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00EXECUTIVE	  
SUMMARY

Global recognition of the vital role skill development systems can play in advanc-
ing and diversifying economies has renewed the focus on technical and vocational 
education and training (TVET). In addition, global trends show that rising educa-
tional attainment does not always translate into improved employment outcomes. 
Despite high rates of school and university enrollment, many graduates struggle 
to find jobs that match their qualifications. One key reason is the persistent mis-
alignment between education systems and labor market needs. This is especially 
true in the Middle East and North Africa.

This report proposes that vocational education has a key role to play in advanc-
ing skills development and correcting skill misalignment. In particular, the report 
focuses on the value of public-private partnerships (PPPs) in TVET in designing 
targeted skill interventions. Accordingly, it shows how diverse PPP approaches 
can align skill supply with labor market demand, drive the development of key 
industries, and support comprehensive skill system reform.

To illustrate effective PPP approaches, the report focuses on the model developed 
under the Saudi Arabian Technical and Vocational Training Corporation (TVTC), 
the national authority responsible for all TVET. TVTC has become a driving force 
behind the Kingdom’s human capital transformation efforts. Established to equip 
Saudis with the skills demanded by a rapidly diversifying economy, TVTC over-
sees hundreds of training providers, setting national standards for quality and 
employability. Through its National Center for Strategic Partnerships (NCSP), 
TVTC has built more than 50 specialized academies with major industry players, 
linking training directly to jobs and key economic sectors. By combining public 
oversight with private investment and expertise, TVTC and NCSP have created a 
responsive, world-class skills ecosystem that exemplifies how well-designed PPPs 
can align education with economic growth and serve as a global model for work-
force development reform.

Of particular relevance to this report is NCSP’s strategic partnership model. 
Strategic partnership colleges are nonprofit institutions established and oper-
ated jointly with industry employers. Each college delivers sector-specific, em-
ployment-linked training programs that are tailored to Saudi youth and respond 
to labor market needs. The NCSP model foregrounds forming partnerships with 
the private sector and establishing specialty academies or institutes to advance 
skills in key strategic areas. This model is fast becoming an international model 
of how such partnerships can be nurtured. In addition, the partnership model 
illustrates good practices of how partners - in this case, TVTC, NCSP, and private 
enterprises - can work collaboratively yet have distinct responsibilities.
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Executive summary

To understand how these partnerships operate in practice, the research team 
conducted a series of field visits to TVET colleges in the Kingdom. The objective was 
to engage with key stakeholders to gain insights into how these partnerships oper-
ate and what factors contribute to their effectiveness. The research focused on four 
colleges in Riyadh: the Saudi Electric Services Polytechnic (SESP), Al-Tamayyuz 
Finance and Accounting Academy, the Higher Institute for Tourism and Hospital-
ity (HTMi Saudi Arabia), and the International Aviation Technical College (IATC).

Engagements with the colleges sought to capture the design, implementation, 
and outcomes of this model from a holistic perspective. Discussions were held with 
four key stakeholder groups:

•	 College leadership teams, to explore how partnerships are formed and 
sustained, the division of roles between public and private actors, and 
institutional governance practices;

•	 Instructors and implementers, to examine how training is delivered, the 
involvement of employers in curriculum design and assessment, and how 
program quality is monitored;

•	 Current students and alumni, to capture personal experiences, skill 
development, employment outcomes, and perceived benefits of the program;

•	 Private sector partners, to assess their role in shaping and evaluating 
training, the business case for partnership, and the sustainability and 
scalability of the model.

These interviews provided valuable qualitative insight into how strategic part-
nerships are operationalized on the ground and what impact they are having on 
skills development and employment outcomes. The report delves into the gov-
ernance structure of these colleges and the triangular relationship between the 
college, the employer, and the overseeing government body. It shows how these 
colleges were established, how these partnerships were built, and how the part-
nerships sustain themselves. Throughout the report, testimonials from the visit 
are included to illustrate lived experiences alongside technical analysis. The aim 
is to showcase these lessons for replication both within and beyond the Kingdom.

From engagements with the colleges, eight key lessons can be learned to support 
countries or sectors in establishing effective PPPs in TVET:

•	 Facilitating strong partnerships between public and private entities 
is essential. Leveraging partnerships through clearly defined roles and 
responsibilities allows each party to contribute in meaningful ways—whether 
using training funds, government-owned infrastructure, or private sector 
expertise and machinery. Embedding the employer partners directly within 
the institution, such as through a multistakeholder board of trustees, fosters 
a deeper level of engagement and creates a stronger sense of ownership and 
commitment to outcomes.

•	 Being responsive to stakeholder needs. A strong partnership recognizes 
that all parties have distinct interests, which should be negotiated and 
pursued through the partnership.

8



•	 Considering successful PPPs in TVET as centers of excellence, with a 
distinct focus and with rigorous quality-assurance practices in place.

•	 Extending partnerships internationally to increase the attractiveness 
of the program for potential students/trainees and elevate the quality and 
recognition of the program.

•	 Engaging in rigorous partnership and student/trainee selection. 
Attracting and approving students/trainees must be a structured but 
adaptable process, and the same goes for selecting the right trainers and 
private sector partners. Having reliable and trusted partners, along with 
experienced and recognized trainers, enables colleges to flourish and support 
the reputation and employment outcomes of the colleges.

•	 Providing clear employment outcomes through prearranged job placements 
or career support enhances the value proposition of these institutions and 
attracts motivated students/trainees.

•	 Establishing institutional flexibility. Successful institutes adapt to 
changing market demands, whether by adding new programs, shifting focus 
areas, or engaging with different sectors. Part of this flexibility includes 
establishing demand-driven institutes built on partnerships across entire 
sectors, rather than single employers.

•	 Being globally oriented, such as focusing on offering courses in English or 
seeking international accreditation or recognition.

The lessons highlighted in this report lead to a suggested theory of change that 
can offer a practical, scalable framework for countries seeking to modernize their 
TVET systems. Saudi Arabia’s strategic partnership model provides a compelling 
example of how PPPs can transform vocational training into a high-impact, de-
mand-driven system. Colleges built directly in response to labor market needs, 
backed by the government and industry, and offering clear employment outcomes 
can help countries move toward a more inclusive, responsive, and demand-driven 
workforce development system.

9
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INTRODUCTION 

CH.

Skills reform is a critical component in aligning labor market supply with in-
dustry demand, advancing priority sectors, and keeping pace with the rapid 
evolution of work. As economies across the globe navigate complex labor mar-
ket transformations, reforming technical and vocational education and training 
(TVET) systems has emerged as a strategic priority. TVET also plays a key role in 
Saudi Arabia’s drive to diversify skills and establish a coordinated skills develop-
ment system. Legislative and policy reforms in recent years have brought about 
a more coordinated system. In support of the Vision 2030 goals to diversify and 
strengthen skills, the World Bank has been working closely with the Ministry of 
Human Resources and Social Development (MHRSD) to develop a National Skills 
Strategy, in which TVET and partnerships with private entities play a vital role 
in strengthening skills development.1 In addition, legislative support, such as the 
Private Sector Participation Law of 2021, provides an enabling legal framework 
for forming PPPs.2 

Reform in skills development requires coordinated investment and effort 
from both the public and private sectors. PPPs, in particular, offer a powerful 
mechanism for demand-driven skills development and ensuring that education 
and training systems remain responsive and relevant, and many countries have 
begun to move toward more demand-driven models for TVET. Increasingly, they 
use PPPs to align curricula with industry needs, modernize infrastructure, and 
expand access to training opportunities. International examples highlight the 
potential of such approaches to foster more dynamic, inclusive, and sustainable 
labor markets. However, despite the growing adoption of PPPs in TVET reform, 
there remains a lack of in-depth evaluation of these interventions. Understanding 
the conditions under which PPPs succeed, and the mechanisms that drive their 
impact, is essential for scaling and replicating effective models.

The Saudi experience is emerging as an example of how PPPs can be lever-
aged to enhance skills alignment, drive sectoral development, and support 
broader labor market reforms. In recent years, the Kingdom, through the Tech-
nical and Vocational Training Corporation (TVTC), has made notable progress in 
diversifying its skills base and modernizing its TVET sector, particularly through 
its strategic partnership model. This model represents a unique PPP approach 

1	 Alzahrani et al., 2025

2	 See Laws & Regulations
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01 Introduction

within Saudi Arabia’s TVET system, centered on establishing nonprofit institutes 
jointly developed by TVTC and industry partners.

TVTC has 260 public training facilities, reaching more than 240,000 train-
ees and students. It works closely with industry partners to deliver sector-spe-
cific programs that guarantee employment pathways and strengthen national 
capacity. Its achievements include establishing world-class academies, training 
thousands of Saudi instructors, and positioning the Kingdom as first in the world 
in enrollment in technical and vocational programs. These achievements have 
earned TVTC global recognition for its success in advancing technical education.
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A cornerstone of this transformation is the National Center for Strategic 
Partnerships (NCSP), established by TVTC to manage and expand collabora-
tions with the private sector. NCSP coordinates more than 50 specialized non-
profit academies and institutes, jointly operated with industry leaders. These acad-
emies and institutes link training directly to job creation in key economic sectors 
such as energy, manufacturing, mining, and hospitality. This model exemplifies 
the growing power of PPPs in Saudi Arabia’s education ecosystem in that TVTC 
provides policy direction and oversight, NCSP facilitates partner relationships, 
and private companies contribute investment, expertise, and employment oppor-
tunities. Together, TVTC, NCSP, and their private partners are building a respon-
sive, sustainable, and market-driven skills development system that supports Vi-
sion 2030’s broader goals of skill diversification and human capital advancement. 
By showcasing effective public-private collaboration in the Saudi context, this 
report not only highlights TVTC’s achievements but offers insights into practices 
that may inform similar initiatives elsewhere. Furthermore, it draws attention to 
TVTC’s recent efforts to expand women’s participation in TVET, thereby contrib-
uting to more inclusive and equitable labor market outcomes.3

3	 https://openknowledge.worldbank.org/entities/publication/0d88e77a-e41f-4034-b540-8b3a3ec33116ph
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02VOCATIONAL  
EDUCATION AND SKILLS 
DEVELOPMENT

TVET continues to face lingering perceptions that it is an alternative rather 
than first-choice pathway compared to academic education. This stigma has 
historically undermined the attractiveness and uptake of TVET, despite its criti-
cal role in addressing skills shortages and improving employability. In response, 
many countries have implemented targeted strategies to enhance the image of 
TVET, including national awareness campaigns, the introduction of high-quality, 
industry-relevant qualifications, skills competitions such as WorldSkills, and the 
integration of career guidance.4

Perceptions about the TVET system vary widely across countries. In coun-
tries with a highly institutionalized and prestigious TVET system, TVET tends 
to be widely perceived as a viable pathway to productive employment. In other 
countries, especially where the TVET system is less developed and integrated in 
the education system, perceptions can be less positive. Box 1 shares some recent 
findings from the Skills Development Survey, conducted in Saudi Arabia, to illus-
trate employers’ perspectives on TVET graduates.

4	  World Bank, ILO & UNESCO. 2023.
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02 Vocational education and skills development

5	 The Skills Demand Survey in Saudi Arabia was conducted between 2024 and 2025 through 
a collaboration between MHRSD, the World Bank, and NielsenIQ. The survey included 3,150 face-to-
face interviews with a nationally representative sample of private sector employers, ensuring broad 
geographic and sectoral coverage. It was implemented by MHRSD and NielsenIQ, with technical 
guidance from the World Bank, to assess the skills most in demand in the private sector in light 
of recent transformational labor market reforms in the Kingdom.

BOX 1

Share of respondents who agree TVET system 
produces students with: 

Did not hire graduates
Hired graduates

70 %

72 %

75 %

76 %

77 %

80 %

Adequate work  
attitudes

Adequate advanced 
technical skills

Adequate basic 
technical skills

Important skills

Up to-date knowledge

Practical experience

Source: World Bank, Skills Demand Survey in Saudi 
Arabia, Executive Summary Skills Development Survey5  

EMPLOYERS’ PERCEPTIONS 
OF THE TVET SYSTEM
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In Saudi Arabia, employers generally have very 
positive perceptions of TVET graduates. At least 
70 percent agree that TVET programs supply 
graduates with adequate skills, knowledge, ex-
perience, and work ethics and that TVET overall 
meets their business needs. Employers with re-
cent hiring experience are even more positive in 
every dimension except work attitudes. The dif-
ference between direct experience and general 
perception suggests that TVET’s outcomes often 
surpass its reputation. This perception gap gives 
TVET providers an opportunity to showcase their 
strengths more convincingly to employers and 
prospective students alike.

Previous studies in Saudi Arabia suggest that 
Vision 2030’s promotion of vocational education 
and training as a viable educational track may 
have improved perceptions of TVET but stu-
dents’ attitudes toward the TVET system are 
still influenced by factors such as gender, fam-
ily income, and parental education levels.6 Per-
ceptions of own employability differ between 
TVET students and university graduates, with 
some studies showing TVET students are more 
confident about their job readiness.7 This per-
ception is confirmed with TVET students be-
ing more likely to find jobs within six months 
of graduation.8

A global movement toward skill development in recent years has increased 
the urgency of strengthening vocational education and training (VET). This 
is evident in the G20 Skills Strategy, which was formulated by the world’s major 
economies to guide the development of inclusive, adaptable, and demand-driven 
skills systems. In addition to this work, the European Skills Agenda outlines a five-
year plan to support individuals and businesses by promoting lifelong learning, 
closing skills gaps, boosting digital and green skills, and improving the alignment 
between skills supply and labor market needs. The agenda includes flagship actions 
such as the Pact for Skills, the Skills for Jobs initiative, and support for VET mod-
ernization. International organizations, such as the World Bank and UNESCO, also 
explicitly focus on improving skills, particularly through strengthening TVET 
systems. Evidence of the impact of VET, particularly secondary VET, includes in-
creased employment in all OECD countries; however, only 45 percent of these stu-
dents are enrolled in programs with significant work-based learning elements, 
which require partnerships between public and private sectors.9 

6	 Aldossari, Abdulaziz Salem. “Vision 2030 and reducing the stigma of vocational and technical 
training among Saudi Arabian students.” Empirical Research in Vocational Education and Training 
12.1 (2020): 3.

7	  Sánchez-Queija, María Inmaculada, et al. “Differences in self-perceived employability between 
university and VET students: an analysis of emerging adults in Spain.” Education+ Training 65.10 
(2023): 14–28.

8	  World Bank. 2022.

9	 OECD. 2015; OECD. 2023; https://www.unesco.org/en/skills-work-life; https://www.worldbank.org/
en/topic/skillsdevelopment ; https://employment-social-affairs.ec.europa.eu/policies-and-activities/
skills-and-qualifications/european-skills-agenda_en
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03PUBLIC-PRIVATE  
PARTNERSHIPS IN TVET

CH.

In the Middle East and North Africa, while educational attainment is high, this 
has not always translated into meaningful cross-generational gains in income. 
In fact, the private returns to education in the labor market are among the lowest 
in the world, especially for young people and women.10 A key reason for this dis-
connect is a misalignment between the education system and labor market needs, 
resulting in widespread skills and education mismatch, unemployment, and un-
deremployment. Despite holding degrees, many graduates struggle to find jobs 
that match their qualifications, and the Middle East and North Africa continues 
to face the challenge of youth unemployment.11 If leveraged intentionally, TVET 
systems across the region could play an important role in aligning skill supply and 
demand needs, as well as stimulating economic growth.12

In Saudi Arabia, Vision 2030 sets out a bold agenda for economic diversifi-
cation, with a strong focus on empowering the private sector and investing 
in human capital. Central to this agenda is addressing the mismatch between 
labor market needs and workforce skills, particularly through expanding and 
improving the TVET system. While progress has been made in upgrading skills 
and reforming TVET, challenges remain, including low national participation 
in the private sector, high unemployment, large skills gaps, and an education 
system that often lacks labor market relevance, especially for vulnerable groups 
such as youth and women.13 

10	 World Bank. 2019. “Expectations and Aspirations: A New Framework for Education in the Middle East 
and North Africa.” Overview booklet. World Bank, Washington, DC. License: Creative Commons 
Attribution CC BY 3.0 IGO.

11	 International Labour Organization. n.d. “ILO Modelled Estimates and Projections Database 
(ILOEST).” ILOSTAT. Accessed January 7, 2025. https://ilostat.ilo.org/data

12	 ILO Regional Office for Arab States, UNICEF Regional Office for MENA, and European Training 
Foundation. 2023. “Enabling Success: Supporting Youth in MENA in Their Transition from Learning 
to Decent Work.” ILO Regional Office for Arab States, Beirut.

13	 World Bank. 2022.
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03 Public-Private Partnerships in TVET

Globally, PPPs have emerged as a powerful mechanism to strengthen the 
relevance, quality, and status of TVET systems. PPPs in TVET can solve prob-
lems in the Middle East and North Africa, as well as similar problems in other re-
gions. Well-structured PPPs enable closer alignment between training provision 
and labor market needs. PPPs in education are expanding, as governments recog-
nize the value such partnerships bring to the quality and quantity of education 
provision. In most countries, at all levels of education, challenges such as keeping 
up with infrastructure and maintenance demands of schools, enticing students to 
enroll in certain courses or programs, lack of capacity to manage or teach at edu-
cational institutions, or general lack of funding to support growing educational 
systems are commonplace. To address them, and to be proactive in avoiding them, 
many governments are instituting PPPs.14 By embedding employers directly into 
the design and delivery of training, these models present a demand-driven ap-
proach—a viable, shorter, more targeted educational track, teaching skills aligned 
directly with labor market needs. Furthermore, the association with reputable 
employers, as demonstrated from student experiences captured in this report, can 
help reframe the social narrative associated with TVET and replace it with one of 
pride in being associated with these employers. The guarantee of employment or 
early job placement through these partnerships also instills greater confidence in 
the system and indicates that TVET is a serious pathway for upward mobility for 
youth and underrepresented groups.

14	 Aslam et al., 2017.
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TYPE OF PPP

School subsidies 
 

Adopt-an-institution 
programs 

Private sector philanthropy 
 

Capacity-building 
programs 

Subcontracting of 
institutional management 
 

Government purchasing 
programs 

Incentivizing VET 
 

Institutional-infrastructure 
partnerships

There are several types of PPPs in education, all with varying degrees of 
private sector involvement. In Denmark and Germany, dual education mod-
els rely on private sector partnerships to facilitate apprenticeships. Attempts to 
replicate the German apprenticeship model have been made in several countries. 
In Finland, the government provides financial support to businesses to acquire 
training services to further upskilling and reskilling efforts, and in Ireland, the 
public sector supports the creation of training networks that allow sharing of 
resources and information to rapidly upskill employees—particularly those in 
micro, small, or medium enterprises.15 Figure 1 illustrates eight common types 
of PPPs in education. These range from minimal private sector involvement, in 
the form of funding provision, to complete involvement of the private sector, in 
the form of managing institutions on behalf of the public sector.

FIG. 1 	 Common types of PPPs in education16

15	 OECD, 2021.

16	 Adapted from Alzahrani et al., 2025 and USAID

DESCRIPTION

School subsidies partially finance school costs. They might include per-student subsidies, block grants 
to support teacher salaries, or operational expenditures. School subsidies are distinct from other 
forms of funding partnerships because the funding partner has little or no operational oversight.

Private sector partners provide support for government funding of institutions. The main aim is to 
improve quality, access, infrastructure, and community participation. Contractual agreements deter-
mine the involvement of private partners beyond funding. 

Private entities support school financing, particularly to help the poor gain access to quality educa-
tion. A key aspect is co-financing, in which both the private entity and school system are responsible 
for covering certain costs. 

Private sector partners support capacity building in public institutions in a number of areas, including 
curricular and pedagogical development, managerial and administrative training, textbook provision, 
teacher training, and quality assurance. 

Institutions are privately managed but publicly owned and funded. Often, there is a management 
contract that details the partnership, such as performance targets, accountability, timelines, and ar-
bitration procedures. In this form of partnership, managerial decisions are decentralized and include 
a wider range of stakeholders. 

Such programs are also known as vouchers or coupon systems. The government contracts with 
private institutions to deliver education at public expense, often in the form of a subsidy per student 
enrolled in an accredited or eligible private institution. This allows for greater school choice. 

Student-facing government funding so that students can attend educational institutions. Incentives 
can take the form of coupons, bursaries, or loans, and can happen in conjunction with, or indepen-
dent from other purchasing programs. 

The government leases a facility that has been financed, built, and operated by a private operator, 
and it retains responsibility for providing education.
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03 Public-Private Partnerships in TVET

PPPs can also be strategically positioned to support development at differ-
ent levels, such as the policy, system, program, and project levels. At the policy 
level, this includes partnering with the private sector to develop and implement 
key educational policies. For system- and program-level interventions, this might 
include partnerships to identify sectoral skills demands, developing skills- or com-
petency-based standards, and taking advantage of innovative funding avenues, 
such as venture capital schemes. And at the project level, partnerships include de-
livering infrastructure-based services, supporting training and delivery through 
workplace learning, joint assessment and certification of skills, joint management 
of institutions, and leveraging social impact bonds.17 

While the number of PPPs in education increasing, the value of such part-
nerships are much lower than in other sectors. Figure 2 shows that after the 
transport sector, the education sector had the most number of PPPs in the Euro-
pean context in 2023. However, the value of these partnerships were quite small 
in comparison to the other sectors.18

17	 Sakamoto, 2016; ETF, 2020a.

18	 European PPP Expertise Centre and European Investment Bank, 2024.

FIG. 2 	 European PPP market in 2023
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In recent years, the purpose of PPPs, especially in TVET, has moved away 
from addressing challenges and improving efficiency towards an out-
come-based approach. This means that PPPs are recognized as a key component to 
align the supply and demand aspects of labor market skills and competencies. Such 
partnerships, therefore, allow institutions and stakeholders with mutual goals to 
work together, which would not be possible without such a partnership agreement.19

19	 ETF, 2020a.

BOX 2

Apprenticeships are periods during which in-
dividuals apprentices and firms engage in a 
working relationship. Firms benefit from low-
er-wage workers, and apprentices have the 
opportunity to receive firm-specific training 
while working toward a qualification. Govern-
ments usually support apprenticeships by sub-
sidizing either the apprentices or the firm; the 
contract is a private agreement between each 
apprentice and the firm. The training content 
is often designed (or heavily influenced) by 
the firm, and governments ensure its quality 
and relevance. Apprenticeship programs can 
include both classroom and workplace train-
ing. Apprentices acquire a certification or qual-
ification at the end of their training program 
and are equipped with both practical and the-
oretical knowledge, skills, and competencies. 

Employers benefit from the lower cost of labor 
during the apprenticeship period and often ab-
sorb trainees as employees.

A good apprenticeship program should have

•	 Relevant and rigorous training;
•	 	Appropriate regulations;
•	 	Social partners in the design and maintenance 

of the program;
•	 Compulsory formal assessment and certification;
•	 	Qualified staff or master trainers;
•	 Supporting institutions, such as sectoral bodies, 

industrial associations, and professional bodies;
•	 A targeted approach (one-stop shop, including 

basic skills);
•	 Mechanisms in place to ensure training 

practices are aligned with the agreement.

APPRENTICESHIPS—THE MOST 
POPULAR PPPs IN TVET

Source: Sakamoto, 2016; World Bank, 2016.
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04COORDINATING PPPs  
IN THE TVET SECTOR  
IN SAUDI ARABIA: 
THE NATIONAL CENTER 
FOR STRATEGIC 
PARTNERSHIPS

In Saudi Arabia, the NCSP manages the collaborative relationship between 
TVTC and strategic partners from both the public and private sectors. This 
relationship is aimed at establishing and activating nonprofit academies, or in-
stitutes, that offer employment-linked training programs for Saudi youth. Such 
institutes are designed to meet the specialized workforce needs of these partners 
in various fields. A cabinet resolution in 2008 started the process of establishing 
NCSP under TVTC. The initial resolution provided a vision to adopt training pro-
grams that are designed, presented, and approved by specialized international 
bodies. Further, it envisioned building strategic partnerships with training bod-
ies to operate training units and institutes and provide joint programs with the 
private sector. A series of resolutions, decrees, and agreements followed, which 
led to the establishment of NCSP and the NCSP Board of Directors in 2018. Ulti-
mately, NCSP was established to implement the cabinet’s decision to approve the 
regulatory rules for creating nonprofit training units in the TVET sector. The cen-
ter aims to build an integrated relationship between TVTC, the Human Resources 
Development Fund (HRDF), and strategic partners from both the public and pri-
vate sectors. This collaboration is meant to establish nonprofit training units of-
fering employment-based training programs to meet partners’ needs for qualified 
personnel in specialized fields. TVTC was granted authority to implement its own 
policies and procedures within this framework.
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04 Coordinating PPPs in the TVET sector in Saudi Arabia: 
The National Center for Strategic Partnerships

BOX 3 NCSP ESTABLISHMENT  
AND GROWTH20 

20	  https://ncsp.org.sa/en/about/about-us/

Cabinet Resolution No. 158

The general training plan for the institution, which 
includes adopting training programs designed, presented 

and approved by specialized international bodies, and 
building strategic partnerships with internal and external 

training bodies to operate training units and institutes and 
provide joint training programs with the private sector.

Royal Decree No. (A/121)

By approving the detailed plan that includes urgent short-
term solutions and future solutions to the problem of 

the increasing number of university graduates prepared 
for teaching, and what those solutions included in 

terms of supporting the National Center for Strategic 
Partnerships in the General Organization for Technical 

and Vocational Training, and entrusting it with the tasks 
of qualifying and training Saudi youth of both genders.

Operating Agreement

Signing an agreement to operate the National Center for 
Strategic Partnerships with Colleges of Excellence Company

Expansion Project Agreement

Launching new strategic partnership institutes with the 
support of the Foundation and expanding the strategic 

partnership model by developing the work of the 
National Center for Strategic Partnerships. The project 

aims to expand to launch (18) new non-profit training 
units in the field of technical and vocational training.

Cabinet Resolution No. 17

Approval of the regulatory rules for the 
establishment of non-profit training units in the 
field of technical and vocational training

Shura Council Resolution No. (80/204)

Which stipulated that: Technical and Vocational 
Training Corporation converts its training programs 
into partnership programs that end in employment.

NCSP Board of Directors Resolution No. 108

The Board of Directors of the Foundation 
approved the Executive Procedures Regulations 
for Non-Profit Training Units

2008

2009

2011

2013

2014

2018

2023
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NCSP plays a pivotal role in shaping the country’s TVET landscape by estab-
lishing sector-specific, rather than company-specific, demand-driven insti-
tutes. This approach is rooted in comprehensive labor market studies that identify 
broader sectoral needs rather than focusing narrowly on the requirements of indi-
vidual companies. The shift from company-specific to sector- and skill-specific mod-
els began with the Saudi-Japanese Automobile High Institute in Jeddah (2001–2), 
which united multiple Japanese car vendors under a single training umbrella. This 
approach allows NCSP to ensure that the training programs are aligned with the 
real demands of the Saudi labor market, enabling graduates to acquire skills that 
are transferable across multiple employers within a given sector.

NCSP also plays a key role in contextualizing the Private Sector Participa-
tion Law for TVTC. As with all legislation, this law is generic and intended to serve 
multiple ministries, so some areas in the legislation need to be contextualized. For 
example, the law focuses heavily on contracts, financing, and risk sharing but says 
little about education-specific standards. This is where NCSP plays a vital role in rep-
resenting the needs of the public sector and creating partnerships that benefit both.

Central to the NCSP model is its rigorous partnership process. Private sector 
partners are required to conduct detailed feasibility studies and submit comprehen-
sive proposals outlining the programs, skills, and expected employment outcomes. 
This process goes beyond the immediate needs of the partner company, requiring a 
strategic view of the market’s overall demands and how the proposed institute will 
serve broader sectoral growth. NCSP also actively engages with government bodies, 
such as the Sector Skills Councils, regulators, and ministries, including the Min-
istry of Industry and the Ministry of Environment, to ensure alignment between 
training programs and national workforce strategies. Even major mega-projects 
are involved to help shape a clear, long-term vision for sectoral skills development.

BOX 4 NCSP QUICK FACTS
Over

55
strategic partner 
academies

In

25
cities and 
provinces

Over

150
strategic  
partners

Over

360
employers 

Over

60,000
graduates  
over time

Training includes diploma 
and associate-diploma 
programs, short courses, 
and on-the-job training

Over

20,000 
current trainees  
at any time

29

Effective Public-Private Partnerships: 
Lessons from Saudi Arabia



04 Coordinating PPPs in the TVET sector in Saudi Arabia: 
The National Center for Strategic Partnerships

STRATEGIC PARTNERSHIP
NCSP coordinates a business partnership model with three key players - 
TVTC, HRDF, and private sector partners. Figure 3 breaks down the roles and 
responsibilities of the players. TVTC, through NCSP, plays a strategic and coor-
dinative role by identifying labor market needs, aligning proposed partnerships 
with national strategic goals, such as Vision 2030, and engaging with external 
stakeholders to secure investments. HRDF, a government fund under MHRSD that 
was established to support the employment and development of Saudi nationals 
in the labor market through subsidies, training and upskilling, and public em-
ployment services, also provides funding to partners and trainees through tai-
lored models. TVTC is responsible for accreditation and providing space, while 
the strategic partners provide equipment, co-supervise training, and formally 
contract with trainees. International training and educational partners are often 
also brought in. From the private-investment side, the strategic partnership model 
requires employing private sector companies to contribute no less than 25 percent 
of training costs and 50 percent of the trainee stipend, though this ratio changes 
slightly when the private sector partner is a small or medium-sized enterprise. In 
return, these companies receive national talent of the quality they expect and in 
the specialties they actually need.
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As for HRDF, the model’s financial-support pillar rests on the fund covering 
at least 75 percent of training costs and 50 percent of the trainee stipend, up to 
SAR 2,000 per trainee over the full training period. In doing so, the fund hits a 
number of national targets related to employment, reducing unemployment rates, 
and creating quality jobs in critical sectors. This ensures that all 22,000 trainees 
currently enrolled are employed immediately after graduation or are supported in 
finding employment within six months of graduation. More than 350 employers 
benefit from this system, making it one of the most successful employment-driven 
training models in the region. Additionally, while HRDF covers longer programs 
ranging from short courses (3–12 months) to associate-level qualifications (one year 
or less), the institutes are also allowed to generate sustainable income by offering 
shorter courses (less than 3 months) outside the scope of HRDF funding. For small 
and medium-sized enterprises, the support is even more generous, with HRDF cov-
ering up to 90 percent of the training expenses. Additionally, HRDF offers a stipend 
that covers 50 percent of the trainee’s allowance, up to SAR 2,000 per month, for 
programs lasting anywhere between 3 months and two years.

HRDF also plays a critical role in supporting and financing training initia-
tives by setting clear funding conditions. Employers seeking HRDF support 
must provide two key elements: a signed contract confirming student employ-
ment, and formal approval from NCSP for the training programs. HRDF manages 
its funding mechanisms through two main approaches—a reimbursement model 
and a direct-funding model. In the reimbursement model, the employer initially 
pays 100 percent of the training costs and later submits all necessary documenta-
tion to HRDF to receive a 75 percent reimbursement. In contrast, the direct fund-
ing model involves HRDF directly covering 75 percent of the costs from the start, 
reducing the financial strain on employers. NCSP and HRDF are actively working 
to transition away from the reimbursement system, recognizing the challenges it 
creates for many companies. This financial structure ensures that training insti-
tutes can deliver high-quality, employment-linked programs without overburden-
ing employers, particularly smaller businesses.

FIG. 3 	 Business model of strategic partnership institutes

•	 Formation of Partnership 
•	 Licensing
•	 Site Allocation
•	 Audit of Financial Statements
•	 Approval of Training Programs
•	 Accreditation of Certificates

Training Costs and Trainee Stipend

trainee cost 

90%  
75% 

trainee stipend 

50%

•	 Identifying required specializations 
and number of trainees

•	 Signing employment contracts 
with trainees ahead of training

•	 Reimbursing the remaining 
training costs and trainee stipend

•	 Co-supervision of training
•	 Formation and presidency 

of the Board of Trustees

for Small and Medium 
Enterprises

Up to (SAR 2,000) 
Monthly per Trainee

for Large  
Companies

•	 Immediate labor market absorption
•	 Producing highly qualified workforce that directly advances the development 

of key sectors and filling current and future labor market needs
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FIG. 4 	 Number of strategic partnership institutes, 2019–24

Source: NCSP Annual 
Report (2024). 
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Within the strategic partnership model, a portion of the training focuses 
on short-term upskilling and reskilling programs designed to meet specific 
employer needs. These programs are often aimed at bachelor’s-degree gradu-
ates or current employees, offering targeted short courses that equip them with 
specialized skills or prepare them for new roles within the company. While these 
short-term trainings account for less than 10 percent of all trainees within the part-
nership system, they play an important role in enhancing workforce adaptability 
and ensuring that both new hires and existing staff remain aligned with evolving 
industry demands. Since the launch of the first strategic partnerships in 2019 to 
2024, the number of colleges has more than doubled, from 33 in 2019 to 61 in 2024.

NCSP relies on several key sources of labor market information to deter-
mine where to focus its efforts in establishing or expanding institutes. One 
critical source is its own internal data, including surveys, key performance indi-
cators (KPIs), and a comprehensive database of all current training programs. This 
allows NCSP to continuously monitor sector trends, program performance, and 
evolving workforce needs across the country. Another essential input comes from 
feasibility studies conducted by private sector partners. These studies, which are 
required as part of the application process, provide detailed projections of labor 
demand, skills needs, and employment opportunities, typically setting a min-
imum threshold of 300 job placements. This figure not only reflects the scale of 
anticipated workforce demand but signals the partner’s level of commitment to 
supporting meaningful employment outcomes.

NCSP engages in consultations with governmental and sectoral bodies to 
gather workforce forecasts and market insights. While these government 
agencies provide valuable consultation, they do not act as final decision-mak-
ers. Importantly, NCSP prioritizes directing new partners to existing strategic 
partnerships and institutes wherever possible, aiming to avoid unnecessary 
duplication and to maximize the use of existing infrastructure. The decision to 
establish a new institute is carefully weighed, balancing projected job creation, 
the results of feasibility studies, and the overall alignment with national labor 
market strategies.
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Strategic partnerships can result in the creation or redirection of acad-
emies. The first option is a collaboration between all players to establish 
an academy. The second option is for strategic partners to make use of existing 
academies to offer programs and specialized courses. Currently, the majority of 
partnerships and academies are uniquely developed to meet the needs of both part-
ners and stakeholders. NCSP plays a vital role in shaping programs by providing 
guidance on curriculum design, training content, and program structures. Its in-
put extends to both long-term and short-term offerings, ensuring alignment with 
national priorities and labor market needs. NCSP also oversees the quality of the 
training delivered, especially in relation to partnerships with international pro-
viders, and is responsible for reviewing and approving new initiatives.

In parallel, TVTC provides overarching regulatory and operational sup-
port. Its role includes licensing the institute or academy, ensuring it meets the na-
tional requirements to operate under TVTC’s strategic umbrella. TVTC facilitates 
access to resources (most importantly by providing the buildings for the college), 
promotes the institute within the region, and organizes workshops to communi-
cate updates, policy changes, and strategic developments within the Kingdom. 
Recent policy shifts highlight the importance of TVTC’s guidance. For example, a 
mandate requiring all strategic partnership institutes to obtain national accred-
itation through the Education and Training Evaluation Commission (ETEC) has 
become a cornerstone for institutional eligibility and funding. Further, a special-
ized team at NCSP approves all training programs offered by strategic partnership 
institutes and academies, in accordance with an internally designed framework 
that adopts best practices suited to the model’s nature. An updated framework was 
designed and approved starting in 2025, in alignment with ETEC and informed by 
feedback from strategic partnership institutes and academies in line with global 
best practices. Going forward, funding mechanisms will be increasingly tied to 
both national and international accreditations. In addition to accreditation and 
compliance, TVTC supports the institutes in applying policies and procedures re-
lated to curriculum development and the recruitment of trainers, including de-
fining qualifications, experience standards, and quality standards. It also acts as 
a conduit for aligning the institutes’ operations with broader government frame-
works. Without TVTC’s endorsement and regulatory oversight, the institute 
would not be eligible for HRDF funding.
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NCSP also plays an important role in program endorsement. All programs are 
submitted for review and validation, adding another layer of quality assurance and 
institutional credibility. NCSP has set a quality framework for all strategic partner-
ship institutes and academies that includes site visits, performance indicators for 
monitoring, and advisory services to raise quality and improve performance. Inter-
nally, the center also develops integrated KPIs that include satisfaction of stakehold-
ers (employers, institutes and academies, trainees, and enabling partners), as well as 
numbers of admitted trainees and graduates, institutional accreditations, and other 
operational indicators tracked quarterly, semiannually, and annually. On the opera-
tions side, NCSP has designed a specialized platform for live monitoring of admitted 
trainees, graduates, and other key indicators that are followed on a regular basis.

BOX 5 UNPACKING STRATEGIC 
PARTNERSHIP ACADEMIES 

Stakeholders in establishing  
strategic partnership academies:

TVTC and NCSP

Strategic partner

Employers

HRDF

Board of trustees

Training service provider

Stages in establishing academies:

•	 Discussions: formation of partnership
•	 Feasibility study: identifying alignment with 

strategic labor needs and obtaining preliminary 
approval from His Excellency, the Governor of TVTC

•	 Signing memorandum of understanding: agreeing 
on roles and responsibilities of TVTC and strategic 
partner

•	 Appoint a board of trustees and get approval 
for the board of trustees from His Excellency, the 
Governor of TVTC

•	 Licensing: issuance of license and approval of bylaws
•	 Site allocation: determining where the academy 

will be situated
•	 Approval of training programs and accreditation 

of certificates
•	 Contracting a training service provider

NCSP has developed seven quality domains with associated standards 
to ensure PPPs are effective and sustainable. These domains cover Strategy 
(encompassing strategy development, projection, and performance monitor-
ing), Partnerships (including management of partnerships, growth in partner 
networks, and stakeholder satisfaction), Institutions Business Development 
(marketing strategies, market analysis, and sales management), Governance 
(strong governance systems, organizational policies, and procedures), Resourc-
es (covering financial planning, cash flow and cost management, HR operations, 
performance management, financial sustainability, and employee satisfaction), 

34



Operations (training operations, accreditations, project management, innova-
tion, and growth in enrolled trainees), and the Work Environment (ensuring a 
safe and well-equipped space to support learning). Each standard within these 
domains is further translated into measurable outputs or outcomes, which are 
assigned weighted percentages that ultimately contribute to a composite score 
assessing the overall quality of PPP initiatives.

Each NCSP institute in Saudi Arabia operates under the governance of its 
own board of trustees (BOT). The BOTs play a central role in ensuring the insti-
tute’s strategic direction, oversight, and alignment with national goals. As part 
of the formal process, the BOT is appointed and officially submitted to NCSP for 
approval. This board includes a representative from TVTC, ensuring that the 
national regulatory and policy perspective is always incorporated into key deci-
sions. The BOTs’ composition depends on the nature of the strategic partnership 
behind the institute. NCSP actively supports and guides partners as they form 
the board, encouraging them to nominate members from both the private and 
public sectors. This includes providing access to a network of companies and 
government entities, ensuring the board reflects a balanced and informed mix 
of expertise. Through this structure, the BOT, led by its chair, provides crucial 
leadership, governance, and accountability, making sure that each institute ful-
fills its mission of delivering high-quality, market-relevant training under the 
nonprofit model. By including industry professionals, such as senior leaders from 
major sectoral companies, as part of the BOT, colleges benefit from direct, prac-
tical guidance rooted in current labor market realities. This approach ensures 
informed decision-making not only regarding the strategic direction of these 
colleges, but in the finer details, such as curriculum development, identification 
of essential skills, and the establishment of relevant academic programs aligned 
with industry demands.
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NCSP follows a structured and careful process to guide the revision, eval-
uation, and renewal of its partnerships. Central to this process is the emphasis 
on creating sustainable jobs. Partnerships are assessed based on their ability to 
deliver employment opportunities that offer long-term value, rather than short-
term or temporary placements. NCSP also examines how satisfied employers and 
sponsoring companies are with the performance and quality of the employees 
trained through the partnership, as employer satisfaction is a key indicator of 
the program’s effectiveness and relevance. Another critical factor in the review 
process is whether the partnership and its programs are aligned with national 
priority sectors. NCSP ensures that institutes are not only addressing immediate 
company needs but contributing to broader sectoral development, often introduc-
ing new and forward-looking programs, such as specialized training in emerging 
construction technologies.

TVTC holds the rarely exercised authority to terminate partnerships when 
necessary. Most partnerships continue, and when they do end, it is typically at the 
request of the partner rather than through TVTC intervention. Each partnership 
operates under a one-year license, and renewal is contingent on demonstrated prog-
ress and compliance. For new partnerships, this means showing tangible progress 
within a defined timeline or risking nonrenewal. For existing strategic partner-
ships, renewal requires submitting financial statements to confirm their nonprofit 
status, providing minutes from BOT meetings, and demonstrating that the insti-
tute remains a sustainable academy. This comprehensive review process ensures 
that all NCSP partnerships continue to deliver high-impact, employment-focused 
outcomes aligned with Saudi Arabia’s strategic labor market goals.

Currently, there are 50 institutes operating under this model across Saudi 
Arabia, covering more than 18 key sectors. Vision 2030 focuses on diversify-
ing the economy and enhancing quality of life through several strategic devel-
opment sectors. These include expanding the energy and mining sector beyond 
oil, strengthening industrial and advanced manufacturing, and positioning the 
Kingdom as a global hub for tourism, culture, and entertainment. It also prior-
itizes transport and logistics, financial services, and the digital economy, while 
investing in education and training to align skills with market needs. Health and 
life sciences, sustainable agriculture and food security, and housing and urban 
development are also central pillars, supporting both economic growth and so-
cial well-being. Currently, the tourism and hospitality sector, the logistics sector, 
and industry (automotive and food) are the most significant sectors supported by 
the academies. The case studies showcased in this report represent the tourism, 
energy, transport, and financial sectors and illustrate how these and other strate-
gic sectors are being advanced through PPPs. Importantly, NCSP does not focus on 
sheer numbers but on the quality and measurable impact of these institutes. Three 
additional institutes are under development: a nonprofit academy, an academy for 
transportation, and a specialized academy in partnership with the Ministry of 
Environment. Figure 5 illustrates an NCSP dashboard that has been developed to 
track participation and other indicators related to the PPPs. It differentiates be-
tween gender and location.
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Through NCSP, TVTC has developed a unique sector-wide collaborative 
model that supports both the youth and employers. For young people, it pro-
vides industry-relevant training directly linked to employment opportunities. 
For employers, it ensures access to a pipeline of talent trained with skills tailored 
to their specific needs. In essence, these strategic partnership institutes integrate 
recruitment, training, and employment services under one roof, far exceeding 
traditional company-sponsored training. Crucially, the partnership with HRDF 
makes this cost-free for the student and very low cost for the employer, lowering 
financial barriers on both ends. Overall, NCSP’s strategic partnership model en-
sures that Saudi Arabia’s vocational-training ecosystem is both demand driven 
and employment linked, helping to equip the national workforce with the skills 
needed for a dynamic and diversified economy.

KEY LESSONS
Several key lessons from the NCSP model in Saudi Arabia can be shared with 
others looking to replicate its success. One of the most critical factors is the care-
ful selection of the BOT for each institute. The BOT plays a decisive role in the long-
term success of the institute, as it not only provides governance but sets the stra-
tegic direction and ensures alignment with both public and private sector needs. 
Embedding employer partners directly within the BOT fosters deeper engagement, 
creating a stronger sense of ownership and commitment among companies. This 
deeper involvement can motivate employers to become more invested in the part-
nership’s success by driving recruitment efforts and proactively participating in 

FIG. 5 	 NCSP enrollment tracking dashboard
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shaping training programs. Closely tied to this is the appointment of the academy’s 
CEO, a process overseen by the BOT. Choosing the right CEO - someone with the 
expertise, leadership skills, and adaptability to manage the academy effectively - is 
essential for maintaining operational excellence and achieving desired outcomes.

Another valuable lesson is the importance of institutional flexibility. Suc-
cessful institutes are designed to adapt to changing market demands, whether by 
adding new programs, shifting focus areas, or engaging with different sectors. 
Part of this flexibility includes establishing demand-driven institutes built on 
partnerships across entire sectors, rather than being sponsored by individual 
companies, which enables these institutes to continuously attract new employer 
partners. As institutes mature, they typically develop their own marketing teams 
to reach out to potential employer partners, which helps ensure their sustainabil-
ity and continued relevance. Additionally, obtaining accreditations is crucial, as it 
strengthens employer trust in the quality of the training provided and enhances 
the reputation of the institute.

Attracting and approving students/trainees has to be a structured but 
adaptable process. Once an institute is approved and launched, its website opens 
for applications, typically targeting fresh graduates. Some employers choose to 
be highly involved in the selection process, setting specific criteria or personally 
interviewing applicants, making the admissions process function much like a job 
interview. This tight link between training and employment is particularly ap-
pealing to foreign investors, who often require highly qualified employees with 
a precise set of skills. Recognizing this, the Ministry of Investment has featured 
the NCSP model as one of the key offerings to attract foreign investment to Saudi 
Arabia. Visiting investors are often taken to NCSP institutes to see the model first-
hand, thus demonstrating its effectiveness and encouraging investment. Further-
more, outcomes and insights from the Sector Skills Councils are used to inform the 
establishment of new colleges, ensuring continuous improvement and alignment 
with national workforce priorities.

Attracting and approving the right partners must also be a structured but 
adaptable process. Strong partnerships depend on the ability to identify and at-
tract committed and credible employers, who not only hire graduates, but believe 
in the vision of the college and actively contribute to its long-term success. This in-
cludes playing a part in the-day-to-day operations, making sustained recruitment 
commitments, providing technical expertise, maintaining commitment to stu-
dents’ on-the-job-training, tracking and providing feedback on their students’ ed-
ucation, and donating equipment or machinery. Colleges, and their students, need 
to feel assured that these partners are also quality employers—this means offering 
decent work conditions, providing opportunities for advancement, and under-
standing the skills and aspirations of the students. This reinforces the credibility of 
the training model and strengthens student motivation, retention, and outcomes.

Finally, a large part of the success and widespread appeal of NCSP’s col-
leges is its guaranteed employment outcomes. Under the current model, HRDF 
funding is contingent on employment, meaning colleges have up to six months 
after graduation to secure jobs for their students. This creates a strong incentive 
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21	 Economic Development Board: Business, Innovation & Talent | Singapore EDB

22	 World Bank, 2015.

for colleges to maintain close ties with industry and ensure programs are tightly 
aligned with labor market demand. In practice, this can take on several forms. In 
some cases, the college builds a cohort in direct response to employer requests, for 
example, when a company approaches the college with specific workforce needs, 
and a group of students is selected and linked to jobs from the start of their train-
ing. In other cases, colleges actively work on career counseling, job-readiness 
support, and building a strong network of partners to support their students in 
finding opportunities upon completion. In any scenario, the college offers a unique 
opportunity for students that bridges their education directly to the labor market. 
Accordingly, excerpts from students attending these colleges show how this not 
only enhances student motivation and confidence, but elevates the perception of 
TVET as a viable, outcome-oriented educational pathway.

BOX 6

An international example of a formal govern-
ment entity tasked with facilitating PPPs, much 
like NCSP in Saudi Arabia, is the Singapore Eco-
nomic Development Board (EDB). EDB is a gov-
ernment agency under the Ministry of Trade and 
Industry, responsible for strategies that enhance 
Singapore’s position as a global center for busi-
ness, innovation, and talent. EDB acts as a me-
diator to provide the private sector with access 
to information, networks, and access to govern-
ment incentives while working closely with gov-
ernment agencies to ensure that industries are 
supported by a globally competitive workforce 
through talent development.21 

Singapore’s pre-employment TVET system 
is widely known for its quality, owing much to 
the skills development schemes sponsored by 
EDB. EDB’s decision to partner with leading 

international firms with proven training systems 
in order to learn the training business from them 
set in motion a legacy of securing demand-driven 
training opportunities. EDB’s first training part-
ner was Tata Group, a large Indian conglomer-
ate. It led to the creation of the Tata-Govern-
ment Training Center to supply workers for Tata’s 
engineering plant in Singapore. The Singapore 
government provided the land and buildings, 
contributed 70 percent of the center’s operat-
ing costs, and paid the stipends of the trainees. 
Trainees were committed to work with EDB or 
any company directed by Tata Group for five 
years. Twice as many people as Tata required 
were trained so that the graduates not recruited 
by Tata would attract other engineering firms to 
Singapore, contributing to the growth of an in-
dustry cluster.22

SINGAPORE’S ECONOMIC 
DEVELOPMENT BOARD
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05PPP APPROACHES IN 
SKILLS REFORM: GOOD 
PRACTICE EXAMPLES 
FROM SAUDI ARABIA

This section conducts four case studies of good practice PPPs in the Saudi Arabian 
TVET sector. The first three form part of NCSP: the Saudi Electric Services 
Polytechnic (SESP), Al-Tamayyuz Academy, and the Hospitality and Tourism 
Management Institute Saudi Arabia. The fourth example is the International 
Aviation Technical College (IATC) at Riyadh, which is classified as a separate in-
ternational technical college under TVTC’s Colleges of Excellence; however, it still 
contributes to our understanding of successful PPPs.

SAUDI ELECTRIC SERVICES 
POLYTECHNIC

Introduction
SESP is a strategic partnership college established un-
der TVTC. Founded in 2012 through a collaboration with 
the Saudi Electricity Company (SEC), the Kingdom’s lead-
ing and majority-state-owned energy provider, SESP was 
envisioned as a national center of excellence for vocation-
al education in the power sector. The Riyadh branch, SESP 
Riyadh, opened in 2014 and is one of several SESP campus-
es operating across Saudi Arabia. Prior to this initiative, 
SEC managed four internal training centers independently. 
However, internal evaluations revealed a persistent gap be-
tween training outcomes and the evolving needs of the en-
ergy industry. These shortcomings prompted SEC to pursue 
a more robust and forward-looking training model—one 
that would deliver instruction in English, adhere to international standards, 
and ensure graduates possessed industry-relevant skills applicable across the 
broader energy sector.

“Back in 1966,  
when a major SEC 
power plant went 
down, the only 
engineer who could 
fix it was abroad 
on vacation. That 
moment sparked 
a decision to 
invest in training 
a generation 
of local talent.”
— Faculty Member, SESP
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In place of continuing in-house training, SEC opted to partner with TVTC 
to establish a more standardized, impartial, and scalable approach to voca-
tional education. Crucially, infrastructure and facilities provided by TVTC and 
support from HRDF played a key role in enabling this transition, unlocking the 
resources needed to secure qualified instructors and modern equipment. The re-
sult was the establishment of SESP as a strategic and sustainable solution to meet 
the long-term workforce development needs of the Kingdom’s power industry.

Governance, funding, and strategic partnerships
SESP operates under the strategic partnership model as a nonprofit institu-
tion. The financing is shared between industry sponsors, HRDF, and other public 
sector entities. HRDF covers 75 percent of the training costs and 50 percent of the 
student stipends, while corporate sponsors contribute by funding housing, medi-
cal insurance, and additional stipends and by registering trainees under the Gen-
eral Organization for Social Insurance.

Governance of the college is overseen by a BOT. The BOT is composed of rep-
resentatives from key stakeholders including TVTC, SEC, and other public and 
private sector partners. Among these are strategic collaborators, such as the King 
Abdullah City for Atomic and Renewable Energy (KACARE), and international 
technical and industrial training providers, including Gunt, Kemppi, and Rock-
well Automation. TVTC supplies the college infrastructure and initial equipment, 
while industry partners provide additional specialized equipment and training 
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resources. In return, the value of this support is deducted from the training fees 
for sponsored trainees.

Over time, SESP has built a robust network of strategic partners through 
multiple channels. Many of these relationships originated through short-term 
training courses offered to industry stakeholders, with participants often recom-
mending the college to others or returning as corporate representatives. Refer-
rals from partner companies and consistent outreach activities, including com-
pany visits and distribution of promotional materials, have further expanded the 
college’s network. Additionally, many partnerships have emerged through the 
on-the-job training (OJT) component of SESP programs, in which host compa-
nies often recruit trainees directly following their placements. This collaborative 
governance and funding model has enabled SESP to maintain a high standard of 
industry-relevant training while ensuring the long-term sustainability and re-
sponsiveness of its programs to labor market needs.
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“If other private 
partners within or 
beyond Saudi Arabia 
want to replicate this 
model, what would 
they need to do?” 

“They should have 
a body like TVTC.”

Program structures
SESP offers a range of vocational training programs tailored to meet the 
evolving needs of the energy sector. The core programs include associate di-
ploma courses lasting 12 months and full diploma programs that take up to 24 
months, including an integrated period of OJT. Areas of specialization include 
Power Plant Operation, Electrical Network Operation, Solar Energy, Hydrogen 
Technology, and Smart Grid Systems. In addition to these, the college provides 
shorter-term training programs ranging from 1 to 6 months. SESP is recognized 
both locally and internationally, holding accreditations from the Scottish Qual-
ifications Authority, the Accrediting Council for Continuing Education & Train-
ing, and Saudi Arabia’s National Center for Academic Accreditation and Evalua-
tion. Students earn stackable certifications throughout the course of their stud-
ies, often graduating with multiple industry-recognized credentials alongside 
their diploma.
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Program recruitment is demand driven and flexible. New cohorts are 
launched in response to requests from employer partners and are advertised via 
HRDF, TVTC, and SESP’s social media platforms. Recruitment also draws from the 
TVTC alumni network and a database of previous applicants. Candidates must be 
under 24 years of age to qualify for HRDF support and are typically graduates of 
technical colleges or vocational high schools. The duration of the program depends 
on the student’s educational background: Those with vocational training may 
complete a 1-year program, while high school graduates typically follow a 2-year 
pathway. Each cohort accommodates up to 50 students, with a total institutional 
capacity of approximately 500 students at any given time.

A hallmark of SESP’s model is its high degree of customization and employer 
alignment. Programs are designed in close consultation with industry sponsors, 
allowing up to 20 percent of the curriculum to be adapted to specific company re-
quirements without the need for reaccreditation. Cohorts begin on a rolling basis 
and are assembled only when an employer submits a formal request for trainees 
in a particular specialization. Once identified, candidates undergo a multistep ad-
missions process that includes entrance exams, interviews, and sponsor review. 
Final selection authority rests with the sponsoring company. Upon selection, stu-
dents are formally employed by the company from day one, receiving both HRDF 
and employer benefits, and are registered with General Organization for Social 
Insurance (social insurance).
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The relationship between student performance and employer expectations 
is closely managed. Weekly performance reports that cover academic results, 
attendance, and work ethic are sent to sponsoring companies. A strict attendance 
policy is enforced, with any student exceeding 30 hours of absence, excused or 
unexcused, being subject to dismissal. Despite these rigorous standards, SESP 
maintains a low dropout rate, as students are highly motivated by the financial 
and career benefits associated with their employment and training. This model 
ensures that students not only are academically prepared, but develop the profes-
sionalism and work discipline required for immediate integration into the energy 
workforce. In addition to the standard cohorts, the college offers short-term, fee-
based training courses for company employees to generate income. As with other 
strategic partnership institutes operating under a nonprofit model, it is essential 
to create alternative sources of revenue. Among the college’s catalog of paid short-
term courses are training programs for the certification that is legally required 
for certain professions in the country.
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FIG. 6 	 How client satisfaction feeds into SESP’s PAEC report

1 2 3

SESP PAEC Report

Understanding clients needs  
(Students & sponsors)

Implementing surveys  
feedback processes

Program Advisory and Evaluation Committee

Action plan development  
based on surveys

Academic approach: Prioritizing practical 
and locally relevant experience
A key element in shaping the SESP program is continuous client feedback, from 
both students and their sponsoring employees. The Program Assessment and 
Evaluation Committee (PAEC), which was established to continuously assess and 
evaluate program objectives and outcomes, produces an annual report based on 
multiple evaluation tools, including assessments of trainee learning outcomes, 
as well as a series of surveys, including graduate surveys, industry feedback 
surveys, trainee exit surveys, trainer satisfaction surveys, and monthly evalu-
ations from OJT companies. This robust data-collection framework, driven by 
measurable KPIs, allows the college to maintain an ongoing system of monitor-
ing and evaluation (Figure 6). The gathered insights feed directly into targeted 
action plans, ensuring that improvements are evidence-based and responsive to 
real-time feedback.
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FIG. 7 	 Example of graduate survey results from SESP’s PAEC report (July 2023)
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Curricula at SESP Riyadh are developed through the 
Curriculum Development Unit. This unit receives and in-
corporates feedback from the industry, alumni, program fac-
ulty, OJT overseers, and PAEC. The unit is responsible for the 
analysis, design, development, implementation, and evalua-
tion of all the curricula at SESP. Curricula and training mod-
ules are reviewed annually and regularly updated to reflect 
advancements in technology, especially in the rapidly evolv-
ing renewable energy sector. As new innovations emerge, 
the courses are continuously refined and expanded, with a 
strong emphasis on practical application. Faculty members 
are encouraged to propose changes, and a responsive com-
mittee is in place to review and support these updates.

Trainers are experienced experts in the various fields 
of the power utility and construction industries, and 
they must be certified English speakers, as the college 
courses are taught in English. Faculty recruitment em-
phasizes qualifications, teaching experience (minimum of five years), and, most 
importantly, industry-relevant experience. In addition, they must go through a 
performance appraisal, and a large part of it comes down to how well their class 
fulfills their sponsor’s needs.

“Get the right people 
in the training 
institute. The 
selection process 
should be rigorous, 
especially for the 
selection of the 
faculty. It’s not the 
technology, nor the 
financial situation 
of the institute, it’s 
the people that will 
make the difference.”

FIG. 8 	 Curriculum development process at SESP
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FIG. 9 	 Curriculum review process at SESP
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Labor market integration
OJT is a critical component of the program and plays a key role in students’ 
transition into the labor market. OJT is mandatory, lasts three months for the 
one-year diploma programs and six months for the two-year programs, and al-
ways takes place at the sponsor’s facility. During this period, companies submit 
monthly performance evaluations of each trainee, while students are required to 
submit weekly reflections on their work experience. This two-way feedback loop 
ensures continuous monitoring and adjustment to enhance learning outcomes 
and readiness for full-time employment.

SESP has also introduced an alternative model to support female students 
entering nontraditional sectors, such as renewable energy. In this model, co-
horts are sponsored by organizations such as the King Abdullah City for Atomic 
and Renewable Energy (KACARE), which funds training, stipends, and housing 
but does not directly employ the trainees. As a result, students are not eligible 
for HRDF support, but they benefit from KACARE’s full sponsorship. The college 
facilitates labor market integration by organizing job interviews, coordinating 
career fairs, and actively supporting the job-search process. For trainees without 
employers, SESP arranges OJT placements through its network of strategic part-
ners. This model has proven effective, with more than 50 percent of the previous 
KACARE-sponsored female cohort receiving employment offers from their OJT 
host companies.ph
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For students who wish to pursue further education rather than immedi-
ately entering the workforce, pathways to higher education are also avail-
able. TVTC recognizes SESP course credits toward bachelor’s degrees, enabling 
a smooth transition into academic programs. SESP is actively working with uni-
versities both within Saudi Arabia and across the region to formalize articulation 
agreements that streamline the continuation of students’ educational journeys.

Lessons, takeaways, and challenges
SESP’s success is rooted in its strong client-centered approach, driven by 
accountability measures and continuous feedback. The college prioritizes 
understanding the needs of both its sponsors and students, and it incorporates 
these insights into institutional planning. It applies a three-tiered approach: un-
derstanding client needs, collecting feedback through regular surveys, and devel-
oping action plans based on the findings. A core component of this is the annual 
PAEC report, published each July, which analyzes employer feedback and outlines 
specific responses to address concerns. Additionally, TVTC conducts separate 
surveys of employers and students and shares results with the college, enabling 
SESP to review not only curricula and student performance but the strength and 
value of its industry partnerships.

SESP’s unique strength lies in its ability to design tailor-made programs 
that directly respond to labor market needs. Program features, such as co-
hort size, curriculum design, and OJT placement, are all structured around the 
specific requirements of employers. Labor market insights are sourced through 
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direct engagement with industry partners, the BOT, and even national entities 
such as the Ministry of Economy and Planning. These connections allow the col-
lege to anticipate future workforce needs, such as those related to large-scale na-
tional events like the 2034 FIFA World Cup, and to respond accordingly through 
program development.

The strategic partnership model also transforms the student learning ex-
perience by embedding professional responsibility from day one. Trainers 
have noted that by being treated as employees from the start, students develop a 
strong sense of discipline, ownership, and motiva-
tion. This sustained engagement with their future 
employers creates a seamless bridge between ed-
ucation and employment, where students clearly 
understand the real-world relevance of their stud-
ies and are encouraged to perform at a high level 
throughout the training period.

SESP has also addressed a critical gap in the 
Saudi labor market by training middle-skill 
technicians in emerging and traditional sec-
tors. This comes at a time when the Kingdom is 
working to diversify its economy beyond oil and 
gas. The college’s programs meet the demand for 
technically skilled professionals in sectors in 
which workforce shortages persist. Additionally, 
SESP has effectively integrated green and renew-
able energy skills into its curriculum. Initiatives 
include offering specialized courses on renewable 
energy technologies, developing green practices 
such as going paperless, and forming partner-
ships with organizations such as KACARE. This 
balance of traditional and emerging skill sets en-
sures the college will remain relevant and respon-
sive to national development goals.

Despite its success, SESP faces ongoing challenges that could affect its 
growth and competitiveness. Chief among these is the need to raise awareness in 
the private sector about the value of vocational training, particularly in the face of 

“In the Middle East, you 
always either have engineers 
or laborer–the intermediate 
layer was always missing. 
These centers are changing 
that. When I first arrived, 
Saudi technicians were 
rare. Now, their numbers 
are growing. The model 
is shifting, students who 
once had limited options 
can enter vocational tracks 
and still find pathways to 
higher qualifications, even 
engineering degrees. It’s not 
just bridging a skills gap; it’s 
expanding opportunity.”
— Faculty Member, SESP
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employer budget constraints and external shocks such as the COVID-19 pandemic. 
The college must also differentiate itself from other institutions offering similar 
services in the energy and technical sectors. Another challenge lies in identifying 
and retaining high-quality strategic partners. SESP is deliberate in selecting com-
panies that demonstrate a genuine commitment to hiring and investing in Saudi 
youth, not simply fulfilling localization quotas. Preference is given to large-scale 
companies with strong reputations and long-term interests in workforce develop-
ment. In contrast, smaller companies must work harder to gain trust, often un-
dergoing site visits and providing additional assurances of their intentions before 
being accepted as partners.

BOX 7

CoVEs were formally introduced in 2020 as part 
of the European Commission’s policy agenda. 
A CoVE can be described as a network of VET 
providers, employers, industry bodies, local 
authorities, universities, and innovation cen-
ters that co-design and co-deliver training 
programs that satisfy current and future labor 
market needs. CoVEs are region specific and 
closely tied to regional development strategies, 
ensuring that the skills being taught support 
local economic priorities.

Europe has over 50 CoVEs and is actively 
funding new partnerships, mainly through the 
Erasmus+ program. In addition to being respon-
sive to developing regional skills needs, CoVEs 
work closely with companies, especially small 
to medium-sized enterprises, to create knowl-
edge and innovation hubs, as well as support-
ing their learners’ entrepreneurial initiatives.23 
The purpose, structure, and functions of CoVEs 
depend on the context. These centers normally 
offer high-quality programs for the development 
of highly specialized professions, which are often 

connected to routes to further education. The 
programs tend to have a strong focus on tech-
nological/innovative, sectoral, or multisectoral 
training to meet the skills needs of both compa-
nies and individuals.24

Project leaders of all Erasmus+ CoVEs have 
joined forces to form communities of practice, 
thereby extending the reach of networks beyond 
regions. Each community provides a platform for 
partners to share experiences, inspire each oth-
er, and jointly seek solutions to common issues 
they encounter while implementing the CoVEs. 
There are over 300 communities of practice sup-
porting CoVEs within their local and internation-
al regions. Through the community-of-practice 
network, future partners are supported with 
the knowledge, tools, and networks to success-
fully form and maintain PPPs. For example, the 
community-of-practice network provides step-
by-step guidance to prospective partners on es-
tablishing PPPs that focus on applied research, 
education and recruitment, lifelong learning, and 
professional innovations, among other areas.

CENTERS OF VOCATIONAL 
EXCELLENCE (CoVEs)

 

23	  Centres of Vocational Excellence—European Commission

24	 https://erasmus-plus.ec.europa.eu/programme-guide/part-b/key-action-2/centres-vocational-
excellence; https://www.copcoves.eu/
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Map of active community-of-practice CoVEs

Source: https://www.copcoves.eu/

The success of CoVEs can be attributed to sev-
eral interrelated factors that position them as 
key drivers of regional skills development and 

innovation. First, CoVEs are deeply integrated 
within broader frameworks for regional devel-
opment, innovation, and smart specialization, 
allowing them to align with policy priorities and 
create synergies across multiple stakeholders 
and sectors. Second, they are built upon strong 
and enduring partnerships among VET provid-
ers, including those at the tertiary level, higher 
education institutions, and businesses. These 
relationships are not one directional; instead, 
they are reciprocal and mutually beneficial, en-
suring that each partner contributes to and ben-
efits from the collaboration. Finally, the integra-
tion of activities across partners allows CoVEs 
to deliver more than the sum of their parts. By 
drawing on the unique expertise and resourc-
es of each stakeholder, CoVEs are able to offer 
comprehensive learning pathways and devel-
opment opportunities for both young learners 
and adults, enhancing their skills and employ-
ability while supporting broader economic and 
social goals.25 

25	 Centres of Vocational Excellence—European Commission
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AL-TAMAYYUZ FINANCE & 
ACCOUNTING EXCELLENCE ACADEMY

Introduction
Al-Tamayyuz Academy was established in 2019 following a strategic decision 
made during a board meeting of Saudi Aramco, the Kingdom’s state-owned 
oil company. Having already founded several specialized academies in the indus-
trial and drilling sectors, Aramco identified a significant gap in the labor market 
for specialized skills in finance and accounting. In response, the company initiat-
ed the formation of a new academy and invited key stakeholders from leading fi-
nancial institutions and firms operating in Saudi Arabia to collaborate. Founding 
partners included Saudi National Bank, Citigroup, Goldman Sachs, J. P. Morgan 
Chase, Morgan Stanley, Deloitte, Ernst & Young, HSBC, and KPMG, alongside 
TVTC. Since its inception, Al-Tamayyuz Academy has grown to include a diverse 
network of partners from across the private, public, and nonprofit sectors, both 
locally and internationally.
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Al-Tamayyuz Academy offers a distinctive model compared to other stra-
tegic partnership institutes in the Kingdom. Unlike typical vocational train-
ing centers, the academy requires applicants to hold a bachelor’s degree in finance 
or business as a prerequisite. It is designed to serve new entrants to the labor mar-
ket or those recently employed who wish to enhance their education and work ex-
perience through a focused, accelerated program. The academy’s teaching model 
is also unique: Instead of traditional academic faculty, instruction is delivered by 
industry professionals with real-world expertise. This ensures that the training 
is both practical and directly aligned with the demands of the Saudi financial 
sector. Through its strategic partnerships with top-tier financial institutions, the 
academy not only shapes relevant curriculum content but acts as bridge between 
education and employment.

Al-Tamayyuz Academy’s vision is to become a leading source of financial 
talent for its stakeholders. Equipped with elite facilities and cutting-edge sim-
ulation labs, and supported by world-class partners, the academy is positioned 
as a premier institution for preparing high-caliber professionals for the financial 
services sector in Saudi Arabia.

26	 Bahrain Institute of Bankers and Financial Studies. “Annual Report 2021.” Bahrain Institute of 
Bankers and Financial Studies (2022).

BOX 8

Other PPP-based training models have emerged 
within the region. In neighboring Bahrain, the 
Bahrain Institute of Banking and Finance (BIBF), 
the semigovernmental educational institute as-
sociated with the Central Bank of Bahrain, serves 
as a notable example. Established in 1981, BIBF 
originated as a small training institute mainly 
for employees within the banking sector. Since 
then, the institute has grown significantly, train-
ing over 360,000 students in the last 40 years 
through a diverse array of programs, ranging 
from short courses and professional qualifica-
tions to full academic degrees. BIBF is widely 
regarded as a cornerstone of the financial sector 

in Bahrain and has been credited with playing a 
large role in supporting the localization of the 
sector. A core part of its mission is offering ca-
reer-linked programs, industry-relevant knowl-
edge, and a faculty consisting of practitioners 
and experts in business and finance. Much of the 
success of BIBF can be attributed to the collab-
orative effort between the Central Bank of Bah-
rain and its private sector partners, represent-
ing Bahraini banks and business sectors. This 
collaboration is institutionalized through BIBF’s 
board of directors, which consists of members of 
government and representatives from different 
business sectors.26

BAHRAIN INSTITUTE  
OF BANKING AND FINANCE
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Governance and strategic partnerships
Aramco leveraged its industry influence to bring together leading partners 
to launch Al-Tamayyuz Academy as a nonprofit initiative. Founding members 
and partners were secured through Aramco’s strong network and reputation, and 
they contribute not only in-kind resources but strategic direction, technical ex-
pertise, and support for implementation. Observations during site visits highlight 
the high level of trust and the long-term commitment shown by these founding 
partners, who are driven by a shared belief in the academy’s potential to benefit 
both the Kingdom and their respective organizations.

The governance of Al-Tamayyuz Academy is overseen by a board composed 
of representatives of the founding members, including TVTC. The board oper-
ates through three dedicated committees: the Executive Committee, the Technical 
Advisory Committee, and the Board Audit Committee. The Technical Advisory 
Council, made up of private sector experts, is responsible for reviewing training 
programs and curricula to ensure alignment with labor market needs. Operational 
leadership is provided by a managing director supported by an internal executive 
team. In addition to branding benefits, such as having their names displayed in 
classrooms, partners receive discounted services, two complimentary corporate 
social responsibility programs targeting underrepresented groups (including 
working mothers and people with disabilities), and a complimentary spot in the 
academy’s flagship program for young professionals. Founding members also pro-
vide subject matter experts to deliver guest lectures, offer mentorship, and ensure 
the curriculum stays relevant given emerging industry trends.
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The academy maintains an international academic partnership with IE Uni-
versity in Spain. IE University plays a key role in both academic credentialing, 
awarding the program degree, and talent acquisition by nominating qualified in-
structors for the flagship program. This relationship strengthens the credibility 
of the academy’s offerings.

In 2024, Al-Tamayyuz Academy transitioned into the 
national strategic partnership system under TVTC. This 
shift made students eligible for HRDF financing, which cov-
ers 75 percent of training costs and includes stipends, pro-
vided students secure employment within six months of 
graduation. Joining NCSP also enhanced the academy’s con-
nections with government stakeholders and the newly estab-
lished Sector Skills Council, further integrating it into Saudi 
Arabia’s evolving human capital–development ecosystem.

“I don’t think 
there’s another 
institution that has 
this collection of 
founding members 
and partners.”
— Managing Director  
of Al-Tamayyuz Academy

FIG. 10 	 Sponsorship benefits at Al-Tamayyuz Academy

Program structures
Al-Tamayyuz Academy offers flagship programs that serve as the corner-
stone of its educational offerings. The flagship program is a six-month course 
that blends academic, technical, and professional development. The flagship pro-
gram contains two cohorts:

•	 The first cohort is for fresh graduates in finance and accounting who are looking 
to supplement their degree. This part of the program provides specialized, 
hands-on, relevant industry knowledge to ease the students’ transition into the ph
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labor market. More than half of the students receive job offers from strategic 
partners before even starting their studies. This cohort receives a majority of 
the funding from HRDF.

•	 The second cohort is for recently employed young professionals whose 
companies seek to upskill them. This part of the program is fully funded 
by the employers.

The program structure begins with a module on core financial and ac-
counting skills. Students then select a specialization track, either internal audit 
or investment banking, and complete a capstone project in the third module. By 
the end of the six-month program, students receive a “private master’s degree,” 
a type of executive degree, jointly awarded by Al-Tamayyuz Academy and IE 
University and accredited by TVTC. The graduation rate in the flagship program 
stands at 96.7 percent, as students undergo close monitoring and have access to 
additional support to help them complete the program.

FIG. 11 	 Examples of assignments in Al-Tamayyuz Academy’s flagship program

Admission to the program is highly competitive, with a capacity of only 50 
students per cohort but thousands of applications. The recruitment process in-
cludes a targeted information campaign, technical and language examinations, 
and interviews conducted by both the academy and IE University. Beyond the flag-
ship program, the academy has introduced midlevel, executive-level, and hybrid 
programs for working professionals. These range from a program on corporate 
governance to a program for board directors.
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FIG. 12 	  Programs offered at Al-Tamayyuz Academy

As a nonprofit, the academy has to find innovative ways to generate money 
for the academy. With state-of-the-art facilities and well-equipped classrooms, 
the academy offers courses outside of the flagship program. These typically come 
in two forms. First, an outside client comes in and asks to use the space, for exam-
ple, a company renting out the space for events or employee training. The second 
is similar, except the academy conducts the training itself: creating and design-
ing a curriculum, supplying the trainers to meet the needs of the client, and car-
rying out assessments. Despite its space’s income-generating value, the academy 
is selective about who it provides the space to. This model serves to incentivize 
partners and sponsors, who receive discounts and benefits and spots for their 
employees within the flagship program. The academy has found a way to finance 
itself to continue operating as a nonprofit and support its flagship program.

Academic approach: Prioritizing practical 
and locally relevant experience
The faculty members are not traditional career educators but seasoned 
professionals with several years of industry experience. For the flagship 
program, faculty are recruited and nominated by IE University. The academy 
places a strong emphasis on real-world case studies, particularly those relevant 
to the Saudi context. For example, students work on case studies and projects, 
such as credit-rating projects or the Saudi sovereign fund’s structure, in which 
they analyze companies, recommend strategies to improve companies’ credit 
ratings, and identify risk factors for potential employers. The fresh-graduate 
cohorts focus on developing foundational technical skills needed to advance 
their careers, while early-career professionals focus on applying those skills in 
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real-world scenarios or even undertaking real tasks 
for their employer. The program also includes for-
ward-looking subjects, including fintech, green fi-
nance, and governance ethics.

Training is augmented by gamification and ac-
cess to state-of-the-art facilities, including ad-
vanced simulation labs. Furthermore, students’ 
education is enriched by the expertise of strategic 
partners. It is common for professionals from these 
partner companies to visit as guest lecturers within 
relevant modules, share their experience and pro-
viding current and relevant expertise, industry in-
sights, practical knowledge, and opportunities for 
networking.

Labor market integration
The flagship program for fresh graduates emphasizes both technical and in-
terpersonal skill development. Given that many of these students are entering 
the workforce for the first time, the academy emphasizes enhancing soft skills such 
as critical thinking, presentation, negotiation, teamwork, time management, and 
communication. Since HRDF provides funding contingent on securing employ-
ment within six months of graduation, the academy proactively supports students 
throughout the program to help them do so. Efforts include securing sponsors be-
fore the program starts and engaging in ongoing outreach to strategic partners for 
employment opportunities. Students receive coaching on their careers, their CVs, 
and interview preparation alongside technical training.

The academy has achieved strong employment outcomes for its flag-
ship-program graduates. Among the more than 400 students who have com-
pleted the program across eight cohorts, 94 percent found employment within one 
year of graduation. Notably, 35 percent of those employed were promoted to man-
agement roles, reflecting the strong alignment between the program’s training 
and the labor market’s demands. Students also benefit from a wide range of net-
working and practical learning opportunities embedded in the program. During 
the final two months, participants engage in internships and OJT that enhance 
employability. Additionally, each student must complete a capstone project in col-
laboration with a partner company, which is then presented to peers and strate-
gic partners. These experiences not only deepen practical knowledge but increase 
visibility among potential employers.
Strategic partners play a critical role in inspiring students and expanding 
their professional horizons. Guest speakers from partner organizations regu-
larly engage with students to share their career journeys, offering insights into 
the challenges and opportunities of the finance and accounting sectors. These in-
teractions serve both as inspiration and as a means for students to explore diverse 
career pathways they might not have previously considered.

“There is a gap between 
what universities are 
producing and private 
sector needs. As someone 
from the private sector 
and academia, I make sure 
that students are bridging 
this gap. You need to do 
work with students to 
hit the ground running 
for employment.”
— Faculty Member,  
Al-Tamayyuz Academy
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Postgraduation support is a core component of the academy’s approach to 
labor market integration. For those who are not employed at graduation, a ded-
icated division follows up for up to six months to support job-placement efforts. 
This includes tracking employment status and collecting feedback on how well the 
training aligned with labor market needs. To further strengthen alumni engage-
ment, the academy is also launching a learning management system to provide 
continued access to learning materials and networking resources.

Lessons, takeaways, and challenges
The primary challenge Al-Tamayyuz Academy faces is achieving financial 
sustainability while maintaining exceptional quality. Operating as a startup 
nonprofit, the academy uses its limited funding to maintain its commitment to 
high-caliber training. To address this, it targets partnerships with private sector 
leaders, including major international firms and mega-projects like NEOM, that 
recognize the value of its model. Despite resource constraints, Al-Tamayyuz re-
mains firmly committed to quality over scale.

The strength of Al-Tamayyuz Academy lies in the commitment of its found-
ing members. The academy depends on strong, trust-based relationships with in-
dividuals within partner companies who actively support and enrich its programs. 
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This includes contributing time, expertise, and feedback. In return, the academy 
delivers a pool of exceptional, industry-ready candidates—graduates who are not 
only academically distinguished, but possess practical skills and a deep under-
standing of the Saudi financial landscape.

For students, Al-Tamayyuz represents a fast-track, high-impact alternative 
to traditional education routes. Rather than entering the workforce immedi-
ately after attaining their bachelor’s degrees, students gain access to a specialized 
program that opens doors to higher-quality jobs and more prestigious employers. 
Many view the academy as a practical substitute for a master’s degree, in which 
they gain industry-aligned skills, strategic networks, and accelerated entry to 
leadership pathways.

A core element of the academy’s success is its responsiveness to labor mar-
ket needs. By actively engaging with stakeholders such as the Ministry of Finance, 
Al-Tamayyuz is able to identify and address mismatches between university ed-
ucation and sector demands. The academy also tracks localization efforts within 
the finance sector, responding to evolving policies that increase demand for skilled 
Saudi professionals. These efforts directly contribute to achieving Vision 2030 
goals regarding national workforce development and employability.

Al-Tamayyuz Academy offers a compelling model for workforce develop-
ment through demand-driven, private sector–led training. Its success demon-
strates the importance of deep, ongoing engagement with employers to shape rel-
evant, high-quality programming. For countries aiming to reduce skill gaps, Al-
Tamayyuz stands as an example of how strategic partnerships and targeted talent 
development can create lasting economic impact, which not only benefits gradu-
ates and the broader labor market but advances national development objectives.
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HOTEL AND TOURISM MANAGEMENT 
INSTITUTE (HTMI SAUDI ARABIA)

Introduction
HTMi Saudi Arabia has three campuses, in Riyadh, Jazan, and Albaha, as well 
as running the first-ever female hospitality institute in Riyadh. It was estab-
lished in 2007 in response to the growing need for skilled professionals in Saudi Ara-
bia’s hospitality sector. In partnership with TVTC, the institute has been supporting 
national workforce development. Over the years, it has strengthened its presence 
across the Kingdom by partnering with HTMi Switzerland, a globally recognized 
hospitality institute, and by obtaining accreditation from both national and inter-
national bodies, including the Education and Training Evaluation Commission, UN 
Tourism, Eurhodip, and THE-ICE. Today, HTMi Saudi Arabia is a strategic partner 
within TVTC’s NCSP and Colleges of Excellence, continuing its contribution to the 
development of a globally competitive tourism workforce. It aims to pursue Saudi 
Arabia’s vision (expressed in Vision 2030) of being a modern and forward-thinking 
nation led by the hospitality and tourism sector. HTMi Saudi Arabia is the King-
dom’s largest and most innovative hospitality institute and is on its way to become a 
leading hotel-management institute in the Middle East and globally. Figure 13 illus-
trates the institute’s milestones since 2018, with particular emphasis on the range of 
strategic partnerships that have been formed in recent years and have contributed 
to the institute’s vision of becoming a leading management institute.
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FIG. 13 	 HTMi Saudi Arabia history

•	 Establishment of HTMi in Riyadh.

•	 TedQual Accreditation by 
the UN Tourism Academy.

•	 Signing an agreement with 
Our Special Friends charity.

•	 Cooperation with Swiss 
Education Group “SEG“.

•	 Signing a MOU with Prince 
of Songkla University.
•	 Signing a MOU with 

Dusit Thani College.
•	 Strategic partnership with King 
Khalid University (KKU) in Abha.

•	 Signing agreement with 
Alghanim industries (AIFC) for 

the supply of “Costa Coffee” 
products for the operation 

of our coffee shops.

•	 Signing an Exam Venue agreement 
with British Council for IELTS.

•	 Joining UN Tourism as 
affiliate member.

•	 Strategic partnership with:
- Human Resource Development Fund.
- Ministry of Tourism
- Ministry of Culture
- Culinary Arts Commission
- Cultural Development Fund

•	 Strategic partnership with 
Culinary Association.

•	 Accreditation awarded by 
THE-ICE (International Centre 
of Excellence in Tourism and 
Hospitality Education).

•	 HTMi Riyadh, Jazan, and Al-
Baha are officially accredited 
by the Education and Training 
Evaluation Commission (ETEC).

•	 HTMi Saudi Arabia is officially 
an Approved Highfield 
Qualifications Centre.
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Governance and strategic partnership
The institute is governed by a board consisting of representatives from TVTC 
and industry partners. The board plays an active role in all areas of the institute’s 
operations, from signing agreements with strategic partners to approving pro-
grams and overseeing their delivery. It is also responsible for budget oversight, 
financial approvals, and recruitment of senior executives. The board meets month-
ly with representatives from partner employers and contributes to the institute’s 
long-term strategic planning. As part of its strategic partnership with HRDF, the 
institute plays a vital role in advancing workforce development. HRDF offers fi-
nancial support for programs that build the skills of Saudi talent and align them 
with labor market demands. To ease the administrative burden on employers, the 
institute now handles the registration of cohorts with HRDF on the employers’ 
behalf, simplifying the process and ensuring smooth, efficient access to funding. 
This collaboration underscores the institute’s ongoing commitment to supporting 
employers and building the nation’s stock of human capital.

Two recent agreements between the institute and HRDF mark a signifi-
cant step forward. The first focuses on developing tailored training programs in 
collaboration with an international hotel group operating in Riyadh. The second 
aims to enhance the hospitality and tourism sector in the Jazan region. A key ad-
vancement began with the development of a new, international three-year pro-
gram in partnership with TVTC, the Ministry of Tourism, and an international 
hotel chain. This initiative introduced a more effective funding structure, which 
later paved the way for the Jazan program. These programs are closely aligned 
with regional and sectoral job-creation priorities. The primary distinction be-
tween the former and current funding models lies in the flow of payments. Previ-
ously, employers received direct financial support from HRDF. Now, HRDF pays 
the full training fees directly to the institute and subsequently coordinates finan-
cial arrangements with the employers. This shift has simplified the process and 
enhanced transparency, ultimately facilitating stronger partnerships and more 
efficient program delivery.

The institute maintains strong partnerships with several private sector or-
ganizations. A long-standing collaboration with NESMA Catering in the Riyadh 
region, which began in 2016, is one such partnership. NESMA’s engagement with 
HTMi Saudi Arabia was driven by the company’s commitment to increasing the 
participation of Saudi nationals across its operations. To achieve this, NESMA 
sought reputable training providers capable of delivering high-quality education 
and practical experience. HTMi Saudi Arabia emerged as a leader in this space, 
recognized for establishing a strong training culture and delivering relevant, 
industry-aligned programs. NESMA currently sponsors trainees enrolled in the 
two-year Culinary Arts Management and Restaurant Management diploma pro-
grams. Within the company’s catering division, which employs approximately 
3,400 people across more than 52 projects nationwide, there are currently 156 
trainees enrolled at the institute, 148 of whom are currently undergoing OJT, and 
248 have already graduated. The partnership is supported by structured communi-
cation and performance monitoring: HTMi Saudi Arabia provides weekly reports 
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detailing attendance, academic progress, lesson plans, and any updates concern-
ing the trainees. NESMA representatives, including executive chefs and senior 
staff, are actively involved in academic activities such as serving on examination 
panels and participating in graduation ceremonies—an engagement that is both 
valued and encouraged.

From the outset, trainees are registered with the national insurance sys-
tem (General Organization for Social Insurance) and receive a monthly sti-
pend co-funded by HRDF and the employer. This formal employment status re-
inforces the professional orientation of the programs and signals the seriousness 
of the employer’s investment in the trainee’s development. Together, this collabo-
rative structure spans rigorous selection, blended classroom and workplace learn-
ing, continuous evaluation, and close coordination with employers and funders, 
and it forms a robust foundation for sustainable program success.

To cultivate such partnerships, HTMi Saudi Arabia’s marketing and stra-
tegic partnership teams actively engage with industry stakeholders. This is 
done through initiatives like career fairs, field visits to employer locations, and 
open invitations to explore the institute’s training facilities. The institute positions 
itself as a reliable partner by offering job-ready employees tailored to employer 
needs. New program offerings, particularly those backed by government entities 
such as HRDF and TVTC, are promoted extensively through social media and di-
rect outreach. These announcements are often shared not only by the institute 
but by its government partners, increasing visibility and attracting new industry 
collaborations. Strong and seamless stakeholder collaboration has contributed 
significantly to the institute’s recognition as a flagship training institution and 
trusted partner for national workforce development on a national scale.
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Program structures
HTMi Saudi Arabia offers a range of diploma and certificate programs. These 
programs range from occupational health and safety, to international hospitality 
and tourism management, to culinary-arts management. The duration of these 
programs ranges from three months to three years, depending on the qualifica-
tion. Figure 14 summarizes the programs offered.

FIG. 14 	 HTMi Saudi Arabia programs

The number of applicants per program is determined by the scope and ob-
jectives of projects initiated by the main government training sponsors in 
the hospitality sector. These include HRDF, MHRSD, the Ministry of Tourism, 
the Cultural Development Fund, and the Culinary Arts Commission, as well as 
companies within the hospitality industry.

The curriculum for the diploma programs is structured along three dis-
tinct tracks: one-year, two-year, and three-year programs. Subject content is 
developed using multiple approaches. For long-term diploma programs, feedback 
from former trainees is collected through surveys to identify potential additions 
or improvements to the curriculum. Similarly, input from partner organizations 
is regularly gathered to assess the technical competencies of graduates and train-
ees and to identify the specific skills needed within their industry. Additionally, 
the institute consults with its international partners to ensure the curriculum re-
flects global trends and aligns with international education standards, maintain-
ing both relevance and quality on a global scale. These insights are incorporated 
during internal and external curriculum reviews. National strategic priorities 
are also taken into account, particularly those outlined by relevant government 
entities such as HRDF, the Ministry of Tourism, and the Ministry of Culture. For 
example, the culinary-arts program was introduced to align with a strategic direc-
tive from the Ministry of Culture to support national efforts to preserve cultural 
heritage, nurture local talent in culinary arts, and embed cultural elements with-
in vocational education. After considering stakeholder feedback, the curriculum 
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design and development process is carried out collaboratively by the academic 
team, comprising the academic head, training managers, and trainers, and the 
quality-assurance team, which plays a key role: reviewing the content to ensure 
it meets institutional standards, aligns with stakeholder expectations, and main-
tains academic rigor and relevance.

A key consideration in curriculum development is achieving a balance be-
tween academic theory and hands-on practical training, ensuring trainees 
acquire both solid theoretical knowledge and practical skills aligned with 
industry needs. Subject matter experts within the institute work collaborative-
ly to ensure that programs align with labor market demands and integrate both 
components. Approximately half of the curriculum is focused on developing core 
competencies and soft skills, such as taking initiative, making decisions, and solv-
ing problems, which are essential for success in the hospitality and tourism sec-
tor. These priorities are informed by regular feedback from industry stakeholders 
and employers.
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The institute’s short- and long-term programs can be tailored to its part-
ners’ needs. These programs are based on client or industry needs, with short 
courses structured into two main categories: general skills applicable across all sec-
tors, and occupational skills specifically designed for the tourism and hospitality 
industry. While long-term and short-term programs follow accredited structures, 
module enhancements can be introduced in response to specific requests. As part 
of the standard partnership procedure, prospective partners are required to visit 
the institute’s training facilities and engage in detailed discussions with both the 
training and management teams to explore the partnership framework before any 
agreement is finalized. Program design is also guided by labor market intelligence, 
including a regularly updated list of in-demand jobs. In addition, the institute col-
laborates with international partners such as HTMi Switzerland, whose program 
structures and curriculum-development expertise inform the local offerings.

All programs can be tailored to reflect an employer’s area of specializa-
tion. For example, if a restaurant specializing in Arabic cuisine requests custom-
ized training focused on its menu, the module content can be adapted according-
ly. Some industry partners actively contribute to course development by defining 
the desired learning outcomes for their trainees. HRDF pro-
vides sponsorship for short courses, provided the employer 
meets the eligibility criteria.

Trainers are recruited directly from the hospitality in-
dustry, bringing in-depth expertise across key areas such 
as culinary techniques, hotel operations, and food and 
beverage services. Industry experience is the main qualifi-
cation, with academic background considered an advantage. 
All new trainers are inducted and oriented to the curriculum. 
Given their practical background, adapting to the curricu-
lum is typically straightforward. One of the institute’s key 
strengths lies in the expertise of its trainers, all of whom pos-
sess academic qualifications in hospitality alongside 5 to 15 years of industry expe-
rience. Approximately 70 percent of the course content is practical, ensuring that 
trainees gain hands-on experience. Course design is informed by Bloom’s taxonomy 
to support structured progression toward advanced competencies, particularly in 
the application and creation of knowledge, which enhances instructional quality.

All training programs are aligned with current labor market demands, 
with course materials regularly updated to reflect emerging trends in the 
hospitality and tourism sector. The institute serves a diverse client base, which 
requires continuous adaptation to evolving workforce needs. Collaboration with 
trainees and industry partners is integral to this process, with partners also playing 
a valuable role in promoting the institute’s offerings. While many institutions may 
provide standard training based on general industry expectations, the institute fo-
cuses on delivering what employers truly need, not just what trainees express inter-
est in. This distinction is embedded in the contract development process, in which 
training objectives are carefully defined in collaboration with employers to ensure 
graduates are equipped with the skills most relevant to their operational realities.

“I believe trainees 
choose to join the 
institute due to 
both its strong 
reputation and the 
prominent companies 
it collaborates with.”
— Private sector strategic 
partner at HTMi Saudi Arabia
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Trainee retention is a priority for the institute, particularly given the 
broader challenge of employee retention in Saudi Arabia. A supportive train-
ing environment is cultivated to encourage commitment not only to the institute 
but to future employers. This includes promoting awareness of the benefits train-
ees receive, such as financial incentives, while fostering a culture of responsibility 
and professionalism. Retention efforts begin with careful selection of employer 
partners. The institute prioritizes partnerships with reputable companies known 
for maintaining a positive and supportive work environment. These employers 
are expected to uphold high standards and demonstrate a long-term presence in 
the market. By collaborating with such organizations, the institute increases the 
likelihood that trainees will remain engaged and employed after graduation.

In parallel, the trainee recruitment process has become increasingly rig-
orous over the past four years. Initially, enrollment was open to all interested 
trainees; however, the process is now more selective. Applicants undergo multiple 
screening rounds, including a review of academic records, interviews, and assess-
ments of relevant skills and demonstrated interest in the industry. Shortlisted 
candidates are then presented to employer partners, who conduct their own in-
terviews and select from this filtered pool.

Labor market integration
HTMi Saudi Arabia’s partners consider trainees as employees during the 
training period. While there is no obligation for trainees to remain with the 
partner after graduation for more than a year, most do, given the opportunities 
available there. These opportunities often include placements across the country. 
After completing the training program, graduates are offered formal employment 
contracts based on their performance and the organization’s needs. Even for train-
ees who do not begin their program with an employment contract, the institute 
secures a job placement before the end of their training. For example, in the four-
month programs, a contract is arranged during the third month to ensure that the 
final month, dedicated to OJT, takes place at the employer’s location. Importantly, 
if graduates remain with the same employer after completing their training, HRDF 
subsidizes 50 percent of their salary during the first year. This serves as a further 
incentive for both job placement and retention. There is a risk that some employ-
ees will leave during probation or fail to meet expectations. This is an inherent 
challenge in workforce development. However, the institute works closely with 
companies to minimize this risk through collaborative trainee selection, strong 
communication, and continuous engagement throughout the training period.

A key element of the institute’s approach is building and maintaining 
strong relationships with trainees. From the first day of training until gradua-
tion, trainees receive ongoing support and are held accountable through clearly de-
fined program commitments. Upon placement with employers, additional factors 
such as fair compensation, job-role clarity, workplace culture, and the availabili-
ty of accommodation and transportation play a role in ensuring a smooth transi-
tion and continued retention. Ultimately, the institute strives to ensure that each 
graduate is viewed as a valuable asset from day one, and it works with employers 
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to create the conditions that allow trainees to succeed and grow within the hospi-
tality and tourism industry.

The effectiveness of the training model rests on the structured integra-
tion of OJT into trainees’ journey. Before graduation, all trainees participate in 
workplace placements lasting one to six months, in which they are immersed in 
professional environments and work on real-world projects. This period provides 
critical practical experience and serves as a key phase for assessing readiness for 
employment. Trainee performance is evaluated through two lenses: first, by the 
institute during the classroom- and lab-based training phase; second, by the host 
company during the OJT phase. These dual assessments ensure that trainees meet 
both academic standards and workplace expectations.

The program’s long-term success is evidenced by the diverse trajectories 
that graduates follow. Many advance within their companies to higher-level 
positions, moving from entry-level roles such as waiter to supervisory and man-
agement roles. Others pivot to administrative functions within the same organi-
zations or secure roles at competing firms offering better opportunities. This level 
of progression indicates that graduates are not only job ready upon completion but 
equipped with foundational skills that enable them to advance and develop their 
career in the hospitality sector.

“The instructors 
don’t talk to you 
here like a student, 
they talk to you 
like an employee.” 
— Trainee at HTMi Saudi Arabia
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A key component of maintaining quality is the collaborative trainee-selec-
tion process. Employers participate directly in recruitment by reviewing short-
listed candidates and conducting interviews to assess both aptitude and motiva-
tion. This front-end involvement helps ensure that selected trainees align with 
both the institute’s academic standards and the employer’s 
expectations. Throughout the training period, the institute 
provides regular reporting to employers and funding bodies, 
including semester and quarterly updates on trainee atten-
dance, performance, and participation in extracurricular 
activities. For select projects, tailored trainee profiles or in-
dividual progress cards are also shared with partners. These 
feedback mechanisms help maintain transparency and ac-
countability across all stakeholders and allow for continuous 
improvement.

Lessons, takeaways, and challenges
While the public sector’s support has been strong, fur-
ther commitment and engagement from private sector 
employers remain essential. Training providers invest 
significantly in developing their trainees’ technical and soft 
skills, but if industry partners do not actively participate 
through feedback, curriculum alignment, student mento-
ring, and workplace integration, the outcome risks becom-
ing one-sided. Interactions with stakeholders revealed that 
initial private sector involvement was limited; however, the relationship has im-
proved considerably. Employers are increasingly appointing dedicated supervisors 
who actively participate in mentoring sessions, engage in a wide range of trainee 
activities, support professional development, and collaborate on curriculum de-
velopment. Over the past few years, the dynamic has shifted meaningfully. Em-
ployers who once had to be approached are now proactively seeking partnerships 
with the institute. This evolution underscores the importance of building credi-
bility and trust in the training ecosystem. To further strengthen these partner-
ships, the institute is expanding its strategic-engagement efforts, including more 
frequent career days and networking events, and establishing dedicated liaison 
teams to manage employer relationships more effectively.

From a policy perspective, government incentives that encourage private 
sector participation are proving critical. These include financial subsidies, 
recognition programs, and contractual arrangements that make it attractive for 
employers to engage meaningfully with training institutions. Moreover, the val-
ue of international-local partnerships cannot be understated. Close cooperation 
between institutions such as HTMi Switzerland and HTMi Saudi Arabia ensures 
quality assurance, alignment with global standards, and the adaptability re-
quired to meet evolving sector demands. Regular monitoring, shared governance, 
and mutual understanding contribute to the durability and effectiveness of such 
collaborations. There is also a pressing need to raise awareness about vocational 

“One of the biggest 
advantages is the 
guaranteed job after 
graduation. From 
the moment you 
start studying here, 
you’re already linked 
to a company. That’s 
a major difference 
compared to 
traditional university 
pathways, where 
finding a job can be 
a real challenge.” 
— Trainee at HTMi Saudi Arabia
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pathways among secondary school students and the broader public. Many train-
ees entering the program are unaware of vocational education as a viable and re-
spected career option. Greater collaboration with the Ministry of Education and 
targeted awareness campaigns could help address this gap and attract a more in-
formed cohort of applicants.

To successfully replicate this program, institutions must begin by selecting 
the right candidates through a careful recruitment and interview process. 
Placing the right individuals in the right roles from the outset is essential for long-
term success. In the Saudi context, cultural perceptions of 
hospitality roles, particularly positions such as front office 
staff, service personnel, or waitstaff, remain a challenge. Ad-
dressing these perceptions is a critical part of the institute’s 
role. Efforts should be made to instill pride and passion in 
trainees for their chosen career paths by helping them un-
derstand the value and purpose of their work.

The institute has implemented a scaffolded approach 
to establishing foundational aspects of learning. Ac-
cordingly, extensive English language instruction has been 
integrated into the curriculum to support trainee read-
iness for the workplace. In addition, adapting to the foundational concepts 
and professional expectations of the hospitality industry requires time and 
patience. However, many trainees are eager to advance quickly. The institute 
therefore emphasizes the importance of beginning at the foundational level and 
gradually progressing toward higher-level responsibilities, reinforcing the val-
ue of learning through experience.

“Your identity 
becomes so closely 
tied to your employer 
that when someone 
asks my name, 
I say the name 
of the company.” 
— Trainee at HTMi Saudi Arabia

ph
ot

o 
cr

ed
it

 ©
 H

ot
el 

an
d 

To
ur

ism
 M

an
ag

em
en

t I
ns

tit
ut

e (
H

TM
i S

au
di

 A
ra

bi
a)

75

Effective Public-Private Partnerships: 
Lessons from Saudi Arabia



05 Good practice examples of approaches 
to PPPs in skill reform

Discussions with current and former HTMi Saudi Arabia trainees reveal a 
strong appreciation for the practical, high-quality education and career-ori-
ented environment the institute offers. A standout feature frequently men-
tioned is the guaranteed job placement upon completion of studies. This direct 
pathway to employment addresses one of the most significant challenges faced by 
students following traditional academic routes. Trainees highlight the balance 
between theoretical knowledge and practical skills as a core strength of the pro-
grams. They describe gaining a clear picture of what to expect in the hospitality 
industry after graduation, thanks to hands-on experience and realistic instruc-
tion. Many note that HTMi Saudi Arabia has allowed them to move from passive 
learning, such as watching cooking shows, to actively developing their skills 
through direct practice. Another valuable aspect is access to real-world opportu-
nities, including industry competitions, work-based learning, and collaborations 
with major hospitality brands. These experiences not only enhance their skills but 
allow trainees to build professional networks across the sector. For some, this has 
already translated into clear career pathways, with job offers secured even before 
completing their diplomas.
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The professional approach of the instructors also plays a critical role in 
preparing trainees for the workplace. Trainers who possess substantial indus-
try experience and specialized knowledge in hospitality operations engage with 
trainees as deeply experienced industry professionals who engage with trainees 
as future colleagues rather than traditional teachers. This professional treatment 
helps trainees develop a strong work ethic and a mindset aligned with employer 
expectations. Finally, the vibrant learning environment at HTMi Saudi Arabia 
contributes to trainee satisfaction. The abundance of extracurricular activities, 
opportunities for involvement, and supportive culture create a dynamic educa-
tional experience. Many trainees leave the institute not only with qualifications 
but with confidence, industry connections, and a readiness to succeed in the hos-
pitality and tourism sector.

While this model has achieved success in Saudi Arabia, it is not universally 
transferable without adaptation. Cultural context, labor market structure, and 
education system design vary widely by country. The underlying principle of close 
collaboration between government, industry, and training providers remains 
sound, but the implementation must be customized to local realities.

BOX 9

A similar example of how the tourism sector is 
implementing partnership initiatives to devel-
op current and future skill needs comes from 
New South Wales (NSW) in Australia. The part-
nership is between Technical and Further Ed-
ucation (TAFE) NSW and Destination NSW, 
supported by the federal government’s NSW 
Choose Tourism Program. With the state’s visi-
tor economy projected to require up to 150,000 
additional workers over the next decade, this 
partnership aims to deliver subsidized, indus-
try-aligned training programs. These efforts 
align with the Visitor Economy Strategy 2030, 
which emphasizes attracting school leavers and 
job seekers to tourism to grow the workforce 
to 450,000.

The initiative offers a suite of targeted train-
ing resources, including an “Introduction to the 
Visitor Economy” microskill, which provides 

foundational knowledge and career insights 
through a short online course. The course is 
freely available to the public and fully subsidized 
for NSW high school students. Additionally, five 
industry-led video master classes and a mod-
ernized Certificate III in Tourism aim to deliver 
relevant, flexible, and high-quality training. All 
materials are developed in collaboration with in-
dustry partners such as Sydney Opera House, 
Merlin Entertainments, and Scenic World, ensur-
ing alignment with current sector needs.

The partnership is expected to build a pipeline 
of skilled workers for the state’s growing visitor 
economy, valued at $52.9 billion annually, as well 
as supporting regional businesses and promoting 
tourism careers as viable, rewarding paths. The 
initiative further anticipates skill needs by pre-
paring a workforce to support the newly devel-
oped Western Sydney Airport.

NEW SOUTH WALES PUBLIC-PRIVATE 
PARTNERSHIP FOR VISITOR-ECONOMY 
WORKFORCE DEVELOPMENT

Source: SNSW Government, 2024. https://www.nsw.gov.au/departments-and-agencies/dciths/ministerial-
media-releases/training-programs-to-plug-jobs-gap-visitor-economy?utm_source=chatgpt.com 
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INTERNATIONAL AVIATION  
TECHNICAL COLLEGE AT RIYADH 

Introduction
The aviation industry in Saudi Arabia is experiencing rapid growth, driven 
by expanding fleets and increased demand for air travel. According to the 
General Authority of Civil Aviation (GACA), the Kingdom requires approximately 
1,800 aviation technicians to enter the labor market each year to meet industry 
needs and avoid a shortage. This demand is amplified by the acquisition of new civ-
il aircraft, underscoring the urgency of developing a skilled local workforce. The 
shortage of qualified aircraft maintenance personnel is not unique to Saudi Arabia. 
During consultations with Emirates Airline, it was revealed that the global avia-
tion sector is struggling to keep pace with the need for maintenance technicians. 
Emirates alone requires nearly 150 technicians per month over a 24-month peri-
od but is able to recruit only 20 to 25 monthly, despite offering highly competitive 
salaries. This global context reinforces the importance of national initiatives to 
build domestic capacity.
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In 2013, TVTC launched a strategic initiative to establish a new model of 
technical education. This initiative led to the formation of Colleges of Excellence, 
a government-owned company created to contract international training pro-
viders to operate the newly formed International Technical Colleges (ITCs). This 
approach provided greater flexibility in contracting and ensured that the quality 
and relevance of training programs could be closely monitored and adapted over 
time. Initially, 30 ITCs were established across the Kingdom. However, after five 
years, the model was reassessed, and underenrolled colleges in smaller towns were 
phased out to focus on strengthening the remaining institutions and the broad-
er technical-college network. In a significant step, a royal decree transferred full 
ownership of Colleges of Excellence to the government, designating it as a strate-
gic entity to elevate the TVET sector and align it with national development goals.

One of the ITCs, International Aviation Technical College (IATC), is a par-
agon of this strategic transformation. Operating under this new model, IATC 
plays a critical role in equipping young Saudis with the skills required in aviation 
engineering and maintenance. Offering both civilian and military training tracks, 
the college directly supports Vision 2030 objectives by fostering local expertise and 
reducing dependence on foreign technical labor.ph
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Governance and strategic partnerships
IATC was established as a strategic partnership between Shamal Investment 
Group and Aviation Australia, an Australian aviation training organization. 
Its purpose was to meet the growing national demand for aviation maintenance 
professionals. As a government-owned institution operated by an international 
training provider, IATC combines global expertise with local strategic direction.

All tuition fees are fully covered by the government through TVTC. In ad-
dition, students receive a monthly stipend of SAR 1,000, with sponsoring entities 
often providing supplementary financial support to attract and motivate high-per-
forming candidates. This sponsorship-based model incentivizes both student per-
formance and industry engagement.

IATC operates under a multistakeholder governance structure designed 
to ensure relevance, accountability, and excellence. A notable example of this 
collaboration is the strategic agreement with the Royal Saudi Air Force, which re-
quires the college to deliver approximately 1,100 graduates annually to support mil-
itary aviation operations. This 10-year agreement reflects the level of trust and reli-
ance placed on the college to supply skilled personnel for critical national functions.

The college’s performance is closely monitored through government-man-
dated KPIs, including graduate employment rates. The IATC celebrated 1,291 
graduates for the 2024–2025 academic year, of which 85% of this cohort has already 
secured employment across Saudi Arabia’s civil and military aviation sectors. 
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This demonstrates strong alignment between training outcomes and labor mar-
ket needs. As part of its growth strategy, IATC has begun opening its programs to 
international students, positioning itself as a regional hub for aviation education. 
The college also participates in student-exchange initiatives supported by TVTC, 
leveraging its global training-provider network to expand learning opportunities 
and cultural exchange.

While IATC does not fall under NCSP, and thus is not classified as a strate-
gic partnership institute, strategic industry collaboration is a cornerstone 
of its success. Unlike colleges under the strategic partnership model, IATC is not 
exclusively employment linked. However, over the years, it has cultivated strong 
industry ties that have resulted in sponsorship of several employer-linked cohorts, 
most notably the multiyear agreement with the Royal Saudi Air Force, which con-
tinues to be one of the largest employers of IATC students.

Regular engagement with sponsoring companies ensures that training re-
mains aligned with evolving industry standards and expectations. The college 
maintains a dedicated Employer Engagement Department responsible for build-
ing and sustaining relationships with government, military, and private sector 
entities. These partnerships have been integral to the college’s development and 
reputation as a flagship institution within the Saudi TVET system.

The governance model supporting IATC is robust and collaborative. For example,

•	 The land is provided by GACA;
•	 The physical infrastructure was constructed by TVTC;
•	 Tuition and stipends are financed by TVTC;
•	 Aircraft used for training were donated by the Royal Saudi Air Force;
•	 Additional equipment contributions come from private sector partners; and
•	 The training provider is an internationally recognized institution from 

Australia.

An advisory board, composed of key industry stakeholders such as GACA, 
Riyadh Air, and Flynas, plays a critical role in shaping the strategic direction 
of the college. Advisory-board members actively guide program development and 
ensure industry alignment, underscoring their commitment to the institution and 
its contribution to the national aviation sector. Each sponsoring entity is further 
supported by dedicated liaison offices within the college, enabling daily interac-
tion, oversight, and coordination regarding student development and training 
quality. This embedded approach ensures that partners remain closely involved 
in shaping student success.

The sponsorship process itself is formalized through memoranda of under-
standing, which outline student benefits and partnership obligations. Sponsor-
ship models vary:

•	 Some entities engage at the recruitment stage, selecting students directly from 
the applicant pool.

•	 Others choose from among current students based on performance metrics and 
institutional evaluations.
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•	 Many sponsors provide full employment contracts during training, allowing 
students to access social insurance, health care, additional stipends, and other 
employee benefits, thereby supporting Saudization and improving post-training 
outcomes.

The college has witnessed exponential growth in applications. It receives 
between 60,000 and 70,000 each semester for approximately 900–1,000 available 
seats. Admission is competitive, with applicants undergoing aptitude and English 
language testing. Students are selected based on merit and suitability, and final 
approval is often subject to sponsor-specific criteria, including physical and medi-
cal assessments. Currently, around 80 percent of students are sponsored. As Saudi 
Arabia pursues its strategy to privatize parts of the training sector, IATC is pre-
paring for a new phase of development. While privatization aims to enhance cost 
efficiency and quality, government funding for students will remain.
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Program structure
IATC offers a dual training model, structured to meet both civilian and mil-
itary aviation needs. Programs are fully accredited, and graduates have the op-
portunity to pursue higher education through recognition of prior learning and 
credit-transfer arrangements, both locally and internationally. All students be-
gin with a foundation year focused on building core competencies. This prepara-
tory phase includes English language instruction, targeting a minimum level of 
proficiency, alongside modules in technical English, Islamic studies, information 
technology skills, and aviation terminology. A fast-track option is available for 
students who perform well in placement tests. Successful completion of the foun-
dation year, including the required English proficiency and Islamic studies assess-
ment, is mandatory before students advance into specialized vocational programs. 
Because of rising demand, the studies in the foundation year have been relocated to 
a separate campus to accommodate growing enrollment, which currently stands 
at approximately 4,500 students.

IATC offers seven specialized programs, including one accredited directly 
by GACA. Graduates of this program are eligible to sit for the official GACA techni-
cian licensing examination immediately upon completion. This stands in contrast 
to other graduates, who typically must complete five years of work experience be-
fore qualifying for the exam. The GACA-aligned program is highly competitive and 
maintains rigorous academic standards, requiring students to achieve a minimum 
of 70 percent in each module, compared to 60 percent in other programs. Other 
diploma-level offerings include avionics, aircraft mechanics, drone maintenance 
(introduced in 2017), and communication datalink systems. Approximately 75 
percent of enrolled students are sponsored by military entities, which often di-
rect trainees into tracks that do not require GACA licensing, as their employment 
contexts do not demand it.
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The academic framework at IATC is based on an Australian vocational cur-
riculum, with future revisions under consideration to incorporate updates 
informed by industry collaboration. For example, cooperation with Saudia 
Airlines has led to plans for joint training initiatives at the college, including pro-
grams for airline employees. These partnerships are expected to contribute to on-
going curriculum development and program alignment.

In parallel, the college places heavy emphasis on career preparation. Stu-
dents receive comprehensive training in job-search skills, including CV writing, 
interview preparation, and employer expectations. This support is crucial, as 
graduates must compete in the job market. The college provides ongoing guidance 
to help students navigate these transitions successfully. Instruction is delivered 
in two shifts to maximize access: a morning-to-afternoon session and an after-
noon-to-evening session. All instructors work full time, and many have over two 
decades of industry experience. This deep practical knowledge enriches the train-
ing environment, especially in areas such as advanced troubleshooting—where re-
al-world insights often extend beyond textbook content. Students are encouraged 
to explore beyond the curriculum, and experienced instructors play a vital role in 
supporting deeper learning.
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The college is organized into two divisions, aligning with the nature of 
students’ future employment. One division is designated for military students, 
while the other operates under the standards of GACA, preparing students for 
roles in the civilian and private aviation sectors. GACA-designated programs re-
quire instruction by licensed professionals, ensuring industry compliance and 
increasing employability. The college’s reputation has attracted leading employ-
ers such as Boeing, who actively recruit from the student body. Strong recruit-
ment partnerships are in place with major national airlines, including Saudia 
and Flynas. These organizations frequently identify candidates prior to gradua-
tion and may initiate hiring processes while students are still completing their 
studies. Many students are motivated to enter the private aviation sector, where 
they can demonstrate and further develop their hands-on skills in dynamic op-
erational environments.

While IATC primarily focuses on diploma-level training, graduates have 
successfully transferred to international institutions, including those offer-
ing bachelor’s degrees in aeronautical sciences. However, the college maintains 
a strong emphasis on technical skills, responding to industry feedback that high-
lights a pressing need for practitioners rather than management-focused gradu-
ates. Employers prioritize hands-on experience and operational competence over 
academic credentials alone, a philosophy that underpins the college’s approach to 
training and development.

Lessons, takeaways, and challenges
IATC offers an example of how cohesive partnerships, specialized training, 
and real-world alignment can create a high-impact skills development model. 
Several key lessons and success factors emerge from the IATC experience, along 
with some important challenges that warrant consideration.ph

ot
o 

cr
ed

it
 ©

 In
te

rn
at

io
na

l A
vi

at
io

n 
Te

ch
ni

ca
l C

ol
le

ge
 a

t R
iy

ad
h

ph
ot

o 
cr

ed
it

 ©
 In

te
rn

at
io

na
l A

vi
at

io
n 

Te
ch

ni
ca

l C
ol

le
ge

 a
t R

iy
ad

h

85

Effective Public-Private Partnerships: 
Lessons from Saudi Arabia



05 Good practice examples of approaches 
to PPPs in skill reform

At the heart of IATC’s success is seamless cooperation among diverse stake-
holders. This includes military institutions, civil aviation authorities, regulatory 
bodies, and private sector employers. This collaboration ensures that training re-
mains relevant, responsive, and rigorous. It further ensures regulatory compli-
ance and creates direct pathways to licensure for qualifying students. Employers 
also actively contribute equipment, feedback, and employment opportunities. The 
on-campus liaison office has been instrumental in sustaining this relationship and 
maintaining training quality.

The specialized focus of IATC differentiates it from more general technical 
colleges. Its unmatched training resources, including access to 19 types of air-
craft, underscore the depth of practical exposure students receive, which is rarely 
seen even in internationally renowned institutions.

Another lesson is the importance of instructor quality and real-world pre-
paredness. Student feedback consistently emphasizes the pivotal role of instruc-
tors, many of whom have over 40 years of industry experience. Their mentorship 
extends beyond the curriculum, preparing students mentally, physically, and pro-
fessionally for high-performance work in aviation. Students are trained not only 
in technical competencies but in job-readiness skills such as CV writing, interview 
techniques, and employer expectations. In addition, while the formal curriculum 
provides a solid foundation, instructors frequently supplement it with real-world 
insights, especially in areas like troubleshooting.

A standout feature of the IATC model is the clear and supported transition 
from training to employment. Students are supported beyond graduation, par-
ticularly in preparing for post-diploma certifications essential for career advance-
ment. External OJT placements also connect students directly with potential em-
ployers. Industry representatives observe student performance firsthand, often 
initiating hiring before graduation. Students express strong confidence in their 
job readiness. Many report receiving employment offers immediately after grad-
uation, with others assured of opportunities shortly thereafter.
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BOX  
10

The Saudi TVET system, rooted in Vision 2030, 
is playing a crucial role in adapting its programs 
and offerings to include female students, espe-
cially offerings for workforce development in the 
sectors in which future economic growth is ex-
pected as the economy shifts from the oil and 
gas sectors. The TVET system has made signifi-
cant advancements in bringing female students 
workforce and skills development in their TVTC 
institutions and colleges. Recent enrollment data 
show that female participation in TVET studies 
has more than doubled in the past few years. 
TVTC’s overall strategy incorporated gender di-
versity and advancement of opportunities for 
men and women as key strategic goals. Several 
institutions dedicated to female TVET education 
have been established.

TVTC also expanded its offerings for women 
in colleges that were previously only open to 
men in the strategic areas of future economic 

growth, such as tourism, hospitality, aviation, 
green jobs (for example, renewable energy), in-
formation and communication technologies, and 
cybersecurity. IATC is one previously male-only 
college that opened its doors to its first female 
cohort.

In late 2023, IATC announced the launch of a 
women’s training cohort, in partnership with 
Riyadh Air, marking a groundbreaking step in 
advancing gender inclusion in technical aviation 
roles. Female students receive comprehensive 
support, including housing, transportation, a liv-
ing stipend, and guaranteed placement with Ri-
yadh Air after graduation. During the develop-
ment of this report, the research team met with 
members of this cohort. Many female students 
recounted transformative personal journeys, in-
cluding transitioning from unrelated fields, ex-
periencing familial pride and support, and feel-
ing fully integrated into the aviation community.

ADVANCING WOMEN IN SAUDI 
ARABIA’S TVET SYSTEM

“Riyadh Air feels like a family. They 
visit us regularly, host us during their 

corporate events, and invite us regularly 
to their headquarter. Some of their 

employees even connect with us on 
LinkedIn, where we’re listed as part 

of the company. It’s not like they just 
placed us here; we genuinely feel like 

part of the company.”
—Female Student, IATC, Riyadh Air Cohort

“From the moment I applied, I felt 
proud, even if I were to have been 

rejected, just going through the 
experience was exciting. The hands-on 
training was actually fun. I’m grateful I 

got to be part of it and see the airplanes 
and the hangar up close.”

—Female Student, IATC, Riyadh Air Cohort
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05 Good practice examples of approaches 
to PPPs in skill reform

The visibility of female students has drawn attention from other aviation em-
ployers, many of whom are actively seeking to recruit female graduates. This 
reflects both market demand and alignment with the broader national aviation 
strategy to diversify the workforce. While the program model is robust, certain 
challenges remain. For example, some students enter the program with limited 
knowledge of aviation, leading to initial anxiety, particularly around practical 
assessments. However, additional mock tests, guided practice, and instructor 
support help build student confidence and capability. The IATC model illustrates 
the transformative impact of coordinated, demand-led skills development root-
ed in deep industry engagement and specialized training. Its success stems not 
only from its facilities and curriculum, but its alignment with employer needs, 
emphasis on instructor expertise, and commitment to inclusive talent develop-
ment. The IATC model offers valuable lessons for other countries or sectors seek-
ing to replicate high-quality technical training pathways that bridge education 
and employment.

27	 ETA, 2020b.

BOX  
11

An example of innovative partnerships in the 
Netherlands is centers for innovative craftmanship 
and centers of excellence. A change in industrial 
policy led to the emergence of more than 160 PPPs, 
involving over 9,800 companies, 5,000 teachers, 
and 84,000 students. These partnerships include 
centers for innovative craftmanship in schools, 
which provide upper-secondary VET, as well as 
colleges of excellence in higher professional edu-
cation. Through partnerships, the centers aim to 
enhance both educational and labor market inno-
vations. The centers are supported by state grants 
and co-financed with private capital. Requirements 
to establish a center include drafting a business 
plan that meets a series of conditions, including 

•	 Indicating a joint ambition between partners 
to establish a new learning environment;

•	 At least a 50/50 percent split in budget be-
tween public and private partners;

•	 Operational and financial aspects are the joint 
responsibility of public and private partners, 
but the secretariat of the partnership must 
remain with the public partners;

•	 The PPP centers must continue to follow the 
formal state-supported requirements for their 
respective levels of education;

•	 The business plan must include a long-term 
financial sustainability plan, and each center 
must become financially independent within 
five years.27

CENTERS FOR INNOVATIVE 
CRAFTMANSHIP AND 
CENTERS OF EXCELLENCE 
IN THE NETHERLANDS
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An example is the Centre for Innovative Crafts-
manship Water (CIV Water), which takes a life-
long-learning approach to educating individuals 
in the field of water. CIV collaborates with several 
educational institutes like MBO Life Sciences and 
semigovernmental organizations such as Wet-
terskip Fryslân and Vitens to develop awareness 

campaigns at the school level, tailored education-
al programs for VET students, and higher educa-
tion programs.

Knowledge from partnerships is directly 
transferred to intermediate vocational educa-
tion curricula, which, in turn, produce skilled in-
dividuals to take the sector forward.

Source: COVE Water, The Netherlands—PoVE Water 

from 10 years
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LESSONS LEARNED 

CH.

This report set out to explore good practice examples of PPPs in Saudi Arabia and 
beyond in order to document what makes them successful. Effective PPPs can be 
a central driver in promoting the attractiveness and impact of TVET systems. TVET 
systems have long been plagued by negative perceptions about their quality, lack of 
graduate employability, and reinforcement of gender stereotypes in career options. 
The PPP cases highlighted in this report illustrate the potential to change the percep-
tion of TVET systems. This is particularly important because of how TVET systems 
have been positioned as key players in the advancement of skill systems in general. 
As noted earlier, by foregrounding examples of effective PPPs in Saudi Arabia, this re-
port aims not only to highlight the achievements of TVTC but to provide transferable 
lessons about practices that can inform similar efforts in other contexts, sectors, and 
countries. The examples from Saudi Arabia and other contexts clearly illustrate the 
value of PPPs in advancing TVET. While the partnerships differ in design, scope, and 
implementation, they collectively demonstrate how PPPs can be leveraged to align 
skills development with economic needs, enhance quality, and increase employability.

MOVING SAUDI ARABIAN PPPs FROM GOOD 
PRACTICE TO BEST PRACTICE
A central lesson of the case studies is that there is no one-size-fits-all model. Each 
PPP must be designed to fit its unique national, regional, and institutional context. 
The Saudi Arabian examples show that a coordinating body, such as NCSP, provides a 
structured approach that facilitates the development of institutes and academies of ex-
cellence and their alignment with national skills objectives. Even among NCSP-affil-
iated institutions, there are varied focus areas and approaches to skills development. 
This diversity within a coordinated framework is one of the model’s key strengths. A 
comparable coordinating role is played by Singapore’s EDB, which also helps to cat-
alyze effective, scalable partnerships. In Europe, extensive funding and policy-level 
support have enabled the creation of CoVEs, often integrated within larger skill net-
works and communities of practice. These structures provide motivation and infra-
structure for sustained collaboration between public and private actors. Bangladesh 
offers another instructive example, where the emphasis is on implementing, learning, 
and iterating, adapting successful practices and discarding those that do not deliver. 
The Netherlands highlights the potential of PPPs to extend beyond traditional TVET 
and into lifelong learning, specialization, and continuous professional development.

06

91

Effective Public-Private Partnerships: 
Lessons from Saudi Arabia



06 Lessons learned 

While the Saudi Arabian cases are considered good practice in facilitating 
the establishment of PPPs to diversify skill development, there is room for im-
provement toward positioning these cases as international best practices. A 
key need is to formalize and track KPIs that would provide concrete evidence of the 
outcomes of PPPs. Another is to continue raising awareness within the private sec-
tor about the value of vocational training to increase partnership and investment 
opportunities. TVET colleges also need to clearly differentiate themselves in a com-
petitive education landscape, thereby increasing the perceived value of a vocational 
qualification. Last, many institutions are striving to maintain a strong commit-
ment to quality while heeding the financial imperatives of scale and sustainability.

As part of its plans to expand the strategic partnership model, NCSP is 
working on developing a comprehensive set of indicators to measure the 
performance of partner institutes. This includes updating current indicators, 
designing new KPIs, and creating tools for collecting data accurately, which will 
be applied across all institutes. The proposed indicators were selected based on an 
analysis of international, national, and institutional strategies and indices, as well 
as input from surveys of current strategic partnership institutes. Key references 
for developing the indicators include the National Transformation Program, the 
Human Capability Development Program, the Education and Training Evaluation 
Commission strategy, the Institutional Accreditation Standards of the National 
Center for Training Assessment and Accreditation, UNDP’s Global Knowledge In-
dex, and the IMD World Competitiveness Index 2024, among a total of 14 sources.

The proposed indicators aim to support strategic partnerships in assess-
ing their performance in terms of labor market alignment, quality, Vision 
2030 objectives, educational outcomes, and stakeholder engagement. These 
indicators cover the availability and effectiveness of institutional policies, proce-
dures, and strategic and operational plans, as well as the quality of training pro-
cesses, including instructor recruitment, professional development, and trainee 
outcomes. The framework also incorporates mechanisms for accurate data collec-
tion and reporting, such as the systematic documentation of reports, minutes, and 
records that track institutional activities and progress. Stakeholder satisfaction 
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is measured across all key groups, trainees, trainers, faculty and administrative 
staff, sponsoring companies, graduates, and the board of directors, ensuring that 
diverse perspectives inform ongoing evaluation and improvement. Furthermore, 
the indicators draw on national and international benchmarks, including drop-
out rates, accreditation status, equity of access, entrepreneurship, private sector 
participation, and graduate employment, ensuring alignment of institutional per-
formance with strategic priorities and labor market needs. This holistic approach 
reflects NCSP’s commitment to continuous improvement and accountability.

As with advancements in identifying indicators to measure the success of 
these initiatives, TVTC, through NCSP, will keep strengthening the nature 
and impact of PPPs. Looking at the case studies shared in this report, it is clear 
that the NCSP model has achieved success within the Kingdom and that it has the 
potential to transform perceptions of the value and relevance of vocational edu-
cation and training. This is particularly significant in a place that is prioritizing 
the development of a coordinated skills development system, the diversification 
of skills among Saudi nationals, the advancement of women in the labor market, 
and the advancement of key sectors by strengthening skill supply and demand. 
Therefore, while there is room for improvement in positioning the NCSP PPPs as 
international best practices, the case studies reveal common features that contrib-
ute to the quality, industry alignment, and strategic focus of effective PPPs, which 
should inform replication efforts in other contexts.
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06 Lessons learned 

BOX  
12

Following the success of the strategic partner-
ship model in Saudi Arabia, NCSP is working to-
ward an expansion strategy, for which NCSP 
conducted an integrated analysis to review its 
current operating model to identify strengths, 
challenges, and opportunities, and to pinpoint 
gaps, with the aim of developing a plan to sup-
port the growth of the model across the country. 
Working closely with Colleges of Excellence, key 
components of the plan include

•	 Creating a new business model;
•	 Developing plans for quality monitoring;
•	 Establishing a portal for strategic national partners;
•	 Automating company services;

•	 Developing marketing and communication plans;
•	 Identifying key performance indicators.

An integral part of the expansion strategy is to 
ensure alignment of the training units with labor 
market needs. The study aimed to identify and 
define high-priority strategic sectors and listed 
professions, specializations, strategic partners, 
supporting entities, and recruitment companies. 
These findings will guide NCSP toward key sec-
tors that might benefit from PPPs. Building on 
those findings, NCSP aims to develop a commu-
nication plan and training unit for each sector, as 
well as focusing on nonpriority sectors to design 
criteria to evaluate opportunities and requests 
from these sectors.

The labor market study was struc-
tured into four distinct phases:

Phase 1: Identify priority sectors
This included mapping and prioritiz-
ing economic activities and sectors, 
which was done through looking at 
the estimated contribution of eco-
nomic activities to gross domestic 
product (GDP) from the past five 
years and the projected next five. 
Next, it conducted an assessment 
of the contribution of the subeco-
nomic activities to the labor mar-
ket through the number of newly 
created jobs. Thus, they were able 
to determine priority sectors and 
strategic subsectors as follows:

Phase 2: Analyze sectoral occu-
pational and specialization needs
This phase includes identifying the 

target groups of graduates from 
strategic partnership institutes by 
sector. This phase included a large-
scale survey of target employers 
from the identified sector, which 
identified priority occupations and 
previous and planned hiring trends, 
and from there identifying the edu-
cational specializations required for 
these occupations.

Phase 3: Identify required occu-
pations within mega-projects
This phase included studying ongo-
ing and upcoming mega-projects in 
Saudi Arabia, such as NEOM, special 
economic zones, the Red Sea, and 
King Salman Energy Park, among 16 
projects. The study examined each 
project’s strategy, identified re-
quired occupations, and compiled a 
consolidated list of aligned occupa-
tions required across these projects.

Phase 4: Supply-demand gap 
analysis in priority sectors
The final phase of the project eval-
uated the balance the current de-
mand and supply from the mapped 

occupations in each priority sector 
and region to identify occupational 
gaps in workforce availability.

The results of this study aim to in-
form the development of new stra-
tegic partnership training units with 
relevant offerings that are responsive 
and linked to real sectoral needs, and 
the following outputs are produced:

•	 Sectoral mapping and prioritiza-
tion reports;

•	 Occupational-needs assessments;
•	 Mega-project workforce-require-

ment lists;
•	 Regional demand-supply gap 

analyses;
•	 Strategic partnership proposals;
•	 Recommendations for sectoral 

development.

Throughout the implementation 
of the expansion strategy, NCSP 
aims to monitor progress against 
defined KPIs and adjust strategies 
as needed. The strategy also aims 
to design a monitoring and evalua-
tion mechanism to track and assess 
progress of new units.

2025 NCSP STRATEGY FOR EXPANSION  
THROUGH IDENTIFYING LABOR MARKET NEEDS

High First Priority First Priority First Priority

Medium First Priority Second Priority Second Priority

Low First Priority Second Priority Third Priority

High Medium Low

Contribution to the Labor Market

Contribution 
to GDP
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REPLICATING PPPs IN OTHER CONTEXTS
Some key lessons and enabling conditions for replicating effective PPPs in TVET 
can be gleaned from the case studies in this report. An example of a proposal to 
establish a PPP is provided in Appendix A. The lessons include the following:

1. Cultivating good governance and strong partnerships
A foundational element of success among PPPs in TVET systems is strong and 
sustained government support. This includes providing a legislative framework 
to support PPP agreements and providing incentives, such as funding, recogni-
tion programs, and formal agreements that encourage meaningful private sector 
engagement. Having PPP legislation in place is important to regulate and support 
such agreements; however, it is often generic and does not cater to all sector-spe-
cific needs. Having an entity such as NCSP that negotiates on behalf of the public 
sector, and ensures that PPP agreements meet the strategic national needs of skill 
development, is an important caveat of introducing supportive legislation.
PPP institutions also typically enjoy more autonomy than standard TVET col-
leges, enabling them to adopt professional governance structures that emphasize 
efficiency, accountability, and responsiveness to labor market demands. Nation-
al policies should acknowledge and actively support this autonomy, as it allows 
institutions to remain agile and industry relevant. From the Saudi Arabian case 
studies, it is clear that without the backing and strategic involvement of entities 
such as HRDF, TVTC, and relevant ministries, initiatives of this kind would not be 
possible. The government’s commitment to Saudization and long-term workforce 
development is a cornerstone of the model’s success, ensuring that local talent is 
equipped to gradually replace expatriate labor and assume key roles across the 
hospitality and tourism sector.

Within this enabling environment, effective PPPs are built on strong, 
trust-based relationships with private sector partners. These relationships 
are characterized by deep engagement, in which companies contribute time, share 
expertise, co-design curricula, and provide ongoing feedback. Such collabora-
tion ensures that training programs remain current, targeted, and aligned with 
real-world needs. Establishing a coordinating entity, such as NCSP, could help fa-
cilitate relationships with sector councils and the private sector in general to find 
and sustain strong partnerships.

Also critical to sustaining this ecosystem is the strategic leadership pro-
vided by the institution’s BOT. Carefully selected boards serve not only as gov-
ernance bodies but as key architects of institutional strategy, ensuring alignment 
with both public policy goals and market expectations. Their role in appointing 
and supporting a capable, adaptable CEO further strengthens the institution’s 
leadership, operational excellence, and long-term success.
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06 Lessons learned 

2. Excellence and institutional distinctiveness
PPPs are most effective when focused on advanced and emerging sectors. This 
specialization allows institutions to address both traditional and future-oriented 
skills gaps, ensuring that graduates are prepared for evolving labor markets. The 
ability to design tailor-made programs in collaboration with industry ensures PPPs’ 
relevance and impact. This distinguishes PPP-based academies or institutes from 
general colleges. In addition, offering lifelong learning opportunities, such as up-
skilling and reskilling programs, master classes, and specialized short courses, can 
help PPPs meet the evolving needs of industry and enhances workforce adaptability.

3. Quality assurance and international collaboration
Accreditation processes are essential for building trust with employers and 
validating the quality of training programs. In addition, international-local 
partnerships add value by fostering shared governance, enabling knowledge ex-
change, and promoting best practices. Their success is built on regular monitoring, 
transparency, and mutual understanding.

4. Finding the right people
Success begins with selecting the right candidates—both students and staff. 
Structured recruitment and interview processes help ensure the right fit for each 
program. Several case studies in this report also stress that having instructors 
with industry experience who treat students as future colleagues rather than pas-
sive learners enhances the professional nature of training.

5. Responsiveness to stakeholder needs
A client-centered approach is fundamental. Institutions that prioritize under-
standing the needs of both their sponsors and their students are better able to re-
main relevant. Mechanisms such as regular feedback surveys and institutional ac-
tion plans help ensure continuous improvement and alignment with expectations.

6. Strengthening the link between education and employment
A key value proposition of PPPs is improved employability of trainees. Em-
ployer involvement in curriculum development and recruitment creates direct 
pathways from training to work, often including guaranteed job placement. Re-
al-world preparedness is emphasized, not only through technical training but 
through the development of soft skills and professional behaviors. Many institu-
tions incorporate work-based learning or structured OJT, developed in close coor-
dination with employers and supported by individual learning plans, supervision, 
and performance assessment. Further, exposure to professional environments, 
such as innovation hubs, simulated workspaces, and industry events, helps build 
students’ networks and readiness.
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7. Institutional flexibility and inclusiveness
Flexibility is a defining feature of successful PPP-based TVET institutions. 
The ability to shift focus, launch new programs, or engage with new sectors en-
ables ongoing relevance and innovation. This adaptability often includes develop-
ing internal marketing and outreach teams to engage new employer partners and 
secure the long-term sustainability of the institution. Inclusion is also a critical 
goal. Programs that support underrepresented groups, such as women in aviation, 
demonstrate how PPPs can contribute to equity as well as economic goals.

8. Global orientation and language skills
English language proficiency and international competencies are increasing-
ly important. This is especially true for institutions aiming to partner globally 
and prepare graduates for a competitive global labor market.

Taken together, these lessons emphasize that effective PPPs in TVET require 
thoughtful design, committed leadership, and flexible, responsive structures. 
While each context will shape how such partnerships are developed and imple-
mented, the principles shared here offer a practical guide for replication. As coun-
tries continue to navigate complex economic and employment challenges, PPPs 
offer a powerful means of bridging the gap between education and the world of 
work, driving innovation, supporting economic diversification, and preparing 
learners for the future. 
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06 Lessons learned 

A STEP-BY-STEP GUIDE TO ESTABLISHING PPPs
From the lessons outlined above, a clear picture emerges to guide sectors, indus-
tries, or countries toward establishing effective PPPs to drive skills development 
systems. This is captured as a proposed theory of change in Figure 15.

In pursuit of a vision of establishing PPPs as a key driver of skills development sys-
tems, and responding to typical challenges experienced with TVET systems, such 
as skills gaps, poor perceptions of TVET qualifications, and the need for stronger 
supply-demand alignment in certain sectors, the theory of change suggests tak-
ing eight key actions:

1.		 Establish an entity to facilitate partnerships. The role of NCSP is vital in 
identifying strategic sectors to target, finding appropriate private sector partners, 
facilitating agreements with such partners, negotiating public funding support, 
overseeing the quality and relevance of training, and ensuring that all parties’ 
needs (those of the public and private sectors, as well as trainees) are adequately 
met through the partnership.

FIG. 15 	 Suggested theory of change for establishing PPPs

VISION Establishing PPPs as a key driver of skills development systems

Ministries of education and labor, TVET, facilitating body such as NCSP, public sector funders, 
 quality bodies, private sector partners, international investors

Limited skill diversification, need for stronger supply-demand alignment, skills gaps, uncoordinated skills development,  
poor perception of TVET, gender inequality in certain fields, graduate unemployment, financing TVET initiatives/trainees

Demand-driven skills 
development system

4. Find suitable partners

8. Monitoring and  
evaluation of KPIs

Strengthened capacity
in strategic sectors

3. Identify key sectors  
to establish PPPs in

7. Ensure employment  
focus

Improved perceptions  
of TVET

2. Ensure availability of 
public funding to complement 

private investment

6. Design and develop 
curriculums with appropriate 

quality measures in place

Skill diversification

1. Establish an entity to 
facilitate partnerships

5. Set up governance  
structures

Enhanced private sector and  
international investments in TVET More gender diversity in labor market Stronger transitional links between 

education and work

OUTCOMES

ACTIONS

KEY ROLE 
PLAYERS

CHALLENGES
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2.		 Ensure availability of public funding to complement private investment. In 
the Saudi Arabian context, HRDF plays an important role in supporting trainees 
and contributing to the overall cost of training. Making use of dedicated skills 
funds, levies, or other means of supporting skills development is an important 
contribution the public sector can make to support the partnership.

3.	 	Identify key sectors in which to establish PPPs. Ensuring alignment between 
PPPs and national priorities is important. Policy documents, such as Vision 2030 or 
the Labor Market Strategy in Saudi Arabia, provide guidance as to which sectors 
are important to focus on. Using this guidance, together with relevant labor 
market information, is an integral part of strategic alignment of efforts.

4.	 	Find suitable partners. As seen throughout the report, identifying partners that 
are equally invested and motivated is vital for the success of PPPs. A thorough 
process of analyzing needs and expectations is important to make sure all 
stakeholders are satisfied with the terms of the agreement. In addition, finding 
suitable trainees is equally important, particularly to provide opportunities to 
those who meet relevant requirements or to provide opportunities for underserved 
groups.

5.		 Set up governance structures. A key lesson from the case studies is the importance 
of strong governance structures to oversee PPP implementation. This includes 
continued government support, having a reliable board or committee overseeing 
day-to-day governance, and nurturing public-private partner relationships within 
such agreements.

6.	 	Design and develop curricula with appropriate quality measures in place. It 
is important for curricula to be led by employers and the demand side. The design 
and development of curricula should take quality standards into account, and, 
where possible, seek accreditation from national or international bodies.

7.		 Monitor and evaluate KPIs. A monitoring and evaluation framework should 
be developed as part of the PPP agreement. This includes identifying specific 
outcomes the partnership wishes to achieve, along with measurable and time-
bound KPIs that are used to measure impact, and track longitudinal progress of 
initiatives.

These actions, if implemented well, are likely to lead to a set of desired outcomes 
that include skill diversification, improved perceptions of TVET, strengthened 
capacity in key strategic sectors, enhanced private sector and international in-
vestment in TVET, more gender diversity in the labor market, and stronger tran-
sitional links between education and work.
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APPENDIX 1:  
PPP PROPOSAL TEMPLATE

The establishment of the  [Academy Name] , will be a joint effort between the  

 [public partner]  and  [Company Name] . The agreement aims to produce a specialized 

[academy/institute/other]  dedicated to developing and empowering national talent to 

lead transformative progress in the  [sector name]  sector. This effort aligns with broader 

national aspirations and adheres to international standards. As a strategic initiative, 

it marks a key step toward offering high-quality academic and training programs that 

prepare qualified national cadres to play and  active role in driving positive change 

within the sector.

  [Use this introductory space to further expand on the company, its vision, mission,  

 and values, and the proposed value such a partnership will bring to the sector.] 

 Sector needs: 

 [Add evidence of sectoral skill needs, employment demand projections within relevant  

  sectors, or other evidence/labor market information that support skill development  

 efforts in relevant sectors]

 Proposed name of academy/institute:

 Overview of the academy/institute and the purpose of its establishment:

[Explain the intended focus of the academy/institute and how it responds to internatio-

nal/national/sectoral needs. Include specific reference to specialization areas, and strate-

gic/developmental opportunities that can be leveraged through the academy/institute, 

or specific challenges that it will address]

 Governance and partner roles: 

 [Explain how the partnership will work and how the PPP will be governed]

 Objectives:

 [list at least three objectives the academy/institute will pursue. Also add how these 

objectives align strategically with national priorities]
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 Target sector: 

 Target location(s): 

 Target numbers:  

 [Explain who the target market is for enrollments, whether there are equity targets  

 the partnership will pursue, and how many enrollments and graduates are estimated  

 —also include strategic efforts that will be put in place to reach targets] 

 Expected starting date: 

 Financial arrangements: 

[Explain the financial arrangements of the partnership, including expected cost per 

student, and expected return on investment for partners]

 Indicators: 

[Include key indicators that will be tracked to ensure quality and establish the success of 

the partnership and academy/institute]
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