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Abstract 
The purpose oj the study was to determine the successes achieved and the challenges Jaced 
during implementation oJthe assessment and certification programs carried out by cac during 
the past two consecutive years (2009 and 2010) since its commencement. The study area was 
Mekelle Zone oj Tigray Regional State. For the execution oj this study, both quantitative and 
qualitative data were collected through questionnaires, interview, FGD, and document review. 
In this endeavor, Questionnaires were distributed to those TVET teachers and graduates who 
took occupational assessment. Interviews were conducted with assessment center coordinators 
and TVET bureau officials. FGD was held with the cac experts including the director. For data 
analysis, tabulated Jrequency number and percentages were employed. The major challenges 
revealed by the study include the lack oj independency and inappropriate organizational 
structure oj the regional cac; inadequate Jacilities oj ACs; shortages oj financial, material, and 
human resources in cac; poor standard oj assessment tools; and inefficient assessors. The 
status oj IACP was low. However, there were some successes achieved the most important oj 
which was cac became a potential to create competent citizens who can contribute Jor the 
development oj their country by encouraging trainers, trainees and other citizens to upgrade 
their knowledge and skill according to the required standard. It was concluded that though there 
were Jew successes achieved, there were so many challenges that impeded the effective 
implementation oj the programs. At last, based on the findings oj the study, some possible 
suggestions were Jorwarded which include making the regional cac independent oj TVET and 
improving its organizational structure; capacitating the existing ACs and striving to get others; 
empowering cac and strengthening its human, financial and material resource capacity, 
preparing standardized assessment tools in all occupations and levels; and Assigning competent, 
trained and experienced and committed industry assessors. 

vi 



CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

1.1. Background of the Study 

Different research findings and experiences show that the most important factors for the 

social, political, and economic development of nations are the skill and knowledge of 

people. The development of people 's skill and knowledge is again determined by the 

extent to which education and training is provided. Thus, it may be difficult to think of 

economic development without improving the quality of human resource, which can only 

be achieved through expanding education and vocational training. 

The history of vocational education is as old as the history of human beings. Vocation 

might have started when man started to make his living by producing products in 

different ways. Here in Ethiopia, Wanna (1998) documented as up to the end of twenty 

century: 

Vocational education was suffering the stigmu utlached to it. Even in 
societies long before the coming of the western type of education to 
Ethiopia, the heterogeneous societies of the country had their own 
craftsmen and artisans who were traditionally trained through parent-to 
son and on-the-job coaching. This father-to-son and mother-to-daughter 
type of on- the-job-training system was the basic source for the skilled 
people such as potters, blacksmith, weavers, tanners and many others. 

Vocational education in its formal form comes into being when man began to live 

together and started to produce for his basic needs. Knowledge continued to be passed 

from father to son verbally and was meager in quantity. During this period, the process of 

learning was spontaneous imitations of skills (Abramson and Cohen, 1979). 

When vocational education and training was introduced to the country, it has the purpose 

of preparing individuals for the world of work. Moreover, vocational education and 

training aimed at helping the individuals develop desirable and effective work habits and 
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acquire necessary knowledge and skill of an occupation to enter and make progress on it 

and thereby contribute for the economic and social development of the country. 

The development of trained labor force makes significant contribution to national 

development by facilitating the application of science and technology for transformation 

of material into goods and services (UNESCO, 1965: 15) 

In line with this, MOE (20 10) asserts that the TVET system is to be wage and self 

employment-oriented, demand-driven and outcome-based, and thus appropriate to 

address the development needs of the Ethiopian economy. It reflects an important 

paradigm change during recent years that puts quality and relevance of TVET as its first 

priority. An outcome-based TVET system creates ways for the fair recognition of the 

wide range of formal, non-formal and informal training and learning existing in Ethiopia, 

hence opening access to qualifications for previously neglected target groups. This wi ll 

increase their chances of an occupational career and create options for further education 

and training. The National TVET Qualifications Framework (NTQF) formulates the 

overall frame for the outcome-based TVET system. 

Understanding the actual skilled labor demand of the present and future market is 

important to adjust the education system in general and that of TVET in particular so as 

to provide proper and demand oriented trainings that could contribute towards the 

national economic and social development. Hence, the prime objective of the TVET 

system is to achieve goals of trained manpower requirements of the economy and 

eventually to meet the national development goals. 

To realize these goals, special emphasis was given to the TVET program. As a result, 

high power capacity building was established under the prime minister's office; to search 

the way and means of solving the problem. Accordingly, a strategy was formulated and 

implementation of expanded, diversified and integrated TVET system started in 

200112002 academic year when over 50,000 TVET trainees (including agriculture) were 

enrolled in the 169 governments and non government institutions, using new curriculum 

and modalities of trainings (Teklehaymanot, 2092:7). 
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Until recent time many certifications and diplomas are being awarded haphazardly by 

various TVET institutions: public, private and non-governmental. Nobody can tell the 

quality and standard of all those certificates and diplomas and how they compare with 

each other. All these need to be harmonized and centralized to ensure standardized 

knowledge, skill and attitudinal competencies of formal, non-formal and informal TVET 

graduates and hence to match with the local and national labor market demand and the 

ever changing global technology. 

The overall objective of the new national TVET strategy is to create a competent, 

motivated, adaptable and innovative workforce that plays pivotal roles in the poverty 

reduction and socio-economic development efforts of the country. This is achieved 

through faci litating demand-driven, self-employment oriented, relevant and outcome­

based TVET at all levels. That is why the Ethiopian TVET system is reorganized into an 

outcome-based system. This means that identified competences of the labor market that 

are described in the occupational standards are the final benchmarks not only for training 

and learning activities but also for the assessment of competences and certification as 

well. Moreover, building an outcome-based TVET system creates access for equal 

recognition of competences acquired through whatever the means and ways of being 

competent (MOE, 2010). 

Output quality of TVET delivery will be measured through a process of learner's 

achieved competence. This is done through occupational assessment, which is based on 

the occupational standards. A candidate who has proven, through occupational 

assessment (which may be one assessment or a series of assessments), that s/he is 

competent will be awarded a National Occupational Certificate, which is the official 

proof of a person's competence in a TVET relevant occupational area. Occupational 

assessment, and hence certification, is open to everybody who has developed the required 

competence through any means of formal and non-formal TVET or informal learning 

(MOE, 2008). 

Occupational/competence assessment and subsequent certification is the main feature of 

the outcome-based TVET system to verify individual occupational competences. It wi ll 
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be accessible to all candidates who feel competent that they meet the requirements of the 

respective occupational standard, irrespective of how and where they were trained or 

learned. Both occupational assessment and a unit of competency assessment will take 

place at accredited assessment centers under the responsibility of nationwide Centers of 

Competence (COC) and through independent assessors who will be appropriately 

qualified. If a candidate has successfully passed the assessment, he/she will receive a 

nationally recognized certificate (NC) for each occupational level of qualification or a 

competency certificate (CC) for a unit of competence (MOE, 20 I 0). 

1.2 Statement of the Problem 

The TVET Center of Competence (CO C) was established and became functional as of 

2009 for implementing occupational competence and certification program throughout 

the country. According to the annual report of MOE (2010), there are currently about 246 

different areas of TVET. At present, there are six centers of competence (COC) in the 

country namely, Tigray COC, Amhara COC, Oromia COC, SNPN COC, Diredawa COC, 

and Addis Ababa COe. Within these six Centers of Competencies, there are about 194 

accredited assessment centers and 2318 core assessors. During the 2002 E.C Ethiopian 

budgetary year, more than 4000 TVET teachers were assessed nationwide in different 

occupations and altogether including these teachers, a total of 38,158 candidates were 

assessed out of which about 10,875 (28.5%) were found to be competent. 

Like many other regIOns of Ethiopia, Tigray COC was established and started to 

implement competence assessment and certification program around the mid of2009. 

According to the annual reports of Tigray COC, teachers from governmental and 

nongovernmental TVET and TVET graduates both employed and unemployed with 

qualification ranging from certificate to degree were assessed in 45 assessment centers 

found in the seven zones of the region in various areas. During 2001 - 2002 E.C. a totae 

of 1584 teachers and 5500 graduates were assessed out of which about 835 (52.71%) and 

1103 (20.05%) respectively were found to be competent. [Note that a candidate may be 

assessed two times or more and could be counted each time in the total number of 

assessed candidates.} 
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The researcher found it necessary to undertake a study that deals with COC for some 

important reasons: 

Firstly, since its commencement, no researches were done on the issue of COC anywhere 

else in the country, in which case the researcher could have borrowed related ideas for 

his study so that focus could have been given to those aspects that are either not yet 

researched or require further investigations. Nevertheless, as the researcher was working 

in COC, he decided to start conducting research on the issue mainly by making use of his 

expenence. 

Secondly, as stated in the assessment directive of MOE, in order to undertake effective 

assessment, assessors themselves must have sufficient industry exposure and must be 

assessed and become competent in the area they are supposed to assess other candidates 

and subsequently trained on techniques and strategies of assessment. The researcher had 

doubt whether the assessors fulfilled the requirements and conducted the assessment as 

intended because he perceived candidates' dissatisfaction on the assessment procedures 

and results. 

Thirdly, assessments should be carried out in assessment centers that possess the 

necessary material and human resources. In the Regional State there are so far about 45 

assessment centers selected from industries and private and governmental training 

centers. Nevertheless, beneficiaries were complaining about the effectiveness and 

availability of the necessary equipments, machines, supplies, tools, and other faci lities in 

these centers for assessment. 

Fourthly, the system should allow progressive assessment by qualification level, starting 

from the lowest available qualification level up to the highest level. Therefore, 

standardized assessment tools for all levels of the required areas should be available. 

However, the researcher noticed many customers of COC complaining about this issue. 

Fifthly, to make the assessment and celiification programs valid, reliable, and hence 

trusted by the industries (employers), there must also be competent and committed 

human resource in COC; independent organizational structure of COC; adequate 
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financial and material resources of COC; and stakeholders ' involvement in COCo 

Nonetheless, as education and training expert in the region, the researcher had real doubt 

whether the necessary resources and supports are in place for implementation of the 

programs. Why this is not happening could obviously attract those who have keen interest 

in improving the quality and relevance of TEVT trainings. 

Finally, though it might be difficult to speak about the trends of COC over long period of 

time mainly because of its recent commencement, to the knowledge of the researcher, no 

attempt was made to look into the status and challenges that are being encountered in 

implementing the assessment and certification program of COC in Mekelle Zone of 

Tigray Regional State. Dealing with this and other similar issues of COC in the 

Region/Zone helps to understand what is actually going on and what has to be done to 

resolve the ongoing, new, and competitive challenges in order to meet its objectives. 

The researcher had a strong conviction that to arrive at the perceptions and suggestions of 

assessed candidates and other COC stakeholders about the issue wi ll greatly help to 

identify the successes achieved and the problems faced by COC during implementation 

of assessment and certification programs. 

In so doing, the researcher used the following basic research questions to guide him as a 

frame of reference for the study: 

~ What is the status ofthe implementation of occupational assessment and 

certification in Mekele Zone ofTigray region? 

~ What were the major successes of Tigray COC in implementing the occupational 

assessment and certification programs during 2009 and 201 O? 

~ What were the main challenges faced byTigray COC in implementing the 

occupational assessment and certification programs during 2009 and 201 O? 

1.3 Objectives of the Study 

Currently, the need to assure the quality of TVET in Ethiopia is becoming a crucial issue 

in order to create competent labor force which can effectively contribute in the socio­

economic development activities. This could only be realized through competence 

assessment and certification program. 
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In agreement with this statement the Ethiopian MOE (2010) stated the fact that the 

quality of outcome-based TVET delivery will be measured through occupational 

assessment. This occupational assessment does not only cover candidates graduating 

from TVET institutions but whoever feels competent to perform according to the industry 

requirements as stipulated in the competence standards, regardless of the way the person 

acquired the competence/s, as well. 

In this regard, the importance of occupational/competence assessment in TVET quality 

assurance has become unquestionable. Accordingly, the need to improve and strengthen 

the implementation of assessment and certification programs being carried out by COC 

throughout the country is so crucial in order to achieve the required quality standard. 

Since this program is newly being introduced in our country it needs to be researched to 

contribute for its effective implementation and hence contribute for the country 's socio­

economic development. 

The general objective of this study is therefore, to identify and investigate the successes 

achieved and challenges encountered during the implementation of occupatiunal 

assessment and certification programs in Tigray COC and hence to recommend possible 

solutions to the problems for their timely remedial actions and to strengthen the positive 

sides if any in order to maximize the benefits from the implementation of assessment and 

certification programs of COCo 

Following are the specific objectives of the study: 

~ To examine the availability of the necessary material and human resources In 

assessment centers. 

~ To examine the availability of effective assessors 

~ To examine the effectiveness of assessment administration activities of the COCo 

~ To examine the effectiveness of the assessment tools. 

~ To examine the effectiveness of certification system in Tigray COCo 

~ To investigate the problems of COC associated with financial , material and 

human resources during implementation of assessment and certification programs 
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in Mekele zone of Tigray Regional State and therefore, to give feedback for their 
improvement. 

1.4 Significance of the Study 

Successful implementation of the occupational/competence assessment and certification 
programs help to come up with the intended profile of middle level skilled labor force in 
various fields of occupations capable of responding to the local, national or international 
labor market demand and thereby contribute for effective socio-economic development. 
Therefore, the result of the study may help to: 

}> provide relevant information to decision makers about the strength and weakness 
of the implementation of occupational assessment and certification programs in 
relation to their objectives. 

}> enrich the existing limited research literature in the field. 
}> pose issues that may initiate other researchers to fill the gaps in the area. 
}> identify crucial factors that positively or negatively affect the implementation of 

occupational assessment and certification and recommend feasible ways of 
enhancing strengths and improving weaknesses. 

1.5 Delimitation of the Study 

The study has been designed to exam me the status and challenges of implementing 
competence assessment and certification programs of COCo In so doing, it was delimited 
to the investigation of the implementation of the programs in Business, Health, 
Electricity/Electronic, Manufacturing, Automotive, construction and ICT sectors. The 
main reason for delimiting the current study to these sectors was due to the fact that the 
sector areas chosen comprised the largest number of graduates and trainers in the zone. 
Currently, occupational assessment is being conducted nation-wide in the accredited 
assessment centers (ACs) of government, private and non-governmental training 
institutions and industries. In Tigray, there were about 45 such occupational assessment 
centers in the seven zones ofthe region. Taking into account the wider geographical area, 
logistic and time constraints the researcher has del,imited his study to Mekelle zone of 
Tigray Regional State. 
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1.6 Limitations of the Study 

Since the study on the issue was made for the first time, the researcher was faced by 

shortage of reference materials. However, he managed it after his continuous endeavor to 

get the relevant sources of information from any direction. One opportunity was the 

researcher's three years work experience in COCo As a result, he identified certain 

problem areas and hence make a research design that he think are appropriate based on 

his personal experience on the issue; by making continuous group discussion with his 

local and Pilipino colleagues who are experts of COC in the region; and based on the 

available relevant documents and literature review. It is the researcher's belief that further 

and more in-depth study has to be carried out in order to provide plausible answers to 

problems untouched in this study. For instance, the extent to which the already identified 

problems hinder the implementation of assessment and certification endeavors should 

further be studied in relation to each TVET areas and to each COC in different parts of 

the country. 

1. 7 Definitions of Terms 

Assessor - An individual who meets the required qualifications to be authorized by the 

Center of Competence to assess whether a candidate possess certain Competences or all 

the competences defined by an occupational qualification level (MOE, 2010). 

Assessment- A systematic process by which as many data as possible are gathered and 

used to evaluate important elements involved in training to know whether objectives are 

achieved or not (Good, 1973:43). Assessment is the process of gathering evidence about 

a leamer's prior and current competence regardless of how they were achieved and 

making judgments using pre-determined criteria which is based on the OS (MOE, 2010). 

Assessment Center (AC) - An establishment officially authorized by the Center of 

Competence to manage the assessment of candidates for certification (MOE, 20 I 0). 

Assessment Tool (AT) - An instrument to be used by the Assessor in the process of 

collecting evidences that will support his judgment of whether the candidate has 

possessed the competence/s required by the qualification level (MOE, 20 I 0). 
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Candidate - An individual seeking recognition of his/her competences to acqUire a 
certification (MOE, 2010). 

Certification - A formal process of recognizing that an individual is qualified in terms of 
the required knowledge, skills and proper work attitudes based on the occupational 
standards set by industry (MOE, 20 I 0). 

Center of Competence (COC) - An autonomous governmental organization delegated 
by the Federal TVET Agency to properly and effectively implement the Assessment and 
Certification Programs (MOE, 2010). 

Competence - The possession and application of knowledge, skills and proper attitude to 
the standard of performance in the workplace; to be a productive and adaptable 
entrepreneur, employee or self-employed, and thus to contribute to personal 
empowerment in economic and social development. It is the capacity to perform a certain 
task in wage labor and self- employment. Competence is the outcome of TVET (MOE, 
2010). 

Occupational Assessment - The process of collecting evidence and making judgments 
on whether competence has been achieved .It is accessible to everybody who has 
acquired the competencies defined in the occupational standards, irrespective of whether 
she/he has learned through formal, non-formal or informal TVET (MOE, 20 10). 
Occupational Standard - A standard defined by experts of the world of work indicating 
the competences that a person must possess to be able to perform up to the expected level 
and be productive in the world of work. It is the basis against which an individual's 
performance is assessed through occupational testing (MOE, 20 I 0). 

1.8 Organization ofthe Study 

The paper consists of five chapters . The first chapter deals with the problem and its 
approach. Review of related literature is presented under the second chapter. The third 
chapter deals with the research design and methodology. The fourth chapter deals with 
presentation, interpretation and analysis of the data. The last chapter deals with summary 
of the major findings of the study, conclusions and recommendations. 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

2.1 The Need for Technical and Vocational Training and Education 

Many research findings and the existing global situations show that with the emergence 

of globalization there is a noticeable shift in demand for types of workers, with present 

trends clearly in favor of highly-skilled technicians and professionals. In this new 

environment, organizations have to strive for greater competitiveness, and the concept of 

life-long employment no longer holds. If a worker is unskilled, he or she no longer adds 

value to the organization. It means, therefore, that individuals have to enhance their life­

long employability by becoming life- long learners. This requires the worker to 

continually upgrade him- or herself to stay relevant, developing attitudinal skills which 

include creativity, flexibility, self-reliance, problem-solving and an interest in life-long 

learning. 

TVET program is part of the education system that is designed to equip students Itrainees 

with the knowledge, ski ll , attitude and capacities required to make thcm ready for the 

world of work. Hence, the program is decisive in developing human resources that are 

needed to realize the national economic and social development goals. 

In line with this idea, Middleton, Zederman and Adams (1996: 1) stated that both 

common sense and economic research support the idea that the quality of nations ' 

workforce is important to economic and social development. 

Technical and vocational education and training (TVET) is the systematic and orderly 

transmission of knowledge, ski ll s and values to develop a workforce that is able to 

enhance productivity and sustain competitiveness in the global economy. It encompasses 

the ability to accelerate economic growth, provide marketable labor supply, minimize 

unemployment and underemployment, and reduce poverty. Balogh as cited by Tilak 

(1994) stated that: "As a purposive factor for rural development, prosperity and progress, 

education must be technical, vocational and democratic." It goes without saying that 

- II -



TVET is both democracy and power. It is democracy because it liberates the learner or 

the trainee from the bondage of ignorance and illiteracy. It is considered power because it 

brings technological superiority thereby bringing competitiveness and productivity to a 

country. 

Moreover, the development of trained lobour force makes a significant contribution to 

national development by facilitating the application of science and technology for 

transformation of material resources into goods and services (UNESCO, 1965: 15) 

In line with this, Wanna Lakka (2000) stated as: 

In many well planned and organized national system of education 
vocational and technical education at secondary school level will have 
one major objective ... to become terminal and prepare a student for the 
world of work or for some vocational in life indeed, this is, the ultimate 
goal of TVET. 

Similarly, Atchoarena and Andere (2002) documented as: 

The prime objective of TVET policies that have been pursued by some 
African countries aimed at providing managers and skilled labour force 
which these countries need urgently to support the growth of the modern 
sector, TVET therefore was need to strengthen the acquisition of 
knowledge and skills required by most manufacturing and service 
industries and to give the labour force more flexibility to meet the 
changing requirements of the work place. 

The general aim of training is to improve job performances by extending knowledge, 

inculcating skill and modifying attitude, so that, individuals can work in most 

economical, efficient, satisfactory and satisfying way. Training must satisfy real needs 

(Bennet, 1969: 113). 

In Ethiopian context, the two fundamental objectives of providing TVET in the country 

are to enhance, the agricultural development led industrialization of the country by 

training and supply of new generation of quality middle level skill manpower to the 

industrial service and construction sector, and contribute to the development of industrial 

construction and service economies through qualitative and quantitative capacity and 
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development of TVET and thereby improve the supply of level skilled manpower (MOE, 

2002). 

In most countries, TVET systems are primarily responSlve to the requirements of 

industry, although the balance of influence on TVET policy-making bodies between 

government, industry and employer organizations, education and training providers, and 

employees varies. The tightness of the coupling between qualifications and the labour 

market varies. In many Western European countries, the coupling is tight. For an 

individual to practice at a given level in a professional or vocational field , they must have 

a qualification at a specified level within that field (Allen and van der Velden, 2005 ; van 

der Velden and Wolbers, 2008). In other countries, this linkage between the labour 

market and qualifications is much weaker and differs by occupation and level. Strong 

linkages provide some level of quality assurance for employers, industries and possibly 

consumers, while the weaker linkages provide a degree of flexibility in the labour market. 

The degree of coupling influences the level of control exercised by licensing and 

accrediting bodies in course content and assessment requirements (Karmel, Mlotkowski, 

and Awodeyi, 2008). 

With regard to this, the Ethiopian MOE (2002) asserts that no matter how vast its natural 

resource might be, a country can't achieve economic growth without trained and skilled 

manpower. In a conscious attempt to implement this view, Ethiopia modeled formal 

schooling and vocational training on the experience of developed countries hoping that it 

will contribute to greater economic growth. 

Realizing the need for skilled human power, it has been envisaged in the MOE (2006) as: 

Technical and Vocational Education and Training (TVET), in Ethiopia 
seeks to create competent and self-reliant citizens to contribute to the 
economic and social development of the country, thus improving the 
livelihoods of all Ethiopians and sustainably reducing poverty. 

In summary, with the emergence of globalization, competition has had a dramatic impact 

on the economy. There has been a significant economic crisis in many countries of the 

world. Several firms have down-sized, and, consequently, there has been a dramatic loss 

of jobs. As a result of worldwide competition, employers, educators, trainers, individuals 
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and other stakeholders have had to rethink the approach to technical and vocational 

education and training. In this regard, competency-based training has come into effect as 

a solution to alleviate to the problem of skill mismatch of the workers with the ever 

increasing technological advancement. It has become more important than at any time in 

our history for individuals to obtain both academic and occupational (professional) 

certification. To make their labor force gain current qualifications and remain 

competitive, governments continue to emphasize skills upgrading, training and life-long 

learning through TVET. Of course, introducing and properly implementing assessment 

and certification programs can increase the acceptability of the value of TVET 

qualifications by checking whether the trained workforce meet local , national or global 

standards. 

2.2 Modes of Training 

Researches and experiences show that different countries are recognizing and applying 

different ways of technical and vocational training. Mode of training is varied mainly 

based on the type of institutional setting in which training could be acquired. 

Vocational and technical skills can be acquired in many ways. Public pre-employment 

training is only one way to enter skilled job. In modem sector, skills are obtained from 

initial and in-service training offered by public and private organizations; and wage 

employments are used as a means of providing skills to many informal sector 

entrepreneurs. Training by private and voluntary organizations is a second alternative. 

Farming skills many obtained from agricultural extension; agricultural schools and 

colleges and youth training programs also contribute to obtain farming skills. In many 

countries, rural and urban informal sectors obtain their skills through traditional 

apprenticeship. These all alternatives are included in a nation's capacity for training labor 

forces required to realize national development goals (Middlton, Ziderman and Adams, 

1996:25,27) 

Generally, in many countries TVET can be located in one or more of the following three 

distinct institutional settings. These are school based trainings; post school ,(Enterprise 

Trainings) and work base (Apprenticeship Training) (Husen and Wait, 1996:6245). 
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In Germany there is different mode of training known as Dual vocational Training. 

The dual training system has developed in Germany during the post war period and 

internationally acclaimed as an advanced version of apprenticeship (Lauglo, 1993 :36) 

The German Dual vocational Training is a mode of training in which the firm and the 

vocational training school share the responsibility in training young people with most 

appropriate job qualification, the former offers practical training whi le the latter provides 

specific or general education (Schwarz, 1986:2). 

In this model of training the school and the firm are complementary to each other, not 

only due to the sum of the knowledge obtained in the class and the practical skill acquired 

in the enterprise, but also the constant application of the knowledge acquired. The two 

milieus reinforce and complement each other so as to produce the best qualified and 

capable trainee that can be adapted to the world of work (Atchoarena and Delluc, 

2002:60) 

In summary, mode of training includes formal and non-formal trainings such those being 

delivered in schools in collaboration with enterprises for different durations and informal 

trainings such those which could be acquired informally outside schools through ones 

work life experiences. 

2.3 Policy in TVET 

High rate of population growth and declining economic growth that causes large number 

of unemployment and underemployment in rural and urban areas of the developing 

countries including Ethiopia are the major challenges that need urgent response. To 

tackle these problems the countries are nowadays formulating and implementing growth 

oriented policies that focus on available abundant resource such as human resource and 

land. 
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To this end Atchoarena and dulluc (2002:54) concluded that « In many countries of Sub 

Saharan Africa, particularly in French speaking countries, government has placed TVET 

as a means of supporting the economic and social development of their country. » 

Considering the extent of severity of unemployment and underemployment education and 

training policies are key elements in development (UNESCO, 1993: I) . 

Therefore, TVET program, as an integral part of education and training policy, plays a 

significant role in training and retraining the labor force and equip them with the ski ll s, 

knowledge and attitudes that can help them to respond to changing market economy and 

to create employment opportunities. 

According to Middleton, Ziderman and Adams (1996:254-55), three key questions should 

be considered in formulating suitable training policy of a country. The questions are: 

I. What is the economic context of employment and skill demand? 

2. How extensive and effective are the various forms of training? 

3. Are current training policies and planning practices able to adjust training supply 

to changing economic context? 

2.4 The Launching of TVET in Ethiopia 

Ethiopia has launched new education and training policy since 1994 and in accord to this 

policy, TVET program started its function few years ago. 

In Ethiopia, one finds the formal TVET Programs offered in TVET colleges up to 

Diploma level, and TVET institutions certificate level. Moreover, there is also the non­

formal TVET offered to students who may not have reached the grade 10 entry 

requirements In addition to the formal and non-formal provision, informal TVET skills 

development also occurs in informal apprenticeship and on the job training arrangements 

and employer based professional development activity (MOE, 2008). 
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The number of TVET institutions providing formal TVET training increases from just 17 

in 1996/97 to more than 250 in 2005/06 and enrollment increased from approximately 

3000 students to 123, 557 students over the same period. More than 50% of TVET 

institutions are private providers (MOE, 2007). 

Entry requirements for girls are lower than for boys, and participation of girls is just over 

50%. Despite massive expansion in the number of TVET providers, with ongoing 

increase in access in 2005/06 to 2006/07, the JRM (2008) reports that demand for places 

continue to exceed supply. Reform of the TVET commenced in 2006 with TVET 

proclamation, continued with intensive planning and development and implementation of 

an Ethiopian TVET Qualification Framework (ETQF). 

According to MOE (2008) the following are identified quality issues in TVET: Too 

theoretical and unresponsive curriculum to labor market requirements; Insufficient 

monitoring and maintenance of quality standards; Inadequacy of instructional equipment 

and materials; TVET teachers are described as professional under qualified; The majority 

of general education students regard TVET and manual labor as a low status and 

unattractive alternative; Change management in the TVET sector needs improvement 

even though the process of implementing the new outcome based curriculum has 

commenced with the adoption of the new TVET strategy in 2006. 

In case of Ethiopia, as the documents of MOE and common knowledge of TVET 

indicated, the quality of TVET was highly affected by the ineffectiveness of the 

curriculum, under-qualified trainers, lack of materials and human resources, budget 

limitation, etc, 

In line with this, some of development challenges were explained by MOE (2002) as: 

In the past, the TVET schools and skills development centers were working 
under capacity building due to lack of promotion and inadequate funding. 
Little attention was given to work related practical training; the quality of 
training was highly affected by the ineffectiveness of the curriculum, under 
qualified trainers and inefficient fimding. Moreover, the needs of the 
world of work were not defined through participation of stakeholders. 
Hence, the skill gained from the existing situations could not help the 
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working force to join the real world of work. This situation finally led the 
trainees to high rate of unemployment after graduation. 

In agreement with this, the research conducted by Middleton, Ziderman and 

Adams (1993: 14) stated that "vocational training programs in most developing 

countries like Ethiopia fail to meet the demand of the changing labour market" . 

In summation, TVE in Ethiopia faced many challenges in the course of its development 

since it commencement. However, improvements measures have been taken by MOE by 

identifying the problems. This finally led to make basic reforms in TVET. 

2.S The Present Trend of TVET in Ethiopia 

A system is now in place to assure quality in training and assessment. This system allows 

for life- long learning to take place and for training to respond to the demands of the 

economy. The objective is to reduce the numbers of uncertified workers by increasing the 

opportunities for them to be trained and certified to world-class standards, and, thereby 

enhancing the country 's competitiveness in the global environment. By training and 

certifying a productive labor force, TVET aims to continue playing a vital role in 

contributing to the prosperity of the country. 

Recognizing the past TVET problems, the Ethiopian government took steps to alleviate 

them. For instance, important reform steps have been introduced after the adoption of the 

national TVET strategy of the 2002 and the TVET proclamation of 2004. 

Reviews of the objectives of the Ethiopian National TVET Strategy and Proclamation 

introduced were explained as: 

The overall objective of the national TVET strategy is to create a 
competent, motivated, adaptable and innovative work force in Ethiopia 
contributing to poverty reduction and social and economic development 
through facilitating demand-driven high quality technical and vocational 
education and training relevant to all sectors of the economy at all levels 
and to all people in need of skills development. 

Generally in their provision, most countries formulated in one form or another a number 

of objectives of TVET but the problem is the implementation. In fact in Ethiopia the 

national TVET strategy aims to create and further develop a comprehensive, integrated, 
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outcome based and decentralized TVET systems for Ethiopia; create a coherent 

framework for all sectors and stakeholders in the TVET system; establish and capacitate 

the necessary institutional set-up to manage and implement TVET in Ethiopia and to 

ensure quality management system; and improve the quality of TVET (formal and non 

formal) at all levels and make it responsive to the needs of market, etc .. , (MOE, 2006). 

According to the education and training policy, the new organization of TVET has a 

broad based and multi-level foundation. It is based on itself on the analysis of the training 

needs of the country' s economic and social development. 

As MOE (2002) noted in the early TVET system, a number of TVET programs at 

different levels were defined which lead to different certificate levels. The aim of all 

these programs was not only to train human labour for the development program that the 

country is in process of implementing, but is also intended to encourage the trainees to 

create jobs themselves and contribute to the national development effort. 

According to UNESCO (1996) , TVET programs usually require tremendous amount of 

budget to run compared to general education. It has been estimated that the cost of one 

technical school is equivalent to two or three schools offering general education. This 

high cost of the TVET is mainly due to smaller class size and the needs for expensive 

equipment facilities and teaching materials. Without such equipment, vocational or 

technical training yields poor results and the graduates are unable to find jobs. Likewise, 

in periods of light government budgetary policies, the quality of training will fall and 

graduates encounter difficulties in securing employment opportunities. 

To sum up, a system has been established to execute TVET including policies and 

strategies. One of the measures taken was changing the governance and structural 

organization of TVET 

2.5.1 Governance of Current TVET System in Ethiopia 

TVET is governed at both Federal and Regional level according to the proclamation No 

39112004. At Federal level , the MOE is engaged in developing new policies, strategies, 

guidelines, occupational standards, assessment initiatives and capacity building activities 
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in collaboration with the Engineering Capacity Building Program (ECBP). In the regions, 

responsibility for running the public TVET institutions and accrediting private and NGO 

institutions rests with TVET bureaus lagenciesl Commission or Education Bureaus 

depending on the nature and practices of the regions. 

In general, improving governance and organizational as well as functional structure of 

TVET will undoubtedly increase its effective implementation. Nevertheless, this alone 

was not adequate measure. Hence, there was a need to design a corresponding National 

TVET Qualification Framework. 

2.5.2 The Ethiopian National TVET Qualifications Framework (NTQF) 

The principal function of the Ethiopian NTQF is to strengthen mutual trust between the 

different stakeholders involved. It defines the different occupational qualification levels 

to be awarded. The levels detail the scope and composition of qualifications and degree 

of responsibility a qualified person would assume in the workplace. 

In line with ,MOE (2010) assert that the NTQF as indicated in the National TVET 

strategy (chapter 5.1), serves as a Regulatory Instrument for Quality Assurance of TVET, 

to define the values of qualification and comparability in the view to curb the problem of 

lack of properly coordinating structure in an environment with a variety of certifications. 

In addition it establishes and maintains a framework of levels for the development, 

recognition and award of qualifications based on standards of competence, comprising 

knowledge, skill and attitude (KSA), acquired by trainees. 

To sum up, the Ethiopian National TVET Qualification Framework will facilitate the 

transfer, transparency, and recognition of qualifications based on training outcomes that 

are assessed and certified by respective nationally accredited competent bodies. 

Nevertheless, this in turn calls for having a paradigm shift of TVET from its traditional 

form to the newly introduced outcome based form. 
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2.5.3 Major paradigm shifts of Ethiopian TVET for the 21 st Century 

Ethiopia has made a basic change in the orientation of TVET from traditional to 

outcome- based. Research findings and common senses support the idea that outcome 

based TVET has many advantages over that of traditional TVET. 

According to MOE report of 20 1 0 made in coordination with Engineering Capacity 

Building Program, the difference between traditional and outcome based TVET has been 

stated as follows: 

Old paradigm (Traditional TVET) 

-Input based system 

-Supply driven approach 

-A lot of book knowledge (theory) 

-Rigid system 

-Semester based approach 

New Paradigm (Outcome based TVET) 

-Output based system 

-Demand driven approach 

-Hands on training 

-Flexible system 

-Modular approach 

-No Recognition of Prior Learning (RPL) - Recognition of Prior Learning (RPL) 

-No transparent asscssment 

-Time bounded training 

-Skill recognition by training period 

-Group paced and passive training 

-Training focus on trainers/teachers 

-Training for wage employment 

-Specialization in one skill 

-Rigid and fixed entry and exit 

-Focus on formal sector 

-Centralized system 

-Governance dominated by the state 

Policy & delivery dominated by the state 

- One time learning 

-Education and training separated 

-Expertise related to experience 

-Transparent assessment 

-No time bounded training 

- Skill recognition based on competence 

- Self paced and active training 

-Training focus on the trainers 

-Training for wage and self-employment 

-A search for multi-skilling 

-Flexible and multiple entry and exit 

-Focus both on formal and informal sectors-

-Decentralized system 

-Participatory governance ofTVET 

-Policy and delivery separate, market driven 

-Continuing or lifelong learning 

-Education and training integrated 

-Cognitive, identifying and solving problems 
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In summation, a paradigm shift of TVET from its traditional form to the newly 

introduced outcome based form is expected to bring about a fundamental change in 

improving the quality of training. However, introducing a new outcome based TVET 

alone cannot help to improve the quality of the TVET system. Competent teachers play 

decisive role during implementation of outcome-based training. 

2.6 The Need for Teachers' Competence in TVET 

As one of the major inputs that determine the quality of vocational education and 

training; teachers ' affairs should be given special attention. Accordingly, teachers ' 

recruitment, training, industrial experience, career development, incentives, etc, to 

mention a few, should be given due attention. 

To this end, Atchoarena and Delluc (2002:62) stated that in the supply of high quality 

technical and vocational education and training, the contribution of teachers play a 

significant role. Hence, teachers need first hand industrial experience or have no exposure 

to new technologies. Thus, they rarely have the possibility of up-grading stock of 

knowledge. 

In line with this, MOE (2010) states that the very centre of quality to TVET rests an 

effective interaction between trainers and trainees. In fact, an overall improvement in 

competencies for employability can only be realized if there is an improvement in the 

quality, effectiveness and relevance of teaching by a competent trainer. 

The implementation of the outcome-based TVET System necessitated the standardization 

of Leaders and Trainer's Qualification Levels in TVET, including a National 

Qualifications and Certification for TVET Trainers. The purpose of the standardization of 

TVET Leaders and Trainer's Qualification is for TVET Leaders/Trainers to have a 

distinct qualification and recognition apart from Trainers under the Higher Education. 

More importantly, this is also in line with the objective of ensuring the quality of TVET 

progranls as per the National TVET Strategy. 
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In line with this idea, Tessaring, M., and Wannan, 1. (2004) stated that effective 

vocational education and training requires trainers who have technical, pedagogical skill s 

as well as industrial work experience. Such trainers are expensive to train or attract to the 

teaching and training profession. 

Therefore, having technical skill, pedagogical skill , knowledge of subject matter and 

industrial experience is pertinent for TVET teachers. Furthermore, considering the need 

for innovation for TVET, the role of teachers remains sufficient. Teachers should be 

trained in new methods and continuously up- grade in competence and professional 

development. The qualification requirement of 21 st century TVET teachers must be 

reconsidered to include the optimum balance between training acquired and in the 

institutions and work place. New and appropriate instrument of assessment, accreditation, 

articulation and certification should be developed (UNESCO, 1999:65). 

In low-income countries including Ethiopia, it is difficult to recruit teachers with relevant 

industrial experience and retraining good teachers is problematic due to lower pay than 

outside teaching field in their tradc. Paradoxically, the conditions that improve the 

external efficiency adversely affects the internal efficiency of training because the easier 

the trainees find work, the harder it is also to keep the vocational teachers from leaving to 

take up better salary employment in their trades. Therefore, due attention must be given 

to incentives of good teachers through institutional development measures, (Lauglo, 

1993:5). 

To sum up, the competence of teachers determine the quality of vocational education and 

training to have competent citizens. This led to the commencement of occupational 

assessment and certification programs that can check the whether the knowledge, skill 

and attitude of teachers and any other assessment candidates achieve in the required 

standard. 

- 23 -



In line with this idea, Tessaring, M., and Wannan, J. (2004) stated that effective 

vocational education and training requires trainers who have technical , pedagogical skills 

as well as industrial work experience. Such trainers are expensive to train or attract to the 

teaching and training profession. 

Therefore, having technical skill, pedagogical skill , knowledge of subject matter and 

industrial experience is pertinent for TVET teachers. Furthermore, considering the need 

for innovation for TVET, the role of teachers remains sufficient. Teachers should be 

trained in new methods and continuously up- grade in competence and professional 

development. The qualification requirement of 21 st century TVET teachers must be 

reconsidered to include the optimum balance between training acquired and in the 

institutions and work place. New and appropriate instrument of assessment, accreditation, 

articulation and certification should be developed (UNESCO, 1999:65). 

In low-income countries including Ethiopia, it is difficult to recruit teachers with relevant 

industrial experience and retraining good teachers is problematic due to lower pay than 

outside teaching field in their trade. Paradoxically, the conditions that improve the 

external efficiency adversely affects the internal efficiency of training because the easier 

the trainees find work, the harder it is also to keep the vocational teachers from leaving to 

take up better salary employment in their trades. Therefore, due attention must be given 

to incentives of good teachers through institutional development measures, (Lauglo, 

1993:5). 

To sum up, the competence of teachers determine the quality of vocational education and 

training to have competent citizens. This led to the commencement of occupational 

assessment and certification programs that can check the whether the knowledge, skill 

and attitude of teachers and any other assessment candidates achieve in the required 

standard. 

- 23 -



2.7 Purposes of Occupational Assessment System 

As has been mentioned somewhere in this document, occupational assessment can 

contribute a lot in enhancing quality training and education and thereby prepare 

competent human power for work by making judgment on the knowledge, skill, and 

attitude of a candidate based on the established occupational standard . 

In agreement with this, researchers state assessment as a process of gathering evidence, 

making judgments and drawing inferences about student achievement and performance. 

Airasian (1994) and Pellegrino, Chudowsky and Glaser (2001) summarized the purposes 

of assessment as: promoting learning; measuring individual achievement; and evaluating 

programs. 

With regard to this, MOE 20 I 0 stated assessment as the process of gathering evidence 

about a learner's prior and current competence regardless of how they were achieved and 

making judgments using pre-determined criteria that is based on the OS. 

In line with this, Curtis (2009) stated that teaching, learning and assessment in TVET is a 

broad topic, and it seems sensible to focus on a key element - assessment. Rather than 

being an event that occurs after instruction to check on individual learning, assessment 

can be central in driving quality learning and instruction. Assessment should be a process 

that is designed into teaching and learning, and being a design feature of TVET it must 

meet the needs of the many TVET stakeholders. These include governments, industry 

bodies and employers, TVET practitioners and of course learners. A key point about 

assessment is that it is a driver for teaching and learning. If we establish the right 

assessment processes, effective teaching and learning will follow. Boud (1995, p. 40), 

quoted Eisner (1993) as saying " .. . the act of assessment signals the importance of what is 

being assessed, so assessment is a driver for learning." 

Effective assessment requires a high level of technical competence, equipment, material , 

logistics, and congruence between teaching and curriculum (DyKstra, 2000). 
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The assessment process seeks to determine whether the graduate or worker is able to 
perform the standards expected in the workplace. Certification is provided to those who 
meet the competency standards. This ensures the productivity, quality and global 
competitiveness of the middle-level workers (MOE, 2010). 

In summary, is difficult to think of social and economic development of a country 
without improving the quality of human resource. This can be realized not simply by 
expanding education and training but also by making continuous judgments through 
standardized occupational assessment in order to certify the knowledge and skill achieved 
by training orland life experience. As a result, many countries in the world are practicing 
the system of occupational assessment and certification programs (OACP). 

2.8 OAC Practices of Some Countries Including Ethiopia 

Research findings and practical experiences show that the need to certify the knowledge 
and skill achieved by training orland life experience is increasing. 

Increasingly, evaluation and measurement specialists are nowadays usmg the term 
"assessment" to describe the process of gathering information about students learning. 
Assessment is broader than testing and measurement because it includes all kind of ways 
to sample and observe students ' skills (psychomotor domain), knowledge (cognitive 
domain), values and emotions (affective domain).Romania is reforming its Technical and 
Vocational Education and Training (TVET) system and introducing a National 
Qualifications Framework (NQF) and a National Quality Assurance Framework (NQAF) 
to create a new and comprehensive national quality assurance system for qualifications 
(Krathwol, 1956). 

Australia 

The use of competency-based training and assessment in almost all TVET programs in 
Australia continues to be contentious. Of course, one would not want to argue against the 
notion that learners, upon graduation, should be competent practitioners. However, how 
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competence is conceived, what constitutes competence, and how it can be developed are 

all extensively debated (Eraut, 1994). 

Competency-based assessment in Australian VET results in one of two grades being 

awarded at the level of a unit of competency, namely competent or not-yet-competent. 

But competency can be reported using much finer distinctions. Considerable work has 

been undertaken on graded assessment in Australian VET (Griffin, Gillis, and Calvitto, 

2007). 

Lajoie (2003) refers to the value of 'dynamic assessment' and says " ... assessment can 

reduce the time it takes to become competent if coupled with effective feedback and 

practice opportunities for learner engagement in realistic contexts". (p. 23). 

The three main purposes of assessment identified are promoting learning, measunng 

individual achievement, and evaluating programs. It is useful to explore assessment 

options in TVET that can satisfy each of these purposes. The four broad categories of 

assessment types conventionally used to judge the suitability of forms of assessment to 

identify the purposes include standardized assessment, the use of common assessment 

tasks, performance assessment, and portfolio construction. The criteria conventionally 

used are validity, reliability; authenticity, objectivity, and feasibility (Resnick, 20 I 0). 

Qualifications frameworks that include recognition of learning achievements, and that 

therefore depend on compatible assessment models, can facilitate mobility between 

TVET and higher education. This is a relatively under-utilized feature of these structures, 

although there are some examples of good practice in Australia (Curtis, 2009). 

Occupational Assessment and Certification practices of some countries including 

Ethiopia are indicated below. 

Philippine 

Assessment and certification system is among the essential quality assurance mechanisms 

in TVET. It is the process of evaluating the TVET graduates and skilled workers if they 

have the necessary competence to perform the tasks to the required standards in the 
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workplace. This mechanism provides the evidence whether compliance to standards and 

competency requirements have been achieved. The assessment and certification system 

involves over· arching components such as the accreditation of assessors, development of 

assessment tools as essential part of training packages, qualification of TVET trainers as 

assessors, recognitiOn/accreditation of National Assessment Boards across various 

sectors, among others. 

All programs with training regulations are provided with competency assessment tools 

specifically designed to measure the effectiveness of training delivery. These tools 

consist of I) self assessment guide, 2) assessment agreement, 3) written examination, 4) 

assessor's guide and 5) marking sheets. Efforts are continually being done to effect 

assessment by sector boards from the private sector. Formal agreements are entered into 

by TESDA with industry associations to empower them to manage the competency 

assessment processes in their own sphere of influence. Currently, organization of 

National Assessment Boards is being pilot tested in the area of tourism services, 

community and health services, information and communication technology and 

agriculture and fisheries. As to issuance of certificates, unlike in other countries, TESDA 

issues national certificates to persons who have attai ned competence in all units of 

competency comprising a national qualification. The qualifications are aligned with 

specific skills levels as defined in the National Qualification Framework. The present 

NQF defines four (4) certificate levels for TVET-National Certificate Levels I, II, III 

and IV (TESDA, 2010). 

Senegal 

In his review of TVET In Senegal Delluc, (2002:127) stated that such as those of 

National Centre for Vocational Qualifications of the Vocational and Technical Education 

and Regional Centre of Vocational Education are equally a result of recommendations of 

the National Conference of Senegal 1981. This new institutional environment gave new 

life to the TVET sector, which nevertheless remained under the close control of the state. 

The text underlines incapacity of secondary intermediate practical courses to correct the 

effects of loss of quality of the school. The new law restates the general principles 
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according to which the state guarantees the quality of education and training as well as 

certification given. 

On his statement of validation VET in Togo, Delluc, (2002: 187) stated that the initial 

vocational education, the examination for Togo VTE are highly consistent with the 

curricula. Evaluation procedures involve tests that are conducted by the teachers of the 

corresponding subjects. However, as soon as the mode of training evolves, through 

continuing education or dual training, this consistency is reduced and the validation 

becomes questionable. Should one, for example, ask apprentices as in Togo, in the 

Regional Centers for Vocational Qualifications, in Dakar, to sit for the assessment of 

professional certificate? The response given in both cases was negative and another more 

suitable diploma has been created. It is the Vocational Qualifications Certificate, a 

national diploma in Togo, and delivered only by the National Profession Center of 

Qualification in Senegal. 

Ethiopia 

The Ethiopian Education and Training Policy (ETP, 1994) came to force as a response to 

the overall educational under achievement in many fronts: access, quality and relevance, 

equity and efficiency in the system (ETP, p.2). Consequently, the policy states: 

"Continuous assessment in academic and practical subjects, including aptitude tests will 

be conducted to ascertain the formation of all round profile of students at all level" (ETP, 

1994:7). 

Under the system of outcomes-based assessment, acknowledgment and recognition is 

given to learning which takes place outside the formal classroom setting. The learner is 

assessed against pre-determined standards, and if there is evidence that competence exists 

(including underpinning knowledge and practical demonstration of competence), training 

may not be required. Recognition of Prior Learning therefore becomes a critical 

component of competency-based systems. Learners can have their competencies 

assessed, recorded and recognized through a variety of methods such as On-the-Job and 

prior learning, college credits, etc. 
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Occupational competence assessment and certification is the main feature of the outcome 

based TVET system to verify individual occupational competencies. Occupational 

testing and certification will be accessible to all candidates who feel that they meet the 

requirements of the respective occupational standards, irrespective of how and where 

trained or learned. Contrary to past practice in Ethiopia, access to national TVET 

qualifications will no longer be dependent on attending a formal , non-formal and 

informal TVET program. Occupational testing will take place in accredited public and 

private testing centers. Assessment will be conducted by accredited assessors possibly 

experts from the world of work (employers) or trainers. Responsibility for establi shing 

and faci litating a national occupational competence assessment and certification system 

rests with the federal TVET Agency and that of regional on COe. For those who 

successfully pass occupational assessment, a national occupational qualification 

certificate will be issued by the State TVET Authorities on behalf of the Federal TVET 

Agency (MOE, 2006:21, 22). 

To sum up, many countries including Ethiopia are aware of the need for assessment and 

certification programs in creating competent citizens to the standard of global 

development. The effective implementation of the assessment and certification programs 

demands using sufficient resources and applying basic principles. 

2.9 General Principles of Assessment and Certification Systems 

Implementation of assessment and certification programs is based on a defined general 

principles outlined by the authorized body of the Ethiopian Ministry of Education. 

In the directive for assessment and certification system, MOE (20 I 0) stated that 

Occupational Standards (OS) are the benchmark for training, assessment and 

certification. They should be fitted against qualification levels that are employable in 

industry, starting from the lowest possible qualification; assessment shall be conducted 

only in accredited assessment centers and by accredited assessors; the system provides 

recognition for both prior learning and current competences (RPL and RCC). That means 

any person who believes that slhe is competent enough in a specific level or unitls of 
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competence of an occupation resulting from work or life experience or relevant education 

and training may undergo competence assessment; the system provides that a full 

qualification may be attained through accumulation of achieved units of competence 

leading to a national qualification Certification (NQC) or directly undertaking assessment 

towards a Full National Qualification Certificate; NQC is awarded to those who met the 

requirements of the whole OS while CC (Certificate of Competence) is awarded to those 

who met the requirements at a specific unitls of competence of an occupation; the system 

allows progressive assessment by qualification level, starting from the lowest available 

qualification level; a candidate can appeal an assessment decision if he/she found the 

assessment procedure followed is unfair and/or discriminatory; assessment fee shall be 

fixed based on calculation that considers major supplies, assessors' honoraria, power and 

utilities, equipments and machinery, reproduction of assessment tools and other relevant 

administrative costs. 

In summation, Assessment and certification programs could be implemented effectively 

if the appropriate guidelines, directive, policies, strategies and principles are in place. 

Implementation of the programs also demands a corresponding organizational functional 

structure. 

2.10 Organization and Functional Relationships of ACP 

For effective implementation of assessment and certification program, appropriate 

resources and organizational and functional structure must be in place. 

According to the directive of MOE (20 I 0), the following organizational and functional 

relationships should come into effect for an effective IACP. 

Center of Competence (COC) 

COCs shall be fu lly responsible for the administration, use and maintenance of 

properties, infrastructures and faci lities in the disposal of their function; faci litate the 

dissemination of information for the assessment and certification program in various 

media platforms; faci litate conduct of Assessors Methodology course to industry 

practitioners and those qualified to handle assessment activities; accredit qualified 
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practitioners and trainers to serve as assessors In their respective occupations and 

qualification levels; accredit qualified establislunents, TVET institutions or business 

establislunents as Assessment Center for specific occupational qualification level, after 

assessing the establislunent's readiness to house assessment of practical skills; facilitate 

and supervise the actual conduct of assessment in the accredited assessment center, and 

provide the center with the qualified assessors; and maintain and manage the 

confidentiality and integrity of the assessment tools and results of assessments (MOE, 

2010). 

Assessment Center (AC) 

Assessment center is an industry or a training center that is accredited by the respective 

COC as an assessment venue. 

According to MOE (2010), assessment center accepts and process applications for 

assessment, and receive with proper receipts the payments for assessment; the Center has 

to orient and create adequate awareness among its registered candidates on the 

assessment procedure as well as on DOs and DON'Ts; make sure that the required 

equipment, tools and materials and other necessary facilities are prepared at least 1 week 

before the conduct of actual assessment, and ready for inspection by COC officials and 

appointed assessors; faci litate the conduct of assessment activities, making available all 

the resources needed, including shop-in-charge and shop assistants, and providing these 

personnel the proper remuneration for services rendered outside official working time; 

accept appeals of candidates on assessment decisions( if the official process or 

procedure of assessment has not been followed, if method of assessment has been 

wrongly applied, or when faced with personal bias, bad faith and/or discrimination; 

provide the assessors with the proper honoraria based on the agreed rates, as approved by 

the Regional government, on the same date of assessment following an approval from the 

COC representative for receiving the required report of assessment 

To sum up, assessment centers are venues were assessments are conducted under the 

supervision of the assessment center coordinators and COC experts. They are expected to 

have accredited assessors, enough facilities, supplies, equipments and materials for 

assessment in the occupations they have been accredited to assess candidates. Assessment 
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Center Coordinator assumes full responsibility for ensuring the objectivity and validity of 

assessment conducted in the center and by the accredited competence assessor. 

Hence, assessment also necessitates having effective implementers of assessment and 

certification program. They are both full time and part time implementers of the program 

and have direct responsibility and accountability. Among them, include the COC 

supervisors / experts and the director, the assessment center coordinators, and the 

industry assessors. 

Industry/Core Assessors 

Assessors are industry experts who meets the required qualifications to be authorized by 

the COC to assess whether a candidate possess certain competences or all the 

competences defined by an occupational qualification level 

According to MOE (2010), an assessor must be a practitioner of the occupation In 

industry or trainer of the occupation qualification level at least for the recent two (2) 

years and an industry working experience; an assessor must be holder of a valid NQC, at 

least the one level above the qualification he/she is accredited; an assessor must 

undertake the assessor's course conducted by either the COC followed by being loaded as 

an assistant assessor on at least two (2) actual assessment sessions; 

To sum up, industry assessors are qualified, trained and competent have industry 

experience in the area they are assigned to assess candidates, should have verifiable 

relevant current industry experience and knowledge of the occupational working area at 

or above the level being assessed. Plan the assessment, collecting evidence, judging 

evidence and making the assessment decision. 

Assessors are knowledgeable and creative enough to provide an assessment method to 

best fit the candidate ' s needs; should have sufficient occupational expertise so they have 

up to date knowledge and experience of the particular aspects of work they are assessing 

,have experience and occupational competence to enable them to make a valid judgment 

about the demonstration of competence in the area they wi ll be assessing; fo llow the 

official processes or procedures; apply the correct method of assessment, avoid personal 
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bias, bad faith and discrimination; gIve proper feedback on the weak and strong 

performance of candidates, only assess in their acknowledged area of occupational 

competence. 

The Supervisor 

The supervisors are fulltime workers in COC who are assigned to carry out the major 

tasks during implementation of assessment and certification programs. 

According to MOE (2010), the COC shall appoint a representative (foreign expert or 

COC staff) who shall act as supervisor of a particular assessment session; assist the 

assessor in making sure that the candidates for assessment are only those registered with 

proper identification cards and numbers; assist the assessor in making sure that all the 

required information in the registration forms is correctly filled-up; make sure that all the 

contents of the assessment package are provided to the Assessor; assist the assessor in 

making sure that all the requirements for assessment are present at the AC and meets the 

required specifications; collects back the assessment package from the assessor including 

answer sheets, marking forms, attendance sheets, and other reports pertaining to the 

assessment activity; provide the ACs with a copy of the attendance sheet submitted by the 

assessor, to support his honoraria; and make sure that the conduct of assessment complies 

with quality procedures. 

In summation, COC experts/ supervisors are assigned to undertake the coordinating and 

monitoring activities of assessment. This again calls for having standardized assessment 

tools set by industry experts based on the relevant occupational standards. 

Assessment Tools 

Assessment tools are standardized assessment packages consisting of both knowledge test 

(multiple choice and matching questions) and guide for practical assessment. 

According to MOE (2010), assessment tools are developed by the Federal TVET, in 

consultation with industry and based on the individual unit of competence or set of units 

of competence in the qualification levels of the occupation, defined under the respective 
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OSs; assessment tools must undergo validation from industry and should be piloted by 

the Federal TVET before deployment to check whether the requirements of the tool can 

be met in the actual assessment setting. (Equipment, tools, materials and time); only 

nationally-developed assessment tools shall be used for assessment and must not be 

modified to suit local conditions; and A Ts will be developed and conducted only by the 

language in which the corresponding OS is developed. 

To sum up, assessment tools are assessment questions which include knowledge test and 

practical test. After having appropriate and well equipped assessment centers, competent 

assessors and standardized assessment tools, it is possible to conduct the assessment to 

any candidates who come to be assessed voluntarily. 

Conduct of Assessmentl Assessment Administration 

The conduct of assessment should be made possible on the basis of predetermined 

assessment procedures. 

MOE (2010) stated that TVET institutions shall reqUlre the graduating trainees to 

undergo national assessment as a requirement for graduation; competence assessment 

shall be conducted only in an accredited assessment center by an accredited competence 

assessor; the assessor shall conduct the assessment according to the procedures indicated 

in the Assessment package; the assessor shall provide feedback and advice to the 

candidate on the result of the assessment; the assessor shall hold confidential the result of 

assessment for every candidate; candidates who were assessed as not yet competent may 

apply for re-assessment after three months looking at the schedule from the COC to the 

nearest assessment Center; and a candidate who fails the assessment for two consecutive 

times shall be advised to take refresher training or practice the skills in industry. 

In summation, the assessment is to be conducted by accredited assessors in ACs based on 

the on the established procedures and guidelines in order to come up with the decision 

competent or not yet competent. Certificate of competence will be issued to the 

competent individuals. As a result, there is again a need to have clear information about 

the certificates. 
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Certification 

Certification as defined by the Ethiopian MOE (20 10) is a formal process of recognizing 

that an individual is qualified in terms of the required knowledge, skills and proper work 

attitudes based on the occupational standards set by industry. 

To obtain National Qualification Certificate, a candidate must demonstrate competence 

during the assessment session, covering all the identified units of competence for a 

particular Qualification level; Competence Certificate (CC) shall be issued to a candidate 

who demonstrates competence in a unit or cluster of units of competences which is part 

of a full qualification; A candidate who is recommended for certification by an Assessor, 

for having demonstrated competence in all units of competence of a qualification level, 

will be issued a NQC by the Federal TVET Agency. It shall be signed by the concerned 

State Minister of Education and issued by the COC within one (1) month after the 

assessment; A CC shall be issued to a candidate who is COMPETENT in a unitls of 

Competence. This shall be signed by the Director of the Center of Competence and 

issued within one (1) month after the assessment; the validity period of NQCs and CCs 

shall be three (3) years; all certificates shall come from the Federal TVET Agency and be 

provided to the COCs on request. 

In general , the outcome of training delivered in the system is measured through a process 

of verification of a candidate' s achieved competences, known as 

occupational/competence assessment. When we say assessment it is not only a TVET 

graduate ' s competence that is to be measured but also that of anyone who wants hislber 

competences be recognized. A candidate, no matter the way slbe achieved the 

competence, who has proven competent through assessment is awarded a certificate. This 

certificate is an official and nationally recognized proof of the person's competence in the 

respective level or unitls of competence of an occupation (MOE, 20 I 0). 

To sum up, certification is the procedure needed to issue a certificate. Certificate is a 

legal document that recognizes the candidates' competence in full or part of an area after 

assessment. Of course, certificate of competence can only be valued by employers if the 

assessment process is found to be trusted by them. 
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CHAPTER THREE 

RESEARCH DESIGN AND METHODOLOGY 

3.1 Research Method 

As indicated in the objective of the study, the focus was on investigation of the status, 

success and challenges of implementing occupational assessment and certification 

programs in Tigray coe. To attain the objectives, the researcher made use of both 

quantitative and qualitative approaches. That is, the study was mainly carried out by 

using a quantitative - descriptive survey method which the researcher believed was more 

appropriate to collect more information from large sample population related to the issue. 

Besides, qualitative approach has been employed to secure data through FGD, interview 

as well as document analysis from relevant sources. 

3.2 Sources of the Data 

The sources of the data for this study were TVET graduates and trainers from Mekelle 

zone of the region who took assessment given by Tigray coe on various occupations 

during the past two consecutive years and officials in TVET bureau, eoe experts, and 

assessment centers. In addition, relevant documents and reports of Tigray eoe were 

incorporated in the study. 

3.3 Target Population and Sampling Procedure 

As mentioned earlier, Mekelle zone of Tigray Regional State was the study area. This 

zone was chosen as a study area for two important reasons. Firstly, the researcher 

believed that it could be the best representative of the five zones of Tigray regional State 

though generalization is difficult as each zone has its own peculiar nature, opportunities 

and challenges related to assessment and certification. Secondly, since the researcher 

was working in Mekelle zone, he had some exposure and could get easy access to the 

data source and hence can get relatively enough time for data collection and analysis . 
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The population of the study for the quantitative data was the total number of the TVET 

graduates and teachers from Mekelle zone who took assessment in different assessment 

centers of Tigray COC on various TVET occupations during the past two consecutive 

years. The researcher found the list of the intended population with their background and 

assessment results from the documents of Tigray COCo The population includes 

heterogeneous groups who were assessed in various occupations and consisting of 

different educational background ranging from certificate to first degree in TVET related 

areas and both employed and unemployed individuals. The researcher selected a total 

sample size of312 out of the 1049 total population of the study. That is, 142(20%) of the 

710 total population of the TVET graduates and 170(50%) of the 339 total population of 

the TVET trainers. In order to sample the TVET trainers as respondents for the actual 

survey, the researcher employed simple random sampling method by using a table of 

random numbers or table of random digits. On the other side, the researcher used the 

non probability sampling particularly purposive sampling technique to sample the 

graduates based on the belief that they couldn't have known address and only those who 

have relevant views to the issue concerned could be se lected by sno)Yball. And this was 

practically seen and realized effectively during the research work. The reason behind the 

20% selection from the graduates was because of their relatively large number and 

absence of fixed address in which the researcher could only collect data by snowball. On , 

the other hand, selection of 50% of the trainers was based on their relatively small 

number and fixed address and hence could be manageable. The researcher had strong 

conviction that the given percentages of the sample size were sufficiently large to be 

representative of the population and could suffice to secure data on the issue of the study. 

Besides, the researcher employed relevant documents and reports of the regional COC as 

well as FOD and interview which together incorporated thirty nine participants adding up 

to the credibility of the data. Hence, the researcher used a total sample size of 3 51 for the 

study. 

For the FOD, all the twenty one local and Pilipino experts including the director of 

Tigray COC have been made to participate. On the other hand, twenty already assessed 

TT and fifteen TO who were not included in the actual sample group joined in a pretest 

study as a reliability procedure for the questionnaires. 
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For the interview, the researcher accommodated a total of eighteen respondents. The 

composition and size of the participants encompassed all the sixteen coordinators of the 

already available assessment centers in Mekelle zone, a process owner of outcome based 

training and the head of the TVET bureau in the region. As to the knowledge of the 

researcher, all the interviewees were selected purposely to secure data because of their 

relevant views and sufficient experience on the investigated issue. 

3.4 Data Gathering Instruments and Procedures 

3.4.1 Data Gathering Instruments 

In investigating the successes achieved and challenges faced in implementation of 

assessment and certification program by Tigray COC, the researcher constructed and 

applied appropriate data gathering instruments on the basis of the reviewed literature and 

the required data to be collected. The researcher used questionnaire, interview, Focus 

Group Discussion (FGD), and document review as instruments to obtain the required 

information for the study. The main data gathering instrument for the study was 

questionnaire. The researcher applied the interview, FGD, and document review mainly 

to triangulate the study. That is, whenever there was a need for more in- depth 

information about particular aspects of the survey for instance, to compensate defects in 

particular question items ofthe questionnaires, the researcher applied in-depth qualitative 

data such as interviews, FGD, and document review at appropriate points in the design. 

3.4.2 Data Gathering Procedures 

To collect relevant information for the study, the researcher applied the following data 

gathering procedures for eaeh of the data gathering instruments used. 

A. Questionnaires 

Since questionnaires require less time to administer and are therefore less expensive, and 

permit data collection from a larger sample, the researcher employed questionnaires as 
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his main data gathering instruments. The researcher developed the questionnaires based 

on the reviewed literatures and the policy documents and guidelines (TVET qualification 

frame work, occupational standard, assessment guideline). 

Just for convenience, the researcher prepared two sets of questionnaires in English and 

Tigrigna languages, one for the TVET trainers and another one for the TVET graduates 

who took occupational assessment. 

The questionnaires have two major sections: the first section was about the respondents' 

personal characteristics, and the second one was about the status of, challenges 

encountered and successes achieved during implementation of assessment and 

certification programs. To make them easier to read, the researcher divided the questions 

into more sub-sections and numbered them per section. 

Clear instructions have been given at the beginning and throughout the questionnaires so 

that the respondents could easily move their way through the questions. 

The layout of the questionnaires were designed in such a way that capture respondent's 

attention and make them interested in answering all the questions and facilitate data 

coding and analysis by the researcher. 

After the preparation, the researcher' s academic advisor and colleagues evaluated and 

commented the questionnaires for their content validity, relevance, completeness, and 

clarity. Then, in order to ensure ease of completion and avoid ambiguity and thereby 

increase the reliability and validity of the questions, the researcher conducted pilot study 

on subjects from a similar population. That is, before distributing the questionnaires to 

sample respondents, the researcher carried out pilot test with twenty TVET trainers and 

fifteen graduates who were not included in the actual sample group and modified for final 

distribution. This has been done by sitting down with the thirty five similar respondents 

outside Mekelle, (those from Maichew, Adigrat, Adwa, Shire and Abi Adi) and gone 

through the questions together with the researcher for two times by dividing them into 

two in order to identify potential problems for instance, to ensure that the questions were 

all unambiguous, appropriate and acceptable to the respondents. Based on the comments 
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obtained and questions raised by respondents for more clarification, the researcher made 

necessary corrections and modifications before distributing them to the actual 

respondents . For instance, the pilot test revealed that two items were stated in a broad and 

vague sense leading to dilemma. Other four items were already mentioned in one or the 

other way, in the preceding items. Accordingly, the researcher paraphrased the broad 

items in a more simplified way by making them more specific and avoided the 

redundancies by cancelling out the directly or indirectly repeated items. In addition, the 

content and style of the questionnaires and the range of possible responses for each 

question were identified after the pilot test. Accordingly, the researcher revised the 

content and the style of the questionnaires and mode them more clear and precise. The 

range of possible response for each closed-ended question was narrow except to the 

open-ended questions in which some respondents didn't fill them up. Hence, the 

researcher reduced the number of open-ended questions and correspondingly changed 

them to closed-ended questions to make the respondents interested in answering all the 

questions. Then, the questionnaires were translated into Tigrigna and commented again 

by five colleagues of the researcher for the appropriateness of the translation. 

In distributing and collecting the questionnaires, the researcher was assisted by fifteen 

graduates, thirteen TVET leaders and department heads of governmental and private 

training centers, eight Pilipino and local experts from Tigray COCo Special assistants 

were assigned to help the disabled respondents in reading and filling the questionnaires 

just in case, but no one of the respondents was disabled. To have a maximum rate of 

return and quality responses, convenient time was arranged for respondents. That is, the 

survey was administered both on working hours and outside, wherever and whenever the 

respondents could freely be available. The researcher with his assistants made continuous 

follow up to faci litate the feedback and to correct the problems confronted on the process 

of filling questionnaires. That is, the self- administered questionnaires were filled in the 

presence of the researcher and/or his assistants, personally meeting all survey respondents 

to explain the purpose, sincerity and worth of the survey and hence ensure completion. 

Further explanations have been given to the respondents on the steps involved in the 

survey process by giving emphasis on the anonymity or confidentiality of their responses 

and that the survey was voluntary. 
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B. Interview 

Interview was used to gather data from the two TVET officials and sixteen assessment 
center coordinators. All of them are males. To this end, semi-structured interview guide 
was developed by the researcher and used to guide the discussion. After explaining the 
purpose of the interview to the interviewees and getting their consent the researcher has 
conducted the interview and recorded the information by taking notes on the main themes 
of the discussion. The researcher did not use tape recorder to record the information from 
all of his respondents because he wanted them to respond to his questions freely. The 
interview took on average 45 minutes for each interviewee. 

C. Focus Group Discussion (FGD) 

The FGD was guided by open- ended questions developed by the researcher from the 
reviewed literature. It was conducted on twenty one participants (M= 19, F= 2) who were 
supposed to have direct and active participation and reflection on the discussion 
regarding the issue under investigation. The researcher accommodated the entire local 
and Pilipino experts of Tigray COC including the director in his FGD. The discussion 
was mainly focused on the major activities, successes achieved, problems encountered, 
and possible solutions to the problems concerning the implementation of assessment and 
certification program in light of addressing the needs of candidates and meeting COC 
objectives. The researcher first clarified themes of the discussion. The discussion was 
coordinated by one of the participants who was elected by the audience and was 
moderated by the researcher. Like that of the interview, the FGD was recorded only by 
taking notes for the above mentioned reason. 

D. Document Review 

In order to substantiate the data obtained from other sources and instruments, the 
researcher has also reviewed documents which are related to the implementation 
assessment and certification activities. He has reviewed the COC strategic plan of 
2009/2010, the annual plan of 2009/2010, reports from the assessment centers and COC 
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Table 2. Personal characteristics of Respondents 

Responses 

r VEr Trainers rVET Graduates AC Coordinators rVEr bureau COC Experts 
Hems officials 

(N - 169 ) (N - 122) (N - 16) (N = 2) (N = 21) 

f % f % f % f % f % f 

I. Su 

Male 13 I 77,S I II 43.44 16 100 2 100 19 90.48 22 1 

Female J8 22.49 69 56.56 0 0 0 0 2 9.52 109 

TOla l 169 100 122 100 16 100 2 100 21 100 llO 

1.A&e 

20 years and below 32 18.93 64 52.46 0 0 0 0 0 0 96 

21 ·25 38 22.49 47 38.52 0 0 0 0 0 0 85 

26·30 38 22 .49 7 5.74 0 0 0 0 0 0 45 

31·35 36 21.30 4 3.28 9 56.25 0 0 3 14.29 52 

3Q years and above 25 14 .79 0 0 7 43.75 2 100 18 85.1 1 52 

T Ola l 169 100 122 100 16 100 2 100 21 100 330 

J. Q ualification Level 

Below level II 0 0 0 0 0 0 0 0 0 0 0 

Level III 0 0 0 0 0 0 0 0 0 0 0 

Level IV - Diploma 
43 25.44 122 100 0 0 0 0 0 0 165 

1st Degree 123 72.78 0 0 14 87.50 0 0 17 80.95 154 

2nd Degree 3 1.77 0 0 2 12.50 2 100 4 19.05 I I 

TOla l 169 100 122 100 16 100 2 100 21 100 330 

4.Area ofspecialization by 
sKlar 
Business Sector 22 13.02 75 13.02 6 37.50 2 100 3 14 .29 108 

ICT Sector 10 5.92 11 9,01 2 12.50 0 0 2 9.52 25 

Manufacturing 14 8.28 4 3.28 I 6.25 0 0 3 14.29 22 

Construction Sector 47 27.81 6 4.92 2 12.50 0 0 6 28.57 61 

Health Seclor 31 18.34 11 9.02 2 12.50 0 0 2 9.52 46 

EleclriclElectronics 26 15.38 JO 8.20 2 12.50 0 0 2 9.52 40 

Automotive Sector 19 11.24 5 4.10 I 6.25 0 0 3 14.29 28 

Total 169 100 122 100 16 100 2 100 2J 100 330 

Item 1 of Table 2 depicts the characteristics of the respondents by sex. As it can be 

clearly seen it is male dominated. Out of the total respondents 221(66.97 %) are males 

and109 (33 .03%) are females. This implies that, though the majority is from males, 

relatively fair distribution of respondents along their sex is kept in the study. The data 

indicates that the study incorporates the views l ideas of both males and females. The data 

also shows the low level of female participation in occupational assessment. Hence, it 

- 45 -

Total 

(N = 330) 
% 

66.97 

33.03 

100 

2909 

1576 

13 .64 

15.76 

\ 5.76 

100 

0 

0 

50.00 

46.66 

3.33 

100 

'2 -~ 

7.58 

6.66 

18.48 

13 .94 

12. 12 

8.48 

100 



calls for an effort to increase the number of females participating In occupational 

assessment. 

Regarding the age range of the respondents, item 2 of table 2 indicated that the great 

majority, 96 (29.09 %) and 83 (25.76%) of the respondents were between twenty years 

and below and twenty five years old indicating that they were youngsters. However a 

relatively fair distribution of respondents along their age group was involved in the study. 

That is, 45 (13 .64), 52 (15.76), 52 (15.76), of the respondents were in the age group 

between 26-30,31-35, and 36 years and above respectively. 

As it can be seen from item 3 of Table 2, the qualification level of most respondents, 162 

(49.09) and 157 (47.58%) ranges from diploma to first degree. The rest, II (3.33%), 

respondents were second degree holders. From this result, it seems possible to conclude 

that almost all of informants are more likely to have better understanding of the issues 

under investigation and they are capable to provide the required information properly. 

The other personal characteristic of respondents which is depicted in item 4 Table 2 is 

area of specialization by sector. It is indicated that the assessed TVET trainers and 

graduates in seven occupations are incorporated in the study. In line with this, the data in 

the table indicates the study incorporated relatively fair distribution of the respondents in 

respect to their area of qualification by sector. The distribution of TVET trainers and 

graduates in each sector includes: 108 (32.73%) in Business; 25(7.51%) in ICT; 22 

(6.66%) in Manufacturing; 61(1 8.48%) in Construction; 46(13.94%) in Health; 40 

(12. 12%) in Electric/Electronics; and 28 (8.48%) in Automotive sectors. The table also 

shows the assessment center coordinators, the TVET bureau officials and the COC 

experts have specialization areas in similar sectors with the trainers and graduates. From 

the result one can conclude that all of the respondents have better exposure on the 

assessment and certification programs. 

Presentation, Interpretation and Analysis of the Data 

The qualitative data were analyzed in description forms by means of content analysis 

techniques. This was made following the analysis of each of the quantitative data as 
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needed for its substantiation and validation. Direct quotations of themes of the collected 

qualitative data were used to substantiate the quantitative data. 

Issues Related to the Successes Achieved and Challenges Faced In IACP 

The six coe major improvement domains namely, facilities of assessment centers , 

assessors ' quality, assessment administration, availability of standardized assessment 

tools, quality of certification system, and capacity of Tigray eoe were well treated 

below part by part. 

4.1 Facilities of Assessment Centers (ACs) Domain 

To be able to explore information on this issue, interviews and FGD were conducted in 

addition to the questionnaires. Accordingly, the responses to these data gathering 

instruments are summarized and presented in table 3. 

Table 3 Responses Regarding the Adequacy and Capacity of Assessment Centers 

Rating scale and FreQuency and Percentage of responses 
Items Alternatives IT TO Total 

(N: 169) (N:122) (N:29 1) 
f % F % f % 

There were adeq uate appropriate I.SD 17 10.06 29 23 .77 46 15.81 

assessment centers from industries 2.Disagree 62 36.69 43 35.25 105 36.08 
3.Undecided 49 28.99 26 21.3 1 75 25.77 
4.Agrce 32 18.93 20 16.39 52 17.87 
5.SA 9 5.33 4 3.28 13 4.47 
Total 169 100 122 100 29 1 100 

The availability o f appropriate I.Very Low 15 8.88 30 24.59 45 15.46 

assessment materials in assessment 2.Low 42 24.85 3 1 25.41 73 25.09 

centers 3.Moderalc 74 43.79 39 3 1.97 11 3 38.83 
4 .High 3 1 18.34 11 9.02 42 14.43 
5.Verv High 7 4. 14 11 9.01 18 6.19 
Total 169 100 122 100 291 100 

The availability of cooperative and I. Very Low 23 13.61 37 30.33 60 20.62 

commi tted human power in assessment 2.Law 38 22.49 29 23.77 67 23.02 

centers 3.Moderate 54 31.95 36 29.5 1 90 30.93 
4.High 29 17.16 13 10.65 42 14.43 
5.Very High 25 14.79 7 5.74 32 11.00 
Total 169 100 122 [00 29 [ [00 

Candidates were allowed to appeal on l.Not at All 34 20.12 44 36.07 78 26.80 

assessment decisions whenever the 2. Very rarely 38 22.49 30 24.59 68 23 .37 

appropriate assessment procedures 3.Sometimes 35 20.71 19 [5.57 54 18.56 

have not been foll owed by assessors 4.0ften 36 21.30 [6 [3. 11 52 17.87 
5. Very often 26 15.38 13 10.66 39 13.40 
Total 169 100 122 [00 291 100 

The assessment fee was fa ir for a I.SD 56 33. 14 58 47 .54 [ 14 39.18 

candidate to be assessed again and 2 . Dis~gree 47 27.81 23 18.85 70 24.05 

again 3.Undecided 4[ 24.26 20 16.39 61 20.96 
4.Agree 14 8.28 12 9.84 26 8.93 
5.SA [1 6.5 [ 9 7.38 20 6.87 
Total 169 [00 122 100 29 1 100 
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As depicted in Table 3 of item I, majority of the respondents, 51.89 % (that is, 15.81 % 

strongly disagree and 36.08 % disagree) reported that they did not agree with the 

statement that reads, "There were adequate appropriate assessment centers from 

industries ". This was confirmed by the data reviewed from different documents 

(statistical and performance reports) of the COC, and from FGD. The focus group 

discussant with the eoe experts and documents revealed that even though the 

assessment directive recommends having appropriate assessment center from the 

industries, most of the assessment centers in the region were from the private and 

governmental training centers due to shortage of the required industries. 

For item 2 in Table 3, respondents were asked to rate the availability of appropriate 

assessment materials in Ae in their respective Region/zone. Majority of the respondents, 

40.55% (that is, 15.46% Very Low and 25.09% Low) indicated that the availability of 

appropriate assessment materials in assessment centers was low. This was strongly 

supported by the FGD and interview. All the focus group discussants and interviewees 

agreed that there was shortage of standardized assessment materials in assessment 

centers. Similarly, in their response to the open - ended question items regarding the 

challenges encountered during assessment and their solutions, the great majority of the 

respondents stated that there was severe shortage of tools, equipments, machines, 

computers and other materials necessary for assessment. For instance, as a solution for 

this problem, one of the respondents of trainers stated in his own words as: " fltJAA 

coe 1/OJ·n rf.,~ {J;:/''}-'lC~ l/rf.,t'lOJ "'1hllA 9"11'1 tJUt'l· 9""lfJC::" Meaning, " 

Having one standardized assessment center owned by the Regional cac". Similarly, 

another respondent who faced this problem suggested in her word as: "9"11'1 :,. J':"'1. 

9"l!:"'1<',. ~fI 9"11'1 "'1hM:" h ll'A <l'lfl '1OJ"': 9"11'1 9"UI'\OJ' 9"C"l;JiJ f'J':t'l.:: 

Meaning, "Before the start of assessment, it is necessary to check if there are adequate 

assessment materials in the assessment centers ". 

For item 3 in Table 3, respondents were asked to rate the availability of cooperative and 

committed human power in assessment centers. Majority of the respondents, 43.64% 

(that is, 20.62% Very Low and 23.02% Low) rated that the availabi lity of cooperative 

and committed human power in assessment centers was low. This was again confirmed 
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by the COC document and FGD. As was noted in the report of COC and by FGD 

participants regarding the problems in ACs, most AC coordinators did not actively 

participate and offer the necessary support to the assessment and certification programs. 

In addition to this, it was also revealed in the documents and by focus group discussant 

that some of the AC coordinators even stood against the programs for some reasons: 

Firstly, they claim that the money being paid by the candidates to the ACs was not 

enough and consequently they do not want to conduct assessments in their respective 

ACs. On the contrary, the candidates claim that they could not afford the assessment fees. 

Secondly, the AC coordinators showed tendency of passing their graduates during 

assessments illegally by influencing the assessors and other means which is a challenge 

to meet the objectives of COCo On the other side, some interviewees from assessment 

center coordinators said that assessment centers were trying to cooperate with COC, but 

the effort made on the side of COC to strengthen their relationship was weak. Regarding 

this, one of the interviewees from the AC coordinators stated in his own words as: 

""'171hA 'l"C"l;J{} 1\q,q.). qo ,n 'l"f1<i "'171M.)·'} '}tl'II' q"'1,II'} "'1o/.'} i1r1)IJ.e '} 

1fl1~ "lA;Jtr.)· '}hUIJ I1"tiM'} 'l"1·(JJ· 1J.e:t' ~.e'hlm/'T'::Meaning, "Conducive 

situation was not yet created Ihal enable cac and ACs 10 give inclusive and altractive 

services to all of their customers", (March 10,2011). This implies that the relationship 

and cooperation between COC and ACs in implementation of assessment was low and 

consequently this will be a challenge to COCo 

The data for item 4 of Table 3 indicates that majority of the respondents, 50.17% (that is, 

26.80 % Not at All and 23.37% Very Rarely) revealed that the extents to which 

candidates were allowed to appeal on assessment decisions whenever the appropriate 

assessment procedures have not been followed by the assessors. This implies that the 

candidates did not have opportunity of solving problems related to their assessment 

results. 

The data for item 5 of the same table also reveals that majority of the respondents, 

63.23% (that is, 39.18% strongly disagree and 24.05% disagree) reported that they did 
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not agree with the statement that reads, "The assessment f ee was fair for a candidate to 

be assessed again and again n. 

Perception of IT and TO on each issue was also computed using weighted mean to easily 

know for which item the respondents were negative or positive. If the mean of the 

responses is greater than three, their feeling is favorable or positive, if it is less than three, 

their feeling is unfavorable or negative because the ideal mean is three. Therefore the 

means of the responses of the TT and TO for items (1-5) is below three. Therefore, it is 

possible to conclude from the result of table 3 that majority of the respondents have 

unfavorable perception towards the adequacy and capacity of ACs. 

This was supported by the responses of both trainers and graduates to the open-ended 

question items. Most of the respondents reported that they could not afford the 

assessment fee owing to their low economic status and hence many do not participate in 

the assessment. Many of them suggested what they think would be possible solutions for 

this problem. Among these are reducing the amount of fee; allowing free assessment 

especially for the first time; and introducing cost sharing system of assessment. Focus 

group discussants also shared the idea of cost sharing system to ease the financial 

problems of the candidates especially for the new graduates. 

Similarly, responses on assessment centers obtained from the open-ended questions 

responded by the assessed TVET trainers and graduates; interviewed assessment center 

coordinators and TVET bureau officials and participants in FOD agreed with the above 

data as presented below: 

~ There was lack of appropriate assessment centers for assessment 

~ Inadequate number of appropriate ACs from industries 

~ Lack of appropriate assessment materials in the available ACs 

• problems in the type and number ofthe required materials; 

• problems in precision of the available equipments; and 

• poor quality of the available machines, computers and others. 

~ Lack of supportive and cooperative human resources in ACs 
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• did not gIve necessary orientation and information like the assessment 
guide and assessment agreement before the assessment to aware them 
about the assessment; 

• most of them had problems in executing their duties and responsibilities 
such as accepting candidates ' appeals on their assessment results. 

In general, from the responses of trainers, graduates, AC coordinators and COC experts, 
one could understand that there were problems in the adequacy and capacity of ACs for 
assessment including assessment materials, human power, and fac ilities. 

4.2 Effectiveness of Core Assessors Domain 

This subsection includes the data gathered regarding the effectiveness of core assessors. 

Table 4 Responses Regarding the Capacity of Assessors to Conduct Assessment 

Rating scale Frequency and Percent~ of resoonses 
and IT TO Total Items Alternat ives o ~ 1 69) (N~ 1 22) (N~291) 

f % f % f % Assessors used estab li shed methods for I.Not at all 18 to.65 37 30.33 55 18.90 
the collection of evidences of competence 2.Very rarely 38 22.49 29 23.77 67 23.02 

3.Sometimes 5 t 30. 18 24 19.67 75 25.77 
4.Always 36 21.3 20 t6.39 56 t9.24 
5.Yerv often 26 15.38 t2 9.84 38 13.06 
Tota l t69 tOO 122 100 291 100 Assessors offered gu idance and thereby I.Not at all 20 11.83 31 25.4 1 5 1 17.53 

provided feedback on weak and strong 2.Very rarely 30 17.75 39 31.97 69 23.71 
3.Sometimes 53 31.36 22 18.03 75 25.77 performance of candidates for better 4.Always 29 17.16 13 10.66 42 14 .43 

improvement 5.Yerv often 37 21.89 17 13.93 54 18.56 
Total 169 100 122 tOO 29 1 100 Assessors had verifiable relevant industry I. SD 34 20. 12 33 27.05 67 23.02 

experi ences and knowledge of the 2. Disagree 50 29.59 23 18.85 73 25.09 
3. Undecided 52 30.77 29 23.77 8 1 27.84 occupation at or above the level being 4.Agree 24 14.20 19 15.57 43 14.78 

assessed 5.SA 9 5.32 18 14.75 27 9.28 
Total 169 100 122 100 29 1 tOO Assessors made allowable adjustments I.SD 14 8.28 28 22.95 42 14.43 

without compromising quality. to 2.Disagree 56 33. 14 34 27.87 90 30.93 
3.Undecided 53 31.36 25 20.49 78 26.8 accommodate the interests of the 4.Agree 40 23.67 23 18.85 63 2 1.65 

beneficiaries! candidates 5.SA 6 3.55 12 9.84 18 6.19 
Tota l 169 100 122 100 29 1 100 The avai labi li ty of competent industry Very Low 30 17.75 2 1 17.21 51 17. 53 
Low 50 29.59 27 22. 13 77 26.46 assessors 
Moderate 43 25.44 34 27.87 77 26.46 
High 34 20.12 25 20.49 59 20.27 
Very High 12 7.10 15 12.30 27 9.28 
Total 169 100 122 100 29 1 100 
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As the data corresponding to item I in Table 4 indicates, majority of the respondents, 

41.92% (that is, 18.90% Not at All and 23.02% Very Rarely) replied that the extent to 

which assessors used established methods for the collection of evidences of competence 

was very rare. Similarly, as the data corresponding to item 2 in Table 4 indicates, 

majority of the respondents, 41.24% (that is, 17.53% Not at All and 23.71% Very 

Rarely) reported that the extent to which assessors offered guidance and thereby provided 

feedback on weak and strong performance of candidates for better improvement was very 

rare. 

As indicated in item 3 of Table 4, majority of the respondents, 48.11 % (23.02% strongly 

disagree, and 25.09% disagree) negatively responded to the item which reads, "Assessors 

had verifiable relevant industry experiences and knowledge of the occupation at or above 

the level being assessed ". 

The data for item 4 of the same table also reveals that majority of the respondents, 

45.36% (that is, 14.43% strongly disagree and 30.93% disagree) reported that they did 

not agree with the statement that reads, "Assessors made allowable adjustments without 

compromising quality, to accommodate the interests of the beneficiaries/ candidates ". 

Similarly, as shown in item 5 of Table 4, majority of the respondents, 43.99 % (that is, 

17.53 % Very Low and 26.46 % Low) reported that the availability of competent industry 

assessors was low. The weighted means of the responses of the TT and TO for items (1-

5) in table 4 is below three. Therefore, it is possible to conclude from the result that 

majority of the respondents have unfavorable perception towards the capacity of 

assessors to conduct assessment. 

In addition, responses on assessors obtained from the open-ended questions responded by 

the assessed TVET trainers and graduates; interviewed assessment center coordinators 

and TVET bureau officials and participants in FOD are in agreement with the preceeding 

data on the same issue and are summarized as follows: 

>- Most of the assessors had no full confidence in their knowledge and skill on the 

occupations they were assessing others; 
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~ most of them did not follow the established assessment procedure for the 

collection of evidence of competence; 

~ most of them were not treating or handling their candidates equally, in ethical 

manner; 

~ Some assessors gave result by guessing, had personal biasness, subjective 

measurement; 

~ Majority of them did not develop their own evidence plan to collect enough 

evidences of competence from each candidate which could help them for their 

final decision of competent or not yet competent; 

~ At the end of the assessment, most of them did not offer appropriate feedback on 

weak and strong performances of each candidate; 

~ During difficult situations, most of them did not make allowable adjustments to 

accommodate the interests of their candidates in order to create conducive 

environment for assessments; 

~ most of the assessor them-selves were not assessed or not yet competent on the 

occupations they were assessing others; 

~ most of them were not given appropriate training how to assess their candidates; 

~ most of them had no sufficient relevant industry experience. 

This implies that assessors who did not satisfy the minimum requirement of COC 

directives were conducting assessments. That is, there was shortage of competent and 

committed industry assessors that could endanger the assessment. 

4.3 Assessment Administration Domain 

This section deals with assessment and certification activities carried out by COC with 

respect to its primary duties and responsibilities in order to meet irs objectives. The data 

obtained on this issue is summarized in table 5. 
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Table 5 Responses Regarding performances of Tigray COC in Assessment Administration 

Rating scale and Frequencyand Percentage of responses 
Alternatives TT TO Total 

Items (N~169) (N~ 1 22) (N~29 1 ) 

f % f % F % 
Awareness creation by COC to community, 1. Not at All 8 4.73 35 28.69 43 14.78 

indust!)' and other stakeholders 
2.Very rarely 33 19.53 30 24.59 63 21.65 
3.Sometimes 57 33.73 31 25.41 88 30.24 
4. Always 48 28.40 20 16.39 68 23.37 
5. Very often 23 13.61 6 4.92 29 9.97 
Total 169 100 122 100 291 100 

The system allowed progress ive assessment l.No! at All 49 28.99 52 42.62 101 34.71 

by qualification level 2. Very rarel 23 13.61 24 19.67 47 16.1 5 
3.Sometimes 27 15.98 19 15.57 46 15.81 
4. Always 34 20.12 13 10.66 47 16.15 
5. Very ollen 36 21.30 14 11.48 50 1718 
Tota l 169 100 122 100 29 1 100 

The system allowed accumulation of 1. No! at All 57 33.73 64 52.46 121 41.58 

achieved units of competence 2. Very rarely 19 11.24 22 18.03 41 14.09 
3.Sometimes 31 18.34 14 11 .48 45 15.46 
4. Always 38 22.49 15 12.30 53 18.21 
5. Very often 24 14.20 7 5.74 31 10.65 
Total 169 100 122 100 291 100 

Prior Learning was recogn ized by the 1.Not at All 38 22.49 46 37.71 84 28.87 

assessment and certification programs 2.Verv rarely 41 24.26 32 26.23 73 2509 
3.Sometimes 37 21.89 13 10.66 50 17.18 
4. Always 22 13.02 19 15.57 41 14.09 
5. Very often 31 18.34 12 9.84 43 14.78 
Total 169 100 122 100 291 100 

The frequency of assessment offered on I.Verv Low 33 19.53 37 30.33 70 24.05 

demand of the candidates 2.Low 62 36.69 35 28.69 97 33.33 
3.Moderate 52 30.77 24 19.67 76 26. 12 
4.High 16 9.47 17 13.93 33 11.34 
5.Very High 6 3.55 9 7.38 15 5.15 
Total 169 100 122 100 291 100 

COC experts regularl y evaluated assessment l.SD 24 14.20 33 27.05 57 19.59 

and certification activities for better 
2.Disagree 50 29.59 32 26.23 82 28.18 

3. Undecided 60 35.50 26 21.31 86 29.55 
improvement 4.Agree 29 17.16 23 18.85 52 17.87 

5.SA 6 3.55 8 6.56 14 4.8 1 
Total 169 100 122 100 29 1 100 

As shown in item 1 of Table 5, majority of the respondents, 36.46% reported that the 

frequency of awareness creation activities made by the COC to community, industry and 

other stakeholders was very rare. This was confirmed by similar responses of the TVET 

officials and assessment center coordinators in their interview, and COC experts in their 

FGD. 

The data for item 2 of the same table shows majority of the respondents, 50.86% 

revealed that the extent to which the system allowed progressive assessment by 

qualification level was very rare. In connection with this, the data corresponding to item 3 

in Table 5 shows that majority of the respondents, 55.67% reported that the extent to 

which the system allowed accumulation of achieved units of competence was very rare. 

Similarly, the data in item 4 of the same table also shows that majority of the 

respondents, 53.96% revealed that the extent to which the system recognized prior 
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learning through the assessment and certification programs was very rare . In connection 

with this, as shown in item 5 of Table 5, majority of respondents, 57.38% reported that 

the frequency of assessment offered on demand of the candidates was low. 

The data for item 6 of the same table also reveals that majority of the respondents, 47.77 

% (that is, 19.59% strongly disagree and 28 .18% disagree) negatively responded to the 

item which reads, "cac experts regularly evaluated assessment and certification 

activities for better improvements ". Similarly, the means of the responses of the TT and 

TG for items (1-6) of table 5 is below three. Therefore, it is possible to conclude from the 

result that majority of the respondents have unfavorable perception towards the 

performance of Tigray COC in assessment administration. 

This implies that the performance of Tigray COC in assessment administration was not 

satisfactory. That is, the experts had limitations in awareness creation, in conducting 

assessment in full capacity and in evaluating their activities. 

4.4 The Assessment Tools Domain 

The data gathered regarding the effectiveness of the assessment tools 111 IACP IS 

presented under this subsection. 

Table 6 Responses Regarding the Standard, Relevance and Effectiveness of the Assess ment Tools 

Rating scale and Frequency and Percentage of responses 
Items Alternatives TT TG Total 

(N~ 1 69) (N~122) (N~29 1 ) 

f % f % f % 
The assessment tools were l. Not at All 23 13.61 37 30.33 60 20.62 

standardized 2.Very Rarely 4 7 27.81 28 22.95 75 25.77 
Sometimes 54 3 1.95 3 1 25.4 1 85 29.21 
Often 26 15.38 13 10.66 39 13.40 
Very Often 19 11.24 13 10.66 32 11.00 
Tota l 169 100 122 100 291 100 

Relevance of the assessment tools Very Low 21 12.43 29 23.77 50 17.18 

to the Occupational Standards (OS) Low 48 28.4 32 26.23 80 27.49 
Moderate 58 34.3 1 33 27.05 9 1 31.27 
High 31 18.34 19 15 .57 50 17.18 
Very High I I 6.5 1 9 7.38 20 6.87 
Total 169 100 122 100 291 100 

Pilot tests were made before large Not at All 35 20.71 45 36.89 80 27.49 

scale implementation of the Very Rarel y 42 24.85 28 22.95 70 24.05 

assessment tools for assessment Sometimes 42 24.85 18 14.75 60 20.62 
Often 33 19.53 20 16.39 53 18.21 
Very Often 17 10.06 I I 9 .02 28 9.62 
Total 169 100 122 100 291 100 
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As indicated in Table 6 of item I , majority of the respondents, 46.39 % reported that the 

extent to which the assessment system used standardized assessment tools was very 

rare. In connection with this, as shown in item 2 of Table 6, majority of the respondents, 

44.67 % revealed that the relevance of the assessment tools to the Occupational Standards 

(OS) was low. Similarly, the data in item 3 of the same table also reveals that majority of 

the respondents, 51.54% reported that the extent to which pilot tests made before large­

scale implementation of the assessment tools for assessment was very rare. The means of 

the responses of the IT and TG for items (1-3) is below three. Therefore, it is possible to 

conclude from the result of table 6 that majority of the respondents have negative 

perception towards the standard, relevance and effectiveness of assessment tools. 

The responses on assessment tools obtained from the open-ended questions responded by 

the assessed TVET trainers and graduates; interviewed assessment center coordinators 

and TVET bureau officials and participants in FGD agreed with the above data as 

presented hereunder: 

Lack of standardized assessment tools in each area and level 

» in some areas, shortage of time to complete the practical assessment; 

» full of errors and vague questions in the knowledge tests of some areas ; 

» some assessment tools did not include all units of competencies of an area; 

» no assessment tools set for each levels of an occupation (Level I, II, III, .. ) to 

enable candidates to be assessed according to their competence and need; 

» Some areas of TVET have no assessment tools; 

» most assessment tools were not piloted before their large scale implementation; 

This implies that the assessment tools used for assessment were not standardized and 

hence was not so effective in measuring candidates ' performance during assessments. 

4.5 Effectiveness of Certification System Domain 

In order to explore information on this issue, the researcher employed questionnaires and 

FGD. Accordingly, the responses to these items are summarized and presented in table 7. 
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Table 7 Responses Regarding the Effectiveness of the Certification System 

Res onses 
Items Respon 1 2 3 4 5 Tolal 

dent f % f % f % f % f % f 
The certi fication system of IT 11 6.5 1 47 27.81 60 35.50 44 26.04 7 4.14 169 
coe was- up -to- date to the TO 28 22.95 35 28.69 30 24.59 20 16.39 9 7.38 122 
required standard Total 39 13.40 82 28.18 90 30.93 64 21.99 16 5.50 29 1 
The COC's registrar office was IT 23 13.6 1 62 36.69 48 28.40 26 15.38 10 5.92 169 
equ ipped with the necessary TO 32 26.23 33 27.05 18 14.75 24 19.67 15 12.30 122 
resources to implement the 

55 18.90 95 32.65 66 22.68 50 17.18 8.59 291 certification system Tolal 25 

Certificates awarded by CDC IT 22 13.02 29 17.16 51 30. 18 34 20. 12 33 19.53 169 
were valued as criteria to give TO 28 22.95 32 26.23 21 17.2 1 28 22.95 13 10.66 122 
priority in employment 
opportunity, promotion, and 50 17. 18 61 20.96 72 24.74 62 2U1 46 15 .81 291 
entry for higher education Total 

Key: TT - TVET Tramers TG- TVET Graduates 

The data for item 1 of table 7 reveals that majority of the respondents, 41.58 % (that is, 

13.40% strongly disagree and 28.18% disagree) replied that they disagreed with the 

statement that reads, "The certification system of cac was- up -to- date to the required 

standard". 

In connection with this, the data in Table 7 item 2 indicates that majority of the 

respondents, 51.55% (that is, 18.90% strongly di sagree and 32.65% disagree) reported 

that they disagreed with the statement that reads, "The cac 's registrar office was 

equipped with the necessary resources for the implementation of the certification 

system ". The data in item 3 of the same table also reveals that majority of the 

respondents, 38. 14 % (that is, 17.18% strongly disagree and 20.96 % disagree) said that 

they disagreed with the statement that reads, "Certificates given by cac to the competent 

individuals were valued as criteria to give priority in employment opportunity, 

promotion, and entry for higher education ". However, 24.74% of the respondents replied 

undecided while 37.12% (that is, 21.31% agree and 15.81% strongly agree) reported that 

they agreed with the statement that reads, "Certificates awarded by cac were valued as 

criteria to give priority in employment opportunity, promotion, and entry for higher 

education ". In support of this, TVET officials in their interview and COC experts in their 

discussion revealed that the competent individuals were being given priorities only in 

limited governmental bureaus. For instance, one interviewee stated in his own words as: 

" ~l'fl ;p. 'I C '} 0 (l, -}. '} .e n··} '} :P 'I 1'1. II A m 'I: ·0 -;;. 'H'. 9" 119" II 'I '} III ;J'7 O· It,:J :H' 

'M9"~-}' ~11 9"'111 '}!-JA~'l' ouCa,.r :H' '} n(IJ"} llt'Illl'I'I ~OOf.C'l\" ~,t'\'I ":: 

Meaning, "Since we need to be a model for others in giving priorities to competent 

citizens in employment, promotion, and further training opportunities, we have started 
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if ". (April 20, 2011). The means of the responses of the TT and TO for items (1-2) of 

table 7 is below three. Therefore, it is possible to conclude from the result that most 

respondents have unfavorable perception towards the facilities of the certification system. 

On the other hand, the mean of the respondents for item 3 in table 7 is three, the ideal 

mean for majority of the respondents. 

This implies that the certification system of COC was poorly organized and the 

certificates awarded did not yet recognized as requirement for employment, promotion 

and further training opportunities. 

4_6 The Capacity of Tigray COC Domain 

Summary of the data gathered regarding the capacity of Tigray COC is presented here. 

Table 8 Responses Regarding the Capacity ofTigray COC for IACP 

Rating scale and Frequency and Percentage afres onses 
Alternatives IT TG Tolal 

Items (N~169) (1- - 122) (I- - 291) 
r % r % r % 

Leadership and management ability of coe 1 .Very low 21 12.43 32 26.23 53 18.21 
2. UlW 51 30.18 27 22.13 78 26 ,80 
3. Moderate 54 31.95 JI 25.41 85 29.21 
4. High JI 18.34 20 16.39 51 17.53 
5. Very hillh 12 7.10 12 9.84 24 8.25 
Total 169 100 122 100 291 100 
I .Very low 23 13.61 25 20.49 48 16.49 
2. Low 63 37.28 25 20.49 88 30.24 

Avai lability of qualified and competent human power 3. Moderate 47 27.81 14 27.87 81 27.84 
illCac 4.High 24 14.20 29 23.77 53 18 .2 1 

5. Very high 12 7. 10 9 7.38 21 7.22 
Total 169 100 122 100 291 100 

Availability of adequate financial resources in coe I .Very low 22 13.02 37 30.33 59 20.27 
for the execution of the assessment and certification 2. Low 60 35.50 33 27.05 93 31.96 
programs 3. Moderate 52 30.77 28 22.95 80 27 .49 

4.Hi h 27 15.98 16 13 .11 43 14 78 
5. Ve hi ·h 8 4.73 8 6.56 16 5 50 
Total 169 100 122 100 291 100 

Avai lability of adequate material resources in COC I .Very low 38 22.49 39 31.97 77 26.46 
for the execution of assessment and certification 2. Low 63 37.28 40 32.79 103 35.40 
programs 3. Moderate 39 23.08 25 20.49 64 21.99 

4.High 21 12.42 14 11.48 35 12 .03 
5. Very high 8 4.73 4 3.28 12 4.[2 
Total 169 100 122 100 291 100 

The COC was free and independent in executing its I ,Not at All 29 17 .16 46 37.70 75 25 .77 
assessment and certification programs 2.Very Rarely 26 15 .38 24 19.67 50 17. 18 

3.Sometirnes 32 18.93 15 12.30 47 16.15 
4.0ften 37 21 .89 19 15 .57 56 19.24 
5.Very Often 45 26 .63 18 14 .75 63 21.65 
Total 169 100 122 100 29 1 100 

During their monitoring activitics COC experts I.SD 22 13 .02 1I 25.41 53 18 .21 
conducted researches to improve the implementation 2.Disagree 52 30.77 28 22 .95 80 27.49 
of assessment and certification programs 3. Undeeided 55 32. 54 29 23.77 84 28.87 

4.Agree 32 18 .93 22 18.03 54 18.56 
5.SA 8 4.73 12 9.84 20 6.87 
Total 169 100 122 100 29 1 100 

The organizational structure ofCOC was appropriate LSD 21 12,43 39 31.97 60 20.62 
10 effectively implement the assessment and 2.Disagree 55 32.54 27 22.13 82 28.18 
certification programs 3.Undecided 55 32 .54 27 22.13 82 28.18 

4.A~,'Tee 21 12.43 21 17.21 42 14.4 3 
5.SA 17 10.06 8 6.56 25 859 
Total 169 100 122 100 291 100 
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As shown in item 1 of Table 8, majority of the respondents, 45.01 % (that is, 18.21 % 

Very Low and 26.80% Low) revealed that the leadership and management ability of COC 

was low. This was supported by most interviewees from AC coordinators. Regarding 

this, one of the interviewees from the AC coordinators stated in his own words as: " ~dl 

~OD&--C'" '} '/ f.',c;. 9"IJA ~f.',I]~A ,}": :Meaning, "It is not possible to say that there was 

competent leadership and management in cac who could succeed the implementation of 

assessment and certification programs n . (April 11, 2011). 

As the data corresponding to item 2 in Table 8 indicates, majority of the respondents, 

46.73% (that is, 16.49% Very Low and 30.24% Low) replied that the availability of 

qualified and competent human power in COC was low. Similarly, the data in item 3 of 

Table 8 reveals that majority of the respondents, 57.38% (that is, 30.33 % Very Low and 

27.05% Low) reported that the availability of adequate financial resources in COC for the 

execution of the assessment and certification programs was low. In connection with this , 

the data in item 4 of the same table also reveals that great majority of the respondents, 

62.86 % (that is, 26.46% Very Low and 35.40% Low) said that availability of adequate 

material resources in coe for the execution of assessment and certification programs 

was low. The responses obtained during focus group discussion were in line with this 

idea. Respondents of the FGD confirmed that the COC has shortage of computers, 

printers, photocopiers, cars, internet access, telephone, and other similar material 

resources necessary for execution of assessment and certification programs. 

The data corresponding to item 5 in Table 8 indicates that majority of the respondents, 

42.95% (that is, 25.77 % Not at All and 17.18% Very rarely) replied that the extent to 

which the COC was free and independent in executing its program was very rare. The 

responses obtained during focus group discussion, interview, and from open-ended 

questions agreed with this idea. Focus group discussants agreed that COC could not be 

independent and authorized because it is organized under TVET. Similarly, one of the 

interviewee stated in his own word as: ""'1?hA 9"C"I;;iJ 1I':f'}~. qo f 1Ioo,}"liI-t 

~·l't·l~· r""1.1I?> 1]11 TVET m'l.n· '}co· h~\.~ ?'}..,·Itf.',..,·tTJf.',7i· ~n 1t'1AH',} 

/'If.',~. 0I\"'1;t--t> hOm+ M~ ~\.AI] 9" fh<'l1l III]~A ~f.',/'I~T':: Meaning, (Unless 
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cac is given due attention by government to be authorized and organized independent of 
TVET, it would not be possible to think of cac meeting its objectives freely and 
independently". (March 10,2011). 

The data for item 6 of Table 8 reveals that majority of the respondents, 45.70 % reported 
that they disagreed with the statement that reads, "During their monitoring activities 
cac experts conducted researches to improve the implementation of assessment and 
certification programs ". The responses obtained during focus group discussion, 
interview, and from open ended questions were in line with this idea. They unanimously 
confirmed that Tigray COC conducted no research mainly due to shortage of human, 
material and financial resources . The data for item 7 of the same table also reveals that 
majority of the respondents, 48.80% (that is, 20.62% strongly disagree and 28.18% 
disagree) reported that they disagreed with the statement saying, "The organizational 
structure of cac was appropriate to effectively implement the assessment and 
certification programs ". The responses obtained during focus group discussion, 
interview, and from open-ended questions are in line with this idea. According to the 
responses obtained, the organizational structure of COC should have beeen widened 
having full resources and independent hierarchy. In support of this idea, discllssants of 
FGD invariably indicated that the unsuitable organizational structure of COC and its 
dependency on TVET bureau could not enable it effectively implement assessment and 
certification programs. The means of the responses of the TT and TG for items (1-7) is 
below three. Therefore, it is possible to conclude from the result of table 8 that most 
respondents have unfavorable perception towards the capacity of Tigray COC for IACP. 

In addition, responses on the capacity of Tigray COC obtained from the open-ended 
questions responded by the assessed TVET trainers and graduates; interviewed 
assessment center coordinators and TVET bureau officials and participants in FGD are in 
agreement with the preceding data of the same issue and are summarized as follows: 
Low capacity of COC to execute assessment and certification activities 

>- shortage of competent supervisors or experts in each relevant areas of TVET; 
>- the assessment results or certificates were not yet trusted and valued by the 

employers; 
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J.- low financial resources of COC for the execution of assessment and certification ; 
J.- low material resources of COC for the execution of assessment and certification; 
J.- low level of awareness activities of COC resulted in limited support and 

participation of the stakeholders; 

J.- lack of independency of COC and its inappropriate organizational structure 
J.- low management and leadership capacity in COC; 

J.- no genuine responses or solutions were given to most of the questions asked by 
candidates and ACs; 

J.- no frequent assessments wherever and whenever needed or assessments were not 
accessible as needed; 

J.- no level-based system of assessment was allowed or started in the region; 
J.- no credit accumulation and transfer or CC system of assessment was allowed or 

started in the region; 

J.- did not create conducive situations for skill-gap training of candidates before and 
after assessments; 

J.- no solution was given to the unaffordable assessment fees ; 
J.- no suitable and consistent assessment schedules; 

J.- delay in issuing certificates for competent candidates; 
J.- competence certificates were being given low value by most of the employers; 
J.- COC did not conduct research to solve the problems and to enhance the strong 

sides; 

J.- COC did not equally treat all ACs III giving them equal chance to assess 
candidates; 

J.- COC did not assIgn competent, trained and committed assessors during 
assessments; 

J.- lack of ACs owned by COC; 

J.- less secured assessment tools- the same A Ts were given again and again; and 
J.- There was information gap between COC and ACs. 

5. Poor quality of education and training delivered in universities and TVET institutions 
J.- The content and level of what the candidates have trained in TVET was not 

relevant with the assessment being conducted by the COC; and 
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» The skills acquired by trainees in TVET institutions or universities were found to 

be inadequate to pass the assessment being given by COCo 

From the above data, one can infer that the organizational structure and material , 

financia l as well as human resource capacity of Tigray COC was not appropriate enough 

to implement the assessment and certification programs effectively. 

4.7 The Successes Achieved Through Assessment and Certification Programs 

In an attempt to explore information about this issue, the researcher asked his respondents 

to disclose the extent to which successes were achieved by COC through implementation 

of assessment and certification programs. Accordingly, their responses are summarized 

below in table 9. 

Table 9 Res ponses Regarding the Successes Achieved during IACP 

Responses 
Items Respo I 2 3 4 5 Total 

ndent f % f % f % f % f % f 
Increased the opportunity TT 12 7. 10 23 13.6 1 64 37.87 39 23.08 3 1 IR34 169 
of creat ing qualitied and TG 29 23 .77 18 14.75 47 38.52 2 1 17.2 1 7 5.74 122 
competent work force Total 4 1 14.09 41 14.09 I I I 38. 14 60 20.62 38 13.06 29 1 
responsive to the labour 
market demand 
Identified candidates' weak TT 13 7.69 34 20.12 64 37.87 42 24.85 16 9.47 169 
and strong performances TG 36 29.51 24 19.67 41 33.6 1 14 11.48 7 5.74 122 
and offered feedback for Total 49 16.84 58 19.93 105 36.08 56 19.24 23 7.90 291 
better improvement 
Encouraged rVET centers TT 8 4.73 29 17. 16 53 31.36 50 29.59 29 17. 16 169 
to train their students TG 28 22.95 25 20.49 37 30.33 18 14.75 14 11.48 122 
according to the required Total 36 12.37 54 18.56 90 30.93 68 23.37 43 14.78 291 
labor market demand based 
on the occupational 
standard 

As shown in item 1 of Table 9, majority of the respondents (that is, 38.14% ofthe trainers 

and the graduates) responded that the extent to which assessment and certification 

programs increased the opportunity of creating qualified and competent work force 

responsi ve to the labour market demand was moderate. 

As the data corresponding to item 2 in Table 9 indicates, majority of the respondents, 

36.77% (that is, 16.84% Very Low and 19.93 % Low) replied that the extent to which the 
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assessment process identified candidates ' weak and strong performances and offered 

feedback for better improvement was low. On the other hand, 36.08% of the respondents 

revealed that it was moderate. However, the response of the majority was in agreement 

with the data indicated corresponding to item 2 in Table 4 above. As the data indicates, 

the majority of the respondents, 41.24% (that is, 17.53% Not at All and 23.7 1 % Very 

Rarely) reported that the extent to which assessors offered guidance and thereby provided 

feedback on weak and strong performance of candidates for better improvement was very 

rare. This implies that the overall achievement of the assessment program on this 

particular issue was low. 

The data in item 3 of the same table also reveals that majority of the respondents, 38.15% 

(that is, 23.37% High and 14.78% Very High) reported that the extent to which the 

assessment and certification programs encouraged TVET centers to train their students 

according to the required labor market demand based on the occupational standard was 

high. The means of the responses of the IT and TG in table 9 for item I is three (ideal 

mean), for item 2 is below three (negative perception towards the feedback given to 

candidates) and for item 3 is above three implying that majority of the respondents have 

positive perception towards the successes achieved by cae in motivating people to 

become competent through assessments. 

In addition, other findings on this and other similar issues were obtained from responses 

to the open-ended questions; interviews and FGD. That is, assessment by cae is: 

~ Becoming potential criteria for competent citizens to get opportunities of 

employment, promotion and further training. 

~ Motivating trainees and candidates to become competent in the assessment and 

thereby to gain better knowledge and skill. 

~ Becoming a potential system to create competent citizens who can contribute for 

the development of their country. 

~ Initiating trainers to upgrade their knowledge and ski ll and hence to train their 

trainees according to the required standard. 

~ Becoming a base to improve the quality of education and training. 
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>- Building the moral of competent individuals and hence motivating them to 

perform better in their work. 

This implies that even though little successes were achieved through IACP; cac was not 

fully successful in its effort to implement the programs. 

4.8 The Status of the Implementation of Assessment and Certification Programs 

This section intended to investigate whether or not the cac implement assessment and 

certification according to the required standard. To this effect, respondents were asked to 

weigh the status of the implementation of assessment and certification programs carri ed 

out by cac in relation to the four domains. 

Table 10 Responses Regarding the Status of the IACP carried out by Tigray CDC 

Rating scale and Frequency and Percentage of responses 
Items Alternatives TT TO Total 

(I' =169) (N= 122) (N=29 1) 
f % f % F % 

The qual ity assurance process was valid I.Natal AIl 24 14.20 40 32.79 64 21.99 
and reliable, and hence trusted by 2. Very rarely 38 22.49 33 27.05 71 24.40 
industries/employers 3.Sometimes 48 28.40 19 15.57 67 23.02 

4.0ften 32 18.93 12 9.84 44 15.12 
S.Vcry Often 27 15.98 18 14 .75 45 15.46 
Total 169 100 122 100 291 100 

The extent to whi ch coe has achieved its I.Yerv Low 23 13.61 41 33.61 64 21.99 
objectives in implementation of 2.Low 52 30.77 29 23 .77 81 27 .84 
assessment and certi fication programs 3.Moderate 61 36.09 34 27.87 95 32.65 

4.Hi!!h 25 14.79 II 9.02 36 12.37 
5.Very High 8 4.73 7 5.74 15 5. 15 
Total 169 100 122 100 291 100 

The extent to which candidates were l .v~D' Low 26 1538 52 42.62 78 26.8 
satis fi ed by assessment and certifi cation 2.Law 58 3432 3 1 25.41 89 30.58 
activities ofCOC 3.Moderate 46 27.22 19 15.57 65 22.34 

4.High 24 14.20 14 11 .48 38 13.06 
5.Very High 15 8.88 6 4.92 2 1 7.22 
Total 169 100 122 100 291 100 

The overall assessment process was LSD 34 20. 12 29 23.77 63 21.65 
successfu l that I was satisfied and hence, I 2.Disagree 52 30.77 30 24.59 82 28.18 
wished I could come and assessed again 3. Undecided 38 22.49 28 22.95 66 22.68 

4.Agree 29 17.16 19 15.57 48 16.49 
5.SA 16 9.47 16 13.12 32 11 .00 
Total 169 100 122 100 29 1 100 

As can be seen from Table 10 above, the data respective to item I indicates that majority 

of the respondents, 46.39 % (that is, 21.99% Not at All and 24.40% Very rarely) reported 

that the assessment program carried out by cac was rarely valid and reliable, and hence 

trusted by industries/ employers. 
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The data in item 2 of Table IO indicates that majority of respondents, 49.83% (that is, 

21.99% Very Low and 27.84% Low) replied that the extent to which COC has achieved 

its objectives in implementation of assessment and certification programs was low. 

Similarly, in item 3 of Table 10, greater proportion of the respondents, 57.38% (that is, 

26.8% Very Low and 30.58% Low) revealed that the extent to which candidates were 

satisfied by assessment and certification activities of COC was low. The data in item 4 of 

the same table also reveals that majority of the respondents, 49.83% (that is, 21.65% 

strongly disagree and 28. 18% disagree) reported that they disagreed with the statement 

that reads, "The overall assessment process was successful that I was satisfied and hence, 

I wished I could come and assessed again n. 

The above findings were consistent with the findings discussed before in this study. For 

instance, as was seen in the analysis of each items of table 3, 4, 5, 6, 8, 9, and 10, they 

were in agreement with this. The means of the responses of the TT and TG for items (1-

4) is below three. Therefore, it is possible to conclude from the result of table 10 that 

majority of the respondents have negative perception towards the status ofIACP. 

From the above data alone, one can infer that COC was not yet successful in meeting its 

objectives and hence did not satisfy its beneficiaries. 

4.9 The Challenges that Negatively Affected the IACP Being Carried Out by COC 

As was indicated in the literature review part of this study, several factors are likely to 

affect the effective implementation of assessment and certification programs (IACP). In 

order to identify each problem, the researcher decided not to limit the responses of his 

respondents. Hence, he collected the information regarding this issue from the open­

ended question items filled by the trainers and graduates; from COC documents; 

interviewed assessment center coordinators and TVET bureau officials and participants in 

FGD. All the respondents were requested to mention the major problems that impeded 

the effective IACP in rank order (1-5) according to their severity. Accordingly, the 

common orland agreed themes of the responses are summarized as follows: 

~ Lack of competent assessors; 
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~ Shortage of human, budget and material resources in COC; 

~ Inefficient assessment administration; 

~ Shortage of appropriate assessment materials in ACs; 

~ poor standard of the assessment tools ; 

~ Weak relationships of COC with ACs and employers; 

~ Low capacity of COC to execute assessment and certification activities such as 

lack of independency of COC and its inappropriate organizational structure; 

~ Inefficient certification system; 

~ Poor quality of education and training delivered III universities and TVET 

institutions 

• The content & level of what the candidates have trained in TVET was not 

relevant with the assessment being conducted by the COC; and 

• The skills acquired by trainees in TVET institutions or universities were 

found to be inadequate to pass the assessment being given by COCo 

~ Absence of consistent and legal guidelines of COC; 

~ Low management and leadership capacity of COC; and 

~ High costs of the assessment materials. 

In his intention to identify the major bottlenecks that affect the implementation of 

assessment and certification in the region, the researcher counted the frequency of 

responses given to each of the above problems. Accordingly, the rank order of the 

five major challenges of COC is summarized in table 11. 

Table 11 Responses Regarding the Major Challenges that Impede the IACP 

No. of respondents in each rank Percentage 

Major Challenges encountered I 2 3 4 5 highest rank 

Lack of competent assessors 14 6 19 3 9 7.8 

Shortages of appropriate assessment materials in ACs (machines, 23 7 12 8 7 9.5 
cQuipments, computers, etc .. ,) 
Ineffic ient assessment administration 5 10 6 8 13 5.3 

poor standard of the assessment tools 4 21 13 2 1 8.6 

low capacity of cae to execute assessment and certilication 9 15 6 18 4 7.4 
activities such as lack of independency of coe and its inappropriate 
organizat ional structure 
Total 55 59 56 39 34 
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As indicated in Table 11 , 23(9.5%) of the respondents ranked item 2 which is shortage of 

appropriate assessment materials in ACs (machines, equipments, computers, etc .. ,) to be 

first; 21(8.6%) of the respondents revealed item 4, poor standard of the assessment tools, 

to be ranked second; 19(7.8%) of the respondents ranked iteml of the table, lack of 

competent assessors, to be third; item 5 of the table which is low capacity of COC to 

execute assessment and certification activities such as lack of independency of COC and 

its inappropriate organizational structure ranked to be fourth by 18(7.4%) of the 

respondents and finally , item 3 which is inefficient assessment administration ranked to 

be fifth by 13(5.3%) of the respondents. 

From these findings one can say that shortage of appropriate assessment materials in ACs 

(machines, equipments, computers, etc .. ,), poor standard of the assessment tools and 

lack of competent assessors have severely impeded the IACP. 

4.10 Suggested Solutions for the Perceived Problems 

In his attempt to identifY the solution for the identified problems and hence to improve 

the IACP, the researcher asked his respondents (of the open-ended questions, FGD and 

interview) to propose possible solutions. Accordingly, they suggested the following 

points: 

» Assigning assessors who are competent and trained on how to assess and have 

relevant industry experience; 

» Improving the material and financial resources of COC; introducing level based 

assessment system; revising and improving assessment fees . For instance, the fees 

should be subsidized by government and cost sharing system of assessment 

should be introduced; Increasing access to assessment wherever and whenever 

needed; COC should be free and independent having appropriate organizational 

structure; having consistent and suitable assessment schedules; 

» Capacitating the human resource of COC by giving further training and assigning 

the required number of competent supervisors in relevant occupations. COC 

coordinators or experts should take sufficient training on assessment procedures 

and guidelines and must pass assessment by occupations related to TVET; 
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conducting research to identify and give immediate solutions to the problems 

encountered during assessments ; building sound reporting and data base system; 

improving the management and leadership capacity of cac; frequent monitoring 

and evaluation; having consistent and legal guidelines of cac; establishing 

consulting committee; giving value to the certificates offered by cac to the 

competent individuals; facilitating skill- gap training of candidates; 

);> Capacitating the existing ACs and adding other facilitated assessment centers 

from industries; cac should have its own standardized assessment centers; 

allowing candidates to appeal on their assessment results; intensifying awareness 

creation activities to improve the participation, involvement and support of 

stakeholders; building the capacity of AC personnel in order to make them 

committed and cooperative during assessment; 

);> Using standardized and piloted assessment tools for assessment; Securing the 

assessment tools- the same A Ts should not be given again and again; 

);> Assigning competent supervisors in each area of assessment who can check the 

assessment materials if they are functional, available, adequate, and precise/ 

accurate prior to the start of assessments. 

» Allowing credit transfer and accumulation or CC system -allowing candidates to 

be assessed only by the part of the assessment package which they did not pass, 

rather than enforced them to take the whole package again; 
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

This final chapter of the thesis deals with the summary of the major findings of the study, 

the conclusions drawn based on the findings and the forwarded recommendations. 

5.1. SUMMARY OF THE MAJOR FINDINGS 

The purpose of this study was to look into the implementation of assessment and 

certification carried out by COC in Mekelle Zone of Tigray Regional State and point out 

the prevailing problems and thereby forward recommendations to solve the problems. 

In order to achieve this purpose, basic questions were raised that addressed the challenges 

faced and the successes achieved in IACP in the region/zone. To this effect issues related 

to this focus area of study such as the status ofIACP, the major successes of Tigray COC 

in IACP and the main challenges facing to Tigray COC in IACP were raised. 

The respondents to the descriptive survey were 169 TVET teachers and 122 TVET 

graduates. In addition, documents of COC were reviewed; interview was conducted with 

sixteen AC coordinators and two TVET officials; and FGD was held with the twenty one 

COC experts. As to the researchers ' knowledge, these all together are believed to be 

representatives for the study. 

The data obtained were analyzed by applying frequency of numbers, percentages, rank 

order and weighted mean using tables. As a result of the data analysis of the study, the 

fo llowing major findings were obtained: 

1. There were no adequate appropriate assessment centers (ACs) from industries. 

That is, the availability of appropriate assessment materials and cooperative and 

committed human power in the ACs were low. (See Table 3). 

2. The availability of competent and committed industry assessors was low. That is, 

the assessors rarely used established methods for the collection of evidences of 

competence; rarely offered guidance and feedback on weak and strong 
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performance of candidates; had no verifiable relevant industry experiences and 

knowledge of the occupation at or above the level being assessed; and did not 

make allowable adjustments without compromising quality to accommodate the 

interests of the candidates. (See Table 4). 

3. The performances of Tigray COC in assessment administration were not 

satisfactory. That is, awareness creation activities were made rarely; the frequency 

of assessment offered on demand of the candidates was low; the COC experts did 

not regularly evaluate assessment & certification activities for better 

improvements; the system rarely allowed accumulation of achieved units of 

competence; the assessment fees were not fair for candidates to be assessed again 

& again; assessment conducted by qualification level was rare; and the system 

rarely recognized prior learning through assessment. (See Table 5). 

4. The standard, relevance and effectiveness of the assessment tools used were low. 

That is, the assessment system rarely used standardized assessment tools; the 

relevance of the assessment tools to the Occupational Standards (OS) was low; 

and pilot tests were made rarely before large scale implementation of the 

assessment tools for assessment. (See Table 6). 

5. The certification system of COC was not up -to- date to the required standard and 

hence was not effective. That is, the COC's registrar office was not equipped with 

the necessary resources for the implementation of the certification system and the 

certificates given by COC to the competent individuals were not yet valued as 

criteria to give priority in employment opportunity, promotion, and entry for 

higher education. (See Table 7). 

6. The Capacity of Tigray COC for [ACP was low. That is, the availability of 

adequate financial , material and human resources in COC for the execution of the 

ACP was low; the COC was not free and independent in executing its programs; 

the organizational structure of COC was not appropriate to effectively implement 

the assessment and certification programs; the leadership and management ability 

of COC was low; and the COC did not conduct researches to improve the [ACP. 

(See Table 8). 

7. Regarding the successes achieved during the [ACP, the extent to which 

assessment and certification programs increased the opportunity of creating 
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qualified and competent work force responsive to the labour market demand was 

moderate. However, the extent to which the assessment processes identified 

candidates' weak and strong performances and offered feedback for better 

improvement was low implying that the COC did not fully achieve its objectives. 

On the other hand, there were few successes achieved during IACP in that COC 

became a potential to create competent citizens who can contribute for the 

development of their country by encouraging trainers, trainees and other citizens 

to upgrade their knowledge and skill according to the required labor market 

demand based on the occupational standard. (See Table 9). 

8. The Status of the IACP carried out by Tigray COC was low. That is, the extent to 

which COC has achieved its objectives in IACP was low; the overall assessment 

process was not successful; the assessment program carried out by COC rarely 

became valid and reliable, and hence was not trusted by industries/ employers; 

and candidates were not satisfied by assessment & certification activities of COC 

(See Table 10). 

9. The major challenges that impede the IACP were lack of competent assessors; 

shortage of human, budget and material resources in COC; inefficient assessment 

administration; shortages of appropriate assessment materials in ACs (machines, 

equipments, computers, etc,.); poor standard of the assessment tools ; weak 

relationships of COC with ACs and employers; low capacity of COC to execute 

assessment and certification activities such as lack of independency of COC and 

its inappropriate organizational structure; inefficient certification system; poor 

quality of education and training delivered in universities and TVET institutions; 

absence of consistent and legal guidelines of COC; low management and 

leadership capacity of COC; and high costs of the assessment materials. Out of 

these, the most severe ones were shortage of appropriate assessment materials in 

ACs (machines, equipments, computers, etc .. ,), poor standard of the assessment 

tools and lack of competent assessors respectively. (See Table 11). 
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5.2. CONCLUSIONS 

In light of the findings of the study the following conclusions were drawn: 

1. Regarding facilities of ACs, one can conclude that the candidates were taking 

their assessments in ACs with inadequate orland poor quality assessment 

materials and less cooperative AC coordinators which is against what the 

assessment directive recommends. This may be attributed to low efforts made by 

COC in accrediting, capacitating and convincing ACs to make them cooperative 

and supportive during assessments. As a consequence, these may impede the 

effective IACP. 

2. Regarding the capacity of assessors, the assessment was being conducted in a 

ground where there were no competent and committed assessors. From this, one 

can understand that it happened against what has been recommended in 

assessment directive of MOE (2010) about the qualification, experience, 

competence and training of assessors during their accreditation. Hence, it is not 

difficult to conclude that this kind of situation can have an adverse effect on 

meeting the objectives of occupational ACP. 

3. Concerning the assessment administration of the COC, the study disclosed that 

assessment has been administered only in limited capacity of COC experts which 

ultimately lead to inefficient awareness creation activities; assessment conducted 

only in limited areas and qualification levels and dissatisfaction of candidates in 

assessment. 

4. As revealed by the study, assessments were being conducted with poor standard 

of assessment tools. This implies that most of the assessment tools which have 

been used for the assessments did not satisfy the required industry standards. 

From this, it is possible to conclude that this could be one reason for low 

recognition and acceptance of the value of assessment and certification by the 

stakeholders particularly the industries who are the supposed end user of TVET 

graduates. 

5. Regarding the certification system, one can concluded that COC had problems in 

issuing the certificates timely and accurately and in valuing the certificates so as 

to keep the moral and benefits of the competent citizens. Hence, the certification 
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system of COC was not time saving, accurate, and up to date to the required 

standard. This implies that COC had no modernized system of certification and 

legal enforcement to value the certificates of competence awarded to the 

competent citizens. This may be attributed to the shortage of the necessary 

material and human resources and lack of its independence and authority to 

accomplish its tasks of certification to the required standard. 

6. Regarding the capacity of Tigray COC, it is not difficult to conclude that Tigray 

COC staff had shortage of financial, material and human resources in executing 

the assessment and certification tasks regularly and timely. In addition, the COC 

was not free and independent and its organizational structure was not appropriate. 

These all together may lead to the shortage of appropriate professionals who can 

effectively lead the organization and conduct researches for its improvement. This 

kind of situation can have a negative effect in meeting the objectives of COCo 

7. Regarding the successes achieved, it can be concluded that the COC did not yet 

achieve its objectives. Hence, this kind of situation can have an adverse effect in 

IACP. However, as most respondents agreed, it had relatively better performance 

in promoting the advantages of being assessed and certified to most training 

institutions, industry workers, trainers, trainees and others. As a result, training 

institutions started to train their students according to the required standard and 

many people are being motivated to continuously upgrade their knowledge and 

skills in order to be competent. 

8. Regarding the status of COC, it can be inferred that the assessment and 

certification programs have not been successfully implemented in relation to the 

objectives of COCo Therefore, the status of the COC in this regard was low 

showing that combined efforts are still required. 

9. From the foregoing discussion alone, one can infer that the major bottlenecks that 

affected the quality, relevance, and effectiveness of ACP were shortage of 

appropriate assessment materials in ACs (machines, equipments, computers, 

etc .. ,); poor standard of the assessment tools ; lack of competent assessors; 

shortage of human, budget and material resources in COC and inappropriate 

organizational structure of COC and its lack of independency from TVEr. 
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5.3. RECOMMEND A TIONS 

On the basis of the findings obtained and conclusions drawn the researcher forwarded 

the following suggestions in order to improve the IACP which are the focus areas of the 

TVET strategy in the country. 

1. In connection with the inadequate facilities of ACs, the regional COC need to 

strive further to find appropriate industry ACs; should capacitate the available 

ACs in order to equip them with the required assessment materials and should 

create adequate awareness among relevant stakeholders and beneficiaries 

including AC coordinators in order to make them cooperative in giving real 

support during IACP. In addition, COC should have its own assessment centers. 

This could be realized by integrated efforts exerted by COC and its stakeholders 

including governmental and non -governmental organizations, chamber of 

commerce, industry/employers and other citizens. However, government must 

assume the primary responsibility for building large units of ACs establishments. 

2. Regarding the low capacity of assessors, the COC need to strive to get assessors 

who have verifiable relevant current industry experience and knowledge of the 

occupational working area at or above the level being assessed. The COC need 

also to offer appropriate and adequate training to the competent assessors on how 

to assess candidates. 

3. Before full implementation of assessment, COC must ensure that a 

comprehensive period of testing has undertaken, taking into account the system 's 

functionality and capacity. Any lessons learnt must be incorporated into the 

system. That is, COC must have procedures in place to undertake regular system 

of testing and reviewing once the assessment system is in operation to ensure 

continued reliability. COC should also introduce level based system of assessment 

and the system of credit accumulation and transfer or CC system of assessment; 

In addition, assessments should be accessible to candidates whenever and 

wherever they need them and prior learning should be recognized. 

4. Standardized assessment tools should be prepared based on the established OS. 

That is, candidates should be assessed by standardized A Ts that include 

proportional units of competences in each of the TVET areas. A Ts for each 
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levels of an area including low level occupations such as level I and level II 

should be available. There should also be A Ts particularly set to candidates who 

wanted to take assessment for certificate of competence (CC). The COC should 

have strong mechanism of maintaining the security and authenticity of each AT. 

For instance, the same assessment tool should not be used over and over. In 

addition, COC must have secured and reliable AT data storage. 

5. To make the registrar system fully secured, time saving, accurate and up -to- date 

to the required standard, it should be equipped with the necessary facilities, 

skilled human power, and legislation. There should be legal enforcement to value 

the certificate of competence awarded to the competent citizens by giving 

priorities to the competent individuals in providing employment, promotion and 

higher education opportunities. This should clearly be stated and declared as 

important issue in proclamation of COCo The other most important thing to value 

the certificate of competence is to make it trusted by employers. 

6. Strengthening the capacity of COCo That is, the organizational structure of COC 

should be changed by increasing its capacity of human, financial and material 

resources. In addition to this, the involvement and support from the stakeholders 

of COC in this area can best be accomplished through facilitating conditions that 

would enable them provide resources as much as they could. COC must ensure 

that suitable support facilities are in place for ACs and that there is a 

comprehensive contingency plan should any part of the system fail. With regard 

to this, COC need to identify other sources of support. In order to effectively and 

independently implement ACP, COC should be independent of TVET. 

7. For effective IACP, it is necessary to have well informed and strongly motivated 

stakeholders. Thus, stronger awareness needs to be created through the 

establishment of promotion system among stakeholders focusing on mutual 

benefits derived from the ACP. Creating favorable situations for skill-gap 

training to the candidates; conducting research to identify and give immediate 

solutions to the problems being encountered during assessments; and establishing 

Consulting Committee and Technical Work Group (TWG) of COC from 

independent bodies and stakeholders of COC to contribute in IACP. 
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APPENDICES 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

DEPARTMENT OF BUSINESS EDUCATION 

Questionnaire to Be Filled By TVET Teachers Who Took Occupational Assessment 

General Direction: 

Dear Respondents! Assessment and Certification programs are being implemented in 

Tigray Center of Competence (COC) since its commencement in 2009. Therefore, the 

purpose of this questionnaire is to gather information about the success, status and 

challenges in implementation of these programs by COC vis-a-vis meeting its objectives. 

The confidentiality of your response will strictly be held as the data will be used only for 

academic purpose. That is the purpose of this study is purely academic and no way 

affects you personally or organizationally. The findings may serve COC planners, 

candidates, training centers, and employers in development endeavor. So your genuine, 

frank and timely responses are indispensable and determine the success ofthis study. 

The information that you will provide will determine the quality of the study. So you are 

kindly requested to fill the questionnaire genuinely and honestly. 

The questionnaire has two parts: the first is about your general background information 

where as the second is about the implementation of assessment and certification 

programs. 

Dear respondents! Please note that: 

• You do not need to write your name on the questionnaire. 

• You need to respond all of the items. 

• You should not consult other respondents to fill it. 

• Put a tick CV) mark inside the box provided or write briefly your responses as 

needed. 

Part one: Personal Information of Respondents 

Sex: a) Male b) Female 

1. Age: a)20 years and below b) 21-25 c)26-30 d)3l-35 e) 36 years and above 

2. Educational Level. __________ _ 

3. Area of special ization _ _ _____ __ _ 
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Part Two: Questions Regarding the Implementation of Assessment and 

Certification Programs 

Section A. Questions Related to the Challenges and Status of the Implementation of 

Assessment and Certification Programs in Tigray COC 

Direction 1 Please indicate how often the following activities of assessment and 

certification programs have been carried out by COC in your Region/Zone. Give your 

response by making "--J" in the box provided corresponding to each activity. Choose 

among the following rates . 

l=Not at All 2= Very Rarely 3= Sometimes 4= Often 5= Very Often 

No Activities 
Res onses 
1 

1 Promotion of COC to community, industry and other stakeholders in order to 
get real support and participation in assessment and certification programs 

2 Assessors used established methods for the collection of evidence of 
competence 

3 During assessment the assessors offered guidance and thereby provided 
feedback on weak and strong performance of candidates for better improvement 

4 Candidates were allowed to appeal on assessment decisions whenever the 
appropriate assessment procedures have not been followed or if there was 
evidence of discrimination orland corruption 

5 The system allowed progressive assessment by qualification level, starting from 
the lowest available qualification level up to the highest level 

6 The system allowed accumulation of achieved units of competence or credit 
accumulation and transfer leading to a National Certificate'(NC) 

7 Prior Learning was recognized by the assessment and certification programs 
8 The COC was free and independent in executing its assessment and certification 

programs 
9 The quality assurance processes was valid, reliable, and hence trusted 
10 Pilot tests were made before large scale implementation of the assessment tools 

for assessment 
11 The assessment tools were standardized 

Direction 2 Dear respondents! After carefully reading each item in the table, please give 
your response by making "--J " in the box provided corresponding to each performance 
score value among the following rates: 

VL=Very Low L= Low M= Moderate H= High VH= Very High 

2 3 

Items Responses 
No VL L M H 
1 The availability of sufficient appropriate assessment materials in 

assessment centers. 
2 The availability of competent industry assessors 
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3 Leadership and management ability of COC 
4 Availability of qualified and competent human power in COC 
5 The extent to which COC has achieved its objectives in 

implementation of assessment and certification programs 
6 The availability of cooperative and committed human power in 

assessment centers 
7 Relevance of the assessment tools to the Occupational Standards (OS) 
8 The extent to which candidates were satisfied by assessment and 

certification activities of Tigray COC 
9 Availabi lity of adequate financial resources in COC for execution of 

the assessment and certification programs 
10 Availability of adequate material resources in COC for execution of 

the assessment and certification programs 
11 The frequency of assessment offered on demand of the candidates 
DIrectIon 3 For each of the folloWIng statements, please mark the level of your 

agreement by "..J" in the box corresponding to each item to indicate your response among 

the following rates : 

SD = Strongly Disagree 

SA= Strongly Agree 

D= Disagree UD= Undecided 

No Items 

I There were suffic ient appropriate assessment centers from industry 
2 The certification system of COC was- up -to- date to the required 

standard 
3 The COC's registrar office was equipped with the necessary resources 

to implement the certification system 
4 During their monitoring activities COC experts conducted researches to 

improve the implementation of assessment and certification programs 
5 Assessors had verifiable relevant industry experiences and knowledge 

of the occupation at or above the level being assessed 
6 Assessors made allowable adjustments without compromising quality, 

to accommodate the interests of the beneficiaries/ candidates 
7 COC experts regularly evaluated assessment and certification activities 

for better improvement 
8 The overall assessment was successful that I was satisfied and hence, I 

wished I could come and assessed again 
9 The assessment fee was fair for a candidate to be assessed again and 

again 
10 Certificates awarded by COC for the competent individuals were 

valued as criteria to give priority in employment opportunity, 
promotion, and entry for higher education 

11 The organizational structure of COC was appropriate to effectively 
implement the assessment and certification programs 

A= Agree 

Responses 
SD D UD 

I 

- 82 -

A SA 



Direction 4 List the pr oblems which you think hinder the effective implementation of 

assessment and certification programs in relation to meeting its objectives, in order of 

their severity from higher to lower 

A. __________________________________________ ___ 
B. ______________________________________ ___ 
C. ________________________________________ _ 
D. ______________________________________ ___ 
E. __________________________________________ ___ 

Direction 5. What solutions do you recommend to avoid such barriers or challenges? 

A. __________________________________________ ___ 
B. ______________________________________ ___ 
C. ________________________________________ _ 
D .. __________________________________________ _ 
E. ______________________________________ _ 

Section B. Questions Regarding the Successes of Assessment and Certification 

Programs 

Direction!. To what extent does Tigray COC so far achieve its objectives in 
implementing assessment and certification programs? Dear respondents! Please give 
your response by making "-V " in the box provided corresponding to each performance 
score value among the following rates: 

VL=Very Low L= Low M= Moderate H= High VH= Very High 

No Successes Achieved Responses 
VL L M H VH 

1 Increased the opportunity of creating qualified and 
competent work force responsive to the labour market 
demand 

2 Identified candidates' weak and strong performances and 
offered feedback for better improvement 

3 Encouraged TVET centers to train their students according 
to the required labor market demand based on the 
occupational standard 

4. What other successes do you perceive that are being achieved by implementing 

assessment and certification program? _________________ __ 

please go back and ensure that you have completed responding for all of the 

questions 

Thank you for completing the questionnaire! 

- 83 -



MI ~'rJJCilt ~"lil ~nlJ 

II.-r -r~UCt .('Ul ~l? 
n.1f~i1 h.1!:h, 7i1 "l:rC-roo1-r 

/Questionnaire to be Filled by Assessed TVET Graduates/ 

l/t-nnCh-~ 9""0 aJ'/lI,t! a"OTJ M, oo{j'la't '1~ 11t1t1'1 COC },1I h~"I, 
+"In6- i16-;t"'; 9"11'1 9"C"I;J{) lIq,Q'}' 'I" ,n oCt&,h,'{i11 a"OTJ ;r'/> '}110(J}'-'/­
},1I1f'l1lC'9" 'laC ;r-'/- illJlI mIt. O'l,(h-?> I1fr lICh,l 1U,nn (J}·Md·'} l1;Jm9"?> 
&.,,.,t 0'lOTJ-'/-1 1I1/~tlh-'/' 11.('1'1, rl,nt,;r lI9"hlJlI'} 1I9"-'/-1;r'}'} h'P'I'e ~;rfh 
'}~q,OTJ1"~: : 
h t lICh 11 ,"Ot,;r '} ~ IJ "IOTJ..I''e 00 {} 'I o-t l' 6-~ 11 (J}'a tI 1I9"1j, ~- OTJ,{\(n.6- 'e H 
l/1'rI,t'I(J}'~: : 1I1'(J}1'\ n , arMd· h'l; oo{}'1 t'lt ~1I q;'1t'1, 1I.,.'}-'\. 
'}t-ool1'}t 1 ,}OTJhhtl oootlm')-'/''} '}$OCt ~1J"'}'1 iIt'Ilfm:r9" :r~-a'} h'P'I(J}"} 
rl,nt,;r 119"'111 'M(J}·-,/·~-/> "IY.~9"/},'} '}I1'1(J}-/>/;r ~(""'''#;r: : 

lH-nnCh-9" 9""0 (J}'1l1tl ootlo, h'H'-'/'un-
• 09"h-9" 9"{}rI,~ M'.('tI ') 
• ,}h-t'I'} fh'Y';r-'/' 9D 9""ilh-9" Y.;J'I,9"1i-9" },l;J"Io-
• '}lJtI~,}· M'}' ~~"-OTJli.;-
• '}~C6fij,n'9" ~1I (J}·0m. 1/' ''(J}' '1n- 1'\ ,)"I.';';,}. 9"tll1-'/- "..j" "In.;. (J)~ 

h9"~.1'."~ ~'/> 9"" oh·9" lIr1,'l,C (}rI,~-

1. 09" 1H-ool q,lJt'I-/hfI- oootlm~. '}'lJtI (J)~ M,~' _______ _ 
2. J';r a) '1-lJa;:l-~ b) ~ '}iI;r~ 

3. a.('oo a)20 qoo-'/-'} -'/-fh'/;~,·'} b)21-25 c)26-30 d)31-35 e)36'} 
tiM),·'} 

4. lICh. -'/-9"UCt __________ _ 
5. q~~-,/- 1/0 tim '}IJ t'I.!ht'l- '1".1' _______ _ 

- 84-



:(l 

1 

2 

3 

4 

5 

6 

7 

8 
9 
10 

11 

:(l 

1 

11. hJ'..Il T"In&- TC'''I&-9'' 9"Htj"} I'ICi;.Lh.7\'}'} mIL Hl\SU lICh,} fJ'l°'H:,} 
lI1f9"AhT 

oo9"Cm. 1 '}fh~fh~ MI9" 1/Mrr '}1't.;t',}. 'WC"'1.Tr!'u 9"Ah'}' "..j" 
},1I <'I'}~3f'}. lI9""If1C ooAn·:: ~tl9" 11Mn· uofftJl.o;t'~· '/,m:(>uo,:: 

1 = 9",}9" 2= "'fhi; 4 = oofllffhi;h- "111. 
5 = ~C;J h-tl-7i6 

,}1' t.;t'~. 

},'n lI&-fht 9"1I1i") llC1;.Lh.7i'},} -t<'l'}'c::.~9" 119"1' Afl ,}. y.'lc::.9" '}hun· 
'}fftJfhnl.lllll'}~,.'}.l\lI~·t'} '}ljA~'} ' J'."In},'i' n'lA'}"} 'n COC 9"Ao,}A J'."Inc 
M~ 

oolnt ljll -tooU'H: ~'nhflli' ool.,'\},;t' ,}!'uhljll IInM'~!'u Y.l.·f;~" 1/,1-, 1'1 OJ 
"'1.'1 },-t~ 1infl ool.-'lh;t' J'.1'4>00, h{'o9" 
oolnt '}-tuoll'}t lI'}'nhA oollS'9" lIM)~' ~n'9"'} 1"}h'C'} 7t;t'f'9" 
11fhllC "1111. ooAll. J'.un· h{'o9" 
uolni; },~Af11 h'H·Ij:Ooo. OJJ'. lI~'nhA h'}-tIlJ'.uoll.'i9" -tooU'a },lI 
OJ'<'I~ ht 9"1t'i' J'. "If1~~. hlll'1- J'.1j:." ~ h~ 
H lIC'}~' 9"11'1 ljll ;t'fht '}'IM. 'HII'IOJ' lICh;t'~· qo f (Levels) h·II·9" 
rm3fAA h~ 
h'l; lIC'}~' !"'11'i' lIlj·n '11&-'f I'IC1;.Lh.'}· 1I';f'}~· qo f 1lnofh -tuu l1'H: 
l/r1-,M·II· fh~fh~ tJ4·A lI';f'},}· '}llhhll /Credit accumulation and 
transfer/ rlj:.p ~ h~ 
h'l; lIC'}~' 9"1t'i' lIl1Am'i' 1'&-fh HJ'.f\'llI lIA9"-'I. lH·I. ·fin 1I';f'}~· qo fOJ· ' } 
1·:(>n.l'I· r 1.;J"Io h~ 
h'l; fftJhhA 9"tI'i' 9"C"I;JO 1I';f'}~· qo f (COC) ~'J'} 1t'IA-tli''} h~ 
h.e.ll hi; 9"11'1 '}'nhflli'; -t,}'l'ltl . .e ; Ij: ,}. rl-,OJ· '} -t ~fftJ'i' .e'}~ 
hf·9" UO<'lCrll. 9"1t'i' ;t'~. /Assessment tools/ .." ~fftJ. 'nn&.m· '}9"tl'i' '1'''If1C 
},lI lI&-fh 9" OJ·'} 1'1-9" ~:(> -'I, qo 9" 'n&. 'I' 'I .e1.;J1 f} 7, {'o9" 
lIfh~ fh~ qo f 1/-'1I1OJ' ItIlOJ' uo<'lC{h. 9"H'i' ;t'~. / Assessment tools/ 
lI;t"}-'lC}!'9" 11r1-,IIOJ' h{'o9":: 

oo9"Cm. 2 '}fh~fh~ hll9" lIMn· '}1't.;t'+ '}9"C"'1.n·9" 9"AIl'}' "..j" 
~1I <'I,}-'I.3f~. lI9""If1C uoAn·:: W9" liMn· oofftJl.o;t'~· -tm:(>oo,: : 

'} l' t.;t' ,} . 

},lI oouoH~. "'1hM')' 1lChn· oom')'} ·n';f'}~·'} ~"If1'n'I'}' Ht'If119" 'I.e !,,'II'i' 

1 

1 

9"'IiH 

2 3 4 

9"'Ii'i-}. 
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0'J7i<J1': oo<'\Cih;r-)·'t h;rro;r1·'t l-tAH 'I'lIJ1·'t 
11q.'}1·: lD'H],~1'1 '''ro-'l-'lt-.e~-)· -t nl1'1"M,' .e'l"1I~' IIl1ro· ooWH; 
~11 O'JhhA 'l"C"J;J{) 11q.'}1· '1")' (COC) IIl1· <J.e 'l"ih~t-1 <J.e ~,00t-C,*,1 
11M l' 
11q.'}1·-t nllih 1 },11 0'J7,hA 9u C"J;J{) 11q.,}-)· '1")' (COC) <J.e l/Ch,O 'n,}A 
'1")' 
ht O'JhhA 'l"C"J;J{) 11q.'}1· '1")' (COC) O'JOl 111~.e 'tJII'l" ~,. ~O'f -" 
~"Ah''l'' N, 'l"~'? 
},11 ooooll~. O'JhM')' IIl1· <J.e ro+.e~-)·-t 'l"-)'ihl1IJC1 oo'tUI 
ll'l" Y:<J oo<,\C rh.;r-)· 'l"11<J (Assessment tools) 'l"fI 11~,:t-'lfl1·t lH'-'lllro 
l1Ch. '1")' (Occupational Standard) 
.,.ooWH; fi-I; llro'll1 'l"11<J't flt-;" -t (tCtb.lh7iT} O'Jol l1-t~.e ih? ..... )· 
h I"'l"? 
},11 O'JhhA ool;J?'l 'Oq.'}1· '1")' (COC) IIl1· 1'l"11<J'n (tCt&,h,7i-n 
11 (J)- tJA 4 • .e <J'}<,\ 'f 'I ~-t 
},11 O'JhhA ool;J?'1. 11q.'}1· '1")' (COC) till- 't'l"It<JT} (tCt&.h, 7in 
11(J}-oA 't'P;r'f 'I ~,t 
flt-iht 'l"1I<JTt (tC-t&,h,7i11 .,.oolnt },'n 11~A~fO h'P-n (I;r't },11 
'l"11)'Y: 

oo'l"Cth. 3 1ihY:ihY: hJi'l" lIMn· 1'P&.;r-)· 1'l"C""I.li· 'l"AI1-)' u..j" }dl 
<'\-t,ll.~1· l1'l""JIJC ooA(t· :: ~11'l" lIMn· ooO'Jl{);r-)' -I·m:roo· :: 

1 = Mlr >..eilO'JooOft-1 
4 = ,er1O'J ooOft-

2 = >..eil"'1000ft-1 
5= Mlr .eil"'1000ft-

3 = 'l"11lj' hr 

-t'P&';r1' 
1 

nl1'1" n,· '}'l"It<J 11"~' h 1'1 ..... ). lH·O'JM,· <J.e ~,:}-'lfl1·t oooom. 0'J7,M-)' 
Mro· 
},l1tl h'P'HI. flC'}1' (tC-t&,h, m COC l1M,m'/· : 11{)&"',: 11~ihT}~-"1 
l1ltn<J'f~'''1 nt 1IY:lI fI;r1-'lCY: .e li.eY: M · 
<J.e COC l]/. fl1·t-C ~, Y:lI.e-f; '011,,'/· <Jro+-t ~"JIJ'O~-)' l1ltllfO 11(tAm~ 
,*,.ell. (t 'n'} 11.,.O'J A~, ~ 
COC h.e-'l. 1'''Jnt- 'l"tI<J't (tCt&,h,m1 TC'''Jt-'l'' 1'l"'l"ih)'7i l1ih"J11 
oo{)<Jot .e?l1C~ 
ool11,t O'JOl ro.e AM. ht 1.,.ooll'}-t 119U lrM· l1Ch. '1")' "L"n' 'P't l1'l"tI<J 
1/.,.l;J1fJ 11q.'}1·'t },"JIJ 'n~-)' IllIfO <J.e ~,:}-'lfl1·t A'l"-'l. flt-ih Mf09u~ 
ooll'}t 'M&'-}' h.e"''1,n;,· 11~"'Y: 'l"1·OCt-.e l1'l""JIJC hh'l"h'~;r-f; Y:t..-}· 
.,.oolnt '}hO'JAn' .eM.;.. hl"'l" 
11 ~,. ,,;r1· COC 1'''Jnt- 'l"1t<J't (tCt&,h, m Ot 110M 1I1oo,,,r7i l1:r'lll, 
h<Jn100, 9u 1·OCt-.e .e?11';" hl"'l" 
O(J}-1' 'l"1t<J h<J"'1ir~ M1I"~'} M11,}?l1h·lI·-t h1.,.1t.e,"lI.&'lD·'} },'n :r'lt'l. 
h'P1 oo'U, 'tl1'l"ll'} Y:t..-}· ~,ih-'l.';" lI.e h~ 
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ht 'Wlt'l 1flit.b'\ oom'} nl111 lJ::"''''f Ml1Tt~ Y.;J1,OO h9"H,} j.'.lihb'\ hI" 
~,'n lJi'lC} on,:,,'} lIt-fh to~ 'I0t't'P j.'. :"9"UCt ~11 9"h;rCD' 11 COC 
'1'0011,<,"'J" .,., y'f ,n-:;'~-f.'J" '}tll,no- qo Y1'~ ;r:" 'M9n~.), j.'.CD'I (I9"V. 
uorl-,CD·t-'f ~CD.'\.l'.'1J COC hb'\b'\'1 lIt-fht 9"1t'l,} lIC1;&,h.7i'}'} 'nl1-:;'~:" 
'} 9" lJ: '1 'J" 9":r-CD' h V. 

oo9"Cm. 4 ~1UI. h'nlt, l1hb'\b'\'1 COC j.'.:""/nC 'Hlt't,· TC"'lt-9" 9"11'I '} 
nCt6.h.7iT} 1"'''~'1-:;'1' hl"9" kHlt't"9"/I"9" ",'}.'\, 01"'1:" l-J11 lM~t't '111 
l/·"rI-,·,. l1-:;'Y.9" 1I~11 IIC1/Clt 

1. ________________________________________ ___ 
2. ________________________________________ ___ 
3. ________________________________________ ___ 
4. ________________________________________ ___ 
5. ________________________________________ ___ 

oo9"Cm. 5 ~lt9" 01"'1')' ,}9"lJ:;rthh h'};rj.'. h"lnC Mf1J :'·11b'\/t't.? 
1. 
2. 
3. 
4. 
5. 

t\. 119"H'I 'J"C"I;J{j 111>'J-r .,., n lICt 6.h. m'} ill-Jl1 mIL 1fi'llin- ll1r1-,;r-r1 
'JCD;r-r l11f9"Ah-r 1f:fln- th-f.;r-r 

oo'J"Cm. 6 '}th.l'.'fh.l'.' hli9" l1Mn· ll1r1-,;r:" 1 ~CD;r')' 9"tI'I'} nc·t&,h. 7i'}'} 
'}'J"C65). li-'J" 9"b'\h:" "..J" ~11 I'\'}.'\ . .;.;:,. 119""IIJC uob'\n·:: ~li9" l1Mn· 
uo"'1ltJ;r:" '''m:f 00' :: 

ll1r1-,;r:" 9"tI'IT} lICt6.h. 7i'}'} 

M;.I 1/mb'\(1 ·nlJi 0 rl-,j.'.t'l. lIl1 '}ht.t ~,11 9" th;.lll l/~nC' "I Y. 
119"'Jl,} y.), .l'.' tht 9"11'1 l/CD'Il1 "I11l uob'\lI, (Feedback)l1-:;.~:,' TooII'H 
'}huorl-,l"7i ~11 9";11;.111 1/~nC' .,.t-
l1uonb'\m~, .).l-J'I')' l/CD 'I n- lIb'\m'l ;r')' tJ&.f.9" '}huorl-,l"7i. tlfhY.C' hCD'};r'f 
()b'\'P .. 

4.ill-J11 mit 119"II'IT} nCt&,h.wn l,.,.llin- l-Jb'\~')' l·nrl-,;t+1 ~CD;:l"I' 
~, 'H' 'I b'\ I" 'J" 11 N1. .;. j.'.11 Cit.;. : : 

'}11:f l n- h-fr 'J" th f. ;f' -r 'J"9" "ilh-'J" ~ l;J"I 0-: : '} -:;'.,.6 'J"" 7i h-'J" f.'/.00 
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ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

DEPARTMENT OF BUSINESS EDUCATION 

Interview Guide for Officials of the Regional COC bureau and Assessment Center 

Coordinators in Mekelle Zone 

I. Background Information: 

• Qualification, _________ Sex Work experience _ __ _ 

II. Interview Guide Questions on Implementation of Occupational Assessment and 

OACP Carried Out by the COC: 

1. How do you explain the start and the current status of COC in the Region/Zone? 

2. What efforts have been made to make the COC and ACs inclusive and 

welcoming? 

3. Could you brief me on the support being given by the government, relevant 

stakeholders and the community to facilitate the IACP? 

4. What major challenges/problems have you perceived that negatively affected the 

quality, relevance, and effectiveness of the current ACP in the Region/Zone? 

• Developing a supportive and inclusive leadership and management in COC 

• Having assessment centers with full capacity for assessment 

• The availability of effective assessors as required by the COC directives 

• Assessment administration activities of the COC; 

• Effectiveness of awareness creation and establishing partnership and 

collaboration of COC with its stakeholders and beneficiaries (assessment 

centers, assessors, candidates and employers/industry) 

• Availability of standardized, relevant, and effective assessment tools for all 

occupations 

• Making the assessment responsive to the diverse occupations and 

candidates' needs and the effectiveness of certification system 

• The status of financial , material and human resources of COC 

5. What solutions do you recommend for the future? 

6. What do you think are the successes achieved by Tigray COC in IACP? 

7. What additional ideas you like to add regarding the IACP? 
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ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

DEPARTMENT OF BUSINESS EDUCATION 

Focus Group Discussion Guide (FGD) for Experts of Tigray COC (both Pilipino 

and Ethiopians) 

1. How do you describe the adequate and effective involvement of the following 

stakeholders in the implementation of occupational assessment and certification program 

(OACP)? 

• Assessment centers 

• Candidates and Assessors 

• Industry/ Employers 

• The community, governmental sectors, NGOs, and other members of the society 

2. How do you mention the inclusive support of the COC leadership and management in 

facilitating the implementation of occupational assessment and certification program 

(OACP)? 

3. Could you describe the efforts that have been made to create conducive environment of 

COC (Physical and social environment) for facilitating its activities in order to meet its 

objectives. 

4. How do you explain the efforts made by COC to make the following components of 

OACP responsive to the effective implementation of the program? 

• Assessors 

• Assessment Centers 

• Assessment Tools 

5. What challenges/problems have you perceived that negatively affect the quality, 

relevance, and effectiveness of the current assessment and certification program in the 

Region/Zone? Regarding: 

• Developing a supportive and inclusive COC environment 

• Having assessment centers with full capacity for assessment 

• The availability of effective assessors as required by the COC directives 

• The assessment administration activities of COC 
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• Effectiveness of awareness creation and the relationship between COC and its 

stakeholders and beneficiaries 

• Availability of standardized, relevant, and effective assessment tools for all 

occupations 

• Making the assessment responsive to the diverse occupations and candidates ' 

needs 

• Developing an inclusive leadership and management in COC 

• Establishing partnership and collaboration with assessment centers, assessors and 

employers/industry 

• The effectiveness of certification system 

• The financial , material and human resources of COC 

• The organizational structure of COC in the Region/Zone 

6. What do you suggest as solutions to these problems? 

7. How do you explain the start and the current status of COC in the Region/Zone? 

8. What do you think are the successes achieved by Tigray COC in implementing 

assessment and certification program? 

9. What additional ideas you like to add regarding the implementation of occupational 

assessment and certification program? __________________ _ 
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