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Bhutan TVET Profile
Brief history of TVET

Bhutan adheres to the definition of Technical and Vocational Education and Training (TVET) from
the United Nations Educational, Scientific and Cultural Organisation (UNESCO) and International
Labour Organisation (ILO) recommendations for the Twenty—first Century, adopted by UNESCOQO's
General Conference in 2001, which is inclusive and broad: TVET is used “as a comprehensive term
referring to those aspects of the educational process involving, in addition to general education,
the study of technologies and related sciences, and the acquisition of practical skills, attitudes,
understanding and knowledge relating to occupants in various sectors of economic and social life.”

TVET is provided through formal TVET and alternate modes of TVET. Formal TVET is provided
as part of the Bhutan Vocational Qualification Framework (BVQF) system by registered TVET
providers including the Technical Training Institutes (TTls) and the Institute of Zorig Chusum (1ZC)
under the purview of the Ministry of Labour and Human Resources (MoLHR). Alternative modes of
TVET are provided outside the formal BVQF system.

The Royal Government realised the importance of TVET early on with the commencement of the
First Five Year Plan in 1961. The first TVET institute, Kharbandi Technical School, later renamed as
the Royal Technical Institute (RTI) was established in 1964, The main objective of the institute was
totrain Bhutanese youth at certificate level in automobile, general mechanic, building construction
and civil draughting and electrical engineering.

Adecadelater, in1974, the Royal Bhutan Polytechnic (RBP) was established in Dewathang, Samdrup
Jongkhar with the aim to train mid—level technician in civil engineering, electrical engineering and
surveying. While the first two programmes were offered at diploma level, the third was offered at
certificate level. In 1987, another diploma programme in mechanical engineering was introduced.

At the outset, TVET was implemented under the administration of an office called Technical Cell
till 1990, which was later upgraded to TVET Division under the Ministry of Social Services. The RTI
and the RBP then came under the direct administration of this Division.

Realising the importance of technical human resources in the socio economic development, the
Royal Government established the National Technical Training Authority (NTTA) in May 1999.
The NTTA under the NTTA board was mandated to plan, implement and monitor TVET initiatives
and programmes and to assume the regulatory role to ensure quality in TVET. The administrative
domain of the RBP and RTI was also transferred to the newly established NTTA.. Further, in 2002,
the current Queen Mother, Her Majesty Ashi Tshering Yangdon Wangchuck became the patron of
the NTTA bringing in greater attention and emphasis to TVET.
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In March 2000, the RBP was temporarily relocated to RTI campus in Phuentsholing due to
security disturbances in Dewathang. However, in 2003, it was shifted back to its original location
and renamed as the Jigme Namgyal Polytechnic. The institute offered two years diploma in civil,
electrical and mechanical engineering for class XlI science students. In the same year, RTI was
relocated and extended with the establishment of vocational training institutes at Khuruthang,
Ranjgung and Samthang. Further, RBP and RTI campus was handed over to the Royal University
of Bhutan.

In 2003, TVET received national importance and came under the direct administration of the newly
established Ministry of Labour and Human Resources (MoLHR). The role of NTTA was bifurcated
into two Departments, the Department of Human Resources (DHR) and the Department of
Occupational Standards (DOS). While DHR was responsible for ensuring quality TVET delivery,
DOS was responsible for the regulatory functions of TVET. Since then, six TTls, earlier known as
Vocational Training Institutes (VTI), were established in addition to the two Institutes of Zorig
Chusum (1ZC), which also came under the administration of DHR.

Figure 1 — Organisational structure of the MoLHR
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Reforms in TVET

Having achieved significant improvement in the country’s basic education system, the Royal
Government’s emphasis gradually shifted to preparing youth for the world of work during the gt
plan. The acute shortage of locally trained workers at all skill levels and heavy reliance on foreign
workers amidst increasing youth unemployment has been major concern of the Royal Government.
Hence, concerted efforts to strengthen and improve the quality and relevance of TVET were made
by the MoLHR. Some of the notable reforms in TVET were:

TVET Policy developed

e VET Policy was developed in 2005 to set a qualification framework, improve the quality of
TVET training and provide guidance and direction in development and implementation of
TVET programmes.

e TVET Policy revised in 2014 and awaiting policy screening by Gross National Happiness
Commission (GNHC) and final approval by the government.

Bhutan Vocational Qualifications Framework (BVQF) developed and implemented

e Bhutan Vocational Qualifications Framework (BVQF) was launched in 2013, one year after
the launch of Bhutan Qualification Framework (BQF) in 2012.

e Started development of National Competency Standards in each occupation from 2009.

e National Qualifications levels were set (National Certificate level 1 to 3 and National
Diploma level 1 & 2) through the BVQF.

e Developed National Assessment and Certification System.

e Implemented Recognition of Prior Learning (RPL), which allows skilled workers to be
assessed and certify their competencies acquired through work experience or other modes
of learning.

Quality Assurance in TVET introduced
e Developed Quality Assurance Framework.
e Developed Regulations for Registration of Training Providers in 2010.
e Developed Guidelines for Accreditation of Training courses in 2010.

e Developed Quality Management Manuals for TVET Providers.

TVET Programmes enhanced
e Carried out expansion of existing institutes and established a new institute.

e Diversification of TVET courses was carried to meet the aspiration of youth and the labour

market needs.
2039,
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Introduced Competency Based Training (CBT) in 2010.

Focus was also drawn on capacity development of TVET providers in Curriculum
development, Training of Trainers (ToT) and CBT.

Quality Management System (QMS) implemented in the TTIs/IZCs to improve internal
efficiency of the Institutes.

Qualifications up gradation of trainers were carried out with the objective to improve the
quality of training delivery.

Introduced entrepreneurship courses in the TTls and IZCs.
Introduced green skills programme in the TTls.
Initiated reform in delivering alternate mode of training.

Decentralised recruitment process in the TTls and 1ZCs.

Alternative modes to TVET delivery strengthened

Alternative modes to TVET delivery through Apprenticeship Training Programme (ATP),
Skills Training Programme (STP) and Special Skills Development Programme (SSDP)
strengthened and expanded in gth FYP.

Rebranding of STP through ‘Get skilled for work and life’ slogan in the 11th FYP. Youth
Employment Skills (YES), Graduate Skills Programme (GSP) and Skills for Employment
and Entrepreneur Development (SEED) were designed under the slogan with emphasis on
employment.

Private participation in TVET delivery strengthened

The first Establishment Regulation and the Registration Regulation for training providers
developed in 2009 and launched in 2010 to usher in private participation in TVET delivery.

External participation framework developed and incorporated in the Establishment
Regulation to encourage foreign direct investment in TVET delivery.

A separate guideline for establishment of Nursing Institute developed in partnership with
Bhutan Medical and Health Council (BMDC) and launched in 2012.

Collaboration with industries strengthened

Instituted TVET Advisory Body and Industry Liaison and Publicity Units (ILPU).

Industries participated in various activities like development of National Competency
Standards (NCS), Curriculum, Assessment, On the Job Training (OJT), Accreditation and
auditing of QMS.

Constituted Technical Advisory Committees in 11 sectors to validate NCS.
Trained industry skilled supervisors to guide and monitor trainees while on OJT in industries.

Initiated on—campus recruitment by inviting employers to the institutes.
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Advocacy of TVET strengthened
e Zorig Day identified and celebrated at National level since 2002.
e Introduced TVET Convocation in 2012.
e Branding TVET using the slogan ‘Be Somebody!" and ‘One-One-Zero'.
e Implemented Skills Competition since 2002.
e Career counselling of TVET initiated at secondary level school and communities in 2011.
* Introduced TVET Innovation competition in 2014.

e Initiated TVET Winter Camp in 2015.

Profile of TVET institutions?

TVET institutions in Bhutan consist of public and private training providers offering training at
certificate or diploma level. Currently, Bhutan has 88 training providers? registered as per the
registration regulation of DOS. This includes the six TTls and the two 1ZCs under DHR, MoLHR. In
total there are 11 public, 7 NGO and 7o private training providers in the country.

The TVET institution survey? was carried out in 2013—2014 as part of development of 3 National
HRD Advisory, in which a total of 66 TVET providers participated in the survey. The survey shows
that 17% of the TVET providers are government owned, 8% are NGO owned and the remaining
75% are private owned. Most training providers are in Thimphu (57%) followed by Chhukha (9%)
and the rest in the other regions. Figure 2 shows the profile of TVET providers by ownership and
location.

Figure 2 — Profile of TVET providers by ownership and location

.Government .NGO .Private .Thimphu .Chhukha .Otherregions

Source: MoLHR, National HRD Advisory 2015— a focus on TVET and Labour Market Dynamics, 2015
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The first establishment regulation for training providers was developed in 2009 and launched in
2010. The regulation was developed with the objective to foster establishment of TVET institutes
by private promoter. The regulation also provided directives and procedures on processing
establishment and licensing of TVET institutes, thus opening private participation in TVET delivery.
As shown in Figure 3, more than 60% of the training providers were established post 2010 and 21
training providers were established in 2009—2010.

Eleven training providers established before 2010 are government owned, 3 are NGO owned and
17 are private owned. Post 2010, 32 of the TVET establishment are private owned and 2 are NGO
owned. The registration regulation was also developed and launched in the same year, which made

registration of the training providers with the MoLHR mandatory.

Figure 3 —TVET Provider by year of establishment
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Source: MoLHR, National HRD Advisory 2015— a focus on TVET and Labour Market Dynamics, 2015
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Looking at the intake capacity of the training providers, 29 providers can accommodate 1 to 5o
students, 16 providers can accommodate 51 to 100 students and 20 providers can accommodate
more than 100 students. Therefore, there are different ranges of training providers catering to
smaller to larger number of students. Considering the total number of employees/staff, 42 training
providers have 1 to 10 employees, g providers have 11 to 20 employees, 6 providers have 21 to 30
employees and 8 providers have more than 31 employees, thus indicating different range and scale
of training providers in the country. (See Figure 4.)

Figure 4 —TVET Providers by total intake capacity and total number of staff

Training provider by total intake capacity Training provider by total number of staff
30 2 50
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Source: MoLHR, National HRD Advisory 2015— a focus on TVET and Labour Market Dynamics, 2015
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Profile of TVET trainers*

Trainers form the core of any TVET institutions. The role of a trainer is very complex and diverse.
They are responsible not only for course planning, process, delivery, monitoring and evaluation
but are also expected to take the role of a career counsellor, labour market expert, mentor,
project manager, advocator and skills expert. Although many variables affect the success of TVET
programme, it is the nature of the interaction between trainer and students that has the greatest
impact on the learning. Therefore, the quality of TVET trainers is crucial in determining the skills
of future workers.

Professional development of the TVET trainers is seen as one of the most plausible strategies to
improve quality and delivery of TVET. Since its establishment, the DHR has provided professional
and technical support to public and private TVET providers through implementation of Training
of Trainers (TOT) in pedagogy. The DHR also provides support in curriculum development and
instructional material support.

The survey data collected from 66 TVET providers shows that there are 202 trainers engaged in
government TVET institutions (which includes both the TTIs/IZCs and vocational institutes with

other line Ministries), 69 in NGOs and 380 in the private TVET institutions. (See Figure 5.)

There are more contract trainers in the private institutes compared to the government and NGO
institutes. Also, there is comparatively higher number of foreign trainers in the private institutes.

Figure 5 — Profile of trainers (Regular/Contract and Bhutanese/non-Bhutanese)
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Source: MoLHR, National HRD Advisory 2015- a focus on TVET and Labour Market Dynamics, 2015
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As indicated in Figure 6, government institutes have more diploma level trainers, whereas private
institute have more masters and degree level trainers. In recent years, the DHR implemented a
qualification upgradation programme resulting in more diploma level trainers in the MoLHR
Institutes. The courses currently offered in the TTIs/IZC are at certificate level and as per the BVQF,
trainers must have one level higher qualification to offer any skills training.

Figure 6 — Profile of Trainer by level of qualification and ownership type
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MoLHR providesToT support to trainers to perform betterin training delivery. Asindicated in Figure
7, only 3 institutes have more than 11 trainers who have undergone TOT programme. 6 institutes
have 6 to 10 instructors who have undergone TOT and another 6 have 3 to 5 instructors who have
undergone TOT. However 21 training providers have only 1 to 2 trainers who have undergone TOT
and 29 providers have not availed TOT support. Most training providers who have not availed TOT
support are private institutes. This is due to the fact that TOT support to the private institute was
very recently initiated in 2012. Further, the DOS mandates all TVET trainers to have TOT pedagogy
certificates as per trainer’s registration guideline. Therefore, the number of trainers who have
availed TOT is expected to increase in the future.

Figure 7— Number of training providers with TOT trained trainers
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Profile of TVET programmes®

DoS administers national accreditation of TVET programmes or courses. Accreditation is expected
to support development of internationally competitive workforce at the craftsmen and technician
levels. DOS provides accreditation at National Certificates (NC Levels 1, 2, and 3) and National
Diploma (ND Levels 1 and 2) as per the BVQF. All registered training providers are eligible to
apply for accreditation of their courses. However, accreditation is not mandatory. DoS is setting
up a strong quality assurance system and course accreditation is an important component of it.
Accreditation, being both a process and a status, focuses on the continual improvement of training
quality. The current Guideline for Accreditation of TVET course was launched in June 2011.

OQ 10
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As shown in Figure 8, most TVET programmes offered in Bhutan are at certificate level. From the
profile of 276 courses collected through the TVET institution survey, 80.8% are certificate level
programme, 5.1% are diploma level programme and 2.5% are certificate/diploma programme.
These programmes are not aligned with the BVQF. Currently DoS has accredits only 9.8% of
the national certificate courses. All health diploma programmes (which is 1.8% of the TVET
programmes) are accredited at the national diploma level by the BMDC. Therefore, more TVET
programmes in the country must be aligned to the BVQF.

Figure 8 shows that most programmes are offered in the generic field of information & technology,
language & communication and finance & accounting. Only few TVET programmes are offered in
specialised field such as power and health.

Figure 8 — Profile of TVET programmes by level of certification and broad field
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Source: MoLHR, National HRD Advisory 2015— a focus on TVET and Labour Market Dynamics, 2015
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Programmes offered by the MoLHR

Formal TVET programmes

Formal TVET programmes are offered by six TTls and the two 1ZCs. The TTls and IZCs combined
enrol about 700 to 8oo middle secondary (Class X) students annually. The TTls are offering 2 years
courses in construction related trades, carpentry, automobile repairs, electrical and electronics
and driving. The IZCs offer courses in traditional arts and crafts for courses ranging from 3-6 years.

Table 1 —TVET programmes offered by TTls/IZCs

TTIs/IZCs Programmes offered

Electrical, Welding, Mechanical, computer, furniture, automobile, carpentry, masonry, plumbing, uphol-

TTI
S stery and design, Driving, tailoring

Tshemzo (Tailoring), Tshemdru (Embroidery), Jimzo (Sculpture), Shazo (wood turning & lacquering),
1ZCs Lhadri (Painting), Troezo (Silver/goldsmith), Thazo (weaving/silk screaming), Patra (wood carving),
Slate casting, New crafts (jewellery making, ceramics, etc.)

As indicated in table 2, the number graduates from the TTIs/IZCs was 321 in 2004. This number
has increased to 652 in 2014. The 12" FYP HRD Masterplan for the Economic Sector estimates
that the intake into TTls and IZCs will be expanded from 850 in 2012 to 1882 by 2017-18¢, through
course diversification and continual social marketing of these courses. The concentration of the
TTI courses will continue to remain in the construction industry, which continues to grow. Even
at a modest growth rate of 10%, industry will require at least an additional 3000 skilled and semi-
skilled personnel. In addition, electricians, automobile technicians, tailoring and the traditional
arts and crafts needs expansion. Further, IZCs need to introduce other arts and craft courses like
pottery and jewellery making, and make more use ICT for conceptual designs.

The following table gives an indication of the number of students who have graduated from the
TTIs/IZCs over the last ten years. In 2014, 652 trainees graduated from the TTls and 201 from the

IZCs.

Table 2 — Number of graduates from TTIs/IZCs from 2004 to 2014

Institute 2004 | 2005 | 2006 | 2007 | 2008 | 2009 | 2010 (2011 | 2012 | 2013 | 2014 | TOTAL

TTI Khuruthang 44| 27| 43| 67| 70| 95| 72| 108] 87| 104| 185
TTI Rangjung 82| 24| 57| 25| 75| 85| 97| 95| 117| 78| 135
TTI Chumey 237| 20| 30| 46| 101| 65| 79
TTI Sherzhong 85| 46| 46| 40| 40| 60 72
TTI Thimphu 0 o 21| 17| 19| 19| 29
TTI Samthang 110] 106| 115| 120 117 172| 125] 80| 165] 66| 152
csc 85| 38| 78] 266

Subtotal of TTI 321 195| 293| 478| 584| 418| 391| 386| 529| 392 652

OQ 12
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1ZC — Thimphu 19 29 22 27 60 40 48 43 33 29 151
I1ZC — Tashiyangtse 5 14 10 19 16 27 22 23 23 47 50
Subtotal of I1ZC

Source: Information provided by DHR, MoLHR July 2015

Alternative modes of TVET programmes

Alternative TVET programmes are offered through STP, SSDP, VSDP and ATP programmes of the
MoLHR.

Skills Training Programme (STP)

STP is an intervention to address the immediate human resource requirement in the labour
market. The objective of the programme is to provide employable skills to youth in the private
sector thereby contributing to private sector development.

The STP was initiated in the 9™ plan. STP is flexible in implementation and its mode of training
delivery. While the earlier STP was more training based, the programme in the 11*plan are
employment oriented. STP is also effective in addressing immediate short—term gap in the labour
market, which otherwise cannot be met from other institute based programmes.

Some of the STP initiatives in the 12™ FYP are YES, Graduate Skills Programme (GSP) and
SEED. These programmes are offered to a wide range of job seekers with different qualification
background. The focus of STP has shifted to university graduates during the plan. The Labour
Force Survey (LFS) 2013 indicated that 32% of the unemployed are with university degrees.

As indicated in the following table, a total of 3667 individuals have been trained under STP since
the 10" FYP till date. STP is mostly focused on skilling in the critical sectors.

Table 3— Number trained under the STP by sector from 2008 till date

Sector In—country Ex—country

Trading & Services 178 30
Construction 295 80
Tourism & Hospitality 616 160
Health 5 267
ICT & Media 1523 272
Arts and Craft 28 20
Production and Mining 0 3

Finance 190 0

TOTAL 2,835 832

Source: Information provided by DHR, MoLHR July 2015
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Apprenticeship Training Programme (ATP)

ATP was first introduced in the country in 2000. ATP is implemented through a contract between
the apprentice who wants to acquire competency in a particular skill and an employer who can
provide the skills. Apprentices are attached to the enterprises/industries for 6 to 12 months
duration to gain skills. The programme covers wide range of skills as well as enterprises/industries.
Annual enrolment in ATP has grown from less than 20 in the early years of its operation to well over
300 during the1oth Plan and 500 in the 11" FYP. MoLHR provides a stipend of Nu 1,800 per month
and the employers pay a matching amount.

1,428 youth were placed for this programme during the 10th Plan, which is 72% of the planned
target. The programme covered almost all the sectors, but mostly concentrated in the service and
hospitality sector. The biggest advantage of ATP is that it provides access to wide range of job
seekers with different levels of qualification and it also engages industry.

Special Skills Development Programme (SSDP)

The SSDP was started under the Royal Command in 1996. The programme objective is skilling
armed forces in vocational skills for income generation upon retirement. The programme was
expanded to other special groups including differently—abled, juvenile, delinquents, monks/
nuns, prisoners, and disbanded gang members. While the focus in the 9™ FYP was on juvenile
delinquents), the focus shifted to training of monks and nuns in the 10" FYP.

While trainings are coordinated with support from organizations identified for a target group,
MoLHR provides trainers, tools and equipment. Some collaborating organizations are the monastic
body, the Royal Bhutan Police, Draktsho, RENEW and the Royal Bhutan Army.

In the 12" Plan, the SSDP will be integrated and decentralized in the region. Plans are being made
to pilot this initiative in four Dzongkhag in 2015.

Village Skills Development Programme (VSDP)

In 1984, the Forth Druk Gyalpo commanded establishment of a separate programme called the
Village Skills Development Programme (VSDP) to provide skills development training specifically
targeting the rural population. A training institute was established in Gelephu (Village Skills Centre)
to provide skills training for villagers. This institute however functioned only for 4 years during
which 656 villagers were trained. In 1988, the training institute and the programme were closed
and the function of the centre was later transferred to the NTTA.

In 1997, the programme was reinstated under a different approach. Under the new the training
was taken to the villages and communities. The NTTA as well as MoLHR supported in fielding
instructors and providing basic tools and training material while administrative and logistics
support was given by the Dzongkhag(districts) and Gewog ( block) offices.

OQ 14
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The objective of the programme is to increase the quality of life in the rural community, provide
skills for income generation activities, enhance community participation in development activity,
promote lifelong learning and sustainable development in the rural community, create greater
independence of the community by enabling them to carryout construction and repair and
maintenance of community property, build capabilities of the villagers and reduce dependency on
skilled expatriate workers, and to promote community vitality. Thus far, programmes like modern
construction skills, traditional arts and crafts skills, service—oriented skills have been provided

through the programme.

In the 12*" plan, VSDP will be integrated and decentralized in the region. Plans are being made to
pilot this initiative in four Dzongkhags.

Table 4 — Number trained under SSDP and VSDP?

Year Total Trained under SSDP Total trained under VSDP
2008-2009 90 590
2009-2010 476 227
2010-2011 358 164
2011-2012 146 62
2012-2013 157 -

1500
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TVET graduate destination®

Employment

Atracer study was conducted during the TVET graduate convocation 2012. A total of 856 graduates
from the TTls and the 1ZCs (2004 to 2010) participated in the survey. As indicated in the Figure g,
nearly 85 % of males and 75% of females said they were employed. The majority were employed
as regular worker, whereas 25% are working either as casual or contract workers and 8% are self—
employed.

Figure g — Percentage of Employed post—graduation and nature of employment

100%

84.6%

80%

60%

40%

20%
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Casual
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0% . Contract Self-employment
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Source: MoLHR, TVET Graduates Tracer Study 2014

Performance

A total of 1,029 industries participated in the Industry outlook survey carried out as part of the
3" National HRD Advisory. Industries were asked to rate TVET graduates in their organization on
teamwork and initiative, commitment to organization, analytical & critical skills, communication
skills, attitude towards work, relevancy of skills/lknowledge from the training to the organization,
work knowledge and adaptability/preparedness to the work environment.

As indicated in the following table, most industries have made positive assessment of TVET
graduates (seven of the eight characteristics). A higher level of assessment is made on teamwork
and initiative, commitment to organization, attitude towards work and work knowledge.
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Table 5 — Employers’ assessment of TVET graduate performance

Particulars Good/Excellent

Adaptability/Preparedness to the work environment 59.7%
Work Knowledge 65.3%
Relevancy of skills’lknowledge from their training to the company/organisation 52.0%
Attitude towards work 61.6%
Communication skills 61.3

Analytical & Critical Skills 48.8%
Commitment to organisation 62.9%
Team work and initiative 67.8%

Source: MoLHR, National HRD Advisory 2015— a focus on TVET and Labour Market Dynamics, 2015

TVET Funding
National Budget Allocation for TVET

As indicated in the table 6, , there has been a significant increase in the budget allocation for the
TVET programme and initiatives since 2002. The MoLHR was set up with the commencement of
the 9*" plan. Therefore budget allocated under the NTTA and the Department of Employment and

Labour (DEL) were pulled together to form the budget for the newly established MoLHR.

The main areas of concern in TVET during the 9™ plan were shortage of skilled and unskilled
workforce in the labour market. The NTTA conducted vocational skills training in different parts
of the country and skills certification was also introduced to ensure closer alignment between the
skills of the workers and the needs of the employers. The objective in the 9" plan was to improve
partnership with TVET stakeholders, improving and expanding the training capacity and improving
the internal process in TVET delivery. To carry out the activities, a capital budget of Nu. 5oo million
was allocated, which was about 0.7% of the total Government budget outlay.
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Table 6 — Capital Budget allocation for TVET in gth, 10th and 11th FYP Document?

Budget in million 9" FYP (2002-08) 10" FYP (2008-13) 11" FYP (2013-18)
Total Government Budget 70,000.00 73,611.76 92,000.00
MoLHR budget outlay 691.524 1438.467 1914.85
TVET Budget (DHR + DOS+ 6 TTls + 2IZcs) 500.00 1113.632 1025.2
DB/OUngl-:/ET budget against total Government 0.714% 1.513% 1.111%

Source: Information provided by MoLHR July 2015

The budget for TVET modestly improved in the 10" plan. By then the MoLHR was well established
with four functional departments. The budget for TVET was Nu. 1113.632 million. The focus of
the 10" plan was to increase access of youth to TVET with high quality and market oriented skills
development.

Attention was also given to alternative modes of TVET programmes such as VSDP and STP, which
are implemented in partnership with local community and private training providers. However,
major portion of the budget was allocated to the construction of new Institutes. A budget of Nu.
193.491 million was allocated for construction of one new Vocational Training Institute (VTI) and
one new Institute of Zorig Chusum (1ZC). Further, a budget of Nu. 762.046 million was allocated for
expansion of existing VTl structures to increase enrolment.

Budget was also allocated for the development of National Human Resources Development
(NHRD) Policy, which was the first national initiative for a coordinated and collaborative effort
towards HRD in the country.

In the current five year plan, the budget allocation for TVET is Nu. 1025.2 million, which is 1.11% of
overall Government budget allocation. The current plan places, a greater emphasis on improving
quality and relevancy of TVET through implementation of employment based skills training
programme, diversifying and innovating TVET programme, introducing diploma level programme
and building capacity of the TVET instructors. Efforts will also be made in developing green skills,
entrepreneurship skills, e-learning, improving industry linkages, and strengthening monitoring
and evaluation system.
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TTIs and IZCs budget outlay in the 11" FYP

As indicated in the following table, a budget of about Nu. 151 million was allocated in the FY 2013-
14 and in FY 2014-15 for the 6 TTIs and the 2 IZCs. This amount includes both current and capacity
budget. There has been a slight increase in the budget in the FY 2015-16 by about Nu. 4 million.

Table 7— Budget allocation in the TTIS and 1ZCs in the 11th FYP

Financial year Budget (in million Nu.)
2013-14 151.563
2014-15 151.374
2015-16 155.602

Source: Information provided by MoHLR, 11" FYP, 2013

Donor support inTVET

The MoLHR has also received significant support from the Asian Development Bank (ADB), World
Bank, Danida, HELVETAS, Government of India and others in carrying forward reforms in the TVET
sector. In the 10" plan, the ABD supported in establishing 5 new VTIs and expansion of existing
institutes through the Loan 1830: Basic Skills Development Project. The project also supported
establishment of the current MoLHR office.

The Government of India (GOI) has been one of the main donors for STP and human resource
development in the private sector. In the 10" plan, the budget support from GOI was Nu. 194
million but this figure has significantly increased to about Nu. 850 million in the 11* plan. The
project supports short—term skilling and employment engagement programmes of the MoLHR.

One of the significant achievements of the Danida supported project was qualification up gradation
of the instructors to diploma level.

Some projects in the 12" FYP are the Helvetas, GOl and ADB funded projects. The Helvetas
supported Occupational Skills Development For Construction Sector (OSD4CS) will provide
technical support to the two construction institute (Chumey and Dekiling). The GOl is supporting
skilling and employment in various critical sectors and the ADB TA 8712(BHU): Institutional
Strengthening or Skills Development will improve capacity of MOLHR to guide skills development
initiatives.
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Table 8 — Details of funding received from Donors (project specific) in TVET

Development

Project title Plan period | Fund (in million Nu.) Areas of support

Basic Skills Development Project 9" FYP 611.00 Capacity development and access to

(ADB soft loan, GTZ, RGoB) ’ TVET

Sustainable Devel t A -

muesntagi) Ae) Pl:;:gpmen gree 9" FYP 3.0 HRD for private sector

GOl Project 9" FYP 30.0 HRD for private sector

V ional E i

ifa‘i’sicr’g t(%a:;a;;ona ducationand |4 n pyp 120.00 Capacity development in TVET

GOl — HRD 10" FYP 194.00 HRD for private sector, Skills Training
Programme

World Bank — Generic Skills Devel- th Skills development in the IT/ITES

opment for IT/ITES sector 107FyP 55.00 sector

World Bank — IDF 10" FYP 16.50 Skills development |n. cqnstructlon,
arts & craft and hospitality sector

UNDP 10" FYP 0.90 Skills development inhospitality sector

Strengthening quality of TVET in 10" FYP Technical assistance Improve quality and relevance of elec-

Bhutan — JICA trical programmes

GOl — HRD for critical sector 11" Fyp 300.00 Skills development in the critical (eco-
nomic) sector

G teed Empl t Sch

( Gf’glr?” eed Employment scheme 11" Fyp 550.00 Skilling and employment
Skills devel tin th tructi

0SD4CS (HELVETAS) 11" FYP 141.05 s development in the construction
sector

Institutional Strengthening for skills ADB 38.40 Improve relevance of TVET

Source: Information provided by DHR, MoLHR July 2015
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TVET Assessment

Key Strategic Issues

Bhutan has experienced rapid socio—economic growth and development since the start of
planned economic development in 1961. Some of the development challenges facing Bhutan are
increasing youth unemployment and human resources shortages in critical sectors. There has
been a prolonged problem of skills gap between demand and supply of human resources. One of
the main hindrances in the private sector development has been the shortage of skilled human
resources. Developing indigenous human resources has become a priority development objective.
Further, the institutional arrangements and capacity to address the emerging problems have
lagged behind development aspirations and must now catch up if they are to make their expected
contribution to economic and social progress.

Table 9 — Bhutan unemployment trend

Indicators 2009 2010 2011 2012 2013
Labour Force Participation Rate (%) 68.5 68.6 67.4 64.4 65.3
Male 72.8 73.6 72.3 65.7 721
Female 64.6 63.9 67.4 63.2 58.9
Unemployment Rate (%) 4.0 3.3 3.1 21 29
Male 2.6 2.7 1.8 1.9 2.2
Female 5.3 4 4.5 2.2 3.7
Youth Unemployment Rate ( % ) 12.9 9.2 9.2 7.3 9.6
Male 10.7 71 6.8 7.3 9.2
Female 14.7 11 10.9 7.2 9.9

Source: MoLHR: Labour Force Surveys, 2013

Therefore, TVET is seen as one of the main strategies for gainful employment. Aligning TVET
towards needs of the economy and meeting aspirations of the people, especially the youth, have
become vital to take the TVET agenda forward.

Following are some of the key issues that need to be addressed to revitalise TVET, which is based
on the Problem Tree Analysis (refer Annex I), SWOT Analysis (refer Annex Il) and the Systems
Approach for Better Education Results (SABER) workforce development (WfD) country report for
Bhutan (Annex IlI).
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Low Economic Relevance

The Economic Development Policy (EDP) 2010 has identified priority economic sectors and
the NHRD Policy 2010 was developed to complement the EDP. However, skills development is
implemented by TVET agencies in isolation through ad hoc consultation with stakeholders. There
is no proper mechanism in place to align skills development to economic priorities of the country.
Aligning skills development to economic priorities would be greatly enhanced by the establishment
of a national HRD council as outlined in the NHRD Policy 2010.

The MoLHR has is the apex agency for national human resources planning and development.
MoLHR also plans, coordinates and implements TVET programmes. However, there is limited
participation of employers in setting TVET priorities. One of the major constraints has been the
capacity of the employers in developing their own strategic plans. MoLHR is also implementing
programmes to strengthen the employers through the HRD support in training and development
needs. Establishment of sector skills councils consisting of key TVET and HRD stakeholders will
enhance the coherence of key strategic TVET priorities.

Low Social Relevance (access, equity and social values)

Skills development in the country is limited in programmes and the capacity to absorb increasing
numbers of school leavers. In addition, skill development programmes that are prioritised do
not meet the aspirations of the youth. This has led to some programmes being undersubscribed
and TVET graduates not taking up related employment. This has exacerbated the poor social
acceptance of TVET, which has been affected by several factors such as poor working conditions
and low wages of TVET occupations.

Ineffective Training delivery

Training delivery of the TVET institutes has been criticised by employers for not being effective,
as they do not prepare jobseekers in the skills and attitudes needed for employment. Employers
expect higher competency in core skills as well as soft skills of the TVET graduates. This can be
attributed to weak linkages between the industry and the institutes in on the job (OJT), and setting
facilities and equipment standards.

Further, the training delivery capacity of the TVET institutions is weak and the programme design
does not provide holistic development of TVET trainees.
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Ineffective Management and administration of training delivery

There are several agencies that oversee TVET provision, such as the Ministry of Education, Ministry
of Economic Affairs, Ministry of Agriculture and Forests, Royal University of Bhutan, Ministry
of Health and Tourism Council of Bhutan. These agencies have their institutions and they also
administer skills development in their sectors, whereas the MoLHR is the apex and nodal agency
to coordinate TVET in the country. However, there has been weak national level coordination to
bring cohesion and collaboration to TVET efforts and delivery, resulting in duplication of skills
development and inefficiencies.

One of the major issues is the weak institutional arrangement for education progression and
permeability for TVET graduates. Despite having the BQF and BVQF, smooth transition from
vocational education to academic and vocational colleges as vocational programmes do not
prepare TVET graduates forthe pursuit of academic higher education. One possible remedy is closer
cooperation between secondary vocational training programmes and universities in programme
curricula design to facilitate students’ transition to higher education. Also, there is a need to set up
accredited assessment centres to facilitate recognition of prior learning.

Further, quality of training delivery in the country is affected by the reluctance of training providers
to adopt national competency standards. There are no incentives for the training providers to
accredittheir programmes and establishQMS. Furthermore, the weak management capacities and
the inflexible recruitment and career progression policies for public TVET providers administered
by the MoLHR have weakened the capacities of these institutes to meet TVET needs.

Weak internal efficiency and sustainability

AlthoughTVET is recognised as the backbone of a country’s economy and strategy for employment
generation, the MoLHR is the only visible champion of TVET. There is weak and adhoc advocacy for
TVET by top level leadership and non—-government agencies. There is no widespread awareness of
TVET reforms and initiatives. This has led to insufficient funding of TVET over the years. There is no
mechanism to ensure equity and sustainability in TVET funding.

Further, the use of data to monitor, evaluate and improve TVET performance is limited. No
significant improvements have recently been made based on data. There is a need to streamline
and harmonise TVET database management systems and also establish a more holistic approach
to TVET research.
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Appendix 2 — SWOT Analysis adapted for
TVET sector

Strengths

Weaknesses

Strategic focus of MOLHR on TVET

Clearly defined roles of private TVET
providers

BVQF is established and competency
standards for major occupation defined

Strong protocol for assuring credibility of
skills assessment and certification

Accreditation standards for training quality
are well established

Effective RPL system in place

Institutionalised support services for skills
acquisition.

Adequate system to regulate and monitor
private training provision

Weak and ad-hoc TVET advocacy programmes at the top
leadership level

Lower social acceptance of TVET

Lack of established system for aligning skills development
interventions to economic priorities and meeting youth aspirations

Mismatch between level of competencies of TVET graduates and
employers’ expectations

Employers’ participation in setting TVET priorities and skill up
gradation programmes is limited to few areas

WED/ TVET is fragmented and coordination between governing
agencies is weak

Insufficient OJT Period

Government does not seek participation of Industry in setting
facilities/equipment standards

Insufficient fund

Limited TVET programmes offered by the public TVET institutions
No mechanism to ensure equity in TVET funding

Lack of holistic development of TVET trainees

Adoption of competency standards by training providers is weak
Lack of widespread awareness of National Certificates

Educational progression and permeability is not supported by
existing institutional arrangement

No accredited assessment centres

Limited autonomy (only operational autonomy) and weak
management of TTls

No research institutions for TVET
Weak training delivery capacity in the public training institutes
Lack of career progression for TVET instructors

Limited use of data to monitor and improve programme and
system performance

Existing wage rates don’t encourage TVET graduates to seek
wage employment
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Endnotes

*Extracted from the 3rd National HRD Advisory Series.

2As per registration directory of DOS.

3The survey was conducted targeting all registered training providers in the country. A total of 65 TVET
providers participated in the TVET Institutions survey.

“Extracted from the 3rd National HRD Advisory Series

5 Extracted from the 3rd National HRD Advisory Series

é11th FYP HRD Masterplan for the Economic sectors (2013-18)

7Source: VETD, DHR

8Extracted from the 3rd National HRD Advisory Series and Tracer Study Report of MoLHR

9 Source: gth, 10th and 11thFYP Document. However, actual allocation of funds may differ from the planned
allocation
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The SABER TVET Assessment

Status

Strategic Framework

Strategic framework is assessed at a high “emerging” level. The Ministry of Labour and
Human Resources (MoLHR) is committed to enhancing skills as part of its strategy
for employment and human resources development. The government recognizes the
challenges of aligning the Technical and Vocational Education and Training (TVET)
system to the needs of a rapidly growing economy and will be articulating an explicit set
of policies and strategies, with specific targets and operational plans, to strengthen the
system.

System Oversight

System oversight is assessed at the “emerging” level, reflecting the fact that while
articulation mechanisms enable training institutions to create diverse learning pathways,
public perception of these opportunities is low; that funding for TVET is not adequate or
based on explicit criteria with performance indicators; that partnerships between TVET
authorities and other stakeholders are ad—hoc; that training providers lack incentives to
seek and retain accreditation; and that occupational standards required for competency—
based testing and certification are available for only selected occupations

Service Delivery

Service delivery is assessed at the high “emerging” level, consistent with the fact that
while the government’s policy of encouraging private provision of vocational training has
stimulated an impressive expansion in the number and diversity of private vocational
training institutions, the quality of service provision remains inadequate. In addition, the
monitoring and evaluation system has been developed for non—state training providers,
but not enforced effectively.

Emerging

0000

Emerging

0000

Emerging

0000
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Introduction

Over the last decade, Bhutan has worked to strengthen the Technical and Vocational Education
and Training (TVET). TVET reforms such as the establishment of Bhutan Vocational Qualifications
Framework (BVQF), Competency Based Training (CBT), quality assurance standards and systems
have been institutionalized. Another major focus of the country in the TVET sector was to
increase access and enhance training delivery. Hence new TVET institutes were constructed and
TVET programs were diversified to achieve these two objectives. Further, training providers are
supported in trainer capacity building through Training of Trainers (ToT) and DACUM facilitation
workshops (45%" of the surveyed training providers have availed of these services). Also, private
sector participation in TVET was encouraged to improve access to TVET.

SABER WfD: A New Diagnostic Tool?

To inform policy dialogue on these important issues, this report presents a comprehensive
diagnostic of the country’s Workforce Development (WfD) policies and institutions. The results
are based on a new World Bank tool designed for this purpose. Known as SABER-WfD, the tool
is part of the World Bank's initiative on Systems Approach for Better Education Results (SABER)3
whose aim is to provide systematic documentation and assessment of the policy and institutional
factors that influence the performance of education and training systems. The SABER-WfD tool
encompasses initial, continuing and targeted vocational education and training that are offered
through multiple channels, and focuses largely on programs at the secondary and post—secondary
levels.

Analytical Framework

The SABER tool is based on an analytical framework* that identifies three functional dimensions
of WfD policies and institutions:

Strategic Framework, which refers to the praxis of high—level advocacy, partnership, and
coordination, typically across traditional sectorial boundaries, in relation to the objective of
aligning WfD in critical areas to priorities for national development;

System Oversight, which refers to the arrangements governing funding, quality assurance

and learning pathways that shape the incentives and information signals affecting the choices of
individuals, employers, training providers and other stakeholders; and
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Service Delivery, which refers to the diversity, organization and management of training
provision, both state and non-state, that deliver results on the ground by enabling individuals to
acquire market— and job—relevant skills.

Taken together, these three dimensions allow for systematic analysis of the functioning of a WfD
system as a whole. The focus in the SABER-WfD framework is on the institutional structures and
practicesof public policy makingand what they reveal about capacity inthe systemto conceptualize,
design, coordinate and implement policies in order to achieve results on the ground.

Each dimension is composed of three Policy Goals that correspond to important functional aspects
of WD systems (see Figure 1). Policy Goals are further broken down into discrete Policy Actions

and Topics that reveal more detail about the system.s

Figure 1 — Functional Dimensions and Policy Goals in the SABER-WfD Framework
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Implementing the Analysis

Information for the analysis is gathered using a structured SABER-WfD Data Collection Instrument
(DCI). The instrument is designed to collect, to the extent possible, facts rather than opinions about
W{D policiesandinstitutions. ForeachTopic, the DCl poses aset of multiple—choice questions, which
are answered based on documentary evidence and interviews with knowledgeable informants. The
answers allow each Topic to be scored on a four—point scale against standardized rubrics based on
available knowledge on global good practice (See Figure 2).6 Topic scores are averaged to produce
Policy Goal scores, which are then aggregated into Dimension scores.” The results are finalized
following validation by the relevant national counterparts, including the informants themselves.

Figure 2 — SABER-WfD Scoring Rubrics

3 Established

Systemic good
practice

Emerging 2
Some instances of
good practice

Latent 1 . 4 Advanced
Limited Systemic good
Engagement practice meeting

global standards

The rest of this report summarizes the key findings of the SABER-WfD assessment and also
presents the detailed results for each of the three functional dimensions.

Overview of Findings and Implications

The SABERTVET benchmarking results reveal that Bhutan is on the right track with its policies and
institutions for TVET. However, critical gaps remain between the demand for and supply of skilled
and qualified workforce. The analysis reveals issues in specific aspects of policies and institutions
pertaining to the TVET system’s strategy, oversight and service delivery.
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Overview of Results

Bhutan'’s overall scores for each of the three functional dimensions in the SABER-WfD framework
appear in Figure 3. Simple aggregation of the scores that feed into each functional dimension
point to the following results: the scores for Strategic Framework (2.5), System Oversight (2.1)
and Service Delivery (2.5) are at the emerging level. As elaborated in the introduction, the score
for each functional dimension is an aggregation of the scores for the underlying Policy Goals
associated with it (see Figure 4).

Figure 3 — Overview of findings and implications

2 3 2

Strategic System Service
Framework Oversight Delivery

Figure 4 — Bhutan Benchmarking Results, 2015
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On Strategic Framework:

Figure 5 — Aligning TVET to Key Economic and Social Priorities

Overall

Strategic 1. Direction
Framework 2. Demand-led

23
@ ! 2.8

|
[
| 23
[
[

3. Coordination |

g
M -
w
N

e Though TVET involves multiple stakeholders and beneficiaries, the Ministry of Labour and
Human Resources (MoLHR) is the only visible champion for TVET in Bhutan. Roles of TVET
stakeholders require greater clarity and coordination to reduce fragmentation and overlap
of initiatives to improve workforce skills development.

e TVET advocacy needs to be further strengthened and mainstreamed.

e There are no systematic formal assessments of the country’s economic prospects and their
implication for skills requirements. Regular assessments on skills demand and economic
prospects are not conducted to tie skills development programs to skills demand of the
economy. The MoLHR has initiated work on the National Workforce Development Plan
(NWDP).

e The Economic Development Policy 2010 is also currently being reviewed to consider
integration of economic development, employment and human resource requirements
among others.

e The voice and the participation of business and industry in establishing and implementing
TVET priorities is passive, ad-hoc and quite limited. Their participation is limited due to
the capacity constraints within the industries and lack of financial and non-financial (tax
subsidies, government procurement preference and others) incentives for them.

e The MoLHR is identified as the apex body for human resource development of the nation
as well as the nodal coordinating body for the national HRD. However, coherence of key
strategic TVET priorities is still an issue as different government agencies provide their
sector specific TVET trainings.

e The MoLHR assessment shows a need for mandatory industry representation in every
governing board for all training providers. Further, mechanisms such as the sector skills
council, as recommended in the National Employment Policy, 2013 is desired to facilitate
industry participation in TVET.
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e The division of responsibilities for management information systems, monitoring and
evaluation and other functions for workforce development are scattered over many agencies
and tend to overlap.

On System Oversight:

Figure 6 — Governing the System for Workforce Development

Overall
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e Funding for initial, continuing and targeted vocational education and training is mostly
government supported and sourced from taxation and donor support. There are no alternate
funding strategies to ensure committed and regular support to TVET. Furthermore, there is
no system to ensure effective fund allocation to TVET implementers based on performance.
However, the recent Youth Employment Scheme (YES) and Graduates Skills Program (GSP)
are good examples of performance based ( meaning job placement rate) fund disbursment.

e Accreditation would help ensure the quality of training programs; however, there are
no tangible incentives except acquiring national certification for the training providers.
Accredited courses are recognized by the Government and eligible for national certification.
Currently, only 60 occupations have standards, out of which only 10 are being used for skills
testing.

e There is a lack of legislation and/or regulations backing implementation arrangements
to promote educational progression and permeability through multiple pathways for
TVET students. Recognition of Prior Learning (RPL) for skills exists; however, the capacity
to conduct RPL is weak. Skills up—gradation programs for workers, jobseekers and the
disadvantaged are limited by funding constraints and weak in—country training and
assessment capacity.
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On Service Delivery

Figure 7— Managing Service Delivery

Overall

|
|
Service 7. Excellence —@ 25
- |
Delivery 8. Relevance : @ | 24
| | | |
9. Accountability | | B . 2.6

e Registration Regulation policies for training providers are strong and monitoring is
institutionalized to ensure compliance. These training providers are rated based on their
fulfillment of the registration standards.

e Since funding mechanisms do not reward better performance, public institutes are not
incentivised to perform better. The annual performance agreement (APA) provides a general
progress monitoring but do not reveal the effectiveness and efficiency of the institutes in
quality of TVET.

e There is some industry participation in curricula development to ensure market relevance
of training programs. However, the industry involvement to enhance institute facility
standards is non—existent and there are no TVET research institutes in Bhutan.

e Publictraininginstitutes are for most part autonomous in enrolment, planning, procurement
and budgeting of activities in line with Human Resource Development (HRD) priorities.
However, recruitment of trainers and staff are not up to the discretion of the institute
management but are dependent on the Royal Civil Service Commission (RCSC). Capacity
building programs of the institutes are constrained by limited funding.

e Overall, use of data to monitor and evaluate programs and system performance is limited,
and no significant improvements have been made based on data. Further, database
management systems are not streamlined and harmonized under one agency to provide
useful consolidated data for effective planning, monitoring and evaluation of HRD programs
including TVET programs.
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Detailed Results: Dimension 1

Strategic Framework

Policy Goal 1 | Articulating a Strategic Direction for TVET

Policy Goal 1 examines detailed results for the underlying Policy
Actions as shown below and highlights the degree to which the country
prioritizes TVET, whether its priorities are based on assessments of
future economic prospects, and whether existing policies take such
analyses into account. Overall the score for this Policy Goal is at the 1
emerging level (score = 2.3).

* Provide sustained advocacy for TVET at the top leadership level

The MoLHR is the only visible champion for TVET in Bhutan. However, the advocacy for TVET is
not based on social researches of the TVET takers and their parents, policy makers and public at
large. . Though there are no visible champions from the non-government agencies, some have
been partnering with the MoLHR in various TVET related activities and initiatives. Government
has not emphasized the importance of TVET in the country firmly and consistently. Turning this
attention or emphasis to action has been the purview of the MoLHR. Until now, the MoLHR has
focused its advocacy strategy towards youth and young job seekers through programs such as
skills competition, TVET Winter camp, career counselling and by branding TVET with the ‘Get
skilled. Be somebody!” slogan and ‘one—one-zero’s phrase. In recent years, there has been some
constricted collaboration between MoLHR and industries/industry bodies in construction, tourism
and hydropower and with industry associations like Construction Development Board for TVET
advocacy, standards, curricula, training delivery and assessment.

While the Ministry of Education (MoE) and the MoLHR play key roles in policy development in
workforce development, there is no clear roles and coordination between the two ministries to
reduce fragmentation and overlap of initiatives to improve workforce skills development. This
pertains to defining roles of MoE in preparing students till the secondary level for the world of work
and MoLHR imparting the technical skills for employment. The Education Blueprint stipulates
a clear education pathway, which is expected to bring greater clarity in the overall work force
development initiatives of the government.

The broad area of workforce development that the MoLHR has emphasized as a priority isthe TVET
sector. The MoLHR has programs such as integration of TVET orientation in schools and enhancing
access to TVET through establishment of additional facilities. Skills trainings are also offered
through alternative mode of programs, such as, Village Skills Development Program (VSDP), Skills
Training Program (STP) and Apprenticeship Training Program (ATP). The STP for priority economic
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sectors is currently being offered through Youth Employment Skills (YES), Graduate Skills Program
(GSP), and Skills for Employment and Entrepreneur Development (SEED). Further, MoLHR
provides HRD support to the workforce engaged in the critical sectors. Most of these programs
have evolved over the years in accordance to the requirement of the industry and priorities of the
Government. Private participation in TVET delivery has also been enhanced and strengthened in
the last five years through development of the Establishment Regulation.

Policy Goal 2 | Prioritizing a Demand-led Approach

Policy Goal 2 examines the important role users of skills play in

influencing TVET outcomes. The Policy Actions under this Goal focus B 3

on the following: establish clarity on the demand for skills and areas

of critical constraint and engage employer in setting TVET priorities

and in enhancing skills upgrading for workers. Overall the score for 1 4
this Policy Goal is at the emerging level (score = 2.3).

e Establish clarity on the demand for skills and areas of critical constraint

There are no systematic formal assessments of the country’s economic prospects and their
implication for skills requirement. However, some assessments are carried out by various agencies
on an ad-hoc basis that generally cover only a few economic sectors. Regular assessments on
skills demand and economic prospects need to be conducted to narrow down the gap between
skills development efforts and skills demand of the economy. In additional to the HRD Advisory
generated on annual basis, the MoLHR has initiated work on the National Workforce Development
Plan (NWDP) with the aim to identify skills requirements in the economic sectors.

The Economic Development Policy (EDP) 2010 has identified priority economic sectors such as
construction, agriculture, tourism, ICT and others. However, critical skills constraints in these
sectors are identified through ad—hoc or informal assessments. The MoLHR carries out stakeholder
consultative meetings (one example is the employment creation taskforce meeting held in March
2015) with industries and employers to assess skills need in different sectors. Further, the 3rd
National HRD Advisory also highlights areas of skills development based on the EDP 2010 but
these areas needs to be further validated by the industry.

The EDP is currently being reviewed by the Ministry of Economic Affairs (MoEA) to consider
integration of economic development, employment and human resource requirements among

others.

The National HRD Policy, 2010 under clause 10.1 also clearly states “Vocational education shall be
planned and developed in line with the labour market demands”.
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e Engage employers in setting TVET priorities and in enhancing skills—upgrading for workers

The Royal Government of Bhutan acknowledges the role of industries and employers in defining
strategic TVET priorities in the country especially with regard to TVET. However, TVET has been
Governmentdriven and participation from the industries and the private sectoris weak and limited.

The Bhutan Vision 2020 highlights the importance of the private sector as the ‘engine of growth’—
meaning main sector for tax revenue and employment generation. The industry provides input
through consultative meetings, which are carried out as and when needed. Some of the best
examples of programs, which have taken into consideration employers’ participation, are the
Guaranteed Employment Program (GEP) and the employment based approach to skills training
like YES and GSP. Further, there is employers/industry participation in defining occupational
standards. Few training programs like heavy vehicle driving have beenintroduced in TTI-Samthang
to specifically meet industry’s requirement. The GEP provides avenue for employers to get skilled
individuals or individuals with financial allowance from the Government for a limited period.

Employers and industry associations are involved in three major areas of TVET implementation;
(i) Work placements such as ATP, On-the—job Training (OJT), industry attachments/tours for
instructors and trainees; (ii) Industry experts are involved in curriculum development for all courses
offered atthe TVET providers under the MoLHR; and (iii) Industry experts are a part of the Technical
Advisory Committees (TAC) for the setting of National Competency Standards (NCS). However,
participation in these areas has been weak and limited and for most part, employers and industry
associations do not prioritize involvement in TVET at any level. This may be attributed to fact that
foreign workers who are cheaper than national workers are meeting most of skills requirements in
major economic sectors like construction.

The Government provides HRD support to the private sector to develop and upgrade skills
through HRD programs that are either fully funded by the Government or thorugh bilateral/
multilateral donor offers. The MoLHR since its inception has been implementing HRD for private
sector wherein HRD programs at different level ranging from short-term training to masters level
training (both ex—country as well as in—country). Further, the HRD Masterplan addresses the needs
of the private sector and requirements for skills upgrading to ensure private sector growth and
generate employment. This support has now expanded to all non—civil service sectors (meaning
all agencies which are not under the purview of the RCSC). In addition to this, the Government
also provides skilled supervisor training to senior employees for effective TVET delivery during OJT
and industry attachments. The Government also provides skill up grading for the informal sector
through entrepreneurship training and other soft skills development programs.

These programs are largely donor funded and Bhutan does not as yet have a funding scheme put

in place for upskilling of the workforce such as a levy grant scheme. Those programs funded by the
Government are appropriated through regular annual budgeting.
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Regular Impact assessments for skills training efforts have not been carried by MoLHR. Also,
strategies to address critical challenges in the future supply of skills such as relevancy and quality
of TVET programs, capacity of the TVET providers to meet the skills demand in terms of numbers,
making TVET a mainstream choice for Bhutanese have been not been cohesive or harmonized.
Assessmentsthathaveresultedinrecommendations have hadsignificantdelaysinimplementation.
For example, the BVQF strategy document was formulated in 2002 and the VET policy in 2005.
However, actual implementation and reforms to the TVET system were effected only by late 2009
— early 2010. There is no implementation framework and committed funds in place to conduct
routine and timely assessments to inform policy reforms, and promptly implement subsequent
recommendations. An excpetion is the consistent implementation review of STP program. The
program has evolved and lessons learned have been incorporated in the subsequent program
implementation.

Policy Goal 3 | Strengthening Critical Coordination

Policy Goal 3 examines the strength of critical coordination among key
stakeholders to ensure effective TVET. The Policy Action associated
with this goal is concerned with the formalization of key TVET roles

for coordinated action on strategic priority. Bhutan scores at the
established level of development for this Policy Goal (score = 2.8).

e Formalize key TVET roles for coordinated action on strategic priorities

There are different agencies responsible for TVET in the country. Some of these agencies are
the MoLHR, MoE, Royal University of Bhutan (RUB), Royal Civil Service Commission (RCSC) and
Khesar Gyalpo Univerisuty of Medical Sciences of Bhutan(KGUMSB) among others. There are few
areas of overlap, such as, entrepreneurship program which is being provided by both government
and non-government institutions. Further, skills training are offered by different agencies and
institutions (eg: MoAF, CSOs, Corporate bodies, MoEA, private training providers and others).
Currently, there are no formal mechanisms put in place to ensure coordination of TVET strategies
and programs across ministries and agencies as the MoLHR has not taken a proactive approach to
develop and implement a mechanisem to coordinate different agencies invioved in TVET delievery
eventhough it is mandated to do so. The NHRD policy 2010 was the first initiative towards bringing
colloborative and coordinated effort to HRD at the national level. The NHRD policy also highlights
the importance of national level coordination body to resolve program overlap and coordination &
cooperation among different HRD agencies. There is absence of a national HRD council consisitng
of key TVET and HRD stakeholders ( eventhough it was recommended by the Employment Policy),
which can otherwise ensure coherence of key strategic TVET priorities
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With the formulation of the NHRD policy 2010, the Royal Government mandates the MoLHR to be
an apex agency for developing HRD frameworks, facilitating coordination among different HRD
agencies and monitoring and integrating HRD plans, services and activities. This was to ensure
that the MoLHR bought a coordinated effort among different implementing agencies to meet
the human resource requirements of the country. However, efforts to facilitate coordination have
been lukewarm: till now.

Figure 8 — Schematic showing the relationships of the MoLHR with other agencies®

Non government bodies such as employer/industry group, civil society organization and training
providers have an important role to play in the TVET delivery and are guided by the Establishment
Regulations and the Registration Regulations launched in 2010. The Establishment Regulation
fostered establishment of TVET delivery by non government providers. Since its launch, there
has been increasing number of providers in TVET delivery. As per the Registration Regulation,
as long as the training providers are registered, they can provide TVET programs. There has
also been increased coordination between government and non—-government stakeholders for
training delivery, skills demand and structuring TVET reforms. However, there is no clear division
of responsibilities for management information systems, monitoring and evaluation and other
functions thereby leading to overlapping and duplication of activities.

Two of the main TVET programs with MoLHR are the formal training offered through the TTls/IZCs
and the STP. Both programs are guided by the 11th FYP and the HRD Masterplan of the MoLHR
which are accompanied by the budget requirement for the programs. The high rating for this policy

goal comes from the fact that these programs are well established.
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Most TVET programs offered by the MoLHR have detailed implementation plans and are budgeted
annually as well as in the multi year plans. These programs are also monitored systematically and
coordination among the implementing agenices are institutionalized. However, programs offered
by non—government agencies apart from the Government sponsored training ( which are based
on labor market demands) in private institutes are still not coordinated with the labour market
requirement and the TVET stakeholders.

Detailed Results: Dimension 2

System Oversight

Policy Goal 4 | Ensuring Efficiency and Equity in Funding

Policy Goal 4 focuses on the government’s role in providing stable

funding for effective programs in initial, continuing and targeted 2 3
vocational education and training; monitoring and enhancing equity

in funding for training and facilitating sustained partnerships between

training institutions and employers. The score for this Policy Goal is 1 - 4
barely at the emerging level of development (score = 1.77).

e Provide stable funding for effective programs in initial, continuing and targeted vocational
education and training

The government mobilizes funds through general taxation and donor funding. Student fees are
a source of funding only for the private training providers and only in certain vocational fields
such as tourist guide and ICT. The majority of TVET providers are dependent on the Government
for funding, either through annual budgeting for publicly-owned institutes or through public
funding for programs that are delivered through private providers. Expenses for Initial Vocational
Education and Training (IVET), Continuing Vocational Education and Training (CVET) (e.g. on-the-
job training, career development) and Training-related Active Labour Market Programs (ALMPs)
offered by public training providers (TTls and 1ZCs) are supported from the Government fund.

The MoLHR is the responsible for prioritizing capital investment in TVET and other HRD programs.
Hiring of manpower is decided by the RCSC and the concerned agency. Ministry of Finance
appropriates non-salary operational spending to deliver training services. The main mechanism
used by the government to provide recurrent funding for training is through budget allocation to
public training providers and implementers.
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The MoLHR’s fund for IVET institutions and programs is allocated through routine annual
budgeting. The previous year’s budget, introduction of new programs and enrolment status is
used for subsequent budget to IVET institutions and programs. The annual budgeting is guided by
the Five Year Plan (FYP) overall allocation of the Government.

MoLHR and the RUB are responsible for recurrent funding for CVET, which is decided through
ad-hoc processes. One such program is the OJT and ATP. However, these programs have not been
reviewed for impact assessment. The higher—level courses at National Certificate level Il have
been introduced to support individual career or professional development. The impact study of
this program has not been carried out.

The MoLHR and the RUB are further responsible for recurrent funding for ALMPs and the
beneficiaries are unemployed individuals. STP and VSDP are the two major training-related ALMPs
supported by the government. The above two programs are decided by taking into consideration
the employers’ and community’s needs. The implementing agencies are involved in the planning
and budgeting process. Training provision is implemented in partnership with training providers
and communities. Programs are formally reviewed for their impact. However this has not led
to change in program funding from the Government due to austerity measures taken by the
government in the face of reduced government expenditure.

Bhutan has allocated less than 1.5%° of the total planned Government budget over the past decade
to TVET. Government needs to match funding priorities to realize full employment — a major

National Key Result Area identified in the 11" FYP, through skills development.

Table 1 — Capital Budget allocation for TVET in gth, 10th and 11th FYP Document®

Budget in million 9th FYP 10th FYP 11th FYP

g (2002-08) (2008-13) (2013-18)

Total Government Budget 70,000.00 73,611.76 92,000.00
MoLHR budget outlay 691.524 1438.467 1914.85
TVET Budget (DHR + DOS+ 6 TTls + 2IZcs) 500.00 1113.632 1025.2
% of TVET budget against total Government Budget 0.714% 1.513% 1.111%
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e Monitor and enhance equity in funding for training

There are formal processes put in place to allocate funds, but no explicit criteria to review the
effectiveness or efficiency of budget allocations.

Further, there are no explicit criteria to encourage performance or efficiency in spending. The
current system promotes inefficiencies in allocation and inequalities among training providers.
Funding principles are not tied to enrolment and outcomes such as the number of graduates, and
the placement of graduates in internships and jobs.

However, under STP programs such as YES and GSP, there are mechanisms to provide funding
support to the partnering training provider based on job placements of graduates.

e Facilitate sustained partnerships between training institutions and employers

The MoLHR has partnerships with Training Providers and Employers. This partnership also exists
within the TTIs/IZCs wherein industries provide access to their facilities and personnel. They
also participate in deciding the content of training and contribute in development of standards
and curricula. A good example would be the partnership between MoLHR and the Construction
Development Corporation Limited (CDCL) and the TTI-Samthang and Central Machinery Unit
(CMU). Mechanisms are put in place to coordinate resource sharing, sharing of technical knowhow,
influence over content of training and personnel. The employers also provide employment
opportunities to the graduates. However, these partnerships have been limited to only few sectors
and are government led.
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Policy Goal 5 | Assuring Relevant and Reliable Standards

Policy Goal 5 examines how the system can assure the quality of both
the services offered by training providers and of the skills acquired

by individuals through reliable procedures for accreditation and skills
certification. The score for this Policy Goal is at the emerging level 1
(score =2.3).

e Broaden the scope of competency standards as a basis for developing qualifications
frameworks

The MoLHR has oversight responsibility for competency standards development. Competency
standards have been developed for 60 different occupations have been developed thus far. The
MoLHR through the Department of Occupational Standards (DOS) has BVQF in place. However,
competency standards cover limited range of skills areas. Training providers, employers or industry
associations, national professional bodies and government ministries or specialized agencies are
involved in policy dialogue on competency standards on a routine and institutionalized basis. All
key stakeholders are engaged in setting competency standards for major occupations. However,
few training providers offer accredited programs utilizing competency—based curricula aligned to
the agreed standards.

e Establish protocols for assuring the credibility of skills testing and certification

Few occupations are certified in skilled and semi-skilled occupations whereby testing protocols
are standardized and publicized. The DOS under the MoLHR is responsible for competency-
based testing. Only a few types of tests and assessments are administered. The MoLHR has not
taken measures in the last three years to manage the cost of skills testing and certification. Skills
testing is a balance measure of both theory and practice and the National Certificate is awarded
upon successful completion of the tests. In most of the cases the certificate is not required for
practitioners of this occupation. However, government policy and recent trend has shown that
the national certificate is gaining recognition among employers. For example, Bhutan Power
Corporation (BPC) recognizes national certification issued by DOS for career progression and
commensurable remuneration.

* Develop and enforce accreditation standards for maintaining the quality of training
provision

Bhutan so far has no system in place to accredit training providers. However, a system is in place
to accredit training programs, which is executed by the DOS under the MoLHR. In absence of
institute accreditation, the Registration Regulation has been put in place to establish and enforce
minimum quality standards in the country. Registration is also tied with the licensing system and

training providers are required to renew registration on a timely basis.
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Accreditation is not mandatory for training providers but is encouraged to obtain certification
that is nationally recognized. The MoLHR established the accreditation standards for training
providers through internal consultations only. The accreditation standards have not been reviewed
since they were only developed in 2010. Currently there is no incentive mechanism put in place to
encourage program accreditation. However, getting a program accredited results in national level
certification which allows indirect benefits to the training providers since it attracts trainees. The
BVQF allows for learning pathways, which encourages training seekers to take up national level
certification courses rather than those that are merely institute certified.

However, for public vocational institutes under the purview of the MoLHR, accreditation of
courses are tied with performance mandates and therefore, these institutes are required to meet
accreditation standards.

Policy Goal 6 | Diversifying Pathways for Skills Acquisition

Policy Goal 6 examinesthediversity of programsand ease of movement
between them, whether or not the system facilitates skills upgrading

by providing information on emerging trends and recognition of prior
learning, and how well the system is able to adapt to changing skills 4
demand. The score for this Policy Goal is at emerging level (score =
2.30).

e Promote educational progression and permeability through multiple pathways for TVET
students

The Bhutan Qualifications Framework (BQF) and the BVQF are the salient documents that highlight
the educational progression and permeability through multiple pathways for TVET students. No
separate academic and vocational/technical streams are offered at the secondary level in the
schools. However, students have options to pursue TVET programs after secondary education in
the registered institutions or RUB polytechnics/college.

Graduates from vocational secondary institutions (Technical Training Institutes —TTls) are allowed
to apply to both vocational and academic colleges. However, smooth transition from vocational
education to academic and vocational colleges is hindered by the fact that vocational programs do
not prepare TVET graduates for the pursuit of academic higher education. One possible remedy is
closer cooperation between secondary vocational training programs and universities in program
curricula design to facilitate students’ transition to higher education.
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The general public has little to no knowledge of the pathways to skills acquisition. Most of the
knowledge is through word of mouth and from friends and family. There is no single institution
with legislative authority to enforce the BQF, which does not provide suitable implementation
arrangements to promote educational progression and permeability through multiple pathways
for TVET students.

It is to be noted that those that have taken up vocational programs not in line with the BVQF are
not eligible for these pathways.

Table 2 —The Bhutan Qualifications Framework developed by Bhutan Accreditation Council*

Level School Education Vocational Education University Education
8 Doctorial
7 Masters
6 Bachelor
5 ND1 & ND2 Diploma
4 BHSEC NC2 & NC3
& BCSE NC1
2 LSE
1 PE

e Facilitate life-long learning through articulation of skills certification and recognition of
prior learning

Lifelonglearningisnotanew conceptinBhutan.The MoE initiated the Adultliteracy and non—formal
education (NFE) programs in 1992.*2 Further, the MoE started the continuing education program
in 2006 in Thimphu®and also offers distance education programs. Recently, the Government is
looking at strengthening career education and counselling into the education system, which is a
joint effort between the MoE and the MoLHR.

The MoLHR is still in the process of putting in place the Recognition of Prior Learning (RPL) to
recognize skills of those who have not undergone any formal training but the progress has been
very slow and concrete procedures are yet to be seen. The DOS, MoLHR is the responsible agency
to implement RPL. About 200 individuals have been certified under RPL till date. RPL is also
integrated into the BVQF and advocacy activities have been carried out to inform people and
employers about RPL.
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Figure 9 — Schematic illustration of the three major stakeholders and the linkages between each
as well as labour market*
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e Providesupportservicesforskillsacquisitionbyworkers, job—-seekersandthedisadvantaged

MoLHR provides in—service human resource development of those engaged in the workforce.
These programs are implemented based onthe HRD Master Plan of the MoLHR, which is developed
in alignment with the FYP of the Government. The programs range from short-term to long—term,
with the programs being implemented both within the country and outside the country. The
implementation of the Master Plan is reviewed on its conclusion to assess outcomes and impact
of the program. The current plan (22th FYP HRD Master Plan for the Economic Sector) for eight
economic sectors aligned with the EDP of the Government are currently under implementation.
Further, the NHRD policy mandates employers to provide at least 48 hours of training in a year for
each of its employees.

Both the formal and alternate modes of TVET programs offered by the MoLHR are accessible
to all sections of society, which also includes the disadvantaged. The program is budgeted
annually. These programs are monitored as part of an institutionalized and routine practice of the
Department of Human Resources (DHR). However, there has been little to no reforms of program
delivery as an impact assessment has not been carried out.
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Detailed Results: Dimension 3

Service Delivery

Policy Goal 7 | Enabling Diversity and Excellence in Training
Provision

Policy Goal 7 examines the diversity in training provision and the
incentives to encourage private providers to meet TVET standards
and to motivate public institutions to respond to the evolving demand
for skills. The score for this Policy Goal is at the emerging level of
development (score = 2.5)

e Encourage and regulate private provision of training

A wide range of private providers offers training and all of them are registered and licensed. The
Registration Regulation mandates all training provider to be registered with the MoLHR. Further,
tertiary institutions and programs are either affiliated with KGUMSB or RUB. Health related
programs are registered with the Bhutan Medical and Health Council (BMDC). Currently there
are 88 registered training providers with MoLHR offering various courses. Most of the registered
private providers are operated on commercial basis. Some of the private training providers are
associated with the Bhutan Information and Communication and Training Association (BICTA),
the only training provider’s association in the country. A President heads the Association and the
registered private providers are must renew their registration certificate depending on the class
they fall in: “"A” every three years; “B” every two years and “C” annually.

The large diversity of training providers stems mainly from the ease of entry into the training
market rather than from an established incentive system for training provision. Under current
arrangements, very few private providers benefit from government training grants. The system of
incentives has not been reviewed for effectiveness.

The MoLHR recommends the private providers to obtain a business license upon fulfilling the
establishment regulation. The MoLHR encourages and promotes private training providers
through outsourcing to provide providers pre—service and in—service training programs. The
MoLHR encourages program accreditation and the implementation of a Quality Management
System (QMS). Registration is subject to renewal as stated earlier and there are arrangements to
ensure continued adherence to registration regulations. The MoLHR conducts random audit of
the training providers to ensure quality of the training programs. Based on the audit findings, the
institutes are given written notice forimprovement in the lagging areas within a certain timeframe.
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The government has reviewed its policies on private training provision through the review of the
registration and establishment regulation in 2014. The whole process of setting up aTVET institute
has been further simplified by merging the establishment procedure as part of the registration
regulation.

e Combine incentives and autonomy in the management of public training institutions

The Public training providers within the purview of the MoLHR are expected to attain certain
enrolment target based on the 11" FYP and the HRD Master Plan of the MoLHR. The institutes
are also bound by the Annual Performance Agreement (APA) signed between the institute and
the MoLHR to deliver expected outcomes. The institutes are also expected to meet the QMS and
deliver quality and relevant training to gain confidence of the employers. The institutes facilitate
in—campus recruitment in collaboration with the employers.

The public training providers have autonomy in the planning, operation and management of the
institute with the submission of monthly progress and other reports as required by the parent
agency from time to time. The income generated through training and production activities are
administered directly by the institute as a part of the Institute Development Fund (IDF) for the
institutes under the purview of the MoLHR.

New courses are introduced on ad—hoc basis based on the labour market demand. The MoLHR has
guidelines to decide on systematic program introduction to ensure relevancy and availability of
resources. The phasing out of programs from public training providers is based on the capacity of
private training providers to take up these programs and whether they are profit generating (e.g.:
light vehicle driving). Decisions for adjusting or closing programs have consistent standards and
procedures as per the Registration Regulation.

Policy Goal 8 | Fostering Relevance in Training Programs

Policy Goal 8 is concerned with the strengthening of linkages with
industry and research institutions, the integration of industry inputs
into the design of training programs, and provision for enhancing the
competence of administrators and instructors in training institutions.
Bhutan's score for this policy goal is at the emerging level of 1
development (score = 2.4).

e Integrateindustry and expertinput into the design and delivery of public training programs

Formal links exist between some training institutions and industry, leading to significant
collaboration in several areas. The MoLHR and the institutes have established collaboration with
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the industries in the areas of assessment of trainees, OJT, and industrial attachment. The MoLHR
has also established the Institute Advisory Body (IAB) for the Electrical Sectorin 2012 and has plans
to establish IABs for 3 more sectors® in the fiscal year 2015-16. There are no links existing between
training and research institutions due to the lack of TVET related research institutions within the
country.

Although the industries provide inputs through formal processes into the design of program
curriculafor publicly funded training programs in some institutions, they have a limited ornorole in
the specification of facility standards. In curricula development, the industry is involved right from
the formulation of the national competency standards to the development of curricula. Although
a formal engagement process is defined, obtaining relevant experts for these consultations are
discouraged by inadequate incentives.

e Recruit and support administrators and instructors for enhancing the market-relevance of
public training programs

Heads of the training institutes are recruited based on the criteria set by RCSC, which is the
apex agency for human resource management in the civil service sector. Emphasises is made
on academic qualification, teaching experience and administrative experience. The heads of the
institutes have opportunities for qualification up—gradation and capacity building based on the HR
plan of the RCSC and are eligible to attend relevant seminars, workshops and conferences both
at in—country, regional and international levels. The frequency of such opportunities is on average
twice a year.

Instructors are recruited based on the approved instructor trainee ratio and the criteria set by the
MoLHR, which emphasises on academic qualification (RCSC requirement) and teaching experience
to some extent. The instructors have opportunities for qualification up—gradation and capacity
building based on the HR plan of the RCSC for every five year plan. The instructors are also eligible
to attend relevant workshops and in—country training programs on a periodic basis.

Trainer capacity assessment was carried out by the DHR in 2010-11, which recommended a
comprehensive assessment for the instructors and heads of institutes be carried out to ensure
relevant training opportunities and enhance training delivery and management at the institutes.
However, the MoLHR has not been able to implement the recommendations for want of funds
from the Government and lack of in—house capacity in the MoLHR.
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Policy Goal 9 | Enhancing Accountability for Results

Policy Goal g is concerned with systemic monitoring and evaluation of
the demand for skills; procedures for data collection and management;
and level of attention to outcomes, efficiency and innovation in service
delivery. The score for this Policy Goal is Just at the established level 1
of development (score = 2.6).

e Expand the availability and use of policy-relevant data for focusing providers’ attention on
training outcomes, efficiency and innovation

The MoLHR conducts several data collection surveys periodically (mostly annual) e.g., Labour
Force Survey, NHRD Advisory Series (Industry outlook survey, beyond graduation survey), LMID
bulletin, youth perception survey, job prospecting survey, establishment survey and others.
However, collection of data needs to be streamlined and made available through the use of ICT to
ease collection and maintenance.

The public training providers within the purview of the MoLHR are required to submit quarterly
progress reports, which include financial progress and activities carried out by the institutes.
The public training providers maintain databases on enrolment figures, graduate statistics and
instructor profiles at their institutes and accessibility to this information is publicly available vide
their websites. The tertiary level course information is maintained with the RUB, the KGUMS and
the MoE depending on the training provider offering the courses.

There is a monitoring and evaluation system in place for the MoLHR institutes, which is in addition
to the quarterly progress reports and annual institute reports that the institutes submit for internal
consumption. These reports are not available publicly, but are used to review effectiveness of
training programs and efficiency of training delivery and management.

The data collected through various surveys are used by the MoLHR for monitoring and assessment
ofthe TVET institutes. Thisinformation s also used for policy decisions to improve system efficiency
in the management and implementation of various programs. The information on the details of
the programs offered and other training opportunities are posted on the MoLHR’s web site and
through publications for general public information.

Overall, use of data to monitor and improve program and system performance is limited, and no
significant improvements in training delivery for ensuring quality and relevance have been made
based on data. Further, database management systems are not streamlined and harmonized
under one agency. Within MoLHR, data on HRD and TVET activities are maintained by different
implementing departments and/or divisions which impedes in getting consolidated data from one
source. Further, there is inter agency coordination among different agencies involved in education
and training programs thereby leading to duplication of activities and sometimes leading to
unequal benefits for beneficiaries.
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Annex 1: The SABER-WfD Analytical
Framework

Policy Goal Policy Action Topic
. ) . Advocacy for WfD to Support Economic Devel-
Setting a Provide sustained advo- | G1_T1 A —
G1 Strategic cacy for WfD at the top - —
e leadership level G1 T2 Strateg!c Focus and Decisions by the WfD
- Champions
o . ) G2 T Overall Assessment of Economic Prospects
° Establish clarlt.y on the - and Skills Implications
- E demand for skills and ar- — - ————— -
£ g s e 2 eas of critical constraint | G2_T2 gz(t:l’z:ISSkllls Constraints in Priority Economic
2 r | G2 Demand-Led
g _% Approach Enqage emplo'ye.rs in G2_T3 Role of Employers and Industry
Q % settlﬁg WID pr.|0r|t|e§ G2_T4 Skills-Upgrading Incentives for Employers
= and in enhancing skills—
2 upgrading for workers G2 T5 Monitoring of the Incentive Programs
G3_T1 Roles of Government Ministries and Agencies
t then- | F lize key WfD rol
,S re"9 . en orma IZ? ey . roles G3_T2 Roles of Non—-Government WD Stakeholders
G3 ing Critical for coordinated action — :
Coordination | on strategic priorities G3 T3 Coordination for the Implementation of Strate-
- gic WfD Measures
G4_T1 Overview of Funding for WfD
Provide stable funding G4 T2 Recurrent Funding for Initial Vocational Educa-
for effective programs - tion and Training (IVET)
in initial, continuing and & Recurrent Funding for Continuing Vocational
targeted vocational edu- - Education and Training Programs (CVET)
Ensuring exllomn &) il &0 T Recurrent Funding for Training—related
G4 Efficiency - Active Labour Market Programs (ALMPs)
it E.quny "N | Monitor and enhance
F il equity in funding for G4_T5 Equity in Funding for Training Programs
training
- Facilitate sustained
-~ _"c_:n partnerships between G4 T6 Partnerships between Training Providers and
S g training institutions and - Employers
'g 3 employers
E qE, Broaden the scope of G5 T1 Competency Standards and National Qualifica-
o E competency standards - tions Frameworks
@ as a basis for devel-
oping qualifications G5_T2 | Competency Standards for Major Occupations
frameworks
Assuring Establlish protoco!s.f.or G5_T3 Occupational Skills Testing
Relevant assuring the credibility | g5 T4 | Skills Testing and Certification
G5 and Reliable | ©f sKills testing and _ _ _ :
S certification G5_T5 Skills Testing for Major Occupations
G5_T6 Government Oversight of Accreditation
Develop and enforce G5_T7 Establishment of Accreditation Standards
accreditation standards — -
for maintaining the qual- | G5_T8 Accred|ta?|on. Requirements and Enforcement
ity of training provision of Accreditation Standards
G5_T9 Incentives and Support for Accreditation
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Policy Goal Policy Action Topic
Promote educational G6_T1 Learning Pathways
progression and perme-
ability through multiple . .
pathways, including for G6_T2 Public Perception of Pathways for TVET
TVET students
Diversifying Facilitate life—long learn- | G6_T3 Articulation of Skills Certification
Pathways for | ing through articulation
Gé Skills Acqui- | of skills certification » . .
sition and recognition of prior G6_T4 Recognition of Prior Learning
learning
Provide support services G6 T5 Support for Further Occupational and Career
for skills acquisition by - Development
workers, job—seekers o T Training—related Provision of Services for the
and the disadvantaged = Disadvantaged
G7. T1 Scop.eland Formality of Non—State Training
Provision
Encourage and regulate | G7_T2 Incentives for Non—State Providers
non-state provision of Gt Quality Assurance of Non—State Training
Enabling training - Provision
Diversity and Review of Policies towards Non—State Training
G7_T4 .
G7 Excellence - Provision
in Training Targets and Incentives for Public Training
Provision - ] ErE Institutions
Combine incentives
and autonomy in the G7 T6 Autonomy and Accountability of Public Training
management of public - Institutions
training institutions Introduction and Closure of Public Training
G7_T7
Programs
s ‘E" G8_T1 Links between Training Institutions and Industry
o o
o ° Industry Role in the Design of Program Cur-
‘@ a Integrate industry and G8_T2 . & g 9
= @ . ) ricula
g o expert input into the - —— =
= E ' design and delivery of G8_T3 Industry Role in the Specification of Facility
@ Sesim ) . public training programs e
G8 Relevance in Links between Training and Research Institu-
Public Train- SR
ing P
ing Frograms Recruit and support G8 T5 Recruitment and In—Service Training of Heads
administrators and - of Public Training Institutions
instructors for enhancing . . .
the market-relevance of | G8_T6 Recrwtmen.t and .In.—Serwc?e Tralnlng of Instruc-
public training programs tors of Public Training Institutions
— Expand the availability G9_T1 Administrative Data from Training Providers
n. ey and use of policy_re'e_ G9_T2 SUrVey and Other Data
Svidence =l ant data for focusin
G9 based Ac- . , q &
countability e Go T3 | Use of Data to Monitor and Improve Program
ey | 0 WEITE EUEIES, - and System Performance
efficiency and innovation
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Annex 2: Rubrics for Scoring the SABER-
WfD Data

Functional Dimension 1: Strategic Framework

Level of Development
Policy Goal
Established

Government leaders exer-
cise sustained advocacy for
WIfD with occasional, ad-
hoc participation from non—
government leaders; their
advocacy focuses on select-
ed industries or economic
sectors and manifests itself
through a range of specific
interventions; implementation
progress is monitored, albeit
through ad-hoc reviews.

Functional Dimension 1: Strategic Framework

Level of Development

Advanced
Both government and non—
government leaders exercise
sustained advocacy for WfD,
and rely on routine, institution-
alized processes to collaborate
on well-integrated interventions
to advance a strategic, econ-
omy-wide WfD policy agenda;
implementation progress is
monitored and reviewed through
routine, institutionalized pro-
cesses.

Latent
Visible champions for
WiD are either absent
or take no specific
action to advance
strategic WfD priorities.

Emerging
Some visible champi-
ons provide ad-hoc
advocacy for WfD and
have acted on few in-
terventions to advance
strategic WfD priorities;
no arrangements
exist to monitor and
review implementation
progress.

G1: Setting a Strategic Direction
for WfD

Policy Goal

Latent

Emerging

Established

Advanced

There is no assess-
ment of the country’s
economic prospects
and their implications
for skills; industry and
employers have a
limited or no role in
defining strategic WfD
priorities and receive
limited support from
the government for
skills upgrading.

Some ad-hoc as-
sessments exist on the
country’s economic
prospects and their
implications for skills;
some measures are
taken to address critical
skills constraints (e.g.,
incentives for skills
upgrading by employ-
ers); the government
makes limited efforts

Routine assessments based

on multiple data sourc-
es exist on the country’s
economic prospects and
their implications for skills;

a wide range of measures

with broad coverage are

taken to address critical skills
constraints; the government

recognizes employers as
strategic partners in WD,
formalizes their role, and

A rich array of routine and
robust assessments by multiple
stakeholders exists on the coun-
try’s economic prospects and their
implications for skills; the informa-
tion provides a basis for a wide
range of measures with broad
coverage that address critical
skills constraints; the government
recognizes employers as strategic
partners in WfD, formalizes their
role, and provides support for

to engage employers
as strategic partners in
WID.

provides support for skills
upgrading through incentive
schemes that are reviewed

skills upgrading through incen-
tives, including some form of a
levy—grant scheme, that are sys-

G2: Fostering a Demand-Led
Approach to WfD

and adjusted.

tematically reviewed for impact
and adjusted accordingly.
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Functional Dimension 1: Strategic Framework

Level of Development

Policy Goal

Latent

Emerging

Established

Advanced

G3: Strengthening Critical Coordination for
Implementation

Industry/employers
have a limited or no
role in defining stra-
tegic WD priorities;
the government either
provides no incen-
tives to encourage
skills upgrading

by employers or
conducts no reviews
of such incentive
programs.

Industry/employers help
define WID priorities on
an ad-hoc basis and
make limited contribu-
tions to address skills
implications of major
policy/investment deci-
sions; the government
provides some incen-
tives for skills upgrading
for formal and informal
sector employers; if a
levy—grant scheme ex-
ists its coverage is lim-
ited; incentive programs
are not systematically
reviewed for impact.

Industry/employers help define
WID priorities on a routine
basis and make some contri-
butions in selected areas to
address the skills implications
of major policy/investment
decisions; the government
provides a range of incen-
tives for skills upgrading for
all employers; a levy—grant
scheme with broad coverage
of formal sector employers
exists; incentive programs are
systematically reviewed and
adjusted; an annual report
on the levy—grant scheme is
published with a time lag.

Industry/employers help define
WID priorities on a routine
basis and make significant
contributions in multiple areas
to address the skills implications
of major policy/investment deci-
sions; the government provides
a range of incentives for skills
upgrading for all employers;

a levy—grant scheme with
comprehensive coverage of
formal sector employers exists;
incentive programs to encourage
skills upgrading are systemat-
ically reviewed for impact on
skills and productivity and are
adjusted accordingly; an annual
report on the levy—grant scheme
is published in a timely fashion.

Policy
Goal

Level of Development

Functional Dimension 2: System Oversight

Latent

Emerging

Established

Advanced

G4: Ensuring Efficiency and Equity in Funding

The government
funds IVET, CVET
and ALMPs (but not
OJT in SMEs) based
on ad-hoc budgeting
processes, but takes
no action to facilitate
formal partnerships
between training pro-
viders and employers;
the impact of funding
on the beneficiaries of
training programs has
not been recently
reviewed.

The government funds
IVET, CVET (including
OJT in SMEs) and
ALMPs; funding for
IVET and CVET follows
routine budgeting
processes involving
only government
officials with allocations
determined largely by
the previous year’s
budget; funding for
ALMPs is decided by
government officials on
an ad-hoc basis and
targets select popu-
lation groups through
various channels; the
government takes
some action to facilitate
formal partnerships be-
tween individual training
providers and employ-
ers; recent reviews
considered the impact
of funding on only train-
ing—related indicators
(e.g. enrolment, comple-
tion), which stimulated
dialogue among some
WD stakeholders.

The government funds IVET,
CVET (including OJT in SMEs)
and ALMPs; funding for IVET is
routine and based on multiple
criteria, including evidence of
program effectiveness; recur-
rent funding for CVET relies on
formal processes with input
from key stakeholders and
annual reporting with a lag;
funding for ALMPs is deter-
mined through a systematic
process with input from key
stakeholders; ALMPs target
diverse population groups
through various channels

and are reviewed for impact
but follow—up is limited; the
government takes action to
facilitate formal partnerships
between training providers and
employers at multiple levels
(institutional and systemic);
recent reviews considered

the impact of funding on both
training—related indicators and
labour market outcomes; the
reviews stimulated dialogue
among WfD stakeholders and
some recommendations were
implemented.

The government funds IVET,
CVET (including OJT in SMEs)
and ALMPs; funding for IVET is
routine and based on compre-
hensive criteria, including evi-
dence of program effectiveness,
that are routinely reviewed and
adjusted; recurrent funding for
CVET relies on formal processes
with input from key stakeholders
and timely annual reporting;
funding for ALMPs is determined
through a systematic process
with input from key stakeholders;
ALMPs target diverse population
groups through various channels
and are reviewed for impact and
adjusted accordingly; the govern-
ment takes action to facilitate for-
mal partnerships between training
providers and employers at all
levels (institutional and systemic);
recent reviews considered the
impact of funding on a full range
of training—related indicators and
labour market outcomes; the
reviews stimulated broad-based
dialogue among WfD stakehold-
ers and key recommendations
were implemented.
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Policy Goal

Functional Dimension 2: System Oversight

Level of Development

Latent

Emerging

Established

Advanced

G5: Assuring Relevant and Reliable Standards

Policy dialogue on
competency stan-
dards and/or the NQF
occurs on an ad—hoc
basis with limited
engagement of key
stakeholders; compe-
tency standards have
not been defined;
skills testing for major
occupations is mainly
theory-based and
certificates award-

ed are recognized

by public sector
employers only and
have little impact

on employment and
earnings; no system
is in place to establish
accreditation stan-
dards.

A few stakeholders en-
gage in ad—-hoc policy
dialogue on competency
standards and/or the
NQF; competency
standards exist for a
few occupations and
are used by some train-
ing providers in their
programs; skills testing
is competency—based
for a few occupations
but for the most part is
mainly theory—based;
certificates are recog-
nized by public and
some private sector
employers but have
little impact on employ-
ment and earnings; the
accreditation of training
providers is supervised
by a dedicated office
in the relevant ministry;
private providers are re-
quired to be accredited,
however accreditation
standards are not con-
sistently publicized or
enforced; providers are
offered some incen-
tives to seek and retain
accreditation.

Numerous stakeholders
engage in policy dialogue on
competency standards and/or
the NQF through institution-
alized processes; competen-
cy standards exist for most
occupations and are used by
some training providers in
their programs; the NQF, if
in place, covers some occu-
pations and a range of skill
levels; skills testing for most
occupations follows standard
procedures, is competency—
based and assesses both
theoretical knowledge and
practical skills; certificates
are recognized by both
public and private sector
employers and may impact
employment and earnings;
the accreditation of training
providers is supervised by

a dedicated agency in the
relevant ministry; the agency
is responsible for defining
accreditation standards

with stakeholder input;
standards are reviewed on
an ad-hoc basis and are
publicized or enforced to
some extent; all providers
receiving public funding must
be accredited; providers

are offered incentives and
limited support to seek and
retain accreditation.

All key stakeholders engage in
policy dialogue on competen-
cy standards and/or the NQF
through institutionalized pro-
cesses; competency standards
exist for most occupations and
are used by training providers
in their programs; the NQF, if in
place, covers most occupations
and a wide range of skill levels;
skills testing for most occupa-
tions follows standard proce-
dures, is competency—based
and assesses both theoretical
knowledge and practical
skills; robust protocols, in-
cluding random audits, ensure
the credibility of certification;
certificates are valued by most
employers and consistently
improve employment prospects
and earnings; the accreditation
of training providers is super-
vised by a dedicated agency in
the relevant ministry; the agency
is responsible for defining
accreditation standards in con-
sultation with stakeholders;
standards are reviewed follow-
ing established protocols and
are publicized and routinely
enforced; all training providers
are required as well as offered
incentives and support to seek
and retain accreditation.
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Functional Dimension 2: System Oversight

Level of Development

Policy Goal
Latent Emerging Established Advanced

Students in techni- Students in technical Students in technical and Students in technical and voca-
cal and vocational and vocational educa- vocational education can tional education can progress to
education have few tion can only progress to | progress to vocational- academically or vocationally—
or no options for vocationally-oriented, | ly—oriented programs, oriented programs, including
further formal skills non-university pro- including at the university | at the university level; the gov-
acquisition beyond the | grams; the government | level; the government takes | ernment takes coherent action
secondary level and takes limited action some action to improve on multiple fronts to improve
the government takes | to improve public per- public perception of TVET public perception of TVET (e.g.
no action to improve | ception of TVET (e.g. (e.g. diversifying learning diversifying learning pathways
public perception of diversifying learning pathways and improving and improving program quality
TVET; certificates for | pathways); some certif- | program quality) and reviews | and relevance, with the support
technical and voca- icates for technical and | the impact of such efforts of a media campaign) and rou-

c tional programs are vocational programs on an ad-hoc basis; most tinely reviews and adjusts such

o not recognized in the | are recognized in the certificates for technical and | efforts to maximize their impact;

ﬁ NQF; qualifications NQF; few qualifications | vocational programs are rec- | most certificates for technical

g— certified by non—-Ed- certified by non—-Ed- ognized in the NQF; a large |and vocational programs are

< ucation ministries ucation ministries are number of qualifications recognized in the NQF; a large

%‘ are not recognized recognized by formal certified by non—Education number of qualifications certified

c'f) by formal programs programs under the ministries are recognized by non—Education ministries are

:§ under the Ministry of | Ministry of Education; by formal programs under recognized and granted credits

% Education; recogni- policymakers pay some | the Ministry of Education, by formal programs under the

3 tion of prior learning attention to the recogni- | albeit without the granting | Ministry of Education; policymak-

% receives limited atten- | tion of prior learning and | of credits; policymakers ers give sustained attention to

%., tion; the government | provide the public with | give some attention to the the recognition of prior learning

; provides practically some information on the | recognition of prior learning | and provide the public with

’ﬁ no support for further | subject; the government | and provide the public with comprehensive information

E occupational and offers limited services | some information on the on the subject; a national

(=) career development, | for further occupational | subject; a formal associa- organization of stakeholders

8 or training programs and career development | tion of stakeholders provides | provides dedicated attention

for disadvantaged through stand-alone dedicated attention to adult |to adult learning issues; the
populations. local service centres learning issues; the govern- | government offers a compre-
that are not integrated | ment offers limited services | hensive menu of services for
into a system; training for further occupational and | further occupational and career
programs for disad- career development, which development, including online
vantaged populations are available through an resources, which are available
receive ad—hoc support. | integrated network of cen- | through an integrated network
tres; training programs for of centres; training programs
disadvantaged populations for disadvantaged populations
receive systematic support |receive systematic support with
and are reviewed for impact | multi-year budgets and are
on an ad-hoc basis. routinely reviewed for impact
and adjusted accordingly.
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Functional Dimension 3: Service Delivery

Policy Goal

Level of Development

Latent

Advanced

G7: Enabling Diversity and Excellence in Training Provision

There is no diversity
of training provision as
the system is largely
comprised of public
providers with limit-
ed or no autonomy;
training provision

is not informed by
formal assessment,
stakeholder input or
performance targets.

Emerging Established
There is some diversity | There is diversity in training
in training provision; provision; non-state training
non—state providers providers, some registered
operate with limited and licensed, operate within

government incentives | a range of government

and governance over | incentives, systematic
registration, licensing quality assurance measures
and quality assur- and routine reviews of
ance; public training is | government policies toward
provided by institutions | non—state training providers;
with some autonomy public providers, mostly

and informed by some | governed by management
assessment of imple- boards, have some auton-
mentation constraints, | omy; training provision is
stakeholder input and informed by formal analysis
basic targets. of implementation con-
straints, stakeholder input
and basic targets; lagging
providers receive support
and exemplary institutions
are rewarded.

There is broad diversity in train-
ing provision; non—state training
providers, most registered and
licensed, operate with compre-
hensive government incentives,
systematic quality assurance
measures and routine review
and adjustment of government
policies toward non—state train-
ing providers; public providers,
mostly governed by manage-
ment boards, have significant
autonomy; decisions about
training provision are time—
bound and informed by formal
assessment of implementation
constraints; stakeholder input
and use of a variety of mea-
sures to incentivize performance
include support, rewards and
performance—based funding.

Functional Dimension 3: Service Delivery

Level of Development

G8: Fostering Relevance in Public Training

Programs

training programs
through encourag-
ing links between
training institutions,
industry and research
institutions or through
setting standards for
the recruitment and
training of heads and
instructors in training
institutions.

Policy Goal
Latent Emerging Established Advanced
There are few or no | Relevance of public Relevance of public training | Relevance of public training is
attempts to foster training is enhanced is enhanced through formal |enhanced through formal links
relevance in public through informal links links between some training | between most training insti-

between some training | institutions, industry and
institutions, industry and | research institutions, leading
research institutions, to collaboration in several
including input into the | areas including but not limit-
design of curricula and | ed to the design of curricula
facility standards; heads | and facility standards; heads
and instructors are and instructors are recruited
recruited on the basis on the basis of minimum

of minimum academic |academic and professional

standards and have standards and have regular
limited opportunities for | access to opportunities for
professional develop- professional development.
ment.

tutions, industry and research
institutions, leading to significant
collaboration in a wide range

of areas; heads and instruc-

tors are recruited on the basis

of minimum academic and
professional standards and
have regular access to diverse
opportunities for professional
development, including industry
attachments for instructors.
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Functional Dimension 3: Service Delivery

Level of Development

Policy Goal

Latent

Emerging

Established

Advanced

G9: Enhancing Evidence-based
Accountability for Results

There are no specific
data collection and
reporting require-
ments, but training
providers maintain
their own databas-
es; the government
does not conductor
sponsor skills—related
surveys or impact
evaluations and rarely
uses data to monitor
and improve system
performance.

Training providers col-
lect and report admin-
istrative data and there
are significant gaps in
reporting by non—state
providers; some public
providers issue annual
reports and the gov-
ernment occasionally
sponsors or conducts
skills—related surveys;
the government does
not consolidate data
in a system—wide data-
base and uses mostly
administrative data to
monitor and improve
system performance; the
government publishes
information on graduate
labour market outcomes
for some training pro-
grams.

Training providers collect
and report administrative
and other data (e.g., job
placement statistics, earn-
ings of graduates) and there
are some gaps in reporting
by non—state providers;
most public providers issue
internal annual reports and
the government routinely
sponsors skills—related sur-
veys; the government con-
solidates data in a system—
wide database and uses
administrative data and
information from surveys to
monitor and improve system
performance; the govern-
ment publishes information
on graduate labour market
outcomes for numerous
training programs.

Training providers collect and
report administrative and other
data(e.g., job placement statis-
tics, earnings of graduates)and
there are few gaps in reporting
by non-state providers; most
public providers issue publicly
available annual reports and the
government routinely sponsors
or conducts skills—related sur-
veys and impact evaluations; the
government consolidates data in
a system-wide, up to date da-
tabase and uses administrative
data, information from surveys
and impact evaluations to
monitor and improve system
performance; the government
publishes information on gradu-
ate labour market outcomes for
most training programs online.




WORKFORCE DEVELOPMENT: SABER COUNTRY REPORT

Annex 3: SABER-WfD Scores

Policy Goal Topic Score
o1 Setting a Strategic Direction G1_T1 Advocacy for WfD to Support Economic Development 2.00
for WD G1_T2 | Strategic Focus and Decisions by the WfD Champions 2.60
G2_T1 Overall Assessment of Economic Prospects and Skills Implications 2.40
G2_T2 Critical Skills Constraints in Priority Economic Sectors 2.00
Fostering a Demand-Driven
G2 G2_T3 Role of Employers and Industry 3.00
Approach
G2_T4 Skills-Upgrading Incentives for Employers 2.25
G2_T5 Monitoring of the Incentive Programs 2.00
G3_T1 Roles of Government Ministries and Agencies 2.50
G3 j::::gtnhe"'”g CMEEAICTOR [ eo = | muee e Eaama ) Sl oS 3.00
G3_T3 Coordination for the Implementation of Strategic WfD Measures 3.00
G4 T1 Overview of Funding for WfD 0.00
Ga_T2 Recurrent Funding for Initial Vocational Education and Training 175
(IVET)
_ o G4 T3 Recurrent Funding for Continuing Vocational Education and Train- 200
ca Ensuring Efficiency and — ing Programs (CVET) :
Equity in Funding
G4 T4 Recurrent Funding for Training—related Active Labour Market Pro- 286
grams (ALMPs)
G4_T5 Equity in Funding for Training Programs 1.00
G4 _T6 Partnerships between Training Providers and Employers 2.80
G5_T1 Competency Standards and National Qualifications Frameworks 3.17
G5_T2 Competency Standards for Major Occupations 3.50
G5_T3 Occupational Skills Testing 2.00
G5_T4 Skills Testing and Certification 3.00
Assuring Relevant and G5_T5 | Skills Testing for Major Occupations 3.00
G5
Reliable Standards
G5_T6 | Government Oversight of Accreditation 1.00
G5 T7 Establishment of Accreditation Standards 2.00
G5.T8 Accreditation Requirements and Enforcement of Accreditation 1.00
Standards
G5_T9 Incentives and Support for Accreditation 1.00
G6_T1 Learning Pathways 2.20
G6_T2 Public Perception of Pathways for TVET 1.00
6 Diversifying Pathways for G6_T3 | Articulation of Skills Certification 1.20
Skills Acquisition G6_T4 | Recognition of Prior Learning 2.00
G6_T5 Support for Further Occupational and Career Development 3.60
G6_T6 Training—related Provision of Services for the Disadvantaged 3.57
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Policy Goal Topic Score

G7_T1 Scope and Formality of Non—State Training Provision 3.83

G7_T2 Incentives for Non—State Providers 2.50

Enabling Diversity and G7_T3 Quality Assurance of Non—State Training Provision 3.00

G7 | Excellence in Training G7_T4 | Review of Policies towards Non—State Training Provision 1.00
Provision G7_T5 Targets and Incentives for Public Training Institutions 1.83
G7_T6 | Autonomy and Accountability of Public Training Institutions 2.75

G7_T7 Introduction and Closure of Public Training Programs 2.33

G8_T1 Links between Training Institutions and Industry 3.00

G8_T2 Industry Role in the Design of Program Curricula 3.00

G8_T3 Industry Role in the Specification of Facility Standards 1.00

G8 Fostering Relevance in G8_T4 | Links between Training and Research Institutions 1.00

Public Training Programs
Recruitment and In—Service Training of Heads of Public Training

IS e uitans 400
G8_T6 .Recrwtrnept and In—Service Training of Instructors of Public Train- 250
ing Institutions
G9 T1 Administrative Data from Training Providers 2.33
G9 Enhancing Evidence-based | G9_T2 | Survey and Other Data 2.25
Accountability for Results U ¢ Data to Monit a0 P 4 Svstem Perf
G9_ T3 se of Data to Monitor and Improve Program and System Perfor- 395
mance
Endnotes

* Ministry of Labour and Human Resources, The 3rd National HRD Advisory, 2015.

2Extracted from the World Bank SABER TVET country report for Vietnam.

3For details on SABER see http://www.worldbank.org/education/saber; for acronyms used in this report, see Annex 1.
% For an explanation of the SABER-WfD framework see Tan et al 2013.

5See Annex 2 for an overview of the structure of the framework.

6 See Annex 3 for the rubrics used to score the data. See Annex 5 for the detailed scores

7 Since the composite scores are averages of the underlying scores, they are rarely whole numbers. For a given composite
score, X, the conversion to the categorical rating shown on the cover is based on the following rule: 1.00 < X < 1.75 converts
to “"Latent”; 1.75 <X < 2.50, to “"Emerging;” 2.50 < X < 3.25, to “Established;” and 3.25 < X < 4.00, to "Advanced.”

& National HRD Policy 2010

9GNHC plan documents gth FYP, 10th FYP, 11th FYP

*° Source: gth, 20th and 11th FYP Document. However, actual allocation of funds may differ from the planned allocation
2 Bhutan Qualification Framework 2012

22 Country Report on CLCs, UNESCO. http://www.unescobkk.org/fileadmin/user_upload/appeal/CLC/Reports_and_
publications/Bhutan.pdf

3 Education for all: mid—decade assessment for Bhutan, UNESCO. http://planipolis.iiep.unesco.org/upload/Bhutan/Bhutan_
EFA_MDA pdf

* Bhutan Vocational Qualification Framework 2013

*For the construction sector, the arts and crafts sector and the automobile sector, draft performance agree-ment targets
2015-16, MoLHR.
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