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ABBREVIATIONS 

ADB - Asian Development Bank 
CBD - community-based development 
CCDP  - Comprehensive Capacity Development Plan 
CF - community facilitator 
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DRD  - Department of Rural Development 
EGP - Evergreen Project 
ERLIP  - Enhancing Rural Livelihoods and Incomes Project 
FFP - feedback focal point 
FHM - feedback handling mechanism 
FSC - Finance Sub-Committee 
GESIAP - Gender Equality and Social Inclusion Action Plan 
HR  - human resources 
IEC - information, education and communication 
JFRP  - Japan Fund for Poverty Reduction 
LF - livelihood facilitator 
LIFT - Livelihood and Food Security Fund 
M&E  - monitoring and evaluation 
MIC  - main implementation consultant 
MOALI  - Ministry of Agriculture, Livestock and Irrigation 
MSC - Monitoring Sub-Committee 
MSR - multi-stakeholder review 
MTO - money transfer order 
MTR  - mid-term review 
NCDDP - National Community-Driven Development Project 
NGO  - nongovernment organization 
O&M - operation and maintenance 
OM - operations manual 
PIU - project implementation unit 
PMU  - grant management unit 
PSC - Procurement Sub-Committee 
PV  - payment voucher 
QBS  - qualifications-based selection 
QCBS  - quality and cost-based selection 
RCDP  - Resilient Community Development Project 
RDSF  - Rural Development Strategic Framework 
SSP - support service provider 
TF - technical facilitator 
TPIC  - Township Planning and Implementation Committee 
TVET  - Technical Vocational Education Training 
VDP - Village Development Plan 
VDSC  - Village Development Support Committee 
VT - village tract 
VTDP  - Village Tract Development Plan 
VTDSC - Village Tract Development Support Committee 
VTFC  - Village Tract Feedback Committee 
VTFSC - Village Tract Finance Sub-Committee of the VTDSC 
VV - village volunteer 
WB - World Bank 



I. INTRODUCTION AND CONTEXT 

1. The proposed Resilient Community Development Project (RCDP) aims to improve the living conditions and resilience of 
selected communities.  The project would provide community infrastructure and livelihood support to poor and vulnerable communities 
to address their most pressing needs identified through market opportunity and climate and disaster risk lenses. It would also invest in 
building capacities of government agencies and communities in resilient community development and disaster risk management1.  
 
2. The Ministry of Agriculture, Livestock and Irrigation (MOALI) is the Executing Agency and the Department of Rural Development 
(DRD) is the Implementing Agency of the RCDP. These institutions are mandated to plan and implement inclusive and integrated rural 
development initiatives to support the Government of the Republic of the Union of Myanmar’s (GoM) poverty reduction efforts. The 
mission of DRD includes: 
 

(i) to implement inclusive and sustainable rural development initiatives through people-centered approaches which aims 
to contribute to the nations goal of reducing poverty; 

(ii) to build the capacities of local communities, strengthen community-based organizations, promote and nurture good 
governance process; and 

(iii) to mitigate natural and social disasters and create resilient communities. 
 
3. Given its mission, the DRD positions itself as the lead agency in inclusive and participatory rural development and ensures 
collaboration with various stakeholders in implementing rural development initiatives.  
 
4. Working Towards Decentralization. In March 2011, the GoM started implementing strategic plans for decentralization to 
improve and hasten delivery of services for its citizens. Aligned with these initiatives, the DRD was formed in 2013 to expedite the 
development of rural areas and to adopt decentralized approaches in implementing rural development activities.2  The DRD, in 
consultation with other Departments and key stakeholders, formulated the Rural Development Strategic Framework (RDSF); the 
masterplan to effect the organization’s mandate.3  To operationalize the RDSF, the Comprehensive Capacity Development Plan 2014-
17 was formulated with the intent to develop  DRD’s  capacity  to actualize its mandate and effectively implement rural development 
interventions.  

 

5. DRD has progressively implemented initiatives since 2013 addressing rural development and strengthening of community-
based organization. These efforts have provided valuable experience in CBD, promotion of sustainable livelihoods and accessible 
finance and technical training. The initiatives undertaken by DRD include: 
 

                                                
1  The text is taken directly from the ADB-RCDP Aide Memoir, June 5, 2018 
2  MOALI, DRD. Rural Development Strategic Framework. March 1, 2014. 
3  MOALI, DRD. Rural Development Strategic Framework. March 1, 2014. 



 

 
 

(i) National Community Driven Development Program (NCDDP) - A World Bank funded project with the objective to 
enable poor rural communities to benefit from improved access and use of basic infrastructure and services through a 
people-centered approach.  As of May 13, 2018, the NCDDP had financed the construction of over 18,500 sub-projects 
in more than 11,500 villages in 63 townships; disbursing approximately MMK 181.4 billion ($142 million) for sub-project 
block grants during its first five years.4;  

 
(ii) Enhancing Rural Livelihoods and Incomes Project (ERLIP)- To further the campaign in reducing poverty, the ERLIP 

was implemented in June 2014 targeting poverty-stricken townships with the aim to enhance agricultural productivity 
and livelihoods through participatory processes. This is being achieved through the mobilization and organization of 
communities, community groups, cooperative societies and self-help groups to identify priority needs, and support 
communities to improve village- and village tract-level infrastructure and rural livelihoods. The project, with a funding 
grant of $12 million from the Japan Fund for Poverty Reduction (JFPR), has funded 572 infrastructures benefiting 
86,824 households to date. The project also supports the formation of livelihood groups. In the first round of livelihood 
investment the project established 487 livelihood groups on agriculture, livestock, fisheries, trading and backyard 
industries, participated in by 5,138 households.5 The second round of livelihood investment is underway and as of 
September 30, 2018, 546 business proposals have been submitted for evaluation, potentially benefiting 5,380 
households. 
 

(iii) Evergreen- The DRD has been implementing the Evergreen Village Development Project (Mya Sein Yaung - MSY) 
with the support of the Livelihood and Food Security Fund (LIFT) since 2014. Government allocated a revolving fund to 
undertake sustainable rural development activities and a people-centered approach in line with the RSDF.  This is a 
response to rural households’ need for soft loans to undertake livelihood and income generating activities.6 Evergreen 
project covers 288 townships benefiting 711,752 households situated in 9,897 villages. A total amount of 
MMK 241.71 billion was allocated by the State until 2018, of which MMK 683,307.05 million of loans were disbursed. 
The loans were utilized to fund projects in agriculture, fisheries, village electrification, manufacturing and small-scale 
trading.7 
  

(iv) Village Development Plan - Village Development Plans (VDP) were introduced by the DRD to providing a planning 
mechanism wherein villages, through their communities, were able to participate in and define their development 
strategies and requirements. The LIFT contributed to the conceptualization of the VDP process and assisted in the 
capacity building to support its implementation. DRD field staff facilitated community meetings to assist communities 

                                                
4   http://documents.worldbank.org/curated/en/738841537935646881/pdf/Disclosable-Version-of-the-ISR-Myanmar-National-Community-Driven-Development-

Project-P132500-Sequence-No-13.pdf  
5   ERLIP Summary of Accomplishments. April 2018 
6   Evergreen Operations Manual. 2014. 
7   MOALI. Evergreen Implementation Annual Report. April 2018.  

http://documents.worldbank.org/curated/en/738841537935646881/pdf/Disclosable-Version-of-the-ISR-Myanmar-National-Community-Driven-Development-Project-P132500-Sequence-No-13.pdf
http://documents.worldbank.org/curated/en/738841537935646881/pdf/Disclosable-Version-of-the-ISR-Myanmar-National-Community-Driven-Development-Project-P132500-Sequence-No-13.pdf


develop their VDPs. The communities identifying issues and present interventions to address problems perceived to 
hinder development and further compound the poverty situation. As of October 2018, the government funded 
1,978 VDPs with fund releases totaling to MMK 12,230 million benefitting 1,978 villages with 456,936 households in 
224 townships. The communities provided MMK 4,935 million of counterpart for community projects.  
 

(v) Building Resilient Communities- DRD contributes to resiliency building of communities by strengthening their 
preparedness against calamities and disasters through community led disaster risk reduction initiatives. These includes 
early warning systems and improvement of community -based health care and leadership training.  Social safety nets 
are likewise made available through the development of insurance and savings and skill and livelihood development.8 
These initiatives are linked to Evergreen Projects and Technical Vocational Education Training (TVET) offered to men 
and women in targeted communities. Skills trainings include single-stroke engine maintenance, carpentry, hollow block 
making, machine sewing, dress making and food processing. 
 

6. DRD is clear in its resolve to address rural development and reduce poverty, however, the Department must grapple with 
several challenges to its operation.  
 
7. Going Beyond Rural infrastructure. The main services being provided by the department are infrastructure and community-
based development which contribute to the goal of reducing poverty and improving quality of life of the 70 percent rural poor. The 
department’s inclination is rural infrastructure such as roads and bridges, water systems, off grid electrification and housing.  The 
primary competency requirement of the department is engineering. This is evident in the department’s staffing requirements: 25% 
engineers, 20% senior officers, and 55% administrative support which includes finance, procurement and general services.  Given this 
backdrop, the skill sets required and staff competencies to implement large scale special projects that involves other social development 
disciplines and specializations such as climate change and disaster risk management, climate informed livelihood development and 
market analysis, international social and environmental safeguard compliance, gender equality and social inclusion, organizational 
development and management, project driven financial management and monitoring and evaluation systems may not be fully in place.  
As a response, the Union DRD hired key experts to provide technical guidance and support on these key areas.  While this is a short-
term solution, the department is focused on building the organization’s capacities which encompasses other facets of rural 
development. 
 
8. Inadequate Staffing at the Union and Township Level- One of the key issues DRD faces is the inadequate staffing 
complement at key levels of government. Due to budgetary constraints, the Union Cabinet maintained a hiring cap of 66%9 for 
sanctioned staffing requirements across government offices. For DRD, the sanctioned staffing across all offices is 12,048, however, 
the actual staffing to date is only 5148 or 43 per cent.  For target RCDP townships, the actual DRD staffing ranges from a low of 22% 
to a high of 56% of the planned staff complement. This alarmingly low staffing was further aggravated when 47 engineers, seven (7) 

                                                
8   MOALI. Rural Development Strategic Framework. March 2014. 
9   Data from Human Resource and Administration Unit of DRD. 26 September 2018. 



 

 
 

senior staff and 100 administrative staff were transferred to the Ministry of Construction (MoC) in 2017. Out of the 478 engineers only 
130 positions were approved for rehiring. Each staff must, therefore, handle more than double their workload, compromising quality in 
the delivery of projects and services. Before 2016, daily wage hiring was allowed in townships to help augment staffing requirements, 
however, this arrangement is no longer permitted by the government. The details of actual staffing in target RCDP areas 10 are seen 
in Table 1. 
 

 

  

                                                
10  Data from Human Resource and Administration Unit of DRD. 26 September 2018. 



Table 1: DRD staffing of RCDP township  

States & 
Regions 

Number 
of 
Villages 

Townships Allocated Actual Staffing % 

Officer Staff Total Officer Staff Total % 

Chin State 69 Hakha 1 26 27 1 11 12 44% 

179 Falam 1 26 27 1 9 10 37% 

130 Tidim 1 26 27 - 14 14 52% 

86 Thantalan 1 26 27 1 11 12 44% 

Sagaing 
Region 

125 Kalaywa 1 26 27 1 14 15 56% 

77 Mawlike 1 26 27 1 9 10 37% 

189 Mingin 1 26 27 1 12 13 48% 

178 Paungbyin 1 26 27 1 12 13 48% 

70 Layshi 1 26 27 1 14 15 56% 

101 Lahe 1 26 27 1 11 12 44% 

99 Nanyun 1 26 27 1 10 11 41% 

Tanintharyi 
Region 

110 Launglon 1 26 27 - 8 8 30% 

98 Thayetchaung 1 26 27 1 5 6 22% 

139 Yebyu 1 26 27 - 6 6 22% 

Ayeyarwady 
Region 

574 Bogalay 3 30 33 2 11 13 39% 

21 Pyapon 3 37 40 2 11 13 33% 

506 Labutta 3 30 33 1 14 15 45% 

Note: As of 28 September 2018. 

 
9. DRD Staff Competency Gaps. A competency assessment was conducted during the RCDP TRTA field visits.11 The objective 
was to determine the competency levels of staff in project implementation and management. The assessment was conducted in four 
RCDP target townships namely:  Bogalay (Ayeyarwady) and Thayetchaung, Launglon and Yebyu in Dawei district, which administers 
the townships in the Tanintharyi Cluster.12 There were 19 respondents of which 42% were senior officers and 57% were junior officers 
(engineers). The assessment tool was a self-rating survey to determine the DRD senior and junior officers’ competency level in three 

                                                
11  April 23 - May 15,2018 
12  The Tanintharyi Cluster Includes the townships of Launglon, Thayetchaung, and Yebyu. 



 

 
 

competency groups. The assessment (see Figure 1) may not represent all the target townships of the RCDP, however, may provide 
guidance in understanding and addressing their competency needs:   
 

(i) Core competencies- competencies that refer to the institution’s values, mission, and culture; these are competencies 
that reflect organizational core capabilities and should be possessed by all staff regardless of function. 

(ii) Managerial competencies- competencies that relate to skills, knowledge and behavior required to effectively manage 
a unit and/or project; also deals with interactions between individuals and groups. 

(iii) Functional competencies- competencies that relate to skills, knowledge and behaviors required to perform the defined 
activities in a function of job. It includes the abilities to use the procedures, techniques and knowledge of a specialized 
field.  

Figure 1: Assessment of Core Competencies 

 

10. The results of the assessment in Figure 1 suggest that DRD field staff generally have intermediate levels of core competencies. 
This indicates that they can perform their roles with reasonable level of proficiency. Their level of commitment in effecting rural 
development, and their personal drive for effectiveness in their work are pronounced.  These indicators were even more evident during 
group discussions as officers and staff conveyed their rigor to bring about inclusive rural development in their township. The 
assessment, however, indicate that they need strengthening in managing resources, whether these be human, financial, or physical. 
This may imply that respondents are not well skilled in financial management and human resource and office administration 
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management. Other competencies such as managing information, delivering results, problem solving, personal effectiveness may 
require further strengthening. 

 

Figure 2: Assessment of Managerial Competencies 

 

11. On managerial competencies as shown in  

12. Figure 2, the respondents generally have intermediate levels of competency, with weakness in strategic thinking, planning and 
organizing, facilitating change and innovation, and managing stakeholders. These indicate that the officers and junior staff can manage 
day to day tasks but may require further skills development on strategic planning and organizing and change management. This would 
further imply that the officers may not be fully equipped in providing strategic direction and management to more complex and multi-
tasked operations and project implementation concerns.  
 

Figure 3: Assessment of Functional Competencies 
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13. In Figure 3, the functional competencies of the staff are mostly rated at basic and intermediate for community engagement and 
township planning competencies. Generally, the results of the assessment indicate that the staff are equipped with intermediate level 
skills in community organization, group formation, engineering expertise, presentation skills, and village development planning (VDP). 
This outcome is expected given that their key tasks require constant engagement with villages and community groups to facilitate the 
preparation of VDPs and other community projects such as roads, water systems, and rural electrification, social safety nets such as 
livelihood and credit. 
 
14. On the other hand, the competencies on disaster risk management (DRM), livelihood for women, gender awareness, resiliency 
building with a climate informed lens, monitoring and evaluation, Information, Education and Communication (IEC) development, 
computer skills and information management, and township level planning are mostly ranked at basic.  This indicates that staff possess 
minimum level or entry level knowledge and skills on said areas. This further suggests that most DRD staff may not be fully equipped 
to handle tasks which address climate informed and gender responsive livelihood development and construction of climate resilient 
infrastructure. To mitigate these deficiencies, capacity building and provision of technical assistance are important, strategic 
considerations.  Knowledge and skills on IEC development, program management and information management, tied with monitoring 
and evaluation, and computer use are to be strengthened through series of trainings.  
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15. In summary, the DRD township staff respondents display dedication in their mandate to bring about rural development and 
exhibit personal resolve to be effective and successful. The staff are knowledgeable in community organization and assisting 
communities in developing their VDPs, however, they may require strengthening in various components of project management 
including finance and resource stewardship, strategic planning, managing information, and monitoring and evaluation. Key project 
themes such as disaster risk management, livelihood and market development, climate informed planning and infrastructure 
development and gender development, which are all key areas of priority in the RDSF, likewise require further capacity building.  
 
16. To make staff more effective, three competency areas should be further developed through training, technical guidance and 
mentoring.  While all the competency areas should be developed, the following competencies in Table 2 should be given more focus. 
 

Table 2: Priority Competencies for Strengthening 

Core Competencies Managerial Competencies Functional Competencies 

• Stewardship of Resources 

• Managing Information 

• Problem Solving 

 

• Facilitating Change and 
Innovation 

• Strategic Thinking 

• Managing Stakeholders 

• Planning and Organizing 

• Engaging and Motivating 
Teams 

• Disaster Risk Management 

• Livelihood for Women 

• Gender Awareness 

• Program Management 

• Resiliency Building 

• IEC Material Development 

• Monitoring and Evaluation 

• Computer Knowledge and 
Skills 

• Engineering Expertise 

• Information and 
Communication Technology 

 
17. Strengthening Capacity Building Mechanism – The conduct of in-house orientation for DRD personnel is handled by the 
Human Resource Unit. This covers topics on personnel matters and organizational information. Technical and job specific training is 
provided by the Union Technical Assistance (TA) for Union level staff and the Township Officer or TA for township staff.  Training 
modules and instruction materials used are developed by respective units and are updated annually. For special projects such as 
NCDDP and ERLIP, key experts or consultants hired by the project lead the training and capacity building of staff.  
 



 

 
 

18. The DRD recognizes the need to strengthen the Department’s training and capacity building mechanisms. These concerns 
figure in the DRD Comprehensive Capacity Development Plan of 2014-17.  The priority initiatives were to install a policy research unit 
to focus on policy research, curriculum development, and strategy. For the training unit of the Department, it was to conduct needs 
assessments, training development, and set standards for training.  To date, the formation of a policy research unit is deferred, pending 
approval at the Ministry Level. The inclination is to set up a Ministry-level policy research unit.  

 

19. For the meantime, to address the department’s policy research and development requirements, each unit is tasked to undertake 
their respective policy research agenda and needs assessment. For the curriculum development and capacity building requirements 
of the department, the Planning and International Unit of DRD processes all the identified needs of respective units and seek assistance 
for much needed training and funding from international and national organizations. While this mechanism is a stopgap measure, the 
DRD is making efforts to devise an effective solution to this challenge. Coordination efforts with donor agencies are being undertaken 
to improve the DRD training center in Naypyidaw. A fully functional Training Unit is essential to address the training needs, curriculum 
development and research, as well as development of manuals and learning materials for a comprehensive, consistent and department-
wide approach to capacity building. DRD plans to use government funds for upgrade the training center.  

 

20. Sharpening Knowledge and Skills in Resilient Infrastructure and Livelihoods-   One of the strategies of the RDSF is 
improving community resilience through leadership, community-based disaster risk reduction measures and social safety nets to 
reduce socio-politico and ecological risks and livelihood vulnerability.  While the DRD continues to fulfill its mission in building 
community resilience, the Department recognized the need to further the knowledge and skills of technical staff on climate-informed 
livelihoods supported by sound market feasibility, advance and appropriate technology, and access to financial services. In addition, 
infrastructure projects implemented in areas identified to be prone or in high risk of hazards, disasters, and shocks requires additional 
expertise to design climate resilient infrastructure and facilities to mitigate such risks.  

 

21.  Notably, the DRD has gained solid experience in CBD and promoting inclusive rural initiatives to combat and alleviate poverty, 
however, for the Department to effectively implement the RCDP, capacity building support and technical assistance are imperative. To 
prepare the Department to assume its role as the RCDP implementing agency, a project Human Resource and Capacity Building Plan 
(HRP) has been formulated with guidance from DRD, ERLIP and ADB. 

 

22. The HRP identifies the staffing requirements of the RCDP and lays down the job expectations, levels of accountability, and 
capacities necessary for the efficient implementation of the project at the union, township, VT and village levels.  

 

23. In addition, the plan provides a guide for setting up human resources (HR) performance assessments, codes of conduct, and 
hiring and dismissal policies. This plan builds on DRD’s Human Resource Development program, with the intent to strengthen policies, 
procedures, and tools needed at project commencement and during implementation. The HR plan is linked to the Training and Capacity 
Building Plan in addressing the capacity building requirements of the DRD. 

 



24. The Plan is presented in ten sections as follows: 

(i) Introduction and Context 

(ii) Framework for the Human Resources Plan 

(iii) Human Resources Requirements and Job Descriptions 

(iv) Project Structures and Description of Roles and Responsibilities  

(v) Procurement and Selection of Service Providers 

(vi) Socialization and Training 

(vii) Code of Conduct 

(viii) Performance Appraisal and Feedback 

(ix) Safety Protocols 

(x) Incentives 

 
II. FRAMEWORK FOR THE HUMAN RESOURCES PLAN 

25. Following the project’s proposed design, there are three major outputs to be achieved through a detailed project activity 
implementation cycle.  The implementation process requires several competencies from project staff and technical assistance.  There 
are three major factors that will influence the quality of implementation: (i) a competent and effective project management; 
(ii) competent and dedicated staff; and (iii) timely and responsive technical assistance alongside coaching of stakeholders. 
 
26. The HR Plan looks at   key approaches to ensure project success. This will entail well-defined roles and responsibilities of team 
personnel through the project, alignment of management processes, project organization and structures at various levels of 
implementation, identifying the key competencies necessary to operationalize the project and effective strategies to strengthen   
institutional and organizational capacities.  
 

Figure 4: HR Framework for RCDP 



 

 
 

 

III. RCDP HUMAN RESOURCES REQUIREMENTS 

27. The project staff will be responsible for operationalizing nine key project activities namely:  
 

(i) Project Management- Overseeing and managing the day to day operations of the project at the Union and Township 
Level, ensuring project deliverables are on track and on schedule; 

(ii) Technical Assistance on Community Development, Rural Infrastructure, Climate Change, Livelihood and 
Gender- Ensuring technical assistance at the Union and township levels are provided on community engagement and 
CBD, climate change and disaster preparedness, climate informed infrastructure and climate resilient and market 
informed livelihoods with cross-cutting gender equality and social inclusion inputs during project implementation; 

(iii) Engineering, Environmental Safeguards, Disaster Risk Management and Climate Adaptation-To ensure that rural 
infrastructure implementation complies with environmental safeguards, is climate and disaster informed and compliant 
with design standards; 



(iv) Capacity Building-To ensure capacity building and training requirements of intended audience in the project and the 
wider DRD are conducted according to demand and within standard; 

(v) Procurement- To ensure procurement of services and goods are responsive, compliant and cost effective; 
(vi) Finance- To ensure project funds are utilized and accounted following prescribed ADB financial and accounting 

processes; 
(vii) Monitoring and Evaluation- To ensure project information and data are gathered on time and analyzed for 

management policy formulation and project direction setting; 
(viii) Marketing and Communications- To ensure the project’s design, objectives, and status are effectively communicated 

to key stakeholders and partners, resulting in project buy-in and support; and  
(ix) Administrative Support – To ensure administrative needs on finance, training, procurement and project support are 

provided diligently and in a timely manner. 
 

28.  All nine activities will require staffing complements to effectively implement the RCDP in 17 vulnerable townships in four States 
/ Divisions comprising about 800 village tracts and 1.8 million people. It is estimated the project will, at its peak, require about 2038 13 
staff, including Union Officials and Staff, Main Implementation Consultants (MIC), Support Service Providers (SSP), Township DRD 
staff, and community, technical, community finance support and livelihood facilitators who shall be deployed in Village Tracts and 
Villages.  VDSPs and VTDSCs and village volunteers and township and VT administrators will also assist the implementation of the 
project.  
 
29. A breakdown of human resource requirements per project activity is presented in Table  and the number and positions of staff 

to be hired or assigned (seconded) at the Union, township and Village tract levels are detailed in 

                                                
13 1,899 project positions plus 139 contingency positions. 



 

30. Table 3. Contingency requirements for additional staffing in townships above 170 villages 

are shown in  

 

 

 

 

 

 

 

31. Table 4. 
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Table 3: Staffing Requirements to Handle the Nine Project Activities of the RCDP 

  Project 
Management 

Procurement Adminis
trative  

Support  

Communication
s/ Social  

Marketing 

Technical 
Assistance 

Monitoring 

& 
Evaluation 

Capacity 
Building/ 

Training 

Community 
Engagement 

Finance Community 
Infra 

Livelihood 

Union 
Level 

 

Project 
Director 
(PMU-1) 

Project 
Manager 
(PMU-1) 

Project 
Coordinator 
(PMU-1) 

Block Grant 
Manager 
(PMU-1) 

Procurement 
Officer (PMU-
1) 

Procurement 
Assistant 
(PMU-3) 

 
Administr
ative 
Assistant 
Staff 
(PMU-2)  

Drivers 
(PMU-2) 

 

Communications 
Officer (PMU-2) 

Communications 
Assistant (PMU-
1) 

 

DRD 
Engineers 
(PMU-4) 

Environmental 
Safeguards 
(PMU-2) 

Social 
Safeguard 
Staff (PMU-2 

Climate 
Change and 
Disaster Risk 
Officer (PMU-
1) 

Gender 
Equality and 
Social 
Inclusion 
Officer (PMU-
2) 

M&E MIS 
Coordinator 
(PMU-1) 

M&E SQL 
Data base 
Programmer 
(PMU-1) 

 

Training 
Coordinat
or (PMU-
2) 

 Finance 
Officer 
(PMU-1) 

Finance 
Assistant 
(PMU-2) 

 

 Livelihood 
Officer 
(PMU-3) 

MIC 
Consultants 

Project 
Management 
and 
Community 
Development 
Expert/ Team 
Leader 
(International -
1) 

National 
Team Leader/ 
DTL/ CDD 
Focal -1 

Procurement 
Specialist 
(International-
1) 

Procurement, 
Operations 
and Logistics 
Officer 
(National-1) 

 Social Marketing 
and 
Communications 
Specialist 
(National-1) 

Rural 
Infrastructure 
Engineer 
(International-
1 and 
Nationa-1)) 

Environmental 
Safeguards- 
(International -
1 and National 
-1) 

Social 
Safeguards 
Specialist-( 
International-
1) 

Gender and 
Household 
Methodology 

Monitoring 
and 
Evaluation 
Specialist-( 
International-
1 and 
National-1) 

M&E SQL 
Specialist 
(National-1) 

GIS 
Specialist 
(International
-1) 

Capacity 
Building 
and 
Education 
Specialist – 
(Internation
al-1) 

Capacity 
Building 
and 
Education 
Specialist 
(National-
2) 

 Finance 
Specialist 
(National-1) 

 Livelihood 
Specialist – 
(Internationa
l -1 and 
National -1) 
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  Project 
Management 

Procurement Adminis
trative  

Support  

Communication
s/ Social  

Marketing 

Technical 
Assistance 

Monitoring 

& 
Evaluation 

Capacity 
Building/ 

Training 

Community 
Engagement 

Finance Community 
Infra 

Livelihood 

Specialist 
(International-
1) 

Gender and 
Social 
Development 
Specialist 
(National-1) 

Climate and 
Disaster Risk 
Management 
Specialist 
(International -
1 and 
National-2)) 

Townshi
p Level 

DRD 
Township 
Project 
Manager-17 

DRD 
Procurement 
Officer-17 

Contingency 
Positions: 

Procurement 
Officers- 8 

DRD 

Administr

ative 

Assistant 

for 

Procure

ment-17 

Continge
ncy 
Positions
: 

Administr
ative 
Assistant
- 8 

 DRD 
Township 
Senior 
Engineer/ 
Deputy Team 
Leader-17 

Gender 
Equality and 
Social 
Inclusion 
Officer-17 

DRD 
Township 
M&E Officer- 
17 

DRD Junior 
Officer for 
M&E-17 

Contingency 
Positions: 

Junior M&E 
Officers-8 

DRD 
Junior 
Officer for 
Training-
17 

DRD 
Township 
Community 
Development 
Office-17 

Contingency 
Positions: 

Community 
Dev Officer- 8 

DRD 
Township 
Accountant-
17 

DRD 
Administrati
ve Assistant 
for Finance 
-17 

DRD 
Township 
Engineer and 
Safeguards- 
34 

Contingency 
Positions: 

Engineers- 8 

DRD 
Livelihood 
Coordinator- 
17 

Contingency 
Positions: 

Livelihood 
Officer- 8 
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  Project 
Management 

Procurement Adminis
trative  

Support  

Communication
s/ Social  

Marketing 

Technical 
Assistance 

Monitoring 

& 
Evaluation 

Capacity 
Building/ 

Training 

Community 
Engagement 

Finance Community 
Infra 

Livelihood 

Support 
Service 
Providers 
(SSP) 

Team Leader/ 
Comm 
Development– 
5 

Deputy Team 
Leader/ 
Senior 
Engineer -7 

  Communications 
and Social 
Accountability 
Officer- 5 

Engineer/ 
Safeguards- 
19 

Gender 
Equality and 
Social 
Inclusion 
Specialist -5 

M&E 
Specialist- 8 

 

  Finance / 
Procureme
nt Officer- 
14 

 Livelihood 
Specialist- 
17 

Village 
Tract/ 
Village 
Level 

       Community 
Facilitators – 
372 

(1:8/ 1:6 ratio) 

 

Contingency 
for CFs: 21 

Community 
Finance 
Support- 
149 

(1:20/1:15 
ratio 

 

Contingenc
y for CFOs: 
17 

Technical 
Facilitators- 
288 

(1:10/1:8/1:6 
ratio) 

 

Contingency 
for TFs: 16 

Livelihood 
Facilitators- 
572 

(1:4 ratio) 

 

Contingency 
for LFs: 37 

TOTAL: 
1899 
project 
positions 

 

139 
continge
ncy  

positions 

 

Estimate
d total = 

2038 

35 31 29 9 79 56 22 418 218 346 656 
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Table 3: The Listings of Personnel Required to be assigned, seconded, or hired for the RCDP 

 UNION 17 Townships VT/Village 

International National National National 

Project Management 
Unit (PMU)- Assigned 
/ Seconded 
Government 
Employees for RCDP  

 • Engineers (4) 

• Environmental Safeguards Officer 
(2) 

• Administrative Assistant (2) 

• Finance Assistant (3) 

• Training Coordinators (2) 

• M&E Coordinator (1) 

• M&E SQL Data base Programmer 
(1) 

• Gender Equality and Social 
Inclusion Officer (2) 

• Social Safeguard Staff (2) 

• Procurement Assistant (3) 

• Climate Change and Disaster Risk 
Officer 

• Livelihood Coordinator (3) 

• Drivers (2) 

  

Main Implementation 
Consultants (MIC)- 
Project Hired 

• Project Manager and 
Community Development 
Specialist/ Team Leader   

• Capacity Building and 
Education Specialist  

• GIS Specialist 

• Livelihood Specialist 

• Rural Infrastructure Engineer 

• Environmental Safeguards 
Specialist 

• National Team Leader/ Deputy TL 

• Climate and Disaster Risk 
Management Specialist 

• Rural Infrastructure Engineer 

• Environmental Safeguards 
Specialist 

• Livelihood Specialist 

• Climate and Disaster Risk 
Management Specialist 

• Capacity Building and Education 
Specialist (2) 
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 UNION 17 Townships VT/Village 

International National National National 

• Monitoring and Evaluation 
Specialists 

• Social Safeguards Specialist 

• Procurement Specialist 

• Gender and Household 
Methodology Specialist 

• Finance Specialist 

 

• Finance Manager 

• Procurement, Operations, and 
Logistics Officer 

• Social Marketing, Communications, 
and Stakeholders Engagement 
Specialist 

• Gender and Social Development 
Specialist 

• Monitoring and Evaluation Officer 

• M&E SQL Specialist 

Project 
Implementation Unit 
(PIU)- 

DRD Employees- 
Assigned/ Seconded/ 
Hired 

  • DRD Senior Engineer/ 
Deputy Project Manager 
(Designation) 

• DRD Administrative Staff 
(Assigned) 

• DRD Monitoring and 
Evaluation (Assigned) 

• DRD Finance Staff             
( Assigned) 

• DRD Livelihood Officer 
(New Position) 

• DRD Community 
Development Officer 
(New Position) 

• DRD Junior Officer for 
Training (New Position) 

• DRD Gender Equality 
and Social Inclusion 
Officer (New Position) 

 

Support Service 
Provider (SSP)- 

  • Team Leader/ 
Community Development 
Head (5) 

• Community 
Facilitators (372) 
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 UNION 17 Townships VT/Village 

International National National National 

Project Hired  • Deputy Team Leader             
( Engineer) (7) 

• Engineer/ 
Climate/Environmental 
Safeguards (19) 

• Livelihood Specialist (17) 

• Gender Equality and 
Social Inclusion 
Specialist (5) 

• Communications and 
Social Accountability 
Officer (5) 

• Finance and 
Procurement Officer (14) 

• Monitoring and 
Evaluation Officer (8) 

• Livelihood 
Facilitators (578) 

• Technical 
Facilitators (288) 

• Community Finance 
Support (149) 

• 91 contingency 
positions for Village 
Level TA 
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Table 4: Contingency requirements for townships with more than 170 villages 

Township No. of Villages 
Administrative 

Assistant 

livelihood 

officer 

Community 

Development 

Officer 

Engineers 
M&E 

Officer 

Procurement 

Officer 
Total 

Labutta   502 2 2 2 2 2 2 12 

Pyapon  212 1 1 1 1 1 1 6 

Bogale  574 2 2 2 2 2 2 12 

Falam  179 1 1 1 1 1 1 6 

Mingin 189 1 1 1 1 1 1 6 

Paungbyin  178 1 1 1 1 1 1 6 

Total   8 8 8 8 8 8 48 
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IV. PROJECT STRUCTURE 

32. The implementing structure of the RCDP will follow the set-up of ERLIP in areas of 
management, technical assistance, oversight bodies, and involved agencies across different 
levels- village, VT, township and State/Region to Union. The diagram represents the structures 
and institutions involved in the implementation of RCDP. 
 

Figure 5 : RCDP Organizational Structure 

 

A. The Project Management Unit (PMU) 

33. The PMU, formed by the DRD at the Union Level, will manage the day to day operations 
of the RCDP. The PMU also supports the Steering Committee for inter- ministerial coordination 
related to the project and serves as the secretariat for the Steering Committee for all RCDP related 
meetings. The PMU, with support from the MIC and in collaboration with the township Project 
Implementation Unit (PIU) and SSP, shall carry out an annual Quality Assurance Review (QAR) 
to ensure that RCDP subprojects meet established project standards. Under the PIU, a Livelihood 
Technical Team will be formed with technical support from the SSP and from township technical 
departments to provide comprehensive and sound technical guidance on livelihood matters. 
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Table 5 : Staff positions in the PMU and their respective roles and responsibilities 

Position Roles and Responsibilities 

Project Director • Strategic direction and oversight of project implementation; 

• Overall accountable to the Government of Myanmar and the ADB for project 
implementation. 

Project Manager • Provides management and oversight of day to day project related concerns; 

• Lead in policy and program development; 

• Project focal point for DRD senior management; 

Project 
Coordinator 

• Day to Day management of project implementation; 

• Overall compliance with provisions of RCDP Operations Manual; 

• Takes lead in communications and linkages with all stakeholders. 

Block Grant 
Manager 

• Review, validate, and approve requests for block finance from townships; 

• Analyzes progress reports of block finance releases; 

• Prepares block finance status report and provides analysis in accordance with 
targets and financial work plans. 

Finance officer • Project wide financial management tasks budgeting, fund flow to village tract bank 
account, block finance monitoring, accounting, internal control and reporting in 
accordance with the provisions of the Financing Agreement. 

Finance Assistant • Support to the Finance Officer in undertaking project-wide financial management 
tasks; 

• Management of files and records. 

Engineer • Provide over all technical lead on Infrastructure concerns in the project; 

Environmental 
Safeguards  

• Provides technical inputs of environmental safeguards and climate informed 
infrastructure designs; 

• Monitors safeguards compliance. 

Training 
Coordinator 

• Ensures training related concerns are effectively coordinated among the DRD, MIC, 
Procurements and administrative support; 

• Assists in the conduct of training as the Union and Township Level if required 

• Assists in the preparation of training materials and required documents; 

• Ensures all training preparations are done in an efficient and timely manner; 

• Support to planning and conduct of training for SSPs, Village level TA, and 
townships and volunteers; 

• Support to planning and conduct of township and union level training and other 
project events; and 

• Conduct pre and post training evaluations. 

Climate Change 
and Disaster Risk 
Officer 

• Provides technical support and coordinative work  between involved Departments 
and the MIC on project concerns  linked to climate change and disaster risk 
management. 

• Assits the MIC is the generation and collection  of spacial, hazar  related and  climate 
data. 

Social Safeguard 
Staff 

• Support and ensure compliance of implementation with safeguards project 
requirements and provide technical assistance support when necessary 
to the townships; 

• Facilitate compliance with safeguards reporting requirements; 
• Prepare plans, reports, field notes, thought papers and other documents 

Communications 
Officer 

• Prepares IEC project related materials; 

• Prepares write-ups, key messages and project updates;  

• Plans and manages stakeholders’ engagements.  

Gender Equality 
and Social 
Inclusion 

• Support and ensure compliance of implementation mechanisms on equitable 
participation of men and women in village activities and implementation. 
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Position Roles and Responsibilities 

•  Monitors the implementation of the Gender Equality and Social Inclusion Action 
Plan (GESIAP). 

Communications 
Assistant 

• Support and contribute to the development of communication materials and 
knowledge products for key Project events and for wide scale information 
dissemination; 

• Contribute to the preparation of one-page project status for key stakeholders. 

Procurement 
Officer 

• Provides overall responsibility and lead in project related procurement 
requirements;  

• Ensures procurements of goods and services are responsive, compliant and 
appropriately priced and adheres to procurement procedures of the ADB. 

Procurement Staff • Provides procurement related support to the Procurement Officer; 

• Prepares the necessary procurements/ bid documentations with diligence and 
timeliness; 

• Prepares procurements status reports and required documentations.  

Monitoring and 
Evaluation 
Coordinator 

• Ensures the efficient exchange of project related information and data relevant to 
the development and updating of project data; 

• Provides technical support between the PMU and MIC on monitoring and 
evaluation concerns; 

• Prepares reports, updates, dashboards.  

M&E SQL 
Database 
Programmer 

• Develops and maintains the SQL Database System; 

• Provide technical guidance on the use and of the System; 

• Ensures efficient operation of the SQL database system. 

Administrative 
Support Staff 

• Provide overall administrative support to project operations; 

• Assist in project related activities and tasks at the Union Level.  

Driver • Operate vehicles used in the project; 

• Conducts necessary maintenance checks; 

• Ensures safe and timely conveyance of project personnel. 

 

B. Main Implementation Consultants (MIC) 

34. The MIC shall provide project management, capacity building, and technical support to 
the DRD and the PMU in the implementation of the project and to address technical and 
operational challenges.  The MIC will capacitate the PMU in all implementation processes for the 
PMU to establish ownership and control of the project. The Union-based MIC will be comprised 
of the following: 
 

Table 6:  Composition of the Main Implementation Consultant 

International Consultants National Consultants 

 

• Project Manager and Team Leader 

• Gender and Household Methodology 
Specialist 

• Climate and Disaster Risk Management 
Specialists 

• Capacity Building and Education Specialist 

• Geographical Information System (GIS) 
Specialist 

• Livelihood Specialist 

• Rural Infrastructure Engineer 

• Environmental Safeguards Specialists 

 

• National Team Leader 

• Environmental Safeguards Specialist 

• Two (2) Climate and Disaster Risk 
Management Specialists 

• Two (2) Capacity Building and Education 
Specialist 

• Rural Infrastructure Engineer 

• Environmental Safeguards Specialist 

• Monitoring and Evaluation Specialist 

• M&E SQL Specialist 

• Gender and Social Development Specialist 
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C. Project Implementation Unit (PIU) 

35. The PIU, together with SSP, shall provide joint supervision and implementation support to 
facilitators, assist in the design and screening of subprojects, and facilitate annual social audits. 
The PIU will assume a lead role in the third cycle of implementation onwards.  
 

Table 7 : The Position Titles, Duties and Responsibilities of the PIU 

Position Roles and Responsibilities 

Township Project Manager  • Responsible for project implementation in the township and 
reporting to the PMU Project Coordinator; 

• Oversee and work closely with the SSP selected for the 
township to implement the project activities; 

• Day-to day management of PIU operations support of project 
implementation; 

• Provides guidance on the community development 
components of the project. 

Deputy Project Manager and Head 
Engineer 

• Provides support to the project implementation in the 
township; 

• Takes lead in reviewing and screening infrastructure 
subprojects ensuring strict adherence to set project 
standards. 

Administrative Assistant to the PM • Provide all project administration support to the Township 
Project Manager. 

Procurement Officer • Undertake all procurement activities at the township level in 
accordance with prescribed procurement methods;   

• Support procurement requirements during sub-project 
implementation. 

Community Development Officer • Provides technical inputs on the community implementation 
processes; 

• Ensures community processes are conducted following 
project standards;  

• Coordinates with the PIU, SSP, and Village level facilitators. 

Monitoring and Evaluation Officer • Collects and updates data on township-level project activities, 
outputs and results for reporting to DRD PMU. 

Township Accountant • Undertakes project financial management tasks in the 
township, including budgeting, funds flow to village tract 
account, block grant monitoring, accounting, internal control 
and reporting. 

New Positions  

Junior Officer for Training  • Provides support to the trainings conducted at the township 
and village levels; 

• Prepares all logistical and materials requires for training; 

• Documents training activates (pictures, video, written 
documentation); 

• Conducts pre and post evaluation of trainings; 

• Assists in the conduct of Training Needs Assessments (TNA). 

• Monitoring and Evaluation Specialist 

• Social Safeguards Specialist 

• Procurement Specialist 

• Finance Specialist 

• Finance Manager 

• Procurement, Operations, and Logistics 
Officer 

• Social Marketing, Communications and 
Stakeholder Engagement Officer 
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Position Roles and Responsibilities 

Junior Officer for M& E • Maintains the RCDP Database; 

• Assist in the preparations of reports, monitoring charts, 
reports, and dashboards; 

• Maintains the township monitoring chart; 

• Assist in M&E related training; 

• Conducts validation of M&E data at the village tract and 
village level. 

Administrative Assistant for Finance • Maintains an orderly filing system of finance related 
documents 

• Assists the Township Accountant in preparing financial 
reports 

Administrative Assistant for 
Procurement 

• Maintains an orderly inventory and record of all equipment;  

• Assist in procurement related activates at the township and 
village tract level 

• Monitors the procurement requirements of office and staff; 

• Prepare required reports. 

Livelihood Coordinator • Conducts market scanning and livelihood opportunity 
analysis; 

• Assist in livelihood trainings for villages and communities; 

• Scan for possible service linkages (credit, trainings, 
technology); 

• Assists in knowledge sharing and best practices learning 
activities. 

Communications and Social 
Accountability Officer 

• Prepares advocacy materials to increase project buy-ins; 

• Prepares reports and communications relevant to the project; 

• Monitors grievances; 

• Ensures timely relations of conflicts in consultation with the 
PIU and SSP.  

Gender and Social Inclusion Officer • Ensures the gender and social inclusion dimensions of the 
project are complied with by project staff ; 

• Provides technical inputs on gender related requirements of 
the project; 

• Conducts trainings on gender and social inclusion. 

 
D. Support Service Provider (SSP) 

36. The SSP play a vital role in RCDP implementation. The SSPs’ paramount objective is to 
capacitate the PIUs to eventually take full responsibility in implementing the project. The SSPs 
are to provide technical support and coaching to every DRD PIU staff person in every project 
township. The SSPs’ are to engage, train, deploy and supervise the performance of the team of 
key experts, which are paired with the PIUs, as well as the CFs, TFs, LFs, and CFs tasked to 
facilitate key project activities at the village and VT levels. The SSPs are expected to establish a 
cohesive and coordinative partnership with the PIUs in achieving the key deliverables of the 
project. 
 
37. The SSPs will consist of the following key experts: 

(i) Five Team Leader and Community Development Focal (National) 
(ii) Seven Deputy Team Leader and Head Engineer (National) 
(iii) 19 Engineers/ Climate Change and Disaster Risk Management and Environmental 

Safeguards (National) 
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(iv) Five Gender Equality and Social Inclusion Specialist (National) 
(v) 14 Finance Specialist (National) 
(vi) 17 Livelihood Specialist (National) 
(vii) Eight Monitoring and Evaluation Officer (National) 
(viii) Five Communications and Social Accountability Officer (National) 

 
E. Deployment of the SSP key experts in each Cluster 

38. The Deployment of the SSPs will follow a township cluster approach. Five regional clusters 

will be formed wherein one (1) SSP team will be assigned to each cluster. The clusters are the 

detailed in  

39. Table 8 below. 
 

Table 8: Cluster Arrangement for SSP 

Region Township No. of Villages Investment 
Cohort (1 – 3) 

Number of 
SSP Team 

Ayeyarwaddy Pyapon 212 3  

 Labutta* 506 1 1 

 Bogale 574 2  

Chin Hakka* 69 1 1 

 Thantlang 86 3  

 Tedim 130 3  

 Falam 179 2  

Sagaing (NSAZ) Lahe* 101 1 1 

 Layshi 70 2  

 Nanyun 99 3  

Sagaing (South-west) Mawlaik 77 2  

 Paungbyin 178 3  

 Kalewa* 125 1 1 

 Mingin 189 2  

Tanintharyi Dawei*   1 

 Launglon 110 1  

 Yebyu 139 2  

 Theyetchaung 98 3  

*Project Base of SSP Team 

 
40. As number of townships increase in each cluster from project year one to project year 
three, each SSP will gradually deploy additional key experts on capacity building, communication 
and social accountability, gender, finance, livelihood, engineering and monitoring and evaluation 
to effectively provide technical assistance and support to each implementing township. The 
deployment arrangement for each SSP cluster is detailed in Table 910. 
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Table 9: Deployment Schedule for SSP Staff in Clustered Regions 

 

CASO = Communications and Social Accountability Officer; Eng/DTL= Engineer/ Deputy Team Leader; Eng/ S’Guards =  Engineer and Environmental Safeguards; GESI = Gender Equality 

and Social Inclusion Specialist; L’Hood = Livelihood Specialist; M&E = Monitoring and  Evaluation Specialist; PY = Project Year; TL= Team Leader; .
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41. The terms of reference of the MIC and SSP consultants, DRD project officers, and support 
staff are prepared to guide in the selection and hiring.  The compiled terms of references are 
provided in a separate report.  
 
F.  Competencies Required for the RCDP Project 

42. A set of competencies must be in place to ensure the effective implementation of the 
project. These competencies would be aligned with the three main outputs of the project as shown 
in Figure 44Error! Reference source not found.. The competencies identified as necessary for 
the project are: 
 

Table 10: Competencies Required for the RCDP Project 

 

V. RECRUITMENT AND SELECTION OF SERVICE PROVIDERS 

43. The recruitment process will be patterned after ERLIP and laid down in the Procurement 
Plan. Contracts relevant to training and capacity building include the five SSPs and MIC. Bidding 
will apply Quality and Cost-Based Selection (QCBS) or Qualifications- Based Selection (QBS) 
method as shown in the Procurement Plan, and bidders will submit the Curricula Vitae (CVs) of 
key experts, together with their proposed approach and methodology for implementing the 
services. Key experts whose CVs are submitted for evaluation at bidding stage will include union 
level and township level officers, but not include village level facilitators (CF, TF, LF and CFSs) 
which are too numerous to evaluate at bidding stage. Evaluation, contract award, and publication 
of contract award will be made as set out in the Request for Proposals. 
 
44. The contracted service providers will undertake the sourcing, screening, selection and 
hiring of the Community Facilitators (CFs), Technical Facilitators (TFs), Livelihood Facilitators 
(LFs) and Community Finance Support (CFS) compliant to the qualification requirements 

Core Competencies:  can communicate effectively, manage information, solve problems, 
can deliver results, committed to rural and development work, can work and network with 
others. 
Managerial Competencies- has the skill to manage and motivate teams, manage 
performance, plan and organize, think strategically and manage stakeholders. 
Functional Competencies: 

• Community facilitation, social inclusion, and mobilization – enhanced capacity 
for active and inclusive participation in critical village planning, assessment of risks 
and implications to decision making, and project planning and implementation. 

• Professional and technical competencies in engineering with a lens on geo and 
climate -hazard conditions in resilient infrastructure design, financial planning and 
management, and sustainable and resilient livelihood planning and management. 

• Training competency and skills for capacity building of main project 
implementers, project partners, key stakeholders and village volunteers. 

• Project management including planning, organizing, facilitating, monitoring, 
evaluating, coaching and mentoring, problem solving, and feedback handling. 

• Teamwork, networking and linkage building, consensus building, and conflict 
management . 

• Social Marketing and advocacy in gaining partners and project champions 
among government, business and social organizations, and village volunteers. 
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stipulated in Terms of Reference approved by ADB and is free from any form of   interference 
from other parties. 

VI. SOCIALIZATION AND TRAINING 

45. Since the RCDP will be introducing more result-oriented approaches and systems, the 
DRD, in coordination with the service providers, must ensure that the entire workforce of the 
project goes through a socialization process.  The socialization process refers to the planned 
intervention aimed at getting all hired staff to fully understand, appreciate, and commit to the goals 
and principles of the project.  This will include setting the context of the problem by which, due to 
lack of skills and informed market analysis, poverty is compounded by risks brought about by 
disasters, climate change, economic shocks and loss of livelihood.  
 
46. It is important that the rural development strategies of the DRD, climate change adaptation 
policies, gender and development framework and other key development policies of Myanmar are 
framed as a foundation and, where relevant, legal basis in implementing the project. Also, how 
the RCDP complements the Department’s mandate to bring about rural development and a 
reduction of poverty. 

 

47. The series of capacity building program for the staff will include the following topics: 
 

(i) Orientation on RCDP: vision (institutionalizing participatory approaches) 
objectives, strategies, policies, procedures, scope of work, outputs, and impact 
indicators. 

(ii) Cohesion building, village mobilization and organization. 

(iii) Project development: from planning to evaluation. 

(iv) DRD, TPIC, and village capacity building program. 

(v) Management for successful results. 
 

VII. CODE OF CONDUCT14 

A. Obligations 
 

48. All persons involved in project implementation have an obligation to perform their duties 
honestly, professionally, and constructively. These include the union and township project staff of 
the DRD, MIC and SSP staff, independent technical consultants, VTDSC members, VDSC 
members, community, technical, CFO and livelihood facilitators and village volunteers. These 
persons must sign and agree to abide by a Code of Conduct to: 

 
(i) observe the laws of the Republic of the Union of Myanmar; 
(ii) honor the rights of project stakeholders (Transparency and Accountability); 
(iii) ensure women, the poor, ethnic and religious groups present in the project 

locations, and villagers from remote and isolated hamlets, are provided the 
opportunity to be informed and participate actively and effectively in and benefit 
from the Project; 

(iv) not engage in any corrupt or fraudulent activities, including patronage/nepotism, 
conflict of interest, diversion and/or embezzlement of funds, bribes, kick-backs, 
and short-changing of village sub-project value; 

(v) report suspected cases of fraud and corruption; 

                                                
14 Taken from the ERLIP Operations Manual, December 2017 
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(vi) respect local cultures and customary laws prevalent in project locations; 
(vii) follow the provisions of the operations manual with diligence and efficacy; 
(viii) report any problems arising from the work, to the direct supervisor or next higher 

level of authority. 
 

49. Furthermore, sub-project implementers are required to adhere to specific obligations: 
 

(i) VTDSC members adhere to the obligations of the block grant agreement; 
(ii) Financial Support Committee (FSC) members strictly follow the provisions for the 

financial management of block financing; 
(iii) VDSC members: (i) ensure that no sub-project involves forced labor or child labor, 

and that no child under the age of 15 should work on the construction, 
rehabilitation, or maintenance of a sub-project, and; (ii) that contractors respect 
basic social rights and working conditions; 

(iv) Procurement Support Committee (PSC) members are not allowed to participate in 
a procurement process if their immediate family member or a close personal 
contact have any financial or other interest in a contractor being considered for a 
procurement contract. If this situation arises, another VDSC member temporarily 
replaces her/him on the PSC.  Village committee members, including feedback 
focal points, village volunteer, finance clerk, are not allowed to take a contractor 
job on subprojects. If they wish to take a job on sub-projects, they must resign from 
the committees; 

(v) must reject quotations from contractors (or terminate orders with them) if it is 
established that the contractor involved has engaged in corrupt, fraudulent, or 
collusive practices; 

(vi) must never use their position for personal gain or solicit or accept gratuities, favors 
or anything of monetary value offered to them by contractors/suppliers; and 

(vii) a simplified Code of Conduct, based on the above, which is more readily 
understood by villagers, has been prepared with “5 Do’s and 5 Don’ts.”  This is 
utilized in the village orientation meetings.  
 

50. The following is the simplified Code of Conduct: 

51. Information, Transparency, and Communication. All persons involved in project 
implementation commit to the key principles of the project’s information, transparency, and 
communication policy. 
 
52. Transparent disclosure: This requires all field staff to regularly update project information 
on the village notice board, including VDP, subproject financial and procurement documents, 
social audit, project related media coverage, training information and O&M Plan. 

Do’s Don’ts 

Be honest and responsible in your job. 
Be open and transparent in your 
actions. 
Observe the laws of Myanmar. 
Observe the rights of everyone. 
Respect the community and engage 
equally all women, men, disabled 
persons, the poor, youth and any ethnic 
or religious groups. 

Don’t take bribes or gifts, money, goods or 
materials for personal use. 
Don’t falsify documents. 
Don’t give contracts to friends or relatives. 
Don’t use or abuse the project for personal 
gain. 
Don’t hire children under 15 years of age for 
sub-project construction, and don´t exploit 
labor. 
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53. Information campaigns: All staff shall, regularly and periodically, disseminate project 
related information through a variety of visibility materials, including pamphlets, workshops, group 
discussions, and networking.  
 
54. Forced Labor and/or Child Labor:  All persons involved in Project implementation shall 
ensure that no child under the age of 15 should work on the construction, rehabilitation, or 
maintenance of a subproject. 
 

B. Fraud and Corruption 

55. All persons involved in project implementation must not engage in any corrupt or 
fraudulent activities, including patronage/nepotism, activities where a clear conflict of interest 
exist, and diversion and/or embezzlement of funds, nor collude with, coerce, and/or obstruct for 
the purposes of getting bribes, kick-backs, and short-changing of village subproject value. 
 
56. “Fraud” is defined as the deliberate creation, falsification, destruction, defacement, 
misrepresentation or concealment of any account, record or document, or any unauthorized use 
of the name ADB, ERLIP, PMU, MIC, PIU, SSP, VTDSC or VDSC or misuse of one’s position 
within the PMU, MIC, PIU, SSP, VTDSC or VDSC with the intention of, for instance: 
 

(i) obtaining money, assets, services, information, or advantage for the individual 
concerned and/or his immediate family; 

(ii) intentionally causing a loss or damage to the ADB, ERLIP, DRD, PMU, MIC, PIU, 
SSP, VTDSC, VDSC or another party (for instance, contractor, individual 
employee, volunteer); 

(iii) prejudicing ADB, DRD, ERLIP, PMU, PIU, MIC, SSP, VTDSC’s or VDSC’s rights, 
position, or reputation, or those of another party; 

(iv) corrupt or dishonest practice during PMU, PIU, MIC, SSP, VTDSC or VDSC 
business (for instance, awarding tenders in return for favors); 

(v) a “corrupt practice” is the offering, giving, receiving, or soliciting, directly or 
indirectly, of anything of value to influence improperly the actions of another party; 

(vi) a “fraudulent practice” is any act or omission, including a misrepresentation that 
knowingly or recklessly misleads, or attempts to mislead, a party to obtain a 
financial or other benefit or to avoid an obligation; 

(vii) a “collusive practice” is an arrangement between two or more parties designed to 
achieve an improper purpose, including to influence improperly the actions of 
another party; and 

(viii) a “coercive practice” is impairing or harming, or threatening to impair or harm, 
directly or indirectly, any party or the property of the party to influence improperly 
the actions of a party.  

 
C. Obstructive Practices  

57. Obstructive practices are: 

(i) deliberately destroying, falsifying, altering, or concealing of evidence material to 

the investigation or making false statements to investigators to materially impede 

an investigation into allegations of a corrupt, fraudulent, coercive, or collusive 

practice; and/or threatening, harassing, or intimidating any party to prevent it from 

disclosing its knowledge of matters relevant to the investigation or from pursuing 

the investigation; or 
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(ii) acts intended to materially impede the exercise of the Bank’s contractual rights of 

audit or access to information. 
 

D. Sanctions 

58. Anyone involved in project implementation who is found to be in breach of the code of 
conduct is subject to disciplinary action.  Sanctions may be imposed on individuals, groups (such 
as VTDSCs and VDSCs) and private contractors. 
 
59. Any person or organization may use the feedback handling system to report wrongful 
behavior of a project implementer. 

 

60. The entity handling the grievance proposes the appropriate disciplinary action. Possible 
disciplinary actions include compromise agreement, warning, public reprimand, and dismissal. 

 

61. If land or other assets were taken from a household illegally or in violation of the processes 
established for the purposes of this project, the land or assets should be restituted to the affected 
household at least in the condition in which they were taken, with following provisions: 
 

(i) if restitution is no longer possible; the affected household will receive 
compensation at replacement cost; and 

(ii) the household is not responsible to pay compensation for any improvements made 
to the asset. 
 

62. If project funds were misused, they will be repaid in full, in addition to any additional 
measures and sanctions that may be taken against those who misuse the funds. 
 
63. Any action shall be without prejudice to the penal, civil, or administrative sanctions that 
may be imposed by pertinent laws or guidelines. 

 

64. Grievances related to fraud and corruption may also be sent to the ADB.  The ADB will 
inform the DRD of reports received and coordinate on resolving them. 

 

65. Upon recommendation by the DRD township office, or as a result of its own investigations, 
the DRD union office may suspend or terminate the right of a VTDSC or a VDSC or an individual 
or group of individuals to use the proceeds of the block grant upon failure by the VTDSC and 
VDSC to perform any of its duties. 

 

66. Failure to report a suspected case of misuse of funds to the proper authority constitutes a 
breach of the code of conduct.  However, sanctions will not be enacted on the whole village for 
an individual’s wrongdoing, or the whole village tract for a village’s misconduct.  CFs and TFs are 
responsible for ensuring that villagers are aware that they will not be penalized for filing a 

complaint.  Filing a complaint does not mean a village tract or village will lose its grant. 
 

VIII. PERFORMANCE APPRAISAL AND FEEDBACK 

67. It is suggested that performance appraisal tools and feedback mechanisms, building on 

DRD practices, be in place to ensure the quality performance of project staff and adherence to 

standard requirements expected of its project staff. Possible tools and mechanisms for appraisal 

are the following: 
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(i) Performance contracting- this is a contract between the hiring party and the person 
being hired.  Both parties set and agree upon targets and deliverables (quantitative 
and qualitative) required by the project during the period of engagement. This 
contract will serve as measure of performance during period of performance 
appraisal.  The most common method of appraisal will be a comparison of targets 
versus actual accomplishments within the agreed period; 

(ii) Peer and Self rating - this method will measure performance according to 
perceived quality and quantity of work accomplished during a given period.  Peers, 
most likely co-workers and the team leader, will administer the ratings. Each staff 
will likewise do an honest self-evaluation of performance based on set project 
measures and indicators; 

(iii) Supervisor- supervisee assessment - This method is an interactive approach to 
appraisal. The supervision (team leader and/or deputy team leader) will conduct a 
one–on-one evaluation citing observations, strengths, areas of improvements, and 
work-related concerns. The person being appraised may engage in an objective 
discussion with the supervisor to concur on findings, clarify, and agree on next 
steps in improving performance.  
 

68. If appraisal of performance is below par, the hiring firm will notify the concerned staff in 
writing concerning their transfer to a probationary status or their termination. If appraisal of rating 
is below par for two consecutive rating period, the staff will be recommended for termination. 
 

IX. SAFETY PROTOCOLS 

69. The safety of project staff is always paramount.  It is recommended that protocols be in 
place to ensure staff are free from untoward incidents and to avoid unnecessary harm to staff as 
they go about their tasks in their areas of assignment. 
 
70. When traveling by boat of be motorcycle, staff are required to wear safety gear such as a 
helmet/safety jacket or life vest, whichever is appropriate. When using project assigned 
transportation, make it a habit to undergo the necessary preliminary safety checks15 to make 
certain the vehicle / boat in use are road or seaworthy. 

 

71. The buddy-buddy system is encouraged for staff when going to village tract or villages. 
This is a safety precaution in case of emergencies or accidents. This system essentially 
encourages staff to go to project sites in pairs. The buddy may be from the TDRD, SSP, a fellow 
facilitator, or a village volunteer. 

 

72. In areas where armed conflict or domestic disturbance is apparent, the staff should first 
coordinate with the DRD or Village Tract Administrator to ascertain if the area is safe to visit. If 
conflict is imminent, project operations should be suspended until such time the area is declared 
safe. If staff are already in the area and conflict is in progress, the staff should immediately go to 
“designated safe zones” identified beforehand. The staff are to exhaust all possible means to 
inform the PIU and the Team Leader / Deputy Team Leader of their situation. 
73. Monitoring weather conditions should be part of the preparedness measure of the staff.  
In the event weather conditions are determined to be hazardous, the team should take precaution 
and inform the TDRD or the SSP of the situation.  

                                                
15 BLOWBAG check - Brakes, Lights, Oil, Water, Battery, Air, and Gas 
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74.  All staff are to make known their contact details and whereabouts when on field work or 
traveling outside their project areas for coordinative purposes. 
 

X. INCENTIVES16 

75. Possible Incentives that may be provided to hired project staff: 

(i) per diem 

• within duty station – MMK 3000; 

• outside duty station- MMK 45,000- MMK 67,000.  
(ii) transportation/ gasoline allowance- actual cost as per requirement of travel; 
(iii) provision for Housing for SSPs and relocated TDRD staff; 
(iv) accident Insurance; 
(v) communication allowances; 
(vi) medical benefit; 
(vii) team building activities; and 
(viii) rewards for best performing staff - cash incentive or promotion. 

                                                
16 Taken from ERLIP 


