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SUMMARY EVALUATION REPORT 
OF THE VOUCHER SKILLS TRAINING PROGRAM (VSTP) 

 
1. The Proposed Project will modify and extend the pilot Voucher Skills Training Program 
(VSTP), based on its evaluation and the lessons learned.  The processes, findings and major 
lessons and recommendations from the outcomes of the 2008 surveys and evaluation are 
sumarized below.   
 
A. The Voucher Skills Training Program 
 
2. VSTP was designed and implemented as a part of ESDP II, to offer community 
responsive technical and vocational education and training (TVET) and to move the Provincial 
Training Centers (PTC) from being supply-driven to becoming demand-driven institutions 
responsive to identified skills needs.  
 
3. VSTP, which operated from 2006–2008, targeted 210 poor communes in seven 
provinces.  Each of these communes received a training voucher of up to US$5,000 per year for 
the three years, to be spent on training selected, based on a Commune Training Plan (CTP) 
developed through participative planning, assisted by a Community Development Specialist 
(CDS) and working with the local PTC.  The objectives of the program were to alleviate poverty, 
improve the commune’s economic future and begin the process of making the TVET market 
responsive, with non-formal training.   
 
4. The CTP could include any training in trade skills, service skills or agricultural skills 
which would improve family income.  The training could be commune-based, enterprise-based 
or center (PTC)-based. Each plan was assessed by the Provincial Training Board (PTB) which 
ascertained its relevance to the skills development priorities of the province. 
   
5. The total budget provision for VSTP, between 2006 and 2008, was approximately $4.2 
million. 
 
6. Table 1 shows the breakdown of trainee participation under VSTP.  Over 107,000 
people benefited from the pilot program, of whom 57% were women.  
 

Table 1:  Trainees under Voucher Skills Training Program, by year 

 2006 2007 2008 Total % 

Male 7,247 20,717 18,450 46,414 43 

Female 7,050 25,926 28,382 61,358 57 

Total 14,297 46,643 46,832 107,772 100 
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Table 2:  Trainees under VSTP, by Type of Program 

 2006 2007 2008 Total 

 Total % 
Female Total % 

Female Total % 
Female Total % 

Female 

Commune-based 13,902 50 45,012 56 45,173 61 104,087 58 

Enterprise-based 119 33 644 40 680 5 1,442 23 

Center-based 276 29 987 37 979 33 2,262 34 

Total 14,297 49 46,643 56 46,832 61 107,772 57 

 

7. The data indicate that: 

 Significantly more women than men participated in the VSTP pilot overall 
(57%:43%), and in all years except the start-up year 

 Almost all of the training (98%) was commune-based 

 Women dominated im the commune-based training, but men dominated in the 
enterprise-based and center-based training—the longer and more structured training. 

8. It is presumed that the preference of trainees, overall, for commune-based training was 
because it requires little capital and can increase income considerably after a short period.  
However, as trainees earn more and use some of this extra income for education and training, it 
is anticipated that the demand for other skills will grow and the demand for enterprise and 
center-based training will increase.  
 
9. The poor participation of women in enterprise and center-based training was probably 
because these modes of training required trainees to live away from home and away from family 
domestic responsibilities.  Families generally are concerned about the safety of women living 
away from their families, in this instance with a small business owner or in a dormitory. 
 
B. Evaluation Strategies 

10. Two questionnaire surveys, the Commune Survey and the PTC Survey, were 
undertaken to determine the effectiveness of the VSTP, its impact on the life of the participants, 
especially in terms of poverty alleviation and the impact of the program on the PTCs. 
 
11. The Commune Survey, conducted on two occasions during 2008 and involving a sample 
of 4,676 trainees, was used to identify gaps in the VSTP and to clarify issues to support 
improvement in the program’s operation.   
 
12. The PTC Survey, completed during 2008 by the Directors and implementation staff of 
the seven participating PTCs, was designed to ascertain the effectiveness of the PTCs in 
delivering community responsive TVET and to collect general data on the effectiveness of the 
VSTP. 
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C. Findings 

13. The responses to the Commune Surveys showed the following employment rates for 
trainees1i: 

 three months after training: 
Commune-based training  65% 
Enterprise-based training  72% 
Center-based training  62% 

 six months after training: 
Commune-based training  77% 
Enterprise-based training  76% 
Center-based training  77%. 

 
14. An important anticipated outcome of the program was improved family income.  Data 
collected showed the following changes in weighted average family income for program 
participants: 

Before training     Riel 95,820 ($24.70) per month 
Three months after training    Riel 151,192 ($37.80) per month 
Six months after training    Riel 195,950 ($49.00) per month. 
 

 a 53% improvement in average family income three months after training 
compared with average income before training 

 a 98% improvement in average family income six months after training compared 
with income before training. 
 

15. Other important findings from the Commune Survey included: 

 The requirement that trainees wishing to participate in commune-based training must 
have land meant that many of the trainees were senior persons in large households 
rather than out-of-work youth, who were initially the primary target of the VSTP.  
However, as with other similar projects, heads of households participating in the 
program ensured that the entire family and even the entire village shared in the 
benefits of the training.   

 Some training courses were considered to be too short and very basic, with no 
provision for advanced levels. Some were offered during the planting season which 
meant that many trainees were unable to continue their participation.  Training was 
often very theoretical as there was a lack of basic materials, such as seeds and 
fertilizer. Sometimes it tended to be only practical because the trainers lacked 
understanding of the theoretical context 

 Most of the trainees were not able to start applying their learning at the conclusion of 
the program because of their inability to raise capital, despite its apparent local 
availability. 

                                                            
1  The interpretation of this data is limited because no baseline study was undertaken on selected participants.  A 

baseline study of participants should be undertaken for the expanded VSTP, within the first three months of 
implementation. 
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 Many enterprises in rural Cambodia are too small to undertake a training function 
and PTCs are not accustomed to working with small enterprises to deliver training.  

 In response to a specific question about fees, almost all of the trainees indicated a 
willingness to pay for training.  This was, perhaps, a surprising response since 
previous vocational training had been free for participants or participants had been 
paid to attend.  

 Funding under VSTP for enterprise-based training was considered to be too low so 
that PTCs frequently could not recruit trainers or purchase required materials.  Some 
more expensive training programs could not be offered.  No funds were designated 
for startup of businesses after graduation.   

 
16. The major findings of the PTC Survey, relating to the impact of VSTP on the PTCs, were 
that the PTCs had learned to: 
 

 link training with the needs of the people, based on real needs assessment 

 organize, manage and facilitate training  

 keep good records, report accurately and on time 

 manage finance and work with banks 

 negotiate contracts and generate revenue  

 work with communes and build links between Commune Councils, PTB, PTC and 
CDS 

 collect data on training outcomes 

 promote successful models and encourage success 

 help trainees to set up long term support groups to continue to help each other.  
 
17. Each PTC reported that, initially, it had experienced difficulties in engaging skills trainers 
with sound training techniques and successful practical experience.  However, after three years, 
they now had a bank of suitable trainers, or access to trainers from other providers, in all 
subjects requested by the communes.   
 
18. The PTC Survey also identified the following general factors as contributing to the 
success of VSTP: 
 

 The commitment of PTC Directors who took personal charge of the VSTP  
 The CDSs preparation and knowledge of communes and the local markets 
 CDSs speaking directly with trainees 

 Trainees understanding the benefit of skills training and, as a result, participating in 
all the activities 

 Delivery of information about the program, on time, to Commune Councils and to the 
commune residents 

 Full cooperation from Governors to Commune Councils and communities 

 The transparency of all transactions and complete information on budget to all level 

 When skills training was seen as appropriate and timely to the needs of a commune, 
where it led to increased income and where trainers had teaching experience, 
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effective training materials, experience in the communes and where they followed up 
after the training, the training was effective.  

 VSTP was easily implemented in communes that already had a Community 
Development Plan as the Community Training Plan easily fitted into the Community 
Development Plan.  

 
19. However, some respondents to the PTC Survey stated that the VSTP remained too 
isolated from regular PTC training activities which continue to be supply driven and 
unresponsive to community needs (with some outstanding exceptions).  
 
D. Lessons and Recommendations 
 
20. Important lessons, to improve both the efficiency of administration and the effectiveness 
of the program in maximizing training outputs that will lead to improved family income for 
trainees, were learned from the trial.  The following recommendations flow from these lessons: 
 

Program Planning and Design 
 
• All stakeholders, from the Governor’s office to the PTB, Commune Council and PTC 

staff need to be involved in planning. 
• Linkages between PTC, PTB and Commune Councils need to be strengthened. 

National Training Board (NTB) sponsored workshops in each province, bringing 
together the stakeholders in human resources development, will be important in 
building these provincial teams.  

• DGTVET should assign staff to work with the PTCs, help train the Directors, support 
the PTC staff and be responsible for monitoring the training so that VSTP becomes a 
regular part of TVET and not an isolated project activity. Annual performance 
objectives for Directors should be set and monitored by DGTVET. 

• Strong links between the PTCs and the selected communes are essential.  The 
earlier the PTC staff starts working with Commune Councils and begins promoting 
VSTP in the villages, the better the selection of skills and the match between skills 
required and trainee interest. Commune Councils must be involved in the various 
phases of commune training to strengthen the sense of ownership between 
commune planning and the training outcomes.  

• The three modes of training - commune-based, enterprise-based and center-based – 
whilst involving very different proportions of trainees - are each valid options and 
should be continued.  

• Some changes are required in the design of center-based training, including the use 
of on-the-job training linked to a centre-based course and the development of self-
paced competency based skills training curriculum and materials which allow 
students to break from their studies during planting or harvest season.   

• Revised funding formulae are required for center and enterprise-based training to 
take account of the additional costs involved, the varying costs of different programs 
and to attract out of work young people who cannot meet the selection criteria for 
commune-based training. 

• Communes with better financial resources which would not be selected to participate 
in VSTP could be invited to purchase training, at a subsidized rate, from the PTC. 
This would begin the necessary transition to a beneficiary financing model. 
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Program Management 
 
• Given the changing role of the PTC required for VSTP, program specific training 

should be provided for PTC staff. In addition, workshops to develop PTC Directors’ 
skills in marketing, cost recovery and in developing a community-based life-long 
learning program are very important. 
 

• PTC Directors need more support in helping Provincial Training Boards (PTB) begin 
the process of planning local human resources development. National Training 
Board sponsored training workshops for PTB members are recommended.   
 

• The PTC accountant or finance officer must have direct links to the PMU finance 
manager and be trained to use the same accounting process as for Program 
Based/NTF regular budget.  Accounts must continue to be transparent and on line. 
The finance officer in each PTC needs training, in Phnom Penh, with the Project 
Accountant. 

 
Commune Process 
 
 Recognizing that all provinces and communes want to be involved in VSTP but that 

selection must occur, the selection must be based on defensible criteria.   

 Where no Community Development Plan exists, the CDSs require training to guide 
the completion of a skills analysis and the development of a training plan.  

 Time must be allowed for the planning and promotion of VSTP in the communes 
before the training starts. 

 Commune Councils need to understand their role better and be supported in the 
promotion of training to villagers as an important component in economic 
development.  Council members should be actively involved in community mapping, 
determining opportunities, selecting training options, selecting trainees and trainers 
and monitoring training. 

 Communes need new information, ideas and opportunities to stimulate thinking 
around income growth and economic development.  

 CDSs require specific training in how to engage enterprise owners to participate in 
the program. 

 Training contracts, between proposed trainees and Commune Councils, to ascertain 
the commitment of each trainee, are essential.   

 Advanced short courses should be offered for more skilled trainees.  

 To ensure greater trainee participation, training should occur after the rice growing or 
other harvest season. 

 PTCs must, wherever possible, recruit trainers, with successful training and practical 
experience, in all skills areas. Potential trainers should be sought from the private 
sector and from local government offices.  Where necessary, PTCs should offer 
workshops in training techniques for skills trainers before they begin training. All 
trainers should also have a record of working well with communes. 

 DGTVET should develop a database of approved trainers for all PTCs to access. 
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 Successful graduates of the first training session should be used as models for the 
next batch of trainees.  Competition between or among villages in achieving the 
goals of their training plan might be considered. 

 Charging fees for trainees to participate in training programs should be considered to 
improve program quality, recognizing that those who have a financial commitment in 
training tend to expect more outcomes and demand more service. 

 
21. Through VSTP the basic mechanisms of community participation and responsiveness in 
training design have been transferred to MOLVT DGTVET and its Provincial Training Centers. 
This competence and the ability to contract and manage training agreements is a key element 
not only in the continuity of the VSTP program but also its improvement to meet the changing 
training needs in the targeted provinces as well as in the expansion of the program to further 
provinces. 
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IMPLEMENTATION STRATEGIES AND SCHEDULES FOR REGIONAL CENTERS 
 

1. The effectiveness of Provincial Training Centers in meeting their current and expanded 
mandates is determined by a range of factors. Some are beyond the control of the PTC but 
most are directly related to the effectiveness of institutional management 
 
A. Effectiveness Measures and Indicators 
 
2. The following table outlines the effectiveness criteria used in categorizing PTCs: 
 

Table 1:  Effectiveness Measures and Indicators 
 Performance and 

Effectiveness Measures 
Indicators  

1 Competence of the Director DGTVET, NTF performance, state of campus, staff 
attendance, student numbers 

2 Experience of the Director DGTVET, years in job, range of jobs before Director 
3 Energy of the Director Campus visit by DGTVET, state of campus, relations 

with Governor’s office and MOLVT Provincial office, 
NTF proposals, other campus activities, ESDP II 
Consultant data  

4 Training of the Director Interview, survey, Education, experience in MOLVT, 
schools, teaching  

5 Physical state of the campus DGTVET visit documentation 
6 Physical state of teaching 

equipment 
DGTVET visit documentation  

7 Use of facilities/equipment for 
commercial, non instructional 
activities 

DGTVET visit documentation 

8 Support given to Director by 
Provincial MOLVT Director  

Interview, PTC Director, DGTVET, number of meetings 
with Prov. Dir., Knowledge of PD of PTC activities. 

9 Support given to the Director 
by TVETM. 

DGTVET, PTC Director, number of visits, direction 
given 

10 Clarity of annual performance 
objectives 

Review of annual plan, survey of PTCs 

11 Monitoring of achievement DGTVET, PTC Director, visits from DGTVET, reports 
submitted to DGTVET 

12 Coaching to support 
achievement 

PTC Director, DGTVET  

13 Financial provision  DGTVET, PTC Director 
14 Match between staff skills 

and requirements of PTC 
PTC Survey 

15 Understanding of the PTC 
mandate 

Interview with PTC Director, DGTVET, PTC activities 

16 Direction and support 
provided by Provincial 
Director of MOLVT 

Interview with PTC Director, PTC Survey 

17 Demand for TVET in the 
Province. 

Interview with PTC Director, DGTVET  

18 Support from Provincial 
Governor and PTB  

Interview with PTC Director, DGTVET, ESDP II 
consultant data 
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3. Using the criteria shown in the above table, PTCs were grouped into three categories as 
shown in the next table. 

B. Effectiveness Categories of PTCs 

Table 2:  Effectiveness Categories of PTCs in Existing Mandate 
 Based on Survey and Interviews 

 
# Category 1:   Category 2: Improvement over 

past 2 years but needs coaching 
to meet minimum PTC 
performance  

Category 3: Requires 
significant support to 
meet minimum PTC 
performance  

1 Battambang Kratchie Pailin 
2 Kampot Pursat Kampong Speu 
3 Siem Reap Kampong Cham Kampong Thom 
4 Takeo Kandal Rattanakiri 
5 Svei Rieng Sihanoukville Beanty Meanchey 
6 Stung Treng Prey Veng Odar Meanchy 
7 Kampong Chhnang Koh Kong Kep 
 
4. Those PTCs in category 1 will be the included in the first phase of VSTP expansion.  
Category institutions 2 will receive capacity building and will begin with the expanded VSTP in 
Group 2, year 2. Category 3 will receive more extensive capacity building including intensive 
coaching and will be included in Group 3 expansion of VSTP in the 3rd year of the Grant. 
 
C. Criteria for Selecting Institutions to become Regional Centers 
 
5. Five PTCs or other DGTVET Institutions will be selected for expansion to Regional 
Centers, providing in-service upgrading to PTC and private provider trainers and middle level 
and technician diploma level training to PTC and secondary school graduates from the Region. 
One Regional Center is required to service each quadrant of the country.  Only Category 1 
PTCs from Table 2 were considered for upgrading to Regional Center Status.  
 
6. Further criteria for selecting four PTCs to Regional Center status include: 
 

(i) Space (land) for future growth. Centres will need to grow quite quickly as the 
population responds increasingly to the link between TVET and job prospects. 
Investing in a location that cannot be expanded is very questionable. Generally 
an area of 500 meters by 500 is required. In some cases a 2 campus solution will 
be required. 

 
(ii) In or close to a city to provide OJT opportunities, student accommodation, and a 

resident student base both full time and part time. 
 
(iii) Proximity to Industrial/Economic Parks/Zones 
 
(iv) Projected population growth in the catchment area over the next 10 years. 
 
(v) Site of an existing PTC that has shown consistent improvement in quality over 

the ESDP II project in the assessment of DGTVET and ESDP II consultants.  
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(vi) Planned road access from surrounding provinces. 
 
(vii) Relative attractiveness of the location as compared with others in region to 

potential students: 
 

  Availability of and ease of access by part time students. 
  Electrical power (on-line) 
  Internet access with broadband available or in planning  
  Other higher education institutions/credible Universities now or planned (critical 
mass) 
  Region 

 
D. Selected Regional Centers Using the Criteria 

7. Using the criteria, the following table shows the selected Regional Centers: 

Table 3:  Selected Regional Center Sites Using the Criteria 

  Criteria form Summary   
 PTCs in 

Highest 
group 

i ii iii iv v vi vii viii ix x xi xii xiii Selected RCs 
using criteria 

1 Battambang * * * * * * * * * * * * NW S 
2 Kampot * * * * * * * * * * * * SW S 
3 Siem Reap  * * * * * *  * * * * NE ------------ 
4 Takeo * * *  *   *  * *  SW S 
5 Svei Rieng * * * * * * * * * * * * SE S 
6 Stung Treng * * *  * * * *  * *  NE  
7 Kampong 

Chhnang 
*    *  *   * *  NW  

1. When BIT and PIB sites are both used   
2. New land is being located 
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TECHNICAL PAPER 9: PROPOSED PROCEDURES FOR PHASED  
EXTENSION OF VSTP 

 
1. Experience in the ESDP II VSTP pilot program showed that substantial support to the 
implementing institutions was required before and immediately after the commencement of 
activities. Variable performance of the 7 PTCs was closely related to the effectiveness of the 
management in the institutions and the degree of acceptance of community based, demand 
driven skills training rather than the traditional supply based mode of offering a standard menu 
of programs regardless of local or provincial needs.  
 
2. A survey of the PTCs was undertaken between March 1 and March 28, 2009 to 
determine the level of performance of each of the 22 institutions.  Follow-up visits were made as 
required to validate data. Survey results were scanned by Ministry staff to ensure consistency 
with existing data. All PTCs (22) responded including the two recently promoted to post 
secondary Status.    
 
3. What is clear from the data is that some PTCs have shown remarkable progress in 
responding to the needs of their communities. Those seven pilot PTCs that managed a VSTP 
activity under ESDP II have begun to develop the entrepreneurial skills required in the need to 
respond to the market as a source of funding. Other PTCs, (eg Svie Reing, Kampot, Takeo) 
have developed training partnerships with community technical specialists that show a growing 
awareness of the need to expand provision of TVET through the private sector and not 
expansion of Government provision alone.   
 
4. The data also clearly identifies less active PTCs; those that offer three or four NTF 
funded short courses a year in traditional subject areas, regardless of demand. They virtually 
close down in the interim periods or support commercial ventures located within the institution.  
 
5. More input came from interviews with PTC Directors, site visits by the Consultants, 
interviews with MOLVT managers (Department of Management of TVET), and a review of 
performance of PTCs with the continuing ESDP II consultants who worked with all the PTCs 
and not solely with  the 7 Pilot institutions. Other inputs were gathered from 
performance/responsiveness reviews of PTC performance in ESDP II. 
 
6. Based on these data, PTCs were grouped into three effectiveness categories based on 
factors including: (i) level of activity, (ii) understanding of PTC mandate, (iii) number and quality 
of applications for NTF funding , (iv) effort of PTC Director to develop and market training, (v) 
involvement of Provincial Director, (vi) capacity to report activities as seen in the accuracy and 
timeliness of reports, vii), access of staff to written curriculum, viii) community network and 
activities held at PTC,  ix) revenue generation activities including knowledge of and links with 
training NGOs, and (x) state of campus, facilities and equipment . The VSTP expansion process 
will build on these categories. 
 
A. Effectiveness Measures and Indicators 
 
7. The following table outlines the effectiveness criteria used in categorizing PTCs: 
 
 
 
 
 



12 Supplementary Appendix C 

Table 1: Effectiveness Measures and Indicators 
 Performance and 

Effectiveness Measures 
Indicators  

1 Competence of the Director DGTVET, NTF performance, state of campus, staff 
attendance, student numbers 

2 Experience of the Director DGTVET, years in job, range of jobs before Director 
3 Energy of the Director Campus visit by DGTVET, state of campus, relations with 

Governor’s office and MOLVTProvincial office, NTF 
proposals, other campus activities, ESDP II Consultant 
data  

4 Training of the Director Interview, survey, Education, experience in MOLVT, 
schools, teaching  

5 Physical state of the campus DGTVET visit documentation 
6 Physical state of teaching 

equipment 
DGTVET visit documentation  

7 Use of facilities/equipment for 
commercial, non instructional 
activities 

DGTVET visit documentation 

8 Support given to Director by 
Provincial MOLVT Director  

Interview, PTC Director, DGTVET, number of meetings 
with Prov. Dir., Knowledge of PD of PTC activities. 

9 Support given to the Director by 
TVETM. 

DGTVET, PTC Director, number of visits, direction given 

10 Clarity of annual performance 
objectives 

Review of annual plan, survey of PTCs 

11 Monitoring of achievement DGTVET, PTC Director, visits from DGTVET, reports 
submitted to DGTVET 

12 Coaching to support 
achievement 

PTC Director, DGTVET  

13 Financial provision  DGTVET, PTC Director 
14 Match between staff skills and 

requirements of PTC 
PTC Survey 

15 Understanding of the PTC 
mandate 

Interview with PTC Director, DGTVET, PTC activities 

16 Direction and support provided 
by Provincial Director of MOLVT 

Interview with PTC Director, PTC Survey 

17 Demand for TVET in the 
Province. 

Interview with PTC Director, DGTVET  

18 Support from Provincial 
Governor and PTB  

Interview with PTC Director, DGTVET, ESDP II consultant 
data 

 
8. Using the criteria shown in the above table, PTCs were grouped into three categories as 
shown in the next table. 
 
B. Effectiveness Categories of PTCs 

Table 2: Effectiveness Categories of PTCs in Existing Mandate Based on  
Survey and Interviews 

# Category 1:   Category 2: Improvement over 
past 2 years but needs 
coaching to meet minimum 
PTC performance  

Category 3: Requires 
significant support to 
meet minimum PTC 
performance  

1 Battambang Kratchie Pailin 
2 Kampot Pursat Kampong Speu 
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3 Siem Reap Kampong Cham Kampong Thom 
4 Takeo Kandal Rattanakiri 
5 Svei Rieng Sihanoukville Beanty Meanchey 
6 Stung Treng Prey Veng Odar Meanchy 
7 Kampong Chhnang Koh Kong Kep 
 
9. Those PTCs in category 1 will be the included in the first phase of VSTP expansion.  
Category institutions 2 will receive capacity building and will begin with the expanded VSTP in 
Group 2, year 2. Category 3 will receive more extensive capacity building including intensive 
coaching and will be included in Group 3 expansion of VSTP in the 3rd year of the Grant. 
 

Table 3: Effectiveness Categories of PTCs in Existing Mandate Based on Survey   
and Interviews 

# Category 1:   Category 2: Improvement over past 
2 years but needs coaching to meet 
minimum PTC performance  

Category 3: Requires 
significant support to 
meet minimum PTC 
performance  

1 Battambang* Kratchie Pailin 
2 Kampot* Pursat Kampong Speu 
3 Siem Reap Kampong Cham Kampong Thom 
4 Takeo* Kandal Rattanakiri 
5 Svei Rieng* Sihanoukville Beanty Meanchey 
6 Stung Treng* Prey Veng Odar Meanchy 
7 Kampong 

Chhnang* 
Koh Kong Kep 

*Recommended to be Regional Centers  
 
10. Category 1 PTCs will be ready to implement the revised VSTP program after completion 
of planned training to outline the changes and new targets. 
 
11. Category 2 PTCs will require more extensive strengthening in management, (including 
financial management), reporting competence, skills in participative community development, 
inventory of competent trainers in a range of possible training options, skills in micro-enterprise 
support and micro finance access. By delaying the opening of VSTP until the second year of the 
Project, the planned training for all PTCs will strengthen the capacity of these institutions 
sufficiently to manage the program.   
 
12. Category 3 PTCs will require substantial effort in capacity development to meet the 
requirements for managing VSTP. To achieve this, the Project will delay the opening of VSTP 
until year 3 of the Project, provide general PTC capacity building training over the first three 
years and provide, at least, one Coaching Team to directly support the strengthening of the 
management group.  
 
13. A unique institution based mobile coaching program targeted at the weakest PTCs 
before VSTP is begun in those institutions is proposed. Provision is made for two Coaching 
Teams of DGTVET staff responsible for institutional management trained by a National and 
International Specialist to visit designated PTCs monthly to set objectives and coach 
management in achieving these agreed objectives. 
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Table 4: The Coaching Team (2 teams if possible) 
# Title Coaching Task Regional Training Task 
1 A Deputy Director General, 

TVET, Chair 
Act as Team leader, PTC 
annual plan, PTB support. 

Planning and Governance  

2 Deputy Director-Unit Leader 
TVETM-NTF 

NTTN, Micro credit 
inventory  

Accreditation and Institutional 
Standards 

3 Deputy Director TVETM-Life 
Long Learning 

Marketing plan, VSTP 
plan, Outreach targets 

Support Pre-service and in-
service training  

4 Deputy Director or Unit 
Leader TVETM-Finance MIS 

Admin. Functions, Finance, 
facilities/equipment plan 

An existing MIS model in 
TVET 

5 VSTP Consultant (3) Support the Team 
Direct coaching to PTC 
staff in required VSTP 
skills 

Support all in-service training  

6 NTTI teacher training 
management staff 

Learn from the Consultant 
and team. Input to NTTI 
management training 
curriculum-cases. 

Support in-service training  

 
14. The Coaching Teams will concentrate on Category 3 PTCs and develop a performance 
improvement plan. They will visit each PTC, once a month, for the first 2 years of the Grant to 
coach the PTC staff in achieving the plan objectives. A provision for vehicles has been made to 
ensure ease of access to the institutions by the Coaching Team. 
VSTP expansion should not be implemented in Category 3 PTCs until they have met an 
acceptable performance standard as recommended by the Coaching Team and agreed to by 
the PMU. In cases in which this intensive coaching is not judged to have been effective, a 
neighbouring PTC(s) may be hired to manage the VSTP in the province with the delinquent 
PTC. 
 

Table 5: Phased Expansion of VSTP Sequence* 
 PTC Year 1 Year 2 Year 3 Year 4 Year 5 
1 Battambang .5 1 .5 NTF NTF 
2 Kampot .5 1 .5 NTF NTF 
3 Kampong Chhnang .5 1 .5 NTF NTF 
4 Steung Treng .5 1 .5 NTF NTF 
5 Takeo .5 1 .5 NTF NTF 
6 Siem Reap .5 1 .5 NTF NTF 
7 Svie Reng .5 1 .5 NTF NTF 
8 Pursat  1 1 NTF NTF 
9 Kep  1 1 NTF NTF 
10 Sihanoukville  1 1 NTF NTF 
11 Kratie  1 1 NTF NTF 
12 Kandal  1 1 NTF NTF 
13 Odar Meanchey  1 1 NTF NTF 
14 Prey Veng  1 1 NTF NTF 
15 Pailin   1 1 NTF 
16 Koh Kong   1 1 NTF 
17 Kampong Cham   1 1 NTF 
18 Ratanakiri   1 1 NTF 
19 Kampong Speu   1 1 NTF 
20 Preah Vihear   1 1 NTF 
21 Beantey Meanchey    1 1 
22 Kampong Thom    1 1 
23 Phnom Penh  *    1 1 
24 Mondulkiri    1 1 
 Total VSTP Years  3.5 14 15.5 10 4 
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15. The activity outline used in the pilot VSTP ADB Loan 2122-CAM)  has been revised to 
include feedback from the PTCs and the graduates of the program. The following diagram 
details the revised outline. 
 
16. The Urban VSTP as outlined in Appendix 5 will begin in Year 3 of the grant and be 
managed by the JVC campus in Phnom Penh. 
 
17. The Project provides support to the phased expansion of VSTP with Consultant support 
in preparing each PTC in sequence for the program and then supporting each PTC through the 
project period, Civil works in the construction of 2 PTCs, equipment as necessary to teach the 
new NTTI complex developed skills standards, teacher in-service training travel allowances and 
a Coaching Team to strengthen the least developed PTCs before the phased expansion. 
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PROPOSED STRATEGIES FOR DEVELOPMENT OF MANAGEMENT CAPACITY 
 

 
A.  System Review 
 
1. There are a series of underlying system issues which limited the effectiveness of TVET 
in meeting national needs for basic and middle-level skill formation in the formal and informal 
economies.  These include: (i) absence of entrepreneurial focus in most of public TVET; (ii) 
weak linkages between policies, plans, strategies and budgets; (iii) inadequate involvement of 
enterprises in TVET provision; (iv) inadequate quality control because there is no national 
qualifications framework (NQF), skills standards and provider registration; (v) limited access to 
training and higher levels of training; (vii) lack of information, particularly labor market 
information; and  (viii) lack of system quality development though TVET teacher training and 
upgrading, curriculum development and training materials.  
 
2. The effectiveness of system management is a major factor in all of these issues.  Each 
of the issues links to the capacity of the central management, monitoring and supervision of the 
system, as well as the management of the TVET institutions.  They also link to the effectiveness 
of the management of professional and development initiatives inlcuding the provision of TEVT 
teacher training; the organization and management of key quality assurance, and the system 
services of curriculum, training materials and testing.   
 
B. Proposed Management Provisions under the Project   
 
4. System Management.  All middle-level DGTVET officers, and one representative from 
each MOLVT provincial office, will undertake customized regional training in TVET system 
management, supervision and development.  Training will focus on: (i) supervising and assisting 
development of MOLVT TVET institutions; (ii) gathering of TVET data and statistics; (iii) 
monitoring and review of NTF; (iv) developing data banks on special needs and gender within 
TVET and preparation of recommendations for action; (v) reviewing PTB training plans; (vi) 
supporting TVET system and professional development through NTTI; (vii) monitoring and 
supporting other TVET provision; and (viii) preparation of policy recommendations. Following 
their return from regional training, each officer will be involved in ongoing on-the-job performance 
mentoring by Project consultants to ensure transfer of skills.     
 
6. System and Institution Finance.  Finance officers from all PTCs and DGTVET will 
undertake formal basic accounting training through a registered national provider, and a program 
carrying credit for entry into future professional training.  Post-training activities will be supported by 
detailed operational manuals developed with specialist consultant support.      
 
7. Management of Policy Development.  DGTVET capacity as secretariat of NTB will be 
strengthened through two major policy studies and through study tours on regional TVET policy for 
senior personnel, and through senior consultant support for NTB policy workshop reviews as a 
basis for preparation of DGTVET plans and expenditure frameworks, and for management of their 
implementation and review.  
 
Add policy studies 
8. The recommended focus of the study tours will include: (i) Institutional and non-institutional 
approaches to TVET; (ii) TVET Governance; (iii) TVET System management, monitoring and 
development; (iv) TVET professional support services; (v) Labor market and enterprise linkages; 
(vi) ASEAN skills standards and labor movement; (vi) Public/private partnerships for TVET]. 
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9. DGTVET Management for System Standards and Regulatory Procedures.  DGTVET 
officers of the Department of National Competency Standards and representative provincial officers 
(2 groups) will undertake customized regional training in supervision of NQF and skills standards, 
or in the administration of trainer provider registration and accreditation. On return from training all 
participants will be involved in ongoing on-the-job performance mentoring by Project consultants. 
 
10. Training program content, supervision of NQF/national standards: (i) establishing the 
national qualifications framework; (ii) ensuring and supporting skills standards development and 
endorsement; (iii) meeting skills standards for overseas workers; (iv) ensuring and monitoring 
testing systems against skills standards; (v) supporting curriculum development against 
standards; (vi) monitoring the evaluation of training against standards. 
 
11. Training program content, TVET trainer provider registration and accreditation: (i) 
organization and implementation of systems for TVET course accreditation; (ii) monitoring   
accreditation; (iii) organization and implementation of systems for TVET provider registration; 
(iv) monitoring TVET provider registration; (v) recording systems; (vi) legal constraints; and (vii) 
developing and implementing advisory services for registration and accreditation.  
 
12. Information Systems Management.  TVET management and planning capacity will be 
strengthened by the development and commissioning of a management  information system 
(VETMIS) and a labor market information system (LMIS) closely integrated with national data 
systems.  These systems will be developed through international and national consultant inputs 
and upgrading of national expertise for system implementation, maintenance, and development.  
Support for full institutionalization of the system across the MOLVT and the training institutes, 
and the training of all involved personnel, both system operators and users, will be provided.  
 
13. Management of Training Institutions. All PTC and VTC directors will undertake 
structured training for institute management in each of the first four years of the project, 
focussing on: (i) developing links with local authorities, employers and community; (ii) managing 
finance; (iii) diversifying income sources; (iv) managing and upgrading training staff and training 
methods; (v) developing training proposals for short and long-term programs; (vi) managing 
data (staff, student, training and materials) records and reporting; (vii) planning of training to 
meet local labor market needs and opportunities, (viii) analysis of specialist training needs and 
development/adaptation of training programs; and (ix) evaluating program implementation. 
Ongoing post-training follow-up (and needs-based) job mentoring by Project consultants will be 
provided over the Project period.     
 
15. All PTC directors will be trained in-country and supported on-the-job for the management 
and implementation of the VSTP by the national consultant VSTP implementation specialists.  
 
16. Organization and Management of Programs Implementation.  Two lead teachers in 
each of the 3 technologies to be targeted under the Project, and 2 NTTI teacher trainers, will 
undertake customized regional training programs including (i) skills upgrading in the relevant 
technology; (ii) skills standards development and application; (iii) training organization,  
management and methodology; and (iv) organization of work placements for TVET. Ongoing on-
the-job consultant mentoring and support (years 1-5) will be provided following return from training, 
specifically to ensure transmission of skills learned. 
 
17. Management of Technical and Professional Development and TVET System.  
Central management support will be provided under the Project for the proposed development 
of a central integrated TVET learning services system drawing on the existing complex of 
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Phnom Penh institutions and the NTTI. One of the goals will be to improve institution 
management support. The long-term national consultant, management and institutional 
development specialist will assist the management and operation of the national centres of 
competence and the central professional services unit.  
 
C. Sustainability 
 
18. Project design provides for implementation of a series of largely integrated activities 
which together focus on the sustainable attainment of the stated project outcome of an 
expanded, enterprise-endorsed and more integrated public training system better aligned to the 
basic and middle level skills requirements of the formal and informal economies. Long-term 
sustainability of the system management initiatives of the Project is targeted through the 
following strategies.  
 
19. The majority of proposed training under the Project is customized against identified trainee 
needs in terms of job requirements, project implementation and long-term capacity development.  
All proposed programs will be reviewed before finalization of delivery arrangements.  
 
20. Systematic ongoing on-the-job post-training mentoring will be undertaken for all 
recipients of development training under the Project by the relevant consultants, initially involving 
all trainees, but, after review, focusing on specific individuals or institutions on a needs basis.    
 
21. Project initiatives and their delivery will focus on the strategic realignment of the TEVT 
system with the needs of industry: industry advisory groups, skills standards, and enterprise and 
training institution links.    
 
22. Long-term TVET policy and planning will be supported by an effective management 
information system and LMIS with trained personnel for continuing operation and redevelopment.  
 
23. Consultant will focus on ensuring transferability of skills, both between consultants and 
system officers, and between recipients of training and other officers. Guides, training materials 
and manuals will be prepared for continuing support.   
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HUMAN RESOURCE DEVELOPMENT PLAN 

Training Program Target Group Program/ 
Course Length Delivery Procedure

Total  
Partici-
pants 

Unit Implementer 

Output 1:  Formal Programs are More industry Relevant   

1. Skills Upgrading 
Curriculum 
Benchmarking  

Motor lead teachers  
Technical upgrading 
and standards;  
TVET curriculum  

3 mths  
year 1 

Contracted Regional  
Program (e.g. 
Univotech, Sri 
Lanka  

2 

 
6 person 
months 
(pm) 

Project 
consultant 
PMU 

2. Skills Upgrading 
/Curriculum 
Benchmarking  

Civil Tech lead 
teachers  

Technical upgrading 
and standards; 
TVET curriculum  

3 mths  
year 1 

Contracted Regional  
Program (e.g. 
Univotech, Sri 
Lanka) 

2 6 pm 
Project 
consultants 
PMU 

3. Technical Skills 
Upgrading /Curriculum 
Benchmarking  

ICT/General 
Business lead 
teachers 
  

Technical upgrading 
and standards; 
TVET curriculum  

3 mths 
year 1 

Contracted Regional 
Institute Training 
(e.g. Univotech, Sri 
Lanka) 

2 6 pm 
Project 
consultants 
PMU 

4. Life Long learning, 
Planning and 
Implementation and 
Career Guidance 

NTTI teacher trainer Work placement: 
non-formal TVET  

3 mths 
year 1 

Contracted Regional 
Institute Training 
(e.g. Univotech Sri 
Lanka;  Malaysia) 

1 3 pm 
Project 
consultants 
PMU 

5. TVET Teacher training 
(pre and in-service)  NTTI teacher trainer System overview  

and work placement 
3 mths 
year 1 

Contracted Regional 
Institute Training 
Program (e.g. 
Univotech, Sri 
Lanka) 

1 3 pm 
Project 
consultants 
PMU 

6. TVET Enterprise relation 
Social Marketing and 
Partnerships 

DGTVET, TVETM 
senior staff 

Structured Program 
and Placements 

3 mths 
year 1 

Contracted Regional 
Institute Training 
Program (e.g. 
Univotech, Sri 
Lanka) 

1 3 pm 
Project 
consultants 
PMU 

7. Competency Standards 
and Curriculum 

NTTI complex:  Civil 
Engineer; 
Mechanical (Auto) 
Engineer 

Work experience in 
CS and Curriculum   

3 mths 
year 1 

Contracted Regional 
Institute Training 
Program (e.g. 
Univotech, Sri 
Lanka)  

2 6 pm 
Project 
consultants 
PMU 

8. In –service trainer 
training (NTTI Staff) 

NTTI complex 
subject specialists 3 
target technologies 

Structured, technical 
skills and theory 

10 days 
year 1 

NTTI lead teachers 
completed 
fellowship  

16 

160 
person 
days 
(pd) 

Project 
consultants 
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Training Program Target Group Program/ 
Course Length Delivery Procedure

Total  
Partici-
pants 

Unit Implementer 

9. In–service trainer 
training RC staff 

NTTI complex 
subject specialists 3 
target technologies 

Structured, technical 
skills and theory 

10 days a 
year for 
years 1-4 

NTTI lead teachers 
completed 
fellowship,  

10 400 pd 
Project 
consultants, 
PMU 

10. PTC/RC In service  
Motor PTC/RC trainers Structured hands-on 

and theory 

10 days a 
year for 
years 1-5 

In service trainers, 
NTTI 50 2500 pd PMU 

11. PTC/RC  Civil Tech PTC/RC trainers Structured hands-on 
and theory 

10 days a 
year for 
years 1-5 

In service trainers, 
NTTI 50 2500 pd PMU 

12. PTC/RC In service  
ICT/Business PTC/RC trainers Structured hands-on 

and theory 

10 days a 
year for 
years 1-5 

In service trainers, 
NTTI 50 2500 pd PMU 

13. NTTI staff training in 
the New CDS/ and 
Trainer  training. 

NTTI lead teachers 
Structure and 
content of the new 
program  

10 days 
year 1 

TVET Consultant  
 10 100 pd Project 

consultants  

14. NTTI Staff training  
Micro enterprise, micro 
credit , life long learng  

NTTI/CIEDC lead 
teachers 

Structure and 
content of the new 
program  

10 days 
year 1 

TVET Consultant  
 10 100 pd Project 

consultants  

15. NTTI Staff Workshop 
on the new TVET 
System 

NTTI faculty 

All parts of the new 
system plus trainer 
training and NCC 
operations 

3 days 
year 1 
2 days 
year 2 
1 day year 
3 

TVET Consultant 
DGTVET Director 20 120 pd  Project 

Consultants  

16.Industry advisory 
groups orientation  3 Committees 

The role of the IAG 
and public private 
partnerships 

2 days 
year 1  
1 day 
years 2-5 

TVET Consultant 
NTTI leader, 
DGTVET 

30 180 pd 
Project 
Consultants  
PMU 

Output 2:  Expanded and Better Quality Non-Formal Training  

17. VSTP PTC/RC Directors 
Structured, 
managing the new 
VSTP 

4 days 
year 1 4 
days year 
2 

VSTP consultants 
24 year 1 

and 2 
7  year 3 

220 pd Project 
Consultants 
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Training Program Target Group Program/ 
Course Length Delivery Procedure

Total  
Partici-
pants 

Unit Implementer 

18.VSTP Finance   Finance officers in 
each institution 

Structured, VSTP 
financial 
management 

5 days 
year 1 5 
days year 
2 

PMU, VSTP 
consultants 24 x 2 240 pd PMU 

19.VSTP TVETM staff VSTP program and 
TVET credit system 

5 days 
year 1 5 
days year 
3  

VSTP Consultants 
PMU/ PTC Director 
at NTTI 

7 70 pd Project 
Consultants 

20.VSTP 

PTC staff 
Community 
Development 
Specialists (PTC) 

TENA , Micro 
enterprise, micro 
credit, career 
guidance 

5 days 
year 1 5 
days year 
2 
5 days 
year 3 

VSTP Consultants, 
PTC Directors 

88 year 1 
22 years 

2, 3 
 

660 pd Project 
Consultants 

21.RC/PTC Community 
Development/ 
Entrepreneurial Training  

PTC Directors, NTTI 
staff 

Life Long Learning, 
Marketing, market 
assessment 

4 days 
year 1 4 
days year 
3 

VSTP Consultants, 
PTC Directors 

24 year 1 
and 2 

7 year 3 
220 pd Project 

Consultants 

22.DGTVET Staff VSTP 
training  

TVETM,  DCS, 
MOLVT Finance Project sustainability 

3 days 
year 1 
3 days 
year 2 

Project consultants 
and PTC Director 7 42 pd Project 

Consultants  

23.DGTVET managers, 
stakeholders Project 
Workshop 

DGTVET Senior 
Institutional and 
Ministry staff, key 
stakeholders, NGOs 

Project 
overview,/annual 
work plan/annual 
report 

2 days 
year 1  2 
days year 
2  
2 days 
year 3   

Project consultants 
and PMU 100 600 pd PMU 

Output 3:  Institutional Capacity to Plan, Manage  and Quality Assure TVET is Strengthened 

24. Institute 
     Management 
 

PTC and VTC 
Directors  

Structured 
Management 
Training  

4 days, 
twice 
yearly, 
years 1-4 

Management 
Consultants  

28 
(2 x 14) 896 pd Project 

consultants  

25. Institute 
     Management 
 

PTC and VTC 
Directors  

Performance 
mentoring  

Ongoing, 
years 1-5 

Management 
Consultants 28 -- Project 

consultants 
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Training Program Target Group Program/ 
Course Length Delivery Procedure

Total  
Partici-
pants 

Unit Implementer 

26.TVET System 
Management  

 

DGTVET Mid Level 
and Provincial 
Officers  

TVET System 
Management, 
Supervision and 
Development  

3 mths 
year 1 3 
mths year 
2 

Contracted Regional  
Programs (4) 
(e.g. AIT Bangkok) 

70: 
14 per 

program 
180 pd 

PMU 
(following 
consultant 
TNA) 

27. TVET System 
Management 

DGTVET Mid Level 
and Provincial 
Officers  

Performance 
Mentoring  

Ongoing, 
years 1-5 

Management 
Consultants 60 -- Project 

consultants 

28.TVET Policy  
 

Senior DGTVET and 
polytechnic directors Study Tour 12 days 

year 1 

Regional program 
(e.g. Thailand/ 
Malaysia)  

12 144 pd PMU 

29.TVET Finance 
Management 

DGTVET mid level 
and  PTC Finance 
Officers  

Basic Accounting  

3 mths 
year 1 3 
mths year 
2 

Contracted Private 
Training Centre  

54 
(3 x18) 162 pm  PMU 

 

30. ICT (Basic) 
 

MOLVT, TVET 
Institutes and 
Provincial Officers 

ICT Basic Skills 5 days 
year 1 

Contracted Private 
Training Centres 

120 
(8 x 15) 600 pd PMU 

31. ICT (Advanced)  
 

MOLVT Officers  
(Phnom Penh/ 
Province) 

ITC Advanced 
Certificate  

7 days 
year 1 

Contracted Private 
Training Centres 

100  
(6x7 av) 700 pd PMU 

32. ICT (Basic) 
 

MOLVT, TVET 
Institutes/ Provincial  
replacement staff 

ICT Basic Skills 5 days 
year 4 

Contracted Private 
Training Centre  

60 
(4 x 15) 300 pd PMU 

33. ICT (Advanced)  
 

MOLVT 
Replacement staff 

ITC Advanced 
Certificate  

7 days 
year 4 

Contracted Private 
Training Centre  

40 
(3 x 14) 

 
280 pd PMU 

34. VETMIS 
 

MOLVT, Institutes & 
Provincial Officers 

Performance 
mentoring 

Ongoing, 
years 1-5 ITC Consultants 150 __ Project 

consultants 

35. LMIS 
 

MOLVT and 
Provincial Officers 

Performance 
mentoring 

Ongoing. 
years 1-5 ITC Consultants 8 __ Project 

consultants 
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Training Program Target Group Program/ 
Course Length Delivery Procedure

Total  
Partici-
pants 

Unit Implementer 

36.NTB Policy  
 

NTB, PTB and Snr 
MOLVT Officers  Study Tour 10 days 

year 1 

Contracted Program  
(eg Thailand/ 
Malaysia) 

8 80 pd PMU 

37. TVET Management,  
Supervision, 
Qualifications 
Framework and 
Standards 

DGTVET Mid Level 
Officers (Dept of Nat 
Competency 
Standards)  

Structured  Program 2 mths 
year 1  

Contracted Regional  
Training (e.g. AIT 
Bangkok) 

15 30 pm 

PMU (with 
consultant 
TNA and 
program)  

38. TVET Qualification 
Framework and 
Standards 

DGTVET Mid Level 
and Provincial 
Officers  

Performance 
Mentoring  

Ongoing, 
years 1-5 

Management 
Consultants 15 -- Project 

consultants 

Information  Communication Technology, LMIS = Labor Market Information System, MOEYS = Ministry of Education Youth and Sport , MOLVT = Ministry of Labor and 
Vocational Training, M&E = Monitoring and Evaluation, NTB = National Training Board, NTTI = National Technical Training Institute, NQF = National Qualifications 
Framework, OD = Organizational Development, PMU = Project Management Unity, PTB = Provincial Training Board , PTC = Provincial Training Centre, RC = Regional 
Centre, TNA = Training Needs Analysis, TENA = Training Evaluation Needs Analysis,  TVET = Technical  Vocational Education and Training,  TVETM = Department of 
TVET Management,  VETMIS = Vocational Education and Training Management Information System, VSTP = Voucher Skills Training Program. 
Source: Asian Development Bank. 
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PROPOSED SYSTEMS FOR DGTVET INSTITUTIONAL MONITORING AND EVALUATION 
1. The context constraints suggest difficulty in applying a comprehensive M and E system in 
the DGTVET all at one time. Although a long term and comprehensive plan is required, it can be 
implemented, step by step, based on the capacity of the M and E team and the commitment of 
DGTVET.  

1. The Structure 
2. For the 2010-2015 timeframe, the monitoring structure can be drawn from Figure 5.1. The 
Monitoring and Evaluation Office should work under the TVETM Director in the Office of Policy, 
Planning, and Staff Management Deputy Director.  

 

 
3. The diagram shows how the M&E Office operates. The line (     ) shows the direct 
supervision of the office under the support and management of the Deputy Director of Policy, 
Planning, and Staff Management. The line (      ) shows the coordination work that the M&E Office 
needs to do with the other offices including Micro-Credit, NTF, TVET Institutions Management, 
PDoLVT, and even the LMI Department, and the NEA. The line (     ) shows the report can be 
submitted for resolution in cases where staff cannot provide suitable options. 
 
2. System 
 
4. The M and E system has to be constructed simply starting a simple database using Excel 
that everyone who has basic knowledge of computers can use.  
 
 
 

Minister, MOLVT  NTB 

NTB Secretariat, DGTVET 

Director, NS  Director, TVETM  Director, LMI 

Policy, Planning, and Staff 
Development 

Institutional Management and 
Private Sector Provision 

Finance and Administration

Life Long Learning and Special 
Needs 

Monitoring and 
Evaluation Office 

Directors, PDoLVTs

Directors,

PTB 

Figure 5.1: Possible structure for monitoring and evaluation (2010‐2015) 
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3. Staff 
 
5. Two to three staff are required for the start up of the coming loan to support monitoring and 
evaluation as a pilot activity.  
 
4. Framework and Indicators 
 
6. The following criteria are proposed for M and E designed to evaluate TVET 
accomplishment. 
 

(i) Training-related criteria 
a. Access and equity: How has the strategy improved accessibility to vocational 

training and reduced economic, gender, and geographical inequities? How 
many child-soldiers, for example, have been trained? 

b. Efficiency: How efficient is the TVET system in relation to trainee input – 
output ratios? What are the dropout rates? 

c. Proficiency: Have the trainees attained the specified proficiency standards? 
d. Trainee satisfaction: Are the trainees satisfied with the training they have 

received? 
e. Industry participation: How effectively have employers and industry 

participated in the training programmes? 
f. Articulation: Is there improvement in the linkages and articulation pathways 

within the TVET system? 
 

(ii) Employment-related criteria 
a. Employment after training: What is the percentage of trainees in gainful 

employment after training, and how long after training does it take to be 
employed?  

b. Wage/Salary levels: Are earnings of trainees comparable to those of holders 
of similar or equivalent qualifications? 

c. Employers’ satisfaction: Are employers satisfied with the performance of 
graduates?  

d. Relevance of training to actual employment: Are trainees employed in the 
skills area they have been trained?  

 
(iii) Citizenship-related criteria 

a. Public perception of TVET: Has the poor public perception of TVET changed 
for the better? 

b. Social cohesion: Has the level of awareness of political tolerance, ethnic 
diversity, and national unity increased? 

c. Good governance: Has the level of understanding of human rights and 
respect for the rule of law increased? What is the level of participation of 
trainees in the democratic process?  

 
5.  Planning and Budgeting 
 
7. Table 1 shows the steps to be taken to develop the M and E in the TVET system with its 
corresponding location and cost.  
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Table 1: Implementation of the M and E System in TVET 
No. Description Methods Location 
1 Approve and declare the 

establishment of a Monitoring and 
Evaluation Office that can report to 
the NTB through the NTB 
Secretariat  

Seek for approval from 
DGTVET and NTB for 
the establishment and 
JD of the office 

Phnom Penh 

2 Select monitoring and evaluation 
staff to be responsible for the office 

Appoint 2-3 potential 
persons by DGTVET  

DGTVET-NTB 
Secretariat 

3 Train  on M and E  Team Leader/M&E 
Specialist 

DGTVET 

4 Develop simple M and E materials, 
forms, database 

M&E Specialist  

5 Train M and E office staff on how to 
use and improve the Training Kits 
and materials, forms and database  

  

6 Piloting the M and E structure in the 
implementation of ADB Grant  2010-
2015 

  

 
6. Project Support 
 
8. The Project supports the development of the M and E function with a Regional Fellowship 
to an existing M and E system in TVET, computer and office equipment for  DGTVET-M and E and 
consultant support through the Team Leader and TVET specialist. More detail on the proposed 
system is available.1 
 

8 Establish and support the 
Provincial Branch of the 
National TVET Trainers 
Network (NTTN) and assure 
that TVET providers reach an 
agreed standard before they 
can receive training voucher 
contracts from Communes. 

Appoint one TVETM (or Standards) 
Officer) as responsible for the medium 
term development of the NTTN with 
registration procedures. Agree on a 
national format 
Set targets for each PTC in registration. 

TVETM 

9 Encourage and assist the 
entry of new private sector 
training providers into the 
market. 

Train PTC Director-Assistant Director in 
Trainer recruitment  

NTTI Complex 
(NTTI) 

10 Develop Public- Private 
Partnerships in training and 
generate further revenue. 

Train MOLVT staff in this as it will start as 
a central function. They can train CDS as 
required by Enterprise expansion. 

DGTVET-TVETM 

11 Bring together a Provincial 
network of Micro credit 
providers to set and ensure 
standards of ethical practice 
and transparency. 

Agree on a national format 
Set targets for each PTC in registration. 
Appoint MOLVT officer responsible for 
SEDF and micro credit provision to support 
PTCs 

TVETM 
 
 
TVETM 

12 Develop and support the 
TVET Management 
Information System for the 
Province 

Appoint one TVETM staff as the MIS 
Specialist.  Develop the system, train 1 
CDS in system data input and distribution 
Link to possible NEA office in each PTC 

TVETM 

13 Assist out of school youth 
with a Bridging Program to 
help them gain access to 
TVET institutions and to 

Await results of JFPR Program which will 
test out different bridging models. 
Appoint one TVETM staff as the Bridging 
Specialist. Assign appointee as 

TVETM 
 
 
New NTTI (NTTI), 

                                                            
1 Available from the PMU on request, ADB TA 7116-CAM Documents, July, 2009 
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higher NQF level training. 
 

counterpart to JFPR Bridging Specialist. 
Train CDS in each PTC to support the 
selected mechanism 

RCs 

14 Provide career guidance 
service to Grade 6, and 
grade 10 students and TVET 
Career information to 
Communes. And PTC-RC 
graduates  

Appoint  one TVETM staff member as a 
Career Guidance Specialist.  
Train 2 CDS in each PTC to provide career 
information and to speak effectively to 
school students and parents. This is partly 
a marketing function for TVET 

TVETM 
 
 
 Complex NTTI 
(NTTI) 

15 In cooperation with the 
proposed National 
Employment Agency, 
develop a basic job registry in 
which employers give in their 
needs and those with skills 
register for work.  The center 
would match people with jobs 
or further training  

Appoint a CDS/NEA development officer 
Develop Job Shop in each PTC 
Train 2 CDS in each PTC to manage this. 
Install Internet link in each PTC so national 
data is shared 

TVETM, NEA 
 
NEA, NTTI 
complex(NTTI) 
 
TVETM 

16 Act as competency 
assessment sites for the 
NQF.  

Train assessors after Competency 
Standards are established. 

 NTTI complex( 
PPI, JVC, NIB), 
RCs 

17 Provide internet access to 
Commune Councils and 
others for information 
retrieval 

Develop Internet stations in each PTC. TVETM 

 
9. Column 2 suggests actions required to prepare the system generally for these new tasks 
Functions 2 through 16 are new. Institution Directors will need a new range of skills  and these are 
beyond the training and experience of most current Directors. Short term training will be useful and 
the Project provides substantial training through workshops and Coaching Teams assigned to the 
least able Institutions. The skills outlined above are the basis of much of this training. However it is 
clear that a longer term and more substantial training program is required as a pre-condition to 
appointment as a Institution Director. The new Quality Assurance program implemented through 
NTTN will require that private providers also develop new skills for their institutions to be 
registered.  
 
10. This program can be at the Executive MBA level (school plus experience), either at NTTI or 
in affiliation with an existing University such as the National University of Management. The 
program would include management, staff development, entrepreneurship in the public institution, 
working with enterprise, community development and the emerging role of TVET. This part time 
program can be designed as part of the Grant with the first class being current PTC Directors. 
Subsequently, Deputy Directors must take the program before promotion.   
 
11. Consultants will coach the individuals who will sustain the PSS after project completion to 
ensure the activities do not end with the Project. 
 
7. Project Support 
 
12. The Project supports the development of PPS with Consultant support in teacher training 
and TVET systems, Community development and micro enterprise development, job matching, 
TVET institution management and Fellowships for NTTI complex lead staff in these areas. 
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STRATEGIES FOR DEVELOPMENT OF TVET INFORMATION SYSTEMS 
 

Introduction 
The purpose of this document is to propose activities and inputs for the project’s sub-
component 1.2 (‘Improve TVET information systems including VETMIS and LMIS’), which is 
part of component 1: “Enhanced Capacity of DGTVET for Planning, Management and 
Quality Development”. 

The focus of sub-component 1.2 is the use of ICT in VET management. 

This document will firstly give justifications for the proposed inputs and it will secondly serve 
as a rough technical blueprint or guideline for the development of the proposed information 
systems. It consists of four main sections: 

1. In the first section (up to page 48), common issues are highlighted such as strategic and 
conceptual issues related to the development of information systems in the VET sub-
sector. 

2. The second section (from page 48 to page 57) deals with the development of a 
management information system for the VET sub-sector. 

3. The third section (from page 57 to page Error! Bookmark not defined.) deals with the 
development of a Labour Market Information System. 

4. The annexes start at page Error! Bookmark not defined.. They give background 
information and present evidence for issues that are mentioned in the main body of this 
document Annex 1 gives an overview about the proposed inputs. 

Main Issues in current Situation 
The following main issues had to be considered when activities are designed for a more 
comprehensive use of ICT in VET management: 

o The Ministry of Labour and Vocational Education and Training (MoLVT) is relatively new. 
VET management functions were transferred from the Ministry of Education, Youth and 
Sports (MoEYS) only 5 years ago when MoLVT was established. It seems that this 
transition is not yet entirely completed1. Management capacities are not yet fully 
developed. Organizational structures and business processes might need a review with 
the goal of streamlining the management functions for more efficiency, particularly in the 
light of the upcoming computerization. 

o A proper management culture and an environment of a result-based attitude in the public 
VET sector are quite weak. As a result, responsibilities and the importance of tasks are 
not always clearly understood. Instructions and action plans are frequently not 
implemented. There are often no sanctions in place for the disregard of rules. No 
effective award system or efficient incentives exist for the production of good results. The 
operation of IT systems needs the clear allocation of responsibilities and a common 
understanding of the tasks involved. 

o There is a significant lack of readily available data about the VET sub-sector in general 
and about TVET management in particular. Data might be available but is certainly not 
available consistently and comprehensively. The lack of data makes it difficult to monitor 
the current performance of the VET sub sector and to formulate realistic policies. 

o Some labour market information is published by the National Institute of Statistics (NIS) 
and by the Department of Labour Market Information at DG TVET. However, much data 
is outdated, inconsistent and of doubtful quality. 

                                                            
1 For example, the PTC in Kampong Thom still sent inventories of equipment to MoEYS 
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o Localized standard systems of classifications of industries2 and of occupations3 do not 
really exist. Various reports and statistics use inconsistent industry classifications and 
incompatible classifications of occupation. This makes these reports and statistics hard 
to compare and to reconcile. A basic system of classifications is required; it must be 
simple to suit the Cambodian environment and must be compatible with International 
Standard Industry Classifications (ISIC)4 and with International Standard Classification of 
Occupations5. Both standards should be compatible with classifications used by the 
National Institute of Statistics (NIS). 

A system of classifications is required that is user friendly for Cambodian stakeholders, 
which means it should be basic and well translated into Khmer language.  

o Data in various departments and offices within MoLVT use different data dimensions and 
codes. This makes data sharing very difficult. It also makes it difficult to compare data 
from MoLVT with data from NIS. 

o The ICT infrastructure and ICT skills at DG TVET and at provincial level are weak and 
need to be improved. 

o Not all training providers are registered or licensed. If they are, they are registered with 
the Ministry of Education or with the Ministry of Interior or with the Ministry of Rural 
Development. It is not clear whether a registration or a license is always legally required 
for training providers in all industry sectors. The Tourism Law, for example, requires 
providers of “Tourism vocational and professional training institution services”6 to be 
licensed with the Ministry of Tourism. The same clarity does not exist for other sectors. 

If a registration is required, there seem to be no sanctions against unregistered 
providers. There is also no registration or accreditation of courses that are offered by 
TVET providers7. This situation makes it difficult to monitor the quality of VET provision 
and to produce statistics about the activities of VET providers. 

o Some PTCs conduct surveys to assess the needs for training in the labour market, 
particularly in rural communes. ILO provided some training for these surveys. The 
ECOSORN project, which ends in 2010, continues assistance for some surveys. There is 
no systematic, comprehensive and standardized format for these surveys, which makes 
it difficult to compile a national from these surveys a national report about training needs. 

o Management of PTCs seems to be characterized by the following weaknesses: 

 There are no clear and documented procedures and job descriptions. 
 Records in training institutions are not kept in standard format and reports produced 

by management are not consistent. This makes data collection difficult. Such 
inconsistency makes it difficult to make comparisons between provinces or to 
produce year-to-year statistics. 

 Managers in public training institutions receive very little pre- and in-service training. 
This leads to weaknesses in the areas of management, planning, reporting, 
monitoring and evaluating. 

o A conservative approach in the development of IT systems is indicated in the current 
context of VET management. A weak ICT infrastructure and a low level of ICT skills 

                                                            
2 Prakas No 134 of 10 October 2008, which establishes NTB’s subcommittee on Labour Market Information, 

seems to prescribe in its article 3 only three industries: “industry, service and agriculture” 
3 Article 3 of Prakas No. 134 gives the subcommittee the tasks to (a) recommend a classification system for 

occupations and (b) to prepare a coding system of occupations. 
4 Latest version is ISIC Rev. 4 (http://unstats.un.org/unsd/cr/registry/isic-4.asp) 
5 http://www.ilo.org/public/english/bureau/stat/isco/index.htm. ILO is currently working on an update called ISCO-

08  
6 Article 5 of the Tourism Law, which was enacted on 29 April 2009 
7 The department of National Competency standards has the responsibility for the “Development of criteria for 

accreditation of training programs and vocational training institutions” 
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make it necessary to uplift these areas to basic standards before thorough detailed IT 
systems can be introduced. The development of these systems should first focus on 
basic functions that produce the highest benefits with realistic and simple ICT tools. In a 
modular approach, additional functions can be added as soon as the computerized 
functions are reliably established. 

Main Elements for ICT in VET Management 
In the middle of ICT in VET management stand two information systems. 

o An information system for the management of VET establishments that are operated by 
GD TVET. This system will also be used to collect data from non-public VET 
establishments and from VET establishments operated by other ministries. In the 
following this system will be called ‘VETMIS’ 

o A labour market information system (LMIS) 

The systems will use ICT to a maximum degree that is currently realistic in Cambodia, but 
parts of the systems will remain paper-based. It will be necessary to coordinate the data 
dimensions kept on paper with the data dimensions in the IT systems. That will make it 
possible to produce reports that use data from both types of sources. 

The development, implementation and ongoing operation of these systems require: 

1. Streamlining and standardization of data within various departments of DoLVET using 
data standards of the National Institute of Statistics (NIS) to a maximum possible extent. 

2. Institutional strengthening of TVET management. Management will be improved within 
DG TVET, in provincial offices and in TVET institutions that are operated by DG TVET. 
Other departments within MoLVT, which provide or use TVET data, will also become 
beneficiaries of the project. MoLVT’s management capacity will be strengthened with the 
goal to accommodate the absorption of VETMIS and LMIS and to ensure their reliable 
and sustainable operation. 

3. Training of managers, including in the use of IT systems will familiarize the trainees with 
the operation of the systems and with the use of data for development plans and for 
monitoring and evaluating the quality and relevance of TVET. 

4. With the expectation that the above requirements will exist, VETMIS and LMIS will be 
designed, produced and implemented. 
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Implementation Logic and Strategy 
The diagram below shows the logic of project implementation and the dependencies of 
various components. The diagram is not a substitute for a gannt chart. It shows the logic of 
the activities and sequence of milestones. However, the timing of the activities and a gannt 
chart might be based on the diagram below. 

There are four dimensions in the implementation logic that is presented in the diagram 
above: 

# Dimension Elements Comment 

1 Building 
Blocks 

o Foundations 
o ICT Basics 
o Modules 

Implementation by building blocks 
starting with the foundation and 
continuing with building blocks that 
depend on the existence of the 
foundation blocks 

2 Phased 
approach 

o Production of outputs 
o Establish management 

structure for achievement of 
outputs 

o Creation of sustainability 
(institutionalization of 
outputs) 

Systems development goes in phases 
that are accompanied by monitoring 
and evaluation of progress made at the 
end of each phase 

3 
Monitoring 
and 
Evaluation 

o M&E of project 
management 

o Evaluation of Project 
Outcomes and of impact of 
outputs on the quality of the 
VET system 

Targeted are: 
o Every building block 
o Every module 
o Overall project outcomes 
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4 Exit Strategy 

There are three main phases: 
o Project Design 
o Project Implementation 
o Transition to post-project 

phase 

Elements / methods: 
o Involvement of beneficiary 

(participation and consultations) 
during design for buy-in of 
beneficiaries 

o Advocacy 
o Early planning of transition of 

system management to MoLVT 

Foundation 
It will be important that components are only developed after their foundations are clearly 
established. Examples for the most important foundations that will have to be created are the 
classifications of industries and of occupations. For reporting by VET institutions and for 
most labour market information it is essential that a common terminology and standards 
exists such as occupational and industry classifications, clearly defined qualifications and 
skills levels.  

Capacity of collecting and verifying relevant data and the capacity to analyse and interpret 
data are the main foundation of a Labour Market information system. A pool of trained labour 
market analysts will have to be trained for the production of labour market information before 
it becomes a Labour Market Information System. 

ICT Basics 
The development of IT systems requires the existence of an appropriate ICT infrastructure 
and of staff that have appropriate ICT skills.  

Activities 1.2.1.a and 1.2.1.b (see page Error! Bookmark not defined.) will create the ICT 
infrastructure that is necessary for improved VET management, for providing labour market 
information and for operating VETMIS.  

ICT skills, which will be provided by activity 1.2.2.a (page Error! Bookmark not defined.), 
will not only target the use of computers but also the maintenance of computers and of 
computer systems. No IT system will work without such a foundation.  

Modular Development of IT Systems 
When the above foundations are laid the conditions exist for the operation of IT systems. 
The design and the development of the IT systems can start prior to the completion of the 
entire foundations but the systems will only operate smoothly when the foundations exist. 

One important feature of the development process will be a modular approach. This means 
that certain basic functions are designed, produced and tested before more complex 
functions are built into the IT system. This allows early detection and correction of errors. 
Such an approach will avoid that errors are inherited by subsequent modules. A modular 
approach also allows users to get familiar with the system step by step and to absorb the 
new systems and the changes of the administrative environment at an easier pace. 

The modular approach is – at the same time - a method to mitigate the obvious risk that not 
all modules can be completed within the budget and within the time frame of the IT project. 
This risk exists particularly in countries like Cambodia where the development of the 
systems start from a low level of ICT infrastructure in an environment where an awareness 
of the importance of the systems does not exist on all levels. 

The worst case scenario would be that only the first module is produced (see list of modules 
in the next section). However, if this module produces substantial benefits without the other 
modules, the resources used for the production of the first module will not be lost. For 
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example, if only the first module of VETMIS (Inventory of VET institutions) is produced, DG 
TVET will have detailed data about all VET institutions and their infrastructures. This will be 
a substantial achievement compared to the current situation. 

Overview of VETMIS Modules 
A computerized VETMIS can offer basic functions only or can be more comprehensive. It will 
become quite sophisticated if it is designed to be a fully integrated information system for all 
departments within MoLVT. There is at that stage no intention to develop a fully fledged MIS 
for MoLVT. However, the architecture of VETMIS will be designed to allow easy additions of 
more functions at later stages. 

VETMIS will provide only the modules mentioned below. The order in which they are listed 
reflects the sequence by which they will be produced taking into consideration their 
dependencies8: 

1. The module about public and non-public VET institutions will capture basic information 
such as name, location, type (see page 52) and infrastructure; including equipment 
available at the institution (see Annex 7, Data Tables 4, 5 and 6). 

The collection and storage of such relatively static data provides a safe opportunity to 
test the mechanisms of data flow from VET institutions to DG TVET. It also allows testing 
data sharing by other departments in MoLVT which need access to basic information 
about VET institutions. 

In this module, a provision will be made to allow processing the registration of non-public 
VET providers (see page 52). 

2. Financial Module (see page 50 and Annex 7, data table 13). This module will capture 
basic data about moneys flowing through public VET institutions. Its early development is 
justified by its simplicity and by the fact that it is dependent only on the first module. 

3. Module about courses offered by TVT institutions (Annex 7, data table 7). This set of 
data is changing not too frequently, probably only once a year. Information about 
courses that are being offered can be publicised on the LMIS WEB site, thus adding 
value to this module. 

4. Module about course completion and course participation (annex 7, data table 10). 
Information about teachers and students involved in the courses will be included at a 
later stage when the teachers and students modules are completed. 

5. Module about teaching and non-teaching staff (annex 7, data table 9). Upon completion 
of this module, data about trainers will be added to module 3 (courses offered) and to 
module 4 (courses completed). 

6. Module about students (annex 7, data table 8). Upon completion of this module, data 
about students will be added to the module about completed courses. 

7. Module about Employment of Graduates (annex 7, data table 11). Basic details about 
tracer studies that the VET institutions conduct in a standardized format will be recorded 
in this module. 

8. Module about Surveys of Skills Needs by VET institutions (annex 7, data table 12) 

Overview of LMIS Modules 
The Labour Market Information System will be built, like VETMIS, with a modular approach. 
The sequence of modules in VETMIS is dictated by the logic of dependencies between 
modules. The sequence of modules in the development of LMIS is determined by the speed 
in which LMIS officers can be trained. Its development will follow a plan for training, during 
which the LMIS officers will learn how to collect, analyse and disseminate labour market 
                                                            
8 See “Tables and Modules” in annex 7 
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information. The training path will start with the easiest modules. The capacity of LMIS 
officers can then be built to feed more complicated data into other modules. The following 
modules will be developed in an order that the progress in training will suggest: 

1. Publication of VETMIS data (e.g. courses offered). 
2. Labour market statistics and labour market indicators from NIS with analyses and 

interpretations of their impact on the current labour market. 
3. Labour market data from international organizations with analyses and interpretations of 

their meanings for the local labour market. 
4. Additional labour market indicators calculated from MoLVT data and collated with data 

from NIS 
5. Job vacancies surveys. 
6. Graduates surveys conducted by VET institutions, by the LMIS unit or by other 

stakeholders. 
7. Career planning guidance 
8. On-Line job placement tools 
For more details about LMIS modules see page 70. 

Training 
Training is one of the most critical success factors for the implementation of VETMIS and 
LMIS. Training will be on several levels: 

o Basic ICT skills for everyone involved in the project’s activities (activity 1.2.2.a. – page 
Error! Bookmark not defined.) 

o Advanced ICT skills for all VET managers in provincial offices and in all departments of 
DG TVET (activity 1.2.2.b – page Error! Bookmark not defined.) 

o VETMIS training for its users, including training how to analyse and interpret data that is 
extracted from VETMIS (activity 1.2.5.d – Error! Bookmark not defined.). VETMIS 
training will also include the use and interpretation of indicators to measure the quality of 
VET institutions (page 54) and indicators to measure the progress of projects and the 
implementation of action plans. VETMIS training will also include procedures and data 
capture for surveys, for which standard forms will be used (see page 45). 

o Specialized and extensive training for LMIS officers (activity 1.2.6.c – page Error! 
Bookmark not defined.), which includes a tour to study data collection and analysis and 
labour market information systems at statistics units of UNESCO or ILO in Bangkok. 

On-the-job-training and tutoring and mentoring will be the preferred methods, particularly for 
the LMIS officers. Ongoing on-the-job training will also be provided throughout the life time 
of the project by local support persons in 7 support centres (see Annex 11). 

M&E of Systems Development 
As the diagram above (page 31) shows that the development of the information systems will 
be regularly monitored and evaluated: 

o To ensure the efficiency of the management of the developments. 
o To ascertain that all planned outputs are achieved as planned. 
o To measure the impact of the systems on the quality of the labour market. 
The framework of these M&E activities is outlined in the project’s design and monitoring 
framework.  

The project’s monitoring framework can be used as a model. Whenever a labour market 
project is designed such as VSTP or the Prime Minister Samdech Techo’s special fund (see 
page 69), similar monitoring instruments should be built into the projects. Training for TVET 
managers will include the techniques of monitoring and evaluating the implementation of 
projects, programmes and other measures of active labour market policies. 
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Creating Synergies 
Cooperation with existing Projects and Systems 
Part of the strategy for the development of VETMIS will be the attempt to create synergies 
with existing projects and to benefit from lessons learnt in relevant other projects. Of 
particular interest are the UNESCO project “Building Non-Formal Education Management 
Information Systems”9 that ran from 2001 to 2003. Another project is the “Enhancing 
Education Quality Project”10 that started in March 2009 and  

Both projects are located at the “Education Monitoring Information System (EMIS) Centre of 
the Department of Planning” of MoEYS. Both projects have similar goals, which are: 

o Assess the need for information in support to policies and management of education 
programmes in the country.  

o Identify Non-Formal Education Providers, such as Ministries, agencies, NGOs, local 
centres and private bodies. 

o Design an EMIS that responds to the needs and situation in the country  

Both projects contain considerable training components aimed at developing “diagnostic 
tools and data collection instruments, and to train staff of the MoEYS on how to carry out 
diagnostic studies and data gathering”11. Staff of MoEYS was familiarized with 
methodologies, diagnostic instruments, as well as operational procedures and arrangements 
to collect data and to produce diagnostic studies. 

The Ministry of Education, Youth and Sport (MoEYS) developed a computerized EMIS in 
199112. A considerable upgrade of EMIS is one component in the “Enhancing Education 
Quality Project” mentioned above. Part of the strategy for the development of VETMIS will 
be to establish a link to the EMIS centre at MoEYS to seek cooperation and to learn from 
their experience.  

The areas, in which experience can be exchanged, are: 

o Identification of the purpose and users of the system and scope of data to be defined for 
these purposes and users. 

o Methods, procedures and challenges of data collection. 
o Methods of data verification, storage and processing. 
o Selection of indicators (see annex 25) and identification of methods of calculating the 

indicators. 
o Dissemination of data and information. 
In the design phase of VETMIS13 a joint workshop with staff from MoEYS’s EMIS centre will 
generate synergies between both projects and will allow benefitting from lessons learnt by 
MoEYS (see activity 1.2.5.a – page Error! Bookmark not defined.). 
Experts from the EMIS centre at MoEYS or consultants who are familiar with EMIS 
implementation will be hired to assist in the training of local VETMIS support persons (see 
activity 1.2.5.d – page Error! Bookmark not defined.). 
Cooperation with Stakeholders 
The production of labour market information is not like harvesting data from isolated sources. 
It requires that data is collected interactively. Data sets from one source have to be 
compared and reconciled with data from other sources. Different data providers and data 
users should be consulted about the possible meanings of data and their value for 
forecasting the development of the economy and of the labour market.  

                                                            
9  http://portal.unesco.org/en/ev.php-URL_ID=9875&URL_DO=DO_TOPIC&URL_SECTION=201.html  
10  ADB grant # 38559-02 in the amount of 27.1 million US$ 
11 http://portal.unesco.org/en/ev.php-URL_ID=9875&URL_DO=DO_TOPIC&URL_SECTION=201.html  
12 UNDP project CMB/91/009 titled “Capacity Building in Education and Human Resources Sector” 
13 See sub-activities under 1.2.5 – page Error! Bookmark not defined. 
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LMIS staff should send drafts of labour market data and information to their counterparts at 
NIS, MoEYS and to other stakeholders before their publication. They should regularly meet 
with all stakeholders to collect feedback. To facilitate this, a meeting room for 30 persons will 
be required (activity 1.2.1.b – page Error! Bookmark not defined.). This room can not only 
be used for consultations with stakeholders but can also be used for regular training of 
VETMIS and LMIS staff and for regular briefings of MoLVT staff about hot topics in LMIS. 

Deployment of VETMIS and Data Load 
The deployment of VETMIS in 38 training institutions, in 24 provincial offices of MoLVT and 
in MoLVT itself is not just an issue of distributing CDs for the installation of software. 
Training has to be planned for a time when training institutions and VET managers are not 
too busy and are not involved in other training activities. 

There is also the need to adapt organizational procedures (activity 1.2.7.a – page Error! 
Bookmark not defined.) and legal provisions (activity 1.2.7.b – page Error! Bookmark not 
defined.) to the arrival of VETMIS. 

One task will be to load the initial set of data into VETMIS so it can become operational for 
day-to-day management. The strategy of a modular implementation of VETMIS (see page 
32) will spread this task over a longer period of time thus causing less disruptions. 

The regional support persons (see activity 1.2.5.f – page Error! Bookmark not defined.), 
who will also be responsible for general management training, will have to focus on VETMIS 
during the period of time when VETMIS modules are deployed. 

Training and Change Management 
Given the current low level of familiarity with computerized procedures in VET management, 
emphasis will be given to thorough training of VETMIS users and of LMIS officers. The 
proposed modular approach paces the deployment of VETMIS and LMIS over a longer 
period of time and allows a slower absorption of the systems. This is one element of the 
implementation strategy. 

The most important element of the strategy is the development of human resources, the 
training of staff involved in the systems and a change management strategy that changes 
the mindset of VET managers. Not only the use of VETMIS will be very new but also to the 
concept of Monitoring and Evaluation of the quality of VET provision, which is one function of 
VETMIS.  

Regional VETMIS support centres will be established in the locations shown in annex 11 
(see also activity 1.2.5.f – page Error! Bookmark not defined.) to ensure that help and 
support is not only available in Phnom Penh but ‘next door’ in provinces for easy access and 
communication. 

Another element of the implementation strategy is to make internal and external 
stakeholders aware of the purposes and objectives of VETMIS and LMIS. With this goal, a 
kick-off workshop will be organized, followed by a mid-term workshop (activity 1.2.7.d – page 
Error! Bookmark not defined.) to trigger cooperation and buy-in by the stakeholders. 

This strategy will be supported by the production and wide distribution of various types of 
promotional material (activity 1.2.7.d – page Error! Bookmark not defined.). 

Sustainability 
As shown in the diagram of the section “Implementation Logic and Strategy” (page 31) the 
project has to be planned and implemented in a way that its outputs will continue to be 
operational after the lifetime of the project. The modular approach (page 32) is one 
component of the strategy for sustainability. Another element of the strategy is to use to a 
maximum possible extent existing staff for the operation of the systems during the project’s 
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life time. Project staff like the IT Coordinator at central level (see page 48) and the local 
support persons in 7 provincial support centres (see activity 1.2.5.d – page Error! 
Bookmark not defined.) will not be involved in the operation of VETMIS and of LMIS but 
only in the training and coaching of existing government staff who, at the end of the project, 
will be able to continue VETMIS and LMIS operations without external assistance. 

Visibility and Advocacy 
The purposes of VETMIS and of LMIS and their importance for the quality of the VET sector 
and the efficiency of its management have to be publicized internally within the VET 
administration and externally to the stakeholders. Activity 1.2.7.d (page Error! Bookmark 
not defined.) provides for the following measures of advocacy: 

o A kick-off workshop with participants from MoLVT, its provincial offices, TVET providers 
and stakeholders will explain the objectives of the systems and their importance for the 
improvement of the VET sector. The goal of the workshop will be to generate a 
willingness to cooperate in the development of the systems. 

o The kick-off workshop will be followed by a mid-term workshop, in which the results of 
the projects and the plans for the remaining work will be presented to the same 
participants as in the kick-off workshop. 

o Promotional material such as information flyers, conference folders, pens and CDs or 
flash drives with main documents in digital format will be produced and distributed widely 
to make VETMIS and LMIS more visible. 

Organizational Structure 
Current Structure 
The diagram below shows the current organizational structure of MoLVT. The departments 
that can be considered as direct data providers and/or as users of VETMIS and LMIS 
information are surrounded by grey boxes with red frames. The arrows in the diagram below 
indicate the departments and offices that will have to play an active role in managing and 
updating VETMIS and LMIS. Activity 1.2.7.a (page Error! Bookmark not defined.) will 
assess whether this is the optimal organizational arrangement for managing VETMIS and 
LMIS efficiently. 
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The Department of Planning, Statistics and Legislation Labour market statistics, the 
Planning and Statistics Office within the Department of TVET Management and the Labour 
Statistics Office within the Department of Labour Market Information are all somewhat 
involved in labour statistics and labour market information. The details of the responsibilities 
in the current organizational structure of MoLVT are shown in Annex 13. There is definitely 
no clear delineation of responsibilities. 

Possible Future Structure of Data and Information Management 
Without pre-empting the result of the proposed analysis of tasks, functions and 
responsibilities for data management (Activity 1.2.7.a – page Error! Bookmark not 
defined.) the most likely outcome of the analysis will be that MoLVT should consider the 
establishment of a central MIS Unit similar to the EMIS Centre at MoEYS. This unit would 
then be a one-stop-shop for data and will be responsible for: 

o Operation and maintenance of LMIS and VETMIS. 
o Support and training of VETMIS and LMIS users, including in provinces and in VET 

institutions. 
o Maintenance of hardware, local area networks and of the website. 

o All other data, information and research services for policy makers, managers and the 
general public. 
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The organizational structure of MoLVT would then change to the structure shown in the 
diagram below: 

 
The MIS Unit will absorb and streamline the functions of: 

o The Statistics Office within the Department of Planning, Statistics and Legislation. 
o The entire Department of Labour Market Information including its Labour Statistics 

Office. 
o The Planning and Statistics Office within the Department of TVET Management. 

The MIS Unit, in this concept, will be a service department for all other departments. Located 
at a high level of the administrative structure, it will be equipped with the necessary authority 
to collect data and sanction the data providers who do not abide by the rules of data 
provision. Such a structure will avoid the current problems that exist in data collection, 
including the current helplessness when important data is not provided. 

EMIS at Ministry of Education, Youth and Sports 
The concept of allocating the responsibility for information management to one central unit is 
not new. The Ministry of Education, Youth and Sports in Cambodia, for example, operates its 
entire EMIS with one ‘EMIS Centre’, which is the main institution for compilation and annual 
dissemination of education statistics for Cambodia. It has 13 staff and even more computers. 
It has also 4 laser and 3 colour printers; a scanner and a high speed copier. The local area 
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network, which is serviced by a computer room, is not connected to other MoEYS 
departments but there is a dial-up connection to the Internet. 

The centre has an LCD projector, overhead projector and a meeting room for 30 persons 
that can be used for training. 

The centre regularly provides training in data compilation procedures, data analysis and 
computer applications to central and local level staff and other education related offices. 

Microsoft Access, Excel and Visual Dbase are used for collecting and storing data. Excel 
and SPSS are used for data analysis and production of reports. The centre uses both 
MapInfo and Arc View for the production of geographical maps that show education data.  

Standard Codes 
A standard set of occupational codes with meaningful descriptions is essential for reporting 
and producing statistics in the VET sector. Without these standards clear reporting is 
impossible and statistics remain relatively meaningless. Annex 9, for example, shows the 
titles of courses that were reported by TVET providers. There is no reference to the content 
of these courses, their skill level and the curricula used in the courses. The producer of 
statistics never knows if he puts apples and bananas in the same basket. 

Standard codes are not only important for consistency of reports and statistics within the 
VET sector but also for consistency between all sectors and within the country. They are 
also essential for compatibility with international statistics and reports. 

According to the Statistics Law14, the NIS is the official national statistical institution in 
Cambodia with the responsibility to establish and lead an integrated national statistical 
system which covers all designated official statistics and statistical units within ministries and 
government institutions. 

NIS has the authority to coordinate all activities of statistical development, including training, 
with the ministries and government institutions, as well as the private sector. It also has the 
authority to establish and update national statistical standards pertaining to classifications, 
concepts, definitions and statistical units. Whatever standard codes will be used in VETMIS 
and in LMIS, they should be compatible with codes used by NIS and should be able to be 
adjusted as NIS standard codes might be updated in the future. 

Standard Occupational Classifications 
A standard set of occupational codes with meaningful descriptions is essential for reporting 
and statistics about VET activities. They are also important for job seekers and for 
employers advertising job vacancies. ILO is a leading organization maintaining an 
internationally recognized set of codes. The current version is called ISCO-08 (International 
Standard Classification of Occupations)15. The terminology used is as follows16: 

Major Group (example: Technicians and associate professionals – Code 3) 

Sup-major Group (example: Information and communications technicians – 
Code 35). All two-digit sub-major groups are listed in annex 26. 

Minor Group (example: Information and communications technology 
operations and user support technicians – Code 351) 

Occupation 
Groups 

Unit Group (example: Web technicians – Code 3514) 

                                                            
14 Enacted in May 2005 
15 http://www.ilo.org/public/english/bureau/stat/isco/index.htm. ISCO 08 is an update of ISCO-88  
16 See ILO resolution Concerning Updating the International Standard Classification of Occupations 

http://www.ilo.org/public/english/bureau/stat/isco/docs/resol08.pdf  
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Job A job is set of tasks and duties performed, or meant to be performed, by one 
person, including for an employer or in self employment.   

Occupation 

An occupation is defined as a set of jobs whose main tasks and duties are 
characterised by a high degree of similarity.  A person may be associated 
with an occupation through the main job currently held, a second job or a job 
previously held. 

Skills 

Jobs are classified by occupation with respect to the type of work performed, 
or to be performed. The basic criteria used to define the system of major, 
sub-major, minor and unit groups are the “skill level” and “skill specialization” 
required to competently perform the tasks and duties of the occupations 

Job Title A job title is the name of an occupation as given by the employer 

Job 
Description 

A Job Description is the narrative that lists tasks, responsibilities and other 
elements belonging to a job title 

Most countries have ‘localized’ the coding system to their respective needs. Australia and 
New Zealand, for example, have localized ISCO to what is called ANZSCO17. So have the 
USA18, Canada19, South Africa20 and most other countries. The main feature that all these 
classification systems share is that there is concordance with the ILO system. 

Standard Industry Classifications 
International Coding Systems 
The leading international agency for classifications of industries is the Statistics Division of 
the United Nations (UNSD). It publishes and maintains a number of economic and social 
statistical classifications. The most relevant coding system is the International Standard 
Industry Classification (ISIC)21. The United Nations, the United Nations Industrial 
Development Organization (UNIDO), the International Labour Organization (ILO), the Food 
and Agriculture Organization of the United Nations (FAO), the United Nations Educational, 
Scientific and Cultural Organization (UNESCO) and other international bodies use ISIC 
when publishing and analysing statistical data. Their use in Cambodia, therefore, will be 
beneficial for international compatibility of statistics. 

Many countries have ‘localized’ ISIC. In the USA and Canada, for example, a coding system 
called NAICS22 is being used with slight differences which are made compatible through the 
use of concordance tables. 

Classifications used by National Institute of Statistics 
Except for minor adjustments23, Cambodia’s National Institute for Statistics (NIS) has not yet 
developed national standard industrial and occupational classifications. The ISIC revision 3 
and ISCO-88 were used for coding the economic activities and occupations in various 
surveys which were conducted by the NIS. They were used in the following statistics: 

o Cambodia Socio-Economic Survey (CSES) 1993-94, 1996, 1997, 1999, 2004 
o Demographic Survey 1996 
o Demographic and Health Survey 2000, 2005 
o Labour Force Survey 2000, 2001 
o Survey of Industrial Establishment (SIEC) 2000 
                                                            
17 http://www.abs.gov.au/ausstats/abs@.nsf/mf/1220.0  
18 http://www.bls.gov/soc/  

19 http://www.statcan.gc.ca/concepts/occupation-profession-eng.htm  
20 StatsSA localized SOC codes are called ‘SASCO’ 
21 Latest version is ISIC Rev. 4 (http://unstats.un.org/unsd/cr/registry/isic-4.asp) 
22 http://www.census.gov/naics/2007/index.html  
23 A concordance table for major classifications of industries is shown in annex 4 (page 93)
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o Cambodia Inter-Censal Population Survey 2004 
o Population Census 199824 

The ISIC revision 4 was used in CSES 2007, in the Survey of Industrial Establishment 2000 
and in the Population Census 2008. 

However, the survey industrial Establishment 2000 used only the following two-digit codes: 

o Mining & Quarrying (ISIC 10-14)  
o Manufacturing (ISIC 15-37)  
o Electricity, Gas and Water (ISIC 40-41)  
o Construction (ISIC 45)  
o Transportation (ISIC 60)  
o Wholesale Trade (ISIC 50 – 52)  
o Hotels & Restaurants (ISIC 55) 

Other Industry Classifications used in Cambodia 
In its “Job Project” page, the NTB website uses its own coding system for industries, which 
are wrongly called ‘occupations’ (see annex 4). 

The Tourism Law25 establishes its own classification for the tourism industry as follows: 

o Tourism accommodation services o Food and beverage services 

o Tourist transport services o Tourism information and promotion 
services 

o Tourist guide services o Tour operator and travel agency 
services 

o Tourism resort services o Tourism based community services 
o Tourism vocational and professional 

training institution services 
o Tourism entertainment centre 

services 
o Adult tourism entertainment centre 

services o Sales of tourist souvenirs 

o Other services relevant to tourism 
services  

The National TVET Plan 2008 uses different and inconsistent classifications of industries in 
the same document (see annex 16). 

The Department of Planning, Statistics and Legislation uses 18 different classifications of 
industries (see Annex 24). 

Process of ‘Localization’ 
The process of localization involves four steps: 

o Remove from ILO ISCO all occupations that are not relevant for Cambodia. 
o Translate revised ISCO into Khmer language 
o Collect job titles and job descriptions from employers, including numbers of employees 

employed in each job and their nationality. 
o Match job titles with SOC descriptions 

The diagram below depicts the process of localization of ILO SOC into a user friendly 
system of SOC codes for Cambodia with job profiles associated with each occupation. 

                                                            
24 A slight localization was made in the main sections of the industry classifications (see Annex 6, page 9393) 
25 Enacted on 29 April 2009 
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The result of the four steps above will be a table with the following columns: 

o Cambodia SOC code, which will be compatible with ILO code via a concordance table 
o Original Description of occupation 
o Description of occupation in Khmer language 
o Job title used for the occupation in the labour market in Cambodia 
o Tasks involved in the occupation / job. 
o Qualifications needed for the job, including level of skills. 

A job profile based on the above concept is shown in Annex 5, which does, however, not 
include a translated description of occupations since the example is from an English-
speaking country. 

Activities 1.2.3.a and 1.2.3.b (see page Error! Bookmark not defined.) aim at localizing 
and standardizing industry and occupational classifications in close cooperation with NIS 
and taking the above concept into account. The first objective is to make data collected from 
public and non-public VET institutions more meaningful and compatible with NIS and 
international classifications and terminology. 

The second objective is to provide a tool to match job profiles with employment 
opportunities, which tool will be of value for the National Employment Agency. This tool will 
also be valuable in career guidance and development. It will be made available in printed 
form as a brochure for job seekers and in digital form on the LMIS website (see activity 
1.2.3.b – page Error! Bookmark not defined.). The digital version might use the design of 
NTB’s “Job Prospect Database” (see annex 4) as a starting point. 

Considerable human resources must be mobilized to coordinate the consultations with all 
stakeholders in the labour market and outside the labour market, particularly with NIS and 
with the business community. A total number of 60 person/months have been allocated to 
national consultants of which one or more could be recruited from NIS or from a group of 
specialists with experience in NIS. Other examples from overseas are presented in Annex 5. 

The job profiles will have to be updated regularly. During the project one round of update is 
scheduled for consultations with employers and other stakeholders in the labour market (see 
activity 1.2.3.c – Page Error! Bookmark not defined.). 
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Other Standards and Standard Terminology 
Standard Codes used in IT Systems 
To make data from various locations and sources compatible some other standard codes 
should be used preferably the same codes as used by NIS. Examples standards are the 
codes for provinces, districts and communes, the use of the same age groups etc. 

International Standards 
The International Labour Organization (ILO) has developed standards on labour statistics of 
two types, namely (a) Conventions and recommendations, adopted by the International 
Labour Conference, and (b) Resolutions and guidelines adopted by the International 
Conference of Labour Statisticians.  

Convention No 6326 sets standards for Statistics of Wages and Hours of Work. Convention 
No 16027 and Recommendation No 170 establish standards and standard methods for the 
compilation of the following labour market indicators, which the convention declares as 
standard indicators: 

o Economically active population, employment, where relevant unemployment, and where 
possible visible underemployment; 

o Structure and distribution of the economically active population, for detailed analysis and 
to serve as benchmark data; 

o Average earnings and hours of work (hours actually worked or hours paid for) and, 
where appropriate, time rates of wages and normal hours of work; 

o Wage structure and distribution; 
o Labour cost; 
o Consumer price indices; 
o Household expenditure or, where appropriate, family expenditure and, where possible, 

household income or, where appropriate, family income; 
o Occupational injuries and, as far as possible, occupational diseases; and 
o Industrial disputes. 
Recommendation No 1928 establishes standards for statistics about emigration, immigration, 
repatriation, transit of emigrants on outward and return journeys. 
The UNESCO Institute for Statistics (UIS) provide a wide range of standard classifications 
and definitions of educational terminology29 

The World Bank (WB) offers a variety of International Classification Standards30 such as 
classifications for institutional sectors, for classification of products etc. 

All these and other international standards should be considered when developing the 
Cambodian Standards Manual, which will include a bi-lingual glossary of the relevant 
terminology (see activity 1.2.4.b – page Error! Bookmark not defined.). 
Standard Terminology specific for Cambodia 
A standard terminology needs also to be clarified, preferably backed by legal or other official 
documents (see activity 1.2.7.b. – page Error! Bookmark not defined.).  
Examples where the terminology has to be standardized are the following: 

o How long exactly are ‘short’ courses or ‘long’ courses? 
o What are the criteria to distinguish ‘formal’ and ‘non-formal’ training? 
o Which types of courses belong to ‘track 1’ and ‘track 2’ training? 

                                                            
26 Ratified by 14 nations, but not by Cambodia 
27 Labour Statistics Convention 1985, ratified by 46 nations, but not by Cambodia 
28 http://www.ilo.org/ilolex/cgi-lex/convde.pl?R019  
29 http://www.uis.unesco.org/ev.php?URL_ID=5455&URL_DO=DO_TOPIC&URL_SECTION=201  
30 http://go.worldbank.org/US1F5OFKQ0 
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o Are the criteria for ‘formal’ and ‘non-formal’ training the same as the criteria for 
distinguishing ‘formal’ and ‘non-formal’ businesses? 

In the example above, VETMIS needs a decision, whether ‘non-formal’ is an attribute of (i) 
the method of training delivery (ii) the type of certification that is issued at the end of a 
course, (iii) the length of the training course or (iv) the qualification of the training provider 
who delivers the training course. Currently, it seems that the length of a course is the only 
criterion for judging the courses skill level. 

Standard Formats for Surveys 
Between 1993 and 2000 Training evaluation needs assessments (TENA) were conducted 
and staff were trained using formats and processes developed by ILO.  

Training needs analyses were also conducted under ESDP II for the voucher program 
(VSTP) and are still being conducted by the ECOSORN project in the north west of 
Cambodia31. 

Based on the results of these activities and using lessons learnt, standards should be 
developed for regular tracer studies and for regular surveys of training needs32. 
Standardization will allow capturing the results of the surveys in VETMIS. And this will allow 
producing statistics and analysing and interpreting the results of the surveys (see activity 
1.2.4.b page Error! Bookmark not defined.). Models for standard questionnaires are 
presented in annexe 12, 13 and 15. Standardization will also include the processes and 
procedures to be used during and after the surveys, which procedures will be documented 
and included in the Management Handbook for VET institutions (see activity 1.2.7.c – page 
Error! Bookmark not defined.) 

Standardization and Harmonization of MoLVT Data 
Each department and office within MoLVT collects and keeps data in different formats and 
dimensions. Data about employers, for example, is kept in different formats and different 
dimensions in the following departments: 

o Department of Labour Inspection 
o Department of Work Conflict 
o Department of Occupation and Manpower 

The purpose of activities 1.2.4.a through 1.2.4.c (page Error! Bookmark not defined.) is to 
harmonize and standardize data within MoLVT. Keeping in mind that a full standardization is 
outside the scope of the project, only basic data that is relevant for VETMIS and LMIS will be 
targeted by this activity. The result will be that relevant data from within MoLVT will be 
directly available for the purposes of VETMIS and LMIS. This will avoid duplications of the 
collection of same data by various departments. 

ICT Equipment and ICT Skills 
During the field visits (see Annex 2) and through a survey (see questionnaire Annex 3) a 
definite need for ICT equipment in all offices was identified. It also emerged that the officers 
in PTCs and at MoLVT lack basic ICT skills. The gap between the existing ICT situation and 
the required ICT infrastructure and ICT skills will widen if provincial institutions become 
agencies of the planned National Employment Agency. Transforming PTCs into offices of 
NEA will increase the need for a better ICT infrastructure and ICT training of more staff. 

                                                            
31 http://www.ecosorn.org/  
32 The recommendation in sections 28 and 29 of the final report of the Basic Skills program was to conduct TENA 

regularly, to regularly update the training and employment needs of the country and to regularly conduct tracer 
studies on learning outcomes. 
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ICT Equipment 
For the purpose of introducing VETMIS it can safely be assumed that no appropriate ICT 
equipment is currently available. This statement includes the departments of MoLVT that are 
involved in the management of VET institutions and others that produce labour statistics and 
labour market information. All sites are consistently under-equipped. 

To respond to hardware needs, two sets of ICT office equipment will be provided to all 36 
training establishments that are operated by DG TVET and for 2 additional PTCs that will be 
created through the project. Additional 24 slightly different sets of ICT office equipment will 
be provided to all 24 provincial offices of MoLVT (activity 1.2.1.a – page Error! Bookmark 
not defined.). 
Activity 1.2.1.b (see page Error! Bookmark not defined.) describes the inputs required to 
prepare the ICT infrastructure that is necessary for the arrival of VETMIS and LMIS at 
MoLVT. There are three types of inputs: 

1. Additional ICT equipment is needed in all departments within MoLVT, which: 

o Produce data that is relevant for VETMIS and for LMIS or  
o Use VETMIS and LMIS data. 

The numbers of ICT Office equipment packages to be procured for DG TVET and other 
departments at MoLVT are listed in Annex 10. 

2. Data sharing requires the establishment of a local area network linking the computers in 
these departments. The establishment of a local area network (LAN) requires the 
refurbishment of a room to become an air conditioned computer room, in which the file 
server is safely located. The room would also be a storage room for the copies of 
licensed software and other items and peripherals that need safe storage. 

The required construction work will include network cabling from the computer room to 
modems / routers in 19 different departments/offices within MoLVT. It also includes the 
cabling to connect the generator to the computer room and from there via a separate 
circuit to the computers for three main VETMIS and LMIS computers to ensure their 
continuous operation in the event of power failures, which are currently very frequent. 

3. Maintenance, management and supervision of IT systems and support for their users are 
the purpose of activity (1.2.1.b – page Error! Bookmark not defined.). A sustainable 
operation of the systems requires the establishment of a support and help system 
including procedures, schedules for backups etc. An ongoing management, maintenance 
and support service will then be required for the remaining lifetime of the project. The 
services will be provided mainly by a full-time national specialist who will be assisted by 
a short term international expert. The international expert will ensure that the support 
system is set up following international best practice. The international specialist will also 
monitor and evaluate the quality of support in a second mission and will make 
recommendations for possible improvements. 

ICT Training 
Officers on all levels of VET management need basic ICT training before specialized training 
for VETMIS and for LMIS can be provided. 

ICT training should focus on the use of computers including the use of the internet. It should 
also focus on basic skills for the maintenance of hardware, networks and the maintenance of 
software and data. Overall, the training should change the mindset of the trainees towards a 
computer orientation in management. 

In order to ensure that ICT training follows standards, the basic ICT training will be 
conducted for standardized content such as used by the European Computer Driving 



Supplementary Appendix G 47 

Licence Foundation Ltd (ECDL Foundation)33. This foundation has a representation and 
testing centres in Cambodia34 and offers standard training material, including digital training 
material for various levels of ICT skills. 

 
Experience shows that staff turnover is relatively high. With the assumption that 
approximately 40% to 50% of trained staff will be transferred to other positions during the 
first three to four years of the project, another round of basic ICT training will be organized at 
the end of the fourth year of the project (see activity 1.2.2.b – page Error! Bookmark not 
defined.) 

 Phase 1 Phase 2 Phase 3 Phase 4 

Participants 

o 2 officers each 
from 36 training 
establishments 

o 3 officers each 
from 24 
provincial 
offices of 
MoLVT 

o 28 officers from 
MoLVT 
departments35 

(total of 172 
officers) 

o 3 officers each 
from 24 
provincial 
offices of 
MoLVT 

o 28 Officers from 
MoLVT 
departments 

(total of 100 
officers) 

o 1 officer each 
from 3836 
training 
establishments 

o 2 officers each 
from 24 
provincial 
offices of 
MoLVT 

o 14 officers from 
MoLVT 
departments 

(total of 100 
officers) 

o 2 officers 
each from 24 
provincial 
offices of 
MoLVT 

o 14 Officers 
from MoLVT 
departments 

(total of 62 
officers) 

Level of ICT 
Skills 

Equivalent of the 
ECDL Core 
Certification 

Equivalent of IT 
Training & 
Certification 
(Advance) 

Equivalent of the 
ECDL Core 
Certification 

Equivalent of IT 
Training & 
Certification 
(Advance) 

Duration 5 days 7 days 5 days 7 days 

Timing 
First quarter of the 
project 
implementation 

Third quarter of 
project 
implementation 

  

The training will be decentralized to allow better timing of the training sessions and to avoid 
excessive travel. The location of training venues is listed in Annex 11. 

A map of regional centres in which training will be organized, is attached in Annex 11 

Training and equipment will be provided ahead of the introduction of VETMIS and LMIS to 
allow training participants to continue the acquisition of ICT skills through self-learning using 
digital courseware with self-assessment tools. The IT manager (see below page 48) and 
                                                            
33 http://www.ecdl.org  
34 http://springboard4cambodia.com  
35 One officer for each ICT equipment package 
36 Including officers from newly created PTCs 
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local support persons (see Annex 11) will encourage and mentor the training participants to 
continue the acquisition of skills by self-learning after the completion of the initial courses. 

Management of ICT 
The establishment and maintenance of a LAN and the ongoing training and support of its 
users must be supervised and managed. 

A local specialist should be employed as a focal point and coordinator for all ICT issues 
during the entire life time of the project  

The IT coordinator should be assisted by short term inputs of an international specialist. The 
international expert would assist the local expert in the establishment of the initial ICT plan, 
including the development of the specifications and the design of the local area network and 
a plan for the ongoing and refresher training of its users. 

During the design and development of VETMIS and LMIS the role of the ICT manager will 
include the design of the IT systems, evaluation of tenders and the management of the 
production and implementation of software. The international expert’s role will be to assist in 
the development of a plan for the management of software production and to assist with 
monitoring the performance and quality of the software development. 

One of the main functions of the ICT coordinator will be to identify and to train two staff 
members at DG TVET to take over from him/her the functions of ICT coordination and 
management. 

In addition to the IT Coordinator located at the centre, there will be 7 local support persons in 
7 provincial centres (see Annex 11) for assistance of provincial staff in general matters of 
management and in the management of VETMIS. 

EMIS 
EMIS’ is an acronym for an ‘Educational Management Information System’ in the basic 
education sub-sector, which comprises pre-primary, primary and secondary education. It is a 
system that collects aggregated data from schools. Data is then transmitted to districts and 
provinces and is summarized at national level to support decision making and policy 
formulation. 

The main conditions for an EMIS are: 

o The proper identification of data that is to be kept in training institutions and in higher 
levels of education management. 

o The regular and timely transfer of verified data from training institutions to higher levels 
of education management. 

o The use of data for reliable and meaningful statistics and the capacity to analyse and 
interpret data. 

EMIS is not necessarily computerized. It can be entirely paper-based. A paper-based EMIS 
should be computerized only when the above conditions are met. Otherwise, the IT system 
will only perpetuate an unsatisfactory situation. 

There are opinions advocating that EMIS can also be used for the management of 
vocational education and training, particularly in countries where basic and vocational 
education are managed by the same ministry. 

UNESCO offers37 an “Open EMIS Builder”, which is software that allows building an EMIS 
that can easily be adapted to different needs, probably also to the needs of the management 

                                                            
37 http://portal.unesco.org/education/en/ev.php-

URL_ID=48175&URL_DO=DO_TOPIC&URL_SECTION=201.html  
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of vocational education and training. This possibility will be explored in the new project as 
part of the planning of systems developments (see page Error! Bookmark not defined.). 

VETMIS 
To distinguish an EMIS for the VET sub-sector from an EMIS for the basic education sub-
sector, it is proposed to call an EMIS in the VET sector in Cambodia “VETMIS”. 

Such a distinction is particularly appropriate in a situation where basic education and VET 
are, as in Cambodia, the responsibility of two different ministries. 

Data Collection 

 

Like EMIS, VETMIS’ main function will be the collection of 
standardized data from TVET providers.  

The diagram on the left hand side describes the data flow 
from local data collection to the top where data is 
consolidated into a national VETMIS. 

To ensure quality and completeness of data, the flow of 
data is channelled through a provincial VETMIS office, in 
which data is validated. The responsibility to establish and 
maintain provincial and national VETMIS offices remains 
to be clarified. It could be the provincial offices of MoLVT, 
the Provincial Training Boards (PTB) or VETMIS units to 
be created for the purpose. 

Data collection can be by way of paper-based, nationally standardized questionnaires or by 
digital tools such as Excel spreadsheets or simple data entry software. If digital tools are 
used the transfer of data to higher levels of VET management can be by way of email 
attachments or by using flash drives. 

VETMIS as Management Tool 
For reasons of accountability and transparency, public and non-public TVET providers have 
to keep a certain number of records such as: 

o Students and of staff records 
o Records about training activities 
o Inventories of equipment and material 
o Financial records etc.  
The scope and format of required records should be standardized and made mandatory by 
appropriate legal documents. One objective of activity 1.2.7.a and 1.2.7.b (see page Error! 
Bookmark not defined.) is to clarify the scope of record keeping at VET institutions. 

Traditional EMIS or VETMIS design is aimed at collecting aggregated data from the detailed 
records that the establishments keep on paper in a variety of formats. These data collection 
systems often fail or work not as well as planned because of four reasons: 

o Data collection is in addition to daily work. Managers of training institutions, therefore, 
consider data collection as an onerous, additional task. 

o Compilation of data for higher levels of VET management brings little benefit for daily 
operations particularly if there is no feedback. 

o There is very little guarantee that manually aggregated data is synchronized with actual 
data of daily transactions. 

o The user of aggregated data cannot ‘drill down’ for deeper analysis. Aggregated data 
also makes error detection difficult. 
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An operational system, in contrast, will provide its users practical benefits such as time 
savings when producing statutory records or producing certificates or reports. In an 
operational IT system data for reporting is automatically available. Data for reports, 
therefore, have not to be collected in an extra effort or process. 

The design of VETMIS will provide for the capture of data that is needed for the production 
of all statutory records and reports. For example, during the enrolment of a student, the 
details about the student such as bio data will be captured. This ensures, for example, that 
the content of a certificate matches the record in the database from which the certificate is 
printed. 

Data that is captured in VETMIS will be extracted and transferred to higher levels of VET 
management. Such an integrated procedure will ensure that data collection by management 
of VET institutions is not an additional, often neglected task and will also ensure that 
reported data – aggregated or disaggregated – are correct. 

Functional Scope of VETMIS 
When more than one ministry or more than one department within a ministry are involved in 
the design and development of an IT system it is usually difficult to address diverging needs 
with one system and to come to an agreement about its features and its management. To 
avoid these types of complications, VETMIS will be designed to satisfy primarily the needs of 
DG TVET. Other departments within MoLVT and probably other ministries will benefit from 
the data that is available but VETMIS will not be designed specifically for them. 

Financial Management and Accounting 
Rules for financial management applicable in Cambodia are described in the Financial 
Management Handbook38. They govern accounting, financial planning, budgeting, record 
keeping and reporting. For the following reasons, these functions should not be fully included 
in VETMIS: 

1. Off-the-shelf, standard accounting software exists in numerous different commercial 
packages; it would not be economical to re-invent the wheel by producing fully fledged 
accounting functions within VETMIS. 

2. The main responsibility for financial management and accounting of public TVET 
institutions is with the Ministry of Economy and Finance (MoEF). The Department of 
Finance and State Property (DFSP) collects financial data from the VET institutions on 
behalf of MoEF and facilitates the flow of funds. 

3. MoEF39 has developed a project plan for the development of a comprehensive Financial 
Management Information System (FMIS) including a plan for the creation of an ICT 
infrastructure that is necessary to operate FMIS. If this plan is implemented, most 
accounting transactions in all ministries will be processed by FMIS. 

4. At the provincial and commune levels, a variety of computer applications (including 
Peachtree, QuickBooks and Excel systems), are being used. It is proposed to make 
Peachtree a standard for financial VET management. This will enable easy transfer of 
digital data from VET institutions to the Department of Finance and State Property.  

                                                            
38 September 2006. It is designed for externally financed projects but the underlying principles can be applied for 

accounting in all government activities. The handbook is based on the unified Financial Management Manual 
(FMM), which was issued under MoEF Prakas No 586 dated 19 September 2005 

39 The Plan was prepared by the Information Communication Technology Unit (ICTU) of the ministry’s 
Department of Economic and Public Finance Policy. There is not yet evidence as to when this project plan will 
be implemented. 
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If Peachtree is fully used it will 
satisfy the monthly needs for 
information of DG TVET, of 
DFSP and of MoEF. The 
concept is shown in the diagram 
on the left hand side. 

Accounting data that is needed 
by the Department of Finance 
and State Property and by the 
Ministry of Economy and 
Finance will flow from VET 
institutions to MoLVT and from 
there to MoEF. 

Accounting software like 
Peachtree will be the tool for 
data capture and reporting. 
Peachtree will be set up so that 
standard data will be exported 
and electronically transmitted to 
VETMIS at VET institutions and 
to the DFSP (see activity 1.2.4.c 
– page Error! Bookmark not 
defined.). 

The scope of Peachtree data for DFSP will be very detailed and will follow government 
regulations that require very detailed reporting. 

Two main monthly reports (see example in annex 27) are required that VETMIS will 
facilitate: 

o Monthly Output Reports, in which actual training activities are reported and measured 
against targeted number of training activities. 

o Monthly Budget Performance Reports, in which expenditure for training programs is 
reported and compared with the amount of expenditure that is budgeted for these 
programs. 

VETMIS, which allows producing these reports, will export the data into a digital file that can 
be transmitted electronically to DFSP for consolidation and reporting to MoEF.  

VET institutions that do not use accounting software like Peachtree will be able to use a 
VETMIS data entry module that allows capturing data for the two monthly reports. 

Data Collection from non-public TVET providers 
The Department of Technical Vocational Education and Training Management (TVETM) has 
the following legal responsibilities40: 

o Preparing laws, regulations and any standards for management TVET institutions in 
public privates, NGOs, and Ios. 

o Managing the TVET institutions in public privates, NGOs, and Ios. 
o Monitoring and evaluating quality of TVET institutions in public, privates, NGOs, and Ios. 
o Coordinating and managing public TVET institutions under other Ministries. 

Therefore, there is no doubt that DG TVET has to collect data not only from VET institutions 
operated by DG VET but also from VET institutions operated by other ministries and from 
non-public VET establishments. 

                                                            
40 As published on NTB’s website http://www.ntb.gov.kh  
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The same scope of data that is collected from DG TVET institutions will be collected from 
institutions of other ministries and from non-public TVET providers. VETMIS will be used to 
capture and to store such data and to produce reports. 

The collection of data from other than DG TVET institutions requires that a legal obligation of 
non-public providers is created to submit all necessary information. It also requires its 
implementation, including sanctions for institutions that do not comply. 

The inclusion of non-public TVET providers finally requires clear criteria by which non-public 
TVET providers can be identified. Large enterprises that offer formal training might be 
classified as non-public providers while enterprises with non-formal training might be 
excluded. Obviously, the criteria for mandatory registration of TVET providers (see page 52), 
once clearly regulated, could be used. The recent Tourism Law41 is an example for such a 
regulation. 

The organizational and legal framework for the use of VETMIS by non-public TVET 
providers will be targeted by activities 1.2.7.a and 1.2.7.b (see page Error! Bookmark not 
defined.). 

Scope of Data Collection 
The scope of data in VETMIS depends on the purpose for which VETMIS will be 
established. There are currently four purposes that VETMIS can serve: 

Institutional Level 
As outlined above (page 49), VETMIS will provide basic operational benefits by making the 
management of a VETMIS institutions more efficient. It will, in particular, assist with the 
production of mandatory records, certificates and reports to DG TVET. The data needed for 
the production of these documents is the first determinant factor for the scope of data to be 
included in VETMIS. 

Provincial and National Levels 
The second factor that determines the scope of VETMIS data is the need for data and 
information in the provincial offices of MoLVT and in GD TVET. These levels of management 
need data and information to assess the quality of their VET establishments and to respond 
to weaknesses that VETMIS helps to identify. VETMIS should provide most data that is 
needed for calculation of indicators for the quality of VET establishments (see page 54). 

The role of VETMIS at provincial level will be limited to forwarding data to higher levels. This 
role will change only if provincial offices of MoLVT are given management power, which is 
unlikely to happen in the near future (see page 54). 

Registration of TVET providers and their Programs 
One module of VETMIS captures details about TVET providers (see annex 7), including their 
infrastructure, equipment and courses that they offer. These details should provide all 
information that is necessary to assess the level of quality (see quality criteria for non-public 
TVET providers – page 56) of a VET provider before it can be registered. 

The future registration system can use VETMIS, which will serve as a national registry of 
TVET providers no matter whether the registrations are managed by the proposed National 
TVET Trainers Network (NTTN) or by MoLVT. 

A challenge is the collection of data from TVET providers that are not registered or are 
registered with other ministries such as the Ministry of Tourism, the Ministry of Education, 
Youth and Sports, the Ministry of Rural Development etc. 

                                                            
41 Enacted on 29 April 2009. 
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If VETMIS is to become a full and inclusive national register of TVET providers the legal and 
organizational system has to ensure that all data flows into the central registry. Data that 
VET institutions collect by way of surveys (see annex 7, data table 3) is most likely not 
reliable and should soon be replaced by legal provisions that either makes MoLVT or NTTN 
the exclusive agency for registrations or that imposes on other ministries the obligation to 
forward registration information to the central register. The legal aspect of this issue will be 
analysed in activity 1.2.7.b (page Error! Bookmark not defined.) 

The model shown in the diagram 
on the left hand side shows three 
types of registrations: 
o Registrations directly with 

MoLVT 
o Registrations at provincial 

offices  of MoLVT and 
o Registrations with other 

ministries 

All registrations can be processed 
using the registration module of 
VETMIS. Data will be transferred 
electronically. Ministries that don’t 
use VETMIS will submit registration 
data on paper with the same level 
of details as provided in the 
registration module. 

Data Provision for LMIS 
The third purpose of VETMIS is to provide LMIS with relevant and timely information about 
VET provision in all provinces. This will be part of regular labour market information (page 
70). 

Summary of Data Scope 
Activity 1.2.5.a (page Error! Bookmark not defined.) is designed to identify in detail the 
data needs in the above four areas.  

It has to be kept in mind, however, that VETMIS can probably not provide all data that is 
needed. If VETMIS is to provide all data it might be too complicated for the current 
environment, in which ICT skills and infrastructure are still quite weak. Therefore, a 
conservative approach will be required and VETMIS focuses on completeness and 
correctness of basic and essential data (depth of data) instead of trying to cover a wide 
range of data with no depth and low quality. 

Basic VETMIS data will be about: 

o Location, type, Infrastructure etc of the VET institution 
o Courses offered and delivered by VET institutions with clear description of content and 

skills levels using standard codes and standard terminology. 
o Data about trainers, their qualifications and activities 
o Data about trainees, their training achievements and their employment situation after the 

completion of courses. 
o Results of training needs assessments conducted by VET institutions as part of their 

mandate to provide demand-driven VET. 
o Basic financial data 

The scope of basic data is outlined in more detail in annex 7). 
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Impact of Decentralization on VETMIS 

 
Centralized VET Management De-Centralized VET Management 

The left hand side of the diagram above shows the use by GD TVET of a national VETMIS. 
In this centralized model, the provincial VETMIS office is a mere data collecting and data 
forwarding agency. 

The different architecture of VETMIS in a de-centralized system is shown on the right hand 
side of the diagram above. In a de-centralized model there would be a fully fledged 
provincial VETMIS with management and monitoring functions. 

In a de-centralized model, data will still go to the central level, where it will feed LMIS and 
will be available for formulation of national policies by NTB. National VETMIS data will also 
be transmitted back to provincial VETMIS for information. Such information might assist in 
provincial decision making. Complete national data, however, will be available to provinces 
only when all provinces have submitted their data to the central level. This might be subject 
to delays. 

Cambodia has been moving towards decentralisation since the first commune election in 
2002. “A core principle of the decentralisation reform is to promote a culture of participation 
and trust between the state and civil society”42 From what can be observed in the history of 
decentralization in Cambodia, and from the activities of the National Committee for Sub-
national Democratic Development (NCDD)43, the main focus of decentralization does not 
seem to be devolution of central powers to provincial or commune-based bodies but rather 
the enhancement of commune council’s accountability to answer for the local use of central 
authority. 

It is, therefore, quite unlikely that provincial offices of MoLVT will obtain increased decision-
making powers. Under such an assumption, VETMIS can safely be developed as a 
centralized VET management tool. 

Quality of VET Institutions 
Activities and results of VET institutions have to be monitored and evaluated. For VET 
institutions under the control of DG TVET this requirement is part of the transparency and 

                                                            
42 “Where Decentralization Meets Democracy: Civil Society, Local Government, and Accountability in Cambodia 

— Working Paper 35” issued in May 2007 by the Cambodia Development Resource Institute (CDRI) 
43 NCDD was established by Royal Decree dated 31 December 2008. It is now the inter-ministerial mechanism 

for promoting democratic development through decentralization and deconcentration reforms throughout 
Cambodia. See http://www.ncdd.gov.kh/  
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accountability of public spending. If VET institutions under the control of DG TVET are used 
as a tool for the implementation of labour market policies (example: VSTP), then M&E is 
needed to measure the achievement of targets set by the policies and active labour market 
programs. 

Quality Indicators 
Quality indicators are criteria by which the quality of features, actions and results of a VET 
institution can be measured. 

In preparation of the phasing in of VSTP, ESDP II evaluated the responsiveness and 
effectiveness of PTCs using the following criteria, which were ascertained with surveys and 
interviews: 

o Level of activity. 
o Understanding of PTC mandate. 
o Number and quality of applications for NTF funding. 
o Effort of PTC Director to develop and market training. 
o Involvement of Provincial Director. 
o Capacity to report activities as seen in accuracy and timeliness of reports, physical 

condition of MoLVT with the PTC. 
o Access of staff to written curricula. 
o Community network and activities held at PTC. 
o Revenue generation activities including knowledge of and links with training NGOs,  
o State of campus, facilities and equipment. 

As a result of an evaluation in which these mostly qualitative criteria were investigated, the 
PTCs were ranked in three categories: 

Category 1:  PTCs, which are ready for the implementation of VSTP. 
Category 2:  PTCs that have improved over the past 2 years but need coaching to meet 

minimum PTC performance. 
Category 3:  PTCs that require significant support to meet minimum PTC performance. 

The above criteria were developed for the specific purpose of deciding which PTCs were 
ready for VSTP. But most criteria can be considered as standard criteria for quality of PTCs. 

A ‘multi-purpose’ set of quality criteria, for which examples are shown below, could be 
grouped as follows: 

Category Criterion / Indicator 

Inputs 

o Availability and quality of infrastructure, equipment and material 
o Numbers and qualifications and experience of trainers and qualifications of 

the managers 
o Funding of the VET institution including sources of funds 
o In-service training of training and non-training staff 
o Students per trainer ratio etc. 

Outputs 

o Number of graduates 
o Dropout rate 
o Number of graduates finding employment in the area of learning 
o Relevance of skills in employment subsequent to graduation 
o Satisfaction of students with facilities, training methods etc 
o Visibility and reputation of the VET institution in the community  
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Category Criterion / Indicator 

Processes 

o Adherence to statutory management procedures or of procedures that are 
established for the implementation of projects or special programs like 
VSTP. 

o Visits by provincial or national officers of MoLVT or by Provincial Training 
Board (PTB) 

o Equity of access to training that is offered by the VET institution 
o Availability of financial and other records 
o Existence of a development plan for the VET institution 

Quantitative data for many of the above indicators (e.g. numbers of graduates and dropouts) 
will come directly from VETMIS. 

Qualitative data is usually collected by surveys such as surveys about the satisfaction of 
students or about the relevance of training. These surveys have to be standardized so that 
data collected can be compared and can be aggregated in VETMIS for analysis and 
interpretation. 

The following models of standard questionnaires are presented in the annexes: 

o Survey of employers about recruitments and job openings (annex 12)  
o Survey of graduates and their employment after graduation (annex 13) 
o Survey for the assessment of training needs (annex 15) 
o Survey of business establishment for forecast of skills needs (annex 20) 
These surveys can be conducted by the VET institutions to collect data from employers and 
graduates in their respective catchment areas. The results of these surveys can measure the 
quality of training courses that were completed and the impact of these courses on the 
quality of the local labour force. They can secondly serve the purpose of identifying training 
that is needed to fill skills gaps in the catchment area. The result of standardized surveys 
conducted by VET institutions can be forwarded to VETMIS at national level for aggregation 
and analysis of VET provision and skills gaps in the country. 

The same surveys can also be conducted more generally by DG TVET as a regular (e.g. 
annual) exercise or can be conducted by NIS as part of their labour market surveys. Data 
from these surveys can complement the data received from surveys that were conducted by 
VET institutions. Obviously, standardization of the surveys is the key in such a system of 
regular surveys. 

Promotion of Quality 
The development of quality criteria should go hand in hand with the development of 
benchmarks that allow the ranking of the quality of VET institutions. A ‘balanced score card’ 
will put different weights on different quality criteria and VETMIS will then allow calculating of 
the overall score. One example of ranking is shown on page 55. 

The VET institutions with the highest overall ranking can be awarded a title as ‘key’ 
institutions making them visible to the public as high quality institutions and attracting more 
trainees. Obviously, additional funding for ‘key’ institutions could be provided as a result of a 
high ranking. This will then become part of an incentive system. 

The visibility of the ranking can be increased by printing the score of the VET institution on 
certificates issued by the institution or by publicising the score in publicity activities. 

Quality of non-public TVET providers 
Quality of non-public TVET providers is relevant as a condition for registration of providers 
(page 52). Achievement of a certain quality level can also be made a condition for 
participation of providers in training programs that are funded by, for example, the NTF or 
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other government sources. Finally, the general public has to be protected against TVET 
providers that charge fees that are not justified. 

The main areas where quality should be monitored and recorded in VETMIS are: 

o Quality of management. 
o Compliance of course content with competency standards. 
o Compliance with NQF so that trainees can move within and between TVET institutions 
o Recognition of skills acquired in courses. 

A possible set of criteria is presented in annex 18, which also describes the scope of data 
that should be recorded in the module of VETMIS that processes the registration of TVET 
providers. 

Labour Market Information System (LMIS) 

Challenges 
The main challenges for the Labour Market Information System are not its IT components 
but: 

o The large variety of different sources of data with different structures and dimensions, 
which makes the collection of reliable and consistent data quite difficult.  

o The analysis and interpretation of data, which requires skills that do not yet exist. 
o The user-friendly dissemination of information to diverse audiences that have each 

different needs, interests and understanding of data. 
o The timeliness of update of data and information, which requires a well trained and 

managed pool of human .resources. 

National TVET Development Plan- 2008 
The National TVET Development Plan stipulates that Provincial Training Centres and the 
Provincial Training Boards should be involved “in gathering basic labour market information 
in each province” and “information from other Ministries”. It also stipulates the involvement of 
“Enterprise Councils in providing labour market demand information and “market opportunity 
information when possible”44. The strategy also refers to the National Employment Agency 
“as a mechanism to gather data”. 

This strategic statement suggests that PTCs, PTBs, NEA and Enterprise Councils should be 
data sources and actors in the data collection. Activity 1.2.6.a (page Error! Bookmark not 
defined.) will analyse the merits of this suggestion and identify additional and potentially 
more suitable sources. 

As to the content of LMIS, the National TVET Development Plan advises that information 
should be provided about labour market demand and market opportunities, by which is 
probably meant that information should be provided about the supply and the demand of 
skills in the labour market. Activity 1.2.6.a (page Error! Bookmark not defined.) will identify 
which content LMIS should produce and which information can realistically be provided by 
LMIS in Cambodia. 

Differences between VETMIS and LMIS 
VETMIS is primarily a computerized tool for the management of VET institutions and a tool 
for data collection about their activities. VETMIS also is a tool that assists in measuring the 
quality of individual TVET institutions. 

                                                            
44 Section 8.13 of the English version of National TVET Development Plan - 2008 
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LMIS is not a computerized system like VETMIS. It is rather a research and information 
service. The ‘M’ in its acronym, does not stand for ‘Management’ like in VETMIS. LMIS is not 
a management tool. 

Scope of Data about VET Provision 
PTCs currently focus on low level skills in rural communes and seem to be relatively inactive 
in other skills levels and other industry sectors. They provide TVET for the small scale 
agricultural subsector for agricultural skills.  

An example of the limited scope of data collection is the Siem Reap PTC which was visited 
during the mission to four PTCs (see annex 2). An impressive display of statistics referred 
only to the voucher system and skills needs were assessed on a survey of only two out of 14 
rural communes in its catchment area. Skills needed in the hospitality industry, which is 
Siem Reap’s main industry, were neither assessed nor was data for this industry sector 
available at the PTC. 

This limited focus of activities limits the scope of data available from PTCs. 

LMIS Overview 
Data from VETMIS alone will not satisfy the needs of LMIS users. LMIS must cover all 
sectors and all occupations in the country in addition to information about population / labour 
force and information about the economy.  

The diagram below depicts the complexity of a labour market information system: 

The main components depicted in the diagram above are the following: 

Component Description / Examples 

Identification of 
Data Sources 

o VET institutions operated by DG TVET 
o VET institutions operated by other Ministries 
o Non-public VET institutions 
o Industry establishments, employers and formal and non-

formal businesses 
o Departments of MoLVT 
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Component Description / Examples 
o National Institute of Statistics (NIS) 
o Business Associations 
o Other data sources 

Data Formats 
and Data Flow 
(dotted arrows in the 
diagram above show 
the data flow) 

o Digital, harmonized data from MoLVT departments 
o Information from other Ministries 
o Digital data from VETMIS, including results of surveys 

conducted by VET institutions operated by DG TVET 
o Reports and statistics from surveys and censuses by NIS 
o Reports and data from surveys by various organizations, 

including surveys to be conducted by the LMIS unit itself 

 
Data Storage LMIS data is not stored in one uniform database. There are no 

consistent formats. LMIS has a mixed warehouse of data and 
information with different frequencies of updates. LMIS is not an 
IT system but a research facility or think tank with abundant data 
and strong research and analytical capacities. 

Data Analysis 
and Interpretation 
for production of 
reports 

LMIS must not simply present tables with numbers. It must give 
relevant information to its diverse groups of users. The 
transformation of data into information requires the capacity to 
collate, analyse and interpret data and to present the information 
in reports that convey the right meaning to each audience. 

Methods of data 
dissemination 

o Website 
o Periodical publications 
o Ad hoc reports about special issues that might be 

commissioned by government or other organizations 
o Regular upload of specific data to special users such as 

National Employment Agency 

Users of LMIS 
data 

o National Training Board (NTB) for formulation of labour 
market policies 

o National Employment Agency (NEA) 
o Royal Government of Cambodia for formulation of national 

policies 
o Employers and business enterprises 
o Job Seekers 
o Training Providers 
o Foreign investors and international organizations 

Purpose of LMIS 
The three main purposes of a labour market information system (LMIS) are to provide data 
and information: 

o To government and other decision makers for national and provincial policy formulation 
and planning of government initiatives in all sectors, including the VET subsector. 

o To job seekers, employers, training providers etc about job opportunities, for career 
planning, for the development of training courses etc. 

o To all stakeholders who have interests in the development of the country and its 
economy. 
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These three distinct functions of LMIS serve the needs of different users and require the 
collection of different sets of data from a great variety of sources. 

Activity 1.2.6.a (page Error! Bookmark not defined.) will start the development of LMIS 
with the assessment of its current status. It will analyse its strengths and weaknesses and 
will assess to what degree international best practice can be used for producing labour 
market information in the current environment in Cambodia. 

The study in activity 1.2.6.a will have to focus on five issues: 

o Identification of users of LMIS in Cambodia and their data and information needs. 

o Options for dissemination and delivery of data and information to users of LMIS. Different 
sets of options might be identified for users such as: 

 NTB and various government departments. 
 National Employment Agency (NEA). 
 Training providers, job seekers and business establishments. 
 The general public, including foreign investors.  

NTB’s current LMI website is presented in annex 4. Examples of overseas LMI websites 
are presented in annex 5. 

o Identification of various data sources including analysis of data structures and data 
dimensions. This will be followed by the development of a documented data map and a 
procurement plan for digital and for data in other formats. 

o In the light of the currently overlapping responsibilities for labour market statistics and 
labour market information (see annex 14), activity 1.2.7.a (page Error! Bookmark not 
defined.) will evaluate the current organizational structure and job descriptions of, for 
example, the Department of Labour Market Information, the Labour Statistics Office and 
possibly NTB’s Sub Committee of Labour Market Information45.  

o Establishment of an organizational structure, working procedures, job descriptions and 
budgets for the establishment and the ongoing operations of the new LMIS (see activity 
1.2.7.c – Page Error! Bookmark not defined.) 

Current LMIS 
The current status of Labour Market Information (LMI) in Cambodia will be analysed in more 
details in activity 1.2.6.a (page Error! Bookmark not defined.). The analysis includes its 
organizational and administrative structure and the need for training of LMIS officers. 
Recommendations will be made for possible improvements, including a review of labour 
market indicators. Without pre-empting the results of the necessary analysis, the current 
status of LMI can be demonstrated with the following examples: 

In its publication “Labour Market Information 2007”, the Department of Labour Market 
Information reports on labour market indicators. But it seems to have used only third party 
data that is copied into the report without comments and without reconciliation between the 
various tables and without keeping the tables consistent from year to year. The use of 
industry and occupation classifications is also inconsistent. A summary of the indicators and 
the data sources used by the Department of Labour Market Information is shown in Annex 8. 

In its publication “Report on Labour Statistics 2007”, the same department reports on 25 
indicators, of which some are about internal activities of MoLVT. A summary of the indicators 
is presented in annex 16. 

Independently, the Labour Statistics Office within the Department of Planning, Statistics and 
Legislation publishes monthly statistics reports. The reports are based on information 

                                                            
45 Created by Prakas No 134 of 10 October 2008 
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provided by each department in MoLVT in free form. The published reports have the same 
format every month. Their outline is summarized in annex 23. 

Finally, the NTB website proclaims to provide labour market statistics but the fact is that it 
shows only a copy of the “Report on Labour Statistics 2007” that is mentioned above. The 
NTB website also offers a web page called “Job Shop” and another web page entitled ‘Job 
Prospect Database’ (see annex 4). Both web pages lack updated content, which gives 
evidence that the capacity to manage and update web content does not yet exist. 

Weaknesses 
In summary, the current LMI publications suffer from the following weaknesses: 

o Surveys by NIS and by other organizations are not conducted frequently enough to 
satisfy the needs of stakeholders in the labour market.  

o The most recent LMI publication by MoLVT is published for the year 2007, but contains 
data of which some is 10 years old. 

o Classifications of industries and occupations are not standardized. They are also very 
broad and are not used consistently. 

o Data are not interpreted and no trends are outlined as a result of an analysis. 

Remedies 
The project will address the weaknesses mentioned above as follows: 

o Activity 1.2.3.a (page Error! Bookmark not defined.) will address one of the main 
weaknesses, which is the inconsistency in the use of classifications and standards in all 
statistics and surveys. 

o Activity 1.2.6.a (see page Error! Bookmark not defined.) aims at revising the labour 
market indicators, including VET indicators. It will highlight the indicators which are most 
significant in the labour market in Cambodia and will identify the indicators that can 
realistically be produced with appropriate frequency. 

o NIS data, which will be a backbone of LMIS, will have to be complemented by more 
frequent data collection activities and by looking at a series of additional sources of data. 
Activity 1.2.6.b (page Error! Bookmark not defined.) will create a ‘data map’ that 
describes in all details relevant data sources, frequency of updates, data dimensions and 
other metadata. This data map will – so to speak – become the cook book for the 
compilation of labour market information. 

o The most important ingredient for a high-quality LMIS is a pool of well-trained LMIS 
officers who are able to collect, collate, analyse and publish labour market information 
and who can satisfy the information needs of their audiences. Training of LMIS officers is 
the purpose of activity 1.2.6.c (page Error! Bookmark not defined.), which includes a 
study tour to either UNESCO’s or ILO’s statistics units in Bangkok. 



62 Supplementary Appendix G 

Data for Labour Market Information 
Types of Data Sources 

 

A Labour Market Information 
System (LMIS), unlike VETMIS, 
uses data of many different 
dimensions from many unrelated 
sources and organizations. 
It needs, to some extent, data 
from other countries and general 
data – for example – about the 
country’s population. It then needs 
general data about the economy in 
the country and about the 
prospects of economic growth in 
the country. 
The above data sets are followed 
by labour market indicators as 
they are used in most countries. 
Finally, LMIS will have to report on 
country-specific data such as data 
on the success of the Vocational 
Skills Development Program 
(VSTP) or of the special Fund of 
the Prime Minister Samdec Techo. 

Generally speaking, typical data sources and the frequency of their update will correspond to 
the circles in the above diagram. International data will be available from international 
organizations such as ILO, World Bank etc.(see page 66) General data about the country 
and large parts of economic data and general labour market data will be available from NIS 
and other national departments and organizations, including MoLVT itself. 

Country specific labour market data will be available primarily from MoLVT if all of its 
departments contribute and share their data (see activities 1.2.4.a and 1.2.4.b – page Error! 
Bookmark not defined.) in a mutually compatible way. 

The diagram above depicts the frame for a data map that will be developed in activity 1.2.6.b 
(page Error! Bookmark not defined.). 
The diagram below shows more details about the types of data to be analysed and 
interpreted by LMIS. The overarching principle is that LMIS will primarily use existing data 
and will collect additional data only if and when a specific analysis for specific users requires 
their collection and if such collection is feasible. 
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Process of Data Selection 
There is a reciprocal relationship between the needs of LMIS users and the data that LMIS 
should make available. The selection process that is involved in data collection will be 
completed by a repeated and alternating assessment of availability of data and of the needs 
of LMIS users. 

In a first phase, readily available and relevant labour market data of high quality will be 
selected for LMIS without looking at the specific needs of the users. 

In a second phase, the users of the data that was selected in the first phase will be identified 
and their additional data needs will be assessed. 

In the subsequent phase the search will start for additional data that was identified in the 
second phase. Quality of potential data sources will be evaluated and matched with the 
needs of users. Remaining gaps between available data and needs for data will be 
highlighted before a decision is made whether or not the data will be included in LMIS.  

The guiding principles must be that LMIS should only include reliable information and that 
the meaning of LMIS data becomes clear to its users. 
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Data Processing in LMIS 

 
The diagram above depicts the 6 phases of data processing in a labour market information 
system. Scope of data collection and method of data processing will be defined by the 
finalized set of Labour Market Indicators (activity 1.2.6.a – page Error! Bookmark not 
defined.. A determinant factor is always the needs of the users of which a major beneficiary 
will be the NTB for which DG TVET acts as its secretary and data provider. 

1. The first step after the assessment of information needs (see activity 1.2.6.a – page 
Error! Bookmark not defined.) is the Identification of data sources and the analysis of 
data structures and data dimensions and the assessment of relevance of data for LMIS. 
A data map with detailed description of metadata will be produced in Activity 1.2.6.b 
(page Error! Bookmark not defined.). 

2. Collection of data from various sources, which requires data sharing agreements with the 
data sources. The agreements identify the timing of data procurement, the methods of 
data transmission and the verification of data. Considerable training (see activity 1.2.6.c 
– page Error! Bookmark not defined.) will be provided for a regular and smooth 
completion of this task. 

3. Storage of data in a data warehouse that will consist partly of digitized and harmonized 
databases and partly of paper-based or scanned documents. Activity 1.2.6.c (page 
Error! Bookmark not defined.) will provide the necessary training for an indexed and 
cross-referenced storage of data. 

4. Data analysis, calculation of indicators and interpretation of indicators are the next steps 
in the diagram above. Training for these tasks will be included in activity 1.2.6.c (page 
Error! Bookmark not defined.). These tasks will have two different objectives. One is to 
satisfy the regular needs of general audiences such as job seekers, employers, 
businesses and other national and international stakeholders. The second objective is to 
satisfy specific information needs for policy formulation by NTB and for decision making 
by various departments of the Royal Government. The labour market information unit 
must be trained to analyse data for regular and for ad-hoc information needs. The 
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capacity to analyse and interpret labour market data cannot be built in one training 
course. It requires long-term practice and tutoring by a specialist who should train the 
national labour market information officers on-the-job. 

5. The fifth step is the calculation of labour market indicators and the production of reports 
to different audiences taking into consideration the dissimilar needs and the diverse 
backgrounds of the readers of the reports or documents. One has also to take into 
account that the needs of users might change over time. 

6. The dissemination of reports is the last step in the above diagram. Most information for 
employers, job-seekers and for the general public will be published on the website’s 
various pages. The objective of Activity 1.2.6.d (page Error! Bookmark not defined.) is 
to develop the capacity to maintain and update a website and to familiarize LMIS officers 
with methods of conventional productions of various LMI publications. 

Data Sources 
National Institute of Statistics 
The NIS Survey of Industrial Establishments 2000 is the most recent source of data. Some 
tables from NIS publications were copied into the report ‘Labour Market Information 2008’ 
published by the Department of Labour Market Information. A summary of this report is 
presented in annex 8. 

The latest Household / Labour Force Survey of NIS was in November 2001 with some 
additional data available from the 2004 Cambodia Socio-Economic Survey (CSES)46. The 
relevant sections of this survey are: 

o Population estimates for Cambodia 1994 and 2004 by gender and age 
o Labour force participation, employment and unemployment 
o Economically active population by level of education and age 
o Employed population (10 years and over) by employment status and gender 
o Employed population(10 years and over) by employment status 
o Time used for enumerated work of the productive generation by education 
o Child work by gender, weekdays and age 

In the study provided by activity 1.2.6.b (page Error! 
Bookmark not defined.) the following issues should be 
investigated to identify to which extend NIS data can be used 
in LMIS: 

o Data structure and data dimensions 
o Frequency of surveys 
o Availability of databases for further processing in LMIS 
o Legal issues such as intellectual property rights, and 

constraints in sharing data with NIS due to the statistics 
law and possibility of concluding a data sharing 
agreement between MoLVT and NIS. 

Business Associations 
The Garment Manufacturers’ Association of Cambodia (GMAC) conducted a Garment 
Industry Salary Survey for 2007-8. It can be used in future as a valuable data source. 

The Cambodian Federation of Employers and Business Associations (CAMFEBA) is another 
example of an external data source. CAMFEBA is a membership-based organization of 103 
employers and businesses47. In addition to having data on employers, CAMFEBA offers a 
training program, including training on ‘Effective Training Needs Analysis’. CAMFEBA also 
                                                            
46 http://statsnis.org/SURVEYS/CSES2003-04/index-cses.htm  
47 As at 05 June 2009 
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conducts surveys amongst its members and non-members. Surveys covering the years 
2008 and 2009 were conducted in the private sector, in the hotel industry and in the micro 
financing institutions. 

A partnership between LMIS and CAMFEBA could provide valuable background information 
about employers and employment. 

International Organizations 
Surveys are also conducted and statistics produced by international organizations: 

The International Labour Organization (ILO) publishes, for example, labour statistics with the 
following indicators48: 
o Total and economically active population 
o Employment, unemployment and underemployment 
o Hours of work, wages and labour costs 
o Consumer price indices 
o Occupational injuries 
o Strikes and lockouts 
o Household income and expenditure 
o International labour migration 
Some data for these and other indicators is not collected by own surveys. Instead, ILO relies 
to a large extent on data that is provided by member countries. It is therefore important that 
member countries provide complete data in the format used by ILO so that country data 
becomes comparable with data in other countries and countries can be ranked in their 
performance. Cambodia’s cooperation with ILO could be improved given that the ILO labour 
market statistics for the years 2000 to 2007 show that data for 47 out of 69 indicators was 
not available for Cambodia. 

The UNESCO Institute for Statistics (UIS) publishes, for example, education statistics and 
country rankings with the following indicators49: 
o Net enrolment rates, including gender parity 

index 
o Adult illiterate population and youth illiteracy 
o Distribution of gross domestic expenditure on 

research and development 
o Public expenditure on education as % of 

GDP 
o School life expectancy (years) etc. 
The Asian Development Bank (ADB)50 provides frequent updates about the macroeconomic 
developments in their member countries and presents economic and financial Indicators. 
The ‘Asia Economic Monitor’51, for example or the annual ‘Asian Development Outlook’52 are 
amongst many publications by ADB that provide valuable statistics and analyses of the 
economies of 44 member countries, including Cambodia. 

The World Bank (WB) maintains a Data and Research Unit, which offers: 

o Statistics, including material for statistical 
capacity building 

o Publications about research in a variety of 
subjects 

o Economic forecasts (e.g. ‘Prospects for the 
Global Economy’) 

                                                            
48 http://laborsta.ilo.org/  
49 http://stats.uis.unesco.org  
50 http://www.adb.org/Economics/  
51 http://aric.adb.org/asia-economic-monitor  
52 http://www.adb.org/Documents/Books/ADO/2008/default.asp  
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The WB’s ‘Labour Markets Team’ is part of the Social Protection Unit of the Human 
Development Network. They provide training, produce publications and provide technical 
assistance in the following areas: 

o Active Labour Market Programs 
o Vocational Education and Training 
o Income Support for the Unemployed 
o Industrial Relations 
o Informal Labour Markets 
o Labour Regulation & Standards 
o Child Labour 

Direct Data from MoLVT 
Possible direct sources of data about business establishments are the following: 

o The Department of Labour Inspection keeps data about business establishments for the 
purpose of making inspection plans and for keeping track of inspection results. The 
data, which is broken down by industry sectors, includes numbers, average wages and 
average working hours. 

o The Department of Occupational Health keeps data about business establishments for 
the purpose of scheduling health inspections and to record inspection results. Data is 
broken down by industry sectors and includes information about numbers and 
nationalities of employees. 

o The National Social Security Fund is a public, legal and financially autonomous entity 
created in 199753. It operates under the technical management of the Department of 
Social Security within MoLVT. All enterprises or establishments hiring 8 employees or 
more are obliged to register in the NSSF. The registration with NSSF provides 
information about business registration certificates, identity numbers of employer and 
relevant personal information about all employees. 

The Department of Social Security collects information about workplace accidents from 
employers. Accidents must be reported using the mandatory notification form that is 
presented in annex 22.  

Activity 1.2.7.b (page Error! Bookmark not defined.) will make recommendations 
about how to make reporting forms more informative for example by: 

 Classifying the enterprise in which the accident happened according to the localized 
classification of industries (page 41). 

 Classifying the occupation (page 40) of the worker who was involved in an accident. 

Such an amendment of the current reporting form will make the accident reports more 
informative.  

o The Department of Occupation and Manpower collects data about numbers of 
establishments and their employees broken down by industry sectors, numbers of job 
seekers by occupation and age groups and of numbers of job vacancies and 
placements by occupations. 

o Additional information from MoLVT departments about employers is kept by the 
Departments of Labour Disputes and Child Labour. 

Currently, the data above is recorded by each department in different formats and 
dimensions. Data is collected separately, is not shared and not cross-verified. Activities in 
area 1.2.4.a (page Error! Bookmark not defined.) aim at harmonizing data within MoLVT 
so that it becomes consistent and can be shared by all departments, including LMIS. 
                                                            
53 Royal Kram No CS/RKM/06561/03 dated June 15, 1996 and Royal Decree No. NS/RKT/ 1297/91 dated 

December 31, 1997. 
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Data from own Surveys 
PTCs conduct surveys and provide data about establishments and employment in their 
geographical areas. Their capacities in collecting data were improved in the past with 
projects by ILO and by ECOSORN54. A standard questionnaire for regular surveys to be 
conducted in the future is presented in annex 14. These surveys can also be conducted 
selectively by LMIS officers. 

Job opportunities can be tracked by surveying job vacancy announcements in newspapers 
and by including data collection about job vacancies in the planned National Employment 
Agency (NEA). LMIS officers will be trained to conduct these surveys. 

Labour Market Indicators 
Labour market indicators serve the purpose of measuring: 

o Standard features of the labour market such as the structure and performance of the 
labour force and the demand for skills and supply of skills. These indicators follow 
international practice and allow comparing labour markets in various countries adhering 
to the same standards.  

o Special features of the labour market in Cambodia such as data about the National 
Social Security Fund (NSSF), numbers of employment cards etc. 

o The success of active labour market policies and programs with a limited implementation 
period such as VSTP or the Prime Minister Samdech Techo’s Special Fund. 

Standard Labour Market Indicators 
In its 2007 LMI publication, the Department of Labour Market Information reports on 28 
Labour market indicators in 9 groups (see annex 8). 

In a separate publication, entitled ‘Report on Labour Statistics 2007’, the Department of 
Labour Market Information published 25 indicators, which are a mixture of labour market 
indicators (e.g. number of establishments) and statistics about activities of MoLVT and its 
provincial offices (e.g. number of inspections, number of violations of the labour law). A 
summary of this publication is presented in Annex 15). 

The inception report proposed the use of 110 labour market indicators in the following twelve 
groups: 

A. Skill supply (14 indicators 
B. Macro labour force (7 indicators) 
C. Enterprise employment (23 indicators) 
D. Job opportunity (4 indicators) 
E. Job seeker (2 indicators) 
F. Recruitment (15 indicators) 
G. Workplace training (7 indicators) 
H. DGTVET long-course trainee aspirations (5 indicators) 
I. DGTVET long-course graduate destinations (17 indicators) 
J. DGTVET long-course graduate early employment (10 indicators) 
K. DGTVET long-course feedback (7 indicators 
L. International employment (3 indicators) 

The proposed Labour Market Indicators should first be compared with indicators used in 
other countries and by ILO55, which uses 69 indicators in 12 groups for comparisons 
between countries (see page 66). 

                                                            
54 ECOSORN has published a number of population statistics for northern Cambodia in 

http://www.ecosorn.org/statistics.php  
55 http://laborsta.ilo.org/  
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The international indicators should then be submitted to stakeholders for feedbacks and final 
approval by NTB. In a national workshop (see activity 1.2.6.a –page Error! Bookmark not 
defined.) with participation of all relevant players in the industry and VET sectors the 
indicators will be finalized. 

The next task will be for each approved indicator: 

o Identification of data needed for the calculation of the indicator and the source of data.  
o Definition of the method of calculating the indicators. 
o Identification of human resources and other resources needed to calculate and publish 

each indicator. 
o Decision about how and how often the indicators can be disseminated to which 

audiences. 
o Development of guidelines about how to interpret each indicator in the context of other 

indicators or in the absence of important additional data. 

Cambodia- specific Labour Market Indicators 
Some indicators are applicable and relevant only for Cambodia such as indicators about 
payments from the NSSF or the issuance of employment cards. These indicators, if 
interpreted and analysed in their relevance for the general labour market can be included in 
LMIS. Data for these indicators will come directly from departments in MoLVT (see page 67). 

Indicators for Active Labour Market Programs and Policies 
When measures of active labour market policies are introduced, such as the Prime Minister 
Samdech Techo’s special fund to cope with the effects of the global economic crisis, 
appropriate indicators are included in the design of the programs to measure the quality of 
their implementation, their success towards their purposes and the overall impact of the 
measures on the labour market. 

The categories of indicators are the same as usually, namely input, output and process 
indicators (see page 55). 

A good example of process indicators is the questionnaire that the Ministry of Economy and 
Finance has developed to measure the quality of the management of the Prime Minister’s 
Special Fund at local level. The ministry sent out an Excel based questionnaire to Provincial 
Training Centres, which manage the disbursement of these funds. 

PTC directors were asked in the questionnaire to self-assess their preparedness for 
management with the following checklist: 

Aspect of 
Management Description 

Announcement 

The PTC has announced publicly the purpose and modalities of the 
special fund of Prime Minister Samdech Techo, including information 
about the training courses that are available and the benefits it will 
provide to trainees56.  

Certificate 
prepared 

The PTC has prepared the template of a certificate of course 
attendance according to the prescribed model. 

Attendance list 
prepared 

The PTC has prepared the template of an attendance list, in which 
course participants will be recorded. 

Budget 
Management 
Committee 

The PTC has established a Budget Management Committee for the 
management of the fund. 

                                                            
56 4,000Riel/day and 40,000Riel/month will be paid to trainees during short courses 
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Aspect of 
Management Description 

PEAC* The PTC has established a Pre-Evaluation Awarding Committee 
(PEAC) to evaluate courses offered in the procurement of training 

Accounting Team The PTC has established an accounting team to process receipts and 
disbursements 

Training report 
model The PTC has prepared a template for monthly reporting 

Mission report 
model The PTC has prepared a template for reports on the impact of training 

The response to each item in the checklist is given as a selection of ‘Yes’, ‘No’, ‘In 
Preparation’ and each response is valued with a specific  number of points. The Excel 
spreadsheet then automatically calculates a weighed score, which indicates the overall 
readiness of the PTC to implement the program. 

Modules of LMIS 
LMIS must be organized as a system but it is not an IT system. It needs advanced ICT skills 
of its operators and uses some ICT tools and even some loosely linked databases. But its 
development does not follow the same logic as will be applied for the development of 
VETMIS. The development of LMIS is rather a capacity building exercise. 

The question, which modules should be prioritized is not a question of dependencies 
because there are very little dependencies. Almost all modules can be produced 
independently without prior completion of the others. The modules should be prioritized 
using the following criteria, which must be weighed against each other: 

o The level of benefits that the indicators produce for their users. The more important the 
indicators for their users the more priority they receive. 

o  The reliability of data and information. Indicators that are based on highly reliable data 
should be considered before indicators are included in LMIS that are based on less 
reliable data. 

o The skills and efforts that are needed to produce the modules and indicators and to 
update their contents.  

There is little use of producing a simple module if its update is not guaranteed. But there 
might be more benefit in producing a technically more complicated module if it can be easily 
and regularly updated with readily available data. 

The following table lists the modules of LMIS. The schedule and timing of their production 
will depend on the results of activity 1.2.6.b (page Error! Bookmark not defined.) 

LMIS Module Remarks 

Annotated Labour 
Market Statistics 
and Labour Market 
Indicators 

o Using the data map that will be produced in activity 1.2.6.b (page 
Error! Bookmark not defined.) labour market statistics from 
various sources will be regularly collected, collated and annotated, 
including the analysis of emerging trends. 

o The labour market indicators identified in activity 1.2.6.a (page 
Error! Bookmark not defined.) will be calculated. 

Job Vacancies 
Survey 

o The National Employment Agency (NEA) will contribute data and 
information about job vacancies that are registered with the 
agency. 

o Job opportunities as published in job advertisements will be 
collected from newspapers, magazines and from the websites of 
private job placement agencies (see ‘Job Exchanges in Cambodia’ 
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LMIS Module Remarks 
Annex 5) to document ‘hot jobs’ and the current trends in the 
labour market. 

o This activity will be complemented by a survey of employers 
inquiring about recent recruitments and intentions to recruit new 
staff in the near future. An example of a questionnaire is shown in 
annex 12. 

VET provision 
o Courses available from TVET providers 
o Courses completed and impact of courses on employment 

(data from VETMIS) 

Graduates Survey 

o Information about employment of recent graduates will be 
collected by VET institutions as part of a follow-up on students that 
will be recorded in VETMIS (see annex 13). 

o To complement the information received from VETMIS, the LMIS 
unit will conduct their own tracer studies. A draft of a questionnaire 
is presented in Annex 13. 

The data so collected with two surveys will be analysed, annotated 
and will become part of labour market information. 

Career Planning 
and Guidance 

Relatively static information about: 

o Occupations, skills needed in occupations, industries where 
specific skills are needed57 

o Education and career pathways 
o Education and training institutions 
o Services available from MoLVT and other labour-related 

government departments 
o How to write a CV, a job application and how to prepare for a job 

interviews 
o Labour laws, workplace health and safety regulations 
o Self-assessment tools 

Information with regular updates: 
o Recent top jobs and trends of needed skills 
o Emerging industries and technologies 
o Average salaries 
o Courses offered by TVET institutions (data coming from VETMIS –

see Annex 7, data table 7) 

                                                            
57 Example: O*NET in the USA - page88;  
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LMIS Module Remarks 

Job Placement 

In this WEB enabled, interactive module employers can post job 
opportunities and vacancies online. It also allows job-seekers to 
search for job opportunities and to post their C.V. for scrutiny by 
potential employers. Models are presented in annex 5. The ‘Job Shop’ 
and ‘Job Prospect Database’ that are published on the NTB website 
(see annex 4) might be considered for further development into a job 
placement website. 
A job placement module, which will compete with similar commercial 
facilities, requires an extensive level of ongoing management. The 
side-effect of a well managed and well visited job-placement website 
will be that extensive and updated information about skills supply and 
demand will be available. 
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ANNEXES 
 

Annex 1: Report about Mission 21-25 April 2009 

 

Planning of Mission 
The international and local Information Systems Specialists and their local counterpart visited 
four provincial training centres from 21-25 April 2009 on a fact finding mission. The purpose of 
the visits was communicated to the directors of the PTCs prior to the visits as follows: 

• Which records about enrolment and about training courses are kept in your establishment? 
• Which reports are you preparing about the activities, finances and infrastructure of your 

establishment? Who receives these reports? 
• What are the main problems your establishment faces in daily management? 
• What are the main constraints in training activities? 
• Is there a development plan for your establishment? 
• What kind of in-service training has your staff received? Is there a plan for future in-service 

training for your staff? 
• Are there regular meetings with employers in the region and with employers who hired 

graduates of your establishment? 
• Do you follow up on employment of your graduates after graduation? 

The directors were invited to include relevant staff, which eventuated during all four visits. In the 
case of the Banteay Meanchey PTC, where the Director was not available, the previous director 
was called in and attended the meeting to answer the questions. 

The discussions were semi-structured and gave the participants opportunities to voice opinions 
and concerns that did not follow a strict interview schedule. 



74 Supplementary Appendix G 

PTCs that were visited 
PTCs for the mission were selected using the following criteria: 

o The number and location of the PTCs had to be reasonable in terms of available travel time 

o The PTCs to be visited were to be in different environments and states of operation. 

The selection of PTCs was made after consultations with relevant team members and 
counterparts. The list is shown below: 

No. Name Position 

Kampong Cham PCT 

1 Ms. Ea Ainghuoy Director 

2 Mr. Chea Phaly Deputy Director 

3 Mr. Hav Thin Staff 

4 Mr. Loeung Leng Hean Staff 

5 Mr.Khlaeng Bun Chan Staff 

6 Miss. Sovan  Sophorn Staff 

Kampong Thom (PTC) 

7 Mr. Ek Hieng Director 

8 Mr. Rath Ratanak Adm & Accountant 

9 Ms. Ouk Kim Sun Staff 

Siem Reap (PTC) 

9 Mrs. Phang Puthy Director 

10 Ms. Peou  Van Vaddey Deputy Director 

11 Mr. Mob Si Nuon Administrator 

12 Mr. Ly Bora Accountant 

Banteay Mean Chey (PTC) 

13 Mr. Sar Kusal Acting Director 

14 Mr. Mak Minea Staff 

15 Mr. Khem Vi Sed Staff 

16 MS. Liem Chhoeurnth Deputy Director of PDoLVT

Main Findings during the Mission 
The mission ended on 25 April 2009, which is only one day before this document was due. The 
detailed findings of the mission will be reported in a later document. Only the main findings are 
listed below: 

o The management of PTC’s is quite centralized. Staff members are not recruited by the PTC 
directors but by the Ministry. Decisions about courses and their contents are not made by 
PTCs but by the Ministry that takes into account suggestions made by PTCs and by 
provincial planning units. 
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o Records that are kept by PTCs are paper-based, quite basic and generally do not follow 
standards. Course names like ‘Computer’60 or ‘Motor Repair’61 provide no clue about the 
course content, the level of skills that the courses attempt to achieve and the value of the 
certificate that is issued at the end of the course. 

o The ICT equipment used for the management of PTCs is generally insufficient. Many 
computers were outdated or were private property of staff members. 

o Computer skills were generally limited to the basic use of Microsoft Office. 

o Managers of PTCs do not seem to receive pre-service or in-service training. They expressed 
their expectations to receive more guidelines, advice and training related to effectively 
managing a PTC. 

o Projects funded by ECOSORN and by ILO showed visible results. Surveys of training needs 
were conducted and statistics were compiled and proudly displayed as shown in the 
example below: 

 
However, surveys were sometimes conducted in only two out of 14 communes, making 
them possibly not representative. The focus was also on low-level agricultural skills needed 
in rural communes. Main industries like food processing, hospitality and transport were not 
included in PTC’s research. 

Statistics were compiled only with a narrow focus such as the performance of the voucher 
system in a province.  

                                                            
60 Kampong Thom Provincial Vocational Training Center, four months full time 
61 Kampong Cham Provincial Vocational Training Center, four months full time 
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There are no standards and most likely not sufficient skills in collecting comprehensive data 
about skills needs at PTC level. Therefore, data collection for VET planning cannot rely on 
the current form of data collection by PTCs. 

o PTCs seem to have a weak relationship with employers missing out on the opportunities to 
become more responsive to the employers’ expectations and needs for skills. 

o PTCs also seem to have a weak relationship with other VET providers. It is, for example, 
remarkable that the Siem Reap PTC had no information about training activities in the hotel 
schools in Siem Reap62 and Don Bosco Hotel School in Sihanoukville. 

                                                            
62 Sala Bai (free of charge) and Paul Dubrule (paying, but most successful) Hotel Schools 
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Annex 2: ICT Questionnaire 
Below is one copy of the questionnaire that was sent out to the PTCs of Kampong Cham, 
Kampong Thom, Siem Reap, Banteay Mean Chey, to the Department of Labour Market 
Information, the Department of TVET Management and the Department of National 
Competency Standards. Follow-up discussions were organized with all respondents 
except the Departments of TVET Management and of National Competency Standards. 

Personal Information 

Department / Office  

Name of Contact Person  

Position  

Gender Male  Female  

Telephone  

Email  

Date  

Hardware Situation: 

1 How many officers work in your Department / Office?  

2 How Many PC’s are available your Department / Office?  

3a Are the PCs networked? (If yes, answer question below) Yes  No  

3b How reliable is the network? (1=very reliable ; 4=Not reliable) 

 1  2  3  4  

4a How many users have Internet access? (If Internet access, answer question 
below)  

4b How fast / reliable is the access to the internet? (1=very much ; 4=Not reliable/fast) 

 1  2  3  4  

5 Does your department / office employ a computer 
technician / administrator? Yes  No  

6 If there is a computer problem. How fast and reliable is the repair service? (1=very reliable ; 
4=Not reliable). Enter comments below if necessary 

1  2  3  4  
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Software Situation: 

7 Which is the software that is most often used in your department / office? And 
for which purpose is it used? (please explain below) 

 

 

8 Which is the second software that is most often used in your department / 
office? And for which purpose is it used? (please explain below) 

 

 

9 Which data / records does your department / office keep? (please explain below) 

 

 

10 If data / records are stored in electronic form, which software is being used? 
(please explain below) 

 

 

11 Which data / records does your department / office receive from other 
organizations or departments? (please explain below) 
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ICT Skills: 

12 How would you classify your own computer skills? (Please explain below) 

Expert  Good  Medium  Beginner  

 

 

13 How would you classify the average computer skills of your co-workers? (Please explain 
below) 

Expert  Good  Medium  Beginner  

 

 

14 Where did you acquire computer skills? (Please explain below) 

PTC  
Self-
Learning

 

Training by 
Ministry

 

Computer 
Course  Other 

Provider  

Other 
 

 

 

Thank you for your cooperation 
(For any additional information please contact Mr. Hieng Sovannara at 012567568) 

Summary of Results of the Survey 
In average there are roughly four staff members per computer. Computer density was highest in 
the Kampong Thom PTC (69%) and lowest in the Department of Labour Market Information, 
where only 10% of staff members were equipped with mostly older computers. The computers 
were networked in only two locations. 

Access to the internet was available only in one location. Use of software is mostly limited to 
‘Microsoft Office’, for which licenses do not exist. The majority of respondents assessed their 
ICT skills as being ‘medium’ or ‘beginners’ and reported that most of their colleagues had a 
similar low level of ICT skills.  
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Maintenance of hardware is left to the initiative of individual staff members who often have to 
pay necessary repairs out of their own pockets. There is consistently no system in place for the 
maintenance of the ICT equipment. 

Respondents consistently confirmed that they need ICT training and training in general 
management skills such as accounting and book keeping, reporting and data management. 
Next to no in-service training is provided in these areas, in which on-the-job self-learning is the 
main method of skills acquisition. 

Records about the operation of PTCs are mostly kept in paper form. When Microsoft Office is 
used for this purpose, it is only for the production of reports and not for keeping systematically 
data on record. When computers are being used, they are used as strictly ‘personal’ computers 
with no documents being shared or filed in a common folder structure which makes it almost 
impossible to find documents in computers. 
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Annex 3: Current Labour Market Information on NTB Website 

Job Prospect Database 

 
This function of the description of this part of NTB’s website is only marginally implemented as 
is shown below: 

 
When the user searches for the key word “Construction” the list below is displayed but the job 
description for “Heating, Air-Conditioning, and Refrigeration Mechanics and Installers” in the 
USA is presented with occupation code O*NET
63 49-9021.00, 49-9021.01, 49-9021.02. 

 

                                                            
63 The Occupational Information Network (O*NET) is developed under the sponsorship of the US Department of 
Labor/Employment and Training Administration (USDOL/ETA) - http://www.onetcenter.org/overview.html  
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Labour Market Information 

 
Information labelled ‘Labour Market Information’ is limited to the information shown above. The 
document that can be downloaded is the “Labour Market Information 2007” produced by 
MoLVT’s Department of Labour Market Information (see page 100). 
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Job Shop 

 
The declared purpose of this web page is to be a “hub of information about job seekers, 
employers and training providers” and a place “where the three stakeholders can get 
information from one another regarding employment demand from employers, employment 
supply from job seekers and necessary skills training to be provided by training providers”. 

The facility uses 42 “job categories” which do not seem to match ISCO codes. 

A quick job search allows entering a key word or a job category and the country64 and city in 
which the job is being sought. The facility was tested65 for 10 job categories66 but not one single 
job was listed as a result of the queries. 

                                                            
64 The choice is Cambodia, China, Laos, Malaysia, Myanmar, Singapore, Thailand and Vietnam. 
65 Test was made on 05 May 2009 
66 Agricultural/Food Science, Construction, Distribution, Education/Training/Library, Manufacturing, 

Restaurant/Hospitality, Retail/Wholesale, Transportation/Logistics, Travel/Lodging, Utilities and Other 
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Annex 4: Examples of LMISs from Overseas 

 Minnesota, USA (http://www.careeronestop.org) 

 
This Labour Market Information System focuses on data for job seekers and on information for 
career planning. With this focus, its audience are students, job seekers, businesses and career 
professionals. The website offers the following main sections: 

Explore Careers 

Take Charge o Get a job 
o Get a better job o Keep a job 

Self Assessments o Why learn about me? o Find assessments 

Skills o Browse 
o Videos o Skills and Occupations 

Occupations 
o Browse 
o What's Hot 
o Employment Trends 

o Licensed Occupations 
o Compare Occupations 

Industries o Browse 
o What's Hot o Employment Trends 

Education and Training 

Plan 
o Your Goals 
o What's Available 
o Be Prepared 

Keep Learning o Update Your Skills 
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o Professional Development 

Find 

o Colleges & Training 
o Certification Courses 
o Apprenticeship 
o Community Colleges 
o WIA Training Providers 

Pay 
o Education Earns More Money 
o Financial Aid 
o Scholarships 

Resumes and Interviews 

Resume Advice 

o Create Resume 
o Improve Resume 
o Samples & Templates 
o Ready To Go? Checklist 

Letters 
o Cover Letters 
o Thank-You Notes 
o Inquiry Letters 

Interviews 

o Get Ready 
o Informational Interviews 
o Job Interviews 
o Ready To Go? Checklist 

Salary & Benefit 

Wages and Salaries 

o For Occupations 
o Highest Paying Jobs 
o By Location 
o Compare Metro Wages 
o  

Relocating 

o Deciding to Move 
o State Profile 
o State Web Sites 
o Cost of Living 
o Find Local K-12 Schools 
o  

Unemployment Insurance 
o Where to File 
o Job Loss 
o  

Job Search 

Plan 

o Create Plan 
o Networking 
o Find Potential Employers 
o Ready To Go? Checklist 

Find Jobs o State Job Banks 
o Recruiting & Staffing Services 

Apply 
o Ways To Apply 
o Ready To Go? Checklist 
o Military Recruiting Offices 

After an offer o Is the Offer Right for Me? 
o Salary Negotiation 
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Section 6: People and Places to Help 

Services near you 

o One-Stop Career Centers 
o Employment Programs and Services 
o Educational Institutions, Programs, and Services 
o Business Development Services 
o Military and Veterans Offices and Services 
o Other Local Offices, Programs, and Services 

Barbados (http://labour.gov.bb/blmis2/default.asp) 

 
The focal point of this Labour Market Information System is to match job seekers with 
employers who have job vacancies. The main services that the website offers are: 

 Job Seekers 

o Post a resume 
o Search for jobs67 
o ‘Job profile matching’, which is actually a facility to search the 

localized68 ISOC (‘BARSOC’) by key words 
o Industry Profile (see see details below, page 87) 
o Job Profiles broken down by general occupations and public service 

organizations (see see details below, page 87) 

Employers Employers can register, can post vacancies and search the list of job 
seekers 

Labour Market 
Information 

o Economic profile of the country 
o Population statistics 
o Employment 1998-2001 by industries69 and by occupations70 

Career Planning  Provides a variety of career related information 

Government 
Programs 

Provides information on various government programs relating to the 
Labour Market 

Workplace Info This section provides information on "labour laws", "health and safety" 
                                                            
67 As at 28 April 2009, only one job was p 
68 Localized are not the job descriptions of ISCO. Only the number of occupations is reduced to occupations relevant 

for Barbados and they are listed with four digits. 
69 11 (‘localized’) sectors relevant for Barbados 
70 Only 10 major occupational groups as per ISCO 



Supplementary Appendix G 87 

regulations in the workplace 

Education and 
Training 

Summary information on various local and overseas educational and 
training institutions 

Industry Profile 
o Products produced / Services rendered 
o Trends in industry during the last three years 
o Approx. % of Persons employed by sex 
o Occupations involved 
o Needed Qualifications 
o Capital to Labour Ratio 
o Types of Technology/Machinery used in Industry 
o % local Ownership 
o Major Technological Innovations used in the last five Years 
o Foreign personnel hired by firms in Industry 
o Five Years Prospects 
o Anticipated Technology Changes 
o Future Specialist Occupations 
o Future Concerns of Industrial Environment 
o Approx. Salary Ranges of selected occupations 

Job Profile 
Example of a job profile for Tailors, Dressmakers and Milliners71 

Description Tailors, dressmakers and milliners prepare patterns and make, fit and alter 
tailored garments, dresses other articles of light clothing such as skirts and 
bodices 

Tasks 1. Takes customer's measurements and discusses required style and material; 
2. Prepares individual or adapts stock pattern;  
3. Arranges pattern on correct grain of fabric, marks position and cuts out parts 

with scissors;  
4. Shapes, moulds and glues hat foundation;  
5. Pins garment/hat on customer or dummy model and makes any necessary 

alterations;  
6. Sews garment parts together by hand or machine, makes button holes and 

sews on fasteners and trimmings and headbands;  
7. Shapes garment by pressing seams, pleats etc.  
8. Determines any necessary alterations and removes or inserts stitches, 

lengthens or shortens garment parts and adjusts seams, darts, etc, as 
required.  

9. Replaces parts and makes alterations such as patching and darning. 

Qualifications Training is available on-the-job or by attachment 

                                                            
71  ISCO 7431 
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USA: O*NET (http://www.onetcenter.org/overview.html ) 

 
O*NET states that it is the primary source of occupational information in the USA. Central is the 
O*NET database, containing information on hundreds of standardized and occupation-specific 
descriptors. The database, which is available to the public at no cost, is continually updated by 
surveying a broad range of workers from each occupation. Information from this database forms 
the heart of “O*NET OnLine”, an interactive application for exploring and searching occupations. 
The database also provides the basis for a Career Exploration Tools, a set of valuable 
assessment instruments for workers and students looking to find or change careers.  

The Occupational Information Network (O*NET) was developed under the sponsorship of the 
US Department of Labour/Employment and Training Administration (USDOL/ETA). 

France (http://www.onisep.fr) 

 
The French website is managed jointly by the Ministry of Education and by the Ministry of 
Higher Education and Research, which in itself is a rarity. In many countries cooperation 
between ministries is difficult to organize and sometimes it is difficult to maximise cooperation 
between different departments within the same ministry. 
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The audience of the French website are mainly pupils and students who receive comprehensive 
information for their education path and career guidance. The main components of the web site 
are: 

Search for 
Information about 
occupations 

o Alphabetical Search 
o By interest (e.g. travel, love of animals etc) 
o By a choice of 18 industry sectors 
o By selecting and watching informative video clips 

Search for an 
education path 

o By current level of education (e.g. primary, secondary 
etc.) 

o By type of certificate or qualification that is targeted 
o By 18 industry sectors 
o By key words 
o By selecting and watching informative video clips 

Search for an 
education and/or 
training 
establishments 

o By name 
o By type 
o By geographical region 
o By key word  

News and various 
information 

o Information for students with special needs 
o On-Line aptitude-tests for matching occupations 
o Chat room 
o Literature, Interviews 
o Information about study overseas 

Germany (http://www.arbeitsagentur.de/) 

 
The German website is managed by the Central Labour Agency72. It targets seekers of jobs and 
employers who have job vacancies. Its main purpose is to match supply with demand for jobs 

                                                            
72 Bundesagentur für Arbeit 
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not only as agent for employers and job seekers but also by adjusting skills to the skills needs of 
the labour market. The main components of the website are the following: 

Job Exchange (‘Jobbőrse’) 

Search for job by: 
o Type of employment (part-time, full-

time etc) 
o Occupational Profile (job title), broken 

down by level of qualification 
required) 

o Level of experience 
o Geographical location of job 

Labour Market Information 

o Monthly Labour Market Statistics73 
o Access to publications on various 

research topics related to current 
issues in the Labour Market74 

News and general Information for job 
employees, employers and institutions 

o Labour Market last month 
o Top Jobs last month 
o Part-time jobs last months 
o Help for jobless and local contact 

details 
o Provision of forms and templates for 

administrative procedures 

                                                            
73 The Central Labour Agency has its own statistics unit. 
74 Provided by a research institute called “Institut für Arbeitsmarkt- und Berufsforschung der Bundesagentur für Arbeit 

(IAB) - http://www.iab.de/. The IAB is part of the Central Labour Agency. 
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Job Exchanges in Cambodia (http://www.cambodiaworks.com/) 

 
In many countries, including Cambodia, government-run websites for job placements are 
competing with commercial websites that are funded by employers and advertisers and/or by 
fees to be paid for successful placements. One example is shown above. Interestingly enough, 
the website advertises 31 job vacancies for 15,495 job seekers75, which translates into a 
mathematical chance of finding a job through the website of only 0.2 %. This might be the 
reason why employers are not charged for successful placements but for advertising job 
vacancies and for searching the résumés. 

As on the NTB website, the main sections are one for job seekers and one for employers with 
the following details: 

Job Seekers 

o Find jobs 
o Post Résumés 
o Job Alerts 
o Career Advice 

Employers 

o Post job vacancies 
o Search Résumés 
o Fee Schedules for Emplyers 
o Hiring Advice 

Careers.com (http://www.cambodiacareers.com/careers.php) is another job placement 
website in Cambodia. However, the fact that this website does not list any job76, shows that the 

                                                            
75 As at 26 May 2009 
76 As at 26 May 2009 
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main task of creating such a website is not the physical creation of the website but its 
maintenance and update. 
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Annex 5: Industry Classifications used in the 1998 Census 
The table below compares the industry classifications used in the 1998 population census with 
the corresponding sections of ISIC: 

ISIC 
Section ISIC Section Name NIS Section Name 

A Agriculture, forestry and fishing Agriculture, hunting and forestry 

A77 Fishing and aquaculture Fishing 

B Mining and Quarrying Mining and Quarrying 

C Manufacturing Manufacturing 

D Electricity, gas, steam and air conditioning 
supply 

E Water supply; sewerage, waste management 
and remediation activities 

Electricity, gas and water supply 

F Construction Construction 

G Wholesale and retail trade; repair of motor 
vehicles and motorcycles 

Wholesale and retail trade, repair of  
motor vehicles, motorcycle and  
personal and household goods 

I Accommodation and food service activities Hotels and Restaurants 

H Transportation and storage 

J Information and communication 
Transport, storage and 
communication 

K Financial and insurance activities Financial intermediations 

L Real estate activities Real Estate, renting and business  
activities 

M Professional, scientific and technical activities 

N Administrative and support service activities 

O Public administration and defence; compulsory 
social security 

Public Administration and defence; 
compulsory social security 

P Education Education 

Q Human health and social work activities Health and Social work 

S Other service activities 

R Arts, entertainment and recreation 
Other community social and 
personal  service activities 

T 
Activities of households as employers; 
undifferentiated goods- and services-producing 
activities of households for own use 

Private household with employed  
persons 

U Activities of extraterritorial organizations and 
bodies 

Extraterritorial organization and 
bodies 

                                                            
77 ‘Fishing and aquaculture’ is division 03 in ISIC’s section A 



94 Supplementary Appendix G 

Annex 6: Scope of VETMIS Data Collection 

Reference Tables 
The VETMIS database will be normalized, which means that redundant data will be eliminated 
by not storing the same data in more than one table and by storing only related data in a table. 
One important element of normalization is the use of reference tables, in which predefined set of 
values are stored such as the state of repair of equipment (e.g. ‘good’, ‘medium’, ‘bad’). This 
technique is not only a standard IT feature of a database, it is also a means of error control by 
giving the VETMIS user a choice of correct values. 

The following are examples of some reference tables that will be used in VETMIS: 

Table Description / Example 

Classifications for industries and occupations Simple classifications to be developed 

Type of certification Diploma, certificate level 1, certificate level 2 
etc 

Towns, sangkats, villages, provinces Table to be used from NIS 

Types of socio-economic conditions Values (e.g. very poor, poor, and not poor) to 
be developed  

Types of VET institutions PTC, regional, private etc78 

Types of courses Long, short, centre based etc 

Types of buildings and rooms Classroom, workshop, dormitory etc 

Types of equipment Computer, sewing machine etc 

State of repair Good, bad, outdated etc. 

Type of employment Self-employed, part time etc 

Socio-economic status of a person Orphan, demobilized soldier, dropout etc 

Ethnic minority (Kreung, Tompoun, Charay, Kavet, Prao, 
Kachok, Cham, Pnong and Mel 

Qualifications of trainers and VET managers Bachelor, PhD etc 

Skill levels NQF1 (see annex 19 – page 123), NVQF2 

Competencies 
Apply basic safety procedures79, Select correct 
tooling and equipment, Estimate Material 
requirement for electrical installations80 

Types of TVET Certificates Diploma Technician, Bachelor of applied 
Technology 

Most reference tables will have one entry like ‘other’ or ‘not applicable’ in the event that a 
characteristic is not included in the table or is not applicable. If, for example not all ethnic 
minorities are listed in a reference table ‘other ethnicity’ can be selected. Similarly, if a course is 
not accredited or is not competency based, an item ‘n/a’ should be available for selection. 

                                                            
78 In many cases of reference tables, an item (like training institutions) can have multiple characteristics of a 

reference table. For example, an institution can be private and regional. 
79 Examples from “National Skills Standards Handbook” ESDP II, December 2007 
80 Unit of competency taken from the final draft of competencies for electricians (February 2008) 
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The content of reference tables might change from time to time. If this happens, the tables must 
remain backward compatible so that references to outdated items remain valid. For example, 
during a certain period of time, a temporary National Vocational Qualifications Framework 
(NVQF) might be used. If the final National Qualifications Framework is introduced the new NQF 
levels will be added to the NVQF levels in the reference table. 

Data Tables 
To make information about the national VET sector consistent and meaningful, the following 
scope of standardized data will be included in VETMIS: 

1: Basic Information about VET institution 
Example Comments 

o Name 
o Address (town, 

sangkat, village) 
o Phone, fax, email 
o Year of 

establishment 
o Catchment area 
o Socio-economic 

conditions in 
catchment area 

o Registration number 
o Ministry of 

registration 

o Catchment area to be defined by communes from where students 
come using location codes from NIS. This will be a calculated field 
when data in groups 8 (students) and 10 (Courses completed) are 
available. 

o Types of socio-economic conditions will be standardized and 
presented in the user interface of VETMIS as multiple choices (e.g. 
very poor, poor, and not poor). 

o Details must be clarified which additional information related to the 
registration should be included 

o The possible scope of data in a registration system is presented in 
Annex 17  

 

2: Type of Institution 
Example Comments 

o Public / private / NGO etc 
o Regional / provincial 
o Specialization of 

institution 
o Short courses / long 

courses / both 
o Full boarding / day 

boarding (incl. number of 
places) 

o Multiple classifications are required. 
o The classification as public, private, NGO etc is significant 

when VETMIS is used for data collection from non-public 
institutions. 

o Clear criteria are needed to classify VET establishments as 
‘provincial’ or ‘regional’ training centres (e.g. by features such 
as size, available infrastructure, courses offered etc.) 

o Some data fields will be calculated fields. For example, 
VETMIS can automatically classify an institution as short-
course institution by looking at the courses that are being 
offered. 
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3: VET Providers in Catchment Area 
Example Comments 

o Details about non-public VET 
providers, including industry 
establishments providing formal 
trianing 

o Information about registration of VET 
providers 

o Details about training that is 
conducted, including numbers of 
trainees 

Information to be collected by surveys until 
registration / accreditation of VET providers 
exclusively with MoLVT is made a legal obligation 
(see sub-component 1.5 – page Error! Bookmark 
not defined. and page 52)81 

 

4: Infrastructure 
Examples Comments 

o Buildings 
o Classrooms 
o Laboratories 
o Sanitary Installations etc 

To be reported by quantity, age, type, state of repair, 
value etc. 

 

5: Equipment 
Examples Comments 

o Copy machine 
o Computers 
o Sewing machines etc 

To be reported by quantity, age, type, state of repair, 
value etc. 

 

6: Material 
Examples Comments 

o Paint 
o Fuel 
o Books etc 

To be reported by quantity, value and courses for 
which they are needed 

 

                                                            
81 An informal survey was conducted under ESDP II. Lessons learnt from this survey can be used. 
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7: Capacity of Course Delivery (Courses Offered) 
Examples Comments 

o Course name 
o Details of Accreditation 
o Type of certificate issued 
o Industry to which the course belongs 
o Occupation to which the course belongs 
o Competencies targeted by the course 
o Duration 
o Full –time / part-time 
o Skill level (entry level and exit level) 
o Funding source 
o Equipment / Material needed for the course 
o Details about training provider 
o Number of trainees that the TVET 

establishment can train per year 

o Industries should be referred to by a 
localized, basic set of selected 
international standard industry 
classifications (ISIC)82  

o Occupations should be referred to by a 
localized, basic set of standard 
classifications of occupations (ISCO)83 

o Skill levels refer to the National 
Vocational Qualifications Framework 
(NVQF) or to the National Qualifications 
Framework (see annex 18,) 

o Competencies refer to a data table with 
details of competencies (see page 94) 

o Certificates refer to a data table with 
details of certificates (see page 94) 

o Accreditation details (if course is 
accredited) will be the accreditation 
number and date, organization that 
accredited the course etc. 

 

8: Students 
Examples Comments 

o Name 
o Bio data 
o Residence (incl. Distance from training facility, method of 

transport) 
o Current employment situation 
o Boarding  (if not boarding at VET institution) 
o Widow(er)/Divorced/single 
o Orphans 
o Handicapped (broken down by type of handicap) 
o Demobilized soldier 
o School dropouts  
o Poor households 
o Minority ethnic group. 

o Data to be taken from a 
standardized application form 
for enrolment in a course 

o Type of student should be 
multiple. 

o Current employment situation 
to be referred to by 
occupational and industry 
codes 

 

                                                            
82 http://unstats.un.org/unsd/cr/registry/regcst.asp?Cl=27  
83 http://www.ilo.org/public/english/bureau/stat/isco/index.htm  
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9: Trainers / Teachers and non-teaching Staff 
Examples Comments 

o Name 
o Bio data 
o Qualifications 
o Type of employment (permanent, contracted etc) 
o Experience 
o Course(s) for which trainer is employed 
o Working hours (teaching and non-teaching) 

Most bio data to be taken from the 
documentation that the ministry 
forwards when a trainer is 
appointed to a public training 
institution. 
 

 

10: Courses Completed84 
Examples Comments 

o Name of course 
o Start and end date 
o Location of course  
o Name of Trainer 
o Name of Participants 
o Number and type of certificates issued 
o Drop-outs 
o Result of tests or examinations 
o Centre based 
o Enterprise based 
o Community based 

o Location of course could be more than one 
o Summaries of the evaluation by participants 

should be added to the records about the 
course 

o If enterprise-based the name, location and 
type of enterprise (size, industry) should be 
mentioned 

o One course could be partly centre based 
and partly enterprise based 

 

11: Employment of Graduates after Graduation 
Examples Comments 

o Employment type (Employed, self-employed, family 
business, part-time, full-time etc.) 

o Data of employment 
o Trade or industry 
o Occupation for which graduate was employed 
o Salary / income 
o Relevance of training for employment (particularly if 

the graduate was employed by the same employer 
when the course started) 

Data to be collected by surveying 
the graduates with a standardized 
format of survey that uses localized 
standard occupation and industry 
classifications. An example is 
shown in Annex 13 (page 110)  

 

12: Assessment of Skills Needs 
Examples Comments 

o Survey Type (which standard format 
is being used) 

o Location(s) of survey 
o Number of respondents 
o Skills needs identified etc. 

o Data to be collected by surveying the employers 
and business establishments with a standardized 
format of survey. An example is shown in Annex 
12 (page 107) 

o Skills needs to be identified using standards for 
skills, qualifications and industries  

 

                                                            
84 The PRASAC project used a different set of data elements for completed courses  
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13: Financial Data and Information 
Examples Comments 

o Receipts and date of receipts 
o Source of receipts 
o Expenditure 
o Purpose of expenditure 

o If Peachtree accounting software is used in the 
training institution, basic data will be exported to 
VETMIS. No data entry will be needed (see page 
50). 

o The official chart of accounts will be used 
 

14: Issues of Management and Governance 
Examples Comments 

o Numbers and purposes of visits by 
provincial officers from DG TVET, 
from DG TVET and from PTB 

o Existence of short-term, mid-term 
and long term development plans 

o Existence of a procedures manual 
for the VET institution 

The existence of development plans and of 
documented procedures can be recorded as Yes/No 
items or some basic features of these plans and 
procedures can be recorded. 

Tables and Modules 
The development of VETMIS will start with the design of the structure of the database and its 
tables, including the reference tables as exemplify illustrated above. At that stage, it will not be 
necessary to fill the tables with values. Data will only be needed for testing purposes. 

The next step is the development of modules. As the diagram below exemplifies, the modules 
access different tables and depend on data from different tables. These dependencies 
determine the sequence in which the modules can be developed. It is this logic that dictates the 
sequence of VETMIS development that is proposed (see page 33) 
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Annex 8: Indicators and Data Sources in Current LMI 
The following Labour market indicators and data sources were used by the department of 
Labour Market Information in its 2008 publication: 

National Institute for Statistics (NIS) 

Source Year Indicator 

Cambodia Socio-
Economic Survey 2004 Population and Labour Force 

Cambodia Socio-
Economic Survey 2004 KILM 1. Labour force participation rates (10 years and over) 

Cambodia Socio-
Economic Survey 2004 KILM 3. Status in employment 

Cambodia Socio-
Economic Survey 2004 KILM 4. Employment by sector 

Cambodia Socio-
Economic Survey 2004 KILM 6. Hours of work (Average hours of work in the past 

week by sex, location and occupation) 

Cambodia Socio-
Economic Survey 2004 KILM 8. Unemployment rate (10 years and over) 

Cambodia Socio-
Economic Survey 2004 KILM 13. Inactivity rate (10 years and over) 

Cambodia Socio-
Economic Survey 2004 KILM 14. Educational attainment and Illiteracy (Educational 

attainment of the labour force) 

Survey of Industrial 
Establishment 2000 Number of Establishments and Employees 

Survey of Industrial 
Establishment 2000 Distribution of Establishment by Employment Size 

Survey of Industrial 
Establishment 2000 Number of Manufacturing Establishments by Industry 

Groups 

Survey of Industrial 
Establishment 2000 Employment, Sex Ratio & Average Employment in Large 

Manufacturing Establishments 

Survey of Industrial 
Establishment 2000 Average Wage per Worker (per year) for Major Industry 

Groups 

Survey of Industrial 
Establishment 2000 Average wage per worker (per year) for Other Sectors 

Survey of Industrial 
Establishment 2000 Average Wage per Worker (per year) in Manufacturing 

Establishments   

Survey of Industrial 
Establishment 2000 Average Wages per Worker (per year) in Large 

Manufacturing Establishments by Types of Workers85 

Cambodia Socio-
Economic Survey 2004 Wages earned in the last month by sex, location and 

occupation 
 

                                                            
85 Three types of workers: Managers and supervisors, Production workers, Others 
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Department of Labour Inspection, Ministry of Labor and Vocational Training 

Source Year Indicator 

MoLVT database 2003-2007 Number of Garment Factories 
 

Department of Employment and Manpower, Ministry of Labour and Vocational Training 

Source Year Indicator 

MoLVT database 2004 to 
2006 Domestic Employment by location  

MoLVT database 1998- 2007 Number of Cambodian workers working overseas by 
countries 

 

Department of Technical Vocational Education and Training Management, Ministry of Labour and 
Vocational Training 

Source Year Indicator 

MoLVT database 2002-2007 Number of Students in TVET Institutions 
 

Ministry of Education, Youth and Sports 

Source Year Indicator 

MEYS own database 2001-2005 Number of Students who completed Bachelor Degree 

MEYS own database 2003-2006 Number of Students who completed Master Degree and 
Doctor Degree 

 

CDC/CIB Approved Data86 

Source Year Indicator 

n/a 1994-2005. Garment Factories in Cambodia 

n/a 2000-2007 Analysis of Labour by Sectors through investment projects 
 

International Labour Organization (ILO) 

Source Year Indicator 

Key Indicators of the Labour Market (KILM) 4th 
Edition 2004 KILM 2. Employment-to-population 

ratio 

Key Indicators of the Labour Market (KILM) 4th 
Edition 2004 KILM 9. Youth unemployment (15-

24 years) 

Key Indicators of the Labour Market (KILM) 4th 
Edition, Table 15 2001 KILM 15. Manufacturing wage 

indices 

                                                            
86 No data source is indicated in the LMI report 2007 
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Annex 8: Courses 
The tables below list course titles as these were reported by VET institutions87.  

Courses offered by Vocational Training Centres / Schools 

Dressing Make up Tailor 

Automobile Motor repair Small engine repair 

Agricultural Mechanics Organic fertilizer Electricity 

Electronic Home electricity Air con 

Civil construction Craft of rock Civil construction 
workers 

Publication   

IT Computer Accounting and 
Management 

Fish raising Pig raising Frog raising 

Chicken raising   

Mushroom production Vegetable production Food processing 

Courses offered by PTCs 
Services 

Loom weaving 
Weaving and rattan 
handicraft: Krama, ret 
mat 

Knitting embroidery 

Sewing factory Craft Batik Drawing 

Hair cut for men Beauty shop for women Beauty women for 
wedding ceremony 

Hair Dressing-Nail Hairdressing Hair dressing and 
Wed outfitting 

Hair dressing and wedding decoration Make-up Barber 

Wedding outfitting Cooking Soap making 

Flower decoration Graphic design  

Computer Photo lamination Computer repair 

Computer Administration Computer Management IT 

Cassette player and TV repair Electronic/TV repair Electric engineering 

Radio repair Television repair Radio and TV repair 

Instrument electric Electronic Air con Level 3 
                                                            
87 Survey of PTCs by PPTA in March 2009, Field visits by Nap Navy in May 2009 and mission to four PTC in May 

2009 by international and local Information Management Specialists 
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Air con   

Construction worker Iron welding Masonry 

Hand pump repair Arc-welding  

Motorbike repair Small engine repair Air-condition 
engineering 

Auto repair Automotive repair Motor Rewinding 

Boat repair   

Furniture making: table, chair, sculpture Rattan furniture  

Food processing: banana chip, banana and 
tomato jam, sticky rice, sweet potato and 
pumpkin cake, and soybean juice 

Food processing  

Tourism skills Tourism and Hotel  

Administration and Secretary Marketing Accounting 

Business Management Principle of Marketing Principle of 
Accounting 

Small Business Business 
Administration  

Accounting Computer Korean Language Public 
Communication 

Community development 
Facilitation and 
Community 
Development 

English for Business 
Communication 

Leadership English Speaking and 
Writing English 

Korean   

 Agriculture 

Mushroom growing Mixed vegetable 
growing 

Vegetable growing:  Vegetables include morning 
glory, long beans, cucumber, bitter gourd, 
eggplants,  tomatoes, and mixed greens 

Mushroom 
production Rice production Potato production 

Onion growing Vegetable growing Fruit tree propagation 

Fruit tree production Rice System 
Intensification  

Long bean growing Vegetable 
Production Organic fertilizer 

Compost making Making compost and 
organic fertilizer Agronomy 

Veterinary Veterinary Training Cow bank: vaccination, maintenance, raising 
techniques 



104 Supplementary Appendix G 

Animal vaccination Cattle raising and 
vaccination 

Chicken raising and vaccination 

Pig raising and 
vaccination Natural Pesticides  

Veterinary medicine Cattle raising Buffalo production 

Livestock raising: 
cow, buffalo, pig, 
chicken 

Pig raising Animal growing; pig, chicken 

Animal raising: pig, 
chicken, cow Livestock raising Livestock raising and visionary mushroom 

growing 

Chicken raising Frog raising Cow production 

Chicken and duck 
production 

Fish and earth worm 
raising  

Fish raising Fish culture Fish farming 

Courses offered by NGOs 

Land law Agricultural skills 

Indigenous people right (IP) Forestry skills 

Working with forest association at national level for land 
registration Technical skills 

Personal skills: build self confidence, organize meeting, 
writing report, and become effective Food production 

silk weaving and silk production growing silkworms 

Language training, especially for minority ethnic group Organic cotton: grow cotton trees 
and cotton processing 

Production of silk scarves/karmas and skirts for local and 
international marked needs growing cotton trees 

Training need analysis for community  

Courses offered by Department of Women’s Affairs 

Weaving Sewing and 
fashion sewing 

Food processing: fermented fish, salted soybean and lemon, banana chip, 
and chaypav (Chinese Kale) 

Veterinary 
Science 

Food processing: Fermented fish (Phaork) and fish paste (Prahock), Salted 
cucumber (Trasak Chao), Chaypeuo, Salted soybean (seang), Sweet potato 
and Pumpkin chips 
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Annex 9: Computers to be provided to MoLVT 
The following departments / offices will become part of the local area network and will be 
equipped with the numbers of ICT office equipment packages indicated below: 

General Directorate of Administration and Finance 

Department of Administration and Personnel 1 

Department of Planning, Statistics and Legislation 2 

Department of Finance and State Property 1 

General Directorate of Employment 1 

Department of Labour Inspection 1 

Department of Work Conflict 1 

Department of Occupation and Manpower 1 

Department of Social Security 1 

Department of Child Labour 1 

Department of Occupational Health 1 

Total number of PCs in package #3 11 

The inclusion of the General Directorate of Administration and Finance is necessary to allow 
sharing of data. For example, data about employment and employers in the above departments 
should be available in LMIS and also for national VETMIS. Such data will be a valuable 
contribution to labour market information, particularly if data structures and data dimension are 
harmonized and standardized as is planned in activities 1.2.4.a and 1.2.4.b (see page Error! 
Bookmark not defined.). 

General Directorate of Technical Vocational Education and Training 

Planning and Statistics Office 2 

TVET Institute Management Office 2 
Department of Technical 
Vocational Education and Training 
Management NTF Office 1 

Competency Standards Office 1 

Accreditation Office 1 

Competency Testing Office 1 
Department of National 
Competency Standards 

Skills Development Office 1 

Labour Market Information Office 4 Department of Labour Market 
Information Labour Statistics Office 4 

Total number of PCs in package #3 17 
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Annex 10: Local Management Support and Training Centres 

 
Local support and training will be organized in 7 centres: 

o Phnom Penh o Kampong Cham 
o Kampot o Kampong Thom 
o Battambang o Siem Reap 
o Stung Treng  

One full-time local consultant for the duration of the project will operate out of the support 
centres. In addition to support and mentoring general management issues, the support centres 
will provide specific support for VETMIS. The local support person will provide help and support 
as and when needed after thorough training by the project’s IT manager (input schedules S3 
and S4). The time allocated for VETMIS will be a total of 12 person/months over a period of four 
years starting in the second year. 

Umbrella agreements will be made with: 

o Providers of suitable, computerized training venues for VETMIS training,  
o Hotels for accommodation of participants of VETMIS training courses88 
o Computer companies to provide maintenance services for hardware and networks89 

                                                            
88 Costs for venues and accommodation are included in the costs for training workshops  
89 Costs for provision of services are included in equipment packages 1, 2 and 3 
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Annex 11: Recruitment and Job Openings Survey 
The following gives an example of a survey of employers inquiring about recent recruitments, 
planned recruitments, job losses and future openings: 

Name of Business  

Address  

Contact Person  

Phone, Fax, Email  

Products / Services offered  

Classification of Industry (List of industries is 
attached)90 

 

Date  

Form completed by (include position and contact 
details) 

 

Data entered into VETMIS by(include position 
and contact details) 

 

 

 Male Female 

Total Number of employees   

Permanent Full Time   

Permanent Part Time   

Temporary Full Time   
Of which are: 

Temporary Part Time   

Table 1: 

Employees recruited during the last six months by Occupations 

Job Title Classification of Occupation 
(List of occupations is attached)91 Males Females 

    

    

    

    

Table 2: 

Employees planned to be recruited during the next six months by Occupations 

Job Title Job Classification 
(List of occupations is attached) Males Females 

    

                                                            
90 A printout of the localized system of industry classifications (see page 41) 
91 A printout of the localized system of occupational classifications (see page 40) 
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Employees planned to be recruited during the next six months by Occupations 

Job Title Job Classification 
(List of occupations is attached) Males Females 

    

    

    

Table 3: 

Employees who left the company during the last six months by Occupations 

Job Title 
Classification Code 
(List of occupations is 

attached) 

Reason 
(redundant, 
dismissed, 

resigned, other) 
Males Females 

     

     

     

     

 

Have you recruited a staff member who had graduated within a period 
of six months prior to recruitment? 

Yes (go to 
table 4) 

No (go to 
table 5) 

Table 4: (fill in one table per recruited employee who graduated within six months prior to recruitment) 

Job Title of Employment Classification Code 
(List of occupations is attached) 

Male/Female 
(M/F) 

   
 

VET Institution of Graduation  

Course title of Graduation  

Type and level of Certificate  

Were skills learnt in course 
relevant? (circle answer) Very much Yes Not much No 

Did the employee become 
productive within a reasonable 
period of time?  

Yes Slowly Too slowly No 

Comments /Remarks  



Supplementary Appendix G 109 

Table 5 (complete one table for each job vacancy that could not be filled): 

Job Vacancies by Occupations that could not be filled during the Last Year 
Job Title  

Classification Code(List of occupations is 
attached)  

Describe below what efforts were made to fill the vacancy and the reasons why the position 
could not be filled 

 

Table 5: 

Demand of new Skills next five Years 

Job Title Classification Code(List of 
occupations is attached) Reasons 
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Annex 12: Survey of Employment found by Graduates 
The following gives an example of a survey of graduates by VET institutions inquiring about 
employment of their graduates after graduation. 

Name of PTC  

Date of Survey  

Form completed by (include position and contact 
details) 

 

Data entered into VETMIS by (include position and 
contact details) 

 

Student: 

Name  

Address  

Highest Education Level  

Age  Gender  

Phone  Alternate Phone  

Special status (ethnic minority, orphan etc)  

Last Job (including self-employment): 

Job Title  

Classification of occupation (list of occupations is 
attached) 

 

Industry Sector (list of industries attached)  

Location  

Monthly Salary/Income  

Length of job / self-employment (months)  

Reason for job loss  

Course: 

Title   

Industry Sector  

Targeted Occupation   

Length (days)  

Cost of Course  

Centre/Commune/Enterprise – 
based/Mixed? 

 

Skills acquired  
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How recruited? (newspaper, radio etc)  

Did the course achieve its targets Yes No 

Length of Course Too Long Adequate Too short 

Was the course interesting? Very 
much Interesting Not too interesting Not interesting

Is follow-up training required? Yes (explain below) No 

What kind of follow-up is required?  

Situation after the completion of the Course: 

Did you find employment? Yes (go to table 1 below) No (answer next question) 

Did you start self-employment?  Yes (go to table 2 below) No (go to next question) 

Are you unemployed after the 
course? Yes ((go to table 3 below) No (answer questions above) 

Table 1: Employment subsequent to Course (skip if self-employed or not employed) 

Name of Employer   

Location  

Industry  

Job title  

Classification of occupation (list of occupations is 
attached) 

 

Brief description of tasks   

Monthly Salary/Income  

Start of Employment (months after course)  

Are the skills learnt in the course relevant for 
the new employment Yes No 

Table 2: Self Employment subsequent to Course (skip if employed or unemployed) 

Name of Business   

Industry sector (list of industries is attached)  

Main skills needed the business  

Are the skills learnt in the course relevant for 
the business Yes No 

Product / services offered  

Initial capital invested (Riel)  

Primary Source of Capital (e.g. SEGF92)  

Secondary Source of Capital  

                                                            
92 Self Employment Generation Fund 
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Average Monthly business turnover (Riel)  

Average net profit (Riel)  

Table 3: Unemployment subsequent to Course (if not employed and not self-employed) 

Did you try to find a job? Yes (go to 
table 3a) 

No (go to 
table 3b) 

Table 3a: Why were you unsuccessful seeking a job? 

Not qualified for the job that were available Yes No 

No sufficient salary was offered Yes No 

No response from employer Yes No 

Other reasons (please explain below) 

 

Table 3b: Why did you not try to find a job? 

Family Reasons Yes No 

Health Yes No 

No opportunities Yes No 

Other reasons (please explain below) 
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Annex 13: Organizational Structure of MoLVT 

Department of Planning, Statistics and Legislation 
This department has an Office for Labour Statistics with 8 staff members of which two are 
responsible for the production of statistics93. The remaining 6 staff members are assigned 
unrelated tasks. 

The office for Labour Statistics produces monthly, quarterly and annual reports about the 
activities of all departments within MoLVT. The office’s report uses a set format for narrative 
description of the activities (see annex 23 – page 131). But the departments of MoLVT report 
data and information in free format. 

The office uses 4 peer-to-peer networked computers which are used with MS ‘Word’, MS ‘Excel’ 
and MS ‘PowerPoint’. There is no budget for the maintenance of the hardware. When there is a 
problem they reportedly used their private money for repairs. 

The reports produced by the statistics office do not contain tables with data. Data used for the 
production of the reports is also not stored in a database. As a result, the outputs of the office 
are not really ‘statistics’ but narrative summaries of information received by MoLVT’s 
departments. 

The two officers responsible for the production of the reports, who both have a teaching 
background, have not received relevant training. They took the reports that were produced prior 
to their appointment in 2007 as models and continued producing these reports in the same 
format. There is no written job description for the officers. They were only verbally told what they 
should do. 

Departments within the General Directorate of TVET (GD TVET) 
In the following text, the organizational charts are presented of some departments. The 
departments are shown in which labour market data is collected or needs to be collected for the 
completion of their tasks and the discharge of their responsibilities94. 

 
Amongst the tasks and responsibilities of this department are: 

o Collecting the data, preparing the statistics of TVET. 
o Monitoring and evaluating quality of TVET institutions in public, privates, NGOs, and IOs. 

                                                            
93 Mr. Ith Kunarun Reas, and Mr. Yim Chanbo, were met on 07 May 2009 by the international and local consultants 

and by the local counterpart 
94 The tasks and responsibilities of each department are quoted from an official publication by the National Training 

Board (NTB): http://www.ntb.gov.kh/tvet/orgchart.htm.  
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o Researching new job which demand-driven in local and overseas. 
o Monitoring and evaluating on training and credit activities. 

 
Amongst the tasks and responsibilities of this department are: 

o Preparing and compile judicial provisions related to apprenticeship, testing 
workers/employees, monitoring apprenticeship. 

o Researching and surveying to identify priority jobs in enterprises, institutes and in each 
location to set up labour market information system. 

o Collecting the data about requirement of labour market to balance between training, supply 
and labour demand for labour market in local and overseas. 

o Building labour statistics by cooperating with involved departments, institutions and 
organizations under the Ministry. 

o Preparing information service about labour market to enterprise, institutes, national and 
international investors, TVET institutions, workers/employees, both sex that want to study 
TVET and seek the job to requirement of labour market both local and overseas. 

Office of Labour Statistics 
The specific tasks and responsibilities of the Office of Labour Statistics are95: 

o Establish a Labour Statistics System within the labour administration from central to 
provincial departments to: 

 Assist MoLVT in the management, assessment of the productivity and the effectiveness 
of the administrative system. 

 Analyse data as a basis to make plans and policies that relate to employment and 
manpower and vocational training offered by MoLVT 

o Collect and compile labour statistics data related to: 
 Size, structure and general criteria of employment 
 Type of enterprises and establishments 
 Number of foreign manpower 
 Labour Inspection 
 Wage and working hours 
 Labour disputes 
 Number of professional organizations 
 Vocational training 
 Employment accidents 
 Social Security 

                                                            
95 The list was provided during the visit of the international and local consultants on 06 May 2009. 
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o To classify enterprises and establishments according to economic activities and classify the 
occupations of workers and employees 

o To conduct establishments surveys, if needed. 
o To communicate with NIS to find out data and indicators that resulted from population 

census, labour force surveys, establishment surveys and household surveys including 
  number of total population,  
 number of labour force,  
 labour force participation rate,  
 employment rate,  
 under-employment rate,  
 unemployment rate 
 annual population growth rate etc 

o Study and analyse the compiled labour statistics data 
o Prepare the trimestrial and annual reports about labour statistics 
o Publish and disseminate the compiled labour statistics data 

Office of Labour Market Information 
The specific tasks and responsibilities of the Office of Labour Statistics are96: 

o Collect and compile available labour market information 
o Analyse collected data of labour market information to balance between training, labour 

supply and labour demand 
o To conduct survey to identify priority jobs that are required by the labour market 
o Provide labour market information service and advisory service to students, persons who 

seek work or find training institutions or do business that match the labour market demand 
o Provide labour market information service to employers and investors on the source of 

recruitment 
o To communicate with NIS and relevant institutions to search for data and indicators of labour 

market information 
o Communicate with enterprises and establishments to collect the job vacancies and find out 

the new required skills that meet the modern technology 
o Establish a website for labour market information 
o Cooperate with relevant departments and institutions 

Issues 
As the text above shows, the management of data is spread over several departments and 
offices, which operate more or less independently without sharing data. This causes 
duplications and overlaps and prevents the development of a comprehensive and consistent 
data warehouse for MoLVT. 

The tasks and responsibilities officially allocated to departments and offices far exceed the 
current resources: 

o The current ICT infrastructure is not sufficient. There are not sufficient computers, networks 
and there is no access to the internet. There is no budget for hardware maintenance. 
Software is not licensed. 

o Frequent power cuts prevent efficient work and jeopardize data safety. 
o The units in charge of data collection have no authority to enforce their requests for data. As 

a result, only a few of the important data producers provide data. 

                                                            
96 The list was provided during the visit of the international and local consultants on 06 May 2009. 
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o The officers in charge of data collection and analysis are insufficiently trained in most of the 
skills required by their jobs. 

o There are no job descriptions with the result that responsibilities are not clearly allocated 
and the completion of jobs cannot be supervised. 

o There is no sufficient budget for dissemination of statistical reports, for the establishment 
and maintenance of a website and for other operating costs. 

The above issues need to be solved by cutting the number of tasks to what is feasible, by more 
clearly allocating the responsibilities, by establishing unambiguous job descriptions and by 
matching the tasks and outputs with the necessary resources. 
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Annex 14: Survey for Training Needs Assessments 
Agency Conducting the Survey  

Date of Survey  

Location of Survey  

Form completed by (include position and 
contact details) 

 

Number of persons interviewed  

Data entered into VETMIS by (include 
position and contact details) 

 

Table 1: Details about Respondent: (fill in one table for each respondent) 

Name  

Commune of residence  

Age  Male Female 

Employment Status Employed 
(go to table 2) 

Self-
Employed 

(go to table 3) 
Unemployed 
(go to table 4) 

Other 
(answer 

next 
question)

If Employment Status is ‘Other’, please explain 

 

Table 2: Details about Employment: (fill in one table for each respondent) 

Name of Employer   

Location  

Industry (list of industries is attached)  

Job title  

Classification of occupation (list of 
occupations is attached) 

 

Brief description of tasks for which 
training should be provided 

 

Table 3: Details about Self-Employment: (fill in one table for each respondent) 

Name of business  

Location  

Industry (list of industries is attached)  

Classification of occupation (list of 
occupations is attached) 

 

Brief description of tasks for which 
training should be provided 
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Table 4: Details about Unemployment  

Did you try to find a job? Yes (go to 
table 4a) 

No (go to 
table 4b) 

Table 4a: Why were you unsuccessful seeking a job? 

Not qualified for the job that were available Yes No  

No sufficient salary was offered Yes No 

No response from employer Yes No 

Other reasons (please explain below) 

 

Table 4b: Why did you not try to find a job? 

Family Reasons Yes No 

Health Yes No 

No opportunities Yes No 

Other reasons (please explain below) 

 

Table 5: Which skills, in your opinion, would have made it possible to find a job? 

Tasks  

Classification of occupation(list of 
occupations is attached)  
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Annex 15: Indicators in Labour Statistics of MoLVT 
The following indicators were used in the 2007 publication of labour statistics jointly by the 
offices of Labour Statistics and Labour Market Information within the Department of Labour 
Market Information. 13 out of 24 provinces sent reports in which data was not provided for all 
indicators. 

Table Title Provinces 
reported 

1-1 Labour Inspection 9 

2-1 Individual Labour Disputes  5 

2-2 Collective Labour Disputes 4 

2-3 Collective Labour Disputes, Strike and Lock-Outs 4 

2-4 Number of Professional Organizations 3 

3-1 Number of Establishments with workers and employees (including 
foreign workers) 8 

3-2 Number of Establishments by Employment Size 5 

3-3 Number of Registered Job-Seekers 1 

3-9 Number of Workers who received Employment Cards 3 

4-1 Reported Employment Accidents 3 

4-2 Reported Employment Accidents by Employment Size 3 

4-3 Reported Employment Accidents of Garment Workers 3 

4-4 Reported Employment Accidents by Type of Injury 3 

4-5 Reported Employment Accidents by Causes of Accidents 3 

5-1 Hygiene and Safety Labour Inspections 1 

5-2 Workers who have passed Physical Examination 1 

7-1 Number of Students who completed Training in Vocational Training 
Centres and Technical Education Establishments n/a 

7-2 Number of Students who completed short term training in public TVET 
institutions 5 

7-3 Number of Students who completed short term training in private TVET 
institutions 3 

7-4 Number of Students who completed short term training in NGO TVET 
institutions 2 

7-7 Number of Students who completed long term training in NGO TVET 
institutions 1 

9-2 Number of Apprentices 8 

10-1 Number of Graduates from Public Higher Education Establishments 1 

10-2 Number of Graduates from Private Higher Education Establishments 1 
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This publication shares with other publications the same weaknesses, which are: 

1. The data collection is extremely incomplete with six indicators for which data is available 
only from one single province. 

2. The data is not analysed. It is raw data with lack of information. 

3. The publication is not comprehensive and systematic. A person who is interested in 
information about the labour market will find only bits and pieces in the publication and will 
have to find other important information in other places. 

4. Data is not collated and classified. 
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Annex 16: Industry Classification in the National TVET Plan 
The National TVET Plan 2008 uses different and inconsistent classifications of industries in the 
same document as follows: 

Issue Classifications used 

o GDP growth by sector 
o Distribution of Employment by Sector 

in percentages 

o Agriculture 
o Services 
o Industry 

Contribution to GDP by Sector 

o Agriculture 
o Fisheries 
o Industry 
o Tourism 
o Construction 
o Services 

o Growth Rates of Industry by Sector 
o Projections for employment in 

Industry 

o Garments 
o Food, beverages and tobacco 
o Other manufacturing 
o Electricity, gas and water 
o Construction and mining 

Projections for Employment in Agriculture

o Paddy 
o Other crops 
o Livestock, fishery 
o Rubber and forestry 

Where are the Jobs 

o Agriculture, hunting, forestry 
o Fishing 
o Mining and Quarrying 
o Manufacturing 
o Electricity, gas and water 
o Construction 
o Wholesale, retail, repair 
o Hotels and restaurants 
o Transport, storage and 

communications 
o Financial 
o Real estate and renting 
o Public administration and defence 
o Education 
o Health, social work and community 

services 
o Household staff 
o Foreign NGOs and agencies 
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Annex 17: Scope of Data about non-public VET Providers 
The following checklist for registration of non-public VET providers was developed under ESDP 
II and endorsed by stakeholders and DG TVET: 
Profile of VET Provider: 
2. Name 
3. Address, phone, fax, email, website 
4. Contact details of person in charge 
5. Association or link with international VET provider 
6. Details of business registration 
7. Details about bank account 
8. List of permanent staff with job descriptions, qualifications and experience 
9. Details about any other business then VET 
10. Previous training provided (date, length, location and trainee numbers) 
11. Competencies for which the VET provider is able to train 
12. Details of inclusion of self-employment in training courses 
13. Details about inks with micro credit providers 
14. Financial statement for last year 
15. Details of staff who have received trainers’ training 
16. Readiness to accept monitoring visits by DG TVET or PTC staff 
Criteria for Self-Assessments and external Assessments 
1. Existence of published admission criteria or student handbook 
2. Existence of health services during the training period 
3. Availability of career guidance and placement services 
4. Compliance of curriculum document with nationally endorsed format of curriculum 

documents 
5. The course outcome is linked to competency standards. If competency standards are not 

available the course outcome is traceable to competencies endorsed by industry, enterprise 
or community 

6. Curriculum document specifies the teaching and training materials for the course 
7. Curriculum document specifies the instructional materials necessary for the course 
8. Practice in actual work environment is part of the curriculum design 
9. List of available instructional materials and existence of appropriate instructional techniques 

and strategies aiming at critical thinking, problem solving, communications skills and good 
work habits) 

10. Assessment of students is based on performance criteria in the curriculum document 
11. Grading system is documented 
12. Rules of attendance are documented 
13. Establishment of the VET institution within the laws of Cambodia 
14. Existence of a governing board deciding about courses to be offered 
15. Qualified administrative and academic officers are available 
16. Relationship is established for the placement for on-the-job training 
17. List of teachers with all details about professional qualifications and experience 
18. List of support staff with all details of qualifications and experience 
19. Proof of building ownership or lease agreement for the premises 
20. Existence of a fire safety certificate 
21. List of available tools, equipment, supplies and materials 
22. Existence of a published schedule of tuition and other miscellaneous fees 
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Annex 18: National Qualifications Framework 
The NQF-based TVET system has the following components: 

 
The above diagram outlines a 4 tier system using existing facilities or upgraded facilities. 
Students wishing to continue in TVET move up the institutional ladder. The system has the 
following components97: 

o Existing PTCs that are not well equipped or in less populated provinces will provide entry 
level skills and NTQF1, 2 , and eventually  3 

o Existing PTCs to be called Provincial TVET Centers  with better equipment, a larger local 
population and more mature management will provide entry level skills and NTQF 1,2, 3 and 
4 (Diploma-Technician) 

o Five Regional Polytechnics will be created to offer NTQF 4 and the first 2 years of NTQF 5 
(Bachelor of Applied Technology) A further 2 Polytechnics will be developed from existing 
TVET Institutions in Phnom Penh. 

o Three existing Institutions in Phnom Penh, NPIC, NTTI and NIB will designated as national 
Polytechnics and offer NTQF 4 and 5 including the final 2 years of level 5 for regional 
Polytechnic graduates. 

                                                            
97 See page 18 of the English version of the National TVET Development Plan- 2008 
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Annex 19: Survey to forecast Employment and Skills Needs 

Questionnaire 

Details about Employer: 

Name of Employer  

Address  

Contact Person  

Phone, Fax, Email  

Products / Services offered  

Classification of Industry (List of industries 
is attached)98 

 

Date  
 

 Male Female 

Total Number of employees in 2009   

Permanent Full Time   

Permanent Part Time   

Temporary Full Time   
Of which are: 

Temporary Part Time   

Current and expected future Employment 

2009 (actual) 2014 (expected) 

Job Title 

Job 
Classification 

(List of 
occupations is 

attached) 
Males Females Males Females 

Remarks 

       

       

       

       

Factors and Trends influencing the Industry in the Future 

Economic Factors  

Social Factors  

Political / Legal Factors  

Technological Changes  

                                                            
98 A printout of the localized system of industry classifications (see page 41) 
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Report Formats 
The following two report templates might be used for each province where employers were 
surveyed and one report template can be used for aggregated national reports 

Report by Job Titles 

Province:  

2009 (actual) 2014 (expected) 
Job Title 

Job Classification 
(List of occupations 

is attached) Males Females Males Females 

      

      

      

      

Report by Industry Sectors 

Province: 

2009 (actual) 2014 (expected) 
Industry Sector 

Males Females Males Females 
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Annex 20: Data about Courses in PRASAC Project 
Questionnaires like the above will be replaced by entry of data about the details of the courses 
into VETMIS. Questionnaires, however, could be used for VET providers operating without 
VETMIS. 

Questionnaire for Courses provided for VET provider 

Training of PRASAC and Partner Organizations’ staff (F1-IS-Training) 
This sheet applies to all kind of training provided to staff of PRASAC and partner organisations. It is to be 
filled in by the section and/or staff that is responsible for, or has done, the training. The form will usually 
be filled in after completion of the training but for training extending over several weeks / months filling in 
some columns at the begin of the training and submitting the form to the MIS Section would allow to 
report on ongoing training activities. 

Form filled in by: 
Staff ID Name Date 

     _____/_____/________ 
 

Training activity 

Ph. AWP Prov. CC Poj.No. Yes Project Profile GPID: 
2         

 With this training, are there 
all Project Profile activities 
finished: No 

Training course ID:  
Fill in only if there are several training activities planned under the same 
Project Profile GPID. If this is the case, start with ID = 1 and add 1 for any 
additional course under the above Project Profile GPID. 

Description / title of course: 

Type of course:  1=Course, 2=Workshop, 3=Field excursion/study tour, 9=Other (specify) 

Target group(s):  
[multiple choices] 

 

1=Management (Directors, Deputy Directors, CZA etc.), 2=Coordinating 
staff (programme officers, coordinators, administrators, branch managers 
etc.), 3=Executing staff (district officers, extension workers, etc.), 
4=Supplementary staff (secretaries, drivers, cleaners etc.), 99=Other 
(specify) 

Content(s) of course: 

[multiple choices] 
 

01=Management/administration, 02=accounting, 03=M&E 
10=Computing, 11=English, 
20=Technical O&M,  
30=Rice cropping (incl. seed multiplication etc.), 31=Non-rice cropping 
(vegetable production, home gardening etc.), 32=Fruit tree production,  
33=Post-harvest processing/technologies, 34=Fish raising, 35=Animal 
husbandry (incl. fodder production, veterinary services etc.), 36=Natural 
resources management in agricultural production (IPM, compost, manure, 
soil management etc.),  
40=CBO management (planning, elections, meetings, reporting, 
bookkeeping etc.), 41=Health care, hygiene (WATSAN…) 
90=Product marketing, 99=Other (specify) 

Level of training:  1=Basic, 2=Advanced 

Location of training:  
0=Not known, 1=Above province (GPID: Prov.), 2=Other province in 
Cambodia, 3=Phnom Penh, 4=Region (Southeast Asia), 5=Outside the 
region (Southeast Asia) 
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Begin – end of training: _____/_____/_______ - _____/_____/_______ DD/MM/YY - DD/MM/YY 

Total number of 
training hours: 

  

Implementation 

Name of company / organisation / department that conducted the training: 

 

Participants’ contribution 
to the training activity:  

0=None, 3=Material/money 
Enter here ONLY IF participants made a contribution from their OWN 
pocket. 

Value of participants’ 
contribution:  USD 

 

Participants (PRASAC staff and other organisations’ staff who’s training was supported by 
PRASAC) 

Staff ID* 
(e.g. KCM023) Name Sex Organisation/Department/Section Finished** Assess-

ment*** 

     M F    

     M F    

     M F    

     M F    

     M F    

     M F    

     M F    

     M F    

PRASAC Sections:  DWS, IRR, AGR, CD, ED, Admin, M&E, Log 
* Only for PRASAC staff  
** 0=Not known, 1=Yes, 2=No 

*** 0=No opinion, 1=Training was not very useful, 2=Training was useful, 3=Training successfully addressed specific training 
needs 
 

Data entered into MIS by (Name): 
_____________________________________ Date:  ____/____/______ 
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Questionnaire for Courses provided for VET Trainees (Beneficiaries) 

Training of Beneficiaries (F2-6-BenTraining) 
This sheet applies to all kind of training provided to beneficiaries. It is to be filled in by the respective 
technical sections. This is usually done after completion of the training but for training extending over 
several weeks / months filling in some columns at the begin of the training and submitting the form to 
the MIS Section would allow to report on ongoing training activities.  
A different form (F1-IS-Training) is used for training of PRASAC and executing agencies’ staff.   
Do not use this form for training at Enterprise Centers. 

Form filled in by: 
Staff ID Name Date 

     _____/_____/________ 
 

Training activity 

Ph. AWP Prov. CC Poj.No. Yes Project Profile GPID: 
2         

 With this training, are there 
all activities of this Project 
Profile finished: No 

Training course ID: 
 

Fill in only if several training activities are part of the above Project Profile. If 
this is the case, start with ID = 1 for the first training and add 1 for any 
additional training that falls under the above Project Profile. 

Description / title of course: 

Type of course:  1=Course, 2=Workshop, 3=Extension session, 4=Field excursion/study tour, 
9=Other (specify) 

Target group(s):  
[multiple answers] 

 
1=Villagers (no further specification), 2=VDC, 3=SCA, 4=WPC, 
5=FWUC/FWUG, 6=WUC, 7=RRC, 8=Trainers (TOT), 9=Micro-
entrepreneurs, 10=Rice Bank Com., 99=Other (specify) 

Content(s) of course: 

[multiple answers] 
 

20=Technical O&M,  
30=Rice cropping (general), 31=Seed multiplication, 32=Non-rice cropping 
(vegetable production, home gardening etc.), 33=Post-harvest 
processing/technologies, 34=Fish raising, 35=Animal husbandry (incl. 
fodder production, veterinary services etc.), 36=Natural resources 
management in agricultural production (IPM, compost, manure, soil 
management etc.),  
40=Role and responsibilities of CBO, 41=CBO management techniques 
(planning, elections, meetings, discussions, reporting, bookkeeping etc.), 
42=Health care, hygiene (WATSAN…), 43=Literacy 
90=Product marketing, 99=Other (specify) 

Begin – end of training: _____/_____/_______ - _____/_____/_______ DD/MM/YY - DD/MM/YY 

Total number of 
training hours:   

Participants 



Supplementary Appendix G 129 

Average number* of 
District Commune Village  

Men Women 

     

     

     

     

* Use average figures (rounded up to next integer number) if course consisted of several steps/parts 

Implementation 

Name of company / organisation / department that conducted the training: 

Beneficiaries’ 
contribution to the 
training: 

 0=None, 1=Labour, 3=Material/money, 5=Labour and material/money 

Value of beneficiaries’ 
contribution:  USD; calculate/estimate USD equivalent 

 

 

Data entered into MIS by (Name): 
_____________________________________ Date:  ____/____/______ 
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Annex 21: Data about Employers available in MoLVT 
The joint Prakas No. 110 KB/BrK99 of 16 June 2008 on Notification of Occupational Risks 
requires employers and owners of enterprises under the provisions of the Law on the National 
Social Security Funds to report workplace accidents. The joint Prakas prescribes the use of the 
following form: 

 

                                                            
99 Ministry of Health and MoLVT 
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Annex 22: Monthly Labour Statistics and Activity Plan 
The Labour Statistics Office within the Department of Planning, Statistics and Legislation 
publishes monthly statistics reports and the ministry’s activity plan for the subsequent month. 
The reports and plans have the following outline: 

General Labour Section 

Labour Inspections 
o Report about inspections 
o Monitoring issues 
o Suspended or closed businesses 

Labour Disputes 
o Mediation activities 
o Monitoring issues 
o Decisions handed down by central secretariat 

Labour and Manpower 

o Job placements 
o Monitor Khmer workers and employees 
o Monitor foreigners 
o Labour statistics and manpower 
o Khmer workers overseas 
o Training committee and placement of workers overseas

Hygiene and Workplace Safety 

o Inspections 
o Hygiene and Safety in work places 
o Various activities related to health issues 
o Prevention of AIDS/HIV and tuberculosis 
o Child labour 

VET Sector 

Achievements of TVET 

National Qualifications Standards 

Labour Market Information 
o Training Provision 
o Statistics and Labour Market Information 
o Registration of establishments and institutions 

Administration and Finance Management 

Administration and Personnel Management
o Increase of salaries 
o Overview about important correspondence

Planning, Statistics and Legislation 

International Cooperation 
o ASEAN 
o ILO coordination 

Gender Mainstreaming in VET Sector 
o Inspections 
o Internal Audit 
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Conclusions 

Situation of Labour Sector 
Situation of VET Sector 

The monthly reports are distributed to: 

o Senate Committee  
o National Assembly Committee 
o Council of Minister 
o Cabinet of Chom Teav,  Deputy Prime Minister 
o Ministry of Planning 
o Department of Coordination in the Council of Ministers 
o Observer Team of economic social and culture within the Council of Ministers 
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Annex 23: Industry Classifications in MoLVT 
1. Agriculture and Forestry 
2. Fisheries 
3. Extraction 
4. Production 
5. Electronics, Gas and Water 
6. Construction 
7. Wholesale and retail 
8. Hotel and Restaurants 
9. Transportation, Storage and Communications 
10. Financial facilities 
11. Real Estate, hire and enterprise provision services  
12. Public Administration and Defense 
13. Education 
14. Health and Social Services 
15. Social Service Collection and Personal 
16. Private Housekeeping 
17. Organizations and Foreign Institutions  
18. Other economic activities 
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Annex 24: EMIS at MoEYS 

 
 

With support by UNICEF and SIDA, MoEYS published a printed overview of key time line data 
(2004-2008) about the education system and a graphic display of 27 indicators for Cambodia as 
follows: 

1. Number of preschools and children 2. Number of new intakes aged 6 in 
grade 1 

3. Number of primary schools and students 4. Gross and net enrollment ratios in 
primary sub-sector 

5. Number of colleges and students 6. Gross and net enrollment ratios in 
lower secondary sub-sector 

7. Number of Lycées (lower secondary schools) 
and students 

8. Gross and net enrollment ratios in 
upper secondary sub-sector 

9. % of schools with drinking water and toilets 10. Pupil/class ratio by level of education 

11. Staff by gender 12. Teaching and non-teaching staff at 
schools 

13. Number of cluster schools 14. Primary schools having all grades 
15. Students by grade in primary sub-sector 16. % of national budget for MoEYS 
17. % of MoEYS budget for Program Action Plan 

(PAB) and Program Budgeting (PB) 18. Primary student flow rate 

19. Transition rate to lower secondary schools 20. Lower secondary student flow rate 
21. Transition rate to upper secondary schools 22. Upper secondary student flow rate 
23. Upper secondary graduates 24. Students in higher Education 

25. Students in TVET 26. Pupil / Teacher ratio by levels of 
education 

27. Students in Teacher Training Colleges  
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On MoEYS’s website100 the above indicators are published for each province in more details 
(e.g. by districts) but as at 08 June 2009 no statistics or indicators were found on the same 
website. 

Statistics and indicators are published as numbers only no analysis of the numbers is 
presented. Trends, in particular, are not highlighted. 

                                                            
100 http://www.moeys.gov.kh/education_static_indicator_07_08.php  
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Annex 25: Major groups and sub-major groups in ISCO 08 

1 Managers 
11 Chief executives, senior officials and legislators  
12 Administrative and commercial managers  
13 Production and specialized services managers  
14 Hospitality, retail and other services managers  

2 Professionals  
21 Science and engineering professionals  
22 Health professionals  
23 Teaching professionals  
24 Business and administration professionals  
25 Information and communications technology professionals  
26 Legal, social and cultural professionals  

3 Technicians and associate professionals  
31 Science and engineering associate professionals  
32 Health associate professionals  
33 Business and administration associate professionals  
34 Legal, social, cultural and related associate professionals  
35 Information and communications technicians  

4 Clerical support workers  
41 General and keyboard clerks  
42 Customer services clerks  
43 Numerical and material recording clerks  
44 Other clerical support workers  

5 Service and sales workers  
51 Personal service workers  
52 Sales workers  
53 Personal care workers  
54 Protective services workers  

6 Skilled agricultural, forestry and fishery workers  
61 Market-oriented skilled agricultural workers  
62 Market-oriented skilled forestry, fishing and hunting workers  
63 Subsistence farmers, fishers, hunters and gatherers  

7 Craft and related trades workers  
71 Building and related trades workers, excluding electricians  
72 Metal, machinery and related trades workers  
73 Handicraft and printing workers  
74 Electrical and electronic trades workers  
75 Food processing, wood working, garment and other craft and related trades workers  

8 Plant and machine operators, and assemblers  
81 Stationary plant and machine operators  
82 Assemblers  
83 Drivers and mobile plant operators  

9 Elementary occupations  
91 Cleaners and helpers  



Supplementary Appendix G 137 

92 Agricultural, forestry and fishery labourers  
93 Labourers in mining, construction, manufacturing and transport  
94 Food preparation assistants  
95 Street and related sales and service workers  
96 Refuse workers and other elementary workers  

0 Armed forces occupations  
01 Commissioned armed forces officers  
02 Non-commissioned armed forces officers  
03 Armed forces occupations, other ranks 
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Annex 26: Requirements for Financial Reporting 

The minimum requirements for monthly financial reporting by VET institutions are presented 
below: 

Monthly Output Report 
Ministry of Labour and Vocational Training 
General Department of TVET 
Special Fund of Prime Minister (Implementation Budget from:/……/…….To:…/…/………) 

Unit: Riel 

No Activities Budget 
Plan 

Total in 
Month 

Total last 
Month 

Total During 
Month Percentage 

1 Budget Received 
from MEF 

     

       

       

       

2 Budget Spent      

       

       

       

       

Seen and Approved      Seen and Approved  Phnom 
Penh, Date…./…/…….(dd/mm/yyyy) 

Director General                                 Director of Department  
   Reporter 

Monthly Budget Performance Report 
The budget performance report have to be submitted separately for program budgets and non-
program budgets. 

Ministry of Labour and Vocational Training 
General Department of TVET 

Special Fund of Prime Minister (Achievement in Month,………………………/…… 
Unit: Riel 

No Activities Indicators Target Achievement 
in Month 

Total 
last 

Month 

Total 
During 
Month 

Percentage Remarks 

A Training trough institutional 
under MoLVT (Agriculture 
Course) 

No of 
Trainees 

      

B Training trough institutional 
under MoLVT (Industry and 
Services) 

No of 
Trainees 

      

C Training additional skills No of       
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No Activities Indicators Target Achievement 
in Month 

Total 
last 

Month 

Total 
During 
Month 

Percentage Remarks 

under MoLVT Trainees 

D Training trough national 
funded (Agriculture) 

No of 
Trainees 

      

E Training trough national 
funded (Industry and 
services) 

No of 
Trainees 

      

F Provision training materials No of 
Materials 

      

G Middle services Extension 
and 
Publics   

      

H Follow-up, Monitoring and 
Evaluation 

No of 
Mission 

      

i Funded for Self Business No of 
Trainees 

      

Seen and Approved      Seen and Approved 
 Phnom Penh, Date…./…/…….(dd/mm/yyyy) 
Director General                                 Director of Department  
   Reporter 
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CAREER GUIDANCE AND DEVELOPMENT 
 

A.  Aims 

1. Career guidance and development (CGD) in TVET institutions aims to: 

(i)  Develop required knowledge, skills, and attitudes among TVET students 
during pre-career entry by providing programs and services to all students in the 
following areas: individual inventory, career information and profiles, career 
counseling, referral, placement, and follow-up  

(ii) Develop the required knowledge, skills, and attitudes among TVET students and 
prepare them for their during-career experiences through programs and 
services to all students in the following: information on career motivation, 
adjustments, and resilience; consultations, research and evaluations involving 
parents, community, and enterprise regarding opportunities, expectations, and 
trends in the world of work, prevention of maladjustment and wellness techniques 
in the workplace. 

B.  Basic Principles 

2. It is suggested that the development, establishment, and management of a TVET CGD 
system should consider the following basic principles: 

(i) CGD is a fundamental and integral part of any type of educational system.   
(ii) Education and CGD support each other to maximize the learner’s growth and 

development as productive members of the society. 
(iii) Administrative and faculty appreciation and understanding and support of CGD 

are crucial to its success. CGD should be implemented by trained personnel.  
(iv)  CGD recognizes that each individual is unique and possesses worth and 

dignity. 
(v)  CGD considers cultural and environmental factors affecting individuals at 

the  time that they are learners and at the time that they become workers. 
(vi)  CGD is a continuous process throughout the individual’s school and work 

life.  
C.  Proposed Strategy  

3. Career goals and paths differ depending on whether the career setting is urban or rural.   

1.  Recommendations for CGD in Urban TVET  

(i) Add CGD functions to the Industrial Liaison Office at the National Institute of 
Business 

(ii) Add CGD functions to the Enterprise Relations Office of the National Technical 
Training Institute 

(iii) Support and enhance the CGD functions of the Planning and Placement Office of 
the National Polytechnic Institute of Cambodia  

(iv) Add CGD function to the Entrepreneur Relations Office of the Cambodia India 
Enterprise Development Center 

2.  Recommendations for CGD in Rural TVET 

4. Capacitate the Community Development Specialist (CDS) of the Provincial TVET 
Centers and Regional Centres (when established) so that they can provide CGD programs and 
services focusing on CGD that includes self-employment, small enterprise development and 
formal sector employment.  

3. Key Activities for the Establishment of CGD in Cambodia TVET 
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5. Conduct separate focus group discussions with the following groups: officers and 
directors of public TVET skills training institutions, TVET students, and employers in order to 
determine their ideas, thoughts, and awareness about career guidance and development.  This 
should lead to the determination of which career model(s) are suitable for Cambodia TVET. 

6. Preparation a detailed critical path with milestones for the establishment of CGD in 
Cambodia TVET:  

Step 1: Prepare materials for capacitating CGD personnel 

Step 2:  Train assigned personnel in public TVET institutions for managing basic 
 programs and  delivering core services in CGD 

Step 3: Prepare and upload CGD reference materials on the website for students 
 as well as CGD personnel  

Step 4:  Prepare information materials on career profiles in urban and rural 
 settings as well as information materials on employer expectations 

Step 5:  Draft a CGD syllabus that can be used for a possible creation of a subject in 
CGD and then offer this subject as one of the core subjects within formal TVET 
programs Prepare educational materials that will accompany the syllabus 

Step 6:  Adopt the CIEDC module on Unlocking Personal Entrepreneurial  Competencies 
as part of the introductory modules in PTC certificate and short courses  

Step 7:  Add CGD to the function of the Life-Long Learning Section of the Special 
Programs Division of the DTVETM to ensure the coordinating, impact monitoring and 
evaluation of CGD in public TVET institutions 

Step 8:  Prepare impact monitoring and evaluation systems, procedures, and forms for 
CGD programs and services for both urban-based TVET institutions and rural-based 
TVET institutions. 
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PROCUREMENT CAPACITY ASSESSMENT  
  

 
 
 
 
 
 

Proposed Project Name:    
Strengthening Technical and Vocational Education and 
Training (STVET) in Cambodia 

Proposed Amount: US$ 24.5 million 

Executing Agency  
Directorate General of Technical and Vocational 
Education and Training (DGTVET),Ministry of Labor and 
Vocational Training (MOLVT) 

Source of Funding: JSF 

Assessor:  
 
  

Date:  ____________  

Expected Procurement  
 
Procurement of Goods, Works and Services financed under the grant will be in accordance with ADB’s Procurement 
Guidelines (2007, as amended from time to time).  Contracts for the refurbishment of the PMU, Finance and 
Administrative office at GDTVET, provision of new classroom furniture, dormitory and canteen equipment for PTCs 
estimated to cost USD100,000 or less but more than USD20,000 shall be awarded through national competitive 
bidding. Minor items costing less than USD20,000 but more than USD5,000 may be procured through shopping with 
advertising, and items costing less than USD5,000 may be procured through shopping without advertising. Goods 
estimated to cost USD100,000 equivalent or more will be awarded on the basis of international competitive bidding. 
Equipment for the PTCs to be developed as Regional Centers will be procured centrally by the EA through the PMU.  
Contracts for training equipment estimated to cost more than USD100,000 shall be awarded on the basis of 
international competitive bidding. Goods, civil works and services shall be procured centrally by PMU working under 
the Procurement Review Committees organized for each procurement threshold.  The PMU shall use international 
competitive bidding for civil works contracts estimated to cost the equivalent of more than USD300,000; national 
competitive bidding for civil works contracts estimated at USD300,000 or less but more than USD40,000 and 
shopping with advertisement for civil works contracts estimated to cost USD40,000 or less but more than USD5,000. 
Civil works contracts below USD5,000 may be procured through shopping without advertising.  The procedures to be 
followed for procuring goods, works and services shall be those set forth in Ministry of Economy & Finance Directive 
No. 587 dated 19 September 2005, with the clarifications and modifications described in Schedule ____ of the Grant 
Agreement.   
Assessment of the National Environment  
Directive No. 587 dated 19 September 2005 issued by the Ministry of Economy and Finance currently provides the 
policies and procedures governing the procurement of goods, works and consulting services. ADB-funded 
procurement has to be supported by an annual budgetary appropriation. Clarifications and modifications described in 
the National Competitive Bidding Annex to the Financing Agreement are needed for compliance with the provisions of 
the Procurement Guidelines. These include: 

• Bidding shall not be restricted to pre-registered firms and such registration shall not be a condition for 
participation in the bidding process. 

• Eligible bidders (both national and foreign) shall be allowed to participate. 
• A bidder declared the lowest evaluated responsive bidder shall not be required to form a joint venture or to 

sub-contract part of the supply of goods as a condition of award of the contract. 
• Bidding of ICB contracts estimated at $100,000 or more for goods and related services or $300,000 or more 

for civil works shall be advertised concurrently with the general procurement notices on ADB’s website. 
• Where required, bid security shall be in the form of a bank guarantee from a reputable bank. 
• Bids shall be opened in public, immediately after the deadline for submission of bids. 
• The contract shall be awarded to the technically responsive bid that offers the lowest evaluated price. 
• Bids shall not be rejected and new bids solicited without the ADB’s prior concurrence. 
• When the number of responsive bids is less than three (3), re-bidding shall not be carried out without the 

ADB’s prior concurrence. 
• Bidders must be nationals of member countries of ADB, and offered goods and services must be produced in 

and supplied from member countries of ADB. 
• Firms bidding for a contract must be incorporated in an ADB member country. 
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General Agency Resource Assessment  
 
Directorate General of Technical and Vocational Education and Training (DGTVET), Ministry of Labor and Vocational 
Training (MOLVT) has undertaken procurement especially for equipment, workshop tools, computers and instructional 
aids. DGTVET supplements its staff resources in project management unit (PMU) with consultants to assist with the 
implementation of donor-financed as well as ADB-funded projects, especially in procurement. It does not have a 
procurement department and ad-hoc procurement unit is appointed to carry out project-related procurement of goods.  
The officer and staff appointed to the procurement unit continue to discharge their original duties and responsibilities 
thus having to attend to dual functions.  Given the volume of procurement works under the project, it will be desirable 
to appoint staff for the procurement unit on full-time basis, including additional support personnel. 
  
DGTVET has achieved a level of expertise in procuring goods both for thresholds requiring the use of national and 
international competitive bidding procedures under the ADB-funded ESDP-II project. An assessment of the 
procurement actions carried out by DGTVET for procuring goods under ESDP-II and a review of the procurement 
documents on file at the procurement office of DGTVET revealed that the procurement unit is familiar with the 
procurement procedures for externally-financed projects/programs in Cambodia prescribed in the procurement 
manual No. 587 issued by the Ministry of Economy and Finance on 19 September 2005. This procurement manual 
was developed with the assistance of ADB and the World Bank. 
 
Civil works will be a key component of the project and most of the works will be procured through national  competitive 
bidding procedures. Experience of the ad-hoc procurement unit of DGTVET in procuring civil works is very limited if 
not nil. Given that the package cost of most civil works will exceed the $20,000 threshold for shopping, the 
procurement unit of DGTVET must be fully trained and supported to develop its capacity to carry out national 
competitive bidding for civil works. This training will likewise apply to the members of the Procurement Review 
Committees to be organized for the project that will manage the whole bidding process and review the evaluation of 
bid proposals. 
 
Agency Procurement Processes Goods and Works  
DGTVET has undertaken procurement of goods for ADB-funded ESDP-II since 2006. However, its experience in 
procurement of works is nil. Due to the complexity involved in procuring civil works and the attendant difficulties 
associated with the preparation of technical drawings and BOQ for completing the bid documents, bid evaluation 
process and management of construction works, delays in procurement and implementation of civil works may pose a 
challenge to the staff of the PMU. The current dual responsibilities of the procurement staff may also interfere with 
their day-to-day procurement functions. 
 
Procurement Review Committees are empowered to review and approve all goods, works and services to be 
procured for the project. The procurement manual stipulates that “Once a properly constituted Procurement Review 
Committee has approved a procurement transaction, no further approval from the EA or MEF is considered 
necessary, the only exception to this will be the No-Objection of the Donor Agency (DA) when required.” The manual, 
however, does not specify the procedures to follow when dealing with bid evaluation report and recommendation for 
award not issued with “No-Objection Letter” by the DA and thus returned to the EA. A case in point is a bid evaluation 
report and recommendation for award submitted by DGTVET to ADB which was returned in which a number of 
packages ADB did not issue the required “No-Objection Letter” and was returned to the EA. This case is still pending 
for further action at the time of assessment. 
 
Although Procurement Review Committees are responsible for reviewing and approving evaluation reports and 
recommendation to award, these evaluations/recommendations may still be subject to “no-objection” of the DA or in 
this case the ADB. Staff undertaking bid evaluation may be supplemented with consultants to provide assistance for 
the preparation of civil works plans and specifications , bidding process, bid evaluation, site management and 
monitoring of civil works contracts, including delivery, installation and commissioning of equipment and training of 
teachers on the use and routine maintenance of training equipment. 
   
Agency Procurement Processes, Consulting Services  
The Procurement Review Committees carry out the recruitment of consultants and the responsible committee is 
determined by the value of the contract.  
Process Control and Oversight  
 
Procurement Review Committees (PRCs) are organized to provide oversight on all aspects of the bidding process and 
procurement actions of the PMU. The procurement manual prescribes the composition and duties of the PRCs. The 
PRC is responsible for reviewing the evaluation reports for goods and works contracts but not preparing the 
evaluation itself which is the duty of the procurement officer of the PMU for check and balance . When reviewing the 
bid evaluation reports, the committee checks the extent at which the evaluated bids adhere to the requirements of the 
bid documents, reviewing grounds for rejection of any bid to establish if the deviation is major and to check that all the 
bids have been treated equally.   
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Any technical issues that may arise when reviewing bid evaluation reports, the PRC is given the prerogative to seek 
expert or professional advice from EA’s staff, experts from other agencies or consultants in the items being procured 
for it to come up with an impartial and sound evaluation. None of these parties, however, is considered member of the 
PRC and will advise solely on the basis of their own areas of expertise. 
 
When procuring services, each member of the PRC must evaluate the consultant’s proposals individually and 
independently and the Chairman must ensure that at least three of the committee members are knowledgeable of the 
field in which the services are being procured. Otherwise, the Committee is reconstituted to ensure that this 
requirement is complied with. The Committee is responsible for preparing the evaluation report and negotiating the 
proposed contract following the funding agency’s procedures.  
 
Records Keeping and Audit  
 
For ESDP-II, original bid documents, original invitation documents, records of the bidding process, bid evaluation 
reports, communications related to the bidding process, original contracts, winning bids or proposals, and contract 
implementation papers are compiled, coded and stored in a steel cabinet with keys and placed inside a secured room 
with security steel grille with padlock and main door with doorlock. Records can be easily retrieved if needed. Only 
one (1) Procurement Officer has direct access to these documents. The room, however, is not fire or theft proof and 
can be accessed if there is any forced entry. The building itself is not provided with security guard who are posted at 
the main gate of the EA’s compound.  
Summary Assessment and Recommendations 

DGTVET has experience on procuring goods but has not been involved in procuring works and services. Support of 
implementation consultants are still needed to supplement its procurement capacity including site management and 
monitoring of civil works implementation. Personnel of PMU particularly those responsible for procurement may be 
appointed on a full-time basis. Given the long process involved in the preparation of civil works plans, 
designs/drawings, technical specifications and BOQ, advance action by the EA in these activities may be undertaken 
which should be preceded by site surveys. 
 
 Both the PMU and the Procurement Review Committees be trained on preparation of bid documents for procuring 
civil works, bid evaluation and preparation of bid evaluation report. 

Specific Recommendations, Project Implementation 
Capacity Constraint Recommended Action  Responsibility and comment  

• Non-familiarity with the 
preparation of  Bid 
Documents for Civil Works, 
bid evaluation and 
preparation of bid evaluation 
report for civil works bid 
proposals 

 
• ICB & NCB Procedures for 

procuring civil works 
 

• Training of PMU staff and 
Procurement Review 
Committees on applicable 
procurement regulations and 
ADB Guidelines 

 
 
• EA to be trained on 

procedures for ICB & NCB for 
civil works 

• DGTVET, ADB 
• Compliance needed to 

avoid misprocurement 

• Lack of capacity to prepare 
detailed list and technical 
specifications of equipment 
for hard trades (e.g. 
automotive, civil technology, 
etc.), preparation of  bidding 
documents for civil works 
and technical inputs( e.g. 
civil works plans, drawings, 
specifications, BOQ, et.); 
preparation of terms of 
reference, request for 
proposals – to minimize 
implementation delays 

 

• Request ADB Management 
approval for advance 
contracting and retroactive 
financing 

• Brief EA staff on revised 
consulting services and 
procurement guidelines during 
fact-finding mission 

• Engage specialists to assist 
with training, drafting of 
procurement specifications and 
procurement planning (upgrade 
of procurement plan)  in support 
of EA  

• DGTVET to request 
advance procurement for 
selected packages 

• Fact-finding mission to 
request for Management 
approval for advance 
contracting and retroactive 
financing during Management 
Review Meeting 
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General Recommendations, EA Capacity  
Capacity Constraint Recommended Action  Responsibility and comment 
• Temporary and not full-time 

appointment of procurement 
officer within DGTVET  do not 
promote a professional 
procurement career path and 
sustainable procurement 
capacity 

• Lack staff to 
undertake/support procurement 
works 

• Develop and support career 
development path for public 
procurement experts 

 

• MOLVT 
 

Prior Review Thresholds 
The following procurement shall be subject to ADB prior review as described in Appendix 1 of the Procurement 
Guidelines and Appendix 1 of the Guidelines on the Use of Consultants 
  
Works Contracts  Goods Contracts 
All contracts in excess of $ 300,000 All contracts in excess of $100,000 
The first use of ICB irrespective of value The first use of ICB irrespective of value 
The first use of NCB irrespective of value The first use of NCB irrespective of value 
Proposed shopping documents prior to use Proposed shopping documents prior to use 
  
 
Consulting Services Contracts 
(i) Quality and Cost Based Selection (QCBS)  with 
80:20 for quality: cost weighting  
 
 
(ii) Quality Based Selection (QBS)  
 
 
 

(ii) Number of submissions (Para. 2.3 Guidelines refer)  
Four (4) submissions  - shortlist and draft RFP, technical 
evaluation report, final ranking, and draft negotiated 
contract for QCBS 
 
(iii) Three (3) submissions – shortlist and draft RFP, 
technical evaluation report, and draft negotiated contract 
for QBS 

 
 
Approved by 
ADB 
 

 
 
 
 

 
 
Designation 

 
 
 

 
Agreed by EA 
 
 

 
 
 

 
Designation 
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OUTLINE TERMS OF REFERENCE FOR CONSULTANTS 
 

1. The Project provides for 609 person months of consultants (169 person months international; 
440 person months of national consultants). One firm will be contracted for provision of the total 
consulting services package. Provision is summarized below. 
 

Table 1: National (NAT) and International (INT) Consultants 
 Position Persons 

Months 
Schedule 

Years 
  NAT INT  
1 Skills Standards & Curriculum, Mechanics  18 1-3 
2 Skills Standards & Curriculum, Construction/Civil Technology  18 1-3 
3 TVET Teacher Training  18 1-3 
4 In-Service TVET Teacher Training Specialist 36  2-4 
5 Curriculum Development Specialist 46  1-4 
6 VSTP Implementation Specialist/Deputy Team Leader  24  1-3 
7 VSTP Implementation Specialist (1) 36  2-4 
8 VSTP Implementation Specialist (2) 60  1-5 
9 Community Development Specialist 36  1-3 
10/11 Social and Gender Specialist 12 12 1-2 
12/13 Management and Institutional Development/Team Leader 54 54 1-5 
14 Labour Market Information and Statistics Specialist  06 1, 2 
15 Database Specialist  02 1 
16 VETMIS IT Systems Analyst   04 1, 2 
17 LMIS Specialist, Development and Training  10 1,2,4 
18 LMIS Web Site Specialist  04 1 
19 ICT Specialist 60  1-5 
20 PCU: Project Finance Specialist  03 1, 2 
21 PCU: M&E Specialist  11 1-5 
22 PCU: M&E Specialist 28  1-5 
23 PCU: Civil Works and Procurement Specialist/Clerk of Works 48  1-5 
Totals 440 160  

 
2. Position 1: Skills Standards and Curriculum, Mechanical Specialist (one international 
consultant for 18 person months over 3 years). She/he will be a mechanical or automotive engineer 
with extensive experience in designing competency standards based curriculum. She/he will (i) 
support fellowship trained staff in JVC to adapt standards for Employment Sector Council (ESC) 
approval; (ii) develop basic formats for competency standards and assessment processes in 
cooperation with the Construction Specialist and with DGTVET Department of Standards; (iii) prepare 
a basic curriculum package with learning materials to assist in implementing the new standards; (iv) 
assist JVC staff to design and implement a skills upgrading program for NTTI teacher trainees and an 
in-service program for existing teachers. 
 
3. Position 2: Skills Standards and Curriculum Specialist, Construction/Civil 
Technology (one international consultant for 18 person months over 3 years). The specialist will be a 
civil engineer with extensive experience in designing competency standard based construction 
(electrical, masonry, plumbing, bar bending and general labourer curriculum). The specialist will (i) 
support fellowship trained staff in PPI  to adapt standards for ESC approval, (ii) develop the basic 
format for writing competency standards, and assessment process in cooperation with the Motive 
Power Specialist and with DGTVET Department of Standards; (iii) prepare a basic curriculum 
package with learning materials to assist in implementing the new standards; (iv) assist PPI staff to 
design and implement a skills upgrading program for NTTI teacher trainees and an in-service program 
for existing teachers. 
 
4. Position 3: TVET Teacher Training (one international consultant for 18 person months 
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over 3 years). The specialist will have extensive experience in the organization and management of 
the training of TVET teachers. Experience in training community development workers and training 
needs analysis would also be an advantage. She/he will (i) support the development of new TVET 
teacher training curricula working with the Project trained NTTI staff member in this area; (ii) support 
development through the new TVET Community Development Specialist  working with the Project 
trained NTTI staff member.(iii) direct and assist the efforts of the National Consultants for Community 
Development, and In-service Teacher Training  in their support of the curriculum and in implementing 
the new curricula in NTTI and the Regional Training Centres (RTCs); (iv) support the lead teachers in 
the three target technologies in the RCs in developing new curriculum for per-service and in-service 
teacher training. 
 
5. Position 4: In-Service TVET Teacher Training Specialist (one national consultant for 36 
months over 3 years). The specialist will have experience in TVET trainer training and a general 
background in adult learning. The specialist will (i) support the TORs of TVET Teacher Training 
International Specialist (TOR 13) in the development and implementation of the overall TVET teacher 
training program; (ii) support the NTTI staff in designing and implementing the in-service training 
program in the five RTCs; (iii) ensure that all PTC teachers in each target technology receive in-
service training; (iv) coordinate the compliance visits of the NCC lead teachers; and (v)  provide in-
service training for TVET trainers as required in the five Regional Centers. 
 
6. Position 5: Curriculum Development Specialist (one national consultant for 46 months 
over 4 years). The specialist will have an extensive background in TVET curriculum and learning 
materials development in either or both of motive power or civil technology. The Specialist will work 
closely with the international TVET Teacher Training and Skills Standards and Curriculum consultants 
to (i) assist the lead teachers in the national centers of competence in and near the NTTI complex  to 
develop curriculum and learning materials based on approved competency standards; (ii)  adapt 
imported learning materials to local cultural requirements; (iii) train other teachers at NTTI and the five 
RTCs in learning materials development; and (iv) provide in-service training for TVET trainers as 
required. 
 
7. Position 6: VSTP Implementation Specialist/ Deputy Team Leader (one national 
consultant for 60 months). The specialist will have extensive experience in nonformal training, 
community participative planning and project implementation, preferably in TVET. She/he will (i) plan 
and supervise the administration and delivery of the VSTP under the Project; (ii) give direction to the 
work of the two VSTP Implementation Specialists; (iii) undertake reviews and  monitoring of the VSTP 
and prepare regular reports; (iv) monitor and support the PTCs and communes for VSTP 
implementation and facilitate follow-on training (v) support annual NTB policy reviews and planning; 
(vi) assist the introduction of career guidance in the PTCs; (vii) assist in preparation of project 
documents, manuals and reports; and (vii) deputize for the Team Leader, and provide other 
assistance as the TL, the Government and the PCU may require. 
 
8. Position 7: VSTP Implementation Specialist (1)  (one national consultant for 24 months 
over 3 years). The specialist will have experience in rural project leadership and administration with 
Government or an NGO and with knowledge of basic skills training, trainer recruitment and 
assessment and training monitoring and assessment. .Under the day-to-day direction of the Deputy 
Team Leader, she/he will (i) assist PTCs to implement the revised VSTP; (ii) assist PTCs to 
implement basic contracting processes with training providers; (iii) assist PTCs to expand informal 
apprenticeships with small business; (iii) design and help implement a training monitoring and 
assessment program for VSTP and other short course activity; (v) contribute to the CIEDC based 
CDS in-service training program. 
 
9. Position 8: VSTP Implementation Specialist (2) (one national consultant for 36 months 
over 3 years). The specialist will have experience in project leadership and administration with 
Government or an NGO and with a knowledge of micro-enterprise development and micro credit  
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She/he will be familiar with participative community development and in designing and managing 
basic-level skills training. Under the day-to-day direction of the Deputy Team Leader, the Specialist 
will (i) assist PTCs to implement the revised VSTP; (ii) provide training to new community 
development specialists in the PTCs in supporting communes, and sangkats in the Urban VSTP, to 
develop training plans; (iii) train CDSs in micro-enterprise development; (iv) assist the CIEDC in 
implementing the Micro Enterprise VSTP Pilot program; (iv) provide support to in-service training of 
CDSs in the Regional Centers; and (v) prepare monitoring reports on the performance of the PTCs 
assigned. 
 
10. Position  9: Community Development Specialist (one national consultant for 36 months 
over 3 years). She/he will have experience in project leadership and administration outside of Phnom 
Penh, either with Government or an NGO. She/he will be familiar with participative community 
development and in designing and managing basic level skills training.  Under the day-to-day direction 
of the Deputy Team Leader she/he will (i) support the TVET teacher training specialist to develop a 
community based training module for the new NTTI teacher/CDS training curriculum; (ii) assist PTCs 
to implement the revised VSTP; (iii) provide training to new Community Development Specialists in 
the PTCs in supporting communes to develop training plans; (iv) train CDS in monitoring training; (iv) 
train CDS in implementing and monitoring informal apprenticeships; (v) provide support to in-service 
training of CDSs  in the Regional Centers; and (vi) prepare monitoring reports on the performance of 
the PTCs assigned. 
 
11. Position 10: Social and Gender Specialist (1) (one international consultant for 12 person 
months over 2 years). The consultant will have experience in analyzing the situation of women, the 
poor, and ethnic groups, and be experienced in employing participatory methodologies to assist in 
review of gender and social issues in relation to the development  and implementation of relevant 
action plans. The specialist will (i) confirm the social impact, beneficiaries, and social benefits of the 
proposed project; (ii) review the relative experiences of the current TVET training programs in 
attracting women, the poor, and ethnic groups; (iii) review the proposed initiatives of the Project, 
including the VSTP and the planned RTC initiatives, and prepare recommendations for modifications 
to planning and/or implementation to increase access and; (iv) develop proposed mechanisms to 
support initiatives for increasing ethnic involvement in TVET programs, including recommendations for 
programming, scheduling, methodology and ancillary support, including scholarships and other 
assistance.   
 
12. Position 11: Social and Gender Specialist (2) (one national consultant for 12 person 
months over 2 years). The consultant will have experience in analyzing the situation of women, the 
poor, and ethnic groups, and be experienced in employing participatory methodologies to assist in 
review of the gender and social issues in relation and for the development  and implementation of 
relevant action plans. The specialist will work closely with the international Gender and Social 
Development Specialist ) to (i) confirm the social impact, beneficiaries, and social benefits of the 
proposed project; (ii) review the relative experiences of the current TVET training programs in 
attracting women, the poor, and ethnic groups; (iii) review the proposed initiatives of the Project, 
including the VSTP and the planned RTC initiatives, and assist in the preparation of recommendations 
for modifications to planning and/or implementation to increase access and effectiveness; (iv) develop 
proposed mechanisms to support initiatives for increasing ethnic involvement in TVET programs, 
including recommendations for programming, scheduling, methodology and ancillary support; and (v)   
supplement and help the monitoring and evaluation consultants for the design, planning and 
implementation of appropriate monitoring.  
 
13. Position 12: Policy, Management and Institutional Development Specialist/Team 
Leader (one international consultant for 54 person months over 5 years). She/he will have extensive 
experience in TVET and project implementation. She/he will (i) assist the development, organization 
and delivery of training and ongoing mentoring of Directorate General TVET (DGTVET), provincial 
and institution officers; (ii) assist preparation for international training; (iii) support the National 
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Training Board (NTB); (iv) assist in ensuring industry cooperation and recognition for qualifications, 
standards and testing and development of enterprise-training links; (v) supervise Vocational 
Education and Training Management Information System (VETMIS) and Labor Market Information 
System (LMIS) development under the Project; (vi) assist introduction of career guidance; (vii) monitor 
and assist preparation of project documents, manuals and reports; (viii) supervise the inputs of all 
consultants, and (ix) assist the Government and project coordinating unit (PCU) as required.  
 
14. Position 13: Policy, Management and Institutional Development Specialist (one national 
consultant for 54 person months over 5 years). She/he will have extensive experience in TVET and 
project implementation. She/he will (i) assist the international consultant for the ongoing mentoring of 
Directorate General TVET (DGTVET), provincial and institution officers; (ii) assist preparation for 
international training; (iii) support the National Training Board (NTB); and (iv) assist in ensuring 
industry cooperation and recognition for qualifications, standards and testing and development of 
enterprise-training links. 
 
15. Position 14: Labour Market Information and Statistics Specialist (one international 
consultant for 6 months over two years).  The specialist will have extensive LMIS experience in 
developed and in developing countries. The specialist will: (i) identify features of LMIS that can 
realistically be established and managed in Cambodia; (ii) develop a data map (metadata) for data 
from various data sources; and (iii) provide expert inputs for the establishment of LMIS. 
 
16. Position 15: Database Specialist (one international consultant for 2 months).  The 
specialist will have extensive experience in the design of database structures for education 
management. She/ he will: (i) establish close working relationships with the National Institute of 
Statistics; (ii) provide training to national officers for the harmonization of reference tables; and (iii) 
assist with the planning for, and provide training for the development of a relational database for 
VETMIS. 
 
17. Position 16: VETMIS IT Systems Analyst (one international consultant for 4 months over 2 
years). She/he will have extensive experience in development of management information systems 
for the education sector. She/he will (i) assist with analysis of functions to be included in the VETMIS; 
(ii) produce a design that can be used as a blueprint for the development of VETMIS; and (iii) develop 
a production schedule for the development of VETMIS. 
 
18. Position 17: LMIS Specialist, Development and Training (one international consultant for 
10 months over 3 years).  She/he will have knowledge of current international best practice and 
extensive LMIS experience in developing countries, and experience as an on-the-job trainer for LMIS 
officers. She/he will: (ii) facilitate stakeholder workshops; (iii) assist with design of LMIS modules that 
are realistic in the Cambodian environment; (iv) prepare a training plan for LMIS officers to extend 
their capacity through on-the-job training for maintaining and updating the LMIS content; and (v) 
provide ongoing assistance for development and management of LMIS. 
 
19. Position 18: LMIS Web Site Specialist (one international consultant for 4 months).  The 
specialist will have thorough experience in the development of websites, particularly with static and 
interactive labour market information. She/he will (i) design all modules of LMIS; and (ii) develop the 
capacity of LMIS officers to design and maintain the LMIS web site. 
 
20. Position 19: ICT Specialist (one national consultant for 60 months).  The specialist will have 
extensive experience in the management of IT projects, preferably in a similar setting to that of the 
Project. She/he will provide advice and assistance for (i) the procurement and maintenance of 
hardware; (ii) development of templates for statistics and reports; (iii) development of data standards; 
(iv) analysis and design of VETMIS and of LMIS; (v) production and testing of software; (vi) training of 
users; (vii) ongoing training ,development and mentoring of DGTVET officers; and (viii) provision of 
technical support to users in all provinces and at the MOLVT. 
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Project Coordination 
 
21. Position 20: Project Finance Specialist (one international consultant for 3 months over 2 
years).  She/he will have experience in public sector finance in a developing country, and particularly 
in a development project context; understanding of project budgeting, transparent procurement 
procedures, financial reporting and audit requirements, and efficient systems for cash transfer.  
Knowledge of ADB requirements for procurement and financial reporting is highly desirable. She/he 
will (i) develop an administration, finance, and procurement manual and required pro forma for the 
project at the commencement of the Project, and train staff in their use. In the second year, she/he will 
(i) review the efficiency and effectiveness of relevant documentation and procedures, redesign or 
rewrite them, as required; and (ii) re-train staff.  
 
22. Position  21: M&E Specialist (one international consultant for 11 months over 5 years).  
She/he will have experience in evaluation at the respective levels of impact, outcome and output for a 
range of development interventions to improve the quality of TVET in a currently data-poor systemic 
environment, and specifically, will be required to (i) formulate a range of appropriate evaluation 
strategies/approaches; (ii) design required data gathering instruments; (iii) manage and assist data 
collection; (iv) provide analysis and reports against pre-determined indicators in the project DMF; (v) 
recommend additional performance measures on which the TVET system should be regularly 
reporting; and (vi) assist with preparation of major reports including Inception, Mid-Term, and Project 
Completion; and (vii) assist in the preparation of a PME User Manual. The specialist will be assisted 
by a national M&E consultant. 
 
23. Position 22: M&E Specialist (one national consultant for 28 months over 5 years). The 
specialist will have experience in evaluation of a program or project implemented by government, 
donors, NGO or international organisation in education and training or other social sector. She/he will 
work closely with the international M&E specialist to assist in (i) formulating appropriate evaluation 
strategies/approaches; (ii) designing required data gathering (iii) undertaking data collection; (iv) data 
analysis and report preparation; (vii) preparation of the Inception, Mid-Term, and Project Completion 
Reports, and (viii) ensure that the M&E process proceeds according to schedule during the absence 
of the international specialist.  
 
24. Position 23: Civil Works and Procurement Specialist/Clerk of Works (one national 
consultant for 48 months). The specialist will be a licensed Civil Engineer with at least 10 years work 
experience in civil/construction works and procurement including direct development project 
experience, preferably ADB.  She/he will work closely with the PCU and the project institutions to (i) 
conduct site surveys, review existing site buildings and identify areas for rehabilitation, prepare 
detailed building designs for new construction and develop the detailed civil works implementation 
plan; (ii) prepare the Bill of Quantities and confirm the engineering cost estimates for new construction 
and rehabilitation of existing buildings; (iii) participate in pre-bid meetings and assist in clarifying 
technical contents of bid documents related to civil works; (iv) assist the PCU in evaluating bid 
proposals and in preparing bid evaluation reports; (v) supervise all civil works both for new building 
construction and existing building rehabilitation under the Project to ensure adherence to building 
standards and plans; (vi) conduct periodic reviews and evaluation of civil works including preparation 
of implementation reports; (vii) assist the PCU in the preparation of bid documents and in the bidding 
processes, including evaluation and reporting, for works and procurement of goods; and (viii) prepare 
reports as required. 
 
TORs  Future Directions for TVET 
 Financing Study 

BME 
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GOOD GOVERNANCE FRAMEWORK  
 

1. In all instances, the Grant Agreement will be the overriding legal document. ADB’s Procurement Guidelines, 2007, as amended from 
time to time (“Procurement Guidelines”), and ADB’s Guidelines on the Use of Consultations by Asian Development Bank and its Recipients, 
2007, as amended from time to time (“Consulting Guidelines”), will be applied pursuant to the Grant Agreement as they may be modified by 
that Grant Agreement. The Government’s policies and procedures will be applicable to the extent there is no discrepancy with the Grant 
Agreement or ADB’s Procurement Guidelines. In the event there is a discrepancy, then the Grant Agreement, the Procurement Guidelines 
and Consulting Guidelines will apply.         
 
No. Issue Action to Mitigate Risk Responsibility Target/Frequency 
 Element 1: Procurement    
1.a Corruption and fraud in the 

procurement process: 
• Collusion during bidding 

process 
• Biased bid evaluation 
• Suppliers/contractors 

offering incentives for 
favorable treatment 

The Project will strictly apply the Government’s 
Standard Operating Procedures (SOP) and 
Procurement Manual (PM) mandated on 26 
February 2007, both of which are in line with 
ADB guidelines.  

Ministry of Labor and 
Vocational Training 
(MOLVT) with ADB approval 

 
 
Throughout project 
duration. 

1.b Procedures and thresholds 
 
 

The Project will strictly follow SOP/PM and 
procurement instructions stated under the 
implementation arrangement paragraphs 66-71 
of Report and Recommendation of the 
President (RRP) 
 
The Project will strengthen in the Project 
Administration Manual (PAM) to detail project 
administration procedures, including 
implementation arrangements, implementation 
schedule, procurement, disbursement 
procedures, monitoring and evaluation, 
reporting requirements, auditing requirements, 
assurances, key persons involved in the 
Project, and anticorruption.       

MOLVT with ADB approval 
 
 
 
 
 
 
MOLVT with ADB approval 

Throughout project 
duration. 
 
 
 
 
 
Inception mission.  

1.c Weak procurement capacity A procurement capacity assessment was 
undertaken as part of the project preparation 
technical assistance for preparation of the 
Project. The assessment found that DGTVET is 

MOLVT with ADB approval Throughout project 
duration. 
 



 
152 

Supplem
entary Appendix K

 
 

No. Issue Action to Mitigate Risk Responsibility Target/Frequency 
experienced in the procurement of goods but 
less experienced in procuring works, services 
and consultants, and site management and 
monitoring of civil works.  
 
Training and mentoring will be provided to 
strengthen capacity, specifically in the 
preparation of bid documents for civil works, 
bid evaluation and preparation of bid evaluation 
reports for civil works, training of PCU staff and 
Procurement Review Committees on 
procurement regulations and ADB Guidelines, 
preparation of detailed lists and technical 
specifications of equipment, and selection and 
contracting of consulting services.  
 
The Project will be monitored, and where 
necessary, additional measures will be 
incorporated to improve procurement 
procedures. 
 
As procurement process is beyond the award 
of contract, the Project will organize frequent 
monitoring visits to work sites in order to 
ensure that the construction works will meet 
quality standards in line with desired 
specification. 
 
The Project will recruit a national civil works 
and procurement specialist (48 months) to build 
capacity of MOLVT staff in designing, 
managing, and the evaluation of the civil works 
and procurement plan.   
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No. Issue Action to Mitigate Risk Responsibility Target/Frequency 
1.d Inadequate or delayed 

procurement plans 
The Project will prepare a procurement plan as 
guided by ADB's Procurement Guideline and 
SOP/PM. 
 
The Project will prepare an annual 
Procurement Plan tied to the annual work plan 
and budget.  

MOLVT and ADB 
 
 
 
MOLVT with ADB approval 
 

First year plan 
completed by 
appraisal mission.  
 
In October/November 
2010, and annually 
thereafter.  

1.e Informal payments by 
contractors, suppliers and 
consultants 

All contractors, suppliers and consultants—
firms or individuals, national and international—
bidding for contracts under the Project shall 
sign the Declaration on Ethical Conduct and 
Fraud and Corruption in the SOP/PM, and be 
subject to the sanctions specified in the ADB’s 
Procurement Guidelines. 

MOLVT with ADB approval Throughout project 
duration.  
 
 
 
 
 

1.f Potential project staff-
contractor collusion over 
volumes and build quality  

The Project will strengthen project monitoring 
and introduce technical audit and the midterm- 
review to clarify structures, authorities, and 
effectiveness of project management.   

MOLVT with ADB approval Inception mission.  

 Element 2: Financial 
Management (FM)  

   

2.a Weak internal controls 
 

The Government will strengthen the financial 
management system and internal audit function 
of MOLVT, and provide capacity development 
through the extension of the PFM reform 
program to MOLVT.  
 
The Project will apply internal control 
procedures specified in SOP and Financial 
Management Manual (FMM), both of which are 
consistent with ADB guidelines, including in the 
areas of: 
 
• financial policies and standards; 
• elements of internal control; 
• financial accounting system, ledgers, 

journals; 
• bank accounts and credit/grant withdrawals; 

MOLVT and Ministry of 
Economy and Finance 
(MEF)  
  
 

Throughout project 
duration. 
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No. Issue Action to Mitigate Risk Responsibility Target/Frequency 
• project expenditure, payroll, petty cash, 

advances; and 
• financial management reports, audit, 

counterpart funds withdrawals. 
2.b Cash transactions The Project will ensure that payments to 

contractors, suppliers and consultants – firms, 
individuals, national and international – are 
made by cheque or transfer to bank accounts, 
and will retain evidence for audit and donor 
supervision missions.     

MOLVT Throughout project 
duration 

2.c Inconsistent allowances paid 
to Government staff attending 
training, workshops and study 
tours 

The Project will follow MEF’s Instruction Letter 
No. 2000 dated 23 April 2007 on standard daily 
subsistence and travel allowances. 
 
The Project will establish an Annual Training 
and Workshop Plan.  
 
The Project will set eligibility rules for attending 
training, workshops and study tours. Attendees 
must: 
 
• be engaged in work relevant to the training 
• be competent in the language used 
• after return, report on and share their 

experiences for the benefit of the project 
 
The Project will ensure that training, 
workshops, study tours and other similar 
activities: 
• are in line with project aims and objectives 
• meet identified needs within the sub 

component plans 
• have budget in line with planned  

expenditure approved by MOLVT. Project to 
seek MOLVT prior approval if any significant 
changes or departures. 

 

MOLVT with ADB approval 
 
 
 
MOLVT 
 
 
 
MOLVT 
 
 
 
 
 
 
 
MOLVT with ADB approval 
 
 
 
 
 
 
 
 
 
 

Throughout project 
duration 
 
Throughout project 
duration as per 
annual work plan. 
 
Throughout project 
duration as per 
annual work plan. 
 
 
 
 
 
 
Throughout project 
duration as per 
annual work plan. 
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No. Issue Action to Mitigate Risk Responsibility Target/Frequency 
The Project will set cost guidelines for selected 
training/workshop activities: 
• venue rental with refreshments/meals 
• sound and projection equipment hire 
• stationery/hand-outs 
• project-specific training and workshop 

materials 
• simultaneous translators 
• photocopying, reproduction, translation. 
 

The Project will define evidence to be 
submitted by attendees for reimbursement of 
expenses which may include: 
 
• proof of attendance for period claimed with 

signed statement by the workshop, training 
or study tour organizer or host; 

• proof of travel by air-ticket stubs, travel 
agent’s receipt, airline boarding passes, 
airport taxes; 

• receipted hotel bills (for proof of stay); 
• receipts for incidental traveling expenses; 
• receipted invoices for venue rental, food and 

beverage, sound/projection equipment, hire 
of simultaneous translator, stationery and 
handouts, use of photocopying facilities. 

 
The Project will reimburse against receipts 
except where covered by fixed allowances in 
MEF’s Letter No. 2000.   
 
The Project to retain evidence of payment of 
attendees’ per diem and allowances. 

MOLVT, MEF with ADB 
approval. 
 
 
 
 
 
 
 
 
 
MOLVT, MEF with ADB 
approval 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
The Project financial officers 
 
 
The Project financial officers 

Throughout project 
duration as per 
annual work plan. 
 
 
 
 
 
 
 
 
Throughout project 
duration as per 
annual work plan. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Each occasion 
 
 
Each occasion 
 

2.d Delayed or non-existent 
reconciliation of advances for 
operating costs and expenses 

The Project will reconcile advances of 
operating expenses of staff or field offices 
within one week of the end of each month. 

The Project financial officers 
 
 

Each occasion 
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No. Issue Action to Mitigate Risk Responsibility Target/Frequency 
The Project to ensure that no further advances 
are paid until previous advance reconciled and 
cleared against documentary evidence.  

The Project financial officers Throughout project 
duration 

 Element 3 : Disclosure    
3.a Conflict of interest among 

project staff 
 
 

The Project will minimize conflict of interest 
through disclosing of private and public 
affiliations or personal interest before becoming 
involved in any project related transaction such 
as contract award.  

MOLVT Throughout project 
duration.  

3.b Enhance transparency through 
greater public disclosure of 
project information 

• The Project will disclose on MOLVT's 
website, with hard copies available for 
public inspection if requested, at a 
minimum: 

• project name, objectives, original and 
revised amount, sources of funding, 
effectiveness date, number of extensions, 
name and address of MOLVT, name of ADB 
officers in charge, list of Project Steering 
Committee (PSC) members and contact 
information in the MEF-ADB unit, contact 
information for ADB office in Cambodia, and 
contact information and mandate of ADB's 
Office of Anticorruption and Integrity; 

• details of project components, percentage 
completion, data on performance indicators; 

• annual Work Program and Procurement 
Plan, identifying contracts to be procured in 
the next 12 months, nature of each contract, 
cost estimate, location, method of 
procurement, means of advertisement, 
bidding period, location where bidding 
documents and RFP’s can be inspected, 
expected date of availability, and cost of 
bidding documents;   

• consultant long and short lists; 
• bidding documents and RFP’s to be 

available for inspection; 

MOLVT and ADB to agree 
final list 
 
 
 

Agreed at grant 
negotiation.  
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No. Issue Action to Mitigate Risk Responsibility Target/Frequency 
• bid closing dates, names of bidders and 

their bid prices at opening; 
• list and details of contracts awarded, names 

of losing bidders and, if their bid prices were 
lower than the winning bidder, the reason 
for their rejection; 

• six month progress reports; 
• planned and actual disbursements by sub 

component; 
• annual financial statements and audit 

opinion; 
• other specific reports prepared by the 

Project 
• complaints remedies and mechanism; 
• criteria and procedure for selection of 

candidates for scholarships; and 
• code of ethical conduct once signed by all 

staff.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 Element 4: Complaints and 
Remedies Mechanism 

   

4.a Inadequate complaints and 
remedies mechanisms 

The Project will prepare a remedy mechanism 
to address complaints, including establishment 
of a grievance redress mechanism at Project 
Coordination Unit (PCU), Provincial Training 
Centers (PTC), and Regional Training Center 
(RTC) to receive complaints/grievances from 
communities, contractors, etc. 
Procedures regarding procurement complaints 
are to follow process set out in the Grant 
Agreement and SOP/PM 

MOLVT with ADB approval 
 
 
 
 
 
 
MOLVT and MEF 

Inception mission  
 
 
 
 
 
Throughout project 
duration 

 Element 5: Code of Ethical 
Conduct 

   

5.a Poor enforcement of the Code 
of Conduct for civil servants 

The Project will provide copies of the relevant 
laws and articles on Code of Conducts for civil 
servant to all Project staff, including contracted 
staff. Project will maintain signed declaration of 

MOLVT Inception mission or 
to be incorporated in 
PAM  
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No. Issue Action to Mitigate Risk Responsibility Target/Frequency 
receipt of these documents by all Project staff, 
including contracted staff. 

 Element 6: Sanctions    
6.a Inadequate sanctions for 

fraudulent and corrupt activity 
by project staff, contracts, 
suppliers and consultants. 

The Project will identify and apply sanctions 
available under current law and regulations of 
Cambodia.  
 
Sanctions for individuals may include transfer 
of duties, retaining, suspension, dismissal, re-
grading, prosecution under Cambodian Law. 
Sanctions for firms may include: termination of 
contract, debarment, blacklisting, and 
prosecution under Cambodian Law.  

MOLVT 
 
 
 
 
 
 
 

Throughout project 
duration 

 Element 7: Project Specific 
Elements 

   

7.a Risk of low quality construction 
and supervision. 

The Project will recruit a national civil works 
and procurement specialist (48 months) to 
assist the project staff in preparing and costing 
a design for civil works package; monitoring 
procurement connected with civil works; 
supervising the construction and renovation of 
PTCs and RTCs.  
 
See also 1 f. above. 

MOLVT and ADB approval Throughout project 
duration 

7.b Risk in abuse in resettlements 
of affected people over 
appropriate compensation 

The Project to ensure that no rehabilitation or 
construction of facilities for PTCs, RTCs and 
hostels will involve involuntary resettlement 
according to ADB’s Policy on Involuntary 
Resettlement (1995) and the relevant 
Government regulations. Ensure that 
monitoring of the implementation of any 
Resettlement Plan is done by External Monitor. 
 
 

MOLVT, Inter-Ministerial 
Resettlement Committee, 
NGOs, and ADB approval 

Agreed at grant 
negotiation 
 
Before issuance of 
civil work contracts  
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FINANCIAL MANAGEMENT ASSESSMENT OF MOLVT AND DGTVET 
 
Background 
 
1. A number of assessments of the financial capacity of Cambodia have been undertaken. 
The relationship between Cambodia and the ADB and its assistance programs are given in the 
Asian Development Bank and Cambodia - Factsheet1 An overview of governance, including a 
financial management assessment, was undertaken under the supervision of ADB by the 
Cambodia Development Resource Institute Enhancing Governance for Sustainable 
Development, October 20002 
 
2. In 2000 a Diagnostic Study of Accounting and Auditing (DSAA) was conducted in 
Cambodia (amongst a range of other countries) by the ADB Regional Technical Assistance 
(RETA) 5877 Strengthening Financial Management and Governance in Selected DMCs3 In 
2004 the Council for the Development of Cambodia undertook a Country Financial 
Accountability Assessment (CFAA)4 There have, however, been no previous financial 
management assessments undertaken for MOLVT or DGTVET. 
 
MOLVT Financial Management Assessment Questionnaire 
 

Topic Response and comments 

1. DGTVET (Implementing Agency, IA) 

1.1 What is the entity’s legal status? 

DGTVET (IA) is a directorate of MOLVT (EA) 
 
Comment:  
Responsibility for DGTVET’s financial management 
resides with the Department of Finance and State 
Property (DFSP) within the General Directorate of 
Administration and Finance of the MOLVT 

1.2  Has DGTVET implemented an externally 
financed project in the past?  

There has been no new externally funded project 
implemented by DGTVET since MOLVT was 
established in 2006.  However, DGTVET has 
implementedone component  ESDP II (ADB Loan 
2122-CAM), which was transferred from MOEYS. 

1.3  What are the statutory reporting requirements for 
DGTVET? Annual reporting to MOLVT and to the NTB 

1.4 Is the governing body of the project 
independent? 

The Project Steering Committee has been set up to 
provide independent advice to the project, but it is 
made up of members nominated by the EA 
(MOLVT)  

1.5 Is the organisational structure appropriate to the 
needs of the project? 

Yes, with the qualification that capacity shortfalls will 
be addressed as a priority in the first 6 months of 
the project’s implementation 

2. Funds Flow Arrangements 

2.1 

Describe (proposed) project funds flow 
arrangements, including a chart and explanation 
of the flow of funds from ADB, government and 
other financiers? 

See attachment A.kk.1  

                                                            
1 http://www.adb.org/Documents/Fact_Sheets/CAM.pdf 
2 http://www.adb.org/Documents/Books/Cambodia_Enhancing_Governance/default.asp 
3 http://unpan1.un.org/intradoc/groups/public/documents/APCITY/UNPAN020444.pdf 
4 http://www.oecd.org/dataoecd/41/55/33813377.pdf 
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2.2 
Are the (proposed) arrangements to transfer the 
proceeds of the grant from the MEF 
satisfactory? 

Yes  

2.3 What have been the major problems in the past 
in receipt of funds by DGTVET? No significant problems 

2.4 In which bank will the Imprest Account be 
opened? 

First Imprest Account (MEF) National Bank of 
Cambodia (ADB transfers to Ministry of Economic s 
and Finance, MEF) 
Second Imprest Account (MOLVT) Foreign Trade 
Bank  (MEF transfers to MOLVT) 

2.5 
Does the (proposed) project implementation unit 
[PIU] have experience in the management of 
disbursements from ADB? 

Yes, with the qualification that capacity shortfalls will 
be addressed as a priority in the first 6 months of 
the project’s implementation 

2.7 Does the entity have/need a capacity to manage 
foreign exchange risks? No 

2.8 How are the counterpart funds accessed? Not Applicable – counterpart contributions are ‘in-
kind’ only 

2.9 How are payments made from the counterpart 
funds? 

Not Applicable – counterpart contributions are ‘in-
kind’ only 

2.10 

If part of the project is implemented by 
communities or NGOs, does the PIU have the 
necessary reporting and monitoring features 
built into its systems to track the use of project 
proceeds by such agencies? 

Part of the project (VSTP) will be implemented by 
Commune Councils (local communities).  PIU 
systems have the ability to do some reporting and 
monitoring of project proceeds in this area, but they 
require strengthening. These will be addressed as a 
priority in the first 6 months of the project’s 
implementation 

2.11 

Are the beneficiaries required to contribute to 
project costs? If beneficiaries have an option to 
contribute in kind (in the form of labor), are 
proper guidelines formulated to record and value 
the labor contribution? 

Yes. These in-kind contributions have been valued 
in the costing appendixes of the project design 

3. Staffing 

3.1 
What is the (proposed) organizational structure 
of the accounting department ?  Attach an 
organization chart. 

See Attachment A.kk.2, Tables 1 and 2 

3.2 
Identify the (proposed) accounts staff, including 
job title, responsibilities, educational 
background, and professional experience.   

See Attachment A.kk.3   

3.3 Is the project finance and accounting function 
staffed adequately? 

 
No, but approval processes for additional positions 
are underway and appointments are expected prior 
to the commencement of project implementation 

3.4 Is the finance and accounts staff adequately 
qualified and experienced? 

 
No. Further professional training is to be provided in 
the first 6 months of project implementation 

3.5 Is the project accounts and finance staff trained 
in ADB procedures? 

 
No. Further professional training is to be provided in 
the first 6 months of project implementation 

3.6 What is the duration of the contract with the 
finance and accounts staff? Not Applicable 

3.7 Indicate key positions not contracted yet, and 
the estimated date of appointment. Three new positions - December 2009 
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Topic Response and comments 

3.10 

Does the project have written position 
descriptions that clearly define duties, 
responsibilities, lines of supervision, and limits of 
authority for all of the officers, managers and 
staff? 

No 

3.11 At what frequency are personnel transferred? Not significant. Around a 10% turnover in staff 
annually 

3.12 What is training policy for the finance and 
accounting staff? There is no formal policy 

4. Accounting Policies and Procedures 

4.1 

Does MOLVT have an accounting system that 
allows for the proper recording of project 
financial transactions, including the allocation of 
expenditures in accordance with the respective 
components, disbursement categories, and 
sources of funds? Will the project use the entity 
accounting system? 

MOLVT follows the Financial Management Manual 
(FMM), which was issued under MEF Prakas No 
586, dated 19 September 2005. 
 
The project will follow the MEF Financial 
Management Handbook, September 2006, 
designed for externally financed projects, but the 
underlying principles can be applied for accounting 
in all government activities. The handbook is based 
on the unified FMM.  

4.2 

Are controls in place concerning the preparation 
and approval of transactions, ensuring that all 
transactions are correctly made and adequately 
explained? 

A qualified “yes” as several sub-entities expected to 
have an involvement with project financial 
transactions have had no involvement in these 
types of transactions to date 
 

4.3 
Is the chart of accounts adequate to properly 
account for and report on project activities and 
disbursement agreements?  

No, but it will be expanded prior to project 
commencement 

4.4 
Are cost allocations to the various funding 
sources made accurately and in accordance with 
established agreements? 

Yes 

4.5 Are the General Ledger and subsidiary ledgers 
reconciled and in balance? 

Yes.  Monthly trial balances and reconciliations are 
performed in the first week of each succeeding 
month 
 

4.6 

Are all accounting and supporting documents 
retained on a permanent basis in a defined 
system that allows authorized users easy 
access? 

Yes but the system is manual, which makes access 
slow. 

Segregation of Duties 

4.7 

Are the following functional responsibilities 
performed by different units of persons: 
(  i) authorization to execute a transaction 
( ii) recording of the transaction; and 
(iii) custody of assets involved in the 
transaction? 

Yes 

4.8 
Are the functions of ordering, receiving, 
accounting for, and paying for goods and 
services appropriately segregated? 

Yes 

4.9 
Are bank reconciliations prepared by someone 
other than those who make or approve 
payments? 

Yes 

Budgeting System 

4.10 Do budgets include physical and financial 
targets? Yes 
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4.11 
Are budgets prepared for all significant activities 
in sufficient detail to provide a meaningful tool 
with which to monitor subsequent performance? 

No 

4.12 

Are actual expenditures compared with the 
budget with reasonable frequency, and 
explanations required for significant variations 
from the budget? 

No 

4.13 Are approvals for variations from the budget 
required in advance or after the fact? 

 
Large variations require prior approval 
Small variations are often approved after the fact 

4.14 Who is responsible for preparation and approval 
of budgets?  

Budget preparation is prepared by the Finance 
Department 
 
Within the MOLVT, the approval process goes 
through the Director-General to the Secretary of 
State to the Minister 

4.15 
Are procedures in place to plan project activities, 
collect information from the units in charge of the 
different components, and prepare the budgets? 

Yes 

4.16 
Are the project plans and budgets of project 
activities realistic, based on valid assumptions, 
and developed by knowledgeable individuals?  

Yes 

Payments  

4.17 

Do invoice-processing procedures provide for: (i) 
Copies of purchase orders and receiving reports 
to be obtained directly from issuing 
departments? (ii) Comparison of invoice 
quantities, prices and terms, with those indicated 
on the purchase order and with records of goods 
actually received? (iii) Comparison of invoice 
quantities with those indicated on the receiving 
reports? (iv) Checking the accuracy of 
calculations? 

Yes to all 

4.18 
Are all invoices stamped PAID, dated, reviewed 
and approved, and clearly marked for account 
code assignment? 

Yes 

4.19 
Do controls exist for the preparation of the 
payroll and are changes to the payroll properly 
authorized? 

Yes 

Policies and Procedures 

4.20 What is the basis of accounting (e.g., cash, 
accrual)? Cash system 

4.21 What accounting standards are followed? In government,  they are French Government 
standards 

4.22 
Does the project have an adequate policies and 
procedures manual to guide activities and 
ensure staff accountability? 

Not yet, but assurances have been provided that 
they will be in place prior to project commencement 

4.23 Is the accounting policy and procedure manual 
updated for the project activities? 

Not yet, but assurances have been provided that it 
will be updated prior to project commencement 

4.24 

Do procedures exist to ensure that only 
authorized persons can alter or establish a new 
accounting principle, policy or procedure to be 
used by the entity? 

Not yet, but assurances have been provided that 
such procedures will be in place prior to project 
commencement 
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4.25 
Are there written policies and procedures 
covering all routine financial management and 
related administrative activities? 

Yes 

4.26 

Do policies and procedures clearly define 
conflict of interest and related party transactions 
(real and apparent) and provide safeguards to 
protect the organization from them? 

Yes 

4.27 Are manuals distributed to appropriate 
personnel? Yes 

Cash and Bank 

4.28 Indicate names and positions of authorized 
signatories in the bank accounts. 

For routine MOLVT accounts, the Minister or his 
deputised authority. 
For the project, three signatures are required – that 
of the Minister, and two from the project director, the 
project manager or the chief of finance 

4.29 
Does the organization maintain an adequate, up 
to date cashbook, recording receipts and 
payments?  

Yes 

4.30 
Do controls exist for the collection, timely 
deposit, and recording of receipts at each 
collection location? 

Yes, but delays to occur with more distant 
geographic locations within the system 

4.31 Are bank and cash reconciled on a monthly 
basis? 

The MOLVT currently operates no bank accounts.  
It is an entirely cash based system which is 
reconciled monthly 

4.32 Are all unusual items on the bank reconciliation 
reviewed and approved by a responsible official? Not applicable 

4.33 Are all receipts deposited on a timely basis? A qualified “yes’ – see 4.30 above 

Safeguard Over Assets 

4.34 Is there a system of adequate safeguards to 
protect assets from fraud, waste and abuse? 

Yes, but inventory lists on the Asset Register were 
not up to date when passed across to MOLVT from 
the Ministry of Education.  They are being updated 
at present but no completion date has been offered.  
However, new assets are formally registered as 
they are acquired. 

4.35 
Are subsidiary records of fixed assets and 
stocks kept up to date and reconciled with 
control accounts? 

No – see comment above in 4.34 

4.36 Are there periodic physical inventories of fixed 
assets and stocks? 

No – although they are supposed to occur annually.  
Lack of sufficient staff to perform inventories 
appears to be the issue. 

4.37 Are assets sufficiently covered by insurance 
policies? 

No – Self indemnification appears to be government 
policy 
 

Other Offices and Implementing Entities 

4.38 Are there any other regional offices or executing 
entities participating in implementation? 

 
Yes – Provincial MOLVT offices and Provincial 
Training Centres (PTCs) 

4.39 

Has the project established controls and 
procedures for flow of funds, financial 
information, accountability and audits in relation 
to the other offices of entities? 

Yes 

4.40 
Does information among the different 
offices/implementing agencies flow in an 
accurate and timely fashion? 

No 
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4.41 Are periodic reconciliations performed among 
the different offices/implementing agencies? No 

Other 

4.42 

Has the project advised employees, 
beneficiaries, and other recipients to whom to 
report if they suspect fraud, waste, or misuse of 
project resources or property? 

Yes 

5. Internal Audit 

5.1 Is there an internal audit department in the 
entity? Yes, see Attachment A.kk.2, Table 1 

5.2 What are the qualifications and experience of 
audit department staff? See Attachment A.kk.3   

5.3 To whom does the internal auditor report? Monthly internal audit report to the Minister 

5.4 Will the internal audit department include the 
project in its work program? Yes 

5.5 Are actions taken on the internal audit findings? Yes 

6. External Audit 

6.1 Is MOLVT’s financial statement audited regularly 
by an independent auditor?  Who is the auditor? 

 
It is supposed to be audited annually by the National 
Audit Authority (NAA), however the last annual audit 
was performed in 2006 

6.2 Are there any delays in audit of MOLVT?  When 
are the audit reports issued? 

Yes – see 6.1 above.  Audit reports have highly 
restricted access 

6.3 Is the audit of MOLVT conducted according to 
the International Standards of Auditing? In some areas “yes” and in others “no” 

6.4 
Were there any major accountability issues 
brought out in the audit report of the past three 
years? 

Unknown because of restricted access to audit 
reports 

6.5 
Will NAA audit the project accounts, or will 
another auditor be appointed to audit the project 
financial statements? 

It is expected but no unqualified assurance has 
been provided to date.  In the past an external 
auditor (Price Waterhouse) has been appointed to 
audit project accounts.  

6.6 
Are there any recommendations made by the 
auditors in prior audit reports or management 
letters that have not yet been implemented? 

Unknown, because of restricted access to audit 
reports.  It is understood there were no 
recommendations of significant substance in regard 
to external auditor’s report on previous project 
accounts 

6.7 

Is the project subject to any kind of audit from an 
independent governmental entity (e.g., the 
supreme audit institution) in addition to the 
external audit?    

No it is not expected 

6.8 Has the project prepared acceptable terms of 
reference for an annual project audit? Not yet, but it will  

7. Reporting and Monitoring 

7.1 Are financial statements prepared for MOLVT?  
In accordance with which accounting standards? 

 
Yes, and in accordance with Royal Government of 
Cambodia accounting standards, as laid down in 
MEF’s Financial Management Manual 

7.2 Are financial statements prepared for the 
implementing unit, DGTVET? Yes 
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7.3 

What is the frequency of preparation of financial 
statements?  Are the reports prepared in a 
timely fashion so as to be useful to management 
for decision making? 

Monthly – timeliness does not seem to be the issue 
in terms of their use in management decision-
making 

7.4 Does the reporting system need to be adapted 
to report on the project components? 

Yes, as per MEF’s Financial Management 
Handbook (see 4.1 above) 

7.5 

Does the reporting system have the capacity to 
link the financial information with the project’s 
physical progress?  If separate systems are 
used to gather and compile physical data, what 
controls are in place to reduce the risk that the 
physical data may not synchronize with the 
financial data? 

No 

7.6 

Does the project have established financial 
management reporting responsibilities that 
specify what reports are to be prepared, what 
they are to contain, and how they are to be 
used? 

Yes, it will 

7.7 Are financial management reports used by 
management Unknown 

7.8 
Do the financial reports compare actual 
expenditures with budgeted and programmed 
allocations? 

No 

7.9 

Are financial reports prepared directly by the 
automated accounting system or are they 
prepared by spreadsheets or some other 
means?  

No, but see 8.1 and Attachment A.kk.4  

8. Information Systems 

8.1 Is the financial management system 
computerized? 

Partially, so far, using a number of different software 
packages, mainly Peachtree, but also QuickBooks 
and Excel 
 
MEF has developed a project plan for the 
development of a comprehensive Financial 
Management Information System (FMIS) including a 
plan for the creation of an ICT infrastructure that is 
necessary to operate FMIS. If this plan is 
implemented, most accounting transactions in all 
ministries will be processed by FMIS. 
 
The plan was prepared by the Information 
Communication Technology Unit (ICTU) of the 
MEF’s Department of Economic and Public Finance 
Policy. There is not yet evidence as to when this 
project plan will be implemented. 

8.2 Can the system produce the necessary project 
financial reports? 

Not yet, but will when the FMIS is implemented.  
See also the VETMIS recommendation in 
Attachment A.kk.4 

8.3 Is the staff adequately trained to maintain the 
system? 

Not yet, but see project training recommendations in 
Attachment A.kk.4 

8.4 
Does the management organization and 
processing system safeguard the confidentiality, 
integrity and availability of the data? 

No 
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ACQUITTAL/REPORTING

Commune 
Councils   

Provincia l 
Training  
Boards 

ACQUITTAL/REPORTIN G 
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ATTACHMENT A.kk.2   
 
Table A.kk.2.1. Organisation Chart of the MOLVT  
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Table A.kk.2.2. Organisation Chart and Staffing of the DFSP 
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ATTACHMENT A.kk.3  Educational background and Professional Experience of Senior 
Officers of DFSP and Internal Audit Department of MOLVT,  
July 2009 

 

No Position Responsibility Education Background 
Professional  
Experience 

Dep. of Finance 

1 Director Overall department 
duties Master of Economics Appointed in 

late 2008 

2 Chief of Finance 
Office 

Overall duties of 
Finance Office Bachelor of Business Appointed in 

late 2008 

3 Chief of Logistic 
Office 

Overall duties of 
Logistic Office 

Bachelor of General 
Accounting 

Appointed in 
2007 

4 
Chief of 
Procurement 
Office 

Overall duties of 
Procurement Office Bachelor of Philosophy 

Appointed in 
2007 

5 Chief of State 
Property Office 

Overall duties of 
State Property Office 

Bachelor of General 
Accounting 

Appointed in 
2007 

Dep. Of Internal Control 

1 Director Overall department 
duties 

Master of Garment 
Techniques 

Appointed in 
2009 

2 Deputy Director Related to DGTVET MBA (2009) Appointed in 
2005 
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ATTACHMENT A.kk.4  Proposed project interventions to strengthen EA/IA financial 
management 

 
(a) to develop financial management and reporting as a major stream of the VETMIS to 

be designed and introduced under the proposed project 
(b) to undertake a training program for relevant DFSA, DGTVET, provincial office and 

TVET institution staff in principles and practice of financial management and in the 
application of the relevant software 

(c) to support financial management activities with suitable equipment and software 
packages 

 
(a) Financial management information stream within VETMIS 
 
If Peachtree is fully used it will satisfy the monthly needs for information of DGTVET, of DFSA 
and of MOEF. The concept is shown in Figure A.13.2. 
 
Accounting data that is needed by the DFSA and by the MOEF will flow from VET institutions to 
MOLVT and from there to MOEF. Accounting software like Peachtree will be the tool for data 
capture and reporting. Peachtree will be set up so that standard data will be exported and 
electronically transmitted to VETMIS at VET institutions and to the DFSA. 
The scope of Peachtree data for DFSA will be very detailed and will follow government 
regulations that require very detailed reporting. 
 
Figure A.kk.4.1  Proposed financial management reporting system for MOLVT/DGTVET 
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Two main monthly reports that VETMIS will require are: 
 

o Monthly Output Reports, in which actual training activities are reported and measured 
against targeted number of training activities. (see Figure A.13.3) 

o Monthly Budget Performance Reports, in which expenditure for training programs is 
reported and compared with the amount of expenditure that is budgeted for these 
programs (see Figure A.13.4). 

VETMIS, which allows producing these reports, will export the data into a digital file that can be 
transmitted electronically to DFSA for consolidation and reporting to MOEF.  
 
TVET institutions that do not use accounting software like Peachtree will be able to use a 
VETMIS data entry module that allows capturing data for the two monthly reports. 
 
Figure A.kk.4.2  Proforma Monthly Output Report 
 
Ministry of Labour and Vocational Training 
General Department of TVET 

Special Fund of Prime Minister (Implementation Budget from:....../……/…….To:..…/…../………) 
Unit: Riel 

No Activities Budget 
Plan 

Total in 
Month 

Total last 
Month 

Total During 
Month 

Percentage 

1 Budget Received 
from MEF 

     

       
       
       
2 Budget Spent      
       
       
       
       

Seen and Approved      Seen and Approved  Phnom 
Penh, Date…./…../…….(dd/mm/yyyy) 
Director General                                 Director of Department    
 Reporter 
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Figure A.kk.4.3  Proforma Monthly Budget Performance Report1 
 
Ministry of Labour and Vocational Training 
General Department of TVET 

Special Fund of Prime Minister (Achievement in Month,………………………/…….. 
Unit: Riel 

No Activities Indicators Target Achievement 
in Month 

Total 
last 

Month 

Total 
During 
Month 

Percentage Remarks 

A Training trough institutional 
under MoLVT (Agriculture 
Course) 

No of 
Trainees 

      

B Training trough institutional 
under MoLVT (Industry and 
Services) 

No of 
Trainees 

      

C Training additional skills under 
MoLVT 

No of 
Trainees 

      

D Training trough national 
funded (Agriculture) 

No of 
Trainees 

      

E Training trough national 
funded (Industry and services) 

No of 
Trainees 

      

F Provision training materials No of 
Materials 

      

G Middle services Extension 
and 
Publics   

      

H Follow-up, Monitoring and 
Evaluation 

No of 
Mission 

      

i Funded for Self Business No of 
Trainees 

      

Seen and Approved      Seen and Approved  Phnom 
Penh, Date…./…../…….(dd/mm/yyyy) 
Director General                                 Director of Department    
 Reporter 

 
(b) Training for financial managers  
 
From Appendix  
 

Training 
Program Target Group 

 
Program/ 
Course 

 
Length Delivery 

Procedure 
Total  

Participant Unit Implementer 

TVET 
Finance 
Management 

DGTVET Mid 
Level and  PTC 
Finance Officers  

Basic 
Accounting 

3 
months: 

years 
1-2 

Contracted 
Private 
Training 
Centre  

54 (3 x18)  

Person 
months 
Total  
162  

PMU 
 

 
 

                                                            
1  Budget performance reports have to be submitted separately for program budgets and non-program budgets. 
 



174 Supplementary Appendix M 

SUMMARY FINANCIAL AND ECONOMIC ANALYSIS 
 

A. Financial Analysis 
 

Macroeconomic Context 

1. The global economic crisis has had a major, if delayed, impact in Cambodia in 
comparison to the majority of its East Asian developing neighbors1.  From double digit growth in 
GDP averaging 11%2 in the years 2004-07, growth slowed to 5.5%3 in 2008 and, in its Asian 
Economic Outlook 2009, ADB predicts a drop in 2009 to 2.5%4.  However, World Bank 
predictions for GDP are gloomier, estimating an actual economic contraction of one percent.5 
 
2. The difference in these estimates can to a degree be explained by the lack of accurate, 
comprehensive data about activity in the agriculture sector, the greater part of which occurs in 
the informal economy.  It is for this reason particularly that RGC believes that external agencies 
do not fully understand the capacity the agriculture sector has to provide a safety net for the 
duration of the crisis. It is certainly true that the informal agricultural sector has already 
demonstrated some capacity to absorb retrenched workers from the formal economy as “own 
account” or unpaid family workers.  Yet, with almost 80% of the population in rural areas, and 
with correspondingly the highest incidence of poverty, the effect on the vast majority of the 
population will be profound if this capacity has been overestimated by government and (or) the 
duration of economic downturn is protracted. Since the downturn is largely driven by 
Cambodia’s external environment, the duration of the subsequent recovery is highly conditional 
on a pickup in growth abroad. 
 
3. Nonetheless, in the belief they are on the right track, the RGC is encouraging retrenched 
workers from the garment, tourism and other industries to return to the provinces.  As part 
safety net part incentive, it has established an $8 million fund to provide 4 month training in 
agriculture and other small business activities (combined with payment of living allowances) for 
unemployed and retrenched workers to be delivered in the provinces through its network of 
PTCs.  Although both ADB and World Bank have estimated growth of around 4.5% in 
agriculture in 2009, the sector remains vulnerable to climatic uncertainties, and lower prices of 
various commodities (e.g. cassava, rubber, and some other vegetable crops) constrain further 
growth.  Indeed, agricultural productivity remains persistently low in comparison to its regional 
competitors. 
 
4. In the manufacturing and service sectors, the lack of diversification makes Cambodia 
particularly vulnerable. The two respective sectors are heavily dependent on the garment and 
tourism industries.  Almost 80% of the manufacturing workforce is employed in the garment 
industry which has been hit particularly hard by the economic downturn. The garment industry 
represented 12% of GDP in 2007 and 72% of total merchandising exports.  Clear signs of a 
major slowdown became evident at the end of 2008 where figures revealed that its annualized 
growth had slowed to 3.3% after average annual growth of 28% in the period 1998-20076.   

                                                            
1  World Bank 2009 East Asia and Pacific Update, Press Release titled Battling the Forces of Global Recession, 

Washington April 7.  With the exception of Thailand and Malaysia, where their economies are predicted to contract, 
average growth for the remainder is expected to be able to be sustained at around 4.3 to 4.4% in 2009 

2  ADB 2009, Asian Economic Outlook - Cambodia, Manila, p.230 
3  World Bank 2009 East Asia and Pacific Update, Washington p.56 
4  ADB 2009, Asian Economic Outlook, op.cit. p.229 
5  World Bank 2009 East Asia and Pacific Update, op.cit. p.56 
6  Phnom Penh Post, “Strikes, Bureaucracy Crimp Garment Sector ”, June 15, 2009 
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5. Figures to the end of the first quarter for 2009 reveal a 26.5% decline in exports year on 
year7 and since then further declines have been reported, with claims by the Garment 
Manufacturers Association in Cambodia (GMAC) that export sales for the March 2009 quarter are 
down between $250-300 million on the same period last year because of their heavy dependence 
on the US market (62% of sales) and that 10 to 15% of the workforce (50,000-75,000 workers) 
has been retrenched since November 2008.8 
 
6. Although not as dramatic as the decline in garment manufacturing, the impact of the 
financial crisis on the tourism industry has been felt, most particularly in Phnom Penh and Siem 
Reap.  The tourism sector dominates the services sector and its earnings make a significant 
contribution to national income although there appears to be minimal flow on benefits to both 
rural and urban poor.  The number of tourists arriving in Cambodian in the first two months of 
2009 was 2% below that of 2008 (which was 18% above the first two months of 2007), with 
occupancy rates in major hotels well below 40%.9 

 
7. Following a rise to 12.1% of GDP in 2008, government revenue is expected to drop to 
11.1% of GDP in 2009 due to the economic situation and in response, government expenditure, 
including some additional spending to mitigate its impact, is expected to rise from 14.2% of GDP 
in 2008 to 16%..  As in previous years, the deficit is expected to be financed from external 
assistance.10 
 
8. As recent World Bank data indicates, Cambodia’s tax base is less than 9% of GDP,11 
and less than 14% of all tax revenues come from direct income taxes (see Figure 1 below), the 
lowest rate of any low-income country for which the Bank has available data.  While some direct 
taxes have shown small increases in recent years, taxes on exports have declined from 12% of 
tax revenue in 2003 to below 5% in 200612, and overall, government revenue generation has 
become increasingly dependent on indirect taxes such as a value-added tax (VAT).  These 
indirect taxes have the potential, given the regressive nature of broad based consumption taxes, 
to place greater financial burden on the poor. 

 
Figure 1: Taxes on Income, Profits and Gains (as a % of total taxes) in Low Income 

Countries, 200613 

 
 

                                                            
7  Ibid 
8  Phnom Penh Post, “Garment Industry Unravels” , May 11, 2009 
9  World Bank 2009 East Asia and Pacific Update, op.cit. p.56 
10 World Bank 2009 East Asia and Pacific Update, op.cit p.57 
11  World Bank 2008 - World Bank Development Indicators 
12  Ibid   
13 Ibid 
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9. In the future, substantial growth is expected to be seen in government revenues from oil 
and gas royalties, although estimates of the extent of reserves vary considerably.  To date, 
legislative work has been only progressing very slowly towards developing the required 
regulatory framework within which the industry will operate and is still far from complete.  As a 
result, the Government predicts that oil and natural gas flows may now not commence until 
2013 - 2015, two years later than originally planned14.  According to research by Cambodia’s 
Supreme National Economic Council (SNEC) and the Cambodian National Petroleum Authority 
(CNPA), revenues while on the one hand presenting “the single largest emerging opportunity 
facing Cambodia” could well prove to be “the single biggest threat to the country’s well being 
and longer-term stability”15, the so-called “resource curse”.16 
 
10. In terms of structural reform, progress is being made in implementing a public financial 
management reform program.  Advances are also being achieved in preparing for the 
devolution of functions, human resources, and financial resources from the central to local 
levels.17 These “decentralization and deconcentration” plans and strategies are contained in the 
second draft (2009) of the RGC 10-Year National Program for Sub-National Democratic 
Development.  Their aim is to promote democratic development through transparent and 
accountable local development and delivery of public services, and to contribute to more 
effective poverty reduction. 
 
11. As for fostering private sector development, Cambodia moved up a little in the World 
Bank’s Doing Business 2009 rankings, to 135 in a list of 181 countries, but it fell in 
Transparency International’s Corruption Perceptions Index 2008, to 166 out of 180.18 
 

TVET Financing Outlook 

12. Generally data on the financing of TVET is not readily available.  Part of the explanation 
lies in the fact that until TVET was relocated to the Ministry of Social Affairs, Labor and Veteran 
Affairs (MSLVA) in 2005 to create the present MOLVT, it was subsumed in the Ministry of 
Education, Youth and Sport (MOEYS). Even within MOEYS, it is understood TVET was not 
reported on discretely but rather specific programs were subsumed within both secondary and 
post-secondary education. The other part of the explanation has its roots in the present.  
Important statistical data and particularly financial data which would permit the development of 
numerous useful indicators are currently not collected by the DGTVET due to lack of a modern 
computerized management information system (MIS) and a dearth of staff with the skills to 
establish one and maintain it. 
 
13. As can be seen in Table 1, expenditure on education in Cambodia in the period 2002-
200519 was relatively low in comparison to some of its regional middle-income neighbors, but of 
a similar order to those with a similar Human Development Index (HDI). Cambodia expended an 
average of 1.9% of GDP between 2002 and 2005 on education, greater than Myanmar (1.3%) 
and Indonesia (0.9%) but less than Lao PDR (2.3%), the three countries in ASEAN with the 
closest HDIs. Public education expenditure as a percentage of all government expenditure was 

                                                            
14 Phnom Penh Post, “Govt says Cambodia Needs More Time for Oil Production” , June 16, 2009 
15 UNDP 2007Cambodia Human Development Report, p.108 
16 The ‘resource curse” is defined as a phenomenon whereby a country with an export-driven natural resource sector, 

generating large revenues for government, leads paradoxically to economic stagnation from overvalued exchange 
rates, which undermine the competitiveness of the non-resource sector, particularly agriculture and manufacturing  

17 ADB 2009, Asian Economic Outlook, op.cit. p.229 
18 Ibid, p.229 
19 The most recent period for which reliable disaggregated data is available 
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an average of 14.6% for the period, greater again than Indonesia (9%) and Lao PDR (11%), but 
less than Myanmar (18.1%).  Disaggregated expenditure data by education sub-sector clearly 
shows, perhaps not surprisingly given its history, that the bulk of Cambodia’s education 
spending was directed towards early childhood and primary education, consuming almost 75% 
of the education budget. 
 

Table 1: Key Education Expenditure Data 2002-2005  
in Selected Southeast Asian Countries 

 
Malaysia 
HDI=63

Thailand 
HDI=78

Philippines 
HDI=90

Indonesia 
HDI=107

Laos 
HDI=130

Cambodia 
HDI=131

Myanmar 
HDI=132

Public Expenditure on Education as % of GDP 6.2% 4.2% 2.7% 0.9% 2.3% 1.9% 1.3%

Public Expenditure on Education as % of Total Govt Expenditure 25.2% 25.0% 16.4% 9.0% 11.7% 14.6% 18.1%

Public Expenditure on Primary Education as a % of All Education Levels 30.0% 44.0% 55.0% 39.0% 49.0% 74.0% N/A

Public Expenditure on Secondary Education as a % of All Education Levels 35.0% 19.0% 27.0% 42.0% 35.0% 21.0% N/A

Public Expenditure on Tertiary Education as a % of All Education Levels 35.0% 20.0% 14.0% 19.0% 15.0% 5.0% N/A
 

 
14. Table 2 provides estimates of the MOLVT, TVET, and higher education budgets for the 
years 2005-2009.  While these figures have been extracted from late versions of the relevant 
budget papers for those financial years, access to final versions is restricted.  Hence, figures may 
only approximate to actual amounts eventually outlaid and received.  The figures for 2009 are 
believed to be accurate for DGTVET, however, as in the preceding years, the allocation for TVET 
is not itemized in budget documents separately from the total outlay for MOLVT.  Indeed, while 
DGTVET (but not the whole of MOLVT) has been selected as one of the pilot sites for the trialing 
of program budgeting, under the public finance reform agenda, annual budgets are allocated by 
organization not programs.  The budget for DGTVET in 2009 represents 20% of the total MOLVT 
outlay, hence, in the absence of data to the contrary, the same relativities have been assumed for 
preceding years. 

 
Table 2: MOLVT and Higher Education Annual Recurrent Budgets, 

2005-2009 ($ thousands) 
 

2005 2006 2007 2008 2009

MOLVT Budget $2,948 $5,109 $7,143 $8,883 $12,735

Directorate General of 
TVET's Share @ 20% 
approx⅟

$590 $1,022 $1,429 $1,777 $2,547

Year on Year Increase 73.3% 39.8% 24.4% 43.4%

Higher Education Budget $3,678 $3,924 $4,665 $4,305 $8,089

Year on Year Increase 6.7% 18.9% -7.7% 87.9%

⅟  It is estimated that the remaining 80% of the budget appropriation is allocated to the operation of the employment and labour regulation, 
finance and administration, provincial office, and the inspectorate general functions of MOLVT.  
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15. Table 2 clearly shows that since its creation in 2005, MOLVT’s recurrent funding has 
increased nearly 350% over the five year period or on average just over 45% year on year; 
likewise, that of DGTVET, if relativities have remained constant throughout the period.  In per 
capita terms, analysis undertaken by the PPTA calculated that spending per TVET trainee was 
$143 in 2007/08.20  With the new Ministry created in 2005 and the subsequent years devoted to 
system building, this rapid growth is perhaps not as surprising as it might initially seem but it is 
creating some major challenges.  It is understood that in 2008, a large part of the program 
budget under the National Training Fund (NTF) remained unspent and permission was given to 
roll it into the same line item in the 2009 budget (shown in Table 3[a] below). The challenge in 
2009 will be to ensure the mobilization of adequate training capacity to fully utilize a budget for 
NTF programming of well over $600,000 at a time when an additional amount of $8 million has 
been recently provided to the Ministry to deliver training in similar program areas to mitigate the 
impact of the economic downturn. 

 
Table 3[a]: Recurrent Budget Outlays for DGTVET  

for Financial Year (FY) 2009 by Sub-Program 
 

Riels Equivalent USD 
USD1 = KHR4100

Sub-program #1 TVET Secretariat National Training Board 185,000,000 $45,122

Sub-program #2 Technical Management Service 672,500,000 $164,024

Sub-program #3 Program Budget (Long-Courses) 656,000,000 $160,000

Sub-program #4 Program Budget (Short-Courses) 1,687,000,000 $411,463

Sub-program #5 National Training Fund 2,560,000,000 $624,390

Sub-program #6 National Competency 
Standards Quality Assurance 279,100,000 $68,073

Sub-program #7 Labour Market Information 164,800,000 $40,195

Sub-program #8 Special Training - Apprenticeship, 
Handicapped, etc 88,300,000 $21,537

TOTAL 6,292,700,000 $1,534,805

Annual Budget
Program Description

Management 
Responsibility within 

DGTVET

TVET Management

Labour Market 
Information 

 
 

Table 3[b]: Estimated Recurrent Budget Outlays for DGTVET 
for FY2009 for Personnel and Utilities 

Riels Equivalent USD 
USD1 = KHR4100

1,985,637,636 $484,302

1,937,139,600 $472,473

103,922,940 $25,347

TOTAL STAFF & UTILITIES 4,026,700,176 $982,122

TOTAL RECURRENT OUTLAYS 10,319,400,176 $2,516,927

Estimated DGTVET Outlay for Central and Long-Course Institute Staff

Estimated DGTVET Outlay for PTC Staff

Estimated DGTVET Outlay for Utility Costs

Item Description

 

                                                            
20 ADB 2009: PPTA 7116-CAM – TVET Sub-Sector Assessment, Manila, p91.  Of interest, the government per capita 

funding of $143 (32.5% of per capita GDP) for TVET trainees exceeds the estimated government per capita 
spending of $123 (28% of per capita GDP) for higher education participants, a situation unusual in most education 
and training systems but perhaps explained in part by the dominance of business and management courses in 
higher education programming which are generally substantially cheaper to establish and conduct than technical 
programs. 
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16. The outlook for the sustainability of this growth in TVET funding through the next five 
year TVET plan (2011-2015) presents an additional challenge, particularly in light of the 
potential duration of the impact of the economic crisis on government revenues. 
 

Financial Sustainability 

17. The project requires a total contribution of $3.02 million from the RGC over the five-year 
life of the project, with the biggest contribution ($2.06 million) being in the form of taxes and 
charges foregone on machinery, equipment and supplies purchased under the project.  Other 
contributions include the land upon which the two new PTCs (in Mondulkiri and Preah Vihear) 
are to be built and the provision of office space for the PMU.  None of these require financial 
outlays by RGC.  The only contribution that does have budgetary implications for the 
Government over the life of the project is the estimated $0.35 million additional personnel 
expenditure resulting from the extra teaching and other staff required at the new PTCs, the 
RTCs and at NTTI.  
 
18. Under the proposed grant, operations and maintenance (O&M) of the machinery and 
equipment procured under the project is estimated to cost in total $2.56 million.  This provision, 
however, is only for the duration of the project.  Leaving aside VSTP, O&M, along with the 
additional personnel expenditure, will be the on-going cost for RGC after project completion. 
Table 4 provides an estimate of the annual ongoing budgetary requirement to meet these 
additional recurrent expenditures generated by project interventions.  Table 4 also indicates the 
magnitude of the increase in the DGTVET recurrent budget over 2009 levels that will be 
required to meet these additional expenditures 

 

Table 4:  Post-Project Annual Recurrent Budget Implications for DGTVET 
 

DGTVET budget (estimate for 2009) $ 
Personnel 982,122 

Maintenance and Operational  Expenses (Program Budget) 1,534,805 

Total Recurrent Budget 2,516,927 
1.  Additional annual recurrent expenditure as a result of project interventions (excluding VSTP)  

Personnel 153,000 

Maintenance and Operational  Expenses 559,387 

Annual Project-related  Recurrent Expenditure 712,387 
% increase on 2009 needed to absorb project interventions (excluding VSTP)  

Personnel 15.6% 

Maintenance and Operational  Expenses (Program Budget) 36.4% 

Total Recurrent Budget 28.3% 
 Average annual project expenditure on VSTP 1,531,704 
2.  Additional annual recurrent expenditure as a result of project interventions (including VSTP)  

Personnel 153,000 

Maintenance and Operational  Expenses 2,091,091 

Annual Project-related  Recurrent Expenditure 2,244,091 
% increase on 2009 needed to absorb project interventions (including full VSTP)  

Personnel 15.6% 

Maintenance and Operational  Expenses (Program Budget) 136.2% 

Total Recurrent Budget 89.2% 
Source: Table A.13.13 and Appendix x Detailed Project Costs and Finances 
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19. Additional personnel expenditure (on salaries and other emoluments), estimated at 
around 16% of the current level of DGTVET annual budget, can be absorbed out of central 
government coffers.  However, the 36% additional annual funding for O&M will not be as readily 
accommodated.  If present financial arrangements remain in place, responsibility for the bulk of 
post-project O&M financing will fall to the individual PTCs and Institutes.  In the case of the 
latter, there is clearly some capacity to meet this requirement from discretionary fee income.  
However, in the case of the former, this revenue source does not exist, at least at present.  
Proposed financial management training throughout the course of the project will be addressing 
this issue with PTCs, to ensure that institutional budgets adequately plan for this post-project 
cost.  Furthermore, all PTCs and Institutes will also be trained to depreciate capital equipment 
and buildings, and to make adequate budget provision for downstream replacement or major 
rehabilitation – something that current accounting systems do not address. 
 
20. Two components warrant attention in terms of financial sustainability. A National TVET 
Development Plan (NTDP) was formulated in 2006 to reflect DGTVET’s response to the 
overarching National Strategic Development Plan (NSDP) 2006-2011. To improve the 
effectiveness of NTDP implementation, a Medium Term Expenditure Framework (MTEF) should 
have been developed concurrently.  An MTEF would have proved an extremely useful tool, 
providing a more comprehensive and rational underpinning for required financial allocations, in 
annual budget discussions with the Ministry of Economics and Finance (MEF) over the plan 
duration.  With the prospect of an uncertain economic environment for the next few years, it is 
imperative that a program-focused MTEF (to reflect the new program budget approach being 
piloted in DGTVET), is formulated in conjunction with the proposed new five year NTDP (2011-
2015) scheduled in the project for development by the end of 2010 (Project Year 1). The MTEF, 
once agreed with MEF, becomes a systematic, rational approach to providing a stable 
framework for medium term government financing to TVET; an approach which is essential if 
the major outputs and outcomes from the project are to be sustainable in the longer term. This 
has been included in the Design Monitoring Framework in Appendix 1. 
 
21. The other component that generates financial sustainability concerns is the proposed 
continuation of the Voucher System Training Project (VSTP) into its second and greatly 
expanded phase from the pilot delivered in seven provinces under the ADB’s Education Sector 
Development Project: Phase II (ESDP II).  Under VSTP II, provinces will progressively engage 
with the scheme, each for a 2 year period with all funding borne by the project.  After each 
cluster of provinces complete their 2 year cycle of funding, it’s expected that Government 
budgets will take over, specifically funding provided under sub-programs #4 and #5 in Table 3[a] 
above.  Progressive engagement will see the first cluster of 7 provinces complete their 2 year 
cycle in mid-2012; the second cluster of 7 will complete at the end of 2012; and, the third cluster 
of 10 provinces will complete at the end of 2013.  Table 4 shows that at an average annual cost 
of $1.53 million over its implementation would, when measured against the 2009 total program 
budget allocation, require more a doubling of annual allocations to DGTVET to be be 
sustainable. 
 
22. Table 5 provides three potential scenarios for the conclusion of VSTP II. The first 
scenario is based on the assumption that the total of the budgets for Short-Course and NTF 
funding (sub-programs #4 and #5 in Table 3[a]) increase by 45% year on year from a 2009 base 
of $1.035 million (which reflects a continuation of the average annual increase the MOLVT and 
DGTVET budgets enjoyed from 2005-2009).  The second and third scenarios are based on an 
assumption that the total sub-program budgets #4 and #5 will increase 10% and 25.25% 
respectively. 
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23. Whilst the economic crisis may indicate it very unlikely, there is no evidence at this stage 
that the average 45% increase in DGTVET’s budgets will not continue for some time, if not until 
the end of the project in 2014.  If this scenario was to occur then there would be significant 
resources available for government to assume all VSTP funding after ADB’s input ceases at the 
end of 2013.  Ironically, so significant would those resources be (around $6.6 million for sub-
programs #4 and #5 alone) that a different issue of sustainability might arise – the TVET’s 
system institutional capacity to use the increased funds available to it effectively. 
 
24. On the other hand, if the first or status quo scenario does not eventuate, government 
outlays to sub-programs #4 and #5 would still have to increase approximately 25.25% year on 
year until the completion of the project for government to be in a position to take over VSTP 
funding at its currently proposed project levels by the start of 2014. Indeed, even with an 
increase of 25.25% year-on-year, capacity to absorb VSTP funding is predicated on the totality 
of funding in the two sub-programs being devoted almost entirely to continuing VSTP at the 
project supported levels.  The likelihood of MOLVT being in a position to meet an increase of 
this order in the current financial climate and moreover, being willing to see almost all short 
course funding devoted to continuing support for VSTP is quite problematic. 
 
25. One solution is for ADB to take the view that VSTP is, in a sense, a grant contribution to 
a “rapid response” effort to assist Cambodia to manage its way through the current financial 
crisis.  Viewed this way, VSTP is short-term by definition, with no expectations of it being either 
sustainable or continuing past project completion.  Alternatively, the scheme could continue, but 
only within the sub-program financing framework available to the Ministry, which may well 
translate to a VSTP with substantially reduced scope and quantum of training, after completion 
of years 3 or 4 of project support. 
 

Table 5: Potential Sustainability of VSTP II at the Conclusion of Project Funding – 3 
Scenarios in 2009 ($) 

Jan-June July-Dec Jan-June July-Dec Jan-June July-Dec Jan-June July-Dec Jan-June July-Dec

No of Provinces - Phase 1
No of Provinces - Phase 2
No of Provinces - Phase 3

Total 7 14 17 10

Cost to be assumed by NTF/Program Budget
 - based on assumption that provincial funding

level w ill remain at 2010 proposed level of ... $132,600 $928,200 $1,856,400 $3,182,400

Total NTF/Short Course Program Budget
 - calculated as a 45% increase
year on year from a 2009 base of... $1,035,853 $1,501,987 $2,177,881 $3,157,927 $4,578,995 $6,639,542

Balance $2,229,727 $2,722,595 $3,457,142

Total NTF/Short Course Program Budget
 - calculated as a 10% increase
year on year from a 2009 base of... $1,035,853 $1,139,438 $1,253,382 $1,378,720 $1,516,592 $1,668,252

Balance $450,520 -$339,808 -$1,514,148

Total NTF/Short Course Program Budget
 - calculated as a 25.25% increase
year on year from a 2009 base of ... $1,035,853 $1,297,406 $1,625,001 $2,035,314 $2,549,230 $3,192,911

Balance $1,107,114 $692,830 $10,511

2010 2011 2012 2013 2014

7
7

10
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Economic and Benefit-Cost Analyses 

Economic Rationale 

26. Cambodia has an economy in transition and, as indicated in Section A.1, its modern 
corporate economy is particularly vulnerable to global economic and financial turmoil.  However, 
even though up until recently its traditional agrarian economy has been largely insulated from 
these external influences, as the crisis persists and deepens, even the rural sector is becoming 
affected. 
 
27. The Sub-Sector Review (May 2009) clearly identified the following characteristics of the 
Cambodian economy and labor force as those that have a bearing on the proposed project 
design:  
 

(i) Most labor force participants are employed in the agricultural sector (c.68%) 
(ii) In 2004, 24% of labor force participants had either no or only some formal 

education, and a further 43% had not completed primary school 
(iii) Most labor force participants are employed as own account workers or as unpaid 

family workers (over 75%) 
(iv) Wage employment in the private sector is only a minority form of employment 

(c.15%) 
(v) There is no up-to-date and detailed information regarding employment in the 

middle-level occupations (ISCO-08 major occupational groups 3 to 8), for which 
TVET provides the skills training.  The last labor force survey conducted by NIS 
was in 2001, and the latest occupational statistics are from the inter-censal 
population survey of 2004.  These figures show that very few employed in these 
middle-level occupations have TVET training, and most have only low levels of 
education. 

(vi) The modern corporate sector is very small - centered on the garment industry, 
tourism and hospitality and construction 

(vii) It has been these sectors that have led the growth in GDP, and non-agricultural 
employment, over the decade prior to the 2008 downturn 

(viii) As these sectors are those most integrated into the global economy, they are 
also the ones most vulnerable to the current financial crisis and economic 
downturn.  Employment losses have been significant, especially in the garment 
industry, and will continue for the foreseeable future 

(ix) Although the unemployment figures are not known, this job shedding has not 
been as likely to have lead to sharp rises in unemployment, as has been the 
case in other countries.  The response of many of the least skilled who have 
been laid off so far has probably been to return to their rural communities, and to 
seek to earn a livelihood as unpaid family workers and own-account workers.  
Underemployment, rather than unemployment, is the more likely outcome.  This 
situation may change, however, as more are laid off from tourism and hospitality, 
the construction industry and from other areas of the corporate sector. 

 
28. Recovery of economic growth and development in Cambodia to levels achieved prior to 
2008 will not occur until the global economy picks up.  Cambodia must be ready to take up the 
opportunities this will bring.  With the support of ODA tiding it over, the country has the 
opportunity to use this period of downturn to build up its physical and human infrastructure. 
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29. DGTVET and its institutions can be strengthened to better enable them to contribute to 
the economic welfare of the country and its people, by: 

 
(i) providing training that enhances the skills, knowledge and aptitudes necessary to 

perform existing jobs more effectively 
(ii) providing training in the skills, knowledge and aptitudes required to perform more 

value-adding jobs (many of which are currently being filled by foreign workers) 
within the production processes of established industries in Cambodia, such as in 
textiles and garments, tourism and hospitality and construction. 

(iii) providing the skills, knowledge and aptitudes required in the workforces of a 
wider range of production processes and industries (especially ones that the 
government has identified as potential export enhancing and/or import replacing) 
that are either not as yet present, or are only in their infancy in Cambodia 

(iv) providing livelihood training (in conjunction with a raft of other initiatives, such as 
the provision of micro-credit) for rural underemployed and displaced factory 
workers 

 
30. The first three of these contributions are to the medium-long-term growth and 
development of the country, the fourth is more a means of cushioning the impact of the current 
downturn, and of the inevitable longer-term decline of the traditional agricultural sector as a 
source of employment 
 
31. Component 1 of the proposed project is directed at strengthening the capacity of 
DGTVET to plan, manage and develop policies that will maximize the contribution the TVET 
sub-sector makes in all four ways.  Component 2 focuses much more on strengthening the 
capacity of DGTVET and its institutions to contribute to the skills, knowledge and aptitudes 
necessary for employment in the modern corporate sector, centered on manufacturing and the 
service sectors.  Component 3, on the other hand, makes its primary focus the rural economy 
and the provision of livelihood skills for the underemployed and displaced workers. 
 

Project Beneficiaries 

32. The primary beneficiaries of the proposed project can be identified as  
 

(i) Management and administrative staff of DGTVET, DOLVT provincial offices and 
DGTVET training institutes 

(ii) Teacher trainers at the NTTI 
(iii) Teachers in the upgraded RTCs 
(iv) Trainees of the upgraded RTCs 
(v) Teachers in other long-course institutes 
(vi) Trainees of other long-course institutes 
(vii) Teaching staff at the PTCs 
(viii) Trainees of the newly built PTCs in Mondulkiri and Preah Vihear 
(ix) Trainees under the VSTP 

 
VSTP (Output 2) 

33. Primary beneficiaries are the targeted rural underemployed, including those displaced 
workers from the garment industry and other industries hard-hit by the global financial crisis and 
economic downturn, who will receive training under the scheme.  Most have few skills, are early 
school leavers with no formal post-school training.  The proposed roll-out of the scheme – to 
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530 communes across all 24 provinces, each year for two years, will reach an estimated 
211,000 people.  The training they receive will be center (PTC), enterprise and community 
based, but it is expected that the majority will receive the latter.  Most, therefore will receive 
between forty and eighty hours training.  Table 6 provides an indication of the VSTP roll-out 
over the proposed project. 
 

Table 6: Estimated Number to Receive Training under VSTP 
 

 Year 1 Year 2 Year 3 Year 4 Year 5 Total 
No of trainees 13,304  64,971  94,716  38,010  ‐  211,000 

 
34. The expected benefits trainees will receive are skills, primarily in aspects of non-paddy 
agriculture that will raise their productive contribution to their communities.  In turn, this is 
expected to (a) raise their earnings potential, and therefore contribute to their family and 
community incomes, and (b) lead to greater diversity in and increased production of non-paddy 
agriculture, which will then raise the sector GDP.  By helping to provide greater economic 
activity and a better chance of making an independent livelihood, for this otherwise low-skilled, 
underemployed and low income section of the population, the country as whole stands to 
benefit from greater social stability.   
 
35. Section B.3 (a) below looks at the economic returns that can be expected from the 
VSTP, and the trade-offs that are required to earn them. 
 

Provincial Training Centers (Output 2) 

36. As well as playing a central role in the roll-out and implementation of the VSTP the PTCs 
will also be direct beneficiaries of project assistance.   
 
37. The two remaining provinces to have a PTC of their own, Mondulkiri and Preah Vihear, 
will have one each constructed and equipped.  When fully operational they are expected to have 
annual enrolments of about 300 each, making them smaller, on average, than the existing 
PTCs.  They are important, however, in that they provide greater access to basic TVET training, 
in two of the most remote and least developed parts of the country.  They also provide a 
platform upon which VSTP can be extended to these provinces. 
 
38. The 21 existing PTCs (Phnom Penh does not have a PTC) will also benefit under the 
project by (a) having their principals and deputy principals receive management training (b) 
receiving equipment upgrades, and (c) by their teaching staff receiving professional 
development.  Whilst it is not expected that these interventions, in themselves, will lead to an 
increase in the number passing through their training programs, they will significantly improve 
the quality and relevance of the training provided by the PTCs.  Currently between eight and 
fifteen thousand trainees complete PTC courses each year, mostly in agriculture-related 
programs.  It is expected that the project interventions will (a) promote greater diversity in the 
training programs offered by PTCs, and (b) improve the learning experience of those that enroll 
in them.  These in turn are expected to provide trainees with more useable skills in their local 
economic environments.  
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Regional Training Centers (Output 1) 

39. Five of the 21 PTCs are also to be upgraded to regional training centers (RTCs) with the 
capacity to provide long-course training at NTQF levels 3 and 4.  This will involve (a ) 
substantial civil works and equipment upgrades (b) new industry standards and curricula being 
written (c) improved and expanded capacity at NTTI to train teachers of these new standards 
and curricula and (d) dormitory accommodation specifically designed to cater for female 
trainees..  When fully operational these upgraded RTCs are expected to make a significant 
addition to the number, diversity and quality of levels 3 and 4 training graduates entering the 
Cambodian labor force across the country. 
 
40. Assuming the RTCs offer two year courses in automotive mechanics, civil and building 
trades and in a range of other IT and commercial areas then, upon completion, the following 
impact on the labor force and employment could be expected.  
 
41. The estimated 1,350 new graduates per annum at levels 3 and 4 coming out of the five 
new RTCs (see Table 7) compares to the total of about 1,500 per annum graduating at these 
levels from all DGTVET long-course institutes in 200821.  This represents, therefore, an almost 
doubling over the next five or six year period of the number of graduates with these skill levels 
coming on to the labor market.  Whether the modern wage economy can absorb these 
additional job-seekers, especially at this time of economic difficulty, is problematic, and the 
employment rates used in Table 2 could be optimistic.   
 
42. Even so, the additions to the supply of middle-level trained workers that these upgraded 
RTCs can provide are a valuable contribution to the capacity of the Cambodian economy to take 
advantage of the upturn in global economic activity when it occurs.  Moreover, the inclusion of 
dormitory accommodation in the upgrades ensures that a greater proportion of the new 
graduates and job-seekers with levels 3 and 4 technical qualifications will be female.  Section 
B.3 (b) looks at the economic returns expected from the RTCs. 

 
Table 7: Expected Flow of Enrolments in, and Graduates of, RTCs and their Impact Upon 

the Labor Force and Employment22 
 

 years after RCs fully operational 

 1 2 3 4 5 6 
(assume annual intake fully subscribed, and each course 2 
years duration)       
new enrolments per stream per institute per year 100 100 100 100  100 100 

total enrolments per stream per institute per year 100 200 200 200  200 200 

total enrolment per stream per year 500 1,000 1,000 1,000  1,000 1,000 

enrolments per institute per year  300 600 600 600  600 600 
Total enrolments per year  1,500 3,000 3,000 3,000  3,000 3,000 
(assume 90% completion rate)       

graduates per stream per institute per year -   90 90 90  90 90 

total graduates per stream per year -   450 450 450  450 450 

total graduates per institute per year -   270 270 270  270 270 

                                                            
21 See ADB TA 7116-CAM Sub-Sector Assessment  (May 2009) Table 21, page 32 
22 The assumptions underlying this table are based on graduation, LFP and employment rates observed in the ADB 

TA 7116-CAM Sub-Sector Assessment  (May 2009) 
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Total graduates per year -   1,350 1,350 1,350  1,350 1,350 
Additional potential supply of middle-level skilled 
workers -   1,350 2,700 4,050  5,400 6,750 

(assume labor force participation rate of 75%)        
Additional jobseekers with middle-level skills -   1,013 2,025 3,038  4,050 5,063 
(assume  70% get employment immediately after 
graduation, and a further 20% after one year)       

Additional numbers employed with middle-level skills -   709 1,620 2,531  3,443 4,354 

       
Estimated unemployment rate amongst RTC graduates  30% 20% 17% 15% 14% 

 
Cost-Benefit Analysis 

43. This section looks at the possible economic returns that will flow from the two major 
initiatives in the proposed project to strengthen the capacity of DGTVET to deliver training in 
Track 1(informal) TVET and Track 2 (formal) TVET – VSTP with respect to the former, and the 
RTC upgrades with the latter. 
 

VSTP 

44. As noted in Section B.2 above, it is anticipated that programs under VSTP will train an 
estimated 211,000 over the course of the project.  The focus will be on young, largely unskilled 
and under-employed workers, predominantly in rural areas.  A significant number of them could 
be laid-off garment workers who have returned to their districts.  Many of them will be female.  
Most will either have no jobs at all or will either own-account workers or unpaid family workers.  
The training they will receive will be largely focused upon providing livelihood skills in non-paddy 
agriculture and service related activities.  Most of the training will be community-based, and will 
consist of between 40 and 80 hours of training.  The aim is that by providing them with this 
training they will acquire skills that will raise their productivity in employment in the informal 
economy. 
 
45. To estimate whether the VSTP will generate a return in these terms, or at least break 
even, assumptions have to be made as to (a) what level of productivity VSTP trainees have 
prior to undertaking the training, and (b) what impact training will have on that productivity. 
 
46. In 2007, the non-paddy agricultural sub-sector employed an estimated 1.29 million and 
contributed $1,503 million to GDP23 – yielding a GDP per worker of $1,162 for the year.  
Numbers seeking a livelihood in the sub-sector are likely to be higher than this figure by now, 
especially given the trends described above. GDP per worker, however, can be assumed to be 
much the same.  VSTP, at a cost of $6.44 million24, will train 211,000 (or roughly 20%) of them. 

 
 
 
 
 
 
 
 
 
 

                                                            
23  See, Economic Institute of Cambodia, Cambodia Economic Watch, Issue 6, April 2007. 
24  Includes $6,126,816 for the program itself, plus $316,800 for supplies to communes, but excludes $111,200   for 

the urban VSTP pilot.   
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Table 8: Return on VSTP Outlays, under a Range of Training Effectiveness Scenarios ($) 
 

Productivity of Trainees Prior to VSTP                                               
( % of average labor productivity in non-paddy agriculture) 

VSTP        
Impact on 

Productivity 
5% 10% 15% 20% 25% 30% 

5% 612,268 1,224,537 1,836,805 2,449,073 3,061,341 3,673,610 

10% 1,224,537 2,449,073 3,673,610 4,898,146 6,122,683 7,347,219 

15% 1,836,805 3,673,610 5,510,414 7,347,219 9,184,024 11,020,829 

20% 2,449,073 4,898,146 7,347,219 9,796,292 12,245,365 14,694,438 

25% 3,061,341 6,122,683 9,184,024 12,245,365 15,306,707 18,368,048 

30% 3,673,610 7,347,219 11,020,829 14,694,438 18,368,048 22,041,658 

Shading=less than break-even on VSTP outlay    
 
 
47. Table 8 takes a range of possible productivity levels of trainees prior to the VSTP 
program and calculates the return to the program given a range of possible impacts the training 
has on trainee productivity.  The scenarios highlighted indicate those that would not allow the 
program to break even.  Outcomes beyond these would begin to yield positive returns. 
 
48. Figure 2 shows more graphically the trade-off between VSTP training effectiveness and 
cost recovery – the lower the initial productivity (and skill levels ) of the trainees, the more 
effective the training needs to be, in terms of enhancing trainee productivity, in order for the 
program to recover costs and earn a return.   
 
 
49. Put simply, for VSTP to earn at least a 12% return, its training would have to have    the 
following effectiveness outcomes: 
 

(i) if the initial trainee productivity levels are 10% or less of the average in the sub-
sector, then the training would have to yield a 30% or more increase in 
productivity, across the board 

(ii) if the initial trainee productivity levels are 15% or less of the average in the sub-
sector, then the training would have to yield a 20% or more increase in 
productivity, across the board 

(iii) if the initial trainee productivity levels are 20% or less of the average in the sub-
sector, then the training would have to yield a 15% or more increase in 
productivity, across the board 

(iv) if the initial trainee productivity levels are 30% or less of the average in the sub-
sector, then the training would have to yield a 10% or more increase in 
productivity, across the board 

 
50. The potential dilemma confronting VSTP planners is that between seeking on the one 
hand to assist the least skilled (lowest productivity) trainees, and risk failing to even recover 
costs, and on the other to opt for providing training for those with more existing skills, and higher 
productivity, in order to cost-recover and earn a return on the VSTP outlay, and risk missing the 
opportunity to provide training for the least skilled.  Care will need to exercise in setting the 
criteria for VSTP trainee selection, although, with a scheme this size, covering as it does such a 
significant percentage of the rural labor force, it will be difficult to be too discriminatory. 
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Figure 2: VSTP Training Effectiveness and Cost Recovery 
 

 
 

RTC upgrades 

51. One of the primary goals of the RTC upgrade is to strengthen the capacity of DGTVET 
to provide the modern corporate economy with the middle-level (NTQF levels 3 and 4) trained 
workers, that will be needed when the Cambodian economy resumes its growth and 
development after the current downturn.  (The other goal is to improve regional access, 
especially amongst females, to this vital area of training).  For the purpose of this exercise, the 
whole expenditure on Output 1, $7.59 million, can be taken as an investment to this end.  Not 
only does this include the infrastructure upgrade – civil works and equipment - for five selected 
PTCs, but the upgrade at NTTI25, the standards and curricula development, and professional 
development for teachers, that support the RTC initiative. 
 
52. Table 7 shows that, on the basis of projected enrolments in the up-graded RTCs, 90% 
course completion rates, 75% labor force participation (LFP) rates, and 70% initial employment 
take-up rates, it can reasonably be expected that when fully operational, the RTCs will provide 
annually an additional 709 employed workers with levels 3 and 4 training.  Amortizing the $7.59 
million investment over 25 years (the presumed life of the institutes’ infrastructure) at 5% per 
annum that represents an annual investment of $3,161 per employed RTC graduate.   
 
53. The anticipated return on that investment comes in the form of higher worker productivity 
(either in existing jobs, in jobs that are further around the value-added chain, or in jobs in newly 
created industries).  With a reasonably flexible labor market, these productivity differentials will 
                                                            
25 In support of the RTC upgrade, and as a consequence of the NTTI upgrade and the development of the new 

industry standards and curricula, there is projected to be about 300 new TVET teacher graduates each year, once 
the re-organized NTTI is fully operational - 50 will have been trained in construction trades, 60 in mechanical 
trades, and the remaining 190 in other technologies, in IT and business. 
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be reflected in earnings differentials, between workers who have undertaken the RTC training 
and those that have not. 
 
54. The earnings differentials associated with jobs in the garment industry with different 
responsibilities and skill and experience requirements can serve as examples of the impact RTC 
training can have upon worker productivity26. 
 

Table 9: Average Monthly Earnings of Locally Employed Workers 
in the Garment Industry, 2007 

 
 $ 

Manager 450 

Senior executive 269 

Supervisor 224 

Executive 169 

Staff (skilled worker) 88 

Assistant (experienced worker) 85 

Worker 72 

Unskilled worker 50 
  

Source: GMAC Garment Industry Salary Survey, 2007-8, Tables 7-9 
 
55. Without formal training at levels 3 and 4 it can be reasonably assumed that over a 
working life of, say, 40 years, workers’ earnings would stay within the lowest band – between 
those of unskilled workers and workers, as indicated in Table A.13.8.  Those who do undertake 
the training at an RTC, on the other hand, could be expected to enjoy higher earnings profiles, 
ones, say, that progressed through the worker and skilled worker bands, and even into those of 
executive (foremen) and supervisors.   
 
56. Figure 3 contrasts the two indicative earnings’ profiles – one for workers without any 
training that almost flat-lines over their working lives, within the band of average unskilled and 
worker earnings , and the other for workers with RTC training – based upon the assumption that 
RTC graduates, on average, can progress from a starting salary equivalent to that of a worker 
(see Table 9) to that of a supervisor in fifteen years. 
 
57. The net result is an estimated economic rate of return (ERR) on the RTC investment of 
13.2%.  

 
 
 
 
 
 
 
 

                                                            
26 See, ADB TA 7116-CAM, Sub-Sector Assessment, (May 2009) Table 12, page 16.  These figures were taken from 

GMAC Garment Industry Salary Survey, 2007-8, Tables 7-9 
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Figure 3: Indicative Earnings Profiles of Workers with and without RTC Training at 
Certificate and Diploma Levels - Scenario 1 

 

 
 
 
58. The EIRR, of course, will be sensitive to changes in economic circumstances, and how 
these impact in particular upon the labor force experiences of RTC graduates.  If the above set 
of assumptions upon which the EIRR of 13.2% was calculated could be regarded as just one 
possible scenario (Scenario 1) for the future employment of RTC graduates, then it can be 
contrasted with a variety of other possible outcomes, some less optimistic and others more so.   
 

Table 10:  EIRR on Proposed RTC Upgrades, Under a Variety of Scenarios 
 

scenario 
variable  

1 2 3 4 5 6 7 8 9 10 11 

graduation rate (%)   90 80 90 90 90 80 95 90 90 90 95 

LFP rate (%)  75 75 65 75 75 65 75 85 75 75 85 

unemployment  rate (%)  30 30 30 40 30 40 30 30 20 30 20 

years to reach supervisor level  15 15 15 15 20 20 15 15 15 10 10 

EIRR (%) 13.2 12.6 12.4 12.4 10.6 8.7 13.5 13.9 14.0 13.6 15.3 

 
59. In table 10 RTC course completion rates, graduate LFP rates, employment take up rates 
(and their inverse, unemployment rates) and graduate career progression rates are varied to 
produce ten further scenarios, each of which has an impact on the EIRR.  It can be see that in 
all but two the EIRR stays above 12%, and under certain reasonable assumptions could go as 
high as 15% (Scenario 11).  The two most pessimistic scenarios are Scenario 5, where all other 
variables are held constant, but the RTC employed graduate career profile is less steep than in 
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Scenario 1, and Scenario 6, the most gloomy of outcomes, where every variable is less 
favorable than in Scenario 1.  
 
Table 11: Estimated increases in DGTVET annual recurrent budgets required to sustain 
project interventions 
 

 
without 
VSTP 

with 
VSTP 

Increase in annual recurrent budgets required                       ($ thousand)  712.4  2,244.1
as a percentage of 2009 DGTVET recurrent budget  28.3%  89.2%
Source: Appendix 13, Tabl 
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