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Foreword

MR. JESUS L.R. MATEO

Undersecretary for Planning and 
Human Resources and Organizational 
Development, Department of 
Education, Philippines

Chair of the ASEAN Senior Officials 
Meeting on Education

DR. ANWAR SANUSI

Secretary-General of the Ministry of 
Manpower, Republic of Indonesia

Chair of the ASEAN Senior Labour 
Officials Meeting

Developing human resources to empower peoples across the region and to 
strengthen ASEAN Community has been one of the key purposes of ASEAN as 
stipulated in the ASEAN Charter, adopted in 2007. The advancement of human 
resources development (HRD) has become more urgent, particularly with the 
Fourth Industrial Revolution (4IR) which has transformed businesses and jobs at a 
speed faster than workers can adapt. This urgency has been further exacerbated by 
the COVID-19 pandemic. 

Cognisant of the urgency of developing future-ready human resources to enable 
ASEAN to recover and thrive in the face of ever-changing demands of the labour 
market, ASEAN Leaders reaffirmed their unwavering commitment to build a 
people-oriented and people-centered ASEAN Community, through the adoption of 
the ASEAN Declaration on HRD for the Changing World of Work and its Roadmap, 
championed by Viet Nam during their Chairmanship of ASEAN in 2020.
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Carried out in support to the implementation of the ASEAN HRD Declaration and its 
Roadmap and in collaboration between ASEAN labour and education sectors, we 
are very pleased to welcome the publication of the ten country reports of the Study 
on HRD Readiness in ASEAN, which features the state of HRD readiness in each 
ASEAN Member States (AMS). The study is a joint initiative of Viet Nam’s Ministry 
of Labour, Invalids and Social Affairs (MOLISA) and the ASEAN Secretariat, with the 
support of the Deutsche Gesellschaft für Internationale Zusammenarbeit (GIZ) 
through the Regional Cooperation Programme for TVET in ASEAN (RECOTVET).

Each country report compiles and synthesises national strategies, policies and 
programmes on HRD, which were then used as the basis in developing the 
regional report on HRD Readiness in ASEAN. We acknowledge that while the 
report demonstrates the significant progress made in the region, we are also aware 
of the commitments required to ensure that dynamic reforms are carried out 
going forward. We believe that the ten country reports and regional report will be 
instrumental in supporting the implementation of the ASEAN HRD Declaration and 
its Roadmap, particularly through the development of evidence-based policies and 
initiatives to advance HRD in ASEAN. 

Lastly, we would also like to commend the efforts and commitment of the national 
researchers and authors from all AMS in developing the country reports under the 
guidance of Prof. Dieter Euler, as the Study’s lead researcher and author of the 
regional report. Appreciation also goes to the respondents and resource persons 
from relevant ministries and institutions from the labour and education sectors for 
their valuable feedback and contributions during the development and finalisation 
of the reports. 

We would also like to extend our recognition to RECOTVET for their longstanding 
support in advancing HRD agenda in ASEAN.

MR. JESUS L.R. MATEO

Undersecretary 
for Planning and Human Resources 
and Organizational Development, 

Department of Education, Philippines

DR. ANWAR SANUSI

Secretary-General 
of the Ministry of Manpower,

Republic of Indonesia
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Foreword

The Country Reports of the study on Human Resources Development Readiness 
in ASEAN have been conducted to support the implementation of the ASEAN 
Declaration on Human Resources Development for the Changing World of Work that 
was adopted at the 36th ASEAN Summit and its Roadmap that was subsequently 
adopted by the ASEAN Labour and Education Ministers. The Myanmar Country 
Report was developed by Ms. Thet Su Hlaing, National Consultant, after several 
interviews with concerned ministries and organizations.

Currently, the ASEAN Community has been implementing human resources 
development (HRD) and ASEAN Connectivity as main themes.  The importance of 
human resources development is also underlined in the commitment of all ASEAN 
Member States to achieve the Sustainable Development Goals 4, 5, and 8.

As the world of work is changing, an engaged and motivated workforce is one of the 
keys to achieve the economic goals. HRD modernization and quality enhancement 
to catch up with the current situation are key concerns among policy makers and 
practitioners. During the COVID-19 pandemic, digital institutions for regional trade 
route and supply chain processes are demanded. Recognizing the urgent need to 
strengthen HRD or skills development of workers, digital literacy skills are essential 
for today’s workers.

The recommendations in the Country Report recognized that Myanmar needs 
to implement the interventions such as promoting HRD culture strengthening 
enabling structures, professional development of qualified teaching personnel and 
engagement of the business sector in HRD. On this note, the Ministry of Labour 
Immigration and Population endeavours to implement various policies strategies 
and approaches to improve the quality of skills delivery across the country.

This Country Report greatly contributes to the implementation of the ASEAN 
Declaration on HRD for the Changing World of Work and its Roadmap. I do believe 
that the recommendations in this Country Report will support relevant organizations 
by providing accurate information and fulfil the expectations towards the successful 
implementation of the Roadmap.
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My deep appreciation and gratefulness to the ASEAN Secretariat, Ministry of 
Labour, Invalid and Social Welfare of Viet Narn, and Gesellschaft fur Internationale 
Zusammenarbeit (GIZ) through RECOTVET for their support to this Country Report. 
Special thanks to Ms. Thet Su Hlaing for completing the report. Our sincere gratitude 
to all stakeholders for the knowledge sharing throughout the consultation process.

 
 

 MYINT KYAING
 Union Minister
 Ministry of Labour, Immigration and Population
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The Study on Human Resources Development (HRD) Readiness in ASEAN was 
initiated by the ASEAN Secretariat together with the Vietnamese Ministry of 
Labour, Invalids and Social Affairs (MOLISA). The purpose of the Study is to support 
implementation of the ASEAN Declaration on HRD for the Changing World of Work 
adopted by the 36th ASEAN Summit in June 2020. The Study was conducted as 
an initiative under Viet Nam’s Chairmanship of ASEAN with the support of the 
Deutsche Gesellschaft für Internationale Zusammenarbeit (GIZ) GmbH through 
the Regional Cooperation Programme in Technical and Vocational Education and 
Training (RECOTVET). 

Terms of Reference and an Inception Report for the Study were endorsed at the 
ASEAN Senior Labour Officials Meeting (SLOM) and Senior Officials Meeting 
on Education (SOM-ED) in April 2020 and June 2020, respectively. The research 
methodology was further deliberated by SLOM and SOM-ED focal points at a 
Validation Workshop held virtually on 29 June 2020.

The Study, which was conducted at regional level and across ten ASEAN Member 
States, has achieved its objective of offering comprehensive baseline information 
and recommendations. This valuable feedback will enable ASEAN policy makers 
and practitioners to better frame HRD as a priority for policy making. 

The Regional Report and ten country reports were produced and endorsed following 
a series of extensive consultations with SLOM and SOM-ED from September 2020 to 
April 2021. The reports were launched at the High-Level Launch and Dissemination 
Forum conducted virtually on 26 April 2021.  

The technical contributions of numerous individuals were invaluable to the 
development and implementation of the Study. We would like to offer our sincere 
thanks to the following:

 • The focal points of ASEAN Member States’ labour and education ministries, whom 
there are too many to acknowledge individually, for your invaluable time and 
efforts to review draft reports, provide data and information, and share insights;

 • To the International Cooperation Department of MOLISA Viet Nam, led by  
Dr. Ha Thi Minh Duc (Deputy Director General) for leadership and guidance 
during implementation of the Study, and her team members, particularly  
Ms. Tran Thanh Minh and Mr. Phan Nhat Minh; 

Acknowledgements 
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 • To the ASEAN Secretariat under the coordination of H.E. Kung Phoak, Deputy 
Secretary-General for ASEAN Socio-Cultural Community, including Director 
Rodora T. Babaran; the Labour and Civil Services Division, led by Ms. Mega Irena 
(Head and Assistant Director); the Education, Youth and Sport Division, led by 
Ms. Mary Anne Therese Manuson (former Head and Assistant Director); and their 
team members, in particular Mr. Carl Rookie O. Daquio, Ms. Madyah Rahmi 
Lukri, Mr. Alvin Pahlevi, Ms. Felicia Clarissa, and Ms. Shinta Permata Sari for their 
professional coordination and facilitation of consultations and stakeholders, as 
well as for their feedback to the draft reports;

 • To GIZ’s RECOTVET team, led by Mr. Ingo Imhoff (Programme Director),  
in particular Mr. Nguyen Dang Tuan and Ms. Tran Phuong Dung for the financial, 
technical and administrative support throughout the Study; 

 • To Prof. Dieter Euler of St. Gallen University as the Study’s lead researcher and 
author of the Regional Report. This Study would not have been possible without 
his expertise and support; 

 • To the following national researchers and authors of the country reports: 

a. Dr. Paryono and the research team at SEAMEO VOCTECH 
 (Brunei Darussalam)

b. Ms. Ek Sopheara (Cambodia)

c. Mr. Souphap Khounvixay (Lao PDR)

d. Mr. Daniel Dyonisius and Prof. Bruri Triyono (Indonesia)

e. Assoc. Prof. Razali Bin Hasan and the research team of the Malaysia Research 
Institute for Vocational Education and Training (Malaysia)

f. Ms. Thet Su Hlaing (Myanmar)

g. Mr. Elvin Ivan Y. Uy and the education team of the Philippine Business for 
Social Progress (the Philippines)

h. Dr. Jaclyn Lee, Dr. Tay Wan Ying, and Dr. Dang Que Anh (Singapore)

i. Dr. Chompoonuh K. Permpoonwiwat (Thailand) 

j. Dr. Dang Que Anh and Dr. Dao Quang Vinh (Viet Nam); and

 • Finally, to Prof. Sir Alan John Tuckett for editing and proofreading the Regional 
Report, Dr. Daniel Burns for editing the Cambodia, Indonesia, Myanmar and 
Thailand country reports, and Mr. Steven Christensen for designing the layout of 
the published reports.
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Introduction to the Myanmar 
Country Report

Human resources development (HRD) empowers people to actively shape their 
future in a modern world of work that is characterized by an accelerated pace of 
change. HRD aims at equipping people with the skills, competencies, values, and 
attitudes to prepare them for a future that is yet unknown. 

Education and training systems are designed to provide people with the capacity and 
resilience to tackle current and future challenges in both their private and working 
lives. Governance, infrastructure, content, and teaching and learning processes have 
to be organized to accomplish this key function effectively and efficiently. 

While these basic requirements are not new, the ASEAN regional context has 
changed considerably over the last decades. Advances in digital technologies, new 
demands in the area of environmental protection, and increased labour migration 
are just a few examples of the issues that require rapid responses by governments 
and the societies they represent. Education and training systems need to adjust to 
the changing times. The COVID-19 pandemic demonstrates the need for societies to 
adapt to unprecedented and unpredictable disruptions, and to be better prepared 
for the future. 

Against this background, the Heads of State adopted the Declaration on Human 
Resources Development for the Changing World of Worki at the 36th ASEAN 
Summit on 26 June 2020, reaffirming the region’s commitment to equip its human 
resources with the competencies required for the future. A Roadmap to implement 
the Declaration was subsequently developed and adopted by the ASEAN labour 
and education ministers.

Guided by the aforementioned ASEAN Declaration, the Study on HRD Readiness 
in the ASEAN region was conducted to provide baseline information on the 
preparedness of HRD policies and programmes across ASEAN Member States with 
the aim of enabling their workforces to be relevant, agile and resilient for the future 
world of work. The Study was initiated by the ASEAN Secretariat to support Viet 
Nam’s Chairmanship of ASEAN in 2020 and in collaboration with the Deutsche 
Gesellschaft für Internationale Zusammenarbeit (GIZ) GmbH through RECOTVET. 

i https://asean.org/storage/2020/06/ASEAN-Declaration-on-Human-Resources-Development-for-the-Changing-World-of-
Work.pdf 

https://asean.org/storage/2020/06/ASEAN-Declaration-on-Human-Resources-Development-for-the-Changing-
https://asean.org/storage/2020/06/ASEAN-Declaration-on-Human-Resources-Development-for-the-Changing-
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This Myanmar Country Report is part of a comprehensive regional study investigating 
HRD readiness in ASEAN Member States (AMS) from a broader perspective. This report, 
together with the reports on the other nine AMS, forms part of the Regional Report 
on HRD Readiness in ASEAN. The ten country reports follow a common conceptual 
framework for HRD developed in the Inception Report, which was endorsed in June 
2020. Together, the Regional Report and aligned country reports offer a wealth 
of background knowledge and guidance to enable ASEAN policy makers and 
practitioners to better frame HRD as a priority of future policy-making in the region.

The country reports were designed to focus on three key activities:

 • Review relevant country-specific literature, policies, and other practices to identify 
elements of HRD frameworks and what ‘readiness’ means in the national context;

 • Overview the current situation of national HRD policies and available resources 
to promote LLL and future skills; and

 • Showcase promising strategies and practices to promote LLL and future skills 
within the respective areas of intervention.

This Myanmar Country Report was written by the national researcher  
Ms. Thet Su Hlaing. It describes existing practices and introduces options for 
future policies as guided by a conceptual framework of investigation introduced 
in the Regional Report. In particular, it explores approaches currently applied with 
regard to HRD in reaction to the challenges of a changing world of work. It reveals 
considerable gaps between the appraisal of importance and desirability of HRD 
interventions on the one hand, and the extent of their realization and achievement 
on the other. In response, the report encourages those responsible for designing 
future strategies and policies to adapt their approaches to ensure the workforce is 
more resilient to the future world of work. 

The ASEAN country reports were developed through extensive consultations between 
September 2020 and April 2021, at which time they were finalised and endorsed 
by their respective education and labour ministries. Building upon the findings 
and analyses in the country reports, the Regional Report was then developed by 
the senior international researcher, Prof. Dr. Dieter Euler. The Regional Report and 
country reports were launched at the High-level Launch and Dissemination Forum 
conducted virtually on 26 April 2021.
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1. Statistics:  
 HRD/LLL in Myanmar

1.1. Mean years of education

1.2. Youths not in employment, education, or training

Table 1: Mean years of schooling

Table 2:  Youths not in employment, education, or training

Source: Table A, Briefing Note for countries on the 2019 Human Development Report, Myanmar UNDP

Source: ILOSTAT Database: Youths not in employment, education or training (NEET)

Life 
expectancy at 

birth

Expected 
years of 

schooling

Mean
years of

schooling

GNI per capita  
(2011 PPP$)

HDI value

1990 56.8 6.1 2.4 730 0.349

1995 58.5 7.4 2.7 912 0.388

2000 60.1 7.8 3.1 1,289 0.424

2005 61.6 8.1 3.6 2,252 0.47

2010 63.5 9.2 4.1 3,688 0.523

2015 65.8 9.9 4.9 4,863 0.565

2016 66.2 10 4.9 5,155 0.571

2017 66.6 10 5 5,443 0.577

2018 66.9 10.3 5 5,764 0.584

2015 2016 2017 2018 2019

Youths not in employment, 
education, or training (%) 18.6 % 18.8 % 17.4% 13.6% 14.9% 
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Source: The 2014 Myanmar Population and Housing Census (Thematic Report on Education Volume 4-H)

Table 3: Children aged 7-15 who have never attended school, by sex and age 

Myanmar has a population of 51.5 million according to the 2014 Myanmar Population and 
Housing Census. The country is structured into 7 States, 7 Regions and 1 Union Territory. 

The total population of the 7-15 age group in the 2014 Census was 8.6 Million. 

Although there was no specific question to address reasons for not attending school,  
the Comprehensive Education Sector Review (CESR) analysed data from the 
integrated Household Living Conditions Survey (IHLCS) and a special survey of 800 
schools. The findings identified the following reasons for non-attendance in order of 
importance (Ministry of Education, 2013):

 • Unaffordable costs

 • Lack of interest

 • Personal illness

 • Agricultural work

 • Caring for the family

 • School location too far from home

According to the Ministry of Education, not all children in Myanmar have access to 
schools and many children who enrol do not attend regularly, or drop out early due 
to difficulties in travelling to school. Dropout rates are high during the transition from 
primary to middle school and from middle to secondary school. For minority groups 
as well as for children in disadvantaged groups, there are difficulties transitioning 
from primary to secondary schools. Several reasons, such as academic weakness, 
lack of preparedness, lack of encouragement from parents, and travel increase 
the risk of dropping out and impact on students entering secondary education. 
Equitable access to basic education varies significantly across states and regions.

Never attended 
school

Both Sexes Percent Males Females

Age group Number % Number Number

7-9 177,558 90,564 86,994

10-13 173,418 86,889 86,529

14-15 96,115 46,920 49,195

Total 447,091 5.2% 224,373 222,718
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The youth population (aged between 15-24) is 7.7 million according to the 2014 
Myanmar Census. Youth literacy rates were 94.5% for males and 93.5% for females 
(Table 3.1). 

All states and regions had youth literacy rates of well over 90%. Therefore, it can be 
asserted that 6% of the youth population, those aged 15-24 living in conventional 
households, are illiterate. This percentage amounts to more than half a million 
young adults. This figure would be even higher if those illiterate youths among the 
unaccounted for population were added.

Data on literacy and enrolment rates of people from disadvantaged backgrounds 
are not available. 

1.4. Primary and secondary education enrolment rate                         

1.3. Literacy and numeracy rates 

Table 4:  Literacy and numeracy rates (15-24 age group)

Table 5:  Primary and secondary education enrolment rate (5-15 age group)

School enrolment rates are defined as the number of children enrolled in school in 
a given age group, divided by the total number of children in the same age group.

Age group Both sexes Male Female Both sexes Male Female

15-19 4,021,878 1,931,889 2,089,989 94.4% 94.7% 94.2%

20-24 3,666,652 1,704,596 1,962,056 93.5% 94.2% 92.8%

Age School enrolment rate %

Primary age 5-9 86.4

Lower secondary age 10-13 63.5

Upper secondary age 14-15 32.1

Source: The 2014 Myanmar Population and Housing Census (Thematic Report on Education Volume 4-H)/ Chapter 3. Literacy 
(3.2 adult literacy rates)/Table (3.1)

Source: The 2014 Myanmar Population and Housing Census (Thematic Report on Education Volume 4-H)/ 
Chapter 4.4, School enrolment (table 4.5)
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1.5. Vocational education enrolment rate according to the TVET Policy Draft 
2018 (TVET schools under the Ministry of Education)

Figure 1: Vocational education enrolment rate

Source: TVET System Review Myanmar 2018 /Chapter 3/Figure (3.3)

1.6. Tertiary education enrolment rate (15-20 age group)

This data was provided by the Department of Higher Education at the Ministry of 
Education. 

The percentage of the population aged 15-20 who participated in formal education 
in the last 12 months by gender (including those with disabilities) was 43.31%, equal 
to 378,474 individuals. This data is only for day students attending daily classes at 
universities and excludes students attending universities through distance learning. 

Only 10% of workers were equipped with technical training during their education. 
Young urban workers and women are most likely to engage in vocational or technical 
training to expand their skills (Figure 3.3).
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1.7. Primary education attainment rate (15-24 age group); Secondary 
education attainment rate (15-24 age group); Tertiary education 
attainment rate (aged 25 and over)

Table 6: Education attainment rates

Source: Education Attainment Rate 2017 provided by the Basic Education Department, Ministry of Education  

The Basic Education Department provided the education attainment rate from 2017 
for primary and secondary education levels. The number of students decreased from 
5 million at primary level to 1 million at secondary level. Hence, the attainment rate 
also dropped by nearly 50% in secondary education compared to primary education. 

Only 18% of students who enrolled in secondary education programs successfully 
completed a tertiary education. 

Remarks: 
Data is not available for the mean years of education, literacy or enrolment rates for 
people from disadvantaged backgrounds. 

Education level Number of students Attainment rate (%) Source

Primary education 5,020,541 67% MOE (Basic Education 
Department) 2017

Secondary education 1,023,842 34% MOE (Basic Education 
Department) 2017

Tertiary education 183,429 83% MOE (Higher Education 
Department) 2017
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2.  Results from the readiness 
questionnaire

2.1.	 Frequencies,	distribution	of	institutional	affiliation,	fields	of	expertise,	
and areas of intervention

The readiness questionnaire in-depth interviews were conducted with 26 respondents. 
From these 26 respondents, 20 were conducted as face-to-face in-person meetings 
and the remaining six respondents were interviewed by phone. Seventy-three 
percent of respondents (19) were high-level officers from 9 government ministries. 
The remaining 27% (6) of respondents were Chairpersons, Vice-Chairpersons, and 
Secretary-General level representatives from business membership organisations 
according to their relevant field of expertise in regards to the six areas of intervention. 
The list of respondents is given below. 

Respondents from government ministries 

1. Ministry of Education (MoE) (ASEAN SOM-ED)

2. Ministry of Labour, Immigration & Population (MoLIP) (ASEAN SLOM)

3. Ministry of Border Affairs (MoBA)

4. Ministry of Social Welfare Relief & Resettlement (MSWRR)

5. Ministry of Agriculture, Livestock & Irrigation (MoALI)

6. Union Civil Service Board (UCSB)

7. Ministry of Planning, Finance & Industry (MoPFI)

8. Ministry of Transport & Communications (MoTC)

9. Ministry of Investment and Foreign Economic Relations (MoIFER)

Respondents from business membership organisations

1. The Union of Myanmar Federation of Chambers of Commerce and Industry

2. Myanmar Young Entrepreneurs’ Association

3. Myanmar Women Entrepreneurs’ Association

4. Myanmar Rattan & Bamboo Entrepreneurs’ Association
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Table 7: Respondents of the readiness questionnaire

Organisation Name Position/field	of	expertise

1 Ministry of Education (MoE) Dr. Nay Myo Tun Principal 
(Government Technical 
Institute Kyaukse)

2 Ministry of Education (MoE) Dr. Yin Myo Thu Deputy Director General 
(Higher Education)

3 Ministry of Education (MoE) Dr. Pyae Kyaw Thu Director 
(TVET)

4 Ministry of Education (MoE) Mr. Khin Aung Yi Deputy Director 
(General Education)

5 Ministry of Education (MoE) Mr. Win Pe Director 
(Department of Alternative 
Education)

6 Ministry of Labour, 
Immigration and Population 
(MoLIP)

Ms. Khin Mar Aye Director
(National Skills Standards 
Authority)

7 Ministry of Labour, 
Immigration and Population 
(MoLIP)

Mr. Kyaw Kyaw Lwin Director 
(Skills Development Division)

8 Ministry of Labour, 
Immigration and Population 
(MoLIP)

Ms. Tin Mar Htwe Director
(Research & Organisation 
Division)

9 Ministry of Labour, 
Immigration and Population 
(MoLIP)

Ms. Mya Mya Thet Deputy Director 
(Skills Development Division)

10 Union Civil Service Board Ms. Thi Thi Aung Deputy Director  
(Chairperson’s Office)

11 Ministry of Planning, Finance 
& Industry (MoPFI)

Ms. Aye Aye Win Director General 
(Directorate of Industrial 
Supervision and Inspection)

12 Ministry of Planning, Finance 
& Industry (MoPFI)

Dr. Ei Shwe Zin Tun Director 
(Technology & Market 
Promotion Department)

13 Ministry of Planning, Finance 
& Industry (MoPFI)

Mr. Saw Hmat Kyaw Director 
(Training Centres Supervision 
Department)

5. Federation of Myanmar Engineering Societies 

6. Mandalay Region Chambers of Commerce and Industry

7. CVT-Swiss Contact TVET School
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Organisation Name Position/field	of	expertise

14 Ministry of Agriculture, 
Livestock and Irrigation 
(MoALI)

Mr. Khun Aye Naing Director General
(Small-Scale Industries 
Department)

15 Ministry of Agriculture, 
Livestock and Irrigation 
(MoALI)

Dr. Nwe Nwe Yin Director 
(Department of Agricultural 
Research)

16 Ministry of Social Welfare, 
Relief and Resettlement 
(MoSWRR)

Mr. Aung Kyaw Moe Deputy Director General
(Department of Social 
Welfare) 

17 Ministry of Border Affairs 
(MoBA)

Mr. Sai Tun Nyo Deputy Permanent Secretary

18 Ministry of Investment and 
Foreign Economic Relations 
(MoIFER)

Ms. San San Htwe Deputy Director
(Directorate of Investment & 
Company Administration)

19 Ministry of Transport and 
Communications

Mr. Aung Kyaw Win Director 
(Department of Transport 
Planning)

20 MoTC Ms. Yin Yin Aye Principal

21 CVT-Swiss Contact TVET 
School

Mr. Soe Myint Secretary General

22 Myanmar Engineering 
Society (MES)

Mr. Kyaw Thu Patron

23 Myanmar Rattan & Bamboo 
Entrepreneurship Association 
(MRBEA)

Ms. Hnin Wai Vice-President

24 Myanmar Women 
Entrepreneurs’ Association 
(MWEA)

Mr. Win Htet Maung Maung Secretary General

25 The Union of Myanmar 
Federation of Chambers of 
Commerce and Industry 
(UMFCCI)

Mr. Kyaw Dewa Joint Secretary General

26 Mandalay Region Chamber 
of Commerce & Industry 
(MRCCI)

Mr. Moe Kyaw Kyaw Vice-President

 



9

Human Resources Development Readiness in ASEAN | Myanmar Country Report

2.2. Analysis: Discrepancies in areas of intervention  
(important/desirable vs. realised/achieved)

Table 8: Results of Readiness Questionnaire by 26 Respondents

Table 9: Results of the readiness questionnaire (19 respondents from government ministries)

Total  
Respondents - 26

Important / Desirable Realised / Achieved

Very 
high 

(100%)

High 
(80%)

Quite 
high 

(60%)

Quite 
low 

(40%)

Low  
(20%)

None  
(0%)

Very 
high 

(100%)

High 
(80%)

Quite 
high 

(60%)

Quite 
low 

(40%)

Low  
(20%)

None  
(0%)

Promote HRD culture: 17 8 □ 1 □ □ □ 1 5 8 10 2

Adopt inclusive 
approach: 8 12 5 □ 1 □ □ □ 5 4 10 7

Strengthen enabling 
structures: 16 7 2 1 □ □ □ 1 5 8 7 5

Modernize HRD 
programmes: 13 10 2 □ 1 □ □ □ 3 9 9 5

Professionalize 
development of 
qualified teaching 
personnel:

17 7 □ 2 □ □ □ 1 3 9 11 2

Promote 
engagement of 
business sector:

17 7 □ □ 2 □ □ 2 3 5 12 4

Total  
Respondents - 19   

(Government 
Ministries)

Important / Desirable Realised / Achieved

Very 
high 

(100%)

High 
(80%)

Quite 
high 

(60%)

Quite 
low 

(40%)

Low  
(20%)

None  
(0%)

Very 
high 

(100%)

High 
(80%)

Quite 
high 

(60%)

Quite 
low 

(40%)

Low  
(20%)

None  
(0%)

Promote HRD culture: 12 6 □ 1 □ □ □ 1 3 8 6 1

Adopt inclusive 
approach: 6 9 3 □ 1 □ □ □ 4 2 7 6

Strengthen enabling 
structures: 11 6 1 1 □ □ □ 1 4 6 5 3

Modernize HRD 
programmes: 10 7 1 □ 1 □ □ □ 2 8 6 3

Professionalize 
development of 
qualified teaching 
personnel:

11 7 □ 1 □ □ □ 1 2 8 7 1

Promote 
engagement of 
business sector:

11 6 □ □ 2 □ □ 1 2 4 8 4
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Table 10: Results of the readiness questionnaire (7 respondents from Business  
Membership Organisations)

Table 11: Important/Desirable Versus Realised/Achieved for six intervention areas  
(total respondents = 26)

2.3.  Interpretation of results and the appraisal of areas of intervention with 
regards	to	different	institutional	affiliations

The table above shows the juxtaposition of the results of the readiness questionnaire as 
answered by the 26 respondents. Contrastingly, there was a high to very high degree of 
desirability and importance for all intervention areas and remarkable insights as to the very 
low degree of realisation and achievement. Such a huge readiness gap may prove beneficial 
to all stakeholders and can be given intensive consideration when drafting effective 
strategies, policies, frameworks and regulations through cooperation and collaboration 
between the public sector, the private sector, and potential international partners.

Intervention areas Important/Desirable
(very high/high)

Realised/Achieved
(very high/high)

Promote HRD Culture 96% 4%

Inclusive Approach 77% 0%

Strengthen Structures 89% 4%

Modernise Programs 89% 0%

Qualified Teaching Personnel 92% 4%

Engagement of the Business 
Sector 

92% 8%

Total  
Respondents - 7 

(Business 
Membership 

Organisations)

Important / Desirable Realised / Achieved

Very 
high 

(100%)

High 
(80%)

Quite 
high 

(60%)

Quite 
low 

(40%)

Low  
(20%)

None  
(0%)

Very 
high 

(100%)

High 
(80%)

Quite 
high 

(60%)

Quite 
low 

(40%)

Low  
(20%)

None  
(0%)

Promote HRD culture: 5 2 □ □ □ □ □ □ 2 □ 4 1

Adopt inclusive 
approach: 2 3 2 □ □ □ □ □ 1 2 3 1

Strengthen enabling 
structures: 5 1 1 □ □ □ □ □ 1 2 2 2

Modernize HRD 
programmes: 3 3 1 □ □ □ □ □ 1 1 3 2

Professionalize 
development of 
qualified teaching 
personnel:

6 □ □ 1 □ □ □ □ 1 1 4 1

Promote 
engagement of 
business sector:

6 1 □ □ □ □ □ 1 1 1 4 □
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3.  Strategies, policies, and 
programs on HRD/LLL 

3.1. Overview of available policy and strategy documents

In Myanmar, country policies and strategies on HRD/LLL are highlighted in the 
following documents: 

 • Myanmar Sustainable Development Plan MSDP (2018-2030)

 • National Education Strategic Plan NESP (2016-2021)

 • National Skills Standards Authority NSSA (Vision/Mission)

 • National Education Law (2014)

 • The Employment and Skills Development Law 2013

 • Ministry of Education Strategy (UNICEF HRD Plan for Internal Ministry Strategy)

 • Civil Service Training Policy (2018) 

 • Civil Service Reform Strategic Action Plan HRD (2017- 2020)

 • National Innovation Competition and Job Fairs for Youth 

 • TVET Policy Draft (not yet approved)

Economic Policy of the Union of Myanmar 

Vision

The economic policy of the Union of Myanmar is people-centered and aims 
to achieve inclusive and continuous development. It aims to establish an 
economic framework that supports national reconciliation, based on the just 
balancing of sustainable natural resource mobilisation and allocation across 
the States and Regions.

Objectives

1. To support national reconciliation and the emergence of a united federal 
democratic union.

2. To achieve balanced economic development across the States and Regions
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3. To create opportunities for the emergence of capable and skilled new 
generations for the benefit of the country.

4. To establish an economic system that can achieve and maintain positive 
development outcomes through the participation, innovation and efforts 
of all citizens.

12 key points of Myanmar’s economic policy 

1. Expanding our financial resources through transparent and effective public 
financial management.

2. Improving the operations of state-owned enterprises and privatizing those 
state-owned enterprises that have the potential to be reformed, while 
promoting and assisting small and medium enterprises as generators of 
employment and growth.

3. Fostering the human capital that will be needed for the emergence of 
a modern developed economy and improving and expanding vocational 
education and training.

4. Prioritising the rapid development of fundamental economic infrastructure 
such as electricity generation, roads and ports, and establishing a data ID 
card system, a digital government strategy, and an e-government system.

5. Creating employment opportunities for all citizens including those returning 
from abroad and giving greater priority in the short term to economic 
enterprises that create many job opportunities.

6. Establishing an economic model that balances agriculture and industry, and 
supports the holistic development of the agriculture, livestock, and industrial 
sectors, so as to enable rounded development, food security, and increased 
exports.

7. Asserting the right of individuals to freely pursue the economic opportunities 
they choose, so as to enable private sector growth in line with a market 
economy system; formulating specific policies to increase foreign investment; 
and strengthening property rights and the rule of law.

8. Achieving financial stability through a finance system that can support the 
sustainable long-term development of households, farmers, and businesses.

9. Building environmentally sustainable cities, upgrading public services and 
utilities, expanding public spaces, and making greater efforts to protect and 
conserve our cultural heritage.
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10. Establishing a fair and efficient tax system in order to increase government 
revenues and protecting individual rights and property rights through 
enacting laws and regulations.

11. Establishing technical systems and procedures to support intellectual property rights 
that can encourage innovation and the development of advanced technology.

12. Identifying the changing and developing business environment both in 
ASEAN and beyond, so as to enable our own businesses to situate themselves 
to take advantage of potential opportunities.

3.2.	 Analysis	and	findings

In the country’s strategies and policies, student, youth and labour-force groups are 
specifically mentioned as target groups for HRD. 

One of the key messages used by the Ministry of Labour, Immigration and Population 
for the labour force was “Skills for a brighter future”.

The three following key fields of HRD are addressed and highlighted as priority fields 
in the country’s strategies and policies.

 • General Education

 • Higher Education 

 • TVET 

Due to economic and political transformation since 2015, the state budget for HRD 
and TVET has been inadequately allocated. However, some TVET schools in the private 
sector have been founded and supported by local and international organisations. The 
most prominent TVET schools in Myanmar are the Myanmar-Japan Aung San TVET 
School, the Myanmar-Korea TVET School, and the Myanmar-Singapore TVET School. 

Based on the results of interviews, government funding in HRD (training/seminars) 
in Myanmar was about 0.1% of public spending (as a percentage of GDP). TVET 
Reform began in 2016. 

As a positive development in the education sector in Myanmar, the budget for the 
Ministry of Education has increased regularly since 2017; 10.10% in 2017, 10.35% in 
2018 and 10.46% in 2019. In the 2017-2018 fiscal year, the government invested USD 
1.12 billion (7.76% of the Union Budget) in education. Of USD 1.12 billion, 1.19% was 
allocated for TVET in 2018.1 

1. Source: Oxford Business Group and Myanmar 2018 Education Budget by Ministry of Planning, Finance and Industry.
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According to local practice, the budgets for operations, wages and maintenance of 
government funds are submitted annually based on the actual expenditure of the 
previous year. Similarly, the budget for training for all ministries is usually decided 
by the Ministry of Planning and Finance. There is minimal difference in budget 
allocations from year to year. Through personal interviews, it was confirmed by both 
the public and private sectors that developing HRD funds and investing in HRD was 
extremely important for the country’s future. 

As advisory and counselling services for citizens are not available, these services are 
in high demand for the youth as well as for adults who would like to change career, 
look for better employment opportunities, or attend advanced education programs. 
Some universities offer advisory and counselling services to students but with 
limited resources. Government schools do not offer this counselling service in basic 
education. In the private sector, some advisory services are available; however, at a 
high cost and provided by individual consulting companies. This is not an affordable 
service for the general public or youth groups. 

3.3. Good Practices

TVET Forum 2016
The inaugural and only TVET Forum to date was held in 2016. State Counsellor, Madam 
Aung San Suu Kyi, attended the forum to promote vocational education in Myanmar with 
the premise that education provides the ability to overcome life’s challenges and obstacles. 
She addressed students and parents on the topic of valuing vocational training as it was 
an educational path that met students’ interests and could enhance their lives. She also 
pointed out that countries focusing on vocational training have achieved development, 
and mirroring this could drive the transformation of the nation into a developed economy. 
Ms. Aung San Suu Kyi went on to emphasise the need to increase public awareness and 
understanding about vocational education to help all citizens understand that vocational 
education is a first-class education. The requirement of public-private partnerships in 
developing a vocational education system in the country was also highlighted. 

During the two-day forum, seminars and talks were conducted on improving TVET 
access, quality control and better management to promote employment and 
economic modernisation. The forum included 90 exhibiting galleries (90 exhibition 
booths) from 13 ministries and a total of 247 training schools from both the public 
and private sectors. Several international agencies, development partners, and UN 
organisations supported and contributed to the forum.

COVID Economic Relief Plan by the Ministry of Agriculture, Livestock and Irrigation
Myanmar has a COVID fund called the COVID Economic Relief Plan, which is an example 
of good practice under the Ministry of Agriculture, Livestock and Irrigation (MoALI). 
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The Small-Scale Industry Department (SSID) under MOALI received a COVID fund 
of (400,000 USD) from the state. The SSID ran a program on handicraft-making, 
the production of daily consumer items, the production of food and beverages, 
hand looms for textile production, and technical electrician classes. The COVID fund 
was also used for conducting training and classes allowing everyone who showed 
an interest in learning to attend free of charge. After attending the training, most 
trainees gained the capacity to produce products independently and set up their 
own small-scale production. This training also provided relevant services in the local 
market. Within four months (COVID period from 16/07/2020 to 30/09/20202) 300 
training sessions were provided to 9,000 trainees. The training courses and their 
durations are as follows:

 • Consumer Production: 6 days

 • Food Production: 6 days

 • Weaving: 24 days

 • Handicraft: 10 days

 • Electrics: 10 days

The Ministry also lifted restrictions on their staff accessing foreign scholarship 
programs offered by international education providers. Staff are now permitted to 
study at the Yezin Agricultural University while receiving a full salary for Bachelor’s, 
Master’s and Ph.D. programs.

Ministry of Planning, Finance and Industry
Human Resources Departments are not currently available in all ministries. Generally, 
a department called “Admin & Finance” deals with staffing and management. 
In the formal structure of ministries, an HR department was not included as a 
requirement. Currently, the Ministry of Planning, Finance and Industry plans to 
formalise the establishment of a Human Resources & Administration section (HRM) 
using a standard model for all government ministries/departments. It is expected 
that the model will replicated by every ministry in the very near future.

Ministry of Labour, Immigration and Population 
The Ministry of Labour, Immigration and Population also has a slogan: “Synchronising 
manpower for skills development of the Myanmar workforce”. The Department 
of Labour has been collecting data by cooperating with concerned ministries, 
departments and private organisations. The Department has also published a “User 
Handbook" on Human Resources Development indicators for its users; for example, 
policy makers, planners, and researchers. It has also developed a set of core HRD 
indicators encompassing various sectors of the economy with specific emphasis on 
population, vital statistics, health and nutrition, and education.
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4.  Enabling structures for the 
promotion of HRD/LLL

4.1. Overview: HRD/LLL state provisions based on formal regulations

The Myanmar Government consists of 24 ministries. A total of six ministries 
have implemented TVET based on their own policies without a set of common 
definitions or inter-ministerial coordination. 

Through findings from personal interviews with government departments and 
business membership organisations, coordination and cooperation among state 
bodies has much room for improvement. A similar situation exists between the 
public and private sectors.

According to the restructuring of the country’s ministries, TVET was divided into 
three categories:

 • Formal TVET leading to an academic award (diploma).

 • Non-formal TVET wherein each ministry provides vocational training in order to 
achieve policy goals. 

 • Private TVET with no official registration or certification system with higher fees 
than the above categories.

4.2. Bodies in charge of HRD/LLL at the state level and coordination mechanisms

The six leading state bodies and government ministries are:

1. Ministry of Education

2. Ministry of Agriculture, Livestock & Irrigation 

3.  Ministry of Border Affairs

4.  Ministry of Labour, Immigration & Population

5.  Ministry of Planning, Finance & Industry

6.  Ministry of Social Welfare, Relief & Resettlement

Furthermore, the Ministry of Health and Sport and the Ministry of Natural 
Resources and Environmental Conservation are also active in HRD through the 
establishment of TVET schools in their respective ministries. 
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Additionally, there is a Union Civil Service Board that provides training for all 
government officers for promotion and advanced job-related education and 
training in the country as well as for overseas education programs provided by 
international cooperation partners and donors. 

TVET schools under government ministries

4.3.  Cooperation between state bodies and external stakeholders and 
organisations 

The Ministry of Education and the Ministry of Labour, Immigration and Population 
are in charge of the development, implementation, monitoring and updating of 
the HRD/LLL strategy.

At the state level, coordination and cooperation among government actors was 
desired by all relevant parties. However, a systematic platform and a mechanism 
to improve coordination and cooperation were lacking. Regardless of the clear 
objectives and goals in the Myanmar Sustainable Development Plan (MSDP) and 
the National Education Strategic Plan (NESP 2016-2021), effective implementation 
failed due to weaknesses in cooperation and collaboration between stakeholders. 

The inaugural and only TVET Forum to date was held in 2016. A National Skills 
Development Forum (NSDF), scheduled to take place every three years, was hosted 
by the Ministry of Labour, Immigration and Population for the first time in 2016. 
However, although the NSDF was not held in 2019, its relaunch is planned for 2021.

A conference on the Implementation of Higher Education Development 2019 
was held to explore further opportunities for cooperation between the Ministry 
of Education and external stakeholders such as representatives from universities, 
students, teacher associations, and stakeholders from the private sector. 

Ministry Number of Schools

1 Ministry of Education 57

2 Ministry of Agriculture, Livestock & Irrigation 55

3 Ministry of Border Affairs 50

4 Ministry of Labour, Immigration & Population 6

5 Ministry of Planning, Finance & Industry 6

6 Ministry of Social Welfare, Relief & Resettlement 9

Total number of TVET schools 183
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Some platforms for regular meetings and conferences with international 
development partners are in operation (for example, the Economic Annual Forum) 
but no specific platforms or forums have been formalised for cooperation with 
external partners, including international organisations. Currently, the Ministry of 
Labour, Immigration and Population aims to work with the International Labour 
Organisation to implement and plan for a Mutual Recognition of Skills program 
between Myanmar and Thailand as well as between Myanmar and ASEAN.

The Multi-Partner Trust Fund is also a platform for cooperation with external 
partners such as UNESCO, Denmark, the UK, and Finland for HRD/LLL and has 
supported teacher education development since 2014. Several actors are involved 
in the country including ADB, RECOTVET ASEAN, UNDP, UNESCO, UNICEF, 
UNFPA, AOTS, HIDA, JICA, KOICA, GIZ as well as a group of 35 INGOs. 

Among government bodies, the CSO (Central Statistical Organisation) under the 
Ministry of Planning, Finance and Industry has the role of collecting national 
statistics and data. As CSO is not a data producer itself, it faces challenges 
collecting data from data producers in several ministries. This is in part due to 
a lack of trust and the lack of a cooperation mechanism within government 
bodies. The missing data is on child labour in the employment sector and from 
identified vulnerable groups.

4.4. Legislative provisions

To date, there is neither an “HRD law” nor a “TVET law” in Myanmar. Myanmar 
may require support from an ASEAN framework, as well as guidance or 
encouragement from the ASEAN community, to enable the development and 
enforcement of an “HRD law”.

Developing the political will to develop such an “HRD Policy” at state level would 
be a positive initial step. By taking a step-by-step approach, once “HRD Policy” is 
highlighted, follow-up actions promoting HRD would become feasible for both 
the public and private sectors.  

A TVET law based on the Comprehensive Education Sector Review (CESR) under 
the National Education Strategic Plan (NESP) is currently under deliberation in 
parliament. The TVET law notes the organisation of a TVET Council and a requirement 
to coordinate TVET across all the different line Ministries. The Law needs to be 
approved in order to implement the establishment of a TVET Council and initiate 
implementation of the required actions in building a formalised TVET system.
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There is an effective example from the Engineering Council in Myanmar. The 
establishment of the Council was drafted in 2002. The approval took more than 
ten years but since this Council was set up, the Engineering Society has been 
able to decide and implement required actions independently without having 
to go through a bureaucratic process. 

Currently, school is compulsory to Grade 5 (aged 10). The Basic Education Law 
2019 provides compulsory free education for all children until the age of 12 with 
the aim of completing lower secondary education in the formal education sector. 
Alternative education has been provided for those youths, specifically out-of-
school children (OOSC) and out-of-school youths over the age of 15, numbering 
about 3.5 million with opportunities to gain competencies, credentials, access to 
higher wages and life-long learning.

All citizens have the right to train at a government TVET school after successful 
attainment of Grade 8 (Lower Secondary). Government technical high schools 
provide 30,000 MMK (approximately USD 22) as a monthly allowance to all students. 

There is no provision of credit or access to financial loans for attending educational 
programs. Also, there is no availability of joint public-private funding for the 
delivery of training in the public or private sectors. 

Financing HRD/LLL 

No specific pool of funds was budgeted for HRD at the national level by the state. 
Certain ministries are allocated 0.01% of the total national budget for the 
purpose of “training”. 

4.5. Agenda for future TVET councils 

The rapid approval of the TVET law is required to enhance projected benefits and 
outcomes. On approval of the law, the TVET Council will begin carrying out its 
functions. The priorities of the TVET Council are as follows.

 • To develop strategy and mechanisms for improving cooperation and collaboration 
amongst all stakeholders.

 • To conduct broad-reaching awareness campaigns on TVET programs in 
connection with job opportunities for Myanmar’s youth. 

 • To conduct a match-making assessment for TVET school curricula and 
employment market needs. 

 • To review TVET curricula and upgrade the quality of TVET programs and certifications. 
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 • To launch promotional activities for TVET programs in urban and rural areas. 

 • To support a higher allowance for TVET students – currently 30,000 MMK, 
approximately USD 22.

 • To conduct research and benchmarking to compile data on TVET graduate incomes.

 • To support capacity building of TVET trainers/personnel on teaching methodology, 
and on the use of teaching aids and facilities. 

 • To identify and share good practices and lessons learnt through TVET 
implementation and financing from other ASEAN member states. 

4.6. Good Practices 

GIZ TVET project for National Skills Standards Authority (NSSA)

The GIZ TVET project in cooperation with the Ministry of Labour, Immigration and 
Population, Ministry of Education, Ministry of Industry and the Myanmar Federation 
of Chambers of Commerce and Industry supported a system for assessing and 
certifying workers on the basis of labour market-oriented standards. This project 
strengthened Myanmar’s National Skills Standards Authority (NSSA), which was 
established in 2007 as a public-private partnership with the aim of supporting 
ASEAN’s regional economic integration agenda. It is mandated to develop a 
national skills standards system, promote systematic competency-based training 
and certification of skilled workers, and support the recognition of prior learning 
with occupational skills assessments and certification. 

The project is chaired by the Permanent Secretary of the Ministry of Labour, 
Immigration and Population (MOLIP) and co-chaired by the Permanent Secretary 
of the Ministry of Industry (MOI). The NSSA comprises 15 sectoral committees, a 
training committee and an assessment and certification committee. The sectoral 
committees are chaired by representatives of ministries and departments and the 
Union of Myanmar Federation of Chambers of Commerce and Industry (UMFCCI). 
Members include experts from private and public sector organisations, companies, 
business associations and relevant ministries. The committees are tasked with 
developing the required National Occupational Competency Standards (NOCS), 
which reflect levels of workforce training and work-based skill sets. The NSSA 
facilitates and coordinates the work of the committees.

By involving the private sector, employer associations, trade unions and the 
government, the NSSA’s 15 sectoral committees assist stakeholders to respond 
flexibly to changing business, industry and labour market needs while safeguarding 
compliance with national standards and regulations. Private sector involvement 
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is very important and industry experts have various roles in the NSSA. Professional and 
employer associations have been encouraged to take part in the skills assessments and 
certification programs. Technical experts, supervisors and managers from industry with 
expertise in practical work processes ensure that certification schemes meet industry 
needs and conform to social, ethical, health and safety standards. Industry representatives 
can chair committees and serve as assessors, inspectors or owners of assessment centres. 

Assessment centres were established to test employees’ skills by using the 
recognition of prior learning (RPL) approach. This approach gives workers 
opportunities to learn skills through informal training or hands-on experience, 
and workers have the chance to obtain certificates without having to go through 
the pathways of formal education or training. These centres are accredited by the 
Assessment and Certification Committee (ACC) in order to professionalise and 
standardise the assessment of skills as stipulated in Myanmar’s Employment and 
Skills Development Law. 

ACC has accredited almost 200 centres to assess skills for the recognition of prior 
learning (RPL) in over 30 trades in 12 of Myanmar’s 15 regions and states. The NSSA’s 
competency assessment is a lengthy process; from developing the competency 
standards to assessing and certifying employees’ skills. It includes the following steps:

 • Competency standards development

 • Development of assessment plans and guidelines

 • Finalisation of assessment tools and assessor training

 • Development of inspection and accreditation guidelines

 • Inspection and accreditation of assessment centres

 • Trialling and modification of tests

 • Pre-training and familiarisation

 • Conducting assessments

 • Certification

With the aim of building up Myanmar’s labour force to become more competitive 
in the ASEAN labour market, the NSSA identified four skills qualification levels, 
which were agreed by all stakeholders. As of February 2020, the NSSA awarded 
more than 14,000 certificates in over 30 occupations to semi-skilled and skilled 
employees (NSSA skills qualification levels 1 and 2) who had acquired their 
occupational expertise through workplace learning and hands-on experience.
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5.  Professional development of 
qualified	teaching	personnel

5.1.  Formal standards in place for TVET teachers, school managers,  
and	in-company	trainers	(TVET	Personnel	in	ASEAN	Investigation	in	five	
ASEAN States by Professor Dr Dieter Euler 2018) 

Three standard formalised training and education programs are available and 
provided for all teachers in the public sector in Myanmar. 

 • Education Degree College (four-year Bachelor’s Degree program).

 • Pre-Service Practicum Teacher Training program (6-month to one-year training 
program for primary and middle school teachers).

 • University of Education (four-year Bachelor’s degree program in Yangon and 
Sagaing City) for Senior Assistant Teachers. 

Responsibility for pre-service training programs usually lies with a ministry at the 
national level. Myanmar is an exception: the responsibility lies with the Ministry of 
Education together with the involvement of 8 other ministries, which provide their 
respective programs. Myanmar is focused on the development of teacher standards 
and has put forward plans for improvement although there are, as yet, no recognised 
national standards in Myanmar. 

There has been no explicit discrimination of the LGBTQ communities or people living 
with disabilities regarding employment as technical teachers. Any citizen can be 
appointed as a teacher based on their qualifications.

GIZ offered Myanmar a school management program. Participation in the programs 
or courses was not mandated or made compulsory. The need to emphasise the 
issue of competency development for in-company trainers in Myanmar is a vital step 
in initial TVET reforms – support for this is required in order to assist companies in 
developing trainers. The Union of Myanmar Federation of Chambers of Commerce 
and Industry has provided practical examples on how to organise such support.

Positive steps occurred as Myanmar began to develop courses and programs that 
provided opportunities for in-company trainers to acquire relevant competencies. 
Some initiatives, including the “Training of Trainers” program, were supported by 
the International Labour Organisation, international government agencies, and 
development partners. 
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Since 2012, the GIZ TVET project has supported capacity strengthening for teaching 
personnel in selected vocational training schools in Myanmar. The introduction 
of modern school management systems has been a major focus of professional 
development programs. The project has trained 1,200 teachers, school directors, and 
ministry employees responsible for vocational education, as well as representatives 
of industry and the private sector. These individuals are now putting innovative 
approaches into practice. These include modern teaching methods, methods for 
cooperating with the private sector, improved institutional structures, improved 
management of vocational schools, and other systematic changes.

Several important capabilities are identified as standard in teacher training. According 
to the six respondents from the education sector, the standard of the following 
capabilities is ranked between “high and quite high”. The average feedback is about 2.5.  

Note: The table shows the extent of teacher training standards according to 6 respondents.

The respondents’ feedback provides a multi-faceted view for analysis.  

One view is that teachers may now have high self-confidence, self-esteem and high 
expectation of self-image. This provides the potential for trainers to develop further 

Overall results from 6 respondents: Average: 2.5
Extent: (1) very high; (2) high; (3) medium; (4) low; (5) very low Extent

Facilitate acquisition of the following “future skills”:

Numeracy and literacy skills 2.3

High-order cognitive skills (e.g. analysing; critical thinking; creativity) 2.3

ICT skills/digital literacy (e.g. applying devices and tools; reflecting on the 
impact of ICT applications)

3

STEM skills 3

Social skills (e.g. communication; cooperation in teams; conflict 
resolution; empathy; emotional intelligence)

2.3

Learnability (e.g. readiness to learn; learning motivation; curiosity;  
self-learning strategies)

2.3

Character qualities (e.g. ethical reflection; social and cultural  
awareness; agility)

2.1

Problem-solving in complex, technology-rich environments 3

Promote active, learner-centred teaching methods 2.1

Evaluate concepts of technology-enhanced learning 3

Focus on instructional alignment of objectives, teaching methods  
and assessment

2

  

Table 12: Teacher training standards



24

Myanmar Country Report | Human Resources Development Readiness in ASEAN

learning opportunities during their professional lives. Educators may develop enthusiasm 
for lifelong learning opportunities, including self-development through a systematic  
up-skilling program should there be provision made for such programs. 

An alternative view could be that ASEAN or other external actors will assume actual in-
country competency is higher than it actually is and will conclude that further programs 
for learning are not required. This has the potential to discourage external support from 
ASEAN or international cooperation partners. 

It is recognised that at the current time there are no formal in-company trainers in 
the business sector. Certain training institutes provide management, technical, and 
capacity building training courses. Private companies are able to access training 
services from such training institutes. 

5.2. Recruitment of committed teachers 

Based on the current situation in the country, Myanmar appears to face severe 
challenges in the delivery of consistent countrywide education programs due to 
the inadequate training of educators. Education policy and reforms may not be 
effective until teachers are valued and adequately rewarded. The current monthly 
salaries of teachers working in the public sector are listed below.

Monthly salary for Teachers in Myanmar 

 Primary: 180,000 MMK  (approximately USD 130)
 Secondary: 205,000 MMK (approximately USD 145)
 Tertiary: 250,000 MMK  (approximately USD 180) 
 (1 USD = approximately 1,400 Myanmar Kyat) 

The Basic Education Department has about 400,000 staff, including 380,000 
teachers in the public sector. In Myanmar, teaching professionals show commitment 
to their work despite the lack of equitable compensation and benefit packages 
compared to other ASEAN countries. Teachers in Myanmar are inadequately 
compensated for their commitment, which includes a lack of personal development 
and career opportunities. A primary school teacher will remain a teacher at the 
primary level on the same salary for ten years. As a result of this system, graduates or 
qualified youths lack motivation for choosing a career in teaching.

In order to address this issue, specific strategic approaches need to be developed 
that will create the conditions to make teaching more attractive and honourable. 
Teachers are unable to develop their careers due to a lack of support from the 
education sector, which creates conditions for dis-empowerment. This can 
demotivate teachers and prevent the delivery of high quality education. Teachers 
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require motivation and pathways to create job satisfaction as in other professions, 
and possibly more so. The following approaches could be implemented to motivate 
and retain committed educators.

 • Provision of a good working and teaching environment that provides security, 
and sufficient teaching aids and facilities. 

 • Opportunities for self-learning and self-improvement in school curricula.

 • Accredited standard capacity building and training in teaching methodology, 
learning attitudes, and advanced education on subject-related topics.

 • Familiarisation with ICT implementation in a general curriculum for building the 
capacity of teachers and modern teaching methods.   

 • Provision of practical hands-on training on subject-related topics on an annual basis. 

 • Upgrade of the current compensation and benefits package.

 • Professional acknowledgement through annual Teacher Awards days, Certificates of 
Excellence and national recognition that teachers create the society of the future. 

 • Validation of teachers’ contribution to achieving school improvement targets 
and the acknowledgement of teacher input into encouraging increases in 
student retention during transition between primary and secondary education. 

Good practices 

Based on the interviews, no good practices were identified in this intervention area.



26

Myanmar Country Report | Human Resources Development Readiness in ASEAN

6.  Engagement of the business 
sector in HRD

6.1. Areas of engagement in TVET and higher education 

The total number of respondents for all intervention areas was 26. 

The business sector engagement in education questions were answered by 16 
respondents for TVET and 15 respondents for higher education. The list is shown 
below (11 ministries and 5 business membership organisations). 

Table 13: Engagement of the business sector in TVET education programs

Note: 16 from a total of 26 respondents graded the extent of achievement with the overall result taken as an average.

A limited number of TVET programs started to cooperate with private sector 
businesses in-country as well as with other international government organisations 
(e.g. The Singapore-Myanmar Vocational Training Institute in Yangon). 

Table 14: Engagement of the business sector in higher education programs

Note: 15 from a total of 26 respondents graded the extent of achievement with the overall result taken as an average. 

Overall result: Average 4
Extent: (1) very high; (2) high; (3) medium; (4) low; (5) very low Extent

Delivery of TVET programs (e.g. internships/apprenticeships) 4

Provision of equipment/teaching materials to schools 4.1

Partner in assessments and examinations 4

Support in training of teaching personnel 4.1

Support in development of curricula and skills standards 4

Engagement in TVET bodies at national or local levels 4

Others

Overall result: Average 4.2
Extent: (1) very high; (2) high; (3) medium; (4) low; (5) very low Extent

Support in development of courses and programs 4.1

Support in delivery of courses and programs 4.3

Support in training of university personnel 4.2

Implementation of joint projects 4.1

Provision of equipment/teaching materials 4.1

Industry operation – academia transfer institutes 4.2

Others
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Table 15: The list of 16 respondents on business sector engagement 

Business sector engagement in higher education programs was not  
comprehensively recorded. 

Organisation Name Position/field	of	expertise

1 Ministry of Education Dr. Pyae Kyaw Thu Director (TVET)

2 Ministry of Labour, 
Immigration & Population 

Ms. Mya Mya Thet Deputy Director (Skills 
Development Division)

3 Ministry of Labour, 
Immigration & Population 

Ms. Khin Mar Aye Director (National Skills 
Standards Authority)

4 Ministry of Labour, 
Immigration & Population 

Mr. Kyaw Kyaw Lwin Director (Skills Development 
Division)

5 Ministry of Planning, Finance 
& Industry

Ms. Aye Aye Win Director general (DISI)

6 Ministry of Planning, Finance 
& Industry

Dr. Ei Shwe Zin Tun Director (Technology & 
Market Promotion Dept.)

7 Ministry of Planning, Finance 
& Industry

Mr. Saw Hmat Kyaw Director (Training Centres 
Supervision Department)

8 Ministry of Agriculture, 
livestock & Irrigation

Mr. Khun Aye Naing Director General (Small-Scale 
Industries Dept.)

9 Ministry of Agriculture, 
livestock & Irrigation

Dr. Nwe Nwe Yin Director (Department of 
Agricultural Research)

10 Ministry of Social Welfare, 
Relief & Resettlement

Mr. Aung Kyaw Moe Deputy Director General 
(Social Welfare Dept.)

11 Ministry of Border Affairs Mr. Sai Tun Nyo Deputy Permanent Secretary

12 Myanmar Engineering 
Societies

Mr. Soe Myint Secretary General

13 Myanmar Rattan & Bamboo 
Entrepreneurs’ Association

Mr. Kyaw Thu Patron

14 Myanmar Women 
Entrepreneurs’ Association

Ms. Hnin Wai Vice-President

15 Myanmar Young 
Entrepreneurs’ Association

Mr. Win Htet Maung Maung Secretary General

16 The Union of Myanmar 
Federation of Chambers of 
Commerce and Industry

Mr. Kyaw Dewa Joint Secretary General
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6.2. Incentives for companies to increase engagement 

Currently, there are no incentives provided by the state to the business sector for 
investing in HRD. Neither tax exemptions nor training funds are provided by the 
state and there are no specific regulations obliging employers to invest in HRD. 

While a majority of business owners, entrepreneurs and startups have the motivation 
and willingness to invest in HRD, the current situation does not allow them to 
proceed due to the economic situation in Myanmar. Evidence shows that many 
micro and SMEs are struggling to survive during the COVID crisis. 

A skills development law was approved in 2013. However, a law on occupational 
development has yet to be passed. This proposal is still in draft form and requires approval. 

The Department of Higher Education has established Master’s Degree programs in 
“Development Studies” and “Public Administration” for employers and entrepreneurs 
to support HRD in the business sector. Diploma programs on gemmology have been 
running since 1995 to provide job opportunities for gem dealers. Diploma programs 
on food science technology have been offered to entrepreneurs in home industries.

6.3. Business membership organisations 

Myanmar does not have many leading business membership organisations 
equipped to provide HRD related services. 

Among existing organisations, some of the following offer management related 
training, seminars and talks. The financing of these usually comes from membership 
fees and training/seminar fees paid by participants.  

 • Union of Myanmar Federation of Chambers of Commerce and Industry

 • Myanmar Engineering Societies

 • Myanmar Construction Entrepreneurs’ Association 

 • Mandalay Region Chamber of Commerce & Industry

 • Myanmar Industrial Association 

 • Myanmar Women Entrepreneurs’ Association

 • Myanmar Young Entrepreneurs’ Association

 • Myanmar Hotel & Tourism Association

 • Myanmar Garment Manufacturers’ Association
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Current cooperation and collaboration among stakeholders – business membership 
organisations, state bodies and academic institutions – show that there is room 
for improvement and these factors are motivators for increased business sector 
engagement in HRD. 

Myanmar Vice-President, Mr. Myint Swe, attends monthly meetings with the private 
sector that are organised by the Union of Myanmar Federation of Chambers of 
Commerce and Industry in Yangon. 

This monthly meeting has been conducted since December 2016. Business 
membership organisations have opportunities to present and provide  
evidence-based recommendations for policy-making and involvement in the 
curriculum development of academic institutions according to the needs of the 
employment market. 

6.4. Priority sectors 

1. Manufacturing (garments, automobiles)

2. Agriculture

3. Livestock and Fisheries

4. Services (hotel & tourism, healthcare)

5. Construction 

6. Power

7. Telecommunication

8. Research & Technology 

9. Oil & Gas

10. Mining

6.5 Good practices 

Singapore-Myanmar Vocational Training Institute (SMVTI)

SMVTI is a joint project between the Singapore and Myanmar governments. 
The SMVT Institute opened in 2015 with the aim of supporting human resource 
development in Myanmar, particularly in the area of vocational skills, which are 
in high demand for Myanmar’s youth and adult learners.
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The Institute offers six-month, full-time competency training courses in 10 subjects: 
front office operation, housekeeping, restaurant operation, retail, electronics, 
electrical technology, electrical installation, residential air-conditioning, built-in 
fixtures and equipment, and general welding and mechatronics.

Myanmar youths who have completed secondary school education can apply to 
SMVTI. On completion of a training course, students are awarded certificates of 
qualification in vocational training by the Ministry of Education and also a certificate 
granted from the Institute of Technical Education, Singapore. 

Only 40 students are accepted for each course and about 90% of those who 
graduate are employed by locally owned companies. Each year, the top ten 
graduates are selected and sent as interns to work in Singapore for six months. 
The certification on completion of this internship, issued by SMVTI, is currently the 
highest qualification for high level entry into the job market for Myanmar youth. 

Other Good practices: 

 • The Ministry of Labour, Immigration and Population planned a “Skills 
Development Advisory Group” in several states (Mon, Rakhine, Kachin). The plan 
is still under discussion. 

 • The SME Development Department at the Ministry of Planning, Finance 
and Industry in cooperation with SMIDB Bank offered SME loans and also 
provided entrepreneurship training to business owners and startups. There have 
been around 700 training sessions in the last 5 years with over 30,000 local 
entrepreneurs trained.

 • The Ministry of Agriculture, Livestock and Irrigation offers micro-loans to 
agricultural micro-businesses.
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7. Conclusions 

Room for improvement and recommendations: Intervention area:  
“Promote HRD Culture”

Based on the 20 personal interviews, it is apparent that Myanmar is in a position to 
develop specific strategies to promote HRD in the very near future. Opportunities 
exist for Myanmar to initiate HRD policies and laws with the support of the ASEAN 
HRD Framework and Guidelines once standardised within ASEAN. 

The majority of interviewees expressed a positive belief in the ability of the 
government to support the promotion of HRD culture through the strong political 
will of politicians and decision makers. The creation and implementation of internal 
awareness campaigns on HRD to politicians and decision makers are perceived as a 
tool that could ensure HRD becomes a demand-driven issue in the country. 

In order to promote an HRD culture, the following steps were recommended:

a)  Increase and promote social understanding around the implications for 
and the meaning of HRD and the need for HRD/LLL through broadly 
accessible awareness campaigns. These campaigns could be formalised as 
standardised programs in general education (e.g. HRD introduction days at  
primary/secondary schools) or as incentives for youth through the use  
of competitions. 

b)  Promote the existence of the TVET program to high school students and their 
parents. Due to Myanmar’s inclusive familial culture, parents often determine 
the direction for their children and retain decision-making power. With an 
awareness of the benefits that TVET programs can offer, parents may support 
and encourage their children’s enrolment into the TVET program. Specific 
job opportunities for potential TVET students could be identified in advance 
and presented as pathways through the early years of secondary education in 
public campaigns. 

c)  Establishment of advisory and counselling service centres at national and 
regional levels for all citizens regardless of age. Consideration must be given 
that due to the current situation in Myanmar, this may not be feasible without 
financial support from international development partners. 

d)  Proposed development of a “coordination and cooperation” mechanism for 
HRD to implement proposed actions from policy into practice. 
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e)  A strengthening of the coordination and cooperation culture within 
government bodies (ministries) as well as between the public and private 
sectors for improvement of HRD/LLL through the promotion of national 
values of working together for a better future. 

As an HRD law or HRD council have yet to be established, the public and private 
sectors, NGOs, INGOs and development partners are yet to work on HRD in a 
coordinated way. At present, each actor initiates, plans and acts individually 
according to its own objectives and agenda. To build improved HRD in the 
country, several stakeholders could jointly establish a coordination mechanism 
and platforms within government bodies and also in the private sector. Current 
successful examples are the Hotel & Tourism Association, and the HRD program 
implemented by the Myanmar Garment Manufacturers’ Association.

Firstly, government bodies are able to address areas of improvement in inter-
ministry Human Resources Management. Ministries are able to set up HR 
departments as a first priority. As a second priority, ministries would progress to 
focus on Human Resources Development in accordance with their own objectives. 

Several courses on leadership, organisational development and managerial skills 
could be offered to relevant staff in government ministries including high level 
departmental administrative officers; for example, at Director General level. 

The promotion of HRD culture requires political will and, as identified in the research 
respondents’ belief that the Myanmar Government has this will, there is a need for 
specific HRD policy defined by politicians and decision makers at the national level. 

This approach highlights the importance of HRD in promoting increased prospects 
for the nation and recommends that all citizens be made aware of the long-term 
benefits to the country in order to support the increase in HRD countrywide.  

For the labour market, the following groups were suggested as target markets for 
up-skilling. 

 • Labour from the industrial sector (from unskilled labour to skilled labour)

 • Labour from the agricultural sector (training on modern farming techniques, 
technology and equipment)

 • Operational management from clerk level to supervisor level
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For youth groups, it is recommended that “Learning Centres” be set up not only 
in cities but throughout the country, and equipped at regional/township levels for 
out-of-school children (aged 10-14 years). These should be targeted at and made 
available to those citizens identified as illiterate. 

A good example is provided by the Department of Alternative Education’s “Literacy 
in 40 days project” at state level for specific target groups (aged 15 - 45 years). The 
course is conducted twice annually. Over 15,000 people attended the course in 
2019. Following attendance, participants showed an increase in literacy.

Recommendations for improving the image of TVET and non-formal learning 
opportunities were made as follows: 

 • Regional TVET forums

 • National TVET forums

 • Human Capital Building forums

 • Awareness-raising workshops and seminars

 • World Youth Skills Day events

 • Skills competitions

 • Provision of information on social media

 • Television broadcasts 

Room for improvement and recommendations: Intervention area:  
“Strengthen Enabling Structures” 

Firstly, to achieve success it is important to develop an HRD law and establish a 
council to strengthen enabling structures. Currently, the Ministry of Education 
and the Ministry of Labour, Immigration and Population have the mandate on 
HRD/LLL; however, it is considered better practice to mandate and authorise one 
actor in order to define one leader and empower ownership to one specific actor. 

Once the HRD council is set up, a framework and regulations for establishing 
an HR Department/Division in all government ministries could be proposed, 
negotiated and implemented by all ministries. 

Secondly, a specifically designated “State Fund for HRD” could be allocated and 
budgeted for by the government. As noted previously, the creation of a policy, clear 
aims, and political will for HRD promotion are necessary for the benefit of all citizens. 
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Thirdly, while at this time there is no research institute or research centre at the 
national level, through a specific fund pool for HRD, the establishment of a research 
centre is advisable to coordinate all human capital development programs and 
meet the needs of the labour force in the employment market. 

Details of possible and suggested actions that could be undertaken: 

 • Implement an adequate and accountable system to follow up on the enactment 
of a TVET law, implementing regulations and clarifying the functions of the TVET 
Council and respective TVET organisations. 

 • To review and revise the low salaries of teachers in the country, including TVET 
teachers. The current scale hampers efforts to improve the quality of TVET 
instructors. TVET requires sufficient budgetary measures to implement projects. 
The provision of financial support to TVET teachers and TVET students is crucial 
to increase enrolment in TVET programs. The current provisions need to be 
reviewed and improved. 

 • An assessment on currently running TVET programs and the employment 
market’s needs via “match-making” can be conducted in order to match ongoing 
TVET programs and employment market demands. Once the assessment is 
conducted, development of a matching mechanism is recommended to ensure 
the creation of job opportunities and to increase motivation and incentives for 
enrolment in TVET schools as well as for potential TVET students. Private sector 
involvement will be very important to this assessment. TVET programs and 
curricula can be reviewed and restructured based on the nation’s prioritised 
economic sectors and their labour market needs. 

 • TVET system management, the public-private sectors, and government inter-
ministerial coordination and cooperation can be strengthened through a more 
cohesive and legislative policy framework that covers the entire TVET sector. TVET 
enrolment, attainment and graduate data should be collected and analysed by one 
actor. This data should be made accessible to provide benchmarks for improving 
the TVET system as well as for drafting required policy recommendations to 
revise TVET curricula and for matching to job opportunities in the private sector. 
Furthermore, Polytechnic TVET schools will provide major courses on Hospitality 
& Tourism, Business Administration, Art & Design – all subjects that are in high 
demand due to a lack of skilled workers in the current labour market.

 • The ASEAN Framework and Guidelines on HRD can provide guidance to Myanmar 
to adapt to maximise efficient pathways for drafting and approving a HRD law. 
ASEAN can offer guidance on implementing the framework in collaboration 
with all respective stakeholders. 
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 • The current Child Labour Law restricts any child under the age of 14 from 
employment. However, due to the actual social economic situation in the 
country, children under 14 are working in non-formal businesses (teashops, 
car repair workshops, construction and other industries). In accordance with 
the Child Labour Law, it is recommended that the actual situation is reviewed 
and strengthened by the creation and development of regulations. Business 
owners who employ children under 14 for any form of child labour may 
then become obligated to send children to school or at least assist them to 
attend relevant vocational training. Business owners may need to incur all 
relevant expenses for school and training. This regulation could be formalised 
and implemented in a transparent way through cooperation of the public 
and private sectors. Once the regulation is formalised, implementation of 
the regulations could be monitored and the consequences clearly stated 
and enforced when action is required for employers who contravene the 
regulations.

Room for improvement and recommendations: Intervention area:  
“Professional	Development	of	Qualified	Teaching	Personnel”

Based on the current situation in Myanmar, motivation for joining the teaching 
profession is declining. There are some valid reasons for this shown by the data; 
namely, the very low salaries, lack of life-long security or job security, and limited 
facilities for teachers who work in rural areas. In addition, it seems there are 
limited opportunities for personal development. Based on the interviews, a 
number of recommendations are proposed.

a)  In Myanmar, teachers do not really have holidays, especially in higher 
education. Incentive programs (compensation and benefits packages) for 
teachers can be developed and implemented to allow teachers a clear 
understanding of their rights regarding annual leave, tax exemptions and 
career benefits.

b)  The introduction of training centres and training programs for in-
service teacher training is required. Some seminars/training are 
currently provided but not as standard programs. Attitudes, social and 
interpersonal skills, and training for teaching personnel can be developed 
to provide a standard pathway to becoming a highly qualified teacher.   
Due to COVID, new teaching methodologies using technology can be 
implemented in schools. Online classes and training should be implemented 
for both students and teachers with supportive protocols assisting teachers 
to deliver valid content and dynamic learning. 
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c)  A teacher exchange program for further learning with other countries  
(global/regional) can be developed and implemented with support from 
curriculum development agencies and Learning for the 21st Century agencies.   

Room for improvement and recommendations: Intervention area:  
“Engagement of the Business Sector in HRD”

a)  TVET programs can be developed based on the “Country’s Strategic  
Economic Sectors”.

b)  A review of TVET curricula based on the demand of the private sector is 
necessary and includes the development of a “match-making” mechanism 
for the TVET sector. 

c)  There are limited incentives for businesses to invest in HRD. Tax exemptions, 
subsidies, training funds and grant systems should be developed and 
implemented. 

d)  CSR can be promoted effectively in the private sector (businesses and 
companies) and the development of incentive programs can offer motivation 
for companies to adopt CSR practices in association with TVET programs. 

Developing a good system and programs for TVET requires strong cooperation 
and partnership between the public and private sectors. TVET will up-skill the 
competencies of individuals, which can be applied to the labour force. Co-
funding from the public and private sectors can be developed, and the delivery 
of training by both public and private providers should be implemented.  

As a first step, stakeholder meetings should be held to coordinate the public 
sector, encouraging collaboration. Secondly, the coordination and cooperation of 
the public and private sectors can be improved through effective communication. 
A proposal for the creation of a formal platform for communication among 
stakeholders has been put forward. Most interviewees mentioned the need for 
a facilitator or mediator among stakeholders for coordination and cooperation 
purposes. The organisation of regular multi-stakeholder meetings between the 
public and private sectors are in urgent need of improvement.

Once structured, this countrywide strategy can be developed and implemented. 
The government should be proactive in its support and approval of the strategy 
to receive external support from the international community, local companies, 
and individual donors. Care has to be taken to clear pathways for the acceptance 
of support in terms of both professional expertise and material goods.
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