on between TVET institutes mIcro and 

small scale industria l enterpr ises is : 

a) . Strong enough - - - - - -
b). Moderate 8 26.7 9 18 14 14 
c). Low 22 73.3 41 82 86 86 
Total 30 100 50 100 100 100 
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The contribution extent of investment in AA to create employment opportunity far T IIET 

graduates is less than expected as 80% of TVET officers and 86% of pri ncipal s and 86% 

trainers ofTVET institutes indicated in their response for item number one of tab le nine. Thi s 

tell s as that stakeholde rs' participation to implement TVET strategy is less than the ex pected 

plan fo r th is. 

The assumed proportion of TVET grad uates who have able to get employment with the help 

of micro and small scale enterprise is less than half o f them as 80% of TVET offi cers and 

82% of principals as well as 88% of trainers of TV ET insti tutes indicated by their respunse 

for item number two of table nine. Obviously in our case the strategic plan fo r TVET is 

ex pected to match more both with strategic plan and its implementation of micro and small 

scale enterpri ses in order to have app ropriate TVET strategy and its impl ementati on. Hence 

the above data indicates a need to do more in order to impleme nt the strategy properl y. 

Present ly only 1110st gove rnment and some non government organi zations have given 

sponsorship service to assist the de ve\up rnent programs of TVET strategy proper 

il11plementation accord ing to 70% of TVET officers and 78% of principal s as we ll as 86% 

of trainers of TVET institutes' indication in their response fo r item number three of tab le 

eight. Hence it is clear that thi s situation has direct or indirect influence both on the proper 

il11plementation of the strategy and on parti cipation ex tent of stakeho lders. 

In the current implementation of TVET strategy in AA, contributi on ex tent of govern ment 

sectors exceeds that of all other non governl11ent and pri vate sectors as it become clear frol11 

the response of 70% of TVET officers and 74% of principal s as we ll as 78% o f traincrs of 

TVET institutes with the ir response for item number fo ur of table eight. Th is agai n 

cap itali zes data that shows less partic ipation and in vo lveme nt ex tent of concern ed 

stakeholders for proper implementation ofTVET strategy. 
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As 73.3% of TVEr offi cers, 82% pri ncipals and 86% of tra iners of TVET institutes 

suggested by their response for item number fi ve of tab le e ight. the co ll aboration ex tent 

between rVET institutes and micro and sma ll scale industrial cnterprise in planning and 

conducting TVET tra ining IS low or not sufficient when compared with the aim in this 

regard which was stated while form ulation of the strategy. The refore. thi s shows 

significance of wide and grater performance to change thi s situat ion in order im plement the 

strategy effectively and efficientl y. 

Implementation of TVET strategic issues regarding participation of stakeholders 

To know more about implementation extent of TVET strategic issues regarding the 

parti cipation of stakeholders, open ended questi ons which were significantly focused on 

these po ints were di stributed fo r all sample TV ET officers and TVET institutes ' princ ipa ls 

and trai ners in AA. 

Among these questions the firs t one was requested al l o f thcm to mcn ti on the i:lai n 

significant activ ities performed with the cul la boration of 'I'VET inst itutes and TVET 

administration system with various stakeholder organi zat ions. Of a ll 'I'VET officers and 

TVET insti tutes' pri ncipals and trainers who we re give their response for th is questio n 72% 

of TVEr officers , 92% of principals and 72% o f trainers were a ll mainl y agreed on and 

stated the following points. As these res pondents although the actual performance in thi s 

regard could not match with the requirements stated while formulation of the stratcgy. some 

TVET institutes and TVE'I' officers mainly at sub cities and kebe le leve ls ab le to hold 

some fo rm o f consul tation exceptionally with managers of land and sma ll sca le 

enterprises of the sub-cities and kebeles in order to get places, somc form of material s and 

financial supports which are s igni ficance to improve empl oyment opportunity of various 

level TVE'I' graduates. Accordi ng to these respondents almost most of attempts w hi ch wcre 

made to get a ll form s of support from all other sta keholder organi za ti ons assumed as ha ving 

significant contributi on for the proper implementation of the strategy could not be achieved. 
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From thi s it is poss ible to say that. the types of co ll aborations made with stakeholder 

organizations by TVET officers and trai ni ng insti tutes and the number of significant 

stakeholder organizati ons actua l have made their val uable contri butions is much less than 

requirement. As thi s data the invo lvement of both government and nongovernmental 

organ izati ons on deve lopment fo r the proper im plementation of the strategy is less than 

expected . Thi s indicates less implementations of the strategic issue in thi s area. 

All the above respondents were req uested to mention some of the crucia l activiti es 

perfo rmed by their office and TVET insti tutes with the collaboration of stakeholde r 

organi zat ions to give on job TVET. By their response for this questi on 52% of' TV ET 

officers, 78% of principals. and 82% of traine rs of TVET inst itutes indicated that. at this 

time there is no clear on job TEVT which is conducted by the co ll aboration of stakeholder 

organi zations both with TVET inst itutes and offices. As these res pondents except a few 

types of workshops which have been gi ve n for a few workers of some industr ies and 

business organ izations, there is no obvious on job TVET tra ining which has bccn give n for 

all wo rkers in need. Hence thi s shows the strateg ic issue focus ing on conduction of on job 

TVET training requires revision in order to effecti ve ly implemcnt it at all levcls. It is 

obvious if all necessa ry attentions co ul d be given fo r on job TVET train ing it could ha ve 

equal contribution if not greater than the regular TVET program . 

The other quest ion whi ch we re presented fo r a ll the above respondents we re asked all of 

them to state both the appropriateness and the contribution extent o f the current TVET 

strategy to help them to get al l significant parti cipation o f all conce rned stakeho lders. By 

their response for thi s questi on 90% of TVET officers, 92% of principa ls and 96% of 

trai ners of TVET insti tutes stated that, although al l s igni fica nt acti vities requ ired to ge t the 

in vo lvement of most stakeholders were clear ly stated whil e formulati on of the strategy. the 

practical advantage they are ab le ga ined in this regard is much less than ex pected. From thi s 

one can say that, there is a need to see in to more enco ura ging strategic Issues on 

partici pation of stakeholders wh ich able to bring more vo lunteer engagemen ts. 
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More again these all respondents we re req uested to mention mainl y all stakeholder 

organi zations which have contribu tion by creating job opportuniti es fo r TVET graduates in 

their concern. As the response of 90% of TVET offi cers, (2% princ ipals and 94% trainers 

of TVET institutes for thi s questi on. the number o f stakeholder o rgani zati ons which have 

acti ve performance to create job opportun ity for TVET graduates too few. Acco rding to their 

statement the current performance of stakeholder orga ni zatio ns could not help for the proper 

implementation of TVET strategy concerning thi s. They all were ind icated that, cu rrentl y in 

many cases onl y the micro and small scale enterpri se has few types of performance and 

co llaboration with TVET institutes and offices to create job opportunity fo r TVET trainees 

and by conduction of collaborative wo rkshops for workers of their organi zations. 

A ll the abo ve respondents were asked to state the ex tent and form of participation of 

stakeholders in training skill s identification. By their response for thi s quest ion above 90% 

of TVET officers. 88% of principals and 94% of trainers stated that, th ere participation in 

identifications of ski ll s for training is much less than ex pected. As these respondent s therc is 

also no obv ious structure made to encourage their parti cipation both a t T VET office and 

institutes leve ls. From these it IS poss ible to say tha t. the strateg ic issue of TEVT on 

identification of skill s for deve lopment prioriti es with the col laborati on of stakeholders lac k 

appropriateness . 

Moreover, thi s a ll the above respondents indicated that , th is less participation l ev~1 of 

stakeholder is mainl y becomes one of the major reasons fo r employment ineffect iveness and 

ine fficiency of TVET graduates. Hence this shows less implementation of most strategic 

issues in th is regard. Therefore , it implies a need to search al ternative mechani sms that 

cou ld bring im provement in all these cases. 

By similar question both TVET institutes principlcs and tra iners werc asked to indicate their 

significant sources of information for the proper implementation of TV ET strategy. While 

they respond th is question 62% o f principals and 65% o f trainers were indicated thei r unl y 

and main source of information for the proper imple mentat ion o f the stra tegy is l VET 
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agency. But aro und 38% of princ ipals and 35% o f trai ners were stated as they have 

co ll aborati ons w ith few private and government or non governm ent organi zat ions to get 

inform ati on regardin g the impo rtance of tra ining co nducted by th e ir institutes for other 

s ignifi can ce o rga ni zati ons to get both job opportunity fo r the ir trai nees a ll s ign ili cant 

contributions fro m. As these data, pe rfo rm ance of activities to get la bor-market in format ion 

to make tra ining de mand drives with th e pa rtic ipation of stakeho ldc rs lac k strength ens width 

and uniformity. 

As it become c lear by these respondents, the pe rfo rm ance of both implemen ters o f TvET 

strategy and the pa rti c ipat ion of a ll conce rned stakeho lders are look fo r mo re improvement. 

Appropriateness of permission and accreditation giving criteria a nd procedures for 

TVET institutes 

All the stud y parti c ipant o ffi cers o f TvET were req uested to mention the most s igni fican t 

crite ri a and procedures they have applied whil e giving permi ss ions and accreditati ons both 

fo r pri vate and government Tv ET insti tutes. 

By thei r response to ex pla in the mai n cri ter ia and procedures th ey have applied and fo ll owcd 

whil e g ivi ng pe rmiss ion and accreditati on fo r both gove rnm ent and pr ivate TvET inst itutes 

90% o f th ese TvET officers we re stated as th ey a ll g ive mo re foc us to chec k the 

appropriateness o f human and materi a ls reco urses as we ll as th e ph ys ica l environm cnt of the 

tra in ing insti tute. The suitability and appropriate ness o f work shop and tra ining materia l are 

a ll mentioned by these respondents as th e points mai nly an a lyzed to give permiss ion and 

accreditati on for both go vernment and pri vate TvET in stitutes. 

From this it is poss ible to say th at, even though all the above poi nt s are c ru cia l to be 

ana lyzed whil e pe rmi ss ion and accreditati on giving process for TvET inst itutes. am ong 

others it requires to see in to the prev ious pe rfo njl.IIIII_.ioo_It"m'!~li!'I!~'1r'~~~ 
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demand driven qual ity trainin g whi ch enables at least the majority of trai nees create th e ir 

O\~/n. business. 

Perspectives from Interview Made 011 Overallimplemelltatioll Status of TvET Strategy 

in Addis Ababa 

Concerning the overa ll imp lementation status of TVET strategy in AA , interview was held 

with both fi ve managers of empl oyment companies and fi ve managers of civic associations 

on deve lopment in soc ial and eco nomi c acti vities as well as to get some form of 

supplementary ideas with 5 TVET gradua tes who are not able to get e mpl oyment in the 

city. 

The first and the main in terview question which was exte nd ed for a ll this stud y participant 

man agers of employment companies and c iv ic associations was require al l of them to state 

freely both the appropri ateness o f TVET strategy formulation and its current overall 

implementation statu s(effectiveness and efficiency). By th e ir attempt to expla in both how 

were the formulation ofTVET strategy was appropriate for th e economic and social activities 

of AA and the curren t overall imp lementation statu s of the strategy in th e c ity the 5( I 00%) 

managers of emp loyment com pani es a nd that of the 5( I 00%) manage rs of civic assoc iations 

on developm ent in soc ial and eco nomi c afhlirs mainl y stated the fo llow in g points. 

As the exp ressio n of a ll the above manage rs, the formulation of TVET strategy was 

appropriate to match with and e nhance most of the eco nomi c and social deve lopmcnt 

activities of the city. As their suggestion all the s ignificant attempts made to met the demand 

from various economic and soc ia l sectors as we ll as that of overa ll society and indi vidual s 

whil e formulation of strategy become s ignificant and appropriate for situati ons in AA in 

these regard. Regarding the overall steps need to be followed and th e participation required 

during the formu lation of the strategy they all we re commented that. sufficient 

informati on were not given for all concerned bodies and the overa ll soc ieties to create 

awaren ess on th e fo rm ulati on ways of the strategy and what s ignifi ca nt co ntributions arc all 
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expected of a ll them. They a ll add that allempts made to crea te awa reness in all le ve ls on 

proper imp lementat ion ways orthe strategy were not sat is fa ctory. 

By their ex planat ion of the present imp lementat ion statu s or efTecti veness and efficiency of 

TVET strategy in AA al l th e above I O( 100%) managers suggested that, both th e expansion 

and di versifi cat io n of TVET institutes in AA shows s ignifi ca nt progress from time to tim e. 

They a ll indi cated these all ex pansions and di vers ifi cations of TVET institutes in the c ity 

he lps to respond for most of th e demands from the society in th is regard. As their a ll 

ex p lanatio ns impl ementati o n of th e strategy in th e city becomes helpfu l to so lve problems o f 

employment in the city. As they a ll indi cated. a number of youths in the c ity are ab le to gct 

employment indi vidua l, by group and by be ing empl oyed in empl oy ment organi za ti ons. Thc) 

a ll fu rth er stated that, some fo rm s of traditi onal and cullUral acti v iti cs whic h we re someholl 

neglected co uld get recogniti on and beco mc a means of income as a result of imp lementation 

of the strategy with in th e c ity. As th ey a ll we re indicated more, man y techno logies whi ch are 

loca ll y invented and th ose co mes fro m forc ign countries beco me eas ily adapta ble as a 

result ofTVET strategy imp lementation an d the proper effort from train ees orTVET. 

The other sub quest io n regardin g the overall imp lementation e fTecti ve ness and effic icncy of' 

TVET strategy in AA whieh were stated fo r a ll the a bove managers we re rcq uested all of 

them to brief the leve l and type of the current TVET tra in ing whi ch bcco me vita l to sofve 

the socioeconomic problems o f th e c ity. By th e ir response for thi s questio n a ll th e above 

10( 100%) samp le manage rs were suggested th at, as a res ult o f imp lementati on o f Lh e 

strategy in AA the ex pansio n of lower and midd lc leve l pri vate TVET become vita l to 

so lve man y socioeconomic pro blems of the city by c reatin g job o pportuniti es for man y 

TVET graduates and by improv ing the ove ra ll soc ial and eco no mic act iviti es of th e 

whol e soc iety. Based o n thi s, actually when one see in to acti vi ties perfo rmed at the basic 

TVET tra inin g level s, excepti onal most o f th e lower leve ls tra inin gs conducted by th c 

pri vate TVET in stitutes by the tra in ing fi e lds as beautifi ca tion , to urism and hotc l 

management , garm ent, wood and meta l work, co ble ston e and oth e r s imi lar trai nin gs in thcsc 

level s are all become signifi ca nt to improve the job c rcative capac ity ofTVET graduates aLlll 
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to solve some form of employment problem s in the economic and soci al acti vities of the 

c ity. They all were indicated that, most o f the bas ic leve l train ings main ly conducted by the 

pri vate TVET institutes become vital to improve the entrepreneuri a l capacity of trainees 

than others. As their indicati on most of the pr iva te TV ET grad uates in a ll the abo ve fi elds 

and leve ls of train ing are able to crea te their own job. 

Regarding training fee all th is stud y partici pant managers and unemployed TVET graduates 

in AA were requested to refl ect the ir own view concerning the appro priateness of the current 

tra ining fee in both the governmelll and private TVET institutes fo r the proper 

implementation enhancement of the strategy. By their refl ect ion on thi s questi on a ll these 

10( 100%) managers and the 5( 100%) unemployed TVET graduates indicated as the 

diffe rence in payment between th e pri va te and governmelll TV ET institutes with the sall1e 

type and leve l of training has influence on the proper impl ementat ion of the strategy and to 

bring quality. As their assumptions there should be more or less similar or min imull1 

difference in payment for sill1i lar trai nin g between govern ll1e nt and private TVET institutcs 

to enhance proper ill1p le ll1clllati on or the strategy and to ll1 ake th ings relevant and equi valent. 

All thc above responde nts al so point out that some types o f tra ini ng fi e ld that havc been 

fi'eely given by governmelll TVET in stitutes req ui red grater amoun t of payment by the 

pri vate ones which can led to ill1 plementation el i fference. 

The other interview quest ion which we re stated fo r all the above ll1 anagers select to be 

participant of thi s study, were requested a ll of them to re fl ect the ir vi ew regard ing the 

signifi cance of identi fying sOll1e types of TV ET trai ning prograll1 s and fie lds to be gi ven 

onl y by government or the private TVET institutes. By their responses for th is questi on all 

the I O( I 00%) respondelll manage rs critic ized what government has perforll1 ance to 

differenti ate some types of tra ining fi elds and prograll1 s onl y to be give n by govc rn ment 

TVET institutes to bring proper implementa ti on 01' the strategy. As their re ll ec tion, thi s 

type of perforll1 ance does have influence on the proper implell1entati on of the strategy to 

bring the requ ired effecti veness and relevance. Moreover they all were indi cated lhat. among 

others lin in volvement of the pri vate TVET institutes in distance skill s train ing programs 
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could ha ve influences on the implementat ion effect iveness and effic iency of the strategy. /\s 

the ir suggestion difference made between the pr ivate and governmcnt TVET institu tes in all 

the above cases co ul d bring recognit ion and accepta nce baize within the society main ly for 

pr ivate TVET in stitutes. As all these respondents particularl y change in government poli cy of 

on di stance education which were give permi ss io n and recogniti on on ly for governments 

TVET insti tutes need revision to expand more train ing fa r all those in demand. 

All the above managers were asked to re ll ect the ir own view concerning the signi ficance or 

bil ateral activ iti es between TV ET institu tes both at the nati onal and intern ati ona l leve ls to 

bring proper implementat ions of TVET strategy. While all these 10( 100%) managers 

refl ected their views regard ing thi s questi on they all were indi cated that, inab ility of most 

TVET institutes exceptionall y the private ones to undertake bil atera l act ivit ies with sim ilar 

f'oreign TV ET institu tes or organizations concerning the proper impl ementatio ns of TVICT 

strategy and fa r the exceptional training program cond uct in their institutes mi ni mizes some 

of their perfo rmance undertaken to expand more rclevant tra inings and to bring quali ty of 

training. As their explanati on government attenti on to improve the bilateral acti viti es which 

can improves the capac ity of trai ning in stitutes is also more o f fo r gove rnment TVET 

institutes rather than the pri vate one hence and thi s can limit imp lementatio n effect iveness 

and efticiency o f the strategy. In connection with thi s and other ques ti ons they all I'urther 

indicated that, frequently changes of gui ding principles of TVET strategy impl ementat ion 

exceptionall y focusing the private ones do create implementation ineffi ciency both 

concerning bilateral activit ies and all other fo rms. 

An interview question which was requested all the above respondent manages to state the 

signifi cance and contribution o f th e T VET strategy impl ementati on I(,r their organizat ion and 

what are ex pected of a ll them fo r the proper im plementati on of the strategy stated fa r all of 

them. Wh i Ie a ll the I O( I 00%) managers stated the ir re lleeti on on thi s indicated that. 

however as a result of the implementat ion o f thi s strategy their organizations able to get a 

benefit of trained techn ic ians mainl y at the junior and middle leve l become im proved. its 

68 



quali ty is in questi on mainly to apply more productive ly some im proved technological 

mate ri als inputs of a ll industria l se rvices giving organi zat ions. 

Wh il e they all suggested act ivit ies perf'ormed by their organizat ions to assist the proper 

implementat ions of TVET strategy th ey all indicated as few numbers of different leve l 

grad uates of TV ET are become workers of their organ izat ions. Moreover they all added as 

few types o f technologies invented or produced by T VET insti tutes a lso become some of th e 

vital inputs for the ir organizations. 

The . last in terview question which was extended fa r all thi s study partic ipant managers of 

employment orga nizati ons and civic assoc iations as we ll as for those unemp loyed TVET 

graduates were requ ired a ll of them to rel lect their op inio n on how the current 

imp lementation of TVET strategy in AA become helpful to so lve employment problems of 

the city. Whi le bri efi ng their opinion regarding the contribut ion o f imp lementation ofTVET 

st rategy to create employment opportun ity and to develop entre preneuria l capac it y of 

trai nees, all manage rs and some o f the unemployment TV ET graduates acted as respondent 

fo r thi s study stated that, actuall y a num ber o f TV ET grad uates are abl e to get empl oyment 

by be ing employed for others and in creating their own job. But they a ll added that from the 

bas ic objecti ve of TVET strategy and the econo mic and soc ia l situati ons of AA, even th at 

implementation of the strategy is expected to crate job opportu nity main ly for all graduates o f' 

TVET by enabli ng them to create their own job and for the soc iety as a who le it cou ld not 

br ing th is. 

What can one see from al l the above interview ana lys is made on over a ll imp lementatio n 

status ofTV ET st rategy in AA , a lthough activit ies pe rf'o rmed to impl ement some act ivit ies 

o f the strategy become amenab le fo r its proper im plementat ions, ot hers are yet look ing fa r 

s igni fi cant type of improveme nt~ 
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CHAPTER FIVE 

5. Summary, Conclusion and Rccommcndations 

5.1 Summa ry 

The pu rpose of th is study was to assess the imp lementation effecti ve ness and effi ciency of 

TVET strategy in AA. In order to do thi s it was mainly attempted to answer basic questi ons 

as: 

I. Is TVET strategy being imp lemented in al l its implementation Ieve l s~ 

2. Do im plementers ofTVET program understand imp lementation ofTVET strategy'" 

3. What are the factors that influence the proper im plementations ofTV ET s trategy~ 

4. What correct ive measu res cou ld be taken in order to so lve prob lems related with 

effecti ve and effic ient imp lementati ons ol'the strategy0 

In order to respond these basic question s of the stud y and to so rcly undertakc 

assessment of the overall implementations of TVET strategy in AA , all appropriate 

research methods were applied while se lection of study part icipants. data gathering 

instruments, and during data presentat ion, anal ysis and interpretations. From all 

these performances the fo llowing are become the major findin gs of th is study. 

By attempts made to know implemcntati on possi bi lity of TVET strategy in all its 

implementation leve ls, the va ri ous and most data gathered, analyzed and interp reted 

concerning thi s were all indi cated the implementation poss ibility of the strategy in 

AA in all its implementation levels. 

As it becomes clea r by Educat ion and Tra ining policy Review of MOE (2008). 

changes in number of TVET insti tutes from 17 to 41 3 and enrolment li'om 2.634 to 

226, 526 fro m 1994 to 200617 arc among the data that indicated implementation 

poss ibili ty of TVET strategy both at the national level in AA. Thi s is because these 

a ll data were co ll ected from a ll levels of TVET train ing. When we see similar data 

with this Focusing at AA , the number of TVET institutes which we re three by : 094 
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whi ch we re on ly in one(simil ar) leve l, increased to above 284 va ri ous le ve ls TV I~T 

insti tu tes in 200617 MOE (2008). As the data ["rom review of MOE and stati stica l 

abstract o f AA city Admin istration TV ET Agency, participation of the pri vet sector 

both by establishing training insti tutes and in conducting tra ini ng in all relevant leve ls 

shows s igni ficant rad ica l changes. 

The most significant improvements made on TVET· curri culum in all levc ls 01· 

train ing both at the nation and AA city Adm ini stratio n Icve ls become amenablc lo r 

implementation poss ibility o f TVET strat egy at all its impl ementati on leve ls. Thus 

these are among some of the data or ev idences that show implementati on poss ibility 

o f TVET strategy in all its implementati on leve ls in AA . 

When we see more data that indicates imp lementation poss ibility o fT VET strategy in 

AA at all its implementat ion levels we can state the lo ll owing among others: 

• The extent of TVET on technica l and practical field works in all leve ls of training is 

hi gh, 48(96%) principals, 90(90%) tra iners and 80(53%) trainees of TV ET. 

• Most of the course cond ucted in all levels of TVET in AA are practica l fi eld work 

ori ented , 45990%) principa ls, 86(86%) tra iners and 100(66.6%) trainees o f TVET. 

• The current type of eva luation in all training leve ls o f AA is more of prac ti cal th an 

theoretical , 48(96%) principal s, 90(90%) trainers and 110(73.3%) tra inees or TVF"!. 

• The proportion of placement of trai nees to science and technologic fie lds in a ll leve ls 

of traini ng become signifi can tl y increased, 43 (86%) of princi pa ls, 75 (75%) of 

trainers and 105 (70% of) trainees ofTVET. 

• Most of TV ET in all leve ls ab le to combi ne more of the wo rk expe ri ence o f the 

soc iety in thei r conducti on of trai ning. 48(92%) princi pal s. 85(85%) trainers and 

11 3(75%) trainees ofTVET. 

• The capacity of the current conduction of TVET in all it s implementation leve ls to 

adopt the soc iety with technologies is high. 43(86%) principa ls. 75(75%) trai ners qnd 

105(70%) trai nees oflVET. 
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However it is poss ib le to mention many more data and ev idences which sho\\' the 

im plementation poss ibi li ty ofTVET strategy in all its im plementat ion leve ls, tosave 

things these are enough to indicate implementation poss ib ility of TV ET strategy In 

all its implementati on levels or areas in AA . But one can find some issues whi ch 

hinders the proper implementati on o f the strategy in all it s implemcntation leve ls 

and areas in AA . 

Wh il e rep lying the second basic questi on that seeks to know understanding of TVET 

strategy im plementers on the proper implementati on ways of thc strategy to enhance 

thc proper implementati on of the strategy the fo ll owin g findings become clear. The 

understandin g and over all knowledge of the mai n implementers of TV ET stratcgy in 

AA on proper implementat ions ways of the strategy is sign ifi cant ly improved in all 

leve ls of implementatio n of the strategy. Based on findin gs concerning thi s. it is 

poss ible to say that all of them have thc necessary understanding and knowlcdge 

whi ch help them for the proper im plementati on of the strategy in all its 

imp lementati on levels. These are main ly office rs o f TVET at agency and department 

of TVET at sub cities leve ls; TVET inst itu tes principal s and traincrs as well as 

stakeholders of TV ET strategy implementat ion. These all we re become clcar in all 

data anal yzed and interpreted fro m tab le two. 

Concerning the identi fication of some of the major factors that can inn uencc the propcr 

im plementa ti on of TVET strategy in AA at all its implementat ion le ve ls the following 

becomes c lear. 

The adm iss ion and placement of tra inees is significan tl y improved to se lect and place them 

only based on the ir inte rest, aptitude, and somehow abilities. 27(90%) of' TVET of'licc rs. 

38(78%) principals, 75(75%) trainers and 132(88%) trainers o fTV ET. 

But there are other problems regardin g, the ove rall principl es and guidelines need to foll owed 

or taken in to consideration to have morc proper form of ad miss ion o f TVIOT trai nees looki ng 
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for sol utions. Guidel ines and criteria used to adm it and place trainees on d ifferent training 

fields in a ll leve ls of government and pri vate TVET institutes are not the same. It lacks 

consistency. There seems a need to give signili cant counse ling se rvice that helps to have 

proper admi ss ion of trainees. The benefits that both the trainees and training institute arc able 

to get have to be considered while admiss ion. 

When we deal abo ut changes made rega rding amoun t and modernity of TVET training 

mate rial s in AA , one can see plenty of improvements. But from data anal yzed for th e 

purpose of thi s study, even though all improvements made are recogni zed . there is a need to 

add both the quantity and modernity o f all the necessa ry tra ining material s to proceed with 

changes in train ing demand and to bring all requ ired qualities. 

The current TVET training shows some form 01· signifi cant changes to improve the capacity 

of trainees to create their own job. In man y cascs TVET training in AA are all becomc a 

means of job opportunity for a number of peoplc. 

But the plan to conduct training that enables all trainees ab le to create their own job. and the 

assumption of trainees to join training on ly by assuming creation of once own business 

would not able al l TVET trainees to create their own job. 

The number ofTVET graduates who able to create their own business by their speciali zation 

is much less than the required goa l For this area. The study a lso makes it c lear that adequate 

training on business plan and enterpr ise formation could not be given For a ll TVET trainees 

in need at all leve ls. 

Even though attempts made to conduct apprenti ceship training in all leve ls ofTVET training 

is taken as an important perFormance to have qua lity training, its practical implementation is 

not seems effecti ve and efficient. It lacks the required lorm ofapprop ri ateness. 
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The extent of co llaborati on while planning and conduction of app renti cesh ip wit h all 

concern ed stakeholders and the amount of coord inat ion and cooperation whi ch trainees need 

to get from mall concerned bodies is much Icss than requi rement. 

By thi s stud y it also become clear that the current type ofapprenti ccship is not helpful for all 

fi eld s of TVET training. Rather th e data anal ys is in this area it indicates th at , by thi s 

apprenti ceshi p tra ining be helpfu l most ly for construct ion and technologica l fie l d ~ of 

training. 

Most of students who were completed grade ten and those terminated their academic 

educati on from primary leve l are ab le to get TVET training. Most of TV ET graduates also 

able to get employment. Implementat ion of TV ET strategy becomes more signi fi cant fo r the 

vast and lowers econom ic and soc ial act ivities of the society. Therefo re these are amo ng few 

TVET strategy implementation acti vities which show some form of implementation 

effect iveness and effic iency of T VET stratcgy in AA. 

There is no obvious integrat ion between TVET insti tu tes which helps for experi ence sharing 

among them and to bri ng quality of train ing. 

Even though some research conducted at the nati onal level indicated the significances of on 

job TVET training fo r deve loping countri es as Ethiopia, there is no obv ious performance to 

conduct on job training in AA. 

The overall perfo rm ance to get all necessary parti cipat ion of stakeho lders fo r the p""per 

imp lementati on o f TV ET st rategy and its practica l implementation ab le to show some lo rm 

of improve ments. But as the data analyzed in th is rega rd . the performance o r stakeholder in 

all wises and leve ls requi ring their part icipation is much lower than what is expccted of thcm. 

When we come to permiss ion and accreditation givi ng procedures, although they all becomc 

improved , yet they are look ing for more improvements. 
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However, it was not c learl y ind icated in th e strategy. dirfe rencc in payment ror sim ilar 

training between government and pri vate -rVET institutes and dirrerence in types or fi elds 

of training ought to be given by govern ment and private TVET institu tes do create somc 

form of im plementation in approp ri ateness . 

Even though it is cl ear that bi latera l acti viti es between TVEr institutcs both at the national 

and internati onal leve ls is sign ifica nt to improve training qua lity by cnhancing experiencc 

sharing and technica l as we ll as materia l sup ports, there is no acti vity perfo rmed in thi s 

direction. 

Findings concerning the 4 th basic question are a ll stated In the entire concl usion and 

recom mendation parts thi s study. 
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5.2. Conclusion 

The implementation of TVET strategy in AA has man y achi eved progresses and some Iypes 

o f limitatio ns need to be improved . 13uI thi s conc lus ion short ly indicalcs the poss ibl e 

advantages of the ma in progress ive ach ieve ments seen whil e implementation of the strategy 

and the techni ca l as we ll as practi cal meanin gs and impli catio ns of th ose limitations seen 

durin g implementati ons o f the strategy. 

I. Points on understanding of implcmentcrs of TVET strategy 011 proper 

implementation ways of the strategy 

From th e point that indi cated as practitioners ofTVET strategy in all leve ls have most of the 

s ignificant und erstandin gs on th e pro per implementati ons ways of the strategy; il implies a 

chances to e nh ance im plementation 01· th e strategy by fulfill in g all the neccssary fac iliti es 

and th ings requircd Fo r more proper implementation of the strategy lO al l these implementers 

o f the strategy. 

2. Implications of Increased changes in TVET ins titutes, enrollment and 

diversification of training fields 

It has already di scussed that the number ofTVET institutes, enrollments and di vers ifi ca tion 

o f tra ining field s in Addi s Ababa beco me in c reased from time to tim e. I-Ience these changes 

by increased number have their own im plicalion on the proper implementati on of the 

strategy. A bove a ll th ey all look for more qu ali fied traine rs, princ ipal s and superv isors at 

eac h level. 

Moreover, these progress ive chan ges loo k for pos iti ve and equi va lent changes in o th er social 

and eco no mic sectors as we ll as changes in society's attitude in order g ive pos iti ve responsc 

for all th ese changes. The eco nomi c and soc ial sectors need to pla ne the ir acti vities 

appropriate ly in a way th at can give emp loyment security fo r a ll TVET gracluatcs . 
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From the point that most of students who are compl eted grade 10 and those terminated their 

academ ic educa ti on from primary leve l are able to get access to TVET traini ng, it becomes 

signifi cant to increase the training leve ls 0 [" trainees in each leve l to help them become 

competent both at nationa l and international leve l. 

Especi all y the increased participat ion of the pri vate sectors both in establi shing TVET 
institu tes and by conduct training in all leve ls requires increas ing both the number and the 
capac ity of trainers, princ ipa ls, counse lors and supervisors in all le vc ls of trainin g. 

3. Perspectives on training inputs 

It was become clear that the number o f qualifi ed trainers, training in stitutes principals and 

supervisors are all less than requirement in all leve ls of tra in ing. Obviously this situation do 

have has greater innuence on cffect iveness and effi ciency of traini ng, on each indiv idua l 

trainer and over al l on the economic and social act iviti es of the society or the city. Unless the 

number of qualif"ied trainers, princ ipal s. counse lors and supervisors in all leve ls of trai nin g 

could be improved in all training levels. wastage becomes increased. 

It becomes s ignif"i cant to look into alternati ve mechani sms that could help to qualify or train 

all signif"i cant manpower required for all leve ls of training. Here it may become necessa ry to 

improve both the polic ies and strategies on trainin g the trained manpower requi rements for 

TVET by the di rect and ind irect participation of the private sectors and nongovernmental 

organi zations at nation and internati onal leve ls. It is necessary to make all the situati on 

favo rable in order to involve all vol untary private and nongovernmental orga ni zati ons to 

establi sh and co lleges or uni versity co ll eges to cond uct training which enables to so lve the 

manpower requirements ofTVET. 

To solve problems in tra in ing materia ls. tech nologies and fi nancia l inputs it becomes 

necessary to deve lop the capac iti es of each training institutes to run thei r own income 

rais ing act ivities that helps most o f them to so lve shortage in a ll the above cases. More o f 

thi s, it may be necessary to fo rmulate and enforce poli cies and strategic issues that enab le all 
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TVET institutes to undertake bi lateral acti vities mainl y with internati onal le ve l sim il ar 

TVET institutes or with other organizati ons whi ch could hel p them to so lve limitations 111 

materia ls, fi nancia l imputes and other technica l acti viti es. More over it is signifi cant to 

encourage most TVET insti tutes to help them ab le to suppl y their own va luab le and quality 

products which were produced whil e training fo r markets to so lve their shortagc of imputes. 

4. Perspective on implementing appropriate apprenticeship training 

In order to so lve the participation problems of stakeholders for conduct appropriate and 

quality app ren ti ceship training it is vital to see al ternati ve strategi es which have bend it tor 

both TV ET institutes and stakeholder orga ni zati ons. Thi s means it is necessa ry to see in 

signifi cant strategies which ab le to bring co llaborati on or al l signiticant stakeholde r 

orga ni zat ions and TVET institutes while both planning and conducting o r ap prenti ces hi p. 

In addition to the above, it become signifi cant to improve both the material and human 

capacity of TVET institu tes in order to help them tu give all necessa ry pract ica l trainin g 

with in their institutes. But when condi ti ons to conduct all the necessary trai ning within 

TV ET in stitutes become diffi cult, it is im portant to conduct apprenticesh ip only in se lectcd 

fie lds of train ing. 

5. Points on conducting training which enables trainees to create once own business 

To change prob lems related to inabi li ty o f most TVET graduates o f AA to create th eir 

own business, focu s on all altern ative strategic issues which are helpfu l to enable all l VET 

graduates ab le to create their own business. To do is it becomes important to identi fy 

appropriate trai ning fi e lds and levels o f train in g which are helpful to enable trainees able to 

create their own business. More of these it is signi fi cant to give a ll the necessary attentions to 

check the capabil ity of the train ing institu te how they will able to conduct a training th at 

enables most o f the ir trainees ab le to create th eir own business . In the some ways suffic ient 

attention need to be given for capability o f trai ning institutes to conduc t trai ning that enab les 
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most o f the ir tra inees able to create th e ir own job whil e glVlll g them permi ss ion and 

accred itations. 

It is a lso necessary to give train ing in bus iness plan and enterpri se fo rmation for a ll T VET 

trai nees. Improve a ll fo rm s of supervis ion given to TVET institutes to enhance thei r 

performance on conducti ng qu a li ty tra ining whi ch co uld he lps al l o f the ir tra inees abl e to 

create th e ir own busi ness. Fina ll y it is necessary to look for suitab le TVET strategies that 

have s ignificant co nn ect io n w ith the mi cro and sma ll sca le ind ustrial ente rpri se to get a ll 

types of contributi on fo r most o f T VET graduates to enab le them ab le to create the ir own 

business. 

6. Perspective on implem enting similar training both 111 gove rnment and private 

TVET institu tes 

To have s imila r payment fo r s imil ar tra ining both in gove rnment and pri vate T VET 

institu tes it become necessa ry to see in a ltern ati ve stra tegics wh ich have s ignifi ca nt 

contribut ion fo r the prope r im plementati on ofTVET strategy. 

Look for improved strategy whi ch helps to give the sam e permi ss ion and 

accreditation in a ll tra inin g fi e lds for both governm ent and private T VET institutes 

to so lve some problem s seen in thi s regard and to have proper implementation of the 

strategy. 

In order to so lve gaps seen in between gove rnm e nt and pri vate TVET inst itutes on in ability 

of conduct s im ilar types of trainin g and on having s imi lar fee for s im ilar tra ining which 

co ul d be he lpful for the proper implementatio n o f the strategy, it is importan t to give all of 

them fu ll autono my in o rder to dec ide on most o f the ir own s igni fi cant issues. Whi Ie 

changes on some bas ic principles become necessa ry, try to loo k in to its appropriateness to 

bring a ll des ired imp lementati o n s imila rity between government and private TV ET institutes 

before und e rtak in g any chan ge. 
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7. Pe rspective on cond ucting demand driven trainiu g 

To make trai ning in TVET more of demand dri ven, it is signifi cant to see in to morc 

of TVET strategic issues which cou ld be helpful mainly for poverty elimination and 

to bring gender equality. It is also necessary to iden tify those strateg ic issues which 

cou ld be helpful both to make train ing demand dri ven and to bring economi c 

compet iti ve ness. By the present situations 01' AA. it is necessary to sec in to Ill ore 

tra in ing fields especiall y in preparation of food consuillptions. in household fu el 

supplying and other necessary field s connected with day to day li fe of the soc iety. 
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7.2. Recommendations 

As it is a lready di scussed implementation ofTv ET strategy in Add is Ababa has many model 

achievements required for furth er enhancements of performance. Here even if it is necessary 

to state agai n all effective performance to recommend them for further acti viti es, it become 

vital to focus onl y on most crucia l ones reqllll'lng some justifi cations to enhancc the 

proper imp lementation ofTvET strategy in the city. 

I. Similar admi ss ion of trainees bo th in government and pri vate TvET institutes has to 

be enforced in all leve ls of trai ning to help the proper imp lementation of Tv£T 

strategy. This is recommended lor th e reason that it were indicated in the data 

analys is and interpretation of this stud y as admiss ion o f TvET trai nees lacks 

s imilar ity both in government and pri vate TvET institutes mainl y at th e lower leve ls 

of trainin g. 

In all leve l of government and private TvET institutes the necessary academ ic 

achieve ments, imerest and experience required has to be specified to give qual ity training in 

all leve ls of training. 

2. In order to improve the amount and the quali ty of training material s and equipments 

required, it is vital to enhance bilateral acti viti es fo r each trainin g institutes with 

simila r forei gn and local TvET institutes. 

Here it is necessary to adjust all the necessary condi ti ons fo r all government and private 

TvET institu tes to undertake expe ri ence sharing on model acti vi ti es rega rding the rcquired 

training material s and other issues both at international and national leve l with vo lunteer 

organizat ions. 
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3. In Order to solve limitation in finan cial input, it becomes necessary to help all 

training institutes to se ll some of their productive services whi ch could he lp them as 

fin anc ial resources. It is necessary to improve the conditions that help thcm to gct 

prod ucti ve service from their trainees while tra ining. 

4. To solve shortage in qualifi ed manpower spec iall y the requ irement in qualifi ed 

trainers, superviso rs and managers for TVET institu tes, it is significant to im prove 

the capacity and focus areas of ava ilable uni versiti es to enab le them to give training 

for TVET teachers, principal s, superviso rs and managers lo r all leve ls of TV ET 

training institutes and admini strati on. I-Iere it is vital if poss ible to introduce 

nongove rnmental colleges that can give quality and suffi cient training to mitt the 

manpower requirement ofTVET. 

5. Sign ificant attent ion has to be given to meet the ratio set for sc ience and technology 

fi elds of training by MOE. 

It was indicated that although the attention given to give TVET more of in sC ience 

and technologic fi e lds of training show improvement, yet it requires more e florl to 

mitt all in all the rati o set by MOE. From th is it is necessary to ind icate thi s; all 

national resources and the preva iling soc ioeconomic status o f our coun try as we ll as 

most of the worldwide conditions enforce us to give more practi cal attention for 

sc ience and technologic fie lds of training. 

6. Apprenticeship training system need to be changed. 

In ord er to give quality training, it becomes necessary to strengthen some TVET institutes 

both by technologica l materials and wi th manpower requirements to enable them able to give 

all necessa ry practi cal training in their institutes. 

• Give significant ass istance for most TVET institutes in ord er to help them to 

produce some valuable productive services while they conduct practica l training lo r 
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their trainees that can be suppli ed la r market. Thi s conditi on can solve both prob lcm 

to conduct ap prenti ceship and li mi tation of finance. 

• When and where conditi ons are not helpllil to give all pract ical tra ining within 

train ing institu tes, it is necessary both to plan and im pl ement apprenti ceship by the 

coll aboration of both TVET institu tes and concern ed stakeho lders. 

7. Give additional mandates for Center o r Competency (COC) to cheek the capab il ity 

of training in all TVET insti tutes to create job opportunity. 

It become necessa ry to give all required permiss ions and supports mostl y for those training 

institutes giving tra in ing in suitab le fi elds to enable all their trainees able to create thcir own 

bus inesses. In order to properl y implement is guiding princ iple, it is important to give all 

necessa ry direct ions for a ll TVET insti tutes to help them to cond uct trai ning that enab le all 

of their trainees ab le to create the ir own job. Then to impl ement thcsc issues properly. it 

is s igniil cant to give the necessa ry mandate la r some organized groups as 'cae' to cnhance 

the proper imp lementation o f th is guideline both in government in private TVET insti tutes . 

• To ass ist their own business creat ion capac ity o f all trainecs of TVET it is important 

to give business planning and enterpri se fo rmati on training to a ll TVET trainees. 

• Atti tude of trainees has to be changed to focus all the ir attent ion regard ing 

employment onl y on creati on of their own job. All trainees ha ve to assumed and 

aimed at creati on of the ir own job rather than seeki ng to be cmploycd. 

8. Permiss ions on givi ng trai ning program need to have s imilarity both for govern ment 

and pri vate training institutes .. 

• With the some type of fi e lds of traini ng sim ilar permiss ion and accredi tati on giving 

process has to be implemented both la r gove rnment and pri vate TV ET insti tutes 

hav ing th e same capacity. 
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9. Revise the guidelines that enforce trainees of' both gove rnment and pri vate TVEl 

institutes with s imilar type of training to pay more or less s imilar fees. 

10. En hance more the attention of both government and society to wo rk for more proper 

implementation of TVET strategy. Because thi s program of' educat ion is mai nl y 

based on the economic and social problems of most social group at the root leve l both 

government and society has to improve their attention for its proper implementation. 

The soc iety is al so expected to give equal recognition for TVET i I' poss ible more than 

other levels of educational programs. 

II . Give proper attention anel practical implementati on for on job and in companies 

TVET training for those in need. Thi s is because of' attempts made to give on job 

training in AA is much less than req uirement. 

12. Harmonies external fo rms of support fo r a ll TVET institutes and encourage all of 

them to make the necessa ry and appropriate collaborations with foreign similar and 

di ss imil ar organizations to help them conduct proper tra in in g. 

13. Enhance networking between similarl y TVET institutes that help fo r experi ence 

sharing to bring qua lity. Thi s is recommended for thc reason that activi ti es 

undertaken to enhance experience sharing in between TVET inst itu tes on model 

activities in AA lees effective. 

i 4. Look for more relevant training fi elds. It we re seen that even thought acti vities 

performed to make training field s relevant show signifi cant improvement, yet it look 

fo r more. 

IS . Develop a suitab le program of resea rch and consultancy that helps the proper 

implementation ofTVET strategy. 

16. Strengthen the resea rch and eva luati on capacity o f' mainly TVET official s both at the 

agency and sub cities leve ls. 
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17. Improve the research capacity of TVET institutes on trained man powcr req uircments 

of industri al and business organ izat ions. 

18. Improve th e academic leve ls requ ired to en try lower level trai ning at the minil11um to 

ad mit only those complete grades ten. 

19. Change the present five leve ls of TVET program in to three levels to give training 

only at the junio r, midd le and higher leve ls. This means improve all TVET training 

level s. The lower one to j un ior, junior to midd le. the midd le to higher. 
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APPENDIX 



Addis Ababa University 
Graduate School of Educ ation and Be havioral Studies 
Educational Planning and Manage ment Department 

Questionnaires Prepared to be responded by Addis Ababa City Administration 
TVET Agency and Sub cities' department of TVET officers 

The pu rpose of this questionnaire is to gather data that helps to assess the 
implem entation effectiven ess an d efficien cy of national TVET s trategy in Addis Ababa. 
This study is conducted m ainly to identify strengthens and wealmesses seen whi le 
implementation of strategy by different implementing bodies in the city. This is done 
mainly in order to enhance prac tically effective and efficient performances and to 
improve th ose show wealmess while implem enta tion of the strategy. For the success of 
this study, your cooperation exceptionally by responding to questionnaires honestly is 
among the main determinants of the study. Hence you are polite ly requested to 
genuinely respond for all questionnaires. 

General instructions: 

1. Where a question is followed by alterna tive a n swers , place c ircle the letter that 
contains the best answer which fits with your choice . 

2. Where you are expected to show the level of your agreement or disagreement 
with th e written statement or questionnaire, please circles the letter that 
con tains th e best answer regardin g the level of your agreemen t or d isagreemen t 
with the statement of the question. 

3. Where yo u are required to respond by writing [or those questionnaires require 
writing, please answer them briefly on the s pace provided u nder the quest ions . 

Notes : All questionnaires developed [or the purpose of this study are intended only to 
serve fo r academic purpose. Information obtained and your responses are kept 
confidentially. Hen ce you are requested not to write your name , in order to help the 
objectively and confidentially treatmen t of your res pon se. 

Part one: Personal profile of the respondent: 

1 Sex: D Male D Female 

2 Age: _____ _ 

3 Your field of edu cational quali fica tion _. __ 

4. Leve l of you r educational qual ification: 

DDiploma DBA/ BSe D MA / MSc D Ph D 

5. S :ervice year: 

D Less than,3 year 

D 5 - 10 years 

D 11-1 5 years 

D 16-20 years 

D above 20 years 



II. Over all Questions 

1. Implementation of the n a tiona l TVET strategy in Addis Ababa mainly helps 

you to: 

a. Identify suitable s kills for training program. 

b. prepare appropriate skill s tra ining process 

c . Improve the skills tra ining program a nd process with ch ange in demand 

2. The skill training programs conducted in the city or your sub- city helps th c 

society or nation to: 

a. Foster global competitiveness 

b. Eliminate poverty 

c. Promote socia l inclusion. 

d. Emphasis is given to promote a ll the above. 

3 . The emphasis given for a ll s kill s in demand by the strategy and its 

implementation is: 

a . High 

b. Moderate 

c. poor 

4 . The attention given to treat cu ltura l norms a nd values by TVET strategy a nd 

its implementation in Addis Ababa is 

a . High 

b. Modera te 

c. Low 

5 . Among development sectors in the city or your sub city th e one actua lly 

favored more as a result of TVET strategy implementa tion is : 

a . Micro a nd s m a ll skill en terprise 

b. Education 

c . La rge industries 

6. Means of information accessibili ty for TVET trai nees in the city or your sub 

city is: 

a . Pa rents 
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b. Friends 

c. Counselors 

d. Mass media 

e . All of these 

7. The interest of mos t trainees in the city your s ub to join TVET program of 

city is 

a. High 

b. Moderate 

c . Low 

8. The placement of TVET trainees to different training programs in Addis 

Ababa your sub city is done by : 

a. Interest of tra inees only 

b. Trainees parent choice 

c. By TVET officia ls 

9. How m a ny of principals and trainers of TVET in Addis Ababa or yo ur sub 

city have the necessary qua lification for thcir pos ts 

a. All of them 

b. Half of them 

c. Few of them 

10. The amount and modernity of tra ining materia ls and technologies in most 

TVET institutes of Addis Ababa is: 

a. More sufficient and modern 

b. Sufficient and modern 

c . Not sufficient and modern 

11. The a mount of financial resource allotted to most training institute is 

a. More th an sufficient 

b. Sufficient 

c . Less th an requirement 

12. In Addis Ababa or your sub- city th c extant of TVET training an tcchnical 

and practical field works is: 

a. High 
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b. Medium 

c. Poor 

13. The extent of collaboration wh ile planning and implementing 

apprenticeship in most TVET institute is : 

a . High 

b. Medium 

c. Low 

14. The amount of coordination and cooperation , that mos t TVET institu tes 

train ees h ave got while apprenticeship is: 

a. High 

b. Moderate 

c. Low 

15. Th e contribution extent of apprenticeship in m ost TVET institutes to link 

training with practical field works is: 

a. High 

b. Moderate 

c. Low 

16. The current implementation of apprenticeship tra ining helps more for: 

a. Business a nd information tech nology 

b. Construction a nd industrial technology 

c. Home economics 

d.All 

17. The number of differen t levels TVET ins titutes in Addis Ababa whe n 

compared with th e demand for it is: 

a. More tha n enough 

b. Sufficien t 

c. Not sufficient 

18. How m a ny of s tudents who terminate their academic education afte r 

completion of primary and gene ra l secondary school a re a ble to ge t TVET 

in Addis Ababa 

a . All of them 
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b. Most of them 

c. Half of them 

d. Few of them 

19. Among early graduates of TVET in Addis Ababa or your sub c ity how many 

of them are able to get employment 

a. All 

b. Most of them 

c. Few of them 

20. Among gradu ates of government a nd private TVET institutes of Addis 

Ababa, the one employed more is: 

a. Government 

b. Private 

c. Both are the same 

2l. The actual contribution of TVET by producing skilled manpower for the 

vast econ omic activities of Addis Ababa is: 

a . More than other programs of education 

b. Equal to other programs 

c . Less than others 

22. In Addis Ababa implementation of on job TVET for this in need is: 

a. properly given 

b. There is plan but implementation lack 

c. No plan at all 

23. The integration and networking between TVET institutes of Addis Ababa to 

give quality training is: 

a. Strong en ough 

b. Ha rdly planed 

c . No obvious integration 

24. Services given for TVET graduates of Adds Ababa in order to improve their 

business a re: 

a. Access to workshop 

b. production contract 
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c. m a nagem ent training and in sertion 

d. All of th ese 

25. The extent of participation of slakeholders to create employment 

opportunity for TVET graduate of Addis Ababa is: 

a. More th an expected 

b. Sufficient 

c . Less than expected 

26 . Describe the main criteria a nd procedures you have applied while giving 

permission and accredi tation fo r private a nd government TVET institutes: 

27. State th e main types of on job TVET trai ning has been given for those in 

Needs with your office coordina tion: 

28. Describe th e contribution a nd appropriateness of TVET strategy lo he lp you 

ge t a ll th e necessary lypes of stakeholde rs' pa rticipation : 

29 . State the appropriaten ess of TVET s trategy Lo get proper stake holders 

participation a nd describe th e currenl participation s tatu s: 

30 . Mention th e maIn pa rticipation forms and lypes of stakeholders having 

s ignificance for the proper implemenlation of the strategy: 
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Addis Ababa University 
Graduate School of Education and Behavioral Studies 
Educational Planning and Management Department 

Questionnaires Prepared to be Responded by Principals and Traine rs of TVET 
Institutes in AA 

The purpose of this questionnaire is to gather data th at helps to assess the 
implementation effectiveness and efficien cy of national TVET strategy in Addis Ababa. 
Th is study is conducted mainly to iden ti fy strength ens and weaknesses seen whil e 
implem entation of th e s trategy by d ifferen t implementing b odies in the city . This is 
done main ly in order to enhance practically effective a nd effici ent performances and to 
improve those s h ow weakn ess whi le implementation of the strategy. ror the success of 
thi s study your cooper ation excep tion ally by resp onding to qu estionnaires honestly is 
among the main determinants of the study. Hence you are politely requested to 
genuinely respond for questionnaires. 

General instructions 

1. Where a question is followed by alternative answers, place circle the letter that 
contains the best answer which fits with your choice . 

2. Where you are expected to show the level of you r agreem ent or disagreement 
with the written statement or questionnaire, please circles the letter that 
contains the best a n swer regarding the level of yo ur agreement or disagreement 
with th e statement of the question . 

3. Where you are r equired to respond by wri ting fo r those questionna ires require 
writing, please a nswer th em brieOy on the space provided under the questions. 

Notes: All questionnaires developed for the purpose of th is study are in tended only to 
serve for a cademic purpose. Information obtained and your responses are kept 
confidentially. Hence yo u are requested not to write your name, in order to help the 
objectively and confidentially treatment of your response. 

Part one : Person a l profile of the responden t: 

1 Sex: D Maie Dremale 

2 Age: _____ _ 

3 Your fi eld of educationa l qualification ____ . __ _ 

4. Level of your educational qualification: 

D Diploma DBA/BSc D MA/MSc D Ph D 

5. Your service year: 

D Less than 5 year 

D 5 - 10 years 

D 11 - 15 years 

D 16-20 years 

D above 20 years 



II . Over all questions 

1. Implementation of the n a tiona l TVET s trategy in your training mainly helps 

you to: 

a. Identify suitable skill s for training 

b. Prepare a ppropriate skill s training process 

c . Improve the skills tra ining program and process with cha nge in 

dema nd 

2. The skills training program conducted in your institute help the society or 

the nation to: 

a . Foster global competition 

b. Eliminate poverty 

c . promote social inclusion 

d. it has edu cate in all the above 

3. The emphasis given for all skill s in demand by th e strategy and its actual 

implem entation in your ins ti tute is: 

a. High 

b. Moderate 

c. poor 

4. The attention given to treat cultural norms a nd values by TVET strategy and 

its actual implementation in your institu te is: 

a. High 

b. Moderate 

c. Low 

5. The development sector that actual favored more as a result of TVET 

strategy implem enta tion in your institute is: 

a . Micro enterprise 

b. Large industries 

c . Education 

d . Health 
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6. How have you distribu ted informa tion for your trainee s? 

a. By pa rents 

b. By friend s 

c . By counselors 

d. By mass m edia 

e . By all of the a b ove 

7. The interest of most trainees to join your tra ining institute is: 

a. High 

b. Moderate 

c. Low 

8. Placement of trainees to differenllraining fie ld s in your institute is donc by : 

a . Their interest only 

b. Their p a rents' choice 

c. TVET officers 

9 . Of princ ipa ls and trainers 111 your institute h ow m an y of them h ave thc 

necessary qualification fo r their posts? 

a . All officials 

b. Ha lf of them 

c. Few of them 

10. The amount a n d m odernity of training materials a nd technologies in your 

training institu te is: 

a . More suffic ient and m od er n 

b. Sufficient a nd modern 

c. Not sufficient and modern 

11. The amount of financial resource allotted to your training in stitu te is: 

a. More than sufficient 

b. Sufficient 

c. Less than requirement 

12. The extent o f training in yo u r institute on technical and practical fie ld 

works is: 

a. High 
, 
. l 



b. Medium 

c. Poor 

13 . How m a ny of the courses actually conducted in your ins ti tute a re practical 

field work orien ted 

a. All of them 

b. Most of them 

c. Ha lf of th em 

d. Few of them 

14. Your current type of evaluation of trainees is: 

a. 100% theoretical 

b. Ha lf theory and half practical 

c. More practical and less th eoretical 

15. The extent of tra inees p laced to science and technologic fields of training in 

your institute is: 

a . 100% 

b .70% 

c . 50% 

d. 15% 

16 . By your assumption what percent of the actual tr a ining you have 

condu cted in the class is combined with work experiencc of the society? 

a. 100% 

b.75% 

c. less tha n 50% 

17. The capability of the current TVET trainin g in yo ur institute to support the 

society by a dopting him with technologies is: 

a. High 

b. Med ium 

c. Low 

18. The extent of collaboration while your institute pla n a nd implement 

apprenticeship with stakeh olders is: 

a. High 

4 



b. Medium 

c. Low 

19 . The amount of colla boration a nd coopera tion your trainees h ave got whi le 

a ppren ticeship is : 

a . Sufficien t 

b . In sufficien t 

c . No support a t a ll 

20. The con tribution extant of the current apprenticeshi p your train ees have 

got to link training with practical field works is : 

a . High 

b. Mediu m 

c. Low 

2 l. The current im plem entation of appren ticeship 111 your trainin g institute 

helps more for: 

a. Bu siness a n d information techn ology 

b. Con sti tution a nd industrial techn ology 

c . Hom e economics 

d .All 

22 . For h ow m a ny of your tr a inees you have pla n ed and conducted trainin g to 

en a ble th em create their own job? 

a . To a ll of th em 

b. For h alf of them 

c. For few of them 

23 . How ma n y of p reviou s gra dua tes of you r institu te a ble to c reate the ir own 

job? 

a . All of them 

b . Half of them 

c. Few of th em 

24 . From the ve ry beginning while th ey join training assumption of most 

trainees regarding employment is: 

a . To create th e ir own job 
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b. To be employed 

c. To join they form once own 

25. Of training conducted in different fields in your training institute how many 

of them able trainees to create their own job? 

a . All of them 

b. Most of them 

c. Some of them 

d. No one of them 

26. Do all fields of trainees in your institute have got training on business plan 

and enterprise formation: 

a. Yes 

b. No 

c. I don't have idea 

27. The integration and networking between your training institute and others 

to give quality training is: 

a . Strong enough 

b. Hardly planned 

c. No obvious integration. 

28. The extent of participation of stakeholders to create employmenl 

opportunity for your TVET graduates is: 

a. More than expected 

b. Sufficient 

c. Less than expected 

29 . The number of your institute TVET graduates able to get employmenl wilh 

the help of micro and small scale enterprise is : 

a. All of them 

b. Half of them 

c. Less than half of them 
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30. State the mam types of activities performed by the collaboration of yuur 

training institute and stakeholder organizations 

31. What a re your bases to undertake vocational choice for your training 

institutes? 

32. State both your source of information and mechanism of its dissemination 

for concerned bodies: 

33. Mention the main types of stakeholder organizations for your institute: 
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Interview Questions to be Responded by Managers o f 

Employment Organization and Civic Associations as well as un 

Employed TVET 

1. How do you explain the a ppropri at ion s of TVET strategy formula tion to fit 

the demands in Addis Ababa. 

2. Wh at do you see about th e present TVET implementa tion effec tiveness 

and efficiency in Addis Ababa 

3 . Wh at you observation regarding training fee in both government and 

privet TVET institutes to enhance the proper implementation of TVET 

strategy in Addis Ababa. 

4. What do you say about the significance of identifying some TVET training 

fields to be conducted by government or private TVET institute to h c:lp 

proper implementation of the strategy 

5 . What is your opinion a bout the s ignifican ce of bi la tera l activities 

between TVET institute both a t the n a tional and interna tional levels fo r 

the proper implem en tation of TVET strategy . 

6 . How do you perceive th e contribution of TVET strategy implementation 

in A.A both to your organization a nd for the over all society in the city. 

7 . What do you say about th e significance of TVET strategy implementation 

in A.A main ly to solve problems of employment in the c ity . 



Bibliographies 

NJEPA . (2003). Globalizalion and challenge.l.lc)r (ducalion: In ternational conference on global i7.at ion 

and challenges for education . New Delhi: Shipra 

MOE, ( 1994). Educalion and 7j'aining Policy. AA Ethiopia 

.___ (2007). Educational statistics Annul Abstract: Addis Ababa Educational 

management Information System MoE, 2005/6 . 

MOE, (2005). Education sector development program J(ESDPJ). Program action plan , 

second draft/ Ministry of Education. A.A. 

Abossetugne Maslin , (200). Employmenl markel infiJrmalion and occupalional guidance service for 

lerliary level sludenls in Elhiopia. The case of prospective agricu ltural co ll ege graduates . ( 

Unpu blished) 

Ak lilu I-labtamu. (1968). Manpower slralegy jar Elhiopia. Ethiopian Journa l of education. 

Assefb Tefera. (2006). inslilulional /Clclors affecling Irainees' academic achievemel1l in TVer 

instilutes oj"Oromia. AAU ( unpubli shed) 

Atchorena and Andre Dellue, (2002). Revisiting Technical and Vocational £ducation 

in Sub- Saharan Challenges. Paris: UNESCO/ II EP 

Atcnorena . D. (1994). Policy and Planning for Vocational Education. Education a nd 

Training: Paris: UNESCO/ II EP 

Bennett, ,j , (2003). Recent Treads in The Organization of Vocational Education_and 
Training. An international comparative review with special emphasis on issues. 
Getachew B eluf. (2005). 7i'aining in lechnical and vocolional educalion and employmenl pmsped.l. 

The case ofOromia: AAU . ( un) 

Hailom Banteyerga, (1995). Skill development methodology, AA 

Hargrea ves.' D. 1-1 , ( 1983). The challenges of' comprehensive school. Culture, curri cululll, and 

comm unity. l>ondon: Rout Ledge and Kegan paul 

Hoppers. (1995). Productive works in educalion and lraining: a state of the an in Lastern i\ ('rican 

KOl11ba the Hugue: Center for the stud y of education in developing countri es. 

ILO. (1990).inlernalionallabor review. [nternationallabor office , Geneva , 

ILO, ( 1968). Recol11l11endalions concerning lechnical vocational educalion in 10 the agenclo or the 

second Jnlernalional Congress onlechnical and vocational educalion. Switzerland. Geneva. 

I LO. ( 1997) . Vocal ional education experience in .I·e!ecled Afi'iCCln counlries: AA. 

[LO. (l999). The role of' evalualion/or vocational eduwlion ond tmining Gene va . 



MOE, ( 1994). Technical and vocational handbook AA. The divis ion of technical vocational education. ( 

unpubli shed) 

Paul, R. (1999). Vocational Education and Training: Pla in talk on the field. 

Roberts, R.W., (1968). Vocational and practical arts education. 2 nd Ed. New York 

Harper and Row publis h e r Inc. 

Rubert , R.W. (1975). Vocational and Practical Art Education. NewYourk: Harper.P. 

Venkata iah(2001). Strategies and theor ies of vocationa l education. New Delhi ANMOL Pub. I' vl. Ltd 

MOE. (2006. Revised National TVE Strategy hand book. Ministry of Ed ucation AA 

MOE. (2008). Review olEducation and Training Policy. Mi nistry of Educati on AA 

i"'·' ''7" '_£::""'---"t ~ 
1 VNOlMlIWIfN fJffJO'i. ~ 
j enuolro'J ; 

S31H'nlS!1 
i\o. ., 
r' 
" 

/' 


	MX-M464N_20191128_152032
	MX-M464N_20191128_152104
	MX-M464N_20191128_152203

