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Executive	Summary	
The Government of the Lao People’s Democratic Republic (Lao PDR) requested the Asian 
Development Bank (ADB) to provide policy and advisory technical assistance (TA) to 
support the preparation and dissemination of a revised national human resource 
development (HRD) strategy. The resulting TA supported the Ministry of Education and 
Sports (MOES), which was officially designated as the agency responsible for preparing the 
revised national HRD strategy on June 7, 2013. The assistance provided through the TA 
was designed to achieve the following outputs: (i) strengthen MOES management and 
capacity to prepare and disseminate the revised national HRD strategy, (ii) prepare two 
major HRD studies, (iii) prepare and disseminate a revised national HRD strategic 
framework, and (iv) prepare and disseminate an HRD action plan for the period 2016-2020. 
The TA consultant team began work within a few days of MOES’ official designation as the 
agency responsible for preparing the revised HRD strategy. The TA was originally scheduled 
to end in December 31, 2014. However, it was extended twice in response to Government of 
Lao delays in completing the 8th National Socio-Economic Development Plan (NSEDP). The 
TA ended on December 31, 2015. This Final Report covers the entire period of the TA. 
 
Following the Inception Workshop (August 13-14, 2013), the TA team assisted the MOES in 
preparing a draft decree creating a National Commission on Human Resource Development 
(HRDNC). The establishment of the HRDNC was an important step forward because it 
established the institutional framework needed to complete the TA’s work. However, 
implementation of the decree took longer than expected. The organizations represented in 
the HRDNC took a long time to appoint appropriate focal points to serve on its Technical 
Committee. The HRD Secretariat was established promptly in the Department of Planning, 
MoES. However, it was not appropriately staffed until mid-2014, at which point three key 
personnel began staggered leaves of absence during the following nine months. These 
delays slowed the TA’s progress, particularly in capacity building and in preparing the 
revised HRD Strategy and Action Plan. 
 
A draft HRD Strategic Framework (SF) was prepared in December 2013 and was presented 
and discussed in a three-day workshop held in Thalat, Vientiane Province (December 23-25, 
2013), attended by technical experts representing the key HRD sectors. Following the 
workshop, the draft SF was modified to incorporate suggestions made during the workshop. 
The Thalat workshop was followed on February 7, 2014 by the first meeting of the HRDNC, 
which focused mainly on organizational issues. A Mid-Term Review of the TA was held soon 
thereafter (February 17-18), which focused on the likely delay in preparing the Action Plan, 
given that work had not yet begun on the 8th NSEDP. The draft SF was presented to the 
HRDNC at its second meeting (June 18, 2014). The HRDNC informally endorsed the draft 
SF and requested the Secretariat to proceed with the development of an HRD Action Plan 
consistent with the draft SF for review at its next meeting (scheduled for December 2014). 
However, efforts to prepare a draft HRD Action Plan were hindered, as feared, by slow 
progress in preparing the 8th NSEDP. In its absence, neither ministries nor development 
partners were able to provide substantive input into the HRD Action Plan. Accordingly, it was 
decided to extend the TA through June 2015 in order to obtain the necessary input to 
complete the draft Action Plan. 
 
An initial draft of the 8th NSEDP became available in February 2015, and a draft HRD Action 
Plan was completed in April 2015. Both the revised HRD SF and draft HRD Action Plan were 
expected to be reviewed by the HRD focal points and technical experts before being 
presented to the HRDNC at its next scheduled meeting, expected to be in late May or June. 
In March 2015, however, the MoES leadership decided to encourage the development of an 
alternative HRD Strategy that was focused mainly on education and training, with the 
encouragement and technical support of the newly established Lao Australia Institute (LAI). 
The idea was presumably to substitute the LAI HRD Strategy for the one developed by the 
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TA. Accordingly, the next meeting of the HRDNC was postponed, and the idea of an 
alternative HRD Strategy was pursued for the next several months. Ultimately, the idea of an 
alternative HRD Strategy was abandoned at the fourth HRDNC meeting (November 19, 
2015), when it was decided to adopt the draft HRD Strategy and Action Plan prepared by the 
TA, but to put it into the same format as the current HRD Strategy 2000. The HRD 
secretariat with the assistance of the Project Management Specialist (PMS) completed the 
Final Draft during the last week of December 2015 for presentation to the Government’s 
Cabinet Meeting at the end of January 2016.  
 
In addition to the TA’s support for the preparation of a revised HRD Strategy and Action 
Plan, the TA supported several workshops designed to strengthen the MoES HRD 
management and coordination capacity, including in particular, the two-day Inception 
workshop (August 13-14, 2013), the three-day workshop in Thalat (December 23-25, 2013), 
and the four days of workshops in Vang Vieng (March 3-6, 2015). The TA also supported 
MoES staff to participate in the planning and field work of the 2014 Lao Civil Servant Skills 
Measurement Survey (LCSSMS) and to participate in the field work of the employer surveys 
conducted under the regional labor markets study. During its first extension, the TA also 
supported the transfer of the regional labor markets projection model to Lao PDR technical 
experts in the National University of Laos (NUOL) and in the National Economic Research 
Institute (NERI/MPI). During its second extension, the TA also supported two additional 
capacity building training workshops: (i) Training Workshop on ISCO and ISCED Coding and 
(ii) Dissemination of the regional labor markets study and the HRD data base design.  
 
Lastly, the TA supported two important HRD studies: (i) a national survey of civil servant 
skills (the 2014 LCSSMS), and (ii) the regional labor markets study. The 2014 LCSSMS was 
conducted jointly with the Ministry of Home Affairs (MOHA) and the Ministry of Education 
and Sport (MOES). The survey is a nationally representative survey of 2,616 currently 
employed civil servants working at the central, province, and district levels in all 17 
provinces. After several delays related to procurement, last-minute revisions to the 
questionnaire by MOHA and MOES, and extra time needed to obtain authorization for the 
survey down to the district level, the data were collected during the period June 15-August 
15, 2014. The LCSSMS data were analyzed by the TA team, and a draft survey report was 
prepared and completed in October 2014. The survey was designed to provide input into the 
MOHA master plan, which was under development at the time, but it yielded many other 
important findings, including that female and district-level civil servants were generally 
disadvantaged, compared to male and province or central-level civil servants. 
 
The regional labor markets study focuses on the flows of skilled and unskilled labor between 
Lao PDR and Thailand. It consists of three distinct parts. The first part reviews the existing 
labor market data for both countries, including in particular the currently available data on the 
employment of foreign skilled labor. The second part describes the findings of employer 
surveys that were conducted in both countries as part of the study, with a focus on the role 
of foreign skilled labor and foreign-trained domestic labor. The third part presents projections 
of labor supply and demand by skill level, including the projected flows of migrant labor 
between Lao PDR and Thailand. The findings of the survey and the policy recommendations 
were seriously considered and debated during the revision of the HRD Strategy. The 
projections of high-skilled labor needs by industry during the period 2016-2025 obtained 
from the regional labor markets model were included in the final draft of the HRD Strategy. 
 
This report concludes with the observation that, in retrospect, the Government’s decision to 
assign responsibility for the development of a revised HRD Strategy to the MoES was a big 
challenge i.e. The MoES has only limited technical capacity to play a strategic role beyond 
the education sector. Accordingly, it took substantial time for MoES counterparts to 
understand the substance of the revised HRD Strategy in sectors other than education. 



 
 

I.	INTRODUCTION	
 
This is the Final Report of TA 8277-LAO: Support for the Human Resource Development 
Strategy. The final page of the TA Report 1 provides a proposed outline for the Final Report 
that includes the following five sections: 

I. Introduction  
II. Background  

III. Key human resource development issues and challenges 
IV. Human resource development strategic framework and thrusts  
V. Human resource development action plan, 2016-2020 

 
and the following three appendices: 

1. Review of the Human Resource Development Strategy, 2000 
2. Mapping of the human resource development programs, studies, and surveys 
3. Summary findings from the human resource development studies and surveys  

 
Although this suggested outline covers several of the main outputs of the TA, it does not 
cover all of them. Accordingly, this Final Report uses the following expanded outline that 
includes the following six sections: 
 

I. Introduction 
II. Background 

III. TA implementation 
A. Inception 
B. Establishment of the National Commission on Human Resource Development 
C. Mid-Term Review 
D. Subsequent TA implementation 

IV. TA outputs 
A. MoES management and coordination capacity strengthened 
B. HRD studies and surveys 
C. Revised HRD strategic framework 
D. HRD action plan 

V. Conclusions 
 
and the following six appendices: 
 
Appendix 1: Mapping of existing HRD programs, studies and surveys 
Appendix 2: Review of the current HRD Strategy 2000 
Appendix 3: Key HRD issues and challenges 
Appendix 4: Summary findings from the TA’s HRD studies and surveys 
Appendix 5: Final TA draft HRD strategic framework, 2016-2025 
Appendix 6: Final TA draft HRD action plan, 2016-2020  
 
In addition, the Final Report includes 15 annexes that include key TA documents that are 
cited in the main text of the report. 
 
 

                                                 
1 ADB. 2012. Lao People’s Democratic Republic: Support for the Human Resource Development 
Strategy. Technical Assistance Report, Project Number 46068, Policy and Advisory Technical 
Assistance (December 2012). (The TA report is provided in Annex 1.) 
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II.	Background	
 
 
1. The Government of the Lao People’s Democratic Republic (Lao PDR) requested the 
Asian Development Bank (ADB) to provide policy and advisory technical assistance (TA) to 
support the preparation and dissemination of a revised national human resource 
development (HRD) strategy, including the required analytical work.2 The TA is supporting 
the Ministry of Education and Sports (MOES), which was officially designated as the agency 
responsible for preparing the revised national HRD strategy on June 7, 2013.3 The 
assistance provided through the TA was designed to achieve the following outputs: (i) 
strengthen MOES management and capacity to prepare and disseminate the revised 
national HRD strategy, (ii) prepare two major HRD studies, (iii) prepare and disseminate a 
revised national HRD strategic framework, and (iv) prepare and disseminate an HRD action 
plan for the period 2016-2020. The TA consultant team4 began work on June 10, 2013, 
within a few days of MOES’ official designation as the agency responsible for preparing the 
revised HRD strategy. The TA was originally scheduled to end in December 31, 2014. 
However, it was extended twice in response to Government of Lao delays in completing the 
8th National Socio-Economic Development Plan (NSEDP). The TA ended on December 31, 
2015. This Final Report covers the entire period of the TA. 
 
2. When work on the TA began, the institutional framework to support the development 
of a revised HRD strategy and action plan was expected to include the following three 
elements: (i) a National Steering Committee (NSC) chaired by the Minister of Education with 
Vice-Ministers from several key ministries and deputy provincial governors that would 
oversee the development of the revised strategy and action plan as well as the TA, (ii) a 
National Coordinating Committee (NCC) to be chaired by an MOES Vice-Minister with 
representatives of the same ministries that would be responsible for drafting the revised 
strategy and action plan, and (iii) an MOES-based secretariat that would support the work of 
the NSC and NCC. 
 
3. An HRD situation analysis consisting of eight studies supported mainly by the World 
Bank (but with some support from ADB) was ongoing when the TA began in June, 2013. 
These eight studies were expected to provide most of the information needed for a 
comprehensive HRD situation analysis and were expected to be a key input into the 
preparation of the revised HRD Strategy. The preliminary findings of the World Bank studies 
were presented in a series of three Learning Forums held during 2013 (the third was held on 
June 12-13, 2013). Although a preliminary version of the full report was prepared in June 
2013, the report was not publicly released until July 2014, with a final version published as 
the Lao Development Report 2014 in October 2014 (Annex 3).  

                                                 
2 ADB. 2012. Lao People’s Democratic Republic: Support for the Human Resource Development 
Strategy. Technical Assistance Report, Project Number 46068, Policy and Advisory Technical 
Assistance (December 2012). (Annex 1) 
3 The MOU on the hand-over from the Party’s Organizational Committee (CCOP) to the MOES was 
signed in pursuance to the earlier Decision 02/PPCM (06/03/2013) of the Party’s Politburo Central 
Committee to transfer responsibility for HRD from CCOP to the MOES. (Annex 2) 
4 The TA team included: Dr. James Knowles/HRD Strategy Specialist; Mr. Robert 
McLaughlin/Research (Skill Survey) Specialist; and Mr. Inthasone Phetsiriseng/Project Management 
Specialist. Mr. Yasushi Hirosato of ADB’s Southeast Asia Department served as TA Team Leader 
until April 2014, he was subsequently replaced by Mr. Norman LaRocque from the same office, who 
has served as the TA Team Leader. 



3 
 

III.	TA	implementation	

A. Inception	
 
4. Shortly after work began on the TA, an initial planning meeting was held at the 
MOES Department of Planning with the Director General (Mr. Sengsomphone Viraveuth) 
and the TA team (including the Team Leader, Mr. Hirosato). Mr. Sengsomphone informed 
the TA team that he was planning to retire in October and that the Minister wanted to have 
the Strategy (but not necessarily the action plan) finished by the end of the year. We agreed 
to develop our TA work plan accordingly.  
 
5. A draft Inception Report, including a preliminary work plan, was prepared and 
submitted to ADB on July 7, 2013 (Annex 4). The draft Inception Report was based mainly 
on the previously referenced TA Report.  Like the TA Report, the draft Inception Report 
listed four studies to be supported by the TA: (i) a STEP survey of civil servants (the sample 
of civil servants in the World Bank’s STEP survey was too small to provide reliable baseline 
data on civil servants’ skills); (ii) a STEP survey of households in rural villages without roads 
(the World Bank’s STEP survey sample did not include this population segment); (iii) an 
expanded skills demand and supply forecasting study, and (iv) an internal migration study. 
All of these studies were designed to address gaps in the HRD knowledge base not covered 
by the ongoing WB studies. The draft Inception Report provided more detailed information 
on the four studies than was provided in the TA Report and indicated that a final decision on 
the studies would be made at the TA Inception Workshop, based on the then ongoing 
mapping and review of HRD studies and surveys (Appendix 1).  
 
6. The Inception Workshop was initially scheduled as a one-day workshop during the 
second half of July, 2013. However, it was postponed several times by MOES (including 
once on its eve) and was eventually held as a two-day workshop on August 14-15, 2013 
(Annex 5). The decision to hold a two-day workshop was made by MOES in order to provide 
more time for discussion. The Inception Workshop was well attended by Government 
representatives. However, only a few representatives of development partners participated 
in the Inception Workshop (possibly due to its last-minute postponement). 
 
7. The first day of the Inception Workshop began with introductory remarks on the 
workshop objectives and agenda by the Vice-Minister of MOES and by the Director General 
of the Department of Planning (MOES), followed by presentations by the TA Team on the 
following topics: (i) the draft Inception Report; (ii) the Review of HRD studies and surveys; 
(iii) review of the current HRD Strategy 2000; and (iv) the HRD situation analysis. Each pair 
of presentations was followed by an open discussion. The second day of the Inception 
Workshop began with a presentation by the TA team on key priorities for a revised HRD 
strategy. A handout listing some possible key priorities was distributed to the participants. 
The agenda provided for break-out groups to formulate key priorities, but the MOES leaders 
decided to substitute an open discussion for the breakout groups. The afternoon session 
began with a presentation on strategic options (policies). A list of some possible policy 
options was also distributed to the participants. An open discussion was again substituted for 
the planned breakout groups. 
 
8. Immediately after the close of the Inception Workshop, an informal meeting was held 
between the TA team and the General Director of the Department of Planning (MOES) to 
discuss next steps. It was agreed that the NSC would meet in September to endorse 
formally the Inception Report and that there would also be a meeting of the NCC to begin 
preparing a draft strategic framework. Subsequently, MOES decided to delay both meetings 
until it had obtained formal approval for the establishment of the NSC, under which the NCC 
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could be formed. Although this decision delayed the work, it was probably the correct 
decision, based on subsequent events discussed below. 
 
9. Following the Inception Workshop, the final Inception Report was prepared on 
August 29, 2013 (Annex 4). The main differences between the draft Inception Report and the 
final version are: (i) that the STEP survey of rural households in villages without roads was 
dropped,5 with the resources saved to be used to strengthen the special survey of civil 
servants; (ii) more detail was provided on the remaining three planned studies; and (iii) the 
TA work plan was modified, mainly to reflect the additional time needed for procurement in 
connection with the three studies. The revised work plan still reflected the MOES stated 
preference for an accelerated timetable leading to an approved Strategic Framework by the 
end of 2013. 
 

B. Establishment	of	the	National	Commission	on	Human	Resource	
Development	
 

10. Following the Inception Workshop, the TA team assisted the MOES in preparing a 
draft decree creating a National Commission on Human Resource Development (HRDNC), 
which was signed by the Prime Minister (PM) on November 22, 2013 (Annex 6). The PM 
Decree was a critical step forward because it established the needed institutional framework 
for the TA’s activities. The PM Decree assigns responsibility to the HRDNC “to supervise 
and implement HRD activities nationwide, consistent with party policy and with the National 
Socio-Economic Development Plan at each stage.” The PM Decree also states that the 
HRDNC’s coordination office and secretariat will be based at MOES, with the Director 
General of the Department of Planning (MOES) as Head of the Secretariat. 
 
11. The tasks and authority granted by the PM Decree include: 

 To study/develop and revise the HRD Strategy, General Policy Framework and 
Action Plan nationwide; 

 To supervise, encourage/support the Ministries, agencies equivalent to ministries, 
local authorities and both public and private organizations in the implementation of 
the HRD strategy and action plan; 

 To monitor, audit, evaluate the implementation of the HRD strategy and action plan in 
terms of quality and relevance; 

 To summarize, draw lessons learned and report on the achievements from 
implementation of the HRD strategy and action plan; 

 To develop and propose to the Government necessary legislation for implementation 
of the HRD strategy and action plan;  

 To mobilize the society to participate in the pursuit of HRD, particularly resources and 
technical assistance; 

 To communicate, coordinate, cooperate, exchange experience and information with 
all the sectors from central to local authorities as well as external collaboration with 
international agencies and development partners in accordance with the policy frame 
of the Party and government laws and regulations; 

                                                 
5 This population sub-group accounts for a rapidly decreasing share of the national population, 
currently only about 8 percent, down from 21% at the time of the 2005 Census. Another consideration 
is that key modules of the STEP household survey (including the literacy modules) can only be 
administered in the Lao language, and Lao literacy rates are relatively low in this population sub-
group. For example, according to data from the 2010 Lao Labor Force Survey, self-reported literacy in 
the population aged 15 and above is only 58% in rural areas without roads, compared to 71% in rural 
areas with roads and 87% in the urban areas. 
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 To appoint the HRD National Technical Committee (NTC) at different levels, 
including setting the roles, tasks, authority and responsibilities of the HRD NTC; 

 To call meetings and organize workshops on HRD; and  
 To perform other duties as assigned by the Party and Government.  

 
12. The HRDNC is chaired by a Deputy Prime Minister, with four Vice Chairpersons, 
including the Minister of Education and Sports, the Minister of Planning and Investment, the 
Deputy Head of Cabinet of the Party Central Committee on Organization and Personnel 
(CCOP), and the Vice Chairperson of the Cultural and Social Committee of the National 
Assembly (NA). HRDNC members include Vice Ministers of Education and Sports, Planning 
and Investment, Finance, Home Affairs, Foreign Affairs, Labor and Social Welfare, 
Information and Culture, Health, Justice, Agriculture and Forestry, Industry and Commerce, 
Defense, and Public Security, Vice Rector of the Political and Governance Institute, Vice 
President of the Lao Women’s Union, and President of the Lao National Chamber of 
Commerce.  
 
13. The establishment of the HRDNC was an important step forward because it 
established the institutional framework needed to complete the TA’s work. However, 
implementation of the decree took longer than expected. The organizations represented in 
the HRDNC took a long time to appoint appropriate focal points. The HRD Secretariat was 
established quickly in the Department of Planning, MoES. However, it was not appropriately 
staffed until mid-2014.  

C. Mid‐Term	Review	
 
14. A Mid-Review of the TA was held on February 17-18 2014 with the participation of 
both Mr. Hirosato and Mr. LaRocque from ADB Manila and Ms. Khamtanh Chanthy from the 
Lao Resident Mission. A revised TA work plan was included in the Mid-Term Report (Annex 
7) and subsequently approved. Most of the discussion during the Mid-Term Review focused 
on the status of the work and delays in some TA activities. The TA team reported that it had 
prepared an initial draft Strategic Framework (SF) for the revised HRD Strategy (Annex 8) 
and that it had been presented and discussed at a three-day workshop in Thalat, Vientiane 
Province on December 23-25 (Annex 9). Following the Thalat workshop, the draft HRD SF 
was revised (Annex 8) to reflect recommendations made at the Thalat workshop. Because 
the draft Strategic Framework had not yet been translated into Lao, it was not formally 
presented or discussed at the initial meeting of the NCHRD on February 7 (Annex 10). At the 
time of the Mid-Term Review, the HRD Action Plan was expected to be drafted in April 2014 
and finalized in June 2014. The HRD Action Plan was to be based on the 8th NSEDP, but 
work on the 8th NSEDP had not yet begun at the time of the Mid-Term Review. 
Consequently, the expected date of completion of the HRD Action Plan was moved back in 
the revised TA work plan from June 30 to July 31, 2014.  
 
15. In addition to work on the HRD Action Plan, work on the two remaining TA studies 
(i.e., the Civil Servants Skills Survey and the Regional Labor Market Study) had also 
experienced delays. Data collection for the Civil Servants survey was initially scheduled for 
November, 2013, with completion of the final report by January 31, 2014. At the time of the 
Mid-Term Review, data collection was not expected to occur until April 2014, with a 
complete final report available by the end of July, 2014. The main reasons for the delay were 
(i) the need to make extensive revisions to the STEP Household Survey questionnaire to 
adapt it to the needs of civil servants, and (ii) delays in the ADB procurement process. 
Delays in the regional labor market study were due to (i) delays in the preparation of the 
study’s terms of reference (from August 31 to October 11, 2013) and (ii) delays in ADB’s 
procurement process (a contract was expected to be signed by November 30, 2013, but was 
not in fact signed until March 2014). Consequently, the expected completion date of the 
study’s final report was delayed from May 31 to August 31, 2014. 
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D. Subsequent	TA	Implementation		
 
16. According to the revised work plan included in the Mid-Term Report (Annex 7), the 
TA was still expected to end in December 2014, with the period from August through 
December 2014 to be used to disseminate the revised HRD Strategy and Action Plan. At its 
second meeting on June 18, 2014, the NCHRD endorsed the draft HRD Strategic 
Framework and asked the HRD Secretariat to proceed with development of a draft Action 
Plan consistent with the draft Strategic Framework for consideration at its next meeting, 
which was scheduled for December. However, work on the 8th NSEDP had still not yet 
begun, and most donors had not given much thought to the kinds of projects they would 
support during the period of the HRD Action Plan (2016-2020). The TA Team and the HRD 
Secretariat made a concerted effort to obtain inputs for the Action Plan directly from key 
sectors (e.g., education, labor, health) and from key HRD donors was largely unsuccessful 
(Annex 11). However, only a few relatively small donors responded, and no useful input was 
received from other ministries or agencies. By late 2014, it became apparent that the 
information needed to develop the HRD Action Plan would not be available until sometime in 
2015. Accordingly, ADB and MoES decided to extend the TA for six months, with a new 
termination date of June 30, 2015. During this period, the TA team was expected to finalize 
the draft Action Plan and to provide additional training to the HRD Secretariat and HRD focal 
points. A first draft of the 8th NSEDP became available in February 2015, and the draft HRD 
Strategic Framework and Action Plan was revised to incorporate material from the draft plan 
in April and to extend the period of the revised HRD Strategy to 2025 (Annex 8). This was 
intended to be the final draft of the HRD Strategy to be reviewed by the HRD focal points 
submitted for final endorsement by the NCHRD at a meeting that was expected in late May 
or early June.  
 
17. In March 2015, however, the MoES leadership decided to encourage the 
development of an alternative HRD Strategy that was focused mainly on education and 
training, with the encouragement and technical support of the newly established Lao 
Australia Institute (LAI). The idea was presumably to substitute the LAI HRD Strategy for the 
one developed by the TA. However, the draft HRD Strategy prepared initially by the LAI 
consultant (Annex 12) was basically a cut and paste operation consisting of excerpts from 
the February draft of the 8th NSEDP and was apparently considered inadequate by MoES as 
a stand-alone HRD Strategy. Accordingly, in late May, the Director of the MoES HRD 
Secretariat requested the TA team to work on an urgent basis with the LAI Australian 
consultant to combine the two quite different draft HRD Strategies into a single draft HRD 
Strategy. The TA team informed the Director that this was not possible, given the TA team’s 
time constraints in what was then expected to be the final month of the TA. However, the TA 
team recommended instead that the TA be extended another six months so that the draft 
Action Plan could incorporate additional inputs from a finalized 8th NSEDP. After some initial 
delay, the HRD Secretariat Director decided to accept the TA team’s recommendation and 
the TA was extended for a second time through December 31, 2015. At that time, the 
resources remaining in the TA budget were sufficient to support some additional meetings 
and related support from TA team’s Project Management Specialist (the HRD Specialist’s 
contract terminated in June 2015). 

IV.	TA	outputs	
 
18. The TA Report (Annex 1) identifies four TA outputs: (i) Ministry of Education and 
Sports management and coordination capacity strengthened; (ii) Human resource 
development studies and surveys completed; (iii) Human resource development strategic 
framework developed; and (iv) Human resource development action plan completed. This 
section of the report discusses the progress made toward achieving each of these outputs. 
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A. MoES	management	and	coordination	capacity	strengthened	
 
19. This output was designed to support the MoES in managing the preparation and 
dissemination of the HRD Strategy, including coordinating and liaising with key ministries 
and development partners. As part of this output, the TA was intended to map out and 
review HRD studies and surveys to identify HRD needs and appropriate measures to 
address them, including an assessment of the current HRD Strategy 2000. 
 
20. The TA’s work on this output began in June, 2013, with a review of existing HRD 
studies and surveys (Appendix 1) and an assessment of the current HRD Strategy 2000 
(Appendix 2). The findings were presented at the August 14-15, 2013 Inception Workshop 
(Annex 5). Presentations at the Inception Workshop also focused on other capacity 
development needs related to the formulation of a revised HRD Strategy, including 
presentations on key priorities in HRD and strategic options for the revised HRD Strategy. 
Capacity building was also a focus of the December 23-25 workshop in Thalat (Vientiane 
Province), which included a presentation providing a more detailed review of the current 
HRD Strategy 2000 (including updated values of its indicators), and a presentation on the 
proposed revised strategic framework (Annex 9). All presentations made in English under 
the TA were also presented in Lao, with simultaneous interpretation. Table 1 lists the 
meetings, seminars, and workshops supported by the TA.  
 
21. Following the Inception Workshop, the TA provided extensive support (including 
drafting) to the HRDNC Secretariat in preparing (i) the draft Prime Minister’s Decree on the 
Establishment and Functions of the HRD National Committee No. 135/PM dated 22 
November 2013; (ii) the draft HRDNC’s Agreement on the Divisions of Tasks and 
Responsibilities among the HRDNC Members; (iii) the draft HRDNC’s Agreement on the 
Establishment of the National Technical Committee; and (iv) the draft HRDNC Overall Work 
Plan; and Technical and administrative support provided by the TA Team to the first meeting 
of HRDC on February 7, 2014 (Annex 10). 
 
 
Table 1. Meetings, workshops and seminars supported by the TA 

Date(s) Description Participants Number  Location Cost (US$) 
August 14-15, 
2013 

Inception workshop Sector representatives, 
Development partners 

42 Vientiane          6,916.92  

December 23-25, 
2013 

Workshop to Draft the 
HRD Strategic Framework 

Sector representatives 52 Thalat          9,679.09  

February 7, 2013 National Seminar on the 
Management and 
Dissemination of HRD 
Strategy (1st HRDNC 
meeting)   

HRDNC, Secretariat 
and HRD sector focal 
points 

50 Vientiane          3,510.88  

April 8-9, 2014 Workshop to Review the 
draft HRD Strategic 
Framework 

HRD sector focal 
points 

50 Thalat          9,354.31  

June 18, 2014 National Seminar to 
Endorse the Revised 
Strategic Framework (2nd 
HRDNC meeting) 

HRD Secretariat, HRD 
sector focal points 

85 Vientiane          3,755.95  

October 15-17, 
2014 

Workshop for the 
Formulation of the HRD 
Action Plan 

HRD Secretariat, HRD 
sector focal points 

52 Thalat        13,334.08  
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Date(s) Description Participants Number  Location Cost (US$) 
December 29, 
2015 

3rd HRDNC Meeting HRDNC, HRD 
Secretariat, HRD 
sector focal points 

77 Vientiane          4,835.60  

March 3-4, 2015 Workshop on Monitoring 
Implementation of HRD 
Strategy and Action Plan 

HRD Secretariat 23 Vang Vieng          8,499.96  

March 5-6, 2015 
Workshop on HRD 
Disparities 

HRD Secretariat, HRD 
sector focal points 

29 Vang Vieng          8,021.10  

April 30, 2015 Workshop for HRD Focal 
Points to review draft HRD 
SF and Action Plan 

HRD Secretariat, HRD 
sector focal points 

78 Vientiane          5,110.87  

August 14, 2015 Meeting of Core HRDNC 
members and Focal 
Points 

Core HRDNC 
members and focal 
points 

32 Vientiane 3,058.16 

September 30 – 
October 2, 2015 

Workshop on Finalizing 
HRD Strategy 2016-2025 

HRD Secretariat and 
key HRD focal points 

32 Thalat 7,753.78 

October 21-23, 
2015 

Workshop on Editing Final 
HRD Strategy 2016-2025 

HRD Secretariat and 
key HRD focal points 

14 Thalat 4,994.43 

November 19, 
2015 

4th HRDNC Meeting HRDNC, HRD 
Secretariat, HRD 
sector focal points 

75 Vientiane 3,700.42 

December 10-11, 
2015 

Training workshop for 
ISCO and ISCED coding 

HRD Secretariat, HRD 
focal points 

19 Thalat 4390.39 

December 23-25, 
2015 

Dissemination workshop 
on the regional labor 
markets study 

HRD Secretariat, HRD 
focal points 

19 Thalat 8,750.71 

Total     729  105,666.65 
 
 
 
22. The four days of workshops for staff of the MoES HRD Office and HRD focal points 
held in Vang Vieng during the period March 3-6, 2015 (during the first 6-month extension of 
the TA) were a major capacity-building activity undertaken by the TA team. The topics 
discussed included monitoring and evaluating the revised HRD Strategy, current gender and 
socio-economic disparities in key HRD outcomes, and an open discussion of the draft HRD 
Strategic Framework (Annex 13). The main source of data for the presentations was the 
World Bank’s 2012 STEP Household Survey, raw data from which were used to prepare an 
analysis of HRD data in Laos (Annex 13). In addition, special tabulations were prepared 
using raw data from several other household surveys, including the 2010 Lao Labor Force 
Survey (LFS), the 2011/12 Lao Social Indicators Survey (LSIS), and the 2012/13 Lao 
Economic and Consumption Survey (LECS V). The TA also supported MoES staff to 
participate in the planning for and field work of the 2014 Civil Servant Skills Measurement 
Survey (CSSMS) and to participate in the field work of the employer surveys conducted 
under the regional labor market study. During its first extension, the TA also supported the 
transfer of the regional labor markets projection model to Lao PDR technical experts in the 
National University of Laos (NUOL) and in the National Economic Research Institute (NERI) 
in the Ministry of Planning and Investment. 
 
23. Although substantial capacity-building efforts were supported by the TA, it cannot be 
said that they were wholly successful. The HRD Office was not in operation until mid-2014, 
and the three key English-speaking staff were on extended leave for several months during 
its initial year of operation when most of the capacity building was expected to occur (two for 
political training and the other on maternity leave). None of the staff had any formal training 
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in economics or statistics and were not at all familiar with the issues in the non-education 
sectors addressed in the HRD Strategy. Documents were not carefully read, as evidenced 
by a lack of systematic feedback. In short, there was an insufficient base on which to 
conduct the capacity-building activities. That said, once key staff returned to their positions, 
they were fully engaged with the work and provided effective and sustained support to the 
process of preparing the HRD Action Plan. In retrospect, the Government should probably 
assign a multi-sectoral agency such as the Ministry of Planning and Investment to be more 
engaged in developing a revised HRD Strategy. 

B. HRD	studies	and	surveys	
 
24. Following the inception workshop, several meetings were held with the Ministry of 
Home Affairs (MOHA) to discuss plans for a civil servant survey and with World Bank staff in 
Bangkok to discuss plans for all three TA studies. In the initial meeting with MOHA, it was 
agreed that the TA team would provide MOHA with a copy of the Lao-language version of 
the STEP household survey questionnaire for them to review and to meet subsequently to 
discuss what should be dropped and what should be added. During this meeting, the TA 
team agreed to prepare presentations for MOHA based on the data on civil servants from 
the 2010 Lao Labor Force Survey and the 2012 World Bank STEP Household Survey 
(Annex 14). During the initial meeting, the TA team also explained to MOHA that it was 
unclear whether a STEP-like literacy module could be included in the survey due to cost 
constraints. The TA team also explained to MOHA that the TA was planning to use 
Indochina Research Lao (IRL) to conduct the survey and that the sole-source procurement 
of IRL’s services was expected to take about three months. In the meantime, the available 
time could be used to develop a suitable questionnaire.  
 
25. In the meetings with World Bank staff, the main issues discussed were: (i) whether to 
include and how to fund a STEP-like literacy assessment in the civil servants survey and (ii) 
how the labor market projection model that had been developed as one of the World Bank 
HRD studies could be most usefully extended. The main issue with respect to the literacy 
module was that the literacy assessment used in the STEP survey was limited to the core 
module, corresponding to a relatively low level of literacy. Although it was agreed that the full 
module would be more suitable for civil servants, it was learned that this would require a 
substantial contract with the Educational Testing Service (ETS) in the US that was not 
budgeted for in the TA. With respect to the extension of the labor market projection model, it 
was decided to regionalize the model, focusing mainly on two countries, Lao PDR and 
Thailand, and to combine the studies on labor market projections and internal migration into 
a single “regional labor market study.” The TA team proceeded to work closely with Bank 
staff to develop terms of reference for the regional labor market study (Annex 15). 

	
1.	2014	Lao	Civil	Servant	Skills	Measurement	Survey	
 
26. The 2014 Lao Civil Servant Skills Measurement Survey (LCSSMS) was originally 
expected to be very similar to the STEP survey of the general population that was conducted 
by the World Bank in 2012. The original objective was to obtain comparable data for a larger 
sample of civil servants. However, as it evolved, the 2014 LCSSMS differs in two important 
respects from the STEP survey. First, it does not include a direct literacy assessment. 
Literacy and other cognitive skills are only self-assessed in the 2014 LCSSMS, using 
questions from the STEP survey. As previously discussed, the TA budget did not have 
sufficient resources to support the development of an appropriate direct literacy assessment 
tool for civil servants. Second, the 2014 LCSSMS questionnaire differs substantially from the 
STEP questionnaire (Annex 14). Many questions not relevant to civil servants were deleted, 
while many additional questions were added based on civil servants surveys conducted in 
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other countries and to obtain data needed for MOHA’s Master Plan, which was under 
development at the time. 
 
27. The 2014 LCSSMS was conducted jointly with the Ministry of Home Affairs (MOHA) 
and the Ministry of Education and Sport (MOES). The survey is a nationally representative 
survey of 2,616 currently employed civil servants working at the central, province, and 
district levels in all 17 provinces. After several delays related to procurement, last-minute 
revisions to the questionnaire by MOHA and MOES, and extra time needed to obtain 
authorization for the survey down to the district level, the data were collected during the 
period June 15-August 15, 2014. The LCSSMS data were analyzed by the TA team, and 
draft survey report was prepared and completed in October 2014 (Annex 14). 
 
28. The 2014 LCSSMS indicates that women are still under-represented and relatively 
disadvantaged in the Lao PDR civil service. They are under-represented at all administrative 
levels, but particularly at the province level, where they account for only 36% of civil 
servants. However, the LCSSMS data suggest that the Government has made efforts in 
recent years to increase women’s representation in the civil service at the central and district 
levels. With the exception of general educational qualifications, women are also 
disadvantaged in most respects. For example, women’s post-general educational levels are 
lower than men’s (although the differences are smaller at the central level). Male civil 
servants are more likely to have studied in another country, to be currently attending a 
formal education program, to have attended on-the-job training and to have participated in 
seminars or workshops during the past 12 months. Female civil servants (both managers 
and technical staff) rated their own skill levels lower than males did in every area (i.e., 15 
areas for technical staff and 17 areas for managers). Female managers are also less likely 
to have received training in 15 of the 17 areas, while female technical staff were less likely to 
have received training in all 15 areas. Females also use all “technical skills” (i.e., skills 
specific to their jobs) less frequently in their work than males. The only skill that female civil 
servants report using more frequently than males is “use of a sewing machine outside of 
work.” Female civil servants are also less likely to be Party members or to have received an 
award for good performance. Lastly, and perhaps most importantly, the LCSSMS data 
indicate that female civil servants are also much less likely to be managers than male civil 
servants. 
 
29. The 2014 LCSSMS data also indicate that district-level civil servants are relatively 
disadvantaged compared to province-level or central-level civil servants. For example, 96% 
of civil servants at the central level and 93% at the province level have completed upper 
secondary education, versus only 78% at the district level. Only 2% of district-level civil 
servants have studied in another country, compared to 20% and 10% respectively of central-
level and province-level civil servants. All aspects of the physical work environment were 
rated poorest at the district level. Although most Lao civil servants speak the Lao language 
at home (93% overall and 99% at the central level), only 84% of district-level staff speak Lao 
at home. Data on durable good ownership also indicate that district-level staff are relatively 
disadvantaged compared to central and province-level staff. The only durable good most 
frequently owned by district-level civil servants are two or four-wheel tractors. However, the 
LCSSMS data indicate that district-level civil servants receive higher monthly net payments 
at all levels (including benefits and allowances) than other civil servants and are more likely 
to be Party members and to have received an award than other civil servants. 
 
30. Other findings of interest from the 2014 LCSSMS include that the parents of relatively 
high percentages of civil servants were also government workers and that this percentage 
has been increasing over time. For example, the fathers of 62% of civil servants under age 
25 at the central level were previously government workers versus only 26% of central-level 
civil servants aged 51 and above. When asked about the length of the longest document 
they normally read in their work, more than half (53%) responded 1-5 pages. When asked 
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about their current plans to continue working for the Government, more than 99% of civil 
servants indicated that they would like to continue working for the Government until 
retirement. 
 

2.	Regional	labor	markets	study	
 
31. As previously discussed, the regional labor market study combines two of the four 
studies that were expected to be supported by the TA, i.e., the expanded skills demand and 
supply forecasting study and the internal migration study. According to the TA Report, the 
expanded skills demand and supply study was needed to provide a “more systematic and 
reliable methodology to forecast demand and skills,” while a “within-country migration study” 
was needed to complement the international migration study that was expected to be (but 
turned out not to be) supported by the World Bank. The labor market projection model 
developed as one of the World Bank studies projected the supply and demand for labor at a 
national level by level of completed schooling (Annex 3). One possibility was to extend the 
model by projecting labor demand and supply also by occupation. However, the detailed and 
reliable data needed for such an exercise in manpower planning are not currently available 
in Lao PDR.6  
 
32. The regional labor markets study (Annex 15) focuses on the flows of skilled and 
unskilled labor between Lao PDR and Thailand. It includes three distinct parts. The first part 
reviews the existing labor market data for both countries, including in particular the currently 
available data on the employment of foreign skilled labor. The second part describes the 
findings of employer surveys that were conducted in both countries as part of the study, with 
a focus on the role of foreign skilled labor and foreign-trained domestic labor. The third part 
presents projections of labor supply and demand by skill level, including the projected flows 
of migrant labor between the two countries. 
 
33. The first part of the study assembles and reviews data on the labor force and 
employment in both countries. Related laws and regulations on the employment of foreign 
labor and current labor market challenges are also briefly reviewed. The demographic data 
for Lao PDR indicate that it still has a rapidly growing labor force (unlike Thailand), although 
labor force participation rates have decreased sharply in recent years among the age group 
15-24 due to large increases in school enrollment. The labor force data for Lao PDR show 
that agriculture still accounts for two-thirds of all main jobs reported.  
 
34. The most reliable data on foreign skilled workers in Lao PDR are obtained from the 
2006 and 2012 Economic Censuses, which however do not include self-employed workers 
working at home (e.g., most farmers). According to this source, there were 26,725 foreign 
workers in 2012 (including temporary workers), up from 13,578 in 2006. More than half of 
the foreign workers are working in only three sectors: wholesale and retail trade (not 
including hotels and restaurants), manufacturing and construction. Altogether, foreign 
workers accounted for 3.93% (3.35%) of all (permanent) workers enumerated in the 2006 
Economic Census and 6.50% (6.08%) of all (permanent) workers enumerated in the 2012 
Economic Census. The largest number of foreign skilled workers have traditionally come 
from Thailand. However, the numbers of Vietnamese and Chinese workers are believed to 
have increased rapidly in recent years.  
 

                                                 
6 World Bank, “Concept Note for untitled Lao PDR Development Report 2013.” Bangkok (revised June 
1, 2012) (Annex 3). It is also questionable whether it would be cost-effective for a small country like 
Lao PDR, with very limited non-agricultural employment, to conduct such a study. A more cost-
effective approach might be to develop a system (in collaboration with the Chamber of Commerce) to 
poll key employers on a regular basis to determine their projected needs for skilled labor. 
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35. Thailand also has large numbers of foreign skilled workers (more than 83,772 in 
2012), but the number has been fairly stable in recent years. Most foreign skilled workers are 
working in the manufacturing, education, wholesale and retail trade, and hotel and restaurant 
sectors and most are working as managers, professionals and technicians. 
 
36. For Lao PDR, data on the overseas training of nationals were also assembled and 
analyzed in the study. There are two main sources of information on foreign training: the 
Ministry of Education and Sport (Department of Student Affairs) and estimates prepared by 
UNESCO. Although the total numbers of overseas students are broadly similar between the 
two data sources, information on the countries in which they are studying differs markedly.  
 
37. The second part of the study is based on employer surveys conducted in both Lao 
PDR and Thailand that focused on the roles of foreign skilled labor and foreign-trained 
domestic labor in the surveyed enterprises, including the relative wages paid to foreign and 
foreign-trained skilled labor as compared to domestically-trained skilled labor; and the extent 
to which domestic labor can substitute for foreign labor. 
 
38. The employer survey in Lao PDR surveyed firms employing foreign-skilled labor in 
various positions, ranging from the top-level, e.g., executive chefs and managing directors, 
to mid-level management and technical positions, e.g., engineers, supervisors, and assistant 
managers. The main reason why the surveyed firms hire foreign workers is because the 
supply of similarly qualified domestic workers is very limited.  
 
39. For 100% foreign-owned firms and affiliates of foreign firms, it is common for the 
headquarters to send their current staff or staff in affiliates based in other countries to work 
in their affiliated firms in Lao PDR to fill high-level management and technical positions. 
However, the need for foreign labor in Lao PDR is not restricted to high-skilled jobs. Since 
domestic vocational education is of poor quality, there is a substantial need for foreigners to 
fill semi-skilled jobs such as technicians. Given the current quality of formal and vocational 
education and lack of personnel and resources in the education sector, employers indicated 
their belief that it will take many years before the education system in Lao PDR can produce 
graduates that can substitute for foreign skilled workers. Since foreign skilled workers 
receive more compensation than their local counterparts, the main obstacle to employing 
more foreign skilled workers is their relatively high cost. Generally, only large firms in Lao 
PDR can afford to hire foreign workers. In addition to their high cost, another important 
obstacle is the cost and time required to obtain the necessary work permit, which employers 
feel are needlessly high. 
 
40. The employer survey in Thailand found that high-skilled foreign workers are usually 
employed in high-level management positions or technical expert positions. Some workers 
are sent by company headquarters to supervise the operation of the factories or offices in 
Thailand. This type of worker comes to Thailand in order to ensure that the management 
and production qualities meet the standards set by headquarters. Since the affiliates in 
Thailand have no control over the employment of the foreign employees and the parent 
company still feels the need to send its own people to the affiliates, it is unlikely in these 
cases that Thai personnel can substitute for this type of foreign personnel. There are also 
high-skilled foreign personnel hired directly by Thai firms (both domestic firms and foreign 
affiliates) in response to their own needs. This mainly occurs when they face difficulties in 
finding Thai workers with the required qualifications.  
 
41. A regional labor market model was developed as the third part of the study. The 
model consists of two modules: (i) a labor supply module for projecting the future supply of 
labor by skill level, and (ii) an economic module to project employment and migration. The 
labor supply module used three alternative definitions of highly skilled labor. The first 
definition is the broadest and includes all labor who have had one or more years of post-
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secondary education (i.e., vocational/technical or higher education). The second definition 
limits the first group to those who report that they are working in either a managerial or 
professional occupation. The third definition, which is the narrowest, is limited to those in the 
second group with one or more years of higher education (i.e., excludes those with 
vocational/technical training). Projections of the future supply of skilled labor using these 
three alternative definitions indicate that the percentage of highly skilled labor in Lao PDR 
would be 24.0 percent, 11.5 percent and 5.97 percent of the total labor supply respectively in  
2025. However, it is felt that the broadest definition of highly skilled labor is too generous, 
given the current uneven quality of post-secondary education in Lao PDR. The projections 
using the two more restricted definitions are considered to be more realistic measures of the 
quantity of highly skilled labor. The estimates suggest, therefore, that the proportion of the 
highly skilled workforce in Lao PDR is more likely to be between 6-12 percent in 2025. 
 
42. The labor supply module is linked to the economic module through a regional 
computable general equilibrium (CGE) model to project the demand for skilled and unskilled 
labor in the two countries. In developing such a regional economic model, the study fills the 
gap in the projection model developed by the World Bank for the 2014 Lao Development 
Report by adding a foreign labor module to (i) project the migration of domestic unskilled 
labor from Lao PDR to Thailand which responds to differences in the projected wages of 
unskilled labor between the two countries, and to (ii) project the supply and demand for 
foreign skilled labor in Lao PDR, again in response to skilled wage differentials between 
Thailand and Lao PDR.  The model also disaggregates the economy into sectors, and 
incorporates the role of skilled workers in enhancing overall labor productivity. 
 
43. The simulation results for Lao PDR indicate that the extraction sector (mainly 
mining), the services sector and the utility sector will experience the most rapid growth in the 
demand for highly skilled labor (using the most restrictive definition) between 2013 and 
2025. As compared to the employment of highly-skilled labor in 2013, the 2025 employment 
of highly skilled labor in the extraction sector is projected to increase by 60%, and by 40% 
and 20% respectively in the services and utility sectors. In these three sectors, the 
projections indicate that that the domestic supply of highly skilled workers will not be 
sufficient to serve their future needs. Consequently, significant numbers of migrant workers 
will need to be imported to fill the gap. The demand for foreign highly skilled workers is 
projected to double overall during the period 2013-2025, remaining essentially unchanged in 
the manufacturing sector. 
 
44. The projections also indicate that the supply of unskilled labor in Lao PDR will 
continue to exceed the demand for unskilled labor, with the result that growing numbers of 
Lao unskilled workers are projected to migrate to Thailand and increasingly to other ASEAN 
countries. The number of Lao low-skilled workers working in Thailand is projected to 
increase between 2013 and 2025 by 40% in agriculture, by 70% in manufacturing and by 
80% in the services sector.  

C. Revised	HRD	strategic	framework	
 
45. The TA’s work on the preparation and dissemination of a revised HRD strategic 
framework included: (i) a review of the implementation to date of the current HRD Strategy 
2000 (Appendix 2); and (ii) preparation of a draft strategic framework for the revised HRD 
strategy (Appendix 5). 
 

1.	Review	of	the	current	strategy	
 
46. The current HRD Strategy 2000 covers six sectors (i.e., political/ideological 
development, civil service, education and training, health, labor and social welfare, and 
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information and culture) and focuses mainly on the achievement of traditional quantitative 
targets (e.g., enrollment rates, numbers of graduates) and largely neglects the equally 
important dimensions of quality (e.g., learning outcomes and the creation of needed skills) 
and inequality (e.g., sharp disparities in most HRD outcomes by gender, location, ethnicity 
and socio-economic status). Although some initial monitoring of the current Strategy’s 
implementation was done, no systematic assessment of the current Strategy’s 
implementation was done after 2008. Because more than ten years had passed since the 
current national HRD Strategy 2000 was adopted, some of the issues it addressed were no 
longer relevant, while new issues had arisen (for example, regional cooperation, sharply 
increased labor migration to Thailand, and acute shortages of skilled labor).  
 
47. The TA team prepared a thorough review of the implementation of the current HRD 
Strategy 2000, including updating the data in the Strategy’s monitoring framework to 
incorporate the most recently available data (Appendix 2). Preliminary findings were 
presented at the August 14-15 Inception Workshop (Annex 5), while a more detailed review 
of the current Strategy was presented at the December 23-25 Workshop on the Strategic 
Framework (Annex 9). 
 
48. The TA’s review of the current HRD Strategy 2000 concludes that it contains a 
perceptive situation analysis and many interesting and useful ideas. The review also finds 
that most of the targets are on track to be achieved by 2020, despite chronic under-funding 
of HRD during the Strategy’s initial decade. However, the review also finds (i) that the 
current Strategy lacks a strategic framework (there are too many objectives in each sector 
without any clear identification of priorities or sequencing and a general neglect of cross-
sectoral objectives); (ii) that the situation analysis fails to identify the many constraints to 
HRD in Lao PDR (including but not limited to funding); (iii) that it frequently confuses 
objectives and policies; (iv) that it omits some important HRD issues (e.g., nutrition); (v) that 
the Strategy does not include an action plan, and (vi) that the indicators in its monitoring 
framework do not accurately reflect the content of the Strategy and are in some cases 
unclear. The TA’s Review concludes that a substantially revised HRD Strategy is needed.  
 

2.	Revised	HRD	strategic	framework	
 
49. The TA Team developed an initial draft HRD Strategic Framework (SF), including a 
narrative, in advance of the December 23-25 Workshop in Thalat (Vientiane Province) on the 
Strategic Framework (Annex 9). The initial draft HRD SF was presented and discussed 
during the Workshop and was subsequently revised to include a regional cross-cutting 
theme. The final draft prepared by the TA (Appendix 5) includes six strategic objectives, 
each containing 2-3 strategic thrusts, and four cross-cutting themes. The key feature of the 
draft HRD SF is that it focuses on HRD issues that require multi-sectoral solutions, leaving 
purely sectoral issues to the many existing sector and sub-sector strategies and master 
plans that have been developed in recent years. The latter are explicitly incorporated into the 
revised HRD SF. In this way, the revised HRD SF is designed to add value to the large 
existing stock of sector-specific strategies and master plans.  
 
50. The proposed HRD strategic objectives (SOs) and strategic thrusts (STs) are as 
follows: 
 

SO-1: Reduce and eventually eliminate disparities in HRD outcomes 
ST-1.1: Identify and invest in gifted children from disadvantaged population 
groups at an early age 
ST-1.2: Educate poor rural children to become effective parents 
ST-1.3: Strengthen the demand for HRD investments among disadvantaged 
groups 

SO-2: Support HRD through multi-sectoral investments in education and training 
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ST-2.1: Get poor rural children off to the right start through effective early 
childhood education 
ST-2.2: Build the job-relevant skills that employers want in higher education 

SO-3: Increase labor productivity 
ST-3.1: Improve the performance of labor markets 
ST-3.2: Develop evidence-based migration policies 

SO-4: Support HRD through multi-sectoral investments in health and nutrition 
ST-4.1: Reduce the high prevalence of short height for age (stunting) among 
children under 5 
ST-4.2: Prevent non-communicable diseases 

SO-5: Preserve and enhance traditional culture, promote tourism and foster the 
development of sport 

ST-5.1: Develop cultural heritage sites to promote tourism 
ST-5.2: Improve the capacity of the mass media (especially TV) to support HRD 
ST-5.3: Develop broad-based participation in sport 

SO-6: Protect the population from catastrophic risks 
ST-6.1: Strengthen disaster prevention and mitigation 
ST-6.2: Protect the population from the risk of catastrophic health care costs 

 
51. The proposed four cross-cutting themes (CCTs) are: 
 

CCT-1: Political leadership 
CCT-2: Civil service 
CCT-3: Gender 
CCT-4: Regional cooperation 

 
52. The HRD Strategic Framework (SF) presented above was agreed to informally in the 
HRDNC’s second meeting (June 2014), which mandated the HRD Secretariat to develop a 
draft HRD Action Plan based on it for review at its next meeting scheduled for December 
2014). The same HRD SF was again agreed to informally in the HRDNC’s third meeting 
(December 2014), where it was recognized that the draft HRD Action Plan was still a work in 
progress. Lastly, the draft HRD SF and Action Plan was endorsed by the HRDNC in its 
fourth meeting (November 2015), but with the proviso that it be put into the same format as 
the current HRD Strategy 2000. 

D. HRD	action	plan	
 
53. Work on the HRD Action Plan 2016-2020 was delayed mainly because work on the 
8th NSEDP was delayed, which meant that most sectors and development partners did not 
have a clear plan of their activities during this period until well into 2015. The HRD Action 
Plan that was prepared with the assistance of the TA Team (Appendix 6) was based on the 
(i) draft 8th NSEDP, (ii) sector plans that were prepared as input into the 8th NSEDP, and (iii) 
inputs provided by some development partners (including ADB).  

V.	Conclusions	
 
54. The TA was moderately successful in achieving its objectives. The TA team was able 
to complete the work under its control, in particular, preparation of a revised HRD Strategy 
for the period 2016-2025 and an HRD Action Plan for the period 2016-2020 that met the 
approval of the inter-ministerial groups that were created to develop and implement a 
revised HRD Strategy. The formal approval of the revised HRD Strategy and Action Plan is 
scheduled for the Government’s Cabinet Meeting at the end of January 2016. 
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55. Apart from the development of the draft HRD Strategic Framework, which was 
completed in December and reviewed by an inter-ministerial group of experts at the Thalat 
workshop in December 23-25, most TA activities were completed with considerable delay, 
necessitating two six-month extensions of the TA from its original end date of December 31, 
2014 to its final end date of December 31, 2015. The reasons for the delays included: (i) 
delays in establishing the inter-ministerial institutional framework to support HRD, (ii) delays 
in establishing and staffing an HRD secretariat within the MoES Department of Planning, (iii) 
delays in ADB’s procurement process in relation to the two studies, (iv) delays in adapting 
the STEP household survey questionnaire to meet the needs of the civil servant survey and 
in obtaining Government permission for the data collection at central, provincial and district 
levels, (v) delays in initiating and completing the work on the 8th NSEDP.  
 
 



Appendix 1. Mapping of the Human Resource Development Programs, 
Studies and Surveys 
 

HRD Programs 
 
 
Program HRD activities 
Government of Lao PDR  

Ministry of Education and Sport Pre-school, general education, higher education, vocational 
and technical education, informal education. Chairs the 
National Human Resource Development Commission and 
the National Training Council.   

Ministry of Finance Financing recurrent expenditure in all sectors 
Ministry of Labor and Social 
Welfare 

Vocational education, employment services, labor market 
data, disaster prevention and relief* 

Ministry of Health Preventive healthcare, curative healthcare, control of 
communicable diseases, nutrition, health insurance 

Ministry of Home Affairs Policies affecting civil servants
Ministry of Information, Culture 
and Tourism 

Information, communications, culture and tourism 

Ministry of Planning and 
Investment 

Planning investment in all HRD sectors 

Lao Women’s Union Women’s affairs, gender mainstreaming  
Lao People’s Democratic Party Political affairs, political education 

Private Sector  
Chamber of Commerce Labor markets
Private colleges Higher education, technical and vocational education 

International/regional organizations  
ASEAN Education, health, labor standards, culture
Asian Development Bank Education, health, tourism
Greater Mekong Sub-region Human resource development (education, health, labor, 

social affairs), tourism 
ILO Labor policies and regulation, labor standards, labor 

statistics, health insurance 
International Organization of 
Migration 

Labor migration 

SEAMEO Higher education
UNESCO Education (all levels)
UNICEF Basic education, nutrition
WHO Communicable disease control, prevention of non-

communicable diseases, health insurance 
World Bank Education, health, nutrition, civil service, labor markets 

Bilateral Partners  
Australia Basic education, scholarships for higher education, human 

resource development (Lao-Australia Institute) 
France Higher education
Germany Technical and vocational education 
Japan Higher education, health
Korea Technical and vocational education 



Program HRD activities 
People’s Republic of China Higher education 
Sweden Higher education 
Switzerland Technical and vocational education, disaster prevention and 

relief 
Thailand Higher education, technical and vocational education 
USA Health, nutrition 
Vietnam Higher education, technical and vocational education, health 

* function subsequently transferred to the Ministry of Natural Resources and Environment 
 
 

HRD Studies and National Strategies 
 

2007 World Bank study on Teaching in Lao PDR
1
 

 
This report provides a comprehensive review of teaching in Lao PDR at the primary level. It presents a 
profile of Lao teachers, including their limited educational and pre-service training qualifications, their low 
salaries and poor working conditions, and their uneven geographical placement. It stresses the problems 
of a teacher shortage in disadvantaged areas and the apparent inefficient use of public subsidies for 
teacher training and warns of the squeeze on non-salary expenditure in the education budget. It also 
discusses teachers’ working conditions, noting that most primary schools offer less than the full five years 
of primary education and that close to 26% of classes are taught in a multi-grade setting. The report 
concludes that comprehensive teacher reform is required before the country will be able to recruit the 
teachers it needs to improve student learning and reduce disparities in service provision across regions 
and population groups and recommends several policies, including: (i) local area recruitment of teachers, 
(ii) higher salaries linked to performance, (iii) skills upgrading, and (iv) quality assurance. 
 

2007 National Education System Reform Strategy (NESRS) 2006‐2015
2
 

 
The NESRS 2006-2015 was developed to delineate the overall goals for the education sector, to 
establish its directions and strategies and to provide a plan for its implementation during the period 2006-
2015. The NESRS was developed in response to the national policy objective of graduating from the 
ranks of the least-developed countries by 2020, which was adopted by the Eighth Party Congress in 
2008, and to advance the view that education should be main focus for human resource development 
during the period 2006 to 2010. 
 
2007 Strategic Plan for the Development of Technical and Vocational Education and Training from 2006 to 

2020
3
 

 
This Strategic Plan was developed to replace a strategy that had been developed in 1997 and that was 
no longer considered suitable for the current situation. The objective of the revised Strategy is to support 
“gradual, sustainable and systematic development” of TVET taking “the needs of the labour market into 
consideration.” It adopts the principle of lifelong learning and recommends the use of different 
approaches to providing TVET, including “integrated vocational education and training, cooperative 
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training, offering of special courses, short-term courses, e-learning, open learning, distance learning, etc.” 
The revised Strategy is also consistent with the 2009 Education Sector Development Framework (EDSF) 
focus on (i) equitable access, (ii) improved quality and (iii) improved administration and management. The 
Strategy was formally approved by the Prime Minister on May 3, 2007, with responsibility for 
implementation assigned to the Ministry of Education. 
 

2008 Master Plan for the Development of TVET from 2008 until 2015
4
 

  
This Master Plan was developed to implement the 2007 TVET Strategy. It describes in detail seven 
projects of the TVET Strategy: (i) the construction, upgrading and expansion of the TVET institutions, (ii) 
the expansion of the TVET offer and approaches, (iii) the qualifications, training and professional 
development of TVET teachers and other staff, (iv) the quality assurance of TVET, (v) the development of 
TVET information resources, (vi) the improvement of the organizational structure of the TVET sector, (vii) 
the formulation of policy and tools at the macro-level for the development of TVET. 
 

2009 4th National Human Development Report
5
 

 
This report assesses the employment and livelihoods of primarily the non-affluent sectors of society in 
Lao PDR with a view to strengthening existing policies and proposing new ones to create more 
employment opportunities, and integrating the maximum number of workers into mainstream employment 
activities. In addition to analyzing the overall employment situation and its relationship with economic 
growth, the report focuses on three groups: (1) people and workers in rural village areas; (2) those 
working in the urban informal sector who are unprotected by the law; and (3) Lao migrants to Thailand. 
The report provides a good introduction to human resource development issues in Lao PDR, and most of 
its findings are still relevant. Among other recommendations, the report calls for a complete overhaul of 
the technical and vocational education (TVET) system. In addition to the standard data sources (e.g., 
LECS, population and economic censuses), the report is based on a primary survey of 2,043 rural 
households in six provinces and 800 low-income workers in four cities, qualitative interviews with migrants 
in six villages of three provinces, and studies in seven technical and vocational schools. 
 

2009 Education Sector Development Framework 2009‐2015
6
 

 
This report provides a sector-wide framework for the education sector that covers planning and 
investment across the full education sector, providing a single plan for the whole education sector. It was 
endorsed by the Ministry of Education and development partners as the action plan for implementing the 
National Education Reform Strategy 2006-2015. It focuses on access, equity, quality and effective 
management, including measures such as targeting the poorest 47 districts, a robust scholarship system, 
and providing funds to schools by means of block grants. 
 

2009 GIZ Enterprise Survey
7
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This survey of enterprises was a follow-up to earlier and similar surveys in 2005 and 2007. The samples 
were drawn from the tax register, which in 2009 included 84,023 enterprises in Lao PDR. The 728 
interviews were conducted in three districts of five provinces in June/July 2009. The most frequently 
reported constraint was “lack of capital,” followed by “lack of management skills” and “lack of skilled 
labor.” 
 

2009 National Nutrition Strategy
8
 

 
This document is intended to provide the strategic guidelines for all stakeholders in the field of nutrition 
and food policy in Lao PDR and to form the basis for the National Plan of Action on Nutrition (which was 
developed in the following year). According to the document, “effective and efficient implementation of the 
strategy requires rigorous cross-sectoral coordination, cooperation, communication, collaboration and 
partnership (including non-governmental organizations, civil society, private sector and the donors) at all 
levels.” 
 

2010 World Bank Review of Civil Servants Compensation
9
 

 
This report provides a comprehensive picture of the Lao civil service pay and compensation system as it 
existed in 2008/09. The report describes the characteristics of the Lao civil service, including its size, 
composition, pay and recent evolution. It also describes the complex system by which civil servants are 
compensated and attempts to answer the question as to whether or not they are adequately 
compensated compared to private sector workers with similar qualifications performing similar jobs (it 
concludes that they are, when non-regular compensation and non-monetary benefits are considered). 
The report warns of the rapidly increasing fiscal burden of civil service salaries, which at the time 
absorbed 28.5% of total government expenditure in 2008/09, up from 16.7% in 2000/01. The report also 
describes civil servants’ attitudes toward their jobs and compensation levels, and outlines some 
recommendations for civil service reform. 
 

2010 ADB Labor Market Assessment
10
 

 
This report was prepared in connection with a technical assistance project for the preparation of a major 
loan project to support Technical and Vocational Education in Lao PDR. The study was conducted in 
early 2010 and involved collecting primary data from employers on skill shortages and unmet or 
inadequately met labor needs. The study also investigated the major factors that at the time influenced 
the labor market in Lao PDR, including; (i) the role of infrastructure, (ii) cross-border flows of labor, and 
(iii) the impact of the 2008 financial crisis. The employer survey conducted under the study included 136 
large economic units (more than 100 employees), 297 medium economic units (10-100 employees), and 
384 small economic units (<10 employees) in 8 provinces and in multiple economic sectors. In addition to 
the survey, direct meetings and interviews were carried out with trade associations and large economic 
units representing the key sectors. The assessment’s findings include: (i) that many employers foresaw a 
major need for many more skilled workers in the future and believed that they would need to recruit 
foreign skilled workers in several sectors (e.g., construction, tourism, furniture manufacturing), (ii) that 
many young Lao new workers face problems in adapting to the rules and expectations of the workplace, 
increasing the preference of many employers for foreign skilled workers, (iii) that there is no career 
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guidance or counseling system in place to provide labor market information to youth and adults, and (iv) 
that most jobs are filled through indirect recruiting processes (e.g., only 4% of employers reported that 
they recruit directly from TVET institutes despite the fact that 42% of them in fact employ workers from 
TVET institutions). Employers and trade associations tend to have a negative image of TVET. It was 
repeatedly stressed that TVET graduates at all levels need to be retrained by the economic units. 
However, many employers and trade associations expressed strong interest in being involved in TVET 
curriculum development. 
 

2011 GIZ National Tracer Study of TVET Graduates
11
 

 
This report describes a 2010/11 national tracer survey of TVET graduates during the years 2007-2009, 
following up a 2006/07 baseline survey of TVET graduates during the period 2003-2005. The survey 
found that 53% of the 1,755 surveyed TVET graduates were employed at the time of the survey, with an 
additional 15% employed and continuing their education, 17% continuing their studies and 15% 
unemployed. 86% of surveyed TVET graduates reported that they were employed in the occupations in 
which they were trained (up from 76% in the earlier survey). A majority of the respondents reported that 
they were earning a monthly salary of between 500,000-1,000,000 Kip (with 24% earning more than 1 
million Kip), compared to between 300,000 and 500,000 Kip in the earlier survey. The survey also found 
that “quota” students (i.e., scholarship students) reported substantially lower earnings than non-quota and 
paying students, that most students reported that they were satisfied with their training, and that most 
TVET graduates were working in the public sector. 
 

2011 Education Sector Development Plan 2011‐2015
12
 

 
The Education Sector Development Plan (ESDP) articulates the Ministry of Education’s plans for the 
development of the education sector in the context of the National Education System Reform Strategy 
(NESRS) and the Education Sector Development Framework (ESDF). It gives priority to the development 
of basic education in the 56 most educationally disadvantaged districts and to expanding the system of 
primary and secondary education from 11 to 12 years. The ESDP has three pillars: (i) expand equitable 
access, (ii) improve quality and relevance, and (iii) strengthen planning and management. 
 

MoES National Strategy and Plan of Action on Inclusive Education 2011‐2015
13
 

 
This document provides a strategy and action plan designed to reduce and eventually eliminate 
disparities in access to education of disadvantaged groups, especially girls and women, ethnic groups, 
people with disabilities and people in socio-economic difficulty. It highlights the importance of developing 
and implementing innovative approaches to providing quality education to disadvantaged groups, and 
sets targets to be achieved by 2015, including equal access to education by females, that at least 12% of 
schools and educational institutions in each province, at all levels and fields, are equipped with necessary 
resources to provide quality education to learners with different learning needs, and that at least 30% of 
children with mild disabilities are enrolled in grades 1-9. 
 

                                                 
11

 GIZ. 2011. “Technical Report: National Tracer Study on TVET graduates 2010/11.” Lao-German 
HRDME Program. Vientiane, LAO PDR (October). 
12

 Ministry of Education. 2011. “Education Sector Development Plan (ESDP): 2011-2015.” Vientiane, Lao 
PDR (July). 
13

 Ministry of Education and Sports. 2011. “National Strategy and Plan of Action on Inclusive Education 
2011-2015.” Vientiane, Lao PDR. 



2011 World Bank Investment Climate Assessment
14
 

 
This report is based on a national enterprise survey that was conducted in late 2009. The 
survey was designed to identify the nature of the constraints faced at the time by non-resource 
sectors in Lao PDR. The report’s findings include that: (i) labor productivity is lower in Lao PDR 
than in neighboring countries and lower than in countries with a similar level of income, (ii) unit 
labor costs are higher in Lao PDR than in Thailand or China, (iii) exporting firms have lower 
labor productivity than non-exporting firms, and that (iv) foreign-owned firms are more 
productive than domestic firms. Taxation, access to finance, and inadequate skills are identified 
as the key growth constraints by most firms. The report recommends that policies in Lao PDR 
should focus on creating a positive enabling environment to support the development of the 
non-resource sectors. 
 

2012 World Bank Report on the Garment Sector
15
 

 
This report describes labor practices in the Lao garments export sector as perceived by both 
management and labor. It is based on an analysis of primary data collected through a representative 
survey of firm managers; focus group discussions among current and former workers, and key informant 
interviews. Although the industry is modest in size by international standards (comprised of approximately 
100 firms with about 100,000 workers), it is the largest source of formal sector manufacturing employment 
in Lao PDR. Workers complain of very difficult working conditions, inducing many of them to leave their 
employment. Firms identify labor supply as their most significant constraint, with monthly attrition rates of 
about 3.5% among large and medium-sized firms and over 6% among smaller firms. Consequently, the 
sector operates at levels below full capital utilization. 
 

2012 UNESCO Review of the TVET System
16
 

 
This report provides a comprehensive review of the technical and vocational education and training 
(TVET) system. The report notes that the Government has placed increased priority on TVET in recent 
years, as evidenced by the production of several policy documents, a marked rise in budget allocation 
and strong support from external donors. Recent achievements include reform of the TVET system 
(including rehabilitation of the 9+3 TVET programs), adoption of competency-based curricula, 
implementation of a Quality Assurance (QA) system, and the vocationalization of general secondary 
education. However, the report also identifies several important remaining challenges, including the low 
skills base of the work force (due in part to the low quality of education and high dropout rates at the level 
of basic education), migration of skilled workers to neighboring countries, and a lack of training 
opportunities provided to workers by small, non-export oriented and domestically owned firms. The report 
calls for system-wide education reforms to address these challenges as well as recommending the 
following twelve TVET sector reforms: (i) reform the TVET policy coordination system (both horizontally 
and vertically), (ii) strengthen strategic alignment of TVET and industrial strategy and policies, (iii) 
enhance labor and skills needs information systems, (iv) establish information, advice and guidance (IAG) 
and employment services, (v) enhance the engagement of employers, (vi) accelerate development of a 
National Qualifications Framework, (vii) enhance the role of private TVET providers, (viii) diversity the 
supply of TVET, (ix) enhance efforts to secure qualified TVET teachers, (x) strengthen institutional 
arrangements for effective implementation of TVET QA systems, (xi) establish a sustainable and output-
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based financing system, and (xii) conduct further policy dialogue about effective expansion of vocational 
education at secondary level.  
 

2012 World Bank Early Grade Reading Assessment
17
 

 
This report summarizes the results of the Lao language Early Grade Reading Assessment (EGRA) 
carried out in October 2012. The analysis of student data includes descriptive statistics (means and 
standard deviations) to measure average levels in basic reading skills and logit models used to determine 
which student and teacher-specific factors are significantly related to the acquisition of basic reading 
skills. The EGRA showed that over 30% of 2nd graders could not read a single word, and that among 
those who could read, 57% did not understand what they had just read. 
 

2012 World Bank report on Maternal Health, Child Health & Nutrition
18
 

 
This report is based on a household survey conducted in six central and southern provinces, which 
included both facility and village-level data as well as household data. The results of the survey confirmed 
findings from the national 2011/12 LSIS indicating low MCH coverage and poor nutritional status. The 
study found that in addition to physical and financial barriers, lack of knowledge and awareness of the 
benefits of contacts with the formal health system is widespread. At the facility level, the study found that 
many essential supplies were missing in most health centers. The study recommended a combination of 
demand-side and supply-side interventions to increase the utilization of key MCH services. The study 
also found that health shocks are among the most common (and most expensive) shocks facing rural 
residents. The study reported successful pilots of free obstetric deliveries in two districts. However, the 
report cautions that such a policy could exacerbate existing health inequalities if relatively wealthier 
families disproportionately utilize the free services. Echoing the 2009 National Nutrition Strategy, the 
study concludes that improvements in nutritional outcomes will require a high-level emergency multi-
sectoral response. 
 

2013 Progress Report on the Millennium Development Goals
19
 

 
This report cites several areas in which Lao PDR has made substantial progress and is on track to 
achieve the MDG goals by 2015. However, the report also identifies several MDGs that are currently off-
track (e.g., maternal mortality, infant mortality, child malnutrition), analyzes the causes and proposes 
solutions. The report also draws attention to stark inequities in many of the MDG that still need to be 
addressed. 
 
2014 Health Sector Reform Framework to 2025 
 
This document is the guiding document for implementing the Health Sector Reform (HSR) Strategy, a 
sector-wide, systematic approach to achieve, affordable, reliable and accessible health services for all. 
According to this document, the overall goals of HSR are (i) to reach the Millennium Development Goals 
by 2015, and (ii) to reach Universal Health Coverage by 2025. It identifies five priority areas: (i) human 
resources for health, (ii) health financing, (iii) government, organization and management, (iv) health 
service delivery, and (v) health information system. 
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2013 World Bank report on Skills for Quality Jobs
20
 

 
This report aims to provide: (i) critical information to the Government about existing skills gaps in Lao 
PDR, (ii) evidence of the current skills situation in the country to the Government and steering committee 
that will revise the Human Resource Development Strategy 2000-2020 (and link it to the 8th NSEDP), and 
(iii) provides a baseline of skills indicators against which to measure progress going forward to the 
Government, World Bank and other development partners. Primary sources used to inform the analysis 
include: the Skills Toward Employment and Productivity (STEP) household survey (which includes a basic 
literacy assessment developed by the Educational Testing Services in the US), the STEP employer 
survey (the 2012 WB Enterprise Survey augmented to include some additional questions), a survey of 29 
educational institutions in Lao PDR (mostly TVET), and a tracer survey of recent graduates. Secondary 
sources included the 2010 Labor Force Survey and the LECS III and LECS IV surveys. 

2014 Health Financing Strategy 2014‐2025
21
 

 
This document provides a strategic vision and implementation framework for developing health financing 
in Lao PDR. The overall objective of the strategy is to achieve “universal coverage” by 2025 by reducing 
out-of-pocket spending on health care, thereby increasing access to essential health services for all Lao 
people without having to incur catastrophic expenses. According to the strategy the first step is to develop 
and implement an operational plan to merge all existing social health protection schemes by 2015. This 
will be followed by expanded access to free MCH services and eventually, to a comprehensive package 
of primary health care. 
 

World Bank Lao Development Report 2014
22
 

 
This report argues that the perceived “skills problem” in Lao PDR stems not only from problems with 
education and skills but also from the country’s slow structural transformation and that, therefore, it would 
be a mistake to look only to the education sector and more training as a solution because doing so does 
not address the fundamental problems constraining economic growth, employment creation, and poverty 
reduction. Creating an environment conducive for farm and non-farm businesses to make investments 
and grow remains an essential first step for skills development. Moreover, the report argues, insofar as 
improved skills are needed, scarce public resources would be better spent addressing serious gaps in 
basic literacy. The report’s recommendations may well be sound, but the analysis fails to discern the 
important roles that the migration of an estimated 300,000 workers to Thailand and the development of 
secondary non-agricultural activities in rural areas play in the functioning of the Lao labor market. For 
example, the 2010/11 Agricultural Census indicates that the proportion of the farm population aged 15 
years and over with secondary work increased from 24% in 1998/99 to 40% in 2010/11. 
 

National HRD Surveys and Censuses 
 
2006 and 2012 Economic Censuses 
 
The 2006 Economic Census was a census of all economic entities in operation at the time. Data were 
collected on 126,913 economic entities, including public, private, foreign investment and joint venture 
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production units of all sizes (formal and informal). The data collected in the 2006 Economic Census 
include this size and characteristics of economic entities, the nature of the goods and services they 
produce and the number and characteristics of their employees (by sex, by education level, permanent 
versus temporary, Lao versus foreign). The Economic Census was repeated in 2012. 
 
2010 Labor Force Survey/Child Labor Survey 
 
This is the first national labor force survey ever conducted in Lao PDR. It is based on a “scientifically 
selected random sample drawn from the entire country,” which included a total of 10,800 households from 
540 villages and urban enumeration areas. The data collected include detailed information on labor force 
participation, employment by industry and occupation, and earnings. The survey received both technical 
and financial support from the International Labor Organization (ILO). 
 

2006, 2009, 2012 World Bank Enterprise Surveys
23
 

 
These surveys were conducted in a national sample of employers to provide up-to-date information on 
the investment climate in Lao PDR, including recent firm performance and productivity and employers’ 
perceptions of the main constraints they face. The three Enterprise Surveys are designed to provide 
comparable data over time within Lao PDR as well as to permit comparisons with other developing 
countries. The 2012 survey covered 379 firms, including 171 that were surveyed in 2009. The 2012 
survey found that profitability had decreased by a third compared to 2009 in manufacturing firms, 
whereas it had increased by 77% in service firms. During this period, labor costs had increased by about 
75%. The most important constraint identified by employers in 2012 was an “inadequately educated 
workforce.” 
 
2010/11 Census of Agriculture 
  
The 2010/11 Census of Agriculture was designed to provide up-to-date and detailed data on the 
agricultural sector. The Agricultural Census is national in scope (i.e., data were collected in urban and 
rural areas of all 143 districts), with data collected from 41,660 randomly selected households from 2,620 
villages. Data were collected at the village and household levels (with more detailed data collected from 
randomly selected farm households). The Agricultural Census received technical support from FAO. 
 

2011/2012 Lao Social Indicators Survey
24
 

 
The 2011/12 LSIS is a household-based survey that applies the technical frameworks of the Multiple 
Indicator Cluster Survey (MICS) and the Demographic and Health Survey (DHS). It is the first survey of its 
kind in Lao PDR. It was designed to provide inputs into the 7th NSEDP and as part of continued 
monitoring of progress towards the achievement of the MDGs. The LSIS sample includes 18,843 
households. The field work was conducted from October 2011 to February 2012. The LSIS provides 
information on the social situation, health, nutrition and education of children and on the health, nutrition, 
education, marriage and sexual activity, HIV knowledge and testing, fertility and mortality, and 
contraceptive use of adult women as well as on various household characteristics, including access to 
water and sanitation, ownership of durables, housing characteristics and use of mass media and 
information technology. 
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2012 World Bank STEP Household Survey 
 
This household survey was developed for application in several developing countries, including Lao PDR, 
in order to assess the level of various skills in the labor force. The Lao survey collected detailed data on 
education, skills and employment for 2,549 working-age adults, and included a basic literacy assessment 
designed by the US Educational Testing Service. 
 
2012/13 Lao Expenditure and Consumption Survey (LECS V) 
 
This is the latest round in a series of multi-purpose household surveys that are conducted every 5 years. 
They have been used by the World Bank, in particular, to monitor progress in reducing poverty, and they 
have also been used in numerous research studies and by the Government to strengthen the national 
accounts. The LECS V data were collected from a nationally representative sample of 8,226 households 
(43,641 individuals) in 514 villages. The data collected include socio-demographic characteristics of 
individual household members, parents’ education, education (including household education expenses), 
healthcare utilization, employment and earnings, household income and consumption (using a 30-day 
diary), ownership of durable goods, housing characteristics, and agricultural production. 
 
 



Appendix 2. Review of the HRD Strategy 2000 
 

The purpose of this TA report is to review the current Human Resource Development (HRD) 

Strategy 2000-2020
1
 and its implementation to date, arriving at a short list of priorities for 

revising the Strategy. Sections 1-3 provide an abbreviated English version
2
 of the Strategy, 

which includes three sections: a situation analysis (section 1), the strategy itself (section 2) and 
a brief description of implementation arrangements (section 3). Section 4 summarizes the 
findings of the most recent (2008) annual review of the Strategy’s implementation to date. 
Section 5 provides a critical review of the Strategy from an international perspective. Section 6 
describes important subsequent HRD-related developments that are relevant to the 
development of a revised HRD Strategy. Section 7 presents a short list of priorities in revising 
the current Strategy. 

 

1. Situation analysis 

 

The situation analysis begins with some general observations on the world situation and the 
domestic situation before proceeding to a discussion of achievements and challenges in the six 
areas covered by the HRD Strategy. These include: (1) political/ideological development, (2) 
civil service capacity, (3) education and training, (4) health, (5) labor and social welfare, and (6) 
information and culture.  

 

1.1 World situation 

 

1.1.1 Political 

 

Trend away from bipolar to unipolar and multipolar world order, creating opportunities, 
constraints and challenges for Lao PDR. Underlines need for future labor force to have strong 
political commitment. 

 

1.1.2 Economic 

 

The 1997-98 economic crisis in Asia has reduced the confidence of foreign investors. Trend 
toward increased regional cooperation. Scientific, technical and technological revolution in ICT 
is leading to increased global connectivity. Lao PDR must remain competitive in this 
environment. 
                                                 
1

 Government of Lao PDR. 2000. Strategy on Human Development by 2020 (translated from the original 
Lao language version). 
2

 Readers who are able to read the original Lao version may wish to skip sections 1-3 and read the 
original Lao version of the Strategy instead if they have not already done so. The abbreviated English 
version of the Strategy that is included in this report is based largely on an English translation that was 
prepared by the World Bank, with some minor corrections. 



 

1.1.3 Scientific and technical 

 

Important changes and trends include: borderless communication, biotechnology, mobile 
telephony, growing importance of the English language and internet communication, automation 
in manufacturing. Overall movement toward a knowledge economy. Urgent need to give more 
attention to scientific and technological research 

 

1.1.4 Human resources 

 

Life-time learning needed for life-cycle employment. Four main principles: learning to learn, 
learning to do, learning to live together, learning to be. Disappearance of some professions 
while many others require higher qualifications than before. Human resource development 
(HRD) not only provides knowledge and skills but also builds capacity to adapt to change and to 
innovate. 

 

1.2 Domestic situation 

 

1.2.1 Economic development 

 

Achievements 

Rapid economic growth. Structural change (increase in industry and services shares, reduction 
in agriculture’s share). Shift in agriculture from subsistence to commercial activities (improved 
crops, increased livestock). Agricultural processing industries emerging. Development of mining 
and energy in industrial sector, as well as construction materials. Handicrafts and artistic 
products linked to tourism. Improvement in transportation and communications. 

 

Challenges 

Effects of the recent crisis,
3
 including high inflation. Low revenue collection (13% of GDP), 

compared to 20% in Thailand and Viet Nam. Low domestic savings (about 7% of GDP), with 
most investment coming from grant aid, loans and foreign investment. Balance of payments 
deficit as high as 10%. Still not self-sufficient in rice due to natural disasters and low 
productivity. Production of other cereals low and not enough attention to livestock. In industrial 
sector, GDP comes mainly from hydropower production and wood processing. Most industrial 
plants are small, using primitive technology. Investment and technology come mainly from 
foreign sources. Services and economic infrastructure are underdeveloped. Poor infrastructure 
is a barrier to foreign direct investment (FDI). Poor economic and urban planning, leading to 
wasted resources. 

 

1.2.2 Human resources 

 
                                                 
3

 Refers to the 1997-98 Asian Financial Crisis. 



1.2.2.1 Political/ideological development 

 

Achievements 

Party’s success in building political awareness and understanding among the people, including 
ethnic people, and in upholding the rights of women and children. 
 
Challenges  
Weak commitment to socialism on the part of some civil servants, who cannot distinguish 
between friends and enemies. 

 

1.2.2.2 Civil service capacity 

 

The Strategy recognizes that building the capacity of civil servants (including the staff of the 
Party, the Government, state enterprises and mass organizations) is key to successful 
implementation of the Party’s and Government’s policies.  
 
Achievements 
Increases in the number and quality of civil servants, with a firm commitment to Government 
policies at the management level. There are 91,144 civil servants (excluding police and military), 
equal to 1.75% of the population, including 34.2% women, with 53.3% in the education sector, 
12.8% in the health sector, 7.3% in agriculture and forestry, and 2.9% in information and culture.  
 
Challenges 
Inability of a significant number of civil servants to keep up with new requirements, a bad 
attitude of some civil servants, and insufficient attention to monitoring the quality of staff in state 
enterprises and joint venture companies. 

 

1.2.2.3 Education and training 

 

Achievements 

Increased enrollment in primary schools and colleges, with rising graduation rates, and 
increased numbers of lower secondary schools. The primary net enrollment rate was 77.3% 
during the 1999/00 academic year. Education has also been expanded in mountainous areas 
inhabited by ethnic people, including construction of ethnic boarding schools in some provinces, 
and there have been improvements in the capacity of teachers (including ethnic teachers) and 
in the quality of the curriculum and teaching methods at the post-secondary level. The National 
University was formed during the 1996/97 academic year. Illiteracy among persons aged 15-40 
has decreased. The Law on Education has been promulgated, and sectoral management has 
improved. 
 
Challenges 
High repetition and drop-out rates at the primary level, a large continuing gap between urban 
and rural areas (especially in remote areas), a shortage of teachers in remote areas, and failure 
of teacher training to meet standards. The eradication of illiteracy has also lagged, resulting in 
an increase in the absolute numbers of illiterate persons. TVET output does not meet labor 
market demand in terms of quantity, quality and discipline. 



 

1.2.2.4 Health 

 

Achievements 
Expanded coverage of the health network, including immunization, maternal child health care 
and nutrition, expanded access to clean water and sanitation, and prevention of key diseases 
(e.g., dengue, malaria, polio). The quality of health care and the condition of health facilities 
have also been improved, along with the capacities of health workers and their equipment. 
Average life expectancy has increased to 59 years, while Infant mortality has decreased to 82 
per 1,000 live births in 2000 and the under 5 mortality rate has decreased to 106 per 1,000 live 
births. The maternal mortality ratio is 530 per 100,000 live births, while 52% of the population 
has access to clean water and 34.3% of households have latrines. 
 
Challenges 
 Inadequate health system coverage in the remote rural areas, ineffective conduct of health 
education, poor quality of care in public hospitals, including poor attitude and ethnics of medical 
staff, poor food and accommodations and insufficient application of modern science and 
technology, ineffective implementation of free and paid care, inadequate food and drug safety, 
and near-total dependency on donors for scientific research. 

 

1.2.2.5 Labor and social welfare 

 

Achievements 
Upgrading of vocational training centers, participation of both the public and private sectors (and 
foreign training institutions) in training the labor force, with 20,000 skilled workers trained 
annually, improvement in the management of labor and social welfare, establishment of job 
search companies in Vientiane and in eight provinces. Achievements in social welfare include 
the establishment of insurance companies to service enterprise employees, training centers for 
persons with disabilities, orphanages, health insurance funds, natural disaster prevention 
projects, and UXO clearance projects. The management of labor and social welfare has also 
been improved. 
 
Challenges 
Poor skills and discipline in the Lao labor force compared to other countries in the region and 
the absence of systematic training for most workers, the desire of parents to want their children 
to obtain only higher education, a preference of most companies for foreign labor, and the 
absence of a clear strategy for developing the labor force, including which professions should 
be practiced by Lao and foreigners, and which skills are needed. 

 

1.2.2.6 Information and culture 

 

Achievements 
Promotion and preservation of Lao culture, with the massive participation of ethnic people, 
through mass media (radio, TV, and print media), literature, artistic creations and performances. 
Libraries and children’s cultural centers have been established and upgraded, while the 
country’s beautiful historical, cultural and natural sites have been upgraded and newly 



constructed. Linguistic and cultural institutes have been established and research capacity has 
been expanded. 
 
Challenges 
Replacement of traditional attitudes and values by material lifestyles and tastes, while 
superstition, drug abuse among youth, and prostitution have become widespread. Many officials 
in the information and culture sector have limited capacity, and resources are lacking. 

 

1.2.2.7 General overview 

 

Achievements 

Human development is moving forward, along with the objectives set by the Party for the 
people, i.e., becoming good citizens, having love for the People’s Government, being well 
disciplined, and knowing how to harmoniously combine benefits, fulfill obligations, assume 
professional responsibilities, become professionally knowledgeable and competent, creative, 
economical, healthy and morally civilized. In 2001, Lao ranked 131 out of 162 countries in the 
Human Development Index (HDI), which stood at 0.496, based on average life expectancy of 
53.1 years, adult literacy of 47.3%, a gross enrollment rate of 58% and average income per 
capita of USD 1,471 PPP (compared to USD 365 at the official exchange rate).   
 
Challenges 
Slow progress in translating the Government’s eight priority programs into projects and 
insufficient recognition of the importance of investing in human development. Lack of ownership 
and accountability of sectors and local authorities, and ineffective implementation of laws and 
regulations. Lack of basic data for research and scientific planning. 

 

2. Strategy 

 

2.1 Socioeconomic objectives 

 

Objectives (set by 7th Party Congress): 

i. Lao PDR graduated from least developed status, 
ii. Lao PDR enjoys political stability, social order and security, 
iii. continued economic growth with agriculture and forestry actively linked to industry and 

services, 
iv. market economy under state oversight with a solid foundation for industrialization and 

modernization, 
v. economic units growing harmoniously and constituting a main driving force for the 

nation’s economy, 
vi. strengthened political system led by the Party, 
vii. government of the people, by the people and for the people, 
viii. the rights of the people guaranteed by laws, 
ix. Lao ethnic people united with the opportunity for self-development, 
x. the fine national culture preserved and further developed, 
xi. foreign relations established with all nations in Lao PDR’s interest and with active 

participation in world affairs, 



xii. Lao PDR well integrated with the international community. 

 

Targets by 2020 (7th Party Congress): 

 the Lao population will reach 8.4 million 
 average per capita income will be USD 1,200-1,500 
 economic growth is expected to be 7% on average 
 90% of the population aged 15+ will be literate 
 average life expectancy will be 70 years 

 

Basic development strategy (based on 7th Party Congress): 

i. actively build human resources based on the reform of education to improve quality and 
catch up with other countries, 

ii. develop and modernize economic and social infrastructure with Lao PDR as the center 
of some services in the region, 

iii. electrify all zones and areas and gradually industrialize and modernize the economy, 
iv. develop agriculture and forestry in harmony with processing industries, handicrafts, 

tourism and services, 
v. focus on production for export and services, including trade, transborder transportation, 

tourism, banking, etc., and 
vi. actively participate in international and regional organizations. 

 

Role of human resources in development: “Man is not only a resource for socio-economic 
development but man is also the core element of development itself.” In the future, Lao people 
will not only have to be knowledgeable and competent for the development of the country but 
should also be ready to cooperate and compete with the outside world. 

 

2.2 General objectives and targets for 2001-2020 

 

2.2.1 General objectives  

 

Build the capacity of the Lao people to: 

i. become good citizens with a sense of patriotism, love of the People’s Democratic 
government, firm commitment to socialism, honesty, discipline and respect for laws, 
fulfillment of obligations and duties and professional responsibilities in a globalized 
world, 

ii. be knowledgeable and technically competent, know foreign languages, be computer 
literate, hardworking, tidy, industrious, creative, economical with a thirst for knowledge, 

iii. be physically and mentally healthy, strong and resilient, with a capacity to adapt to a 
changing environment, 

iv. enjoy their Lao cultural identity, be morally civilized with a sense of humanism, be useful 
and fair, stand together, be hospitable and appreciate proper values, progress and 
science. 

 

2.2.2 General targets 



 

Medium-term
4
 goals (7th Party Congress): 

 HDI of 0.684 
 average life expectancy of 66.8 years (almost 70 years) 
 literacy rate of persons aged 15 and older is 78.5% 
 gross enrollment rate (for all forms of education) is higher than 67% 
 income per capita is higher than USD 3,850 PPP 

 

2.3 Specific objectives and targets for 2001-2020 

 

2.3.1 Political/ideological development 

 

All Lao people should be educated to: 

i. enhance their patriotism and their love for the People’s Democratic government, build 
national consciousness of independence, self-reliance, unity and national concord, and 
be diligent in defending the cause of the Revolution, 

ii. firmly uphold socialist ideology, acknowledge and firmly believe in socialism as a correct 
doctrine, 

iii. acquire general knowledge about the People’s Democratic government and socialism, 
Marxist-Leninist principles, achievements and progress of science, techniques and new 
technology, lessons learned, advanced theories and positions of countries in the world, 

iv. appreciate physical work and view physical work as human dignity and the common 
interest of the entire population 

More generally, further efforts will be made to ensure that the entire nation has firm confidence 
in the Party’s guidance and will serve as a nucleus of solidarity and consciously take ownership 
in realizing the Party’s policies. 

 

2.3.2 Education 

 

Education is the starting point and core of HRD. 
The quality of education shall be upheld in all respects: (i) educational virtue, (ii) intellectual 

education, (iii) artistic education, (iv) physical education and labor education combined 
with school education, (v) family education, and (vi) social education. 

All levels of the education system shall be examined and changed to achieve higher standards 
equal to international standards to meet the needs of socioeconomic development and 
international integration. 

Teaching methods shall be changed to put students at the core, by shifting from learning by rote 
to learning based on understanding, thereby encouraging greater creativity and problem 
solving ability. 

Talented students shall be encouraged to help them become technicians and researchers. 
Career counseling services shall be introduced into the curriculum from lower secondary 

schools on. 
Computer science and foreign languages shall be incorporated into school curriculums. 
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 Year not specified. 



Expand exemplary model kindergartens at the district level with enrollment of new children 
increasing at a minimum annual rate of 5% by 2020. 

Complete compulsory primary education, upgrade compulsory lower secondary education by 
2020 and expand the upper secondary school network with careful planning: 

 Achieve an increase in the primary net enrollment rate from 77.3% in 2000 to 98% in 
2020 

 Achieve an increase in the lower secondary gross enrollment rate from 46% in 2000 to 
85% in 2020 

 Achieve an increase in the upper secondary gross enrollment rate from 23% in 2000 to 
34% in 2020 

Upgrade the quality of education in all grades and gradually reduce drop-out and repetition 
rates, while educating students to be good and competent citizens: 

 Increase opportunities for learning in all grades, narrow the gap between different areas, 
gender and ethnic groups. 

 Expand primary schools to reach ethnic and rural remote areas, pursue teaching in 
mixed classes and establish basic cluster schools 

 Ensure that women and ethnic groups account for higher proporitions in all grades, all 
majors and in both formal and informal education 

 Ensure the education of disadvantaged children, including children with disabilities 
 Encourage the rapid growth and expansion of the private sector in all grades of the 

education system 
Develop non-formal education to provide further knowledge and professional training to targeted 

illiterate people and to upgrade people’s education: 
 The literacy rate among adults aged 15+ will increase from 75% in 2000 to 90% in 2020 

Develop higher education to be aligned and balanced with the needs of the labor market: 
 Improve the quality and expand the number of professional schools 
 Establish new branches wherever necessary so that the number of students in lower and 

middle professional schools is higher than the number of students in high professional  
schools 

 The National University of Laos (NUOL), non-formal education centers and educational 
institutes will produce additional teaching materials so that civil servants and other 
people can study in a non-formal system (e.g., learning by mail, learning by television or 
radio, or learning on-line) 

 The number of higher education students per 100,000 persons should increase from 350 
in 2000 to 840 in 2020 

 Post-graduate studies should be established in NUOL and within the National Institute 
for Political and Governance Studies and in other education institutions in subjects such 
as law, governance, management, economics, trade, computer science, philosophy, etc. 

Improve the effectiveness of education system management. 
Review, improve and develop the quantity and quality of teachers. Establish adequate 

incentives for teachers in remote areas, review and apply policies on academic status 
and the position of teachers with outstanding performance. 

  

2.3.3 Civil servants 

 

Build the capacity of civil servants in political theory, governance, laws, and economic 
management (focusing on the leadership, middle and senior management, starting from 



members of district Party units, Vice Governors of districts and administrators in 
category 6): 

 They should acquire high-level knowledge of theoretical political studies and 
governance, or the equivalent 

 Legal knowledge should be upgraded (for those who did not systematically attend 
capacity building activities) 

 They should be at least upper secondary school graduates and have basic knowledge of 
foreign languages, and they should upgrade their professional competencies in the 
areas for which they are responsible 

Management staff in categories 7 to 10 should upgrade their knowledge of political theories and 
governance and graduate from higher education or equivalent and have a middle-level 
knowledge of foreign languages. 

Build further the capacity of some university graduates to become teachers or researchers or to 
serve as a secretariat for the leadership. 

Technical staff shall graduate from upper secondary school and efforts should be intensified to 
increase the proportion of teachers who have graduated from upper secondary school. 

Build the capacity of ethnic teachers and female staff to increase their representation at 
leadership and management levels. 

Develop good and competent technicians, scientists, lawyers, economists, traders, experts in 
marketing, finance, banking, economic managers, project managers, and production 
managers. 

Build the capacity of Party units at the village level (i.e., deputy secretaries of village Party units, 
village heads and deputy heads). They should complete at least lower secondary school 
(or upper secondary school in urban areas). Build their capacity in political-ideological 
theories and governance following a standard curriculum. Members of village Party units 
at grass roots levels should be trained in Party strengthening. 

Staff with requisite qualifications should receive additional training: 
 More than 1,800 for Ph.D. and Masters degrees (an average of 90 per year), including 

increasing numbers of females and members of ethnic groups 
 More than  14,000 for Bachelors degrees or undergraduates (an average of 700 per 

year) 
 30,000 (or 1,500 per year) should receive middle education 
 Improve knowledge of foreign languages 
 Build and upgrade capacity in ICT 

 

2.3.4 Labor and social welfare 

 

Promote employment (i.e., double the number of jobs for a labor force that is expected to reach 
3.8 million in 2020). 

Provide labor market information to 60% of the working population. 
Maintain the unemployment rate at 3%. 
80,000 persons (an average of 4,000 per year) will receive vocational training and participate in 

work skills development programs in both the public and private sectors. 
There must be a work skills development and vocational training center in every province. 
Develop a skills testing module for 30 occupations and certify the skills based on international 

work skills development standards. 
Keep the annual labor accident and occupational disease rate below 0.3%. 
Mediate and resolve 80% of labor conflicts through tri-partite negotiations and conduct labor 

inspections at least once per year in enterprises employing 5 or more workers. 



Establish a social security system to serve both state-owned and private enterprises employing 
5 or more workers. 

Establish two more SOS Child Centers (children above age 14 are to be separated from SOS), 
and develop 5 Pioneer Villages. 

Establish two rehabilitation centers for children and women facing social problems. 
Set up nursing centers for elderly persons living alone. 
Create a charity network down to the village level covering 85% of all villages. Distribute 

donated goods at the district level to 60-80% of all districts to facilitate assistance to 
target groups. 

Train 85% of the people in each village in vulnerable areas on basic knowledge of the causes of 
disasters and ways to cope with disasters. 

 

2.3.5 Health  

 

Implement population policy to ensure that the increase in population is in balance with 
economic growth (the population is expected to be 8.3 million in 2020). 

Universal health will be achieved by 2020 by consuming a healthy diet consisting of all food 
groups and vitamins. 

Develop basic health care, including the community’s ability to manage its own health. Ensure 
that health care is humanitarian and people-oriented. 

Ensure that the health of all mothers and children is protected and that the weight and height of 
children is in accordance with standards. 

Malnutrition, genetic diseases, new diseases and non-communicable diseases should be dealt 
with appropriately. 

Most people should receive information on reproductive health and sanitation, medicine quality 
and nutrition. The production of all domestic medicine should be registered. 

Health targets: 
 The crude death rate will decrease from 15 per 1,000 in 2000 to 9 per 1,000 in 2020 (the 

number of people dying will be 1,000 per year) 
 Infant mortality will decrease from 82 per 1,000 live births in 2000 to 20 per 1,000 live 

births in 2020 
 The under-5 mortality rate will decrease from 106 per 1,000 live births in 2000 to 20 per 

1,000 live births in 2020 
 The maternal mortality ratio will decrease from 530 per 100,000 live births in 2000 to 130 

per 100,000 live births in 2020 
 Average life expectancy will increase to 70 years 
 90% of the population will have access to clean water 
 80% of households will have access to sanitation 
 There will be 5 regional hospitals by 2020 
 The number of health centers will increase and will operate on a regular basis in all 

provinces 
 The number of hospital beds will increase from 13 per 10,000 people to 18 per 10,000 

people by 2020 
 Expenditure on health care will increase to 7-10% of the State Budget 

 

2.3.6 Information and culture 

 



Develop patriotic people. Preserve, protect and extend the Nation’s fine culture, ethnic groups 
and diligence habits. 

Preserve and expand the Nation’s cultural heritage, including that of ethnic groups. 
Promote the qualities of consideration and generosity, forgiveness, readiness to give, honesty 

and civility among people. 
Promote the qualities of gratitude, fine traditions, gracefulness and openness to wonderful 

things in the world. 
Improve and modernize the cultural technical infrastructure to provide services more broadly to 

society. 
Improve the National Library and Child Cultural Center to make them more modern in all 

provinces and set up a library in every district. 
Continue developing cultural life for the general public and incorporate culture into educational 

institutions. 
Continue developing cultural villages to reach 10% of all villages by 2020. 
Improve and develop a modernized information and cultural system in terms of technique, 

contents and variety to attract attention and fulfill political duties: 
 Increase radio frequencies at the central and local levels from 30-40% in 2000 to 60-

70% of territory in order to disseminate information about important events happening 
domestically and internationally 

 Change IT system from analog to digital 
 Develop central-level newspapers to have more information and content to educate 

people and to remain rational about events happening domestically and internationally. It 
is expected that there will be 10 people per publication in 2020 

 Establish internet information centers and network to provide information and to report 
on important events domestically and internationally 

Establish a public relations unit with ministries, sub-ministries and ministry-equivalent 
organizations. 

Train and educate civil servants in the field of information and culture so that 30-50% have 
higher education by 2020. 

Expenditure on information and culture to increase from 3.9% of the State Budget in 2001 to 7-
8% in 2020. 

 

2.4 Main policies 

 

2.4.1 Political development 

 

Political ideology must be practical, based on reality and used to educate people to bring about 
innovative changes in ideology and action for real results. 

Increase advocacy and propaganda guidance and perspectives of the Party as well as 
Resolutions of the Central Party Committee among the army and people for deep 
understanding. 

Teach Marxism and Leninism and Party’s legislations as well as excellent lessons learned from 
socialist countries as basic theory. 

Teach the history of the Party in close relation with the country’s history, economic geography 
and political geography. 

Teach the culture of the Nation and ethnic groups, the qualities of the modern generation, duties 
and rights of citizens, laws and regulations of the State. 



Teach various technical subjects such as commercialized production, administration, hygiene 
and other subjects to build up the following spirits: 

 Patriotism, protection of people’s democracy, resolve to develop the country with 
innovation, fight against laziness, backward norms and others 

 Enhance self-reliant spirit, self-capacity building, enhance accountability, work hard to 
keep up with other countries, get rid of ignorance of opportunity and situations, 
irresponsibility, waiting for chance, reliance on the Party and Government and other 
people, explore the full potential of each person 

 Enhance the clear notion of who is friend and who is enemy. Stay alert for tricks of 
enemies to coerce without force. Get rid of the idea of under self-confidence and over 
self-confidence. 

Improve the quality of the National Institute of Political and Governance Studies at the central 
level and the Party’s Theory and Behavior Research Institutes in order to enable them to 
integrate into international economy. 

Improve contents of political documents—ideology, including political-social curriculum at 
different grades of school to reflect real contexts. 

 

2.4.2 Education 

 

Extend kindergarten education using public-private collaboration whereby the public sector 
builds many model kindergarten schools at province and district levels. 

Continue to increase the number of primary schools in remote areas, continue to expand multi-
grade classes and build clustered primary schools. 

Modify the secondary school network to be consistent with actual physical access according to 
a national plan. 

Develop curriculums in line with international curriculums and to reflect the actual Lao situation 
in each period and segregate categories of subjects in upper secondary schools. 

Conduct examinations to select excellent students. Put in place appropriate policies to support 
excellent students. 

Pay attention to teacher training at different levels to meet needs in terms of quantity and quality 
(i.e., knowledge, capability and ethics). 

Ensure the availability of modern class rooms and teaching materials. 
Increase new expertise and subjects in vocational education and test them, increase the 

number of libraries. 
Pay attention to physical education and arts and practice these subjects broadly. 
Continue to improve non-formal education to provide greater access to education. 
Improve the quality and increase the number of public and private vocational schools and higher 

education institutes to suit the needs of local, national, and regional socioeconomic 
development needs. 

Establish post-graduate education in fields that can be developed in Lao PDR. 
Create self-learning materials for working people and the general public so that they can 

practice lifetime learning. Enhance capacity in areas such as learning via 
correspondence, radio, television, internet and other means. 

Enhance the management and inspection of education to be systematic and strong. 
 
2.4.3 Civil service 
 
Enhance the capacity of staff, starting with the needs of political and technical duties in each 

period. 



Make staff training and education relevant to work. 
Give special attention to ethnic and female staff.  
Focus on training, qualifications enhancement and capacity building for the following three 

categories: 
 Leadership positions 
 Management positions 
 Technical positions 

Focus on the following three fields: 
 Political field 
 Expertise, foreign languages and application of ITC 
 Practical applications 

Emphasize domestic on-the-job training in real situations. Train staff at diploma, bachelor, post-
graduate, masters and PhD degrees in fields for which such education is available in 
Lao PDR. 

Send staff to be trained abroad in other fields for which such education is not locally available. 
Enhance technical qualifications domestically and internationally in fields in which lessons need 

to be learned. 
Encourage the economic sectors and all sectors to pay attention to their employees’ regular 

training and qualification enhancement. 
Develop training and capacity-building plan for staff at different levels, such as leaders, 

managers at different levels, staff with post-graduate education, technical staff, 
scientists, researchers, ethnic minority and female staff. 

Collect statistics on staff at all levels, all sectors and country-wide and develop mechanisms to 
provide accurate and timely information. Equip personnel management with appropriate 
modern means. 

Ensure regular, stable and sustainable staff recruitment and placement. Create conditions to 
retain good staff, and place technical staff in sectors according to their expertise. 

Improve the quality of academic institutes, emphasizing: 
 Improvement of National Political Study and Administration Institute to become a center 

for the development of civil servants in the future 
 Improve Political Study and Administration Schools in the provinces to train local civil 

servants locally 
 Improve and upgrade NUOL to meet sub-regional standards, opening needed new 

faculties such as journalism, archaeology and others 
Develop curriculum for non-formal education for the convenience of staff who want to enhance 

their qualifications in fields such as law, economic administration and others. 
Define policy to encourage further study, especially for those with outstanding performance and 

for those who are talented. 
Put in place a system to monitor technical performance after training to enhance qualifications. 
Organize foreign language courses such as English, Vietnamese, Chinese, French and others 

for public servants according to targets, age and positions. 
Continue to review and define policies necessary for civil servants, such as: 

 Policy for health care with fees and free of charge 
 Policy for civil servants working in poor areas, remote areas and in toxic environments 
 Policy for retired staff and for those who sacrificed their lives for the Revolution 

Implement policies and regulations comprehensively. 
Define policy to promote and reward staff with outstanding performance, high efficiency, and 

who set good examples, talented, excellent and innovative; promote those performing 
scientific analysis that is useful for society and the country. 



Improve policies for retired staff, creating conditions for them to participate in political life, and 
providing health care and mental support to them. 

Mobilize civil society organizations, businesses and production entities to contribute in various 
forms to implement policies throughout the society. 

 
2.4.4 Labor and social welfare 
 
Improve laws and regulations to manage labor and social welfare. 
Focus on vocational training and work experience for skills development.  
Establish labor standards, testing and skills certification, and a fund for labor skills development. 
Expand vocational training for youth who could not do technical studies and for people who 

want to change their occupation, veterans, disabled and disadvantaged people. 
Reduce unemployment and other social problems. 
Create regulations requiring employers to train their employees. 
Improve Skills Development Centers. 
Link up training and labor recruitment to meet the needs of the domestic market, and seek 

opportunities to export labor so that they gain experience and send remittances home. 
Educate farmers and workers on political ideology and on the personal qualities that are needed 

to protect public interests and national defense. 
Establish Information Centers to provide information on labor markets and social welfare. 
Increase inspection and enforcement of labor laws and labor management. 
Improve social welfare, including charity work down to the grass-roots levels, and reduce the 

leakage of charity assistance. 
Establish Elderly Nursing Homes and other types of nursing homes, including shelters for 

women, disadvantaged children, and others. 
Set up a national social security scheme (including health insurance) for civil servants and for 

employees of State-owned enterprises. 
Ensure the quantity and quality of human resources in labor and social welfare and ensure work 

efficiency. 
Revise requirements and regulations related to Decrees 178 and 194 and implement the 

approved decrees urgently. Implement policies for retired staff, national respected 
elderly people, outstanding veterans and others. 

 
2.4.5 Health  
 
Improve the quality of health care, including harmonization of modern and traditional medicine. 
Create conditions for all ethnic groups and income groups to have universal access to health 

care by extending the health care network to remote and mountainous areas. 
Transfer responsibility for health care to the general public. Encourage the economic sector to 

contribute to health care service provision and immunization with clear and well-
managed requirements and regulations. 

Consider maternal-child health care the starting point for HRD. 
Ensure a sufficient quantity of health workers. 
Ensure that health workers have comprehensive qualities, including ethic to serve the people 

and technical and administrative capacity.  
Make effective use of modern techniques to improve health care, including health education, 

nutrition, disease prevention, and basic health treatment. 
Improve, expand and enhance the quality of health infrastructure and services at all levels. 

Enable the community to manage basic health care. 



Improve health management to ensure the effectiveness of services within the budgets 
provided. Allocate budgets for poor communities, and at the same time, ensure the right 
balance between central and provincial levels. 

Increase the production of medicine and health products to serve society and export them to 
earn income for the country. 

 
2.4.6 Information and culture 
 
Continue to preserve the culture and fine traditions of Lao and ethnic groups by developing the 

following projects: 
 Registration of the fine culture of ethnic groups as national property 
 Preservation of traditional performances and music, handicraft and costumes of ethnic 

groups and register them as national property 
 Protect and restore ancient objects, sites, historical traces of the country, the Revolution 

and the beautiful natural landscape 
Continue building the cultural life of the Nation by developing projects such as: 

 Incorporate fine traditions into the curriculums of schools and academic institutes 
 Build cultural villages, cultural organizations and cultural armed forces camps and 

stations 
Build, improve and extend cultural and mass media bases such as radio, television, 

publications, cultural halls, libraries, museums, monuments, exhibition halls, clubs, 
public parks and recreation sites, for the benefit of people in all provinces. 

Improve the National Library to make it modern and able to provide books, magazines and 
information to readers to meet their learning, study and research needs. 

Support research on natural history, linguistics, national history and the history of ethnic groups. 
Train and develop information and culture staff to have political and technical capacity up to 

international standards, with bachelors degrees reaching 30-50% of civil servants. 
Create cultural and literary works to support different national events and improve provincial 

dance and performance groups. 
Continue to control and prevent cultural wrongdoings by improving the operations of 

entertainment places and pubs, promoting domestic production and invention, 
preventing and fighting against pornographic materials imported from abroad. 

Promote entertainment places and karaoke shops preserving fine national cultural identity. 
Formulate laws, decrees or requirements and regulations on the management and promotion of 

cultural and information activities: 
 Set up a research fund for old books to preserve and promote the Lao language  
 Set up an archaeology unit to research antiques that are valuable to the country 
 Continue to improve the Cultural Research Institute and set up a cultural fund 
 Set up a Lao Artists Association 

Improve and upgrade existing academic institutes to higher education institutes and eventually 
to universities. Improve the curriculum of the National Art and Music School to achieve 
higher standards and increase the number of art schools at local levels where conditions 
are suitable. 

Appoint representatives of information and culture such as news, radio, television and cultural 
halls abroad to disseminate and advocate the fine culture and traditions of Lao PDR. 

 

3 Implementation measures 

 



Human resource-related tasks are public tasks. Implementation of this strategy requires focus 
on the following basic measures: 

Increased leadership of the Party in HRD strategy implementation in each period. Party 
Committees and local administrations at all levels must give attention to the 
implementation of this strategy. 

All parties must disseminate and study the contents of this strategy thoroughly. At the same 
time the strategy must be translated into plans, programs and projects in all localities, for 
example, in the planning cycle for labor force development of enterprises in the public 
and private sectors, lifelong learning for stable employment, increased labor supply in 
quantity and quality, improved work environment, upgraded universities, academic 
institutes, schools and training centers that are up to regional standards, computer and 
foreign language classes in schools, employment opportunities abroad and other 
examples. 

In 2002, provinces should finish plans for HRD based on resolutions of the 7th Party Congress 
on this HRD Strategy to 2020. 

Enhance the role of mass organizations in HRD (Lao Front for National Construction, Lao Youth 
Union, Lao Women’s Union, Lao Federation of Trade Unions), religious organizations 
and mass media. 

Promote the role of people, families and communities, public and private sectors in HRD such 
as funding, training and others. 

Invest sufficiently in HRD. Make all parties understand that “the investment in human resource 
development is the investment in advance of economic development.” Ensure the 
efficiency of investment by developing plans, programs and projects with scheduled time 
frames for implementation. Concerned State authorities must issue regulations 
necessary for contribution to HRD by public and private business entities both Lao and 
foreign, such as Work Skills Development Fund, Community Development Funds, and 
others. 

Develop teaching materials, curriculum, contents and methodology of teaching and teachers of 
academic and training institutes. 

Set up a computerized system for collecting and disseminating information on HRD from the 
grass roots to the central level to facilitate reporting on and monitoring and evaluation of 
HRD. 

The Central Party’s Personnel Committee plans periodic detailed supervision of the 
implementation of this HRD Strategy, dealing with social wrongdoings promptly by 
organizing regular meetings to report on situations or organizing urgent meetings. 

 

4. Review of implementation to date 

 

The Strategy has been formally reviewed three times: 

 2006 review of implementation from 2001-2005 and plan for 2006-2010 
 2007 annual review of implementation from 2006-2007 and plan for 2007-2008 
 2008 annual review of implementation during 2007-2008 and plan for 2008-2009 

(including annual review of implementation in Phongsaly province).  

There have been no formal reviews since 2008. The discussion below is based on the (most 
recent) 2008 annual review. 

 

4.1 Implementation to date: General findings 



 

 

4.2 Implementation to date: Six areas 

 

4.2.1 Political/ethnical development 

 

Review (assessment) 

Party and government are focused on how to raise awareness of the population so that people 
love their country, respect rules and regulations, promote unity, respect the rights of women and 
children, respect culture and customs, practice self-discipline and self-development and 
contribute to the country’s development. 

 

Weaknesses and problems 

People do not thoroughly understand political ideas and are not interested to know and follow 
government regulations and laws. Political education is limited and the quality of the political 
ideas disseminated are not sufficient to influence people, leading to loss of trust in government 
staff. Human development in the area of culture and morals is also limited, and dissemination of 
HRD Strategy is limited. 

 

Plan 

The Party and government should continue to focus on educating the entire population and 
especially to inform people about government policy and HRD. 

 

4.2.2 Civil service capacity 

Review (assessment 

The Government has increased the civil servants quotas for many sectors compared to previous 
years in order to solve the problem of staff shortages at grass roots levels. Civil servants 
regulations have also been improved in the areas of recruitment, distribution and staff 
incentives. 

 

Weaknesses and problems 

Lack of regular staff monitoring and supervision, lack of coordination across sectors, the 
numbers of staff positions are not based on the needs of each sector and do not follow 
government policy.  

There is no concrete measure to propose to government, and there is no comprehensive plan 
for HRD and link with government policy development.  

Some management staff lack knowledge and experience, overloading staff at the central level 
while deficits are present at lower levels. 

Staff development is more focused on quantity than quality. 

 

Plan 

Develop HRD Strategy in each sector. Improve civil servant legislation. 



Ministries and local government have to find a way to remedy the situation of overloading staff 
in the big towns while shortages of staff occur in rural areas by sending more qualified 
staff to villages or to priority government development areas, especially newly graduated 
students to work at the village level before being admitted to the civil service. 

Each sector needs to have more staff at the central level with effective management skills (i.e., 
planning, implementation, reporting, assessment).  

Ensure that the number of staff in FY 2008-09 increases by 4-5% compared to FY 2007-08 (i.e., 
to about 1.8% of the population). 

Develop a policy to provide incentives to staff working in remote and difficult areas. 

 

4.2.3 Education and training 

 

Review (assessment) 

There are three programs in education: (i) increases in enrollment, (ii) improving the quality of 
education, and (iii) improving educational management. 

Education legislation has been improved, and the education network has also been expanded to 
remote areas. The number of schools for general education has increased as well as the 
numbers of specialized schools and universities. The number of private schools has also 
increased, and preparations have been made for education reform, including extending 
general education from 11 to 12 years and improving the curriculum content. 

The net primary school enrollment rate has increased significantly from 86.4% in 2006-07 to 
89.2% in 2007-08, already exceeding the government’s target for 2010 (89%). 

The dropout rate has been slightly reduced from 9.4% in 2006-07 to 7.9% in 2007-08. However, 
the repetition rate has increased from 16.9% to 17.0%. 

Education for ethnic groups has been emphasized, working with provinces and districts to select 
young ethnic students (and especially girls) to enroll in teacher training institutions so 
that when they graduate they can return to their own ethnic communities to teach. 

 

Weaknesses and problems 

 

The dropout and repetition rates are still high, although the data indicate that they have 
decreased slightly each year. 

The number of high school graduates is increasing every year. 
The curriculums for vocational/technical education and university are still not well suited to 

socioeconomic development needs. 
Most qualified teachers are concentrated in the main towns, while there are deficits in remote 

areas. 
Educational development mainly focuses on quantity rather than quality. 
The education network has not yet been expanded to cover remote ethnic groups. 
Many villages still lack schools, resulting in a high rate of illiteracy in the population aged 15 and 

above (22.9%). 
There is a widening gap in educational levels between rural and urban areas and between 

males and females. 

 

Plan 

 



Increased investment in education to achieve the government’s commitment to education for all 
by 2020, including improved quality at all levels and with compulsory primary education. 

Education reform, including improving the curriculum to bring education quality close to 
international standards. 

Extend general education from 11 to 12 years, beginning in 2008-09. 
Expand the education network to remote ethnic areas so that the entire country is covered. 
Targets for 2008-09: 

 Increase the number of primary schools to 179 
 Increase literacy to 85% (and especially among village heads) 
 Establish model schools based on management, technical capacity, environmental 

conditions and community integration 
 Increase the primary net enrollment rate by 2% (to reach 91%) 
 Reduce the primary repetition rate by 2% (to reach 14.5%) 
 Reduce the dropout rate by 5% 
 Increase enrollment ratios to 90% (net primary), 68% (gross lower-secondary) and 40% 

(gross upper secondary) 

 

4.2.4 Health 

 

Review (assessment) 

Overall number of health staff increased by 4.9% compared to previous year (to 59 per 100,000 
population). 

Coverage of the health network increased from 62% in 2006-07 to 65% in 2007-08. 
Improvements in health outcomes: 

 Life expectancy increased slightly from 61.5 years in 2006-07 to 62 years in 2007-08 

 Child vaccination
5
 increased from 65% in 2006-07 to 83% in 2007-08 

 Access to safe water increased to 71%, while access to safe sanitation increased to 
49% 

 Infant mortality rate reduced to 59 per 1,000 live births, while under-5 mortality rate 
reduced to 75 per 1,000 live births 

 Maternal mortality ratio reduced to 342 per 100,000 live births 

 

Weaknesses and problems 

Health network is improved in settled areas, whereas in remote areas the health network is not 
sufficient, resulting in higher infant and maternal mortality rates than in settled areas 
(and particularly compared to urban areas). In particular, immunization rates are very 
low in remote areas, due to lack of staff and absence of a plan with targets. 

The provision of staff to remote areas is very low, despite a large number of new medical 
graduates every year. However, the new graduates lack experience and are of low 
quality. 

 

Plan 
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 The type of vaccination or age group is never mentioned in the Strategy or in the monitoring reports. 
However, it may refer to the percentage of children of a certain age group who have received any type of 
vaccination. 



Increase access to health care for the whole population, while improving the quality of health 
services and improving medical ethics. 

Emphasize preventive health and treatment combining modern medicine and traditional 
medicine. 

Implement fee exemptions for all civil servants, police and military as well as vulnerable 
populations (e.g., pregnant women, children under 5, monks and students). 

Modernize hospitals at central, province and district levels, upgrade the medical techniques of 
staff, and expand the MCH program as fundamental for the health sector. 

Increase the number of health centers to cover more villages or groups of remote villages in 
order to increase access to health care among people in remote areas. 

Targets for 2008-09: 
 Increase life expectancy to 63 years 
 Decrease the maternal mortality ratio to 321 per 100,000 live births 
 Decrease the infant mortality rate to 57 per 1,000 live births and the under-5 mortality 

rate to 70 per 1,000 live births 
 Increase the child vaccination rate to 83% 

 

4.2.5 Labor and social welfare 

 

Review (assessment) 

The labor force aged 15-59 is currently (2008) about 2.9 million (i.e., 50% of a total population of 
5.9 million). The unemployment rate is 5.4%. The structure of the labor force by sector is 
agriculture (75.6%), industry (8.6%) and services (16.3%).  

The number of vocational training centers (public and private) has increased at both the central 
and provincial levels.  

Regulations have been established to provide social welfare to pensioners, persons with 
disabilities and vulnerable groups. 

 

Weaknesses and problems 

The capacity of vocational training centers still does not reflect socioeconomic development 
needs. 

There is very little information on the labor force for planning purposes. 
There is no way to balance the distribution of the labor force between urban and rural areas. As 

a result, there is unemployment in the urban areas and cross-border migration to work in 
neighboring countries, while there are labor shortages in the rural areas. 

Labor management is poor, with inadequate safe guards, low payment rates and low skills. 

 

Plan 

More focus on vocational training and provision of jobs to youth, especially newly graduated 
youth from primary and upper secondary schools who are jobless. 
Build labor force skills and improve labor regulation to upgrade the Lao labor force to 
international standards to provide both for local labor needs as well as opportunities for woking 
abroad. 
Find a solution to the problem of urban unemployment, illegal cross-border migration for work in 
neighboring countries, and labor shortages in the rural areas. 
Targets (2008-09): 



The labor force will increase by about 56,000 persons (i.e., by about 2% of the current labor 
force) 
The labor force will increase to 2.9 million 
The distribution of the labor force by sector will be agriculture (75.2%), industry (8.6%) and 
services (16.5%).  

 

4.2.6 Information and culture 

 

Review (assessment) 

The numbers of television and radio stations have increased and currently cover about 60% and 
80% of the country respectively.  

The number of libraries has also increased. 

The number of Cultural Villages
6
 has increased to 237 villages (or by 35% compared to the 

previous year), while the number of Cultural Families has increased to 42,715 families 
(or by more than 36% compared to the previous year). 

 

Weaknesses and problems 

Preservation of the good practices of ethnic group traditional culture still needs to improve. 
Need to incorporate aspects of traditional Lao culture into school curriculums. 
Bad cultural practices, including lack of respect for laws and regulations, need to be managed. 

 

Plan 

Increase the number of Cultural Villages. 
Focus on disseminating information widely on government policies to raise awareness. 
Increase the leadership capacity of Party members in the management of mass media and 

printed materials. 
Build the capacity of information staff in political ideology and technical skills 
Use science and technology effectively to broadcast the news. 

 

5. Review of the Strategy from an international perspective 

 

5.1 Situation Analysis 

 

The assessments of the world situation and of the domestic economic situation are quite 
perceptive. Although the HRD Strategy to 2020 was conceived in the wake of the 1997/98 Asian 
economic crisis, it recognized the importance of several recent developments and emerging 
trends, including mobile telephony and borderless communications, the growing importance of 
the English language and internet communication, the overall movement toward a knowledge-
based economy, and the value of life-long learning and the ability to adapt to changing 
circumstances. 
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The assessments of achievements and challenges in domestic human resources are also frank 
and accurate. 

The main limitation of the situation analysis is that there is no assessment of the numerous 
constraints to HRD in Lao PDR, including: 

 financial constraints (very limited budget for education and health, especially for non-
salary recurrent expenditure)  

 low human capacity (limited education and training, loss of much skilled manpower in 
the wake of the 1975 Revolution) 

 cultural constraints (low demand for education and modern health care among some 
ethnic groups, little interest in lifetime learning, absence of work ethic)  

 weak governance (widespread corruption, poor planning, as evidenced by over-
investment in infrastructure without the recurrent funds to operate and maintain it, civil 
servants are highly concentrated in the capital and other large towns, laws and 
regulations are not strictly enforced)  

 geographical (low population density in many areas, mountainous areas are inaccessible 
in the rainy season and difficult to staff with teachers and health workers) 

 demographic (most children are currently born to rural poor families who are unable to 
provide adequately for their material, health, nutrition and education needs) 

 technology (recent technological innovations such as satellite TV, computer games, the 
internet, mobile telephones offer many diversions, limiting time for reading and learning 
among both adults and children) 

 

5.2 The Strategy  

 

5.2.1 General observations 

The HRD Strategy to 2020 has many positive elements. For example, it recognizes the need for 
more balanced representation by gender and ethnicity in the civil service, acknowledges many 
social problems, poor attitudes of some officials, lack of commitment to the Party and the 
Revolution, recognizes the need to improve knowledge of English and other foreign languages.  

However, the current Strategy does not have any strategic framework. Instead, the Strategy is 
organized around the six areas/sectors (i.e., political, civil service, education and training, labor 
and social welfare, health, and information and culture). The overall HRD objectives are unclear. 
There is no vision or mission statement, and there is no statement of core principles or priorites. 
There is no roadmap (action plan) for achieving the Strategy’s objectives. 

The Strategy contains too many objectives without any indication of priorities. The distinction 
between objectives and policies/actions to achieve objectives is not clear in many cases. 

Many opportunities for multi-sectoral initiatives (e.g., cooperation between education institutions 
and employers, early childhood development) are ignored. 

There is no mention of opportunities for regional cooperation in HRD, despite the fact that the 
GMS HRD Working Group was formed in 1995 to address issues of education and skills 
development, labor and migration, health and social development. 

 

5.2.2 Six areas 

 



The sectoral content of the current Strategy is presented in two different sections of the 
Strategy, one listing objectives and the other listing priority actions/policies, with some overlap 
and some confusion between objectives and the policies intended to achieve them.  

Political: Clear distinction between objectives and priority policies/actions. The priority 
policies/actions are to provide additional political education to government workers as well as to 
the general population. No indicators or targets are provided for this area. 

Civil service: Clear objectives (but mixed with actions/policies in some cases). Clear emphasis 
on improving capacity, qualifications and gender/ethnic balance. Many priority actions/policies 
proposed. The main indicator is the number of civil servants by organization (at the central level) 
and by province. The targets are not disaggregated by gender or ethnicity (although improving 
the gender and ethnic balance is an objective). However, the number of civil servants by 
educational qualification and gender is reported in the three reviews of implementation. Only 
three other indicators/targets are cited for the civil service (i.e., the annual numbers of civil 
servants to receive various levels of further training). 

Education and training: Objectives sometimes mixed with actions/policies. Focus is on 
increasing quantity and quality at all levels. Several priority actions/policies are proposed, but 
with a few objectives repeated. Numerous indicators/targets are listed for the different levels 
and types of education. However, they are only quantitative (e.g., enrollment ratios). The only 
target referring to skills is adult literacy. There is no disaggregation of targets by gender, 
location or ethnicity. 

Labor and social welfare: The objectives are unclear; the section on objectives includes instead 
a mixture of actions/policies and targets. Many priority actions/policies are proposed in the 
section for that purpose, including support for vocational training. The indicators/targets for labor 
in the monitoring tables include only the unemployment rate, population size, and the size and 
sectoral composition of the labor force. However, several other indicators/targets for labor and 
social welfare are cited in the text of the Strategy. There is no disaggregation of the 
indicators/targets by location, gender or ethnicity. Some targets are also mentioned for social 
welfare (e.g., the establishment of more homes for the elderly).  

Health: The objectives are clear. The focus is on improving access to basic health care. Many 
specific actions/policies are proposed, including the need to improve nutritional status and the 
quality of services. Some indicators/targets are disaggregated by gender. Although many 
indicators/targets are listed, none refer to nutrition or to the quality of services. 

Information and culture: Some clear objectives are stated, mixed in some cases with 
actions/policies or broad targets. Many priority actions/policies are proposed, but there are no 
specific indicators/targets listed in the monitoring tables for this area.  

 

5.3 Implementation 

 

Annex 1 presents the current status of the monitoring indicators that are included in the current 

HRD Strategy to 2020.
7
 Review of these data indicates that most targets are on track to be 

realized by 2020, despite the absence of an Action Plan and very limited funding for education 
and health during the first ten years. However, most of the progress is quantitative (reflecting 
the choice of indicators). For example, enrollment rates have increased at almost the targeted 
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rates in most cases, but there are no indicators of learning outcomes apart from literacy. In the 
health sector, some quantitative indicators have improved, and there is evidence of 
improvement in most outcomes (e.g., infant and child mortality rates), but the improvements 
have been slower than targeted. There is no evidence of improved quality in education and 
training or health services, although the need for both is discussed in the Strategy. The number 
of civil servants has increased dramatically, which the monitoring reviews indicate was the 
intention (to address shortages at the grass roots). However, the monitoring indicators do not 
indicate intermediate targets beyond 2005, for which year it appears a decrease in the number 
of civil servants was targeted. 

 

5.4 Monitoring  

 

There is no detailed plan for monitoring and evaluating HRD in the Strategy, although it 
mentions the need for a “computerized system for collecting and disseminating information on 
HRD” for this purpose. Nor does the Strategy explicitly assign responsibility for monitoring and 
evaluating HRD to any organization. Instead, the Strategy includes a set of tables at the end 
with indicators and targets for four of the six areas covered by the Strategy (there are no 
indicators or targets for political development or information and culture) as well as a table with 
economic indicators and targets. These tables include many important HRD indicators cited in 
the text of the Strategy. However, several other indicators with targets are cited in the text that 
are not included in the tables (for example, the Human Development Index). 

 

The three reviews of the Strategy’s implementation (the most recent of which was done in 2008) 
provide an update on the status of most of the indicators in the monitoring tables as well as a 
few key indicators mentioned in the text (for example, the Human Development Index). The 
monitoring reviews have also gone beyond the Strategy to provide gender-specific values for 
some key indicators. 

 

There are some problems with the current Strategy’s monitoring indicators, including: 

 They do not represent very well the content of the Strategy itself. For example, the 
Strategy cites the need to improve quality and capacity in several areas. However, there 
are no indicators that reflect this objective. It appears that the guiding principle in 
selecting the monitoring indicators was the availability of data at the time. 

 Some of the indicators were not carefully defined, even in the three reviews of 
implementation (for example, the indicator for immunization, safe water, safe sanitation). 
A related problem is that the data sources to be used to monitor achievement were not 
specified (for example, whether the indicator was to be monitored using census, national 
household survey or administrative data). In practice, administrative data have been 
mainly used in the existing reviews of implementation. In some cases, the estimates 
turned out to be too optimistic when compared to estimates based on data from the 2005 

Census or from national household surveys.
8
 The biggest problems of this type have 

arisen with respect to indicators of infant and child mortality, maternal mortality, and 
adult literacy. 
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Survey (LSIS)  



 Some of the indicators that are included in the Strategy are no longer used by the 
Government because they have been replaced by other, internationally comparable 
indicators (for example, by the MDG indicators or by the Education for All indicators). 
This is unavoidable and no fault of the Strategy. 

 The Strategy mentions graduating from least developed country status as an important 
socioeconomic objective set by the 7th Party Congress. However, the list of 
indicators/targets included in the current Strategy does not include all of the HRD 
indicators that are used to determine whether a country can graduate from least 
developed status (for example, there is no indicator/target for nutrition in the current 
Strategy) 

 

5.4 Conclusions 

 

The current HRD Strategy includes many worthwhile objectives and priority actions/policies. 
Although there is no action plan included in the Strategy and funding was very limited during the 
first 10 years of the Strategy’s implementation, considerable progress has been achieve in most 
areas targeted by the Strategy.  

The current HRD Strategy is not really a strategy in the classic sense. Its objectives are not 
clearly stated, there is no strategic framework, and there is no road map or action plan for 
implementing the Strategy. There is also confusion in some case between objectives and the 
instruments (policies/actions) designed to achieve them. The monitoring framework does not 
adequately reflect the Strategy itself, and formal monitoring ceased after 2008. 

 

6. Subsequent developments 

 

The current HRD Strategy is already 13 years old, and there have been many important HRD-
related developments during the ensuing years. Examples include: 

 More rapid economic growth and poverty reduction than was expected 
 Peace and political stability in the region 
 Increased regional cooperation and integration 
 Increased migration of Lao workers to Thailand 
 Acute shortages of skilled labor in Lao PDR 
 Strong global commitments to HRD, as reflected in the MDGs 
 Increased awareness of sharp disparities in key HRD indicators (e.g., by gender, 

ethnicity, urban-rural location, and socioeconomic status) 
 Increased awareness of the importance of early childhood development (especially 

nutrition) 
 Emerging diseases (e.g., SARS, avian influenza) 
 Awareness of the role that catastrophic health care expenses play in generating poverty 
 Growing preferences in the international community for the use of material incentives 

(e.g., conditional cash transfers, payment for performance), for evidence-based policies, 
and for credible impact evaluation 

 

7. Priorities for a revised HRD strategy 

 



A revised HRD Strategy will need a strategic framework that describes its objectives clearly, 
sets priorities and provides a road map for their attainment. One of the key issues that will need 
to be addressed in a revised HRD Strategy is its value added, given the many sector-specific 
plans, masterplans, strategies and frameworks that have been developed in recent years for the 
areas covered by the current HRD Strategy. Space alone precludes having a national HRD 
Strategy that attempts to include all HRD activities. Instead, a revised Strategy will have to 
define its mission to demonstrate that it can add substantial value to what already exists. One 
possibility would be for a revised HRD Strategy to focus on opportunities for multi-sectoral HRD 
investments and/or on policies/actions designed to address some of the current constraints to 
HRD. 

 

An action plan is needed in a revised HRD Strategy to provide a roadmap for the achievement 
of the Strategy’s objectives. Ideally, the policy/actions and investments included in the Action 
Plan will be evidence-based and reflect best practices, with a commitment (and the resources) 
to conduct credible impact evaluations to confirm that the actions are indeed achieving the 
desired objectives cost effectively.  

 

A carefully developed monitoring framework is also needed for the revised HRD Strategy, which 
distinguishes between the Strategy’s outputs, intermediate outcomes and ultimate outcomes 
(impact). The Strategy’s outputs should be monitored more frequently (e.g., annually) to confirm 
that the action plan is being implemented as designed. Monitoring of outcomes and impact can 
be done less frequently (e.g., every 5 years). 

 

8. Current status of monitoring indicators 
 
 
Economic indicators and targets 
Indicator Unit 2000 2005 2010 2015* 2020 

Population size (targets) Million 
people 

5.2 5.6 6.2   

Population size (actual/projected)9 Million 
people 

5.1 5.6 6.2 6.8 7.3 

Income per capita (targets) US Dollars 320 450-500 700-750  1,200-
1,500 

Income per capita (actual/projected)10 US Dollars 335 491 800 1,740  

GDP in billions of current Kip (targets) Billion Kip 14.95     

GDP in billions of current Kip (actual)11 Billion Kip 12.92 17.53 25.72   

Average growth rate of real GDP (targets) % per year 6.4 7.0 7.0  7.0 

Average growth rate of real GDP (actual)2 % per year 6.3 6.8 8.0 8.0  

Growth rates by sector:       

Agriculture and forestry (targets) % per year 4.5 4.5    

                                                 
9

 2000 and 2005: Lao Statistics Bureau estimate based on 2005 Census; 2005: 2005 Census; 2010 and 
2020, Lao Statistics Bureau projections based on 2005 Census. 
10

 2000, 2005, 2010: 2006 Review of the HRD Strategy; 2015: IMF forecast (April 2012). 
11

 2000, 2005, 2010: 2006 Review of the HRD Strategy. 



Agriculture and forestry (actual)3 % per year 4.1 1.6 4.1   

Industry and handicrafts (targets) % per year 10 10-11    

Industry and handicrafts (actual)3 % per year 11.5 8.6 13.0   

Services (targets) % per year 7 8-9    

Services (actual)3 % per year 5.7 10.3 8.3   

Sectoral composition:       

Agriculture and forestry (targets) % of total 51 47 39   

Agriculture and forestry (actual)3 % of total 51 48    

Industry and handicrafts (targets) % of total 23 26 35   

Industry and handicrafts (actual)3 % of total 23 27    

Services (targets) % of total 26 27 27   

Services (actual)3 % of total 32 40    

Source: Targets as reported in the HRD Strategy to 2020 or as revised in the 2006 Review of 
Implementation from 2001-2005 and Plan for 2006-2010. 
 
 
Labor and social welfare indicators and targets 
Indicator Unit 2000 2005 2010 2015* 2020 

Population (targets) Million 
persons 

5.2 5.9 6.6 7.3 8.2 

Population (actual/projected)1 Million 
persons 

5.1 5.6 6.2 6.8 7.3 

Working-age population, ages 15-59 
(targets) 

Million 
persons 

2.7 3.3 3.8 4.5 5.1 

Working-age population, ages 15-59 
(actual)12 

Million 
persons 

 3.1 3.9   

Economically active population (targets) Million 
persons 

2.6 3.0 5.3 4.3 4.9 

Economically active population (actual)4 Million 
persons 

 2.6 3.1   

Ratio to population (targets) % 50.0     

Ratio to population (actual)4 %  47.0 52.9   

Unemployment rate (targets) % 3.0 4.0 5.0 4.0 3.0 

Unemployment rate (actual)4 %  1.3 1.9   

Structure of labor:       

Agriculture (targets)13 
 

% 85.85 83.45 80.77 77.10 73.77 

Agriculture (actual)6 % 78.60 76.60 74.90   

Industry and handicrafts (targets)5 % 3.97 4.66 5.47 6.55 7.54 

Industry and handicrafts (actual)14 % 6.90 7.70 9.20   

                                                 
12

 2005: 2005 Census; 2010: 2010 Lao Labor Force Survey. 
13

 Targets for the Structure of Labor were initially provided as absolute numbers. They have been 
converted to percentages to be consistent with the Review reports. 
14

 2005: no data in Census on non-agricultural employment; 2010: 2010 Lao Labor Force Survey. 



Services (targets)5 % 10.18 11.89 13.76 16.35 18.70 

Services (actual)6 % 14.50 15.60 16.70   

Source: Targets as reported in the HRD Strategy to 2020 
 
  



 
Education and training indicators and targets 
Indicator Units 2000 2005 2010 2015* 2020 

Population (targets) Million persons 5.2 5.9 6.6 7.4 8.2 

Population (actual/projections)1 Million persons 5.1 5.6 6.2 6.8 7.3 

Population growth (targets) % 2.6 2.5 2.3 2.2 2.2 

Population growth (actual/projections)1 % 2.1 2.2 2.1 1.8 1.3 

Children enrolled in kinder gardens 
(targets) 

Thousand 
persons 

38 52 89 127 185 

Children enrolled in kinder gardens 
(actual)15 

Thousand 
persons 

40.6 45.3 96   

Gross enrollment rate, kinder garden 
(targets) 

% 8 10 16 22 30 

Gross enrollment rate, kinder garden 
(actual)16 

%  7 22 33  

Primary students (targets) Thousand 
persons 

832 848 892 941 949 

Primary students (actual)7 Thousand 
persons 

835 891 916   

Net enrollment rate, primary (targets) % 77 86 92 95 98 

Net enrollment rate, primary (actual)17 % 77 84 93 97  

Lower secondary students (targets) Thousand 
persons 

184 236 309 390 482 

Lower secondary students (actual)7 Thousand 
persons 

201 243 34518   

Gross enrollment rate, lower secondary 
(targets) 

% 46 52 63 74 85 

Gross enrollment rate, lower secondary 
(actual)19 

% 46 55 60 69  

Upper secondary students (targets) Thousand 
persons 

77 110 133 156 184 

Upper secondary students (actual)7 Thousand 
persons 

91 145 345   

Gross enrollment rate, upper secondary 
(targets) 

% 23 26 29 32 34 

Gross enrollment rate, upper secondary 
(actual)20 

% 23 34  36  

                                                 
15

 2000, 2005 (2006 Review of Strategy) and 2010 (Lao Statistics Bureau, website). 
16

 2005: 2006 MICS III, 2010 (2009/10) and 2015 (2012/13): ESDP Mid-Term Review. Note that survey 
estimates of NERs are lower, i.e., 2011/12 estimate of NER for 3-5 year-olds is 23.0%. 
17

 2005 and 2010 (2006 Review of Strategy), 2015 (2012/13): ESDP Mid-Term Review. Note that 
Census and surveys yield lower estimates, i.e., 2005 Census (70.4%), 2006 MICS III (79.0%), 2007/08 
LECS 4 (79%), and 2011/12 LSIS (84.9%). 
18

 2010 figures refer to 2011 (due to restructuring of general education) 
19

 2000 and 2005 (2006 Review of Strategy), 2010 (2009/10) and 2015 (2012/13): ESDP Mid-Term 
Review. Note that survey estimates of NERs are considerably lower, i.e., 2006 MICS III (35.5%) and 
2011/12 LSIS (45.0%) 
20

 2000 and 2005 (2006 Review of Strategy), 2015 (2012/13): ESDP Mid-Term Review 



Indicator Units 2000 2005 2010 2015* 2020 

Post-secondary vocational students 
(targets) 

Thousand 
persons 

8 16 33 66 128 

Post-secondary vocational students 
(actual)6 

Thousand 
persons 

5 26 50   

Gross enrollment rate, vocational 
(targets)  

% 2 4 8 14 24 

Gross enrollment rate, vocational 
(actual)  

%      

Number of university students (targets) Thousand 
persons 

16 23 34 48 68 

Number of university students (actual)6 Thousand 
persons 

9 24 67   

Ratio per 100,000 population (targets) Persons 350 410 520 650 840 

Ratio per 100,000 population (actual) Persons 159 385 981   

Illiterate persons, ages 15-40 (targets) Thousand 
persons 

250 354 265 211 168 

Illiterate persons, ages 15-40 (actual)21 Thousand 
persons 

 470 364   

Literacy rate, ages 15-40 (targets) % 85 87 90 93 95 

Literacy rate, ages 15-40 (actual)13 %  79 85   

Illiterate persons, ages 15+ (targets) Thousand 
persons 

551 698 635 542 511 

Illiterate persons, ages 15+ (actual)13 Thousand 
persons 

 929 782   

Literacy rate, ages 15+ (targets) % 75 78 84 88 9019 

Literacy rate, ages 15+ (actual)13 %  73 80   

Source: Targets as reported in the HRD Strategy to 2020 
* Target year is 2015; actual year is the latest year for which information is available. 
 
 
  

                                                 
21

 2005: 2005 Census; 2010: 2010 Lao Labor Force Survey 



 
Health indicators and targets 
Indicator Unit 2000 2005 2010 2015* 2020 

Average life expectancy at 
birth, total (targets) 

Years 59.0 64.9 67.8 70.3 72.8 

Average life expectancy at 
birth, total (actual)22 

Years 59.0 61.0    

Average life expectancy at 
birth, male (targets) 

Years 57.0 62.9 65.8 68.3 70.8 

Average life expectancy at 
birth, male (actual)14 

Years 57.0 59.0    

Average life expectancy at 
birth, female (targets) 

Years 61.0 66.9 69.8 72.3 74.8 

Average life expectancy at 
birth, female (actual)14 

Years 61.0 63.0    

Infant mortality rate (targets) Per 1000 live 
births 

82 61 42 32 20 

Infant mortality rate (actual)23 Per 1000 live 
births 

82 70 68   

Under-5 mortality rate 
(targets) 

Per 1000 live 
births 

107 78 57 43 30 

Under-5 mortality rate 
(actual)14 

Per 1000 live 
births 

107 98 79   

Maternal mortality ratio 
(targets) 

Per 100,000 live 
births 

530 390 250 190 130 

Maternal mortality ratio 
(actual)24 

Per 100,000 live 
births 

 405 357   

Child immunization rate 
(targets) 

% of children 80 80 85  95 

Child immunization rate 
(actual)25 

% of children  68 84   

Access to safe water 
(targets) 

% of households 52 66 75  90 

Access to safe water 
(actual)26 

% of households  35 73   

Access to safe sanitation 
(targets) 

% of households 37327 47 60  80 

Access to safe sanitation 
(actual)28 

% of households  51 66   

                                                 
22

 2000 and 2005: 2005 Census. 
23

 2000 and 2005: 2005 Census; 2010: 2011/12 Lao Social Indicator Survey (0-1 years before the 
survey). 
24

 2005: 2005 Census; 2010 2011/12 Lao Social Indicator Survey (centered on 2008) . 
25

 Any immunization received by child under one year of age. 2005: 2006 MICS III; 2010 (2011/12 LSIS). 
26

 2005: 2005 Census; 2010: 2010 Lao Labor Force Survey (% of households with access to improved 
water). Also 2006 MICS III (51.5%) and 2007/08 LECS 4 (77.5%), 2009/10 MOH Health Statistical Report 
(77.5%); 2011/12 LSIS (69.9%). 
27

 Apparent error in monitoring table; correct value in text. 



Indicator Unit 2000 2005 2010 2015* 2020 

Number of health workers 
(targets) 

Persons 11,646 11,064 10,511 9,986 9,487 

Number of health workers 
(actual)29 

Persons   13,126   

Number of male health 
workers (targets) 

Persons 5,159 5,030 4,904 4,781 4,661 

Number of male health 
workers (actual) 

Persons      

Number of female health 
workers (targets) 

Persons 6,506 6,343 6,184 6,029 5,878 

Number of female health 
workers (actual) 

Persons      

Distribution of health workers:      

Central (targets) % 16.1     

Central (actual)21 %   21.8   

Provincial (targets) % 81.8     

Provincial (actual)21 %   78.2   

Training (targets) % 2.1     

Training (actual) %   NA   

Source: Targets as reported in the HRD Strategy to 2020 
 
  

                                                                                                                                                          
28

 2005: 2005 Census; 2010: 2010 Lao Labor Force Survey (% of households with toilet in dwelling). 
Also 2006 MICS III (44.8%) and 2007/08 LECS 4 (55.8%), 2009/10 MOH Health Statistical Report 
(55.8%); 2011/12 LSIS (56.9%). 
 
29

 MOH Health Statistical Report 2009/10 



 
Civil servants (excluding police and military personnel) indicators and targets 
Indicator Unit 2000 2005 2010  2015* 2020 

Number of personnel 
(targets)30 

Persons 92,737 88,164 126,310   

Number of personnel (actual)31 Persons 91,144 96,408  156,527  

Ratio of personnel to 
population (targets) 

%  
 

1.78 1.49 2.03   

Ratio of personnel to 
population (actual)32 

% 1.80 1.71  2.30  

Ratio of females to total 
(targets) 

% No targets 

Ratio of females to total 
(actual) 33 

% 37.3 38.4  43.6  

By province:       

Vientiane Capital Persons 546 513    

Phongsaly Persons 291 274    

Luangnamtha Persons 265 249    

Udonxay Persons 355 311    

Bokeo Persons 280 188    

Luangprabang Persons 787 659    

Huaphanh Persons 391 367    

Xayabury Persons 433 247    

Xiengkuang Persons 297 297    

Vientiane Province Persons 574 539    

Bolikhamxay Persons 341 320    

Khammuane Persons 528 496    

Savannakhet Persons 848 797    

Saravane Persons 352 331    

Champasak Persons 262 246    

Sekong Persons 708 666    

Attapeu Persons 248 233    

Saysomboune Special Zone Persons 120 113    

By administrative structure:       

Party Persons 557 523    

                                                 
30

 2000 and 2005 targets are from the Strategy. 2010 target is from the 2006 Review of the Strategy 
31

 2000 (2000/01) and 2005 (2004/05) actual values are from the 2006 Review of the Strategy. Value for 
2012/13 is from the Ministry of Home Affairs. World Bank “Civil Service Pay and Compensation Review” 
(2010), p.7, reports that the distribution of civil service employment by ministry/agency has been roughly 
constant over time but that the provincial share increased from 8% in 2002/03 to 10% in 2007/08. 
32

 2000, 2005 and 2015 (2012/13): Population estimates/projections based on 2005 Census. 
33

 Actual numbers of female civil servants in 2000 (2000/01) and 2005 (2004/05) are from the 2006 
Review of the Strategy. Actual number for 2012/13 is from the Ministry of Home Affairs. 



Indicator Unit 2000 2005 2010  2015* 2020 

Mass organizations Persons 278 261    

Legislative branch Persons 175 164    

Judicial branch Persons      

Prosecutor Persons 552 519    

Provincial Prosecutor Persons      

District Prosecutor Persons      

People's Supreme Court Persons 45 42    

Provincial Courts Persons      

District Courts Persons      

Ministry of Justice Persons 1,053 990    

By administrative branch:       

Presidential Palace Persons 29 28    

Prime Minister's Office Persons 692 650    

Planning and Cooperation 
Committee 

Persons 857 805    

Ministry of Foreign Affairs Persons 583 548    

Ministry of Finance - Banks Persons 4,285 4,027    

Ministry of Education Persons 50,054 48,315    

Ministry of Labor and Social 
Welfare 

Persons 692 834    

Ministry of Health Persons 11,646 10,945    

Ministry of Agriculture and 
Forestry 

Persons 6682 6,261    

Ministry of Industry and 
Handicraft 

Persons 582 547    

Ministry of Commerce Persons 966 925    

Ministry of Transport, 
Communication, Post and 
Construction 

Persons 2,165 2,035    

Central Bank Persons 244 230    

Lao Red Cross Persons 48 45    

Ministry of Information and 
Culture 

Persons 2,729 2,565    

Kaisone Phomivane Museum Persons 59 55    

Target for Study Abroad:       

Masters Degree and Ph.D. 
(targets) 

Persons per year 90 90 90 90 90 

Masters Degree and Ph.D. 
(actual) 

Persons per year      

Undergraduate and 
bachelors degree (targets) 

Persons per year 700 700 700 700 700 

Undergraduate and 
bachelors degree (actual) 

Persons per year      

Polytechnic Level (targets) Persons per year 1,500 1,500 1,500 1,500 1,500 

Polytechnic Level (actual) Persons per year      

Source: Targets as reported in the HRD Strategy to 2020 



* Target year is 2015; actual year refers to 2012/13, the latest year for which information is 
available. 
 



Appendix 3. Key Human Resource Development Issues and Challenges 
 

According to the draft 8th National Socio-Economic Development Plan (NSEDP) 2016-2020:
1
 

“The 7th NSEDP (2011-2015) aimed to achieve sustainable economic growth and poverty 
reduction, while gradually transforming Lao PDR into a more open, private sector led economy 
and prioritizing the achievement of the MDGs by 2015. The 7th NSEDP had four overall targets: 

 Ensure continuation of national economic growth with security, peace and stability and 
ensure GDP growth rate of at least 8% annually and GDP per capita of at least USD 
1,700; 

 Achieve the Millennium Development Goals (MDGs) by 2015 and adopt appropriate 
technology, skills and create favorable conditions for graduating the country from Least 
Developed Country (LDC) status by 2020; 

 Ensure the sustainability of development by emphasizing economic development with 
cultural and social progress, preserving  natural resources and protecting the 
environment; and  

 Ensure political stability, peace and an orderly society. 

 

“To achieve these overall targets, the NSEDP was designed to focus attention on the following: 

 National economic growth, through sustainable and inclusive economic development, 
poverty reduction, the modernization of the economy; 

 Rural development and poverty eradication, reduction of the gaps between urban and 
rural areas and between rich and poor; 

 Education reforms, human resource development and livelihood promotion, emphasis on 
the expansion of educational opportunities, the improvement of health and sanitation 
and training to producte skilled workers; 

 Public administration, by increasing the effectiveness of public administration and rule of 
law at all levels and by preventing corruption; 

 Competitiveness, by optimizing the use of natural resources, increasing regional 
cooperation and integration and developing investment promotion policies and 
industrialization strategies.” 

HRD Situation Analysis 
 

International/regional 

 

Achievements 

 Effective participation in many regional and international forums 
 Good relations with neighboring countries 

 

Challenges 
                                                 
1

 Ministry of Planning and Investment, Five Year National Socio-Economic Development Plan VIII (2016-
2020), 5th Draft, Translation Edit 01 (February 25, 2015). 



 Aftermath of the 2008 Global Financial Crisis, including a slowdown in global economic 
growth 

 Return to a bi-polar world and with heightened political unrest in the Middle East and 
North Africa 

 Global warming and increased risk of natural disasters 
 Trend toward increased regional cooperation and integration 
 ICT revolution (rapid growth in internet connectivity, mobile telephony) 
 Growing importance of the English language 

 

Domestic 
Economic 

 

Achievements 

 Rapid economic growth and structural change 
 Poverty reduction  
 Full membership in the World Trade Organization (2013) 
 Improved infrastructure (transportation, communications, electricity, water and 

sanitation) 
 Rapid development of the energy, mining and tourism sectors 

. 

Challenges 

 Lagging growth in tax collection 
 Weak governance  
 Increased inequality  
 Concentration of investment in the energy and mining sectors 
 Manufacturing stagnation 
 Low productivity in agriculture 
 Low domestic savings 
 Poor business environment (Lao PDR ranked 159 out of 189 countries in 2013 World 

Bank’s Ease of Doing Business Index) 

 

Human resources 

 

General Achievements 

 Improvements in many education and health indicators 
 Improved gender balance in the civil service and in education 

 

General Challenges 

 Continued status as a Least-Developed Country 
 Ranking of 139 out of 187 countries in the 2014 UN Human Development Index  
 Large disparities by gender, ethnicity, location (urban-rural, region, province) and by 

socioeconomic status in most HRD indicators 
 Poor quality of education and health services at all levels 



 Lack of skills in the labor force  

 

Political/ideological development 

 

Achievements 

 Preservation of peace, political stability and social cohesion  
 Improved gender and ethnic balance 

 

Challenges 

 Widespread corruption 
 Lagging commitment to the core values of the Revolution 
 Lack of respect for laws and regulations 

 

Civil service 

 

Achievements 

 Improved gender balance  
 Increased educational qualifications 
 Increased compensation  
 Introduction of competitive examinations in hiring  

 

Challenges 

 Rapid growth in the number of civil servants 
 Concentration of civil servants in the capital and other large towns with deficits in the 

rural areas 
 Growing fiscal burden of government salaries 
 Absence of effective performance monitoring 
 Corruption and lagging commitment to the core values of the Revolution among some 

civil servants 
 Limited skills 

 

Education and training 

 

Achievements 

Increased numbers of schools and increased enrollment at all levels 

Improved gender balance in enrollments and graduation rates 

 

General challenges 

 Some education MDGs not on track to be achieved by 2015 



 Sharp disparities in the quantity and quality of education inputs and in education 
outcomes by location, ethnicity and socioeconomic status (and by gender in higher 
education) 

 Poor quality of education services at all levels 
 Poor learning outcomes at all levels 
 Inadequate preparation of many poor rural children to enter primary school 
 Weak linkages between higher education and labor markets 
 Increased distractions from learning (i.e., satellite TV, computer games, social media, 

smart phones) 

 

Health and nutrition 

 

Achievements 

 Substantially expanded health care network in the rural areas 
 Sustained improvements in most health outcomes  
 Introduction of health insurance and other social health protection mechanisms 

 

Challenges 

 Some health and nutrition MDGs not on track to be achieved by 2015 
 Sharp disparities by location, ethnicity and socio-economic persist in most health 

outcomes 
 Inadequate staffing of health centers in remote areas  
 Poor quality of health services at all levels 
 Rapid increase in motor vehicle accidents 
 Rising prevalence of non-communicable diseases 
 Growing risks from emerging diseases (e.g., avian flu, SARS) 

 

Labor and social welfare 

 

Achievements 

 Establishment of a social security system covering civil servants and employees of 
enterprises with five or more workers  

 Expansion of social welfare programs 
 Successful conduct of the first national labor force survey 

 

Challenges 

 Work force in which private sector wage and salary workers account for less than 5% 
 Migration of many Lao workers (skilled and unskilled) to Thailand, exacerbating 

domestic labor shortages in some sectors 
 Poorly functioning labor markets 
 Natural disasters increasing in frequency and severity 
 Human trafficking  
 Limited availability of labor market information 



 

Information, culture, tourism and sport 

 

Achievements 

 Preservation, enhancement and promotion of Lao culture 
 Growing recognition of Lao PDR as one of the world’s most attractive tourist destinations 
 Expansion of mass media coverage 
 Successful participation in and hosting of regional and international sporting events 

 

Challenges 

 Negative aspects of Lao culture not effectively addressed (e.g., domestic violence, 
excessive consumption of alcohol, absence of a strong work ethnic) 

 Absence of lifetime learning 
 Poor quality of mass media programming  
 Narrow participation in exercise and sport 

 

Constraints to HRD 
 

Financial constraints 

 

Progress in HRD during the period 2001-2010 was severely constrained by low levels of funding 
for key sectors, including education and health. Rapid economic growth and attendant increases 
in government revenue, as well as significant increases in ODA, have relieved overall financial 
constraints. However, the resources available for non-salary recurrent costs have remained very 
low and are expected to remain low in the near future due to the recent substantial increases in 
civil servants’ salaries and lagging revenue collection. Financing for HRD investments is heavily 
dependent on donors, with donor priorities driving the HRD agenda in many areas. 

 

Human capacity 

 

Most of the population has very limited education and knowledge. English language skills in 
particular are poor, further constraining efforts to provide education and training. Low capacity is 
particularly acute at senior levels, reflecting the large exodus of skilled people during the mid-
seventies. Students in higher education are drawn mainly from the towns in which colleges and 
universities are located. 

 

Cultural constraints 

 

Cultural constraints are very important in Lao PDR among all ethnic groups. In particular, there 
is no tradition of reading and continued learning among the general population, and little if any 
support is given at home to very young children to develop their pre-reading skills. Data from the 



2011/12 Lao Social Indicators Survey (LSIS) indicate, for example, that only 2% of rural children 
under 5 years of age (and 16% of urban children) were in households with three or more 
children’s books. Many traditional beliefs discourage utilization of modern health care and 
support poor maternal and infant feeding practices. Consumption of alcoholic beverages is 
excessive, contributing to both domestic violence and motor vehicle accidents. Some ethnic 
groups prefer traditional health care, and there is resistance to formal schooling among some 
groups. A strong work ethic is absent, with most people preferring to engage in unproductive 
activities. Some traditional values also contribute to gender inequality. 

 

Governance 

 

Government performance is weak across the board. In the area of planning, there has been too 
much emphasis on expanding infrastructure without considering the availability of resources to 
operate and maintain it properly. Quality assurance and monitoring and evaluation are generally 
neglected. Civil servants are not allocated geographically according to norms and are not 
effectively incentivized for good performance. Recruitment and promotion within the civil service 
are more closely linked to factors other than skills and performance. However, the biggest 
problem is widespread corruption, which undermines development generally and is particularly 
harmful to HRD. Funds intended for HRD investments are diverted to other uses, informal 
payments and nepotism are the criteria used instead of merit to obtain admission to schools, 
jobs and promotions, and laws and regulations are not systematically enforced. Informal 
payments are commonly required to obtain health services, particularly in hospitals.  

 

Geographical constraints 

 

Low population density in many areas greatly complicates the provision of education and health 
services. Mountainous locations in particular are difficult to access, particularly during the rainy 
season, and it is difficult to get qualified civil servants to serve in these areas. There is still an 
acute shortage of qualified civil servants from the same ethnic groups that reside in remote 
areas.  

 

Demographic constraints 

 

Lao PDR is currently in the early stages of a demographic transition from a high-fertility, high-
mortality society to a low-fertility, low-mortality society. These changes are not well-balanced 
socio-economically. Higher income, better educated families already have low fertility and 
mortality, whereas lower income, less well-educated rural families continue to have high fertility 
and high mortality. This poses a great challenge for HRD because most children are currently 
born to relatively poor rural families who are less able to provide for their material, health, 
nutrition and education needs.  

 

Technology 

 



Technology has had a generally negative impact on HRD in Lao PDR. Satellite television has 
given much of the population, including young children, access to soporific Thai soap operas 
and variety shows. Although this has helped to improve knowledge of the closely related Thai 
language (which facilitates access to some forms of training), the program content itself has little 
if any educational value. More recently, widespread access to the internet has made it possible 
for the population, including young children, to waste even more time playing computer games 
and playing with their mobile telephones. Although there is great potential, efforts to take 
advantage of ICT advances to promote HRD have been limited and largely ineffective in Lao 
PDR. 

 



Appendix 4. Summary Findings from the Human Resource 
Development Studies and Surveys 
 
 
This appendix summarizes the main findings of the two studies supported by the TA: (i) the 
2014 Lao Civil Servant Skills Measurement Survey, in collaboration with the Ministry of 
Education and Sports and the Ministry of Home Affairs, and (ii) the regional labor markets 
study, conducted by the Thai Development Research Institute (TDRI) in collaboration with 
researchers from the National Economic Research Institute (NERI). 

2014 Lao Civil Servant Skills Measurement Survey 
 

1. The 2014 Lao Civil Servant Skills Measurement Survey (LCSSMS) is a nationally 
representative survey of 2,616 currently employed civil servants in all 17 provinces at the 
Central, Province and District administrative levels that was conducted under the TA. The 
data were collected during the period June 15-August 15, 2014. The sample includes civil 
servants from 13 of 16 sectors (the excluded sectors are Foreign Affairs, Justice, and 
Science and Technology). Also excluded from the sample are the staff of all non-ministerial 
organizations (e.g., State Bank, Lao Women’s Union), the administrative staff of both 
provincial and district governors, and all non-civil-servant government workers (e.g., military 
and security personnel and civilian contract workers).  
 
Personal characteristics of civil servants 
 
2. Female civil servants are still under-represented at all administrative levels, but 
particularly at the Province level, where they account for only 36% of civil servants. 
However, recent efforts have clearly been made particularly at the Central and District levels 
to increase their representation. 
 
3. Most civil servants are married (83%), but the percentage of never married civil 
servants is higher at the Central level (30% overall and 37% of females). Most civil servants 
speak the Lao language at home (93%), with the percentage varying from 99% at the 
Central level to 84% at the District level. Younger civil servants and less educated civil 
servants are less likely to speak Lao at home. Most currently married civil servants reside 
with their spouse (97%), while most currently or previously married civil servants reside with 
one or more of their children (90%), with the latter percentage increasing sharply with age 
(reaching 98% among civil servants aged 41 and above) and with the number of children 
living with civil servants decreasing sharply with their level of education. One-third of civil 
servants also reside with one or both of their parents.  
 
4. The parents of relatively high percentages of civil servants (the fathers of 34% of civil 
servants and the mothers of 16%) were previously government employees, with the 
percentage highest at the Central level and higher among younger civil servants (at the 
Central-level, for example, the fathers of 62% of civil servants under age 25 were previously 
government employees versus the fathers of only 26% of civil servants aged 51 and above). 
 
Education and training of civil servants 
 
5. The levels of general education completed by civil servants do not vary significantly 
by sex, but they do vary by administrative level, most sharply between the Central and 
Province levels, on the one hand, and the District level. For example, 96% and 93% 



respectively of civil servants at the Central and Province levels have completed upper 
secondary education, versus only 78% at the District level. However, these differences are 
much lower among younger civil servants, suggesting that they are likely to disappear over 
time. 
 
6. Differences are also observed by sex and by administrative level in the post-general 
education levels of civil servants. The differences favor males at all three administrative 
levels (although the differences by sex are narrower at the Central level), and the differences 
favoring males exist even among younger civil servants. Post-general education levels are 
highest at the Central-level and lowest at the District level.   
 
7. The fields studied in post-general education vary sharply by sex, with males more 
likely to have studied agriculture or engineering, science or architecture (with the exception 
of information technology) and females more likely to have studied education or health 
sciences. Males are more likely to have studied abroad (7% versus 4% female), most 
frequently in Vietnam or Thailand. Central-level civil servants are more likely to have studied 
abroad (20%) than either Province or District-level civil servants (10% and 2% respectively). 
One in twelve civil servants is currently attending a formal education program (8% overall, 
including 9% of males and 7% of females). 
 
8. Almost half of civil servants attended on-the-job training during the past 12 months 
(47% overall, including 50% of males and 44% of females), while one-fifth of civil servants 
participated in seminars or workshops (including 29% of males and 9% of females), and 8% 
of civil servants participated in other types of courses of private lessons. Among those 
attending one or more courses of each type, civil servants spent an average of about 6 days 
each in both on-the-job training and seminars or workshops and about 20 days in other 
courses or private lessons. Civil servants rated all three types of in-service training as useful, 
with only 2-3% of in-service training courses rated as either “not used in work” or “almost 
never used.” 
 
9. In a series of questions designed to elicit civil servants’ priorities for their own training 
during the next 12 months, they were asked to rate their skill levels in 17 areas (managers) 
or 15 areas (technical staff). They were then asked whether they had received any previous 
training in each area and, lastly, to identify their three highest priority areas for additional 
training during the next 12 months. One striking finding is that both female managers and 
female technical staff rated their skill levels lower than males in every area, without 
exception. Female managers are also less likely to have been previously trained in 15 of the 
17 areas, while female technical staff are less likely to have been trained in all 15 areas. The 
skill ratings are similar across administrative levels, but both managers and technical staff at 
the Central level are more likely to have been previously trained than their counterparts at 
the Province and District levels. Managers listed “Making work plans” and “Foreign 
language” as their highest priority areas for future training. These stated priorities are 
consistent with apparent training needs in the case of “Foreign language,” which received by 
far the lowest rating in terms of current skill levels (4.76, with no other area receiving a rating 
below 7). However, they are not consistent with apparent training needs in the case of 
“Making work plans,” which received the second highest rating in terms of current skill levels. 
Technical staff listed “Using technology in the workplace,” “Leadership” and “Financial 
management” as their highest priorities for future training, two of which also received among 
the lowest ratings in terms of current skill levels. 
 
Health, welfare and nutrition 
 
10. The 2014 LCSSMS collected limited information on the perceived health, welfare and 
nutritional status of civil servants. The data indicate that there is no significant gender 
difference in civil servants’ overall satisfaction with their current lives but that Central-level 



personnel are less satisfied than either Province or District-level personnel. Interestingly, civil 
servants’ overall satisfaction with their lives increases systematically with their age and 
decreases systematically with their education levels. 
 
11. Male civil servants are more likely than females to be overweight or obese (31% 
versus 22% female), with Central-level personnel more likely to be overweight or obese 
(37%) than either Province or District-level personnel (33% and 25% respectively). The 
likelihood of being either overweight or obese increases sharply with age and is also higher 
among those with a Certificate or Masters/Doctorate. As expected, the patterns in self-
reported chronic illness by sex, administrative level, age and education, parallel those of 
being overweight or obese. 
 
Career paths 
 
12. Central-level civil servants and younger civil servants are considerably more likely to 
have taken a written examination or had a personal interview when applying for their first 
government jobs. Civil servants with a Certificate or Masters/Doctorate are less likely than 
others to have taken a written examination, while those with a Bachelors or 
Masters/Doctorate are much more likely to have had a personal interview. 
 
13. Male civil servants are more likely to be Party members than females (65% versus 
40% of females), while those working at the Province or District levels are more likely to be 
Party members (56% in both cases versus 37% at the Central level). Civil servants with a 
Certificate or Masters/Doctorate are also more likely to be Party members. 
 
14. Male civil servants are more likely than females to have received an award for good 
performance, although males were older when they received both their first award and their 
highest award. Both Province and District-level civil servants are more likely to have 
received an award than Central-level civil servants. The likelihood of having received an 
award increases steadily with age: by ages 41-45, almost all civil servants have received an 
award for good performance. Civil servants with a Certificate or a Masters/Doctorate are 
more likely to have received an award than civil servants with other levels of post-general 
education. 
 
15. Male civil servants are more likely to have been working immediately before entering 
government service (14% versus 8% of females), whereas females are more likely to have 
been students (81% versus 76% of males). Central-level civil servants, civil servants aged 
25-35, and civil servants with a Bachelors or higher level of education are also more likely to 
have been working immediately before entering government service. 
 
16. When asked about their reasons for deciding to enter government service, the 
reasons most often cited are “Opportunity to serve my country (97%), “Job security” (96%) 
and “Prestige” (93%),whereas the least often cited reasons are “Opportunities for additional 
income” (47%), “In-kind benefits (free housing, use of a car)” (50%), and “More generous 
leave entitlement” (53%). “Opportunities for further education” was cited more often by 
females and by District-level and younger civil servants, while “Shorter working hours” was 
cited more often by District-level civil servants, by civil servants aged 25-40 years and by 
civil servants without university degrees. 
 
17. Most civil servants are currently working as general technical staff (58%), while 4% of 
civil servants are working as top-level managers and 38% are working as lower level 
managers. Male civil servants are much more likely than females to be working as managers 
(6% as top-level managers and 50% as lower-level managers versus 2% and 21% 
respectively of females). Civil servants with Masters/Doctorates are most likely to be both 



top-level and lower-level managers (28% and 47% respectively), although those with a 
Certificate are almost as likely to be lower-level managers (46%). 
 
Job satisfaction 
 
Very few civil servants reported either that they had experienced any discrimination at work 
during the past 12 months (1%) or that they had been victims of bullying or harassment (less 
than 1%). When asked about their current plans to continue working for the Government, 
more than 99% of civil servants indicated that they would like to continue working for the 
Government until retirement. When asked the degree to which they agreed or disagreed with 
20 positive statements about their jobs, most civil servants (more than 90%) agreed with 16 
of the statements. However, only 37% (and an even lower 26% at the Central level) agreed 
with the statement “Poor performance is dealt with effectively in my Department.” When 
asked to characterize 15 features of their physical work environment, “Internet access” 
received the poorest rating, varying from 84% “poor” or “totally lacking” at the District level to 
24% at the Central level. All aspects of the physical work environment were rated poorest at 
the District level, while all 15 were also rated poorer by females. 
 
Gender 
 
18. Civil servants were asked a series of questions about gender and gender policies in 
their workplace. Many of the responses suggest that both females and males are reasonably 
comfortable about the current status of gender relations, policies and procedures. For 
example, when asked about the degree of support provided by managers for promotion of 
gender equality, most respondents indicated that managers either “Provide a lot of support” 
(85%) or “Provide some support” (8%). However, when asked whether gender training is 
included in basic training for new employees, only 40% responded “Yes.” When asked how 
important they thought it was to have equality between women and men in all positions, 
most civil servants responded that it is “Important,” but an equal percentage of women and 
men (13%) responded that it is “Not important.” When asked which of ten possible obstacles 
affect gender roles in the workplace, the most frequently cited obstacle (24%) was “Lack of 
opportunity for developing/training in gender roles.” 
 
Economic status 
 
19. The monthly net payments received by civil servants are equal to their base salaries 
(less deductions for payroll taxes) plus cash benefits and allowances that vary considerably 
across individuals. Base salaries in turn are a function of Salary Levels (based largely on 
educational qualifications) and Salary Steps (based on seniority). The LCSSS data indicate 
that females and District-level personnel are relatively disadvantaged in terms of Salary 
Levels, with 62% of females and 69% of District-level civil servants in the three lowest salary 
levels (versus 46% of males and 11% and 18% respectively of Central and Province-level 
personnel). Civil servants in Salary Level 1 (the lowest) have the most experience and 
therefore relatively high Salary Steps compared to those in other Salary Levels. Females are 
also relatively disadvantaged in terms of cash benefits and allowances, with higher 
percentages of females than males receiving only 2 of the 13 cash benefits and allowances.  
 
20. The LCSSMS data indicate that females receive lower average net monthly 
payments than males in all three administrative levels and that average net monthly 
payments increase with age and with education level, as expected. However, more 
surprisingly, the data indicate that average net monthly payments are highest at the District 
level and lowest at the Province level among both males and females. 
  
21. The LCSSMS also collected data on the ownership of 23 different durable items by 
civil servants’ households. These data indicate that some items are almost universally 



owned by civil servants, including mobile phones (nearly 100%), televisions (96%), 
motorbikes or motorcycles (95%), and a satellite dish or cable connection (95%). Other 
widely owned items include: refrigerators or freezers (87%), electric rice cookers (83%) and 
VCD/DVD players (78%), but with all three items owned less frequently by the households of 
District-level civil servants. “Luxury” goods, such as cars or trucks, washing machines, air 
conditioners, computers, water heaters, vacuum cleaners and cameras or video recorders 
are more frequently owned by the households of Central-level (and in some cases, Province-
level) civil servants. The only durable items most frequently owned by the households of 
District-level civil servants are two or four-wheeled tractors.  
 
Skills 
 
22. Due to budget constraints, skills were not directly measured in the LCSSs. Instead, 
civil servants were asked about their use of various cognitive, technical and soft skills both in 
their work and outside of their work. Although less useful than direct measures of skills, the 
use of skills is important not only because frequency of use is likely to be correlated with 
actual skill levels but also because if skills are not used regularly, they fail to improve with 
experience and may even deteriorate over time. 
 
23. The LCSSMS data indicate that almost all civil servants read “Instruction or operating 
manuals” and “Reports” in their work (96% in both cases), with little variation by sex, 
administrative level, age or education. Civil servants report the use of writing skills less 
frequently in their work, although those working at the Central level, older and more 
educated civil servants report using writing skills more frequently than other civil servants. 
Most civil servants (91%) report using “Multiplication or division” in their work, with only small 
differences by sex or by administrative level. When asked whether their “Lao reading and 
writing skills” had ever limited their promotions or other opportunities at work, females were 
more likely to respond affirmatively (28% versus 24% male), as were District-level civil 
servants (29% versus 23% and 16% respectively at the Province and Central levels) and 
less educated civil servants (e.g., 38% of civil servants with a Certificate versus 15% with a 
Masters/Doctorate). 
 
24. When asked about the length of the longest documents they normally read and write 
in their work and outside of their work, 53% of civil servants (and 59% of females) indicated 
that the longest document they normally read in their work is 1-5 pages long. Only 17% of 
civil servants reported that the longest document they normally read in their work is longer 
than 25 pages. More educated civil servants and those working at the Central and Province 
levels are more likely to read documents longer than 25 pages (e.g., 35% of those with a 
Masters/Doctorate versus 13-18% of civil servants with other levels of post-general 
education). Similar responses were obtained with respect to documents read outside of work 
as well as documents written both at work and outside of work. 
 
25. The LCSSMS data indicate that females use all “technical skills” (i.e., skills specific to 
their jobs) less frequently in their work than males. The only skill that female civil servants 
report using more frequently than males is “Use of a sewing machine outside of work.” For 
example, males reported that they were more likely to use computers “every day” (77% of 
males versus 64% of females). It is unclear whether such gender differences are due to 
females having fewer technical skills or to their placement in jobs where they have less 
opportunity to use their skills.  
 
26. The responses also indicate that the jobs of males and District-level civil servants are 
(i) more physically demanding, (ii) involve more interaction with persons other than co-
workers, and (iii) provide more freedom to decide how to do their work than the jobs of other 
civil servants. The work of male civil servants requires them to think at least 30 minutes 
before beginning a task more frequently than the work of females, whereas the work of 



females more often involves carrying out short, repetitive tasks. However, a slightly higher 
percentage of females indicated that their work involves learning new things “Every day” 
(41% versus 37% of males). Higher percentages of Province and District-level civil servants 
are also more likely to learn new things “Every day” (39% in both cases versus 35% of 
Central-level civil servants). 
 
27. When asked about the usefulness of their formal education in their work, almost all 
civil servants considered it “Very useful” (94% overall, but only 87% of Central-level civil 
servants). Civil servants were also asked to indicate the minimum level of education needed 
to do their jobs. The most frequent response was a Higher Diploma (46%), followed by a 
Bachelors (24%) and a Diploma (23%). Most Certificate holders indicated that either a 
Diploma or Higher Diploma is needed (46% and 22% versus 17% indicating that only a 
Certificate is needed). In contrast, 62% of civil servants with a Masters or Doctorate 
indicated that only a Bachelors is needed to do their jobs, compared to only 20% indicating 
that a Masters or Doctorate is needed. Civil servants were also asked to indicate (i) the 
minimum amount of work experience needed to do their jobs and (ii) the minimum amount of 
time on the job that someone with the necessary work experience would need before they 
could perform their jobs well. Females, Central-level and younger civil servants indicated 
that both less work experience and less time on the job are needed to do their jobs. 
 
28. The LCSSMS also asked civil servants about their ability to speak languages other 
than Lao well enough to work or study in them. The responses indicate that 40% of civil 
servants speak one or more foreign languages, while 33% speak one or more non-Lao 
national languages. Males are more likely to speak both a foreign language and a non-Lao 
national language (45% and 37% respectively versus 34% and 26% of females). A 
substantially higher percentage of Central-level civil servants (83%) indicated that they 
speak at least one foreign language, versus 50% and 31% respectively of Province and 
District-level civil servants. However, the order is reversed in the case of non-Lao national 
languages, which are spoken by 39% of District-level civil servants, 24% of Province-level 
civil servants and by only 8% of Central-level civil servants. The foreign language most 
widely spoken is English (spoken by 32% of all civil servants), followed by Thai (21%), 
Vietnamese (7%) and French (5%). The most commonly spoken non-Lao national language 
is Khmou (14%), followed by Hmong (5%). 
 
29. Civil servants were also asked the extent to which they exhibit each of 24 different 
personality/behavior traits or preferences. Civil servants most often indicated that they are 
“interested in learning new things” (91%), that they “think carefully before making an 
important decision” (89%), that they are “outgoing and sociable” (88%),”very careful when 
doing a task” (85%) and “very polite to other people” (83%). In contrast, they indicated least 
often that people “are mean or not nice” to them (11%), “take advantage” of them (11%), or 
that they “get nervous easily” (13%). 
 
30. Lastly, civil servants were asked a series of questions designed to assess their 
willingness to (i) accept risk and (ii) to defer gratification. Only 19% of civil servants can be 
characterized as “risk-takers,” while 68% of civil servants are “extremely risk averse” (i.e., 
those unwilling to play a game even if the expected payoff is 100% higher than the sure 
payment they would receive without playing). The responses also indicate that 46% of civil 
servants can be characterized as “seeking immediate gratification” (i.e., persons who refuse 
to wait one year even to receive a 100% return on their money), while only 22% of civil 
servants are “more willing to defer gratification” (i.e., accept a 20% return on their money for 
waiting one year). 
 



Regional Labor Market Study 
 
31. This research study focuses on the flows of skilled and unskilled labor between Lao 
PDR and Thailand. It consists of three distinct parts. The first part reviews the existing labor 
market data for both countries, including in particular the currently available data on the 
employment of foreign skilled labor. The second part describes the findings of employer 
surveys that were conducted in both countries as part of the study, with a focus on the role 
of foreign skilled labor and foreign-trained domestic labor. The third part presents projections 
of labor supply and demand by skill level, including the projected flows of migrant labor 
between the two countries. 
 
Review of existing labor market data 
 
32. The study assembles and reviews data on the labor force and employment in both 
countries. Related laws and regulations on the employment of foreign labor and current labor 
market challenges are also briefly reviewed. The demographic data for Lao PDR indicate 
that it still has a rapidly growing labor force (unlike Thailand), although labor force 
participation rates have decreased sharply in recent years among the age group 15-24 due 
to large increases in school enrollment. The labor force data for Lao PDR show that 
agriculture still accounts for two-thirds of all main jobs reported.  
 
33. The most reliable data on foreign skilled workers in Lao PDR are obtained from the 
2006 and 2012 Economic Censuses, which however do not include self-employed workers 
working at home (e.g., most farmers). According to this source, there were 26,725 foreign 
workers in 2012 (including temporary workers), up from 13,578 in 2006. More than half of 
the foreign workers are working in only three sectors: wholesale and retail trade (not 
including hotels and restaurants), manufacturing and construction. Altogether, foreign 
workers accounted for 3.93% (3.35%) of all (permanent) workers enumerated in the 2006 
Economic Census and 6.50% (6.08%) of all (permanent) workers enumerated in the 2012 
Economic Census. Data on the annual registration of foreign workers obtained from the 
Ministry of Labor shows a sharp increase in the number of foreign workers registered during 
the period 2008-2012, compared to the period 2003-2007. According to data from the 2012 
World Bank Enterprise Survey, most foreign workers are working in managerial or 
professional occupations, although there are also significant numbers of foreign technicians 
and service workers. The largest number of foreign skilled workers have traditionally come 
from Thailand. However, the numbers of Vietnamese and Chinese workers are believed to 
have increased rapidly in recent years.  
 
34. Thailand also has large numbers of foreign skilled workers (more than 83,772 in 
2012), but the number has been fairly stable in recent years. Most foreign skilled workers are 
working in the manufacturing, education, wholesale and retail trade, and hotel and restaurant 
sectors and most are working as managers, professionals and technicians. 
 
35. For Lao PDR, data on the overseas training of nationals were also assembled and 
analyzed in the study. There are two main sources of information on foreign training: the 
Ministry of Education and Sport (Department of Student Affairs) and estimates prepared by 
UNESCO. Although the total numbers of overseas students are broadly similar between the 
two data sources, information on the countries in which they are studying differs markedly. 
For example, according to the MoES data, the largest numbers of tertiary-level students are 
studying in Vietnam, followed by China and Japan. According to UNESCO data, Vietnam 
also accounts for the largest number (though substantially fewer than in the MoES data), but 
Thailand is in second place, while Japan is a distant third, and no students are reported to 
be studying in China. According to the MoES data, the number of Lao graduates from 
foreign tertiary institutions was 1,391 in 2013, up from 912 in 2010. The reported fields of 



study of graduates were mainly business, economics, engineering, law and other social 
sciences. 
 
Employer surveys 
 
36. The study also conducted employer surveys in both Lao PDR and Thailand that 
focused on the roles of foreign skilled labor and foreign-trained domestic labor in the 
surveyed enterprises, including the relative wages paid to foreign and foreign-trained skilled 
labor as compared to domestically-trained skilled labor; and the extent to which domestic 
labor can substitute for foreign labor. 
 
37. The employer survey in Lao PDR was conducted from May to August 2014. The 
surveyed firms employ foreign-skilled labor in various positions, ranging from the top-level, 
e.g., executive chefs and managing directors, to mid-level management and technical 
positions, e.g., engineers, supervisors, and assistant managers. The main reason why the 
surveyed firms hire foreign workers is because the supply of similarly qualified domestic 
workers is very limited.  
 
38. For 100% foreign-owned firms and affiliates of foreign firms, it is common for the 
headquarters to send their current staff or staff in affiliates based in other countries to work 
in their affiliated firms in Lao PDR to fill high-level management and technical positions. 
Employers indicated that it is generally very difficult for local personnel to substitute for 
foreign personnel. The existing pool of skilled local workers is not yet up to the required 
international standards. Headquarters wants to put the right persons in the right jobs in their 
affiliates to ensure that they function according to international standards.  
 
39. The need for foreign labor in Lao PDR is not restricted to high-skilled jobs. Since 
domestic vocational education is of poor quality, there is also a substantial need for 
foreigners to fill semi-skilled jobs such as technicians. It is not surprising that many positions, 
both skilled and semi-skilled, are held by foreigners even when the firms can make their own 
employment decisions. Skills-upgrading attempts at firm-level such as on-the-job training, 
overseas training, technology and knowledge transfers from foreign to local workers, and 
scholarships can be found in many sectors. Leading examples of such attempts include the 
partnership projects between Toyota Company or Kubota Company with the Lao-Germany 
vocational school. Given the current quality of formal and vocational education and lack of 
personnel and resources in the education sector, employers indicated their belief that it will 
take many years before the education system in Lao PDR can produce graduates that can 
substitute for foreign skilled workers.  
 
40. Lao workers are normally able to benefit through the skills and knowledge transfer 
from working and collaborating with foreigners. In addition, working with foreigners helps 
improve the language skills and work attitudes of domestic workers, resulting in their 
increased productivity. The productivity and performance of the firms can be improved 
substantially through employing foreign workers, since they can help reduce the cost of 
production and can do the jobs that domestic workers are not very productive at. Despite 
these benefits, foreign workers can sometimes cause misunderstandings, conflicts, or 
tensions with the domestic workers, which in turn hinders the performance of the firm. 
Cultural differences and language barriers are the main factors discouraging collaboration 
and understanding between foreign and domestic workers. 
 
41. Since foreign skilled workers receive more compensation than their local 
counterparts, the main obstacle to employing more foreign skilled workers is their relatively 
high cost. Generally, only large firms can afford to hire foreign workers. In addition to their 
high cost, another important obstacle is the cost and time required to obtain the necessary 
work permit, which employers feel are needlessly high. 



 
42. The employer survey in Thailand was conducted from May to August 2014. It found 
that high-skilled foreign workers are usually employed in high-level management positions or 
technical expert positions. Some workers are sent by company headquarters to supervise 
the operation of the factories or offices in Thailand. This type of worker comes to Thailand in 
order to ensure that the management and production qualities meet the standards set by 
headquarters. Since the affiliates in Thailand have no control over the employment of the 
foreign employees and the parent company still feels the need to send its own people to the 
affiliates, it is unlikely in these cases that Thai personnel can substitute for this type of 
foreign personnel. 
 
43. There are also high-skilled foreign personnel hired directly by Thai firms (both 
domestic firms and foreign affiliates) in response to their own needs. This is mainly because 
some firms face difficulties in finding Thai workers with the required qualifications. For 
example, one integrated circuit firm indicated that it is difficult to hire Thai engineers who can 
analyze the data for the purpose of R&D. Similarly, a sugar producer reported that it could 
not find a Thai worker who is familiar with the sugar by-product business, while hotels 
indicated that they have to hire foreign general managers because they cannot find Thai 
personnel with an equivalent international experience. However, because it is usually more 
expensive and more complicated to hire foreign personnel, firms only hire them when they 
really need to. The firms may compromise by hiring less-qualified Thai personnel. In 
summary, it can be said that Thai firms hire foreign personnel because they have three main 
types of skills (i) management skills, (ii) specific technical skills and/or (iii) foreign language 
skills. Improvement in these skills is needed to promote the substitutability between Thai and 
foreign high-skilled workers. 
 
Regional labor market projections 
 
44. A regional labor market model was developed as part of the project. The model 
consists of two modules: (i) a labor supply module for projecting the future supply of labor by 
skill level, and (ii) an economic module to project employment and migration. The labor 
supply module used three alternative definitions of highly skilled labor. The first definition is 
the broadest and includes all labor who have had one or more years of post-secondary 
education (i.e., vocational/technical or higher education). The second definition limits the first 
group to those who are working in either a managerial or professional occupation. The third 
definition, which is the narrowest, is limited to those in the second group with one or more 
years of higher education. Projections of skilled labor using these three alternative definitions 
indicate that the percentage of highly skilled labor in Lao PDR would be 24.0 percent, 11.5 
percent and 5.97 percent of the total labor supply respectively in 2025. However, it is felt that 
the broadest definition of highly skilled labor is too generous, given the current uneven 
quality of post-secondary education in Lao PDR. The projections using the two more 
restricted definitions are considered to be more realistic measures of the quantity of highly 
skilled labor. The estimates suggest, therefore, that the proportion of the highly skilled 
workforce in Lao PDR is more likely to be between 6-12 percent in 2025. 
 
45. A rough comparison between the projected share of highly-skilled workers in 2025 
and the current situation in OECD countries or other Southeast Asian countries suggests 
that the projected proportion of high-skilled workforce in Lao PDR (even using the least 
restrictive definition) is still very low. According to the results from the survey of adult skills, 
conducted by OECD between 2011 and 2012, about 79.8 percent of adults in OECD 
countries can perform simple mathematical calculations and interpret relatively simple data 
and statistics in texts. Almost half (46.8 percent) can perform tasks involving several steps of 
problem-solving and can also interpret and perform basic analyses of data and statistics in 
text, tables and graphs. In the case Southeast Asian countries, data from the World Bank 
suggests that the percentage of the workforce with tertiary education in Singapore, Malaysia 



and Thailand were 29.4, 24.4 and 17.1 percent in 2012 respectively. The comparable 

percentage for Lao PDR is no more than 13 percent.
1
  

 
46. Despite the current lack of high-skilled workers in Lao PDR, it may still be possible to 
catch up with neighboring countries in the future. According to the projections (using the 
least restrictive definition of highly skilled labor), and assuming that current tertiary 
enrollment rates among the young remain constant, from 2013 onward, about 24 percent of 
the workforce will have some tertiary education by 2025. This 24 percent breaks down into 
14 percent for vocational/technical education and 10 percent for university/institute 
education. However, evidence from the LECS data suggests that only about 4-5 percent of 
workers with tertiary education are assigned to relatively high-skilled managerial and 
professional occupations. The rest actually work in occupations which do not require high 
skills.  
 
47. A computable general equilibrium (CGE) model linking the economies of Thailand 
and Lao PDR is used in the study to project the demand for skilled and unskilled labor in the 
two countries. In developing such a regional economic model, the study fills the gap in the 
projection model developed by the World Bank for the 2014 Lao Development Report by 
adding a foreign labor module to (i) project the migration of domestic unskilled labor from 
Lao PDR to Thailand which responds to differences in the projected wages of unskilled labor 
between the two countries, and to (ii) project the supply and demand for foreign skilled labor 
in Lao PDR, again in response to skilled wage differentials between Thailand and Lao PDR.  
The model also disaggregates the economy into sectors, and incorporates the role of skilled 
workers in enhancing overall labor productivity. 
 
48. The simulation results (using the most restricted definition of high-skilled labor) 
indicate that the extraction sector (mainly mining), the services sector and the utility sector 
will experience the most rapid growth in the demand for high-skilled labor between 2013 and 
2025. As compared to the employment of the high-skilled labor in 2013, the 2025 
employment of high-skilled labor in the extraction sector is projected to increase by 60%, 
and by 40% and 20% respectively in the services and utility sectors. In these three sectors, 
the projections indicate that that the domestic supply of high-skilled workers will not be 
sufficient to serve their future needs. Consequently, significant numbers of migrant workers 
will need to be imported to fill the gap. The demand for foreign high-skilled workers is 
projected to double overall during the period 2013-2025, remaining essentially unchanged in 
the manufacturing sector. 
 
49. The projections also indicate that the supply of unskilled labor in Lao PDR will 
continue to exceed the demand for unskilled labor, with the result that growing numbers of 
Lao unskilled workers are projected to migrate to Thailand and increasingly to other ASEAN 
countries. The number of Lao low-skilled workers working in Thailand is projected to 
increase between 2013 and 2025 by 40% in agriculture, by 70% in manufacturing and by 
80% in the services sector. 
 

                                                 
1

 Using LECS data, the proportion of workforce with at least 1 year of tertiary education (including 
technical/vocational education and university/institute) was estimated to be around 13.3 percent in 
2012. However, if only those who complete the tertiary degree are counted, the proportion would be 
less than 13.3 percent. 



Appendix 5. Human resource development strategic framework and 
thrusts, 2016‐2025 
 

One of the main challenges in preparing the draft strategic framework was to ensure that it 
added value to the large number of sector and sub-sector strategies and plans that have been 
developed since the HRD Strategy to 2020 was formulated in 2001. Space alone precludes a 
comprehensive HRD Strategy to 2025 covering all aspects of HRD in large, complex sectors 
such as education and health. The solution was to focus the revised HRD Strategy to 2025 on 
two areas: (1) HRD interventions that require multi-sectoral cooperation, and (2) cross-cutting 
themes that support HRD in multiple sectors.  

 

Accordingly, the revised HRD Strategy to 2025 is not intended to replace or substitute for the 
detailed sector and sub-sector strategies and plans that already exist or that may be developed 
during the period of the Strategy. Instead, the revised HRD Strategy to 2025 is intended to 
complement sectoral plans and strategies by focusing on opportunities for (i) multi-sectoral HRD 
investments and (ii) investments to address cross-cutting themes that are important to HRD 
investments in multiple sectors. 

 

Institutional mechanisms to support multi-sectoral HRD investments already exist in many 
cases. In such cases, the revised HRD Strategy to 2025 does not propose to create new ones. 
However, including high-priority multi-sectoral investments in the Strategy may facilitate more 
effective multi-sectoral collaboration and may help to ensure that existing multi-sectoral 
initiatives are adequately funded, monitored and supported to achieve their objectives. 

 

The revised HRD Strategy to 2025 is also designed to address some of the limitations in the 
current HRD Strategy to 2020, many of which are due to the passage of time since the Strategy 
to 2020 was developed (almost 14 years). Many important positive trends have emerged during 
this period, including more rapid economic growth and poverty reduction than anticipated, 
increased regional cooperation and integration, and peace and political stability in the region. At 
the same time, some new challenges have emerged, including acute shortages of skilled labor 
in Lao PDR, increased migration of unskilled labor to Thailand, sharp disparities in many key 
HRD indicators (e.g., by gender, ethnicity, location and socio-economic status), and non-
communicable and emerging diseases (e.g., SARS, avian influenza). The revised HRD Strategy 
is also designed to address other limitations of the current HRD Strategy to 2020, including the 
absence of a strategic framework and action plan, a clear indication of priorities, and a poor 
match between the text of the Strategy and the indicators included in its monitoring framework.1 

 

The scope of the draft strategic framework covers the same six areas as the current HRD 
Strategy to 2020, but with additions (in italics) in two areas to reflect broadened responsibilities: 

 

                                                 
1

 See “Review of Implementation to Date of the HRD Strategy to 2020,” Report to the Asian Development 
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i. Political/ideological development 
ii. Civil service 
iii. Education and training 
iv. Health and nutrition 
v. Labor and social welfare 
vi. Information, culture, tourism and sport  

 

Vision, mission, core principles, strategic priorities and goal 
 

Vision to 2030 

 

A labor force that is not only knowledgeable and competent to support rapid and sustained 
economic growth but that is also ready to cooperate and compete with the outside world. 

 

A population of citizens with a sense of patriotism and love for their country and government, 
honest, disciplined and respectful of laws, physically and mentally healthy, strong and resilient, 
ready to stand together, and committed to lifetime learning, traditional values, progress and 
science. 

 

Mission 

 

The purpose of the HRD Strategy is to complement sectoral strategies and plans by focusing on 
(i) problems that require multi-sectoral solutions and (ii) cross-cutting issues that affect the 
implementation of both sectoral and multi-sectoral plans and strategies. 

 

Core principles 

 

“Man is not only a resource for socioeconomic development but man is also the core element of 
development itself” (HRD Strategy to 2020) 

 

“Education is the starting point and core of human resource development” (HRD Strategy to 
2020) 

 

All people should have equal opportunity to develop their skills to the limit of their abilities. 

 

People who are unable to secure their basic needs through work and other family resources 
should receive assistance from their communities and the government. 

 

Strategic priorities 

 



The main objective of the HRD Strategy to 2025 is to provide broad social sector support to Lao 
PDR’s overall development goal “of continued poverty reduction, graduation from Least 
Developed Country Status through realization of national development potential and 
comparative advantages, effective management and utilization of natural resources and strong 
regional and international integration” (8th NSEDP).   

 

Goal 

 

The goal of the HRD Strategy to 2025 is: (i) graduation from Least-Developed Country Status 
(the core objective of the 8th NSEDP) and (ii) achievement of off-track HDR-related Millennium 
Development Goals (MDG). 

 

Graduating from least-developed country status involves three indicators (corresponding to the 
three Outcomes in the 8th NSEDP): (i) the level of gross national income (GNI) per capita, (ii) an 
index of HRD outcomes called the Human Activity Index (HAI), and (iii) an index of risk to 
exogenous shocks called the Economic Vulnerability Index (EVI). The HRD-related HAI (the key 
performance indicator for Outcome 2 in the 8th NSEDP) is an equally weighted index of four 
HRD indicators: (i) the percentage of the population undernourished (based on FAO estimates), 
(ii) the under-5 mortality rate, (iii) the gross secondary school enrollment rate, and (iv) the 
literacy rate among adults aged 15 and above (higher values are needed for graduation). 
Although the first two indicators have been improving steadily over time, the two education 
indicators have been improving more slowly due to the low primary school completion rate. At 
the last review (2012), Lao PDR’s HAI had a value of only 61.4, compared to the graduation 
threshold value at the time of 66.  

 

The off-track HRD-related MDGs include: (i) the percentage of children under 5 with moderately 
low height-for-age, (ii) the gross secondary education enrollment enrollment ratio, (iii) the 
proportion of pupils starting grade 1 who reach the last grade of primary school, (iv) the literacy 
rate among 15-24 year-olds, (v) the infant mortality rate, (vi) the proportion of 1 year-old children 
immunized against measles, and (vii) the maternal mortality ratio.  

Strategic framework 
 

The draft strategic framework has six strategic objectives, each of which includes two or more 
strategic thrusts. Although some of the strategic objectives would appear to be most closely 
associated with a particular sector (e.g., education, labor, health), they all address multi-sectoral 
problems that require multi-sectoral solutions. 

 

1. Reduce and eventually eliminate disparities in HRD outcomes 
2. Support HRD through key multi-sectoral investments in education and training 
3. Increase labor productivity 
4. Support HRD through key multi-sectoral investments in health and nutrition 
5. Preserve and enhance traditional culture, promote tourism and foster the 

development of sport 
6. Protect the population from catastrophic risks 



 

In addition to the six strategic objectives, the draft strategic framework includes four cross-
cutting themes for investments that are needed to address important constraints to achieving 
HRD objectives in multiple sectors:  

 

1. Political leadership 
2. Civil service capacity 
3. Gender equality 
4. Regional cooperation  

 

Strategic objectives (SOs) 
 
SO‐1: Reduce and eventually eliminate disparities in HRD outcomes 

 

HRD investments that favor some population groups more than others are inefficient. All 
population groups, as distinct from all individuals within each group, have equal potential to 

benefit from HRD investments.
2
 When HRD investments are concentrated in certain population 

sub-groups (for example, male youth from upper-income families in large towns), the country 
loses the services of many talented people. An unfortunate feature of Lao PDR is its sharp 
disparities in HRD outcomes by such factors as gender, ethnicity, location, parents’ education, 

and socioeconomic status.
3
  These differentials in HRD outcomes reflect different levels of 

investments, both by individual families and by the Government. The resulting sharp disparities 
in key HRD outcomes make it difficult to achieve important development goals, including the 
MDGs and graduation from least developed country status. This strategic objective (SO) 
represents a commitment to reduce and eventually eliminate these sharp disparities. Although 
there are many ways to measure the degree of inequality in an indicator, one of the easiest to 

calculate and interpret is the “population attributable risk” (PAR).
4
 This is defined as the 

absolute difference between the average value of an indicator in the total population and its 
value in the most highly favored group, divided by the overall average value (for example, | I - Ia 
| / I, where I is the average value of an indicator in the total population and Ia is the average of 

the same indicator in the most advantaged group).
5
 The value of the PAR indicates the 

percentage change that would occur in the overall average if all groups could achieve the same 
value as the most advantaged group. 
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 Ministry of Planning and Investment. Manual for Integrating Population into Planning for Sustainable 
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SO-1 indicators 

 

Population attributable risk (PAR) values based on wealth quintiles for the following key HRD 
indicators, all of which are output indicators in the 8th NSEDP (with baseline values from the 
2011-12 Lao Social Indicators Survey (LSIS)): 

  

 Under-5 mortality rate. Baseline estimate: PAR=64% in 2011-12  
 Moderately low height for age among children under 5. Baseline estimate: PAR=55% in 

2011-12  
 Percentage of children aged 36-59 months who are currently enrolled in preschool. 

Baseline estimate: PAR=217% in 2011-12 
 Literacy rate among youth aged 15-24. Baseline estimate: PAR=31% in 2011-12 

 

Strategic thrusts (STs): 

 

ST 1-1: Identify and invest in gifted children from disadvantaged population groups at an early 
age 

 

Because the quality of schools currently varies greatly within Lao PDR, it is important to identify 
particularly talented children from disadvantaged population groups (i.e., rural children, girls, 
ethnic children, children with disabilities) at an early age, and provide them with appropriate 
enrichment programs (for example, special enrichment programs during school breaks) and 
eventually with the opportunity to study at high-quality boarding schools to prepare them for 
higher education. Otherwise, the country will lose the services of many talented people who will 
not be able to benefit from higher education. In the short- to medium-term, scholarships for 

disadvantaged “talented youth”
6
 from remote areas can be a partial solution. The Ministry of 

Education and Sports (MOES) will take the lead role in achieving this strategic thrust. 

 

ST 1-2: Educate all children and youth to become effective parents 

 

Given that most children are currently born into poor rural families, who are less able to provide 
for their material, health, nutrition and education needs, it is important to provide poor rural 
children and youth with the life skills needed to become effective parents. At a minimum, this 
includes basic instruction about proper hygiene, sex and reproduction (including family 
planning), infant care and feeding, and early childhood development (for example, the 
importance of providing a stimulating learning environment to very young children). Now that 
most children enter school, this can probably be done most cost effectively as part of the school 
curriculum in most areas. The age at which such instruction should be given might vary from 
one locality to another, depending on school retention rates. However, other approaches to 
building parenting skills may be needed in areas where large numbers of children either do not 
enter school or drop out at an early age. The Ministry of Education and Sports (MOES) will take 
the lead role in achieving this strategic thrust. 
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 Talented youth who are able to overcome their disadvantaged backgrounds are referred to as “resilient” 
youth in the previously cited World Bank report and are found in all countries. 



 

ST 1-3: Strengthen the demand for HRD investments among disadvantaged groups 

 

Improving access to good-quality education and health services may not be sufficient to ensure 
that they will be utilized by all segments of the population. Constraints on utilization may include 

cultural factors, incomplete information, and limited parental time.
7
 Demand for HRD 

investments can be strengthened by providing relevant information to parents and children 
about their benefits. In some cases, however, it may be necessary to provide financial and/or in-
kind incentives to strengthen demand in order to offset the cost or other barriers to utilization. 
For example, a recent study in India found that adding a small incentive for each visit to a 
regularly scheduled and reliably staffed monthly immunization camp (i.e., a 1 kg bag of lentils 
per immunization administered, and a set of plates after the child had been fully immunized) 
increased the rate of fully vaccinated children from 18% to 39% (the monthly camps alone 

increased the rate from 6% to 18%).
8
 The MOES is currently supporting school feeding 

programs for disadvantaged populations in several remote areas to provide incentives for 
school enrolment and attendance, as well as to ensure that children are adequately nourished 
while attending school, and has recently issued a “Policy on Promoting School Lunches” 

announcing its intention to expand their coverage through multi-sectoral cooperation.
9
 Similarly, 

the MOH has been piloting a program providing free obstetric care to pregnant women and free 
health care to their children under 5 (including support for transportation and food costs in the 

case of poor patients), which it also plans to expand.
10

 The Ministry of Education and Sports 
(MOES) will take the lead role in achieving this strategic thrust, with strong support provided by 
the Ministry of Health (MOH).   

 

SO‐2: Support HRD through key multi‐sectoral investments in education and training 

 

Currently available information indicates that working-age adults in Lao PDR do not have the 
skills needed to support sustained economic growth. In fact, one-third of urban working-age 
adults are not able to pass a basic literacy test that was passed by almost all urban working-age 

adults in neighboring Vietnam and Yunnan, China.
11

 The Ministry of Education and Sports is 
responsible for developing the education system to provide the population with needed skills. 
However, schooling outcomes (and especially learning outcomes) are closely associated with 
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other factors, including parents’ schooling and income levels. In order to improve learning 
outcomes, it is necessary for the Government not only to improve schools but also to 
compensate for the disadvantages that many children, especially poor rural children, have in 
these areas. One important way to do this is to get children off to a good start through early 
childhood education (ECE). For children who have successfully completed 12 years of general 
education, it is the task of post-secondary education to equip them with the additional skills that 
are sought by employers. The available evidence suggests that they are not doing a good job of 
this currently. 17% of firms in the 2012 World Bank Enterprise Survey identified “an 

inadequately educated workforce” as their most important constraint.
12

 Similarly, in a separate 
global survey of employers conducted in 2014 by the Global Economic Forum, employers 
identified an “inadequately educated workforce” as the most problematic factor for doing 

business in Lao PDR.
13

 

 

SO-2 indicators 

 

 Government-financed expenditure on education as a percentage of total primary 

government expenditure.
14

 Baseline value: 17.1 % in 2013/14 (based on planned 
expenditure, Ministry of Finance, Lao PDR) 

 Non-salary recurrent expenditure on education as a percentage of total government-
financed expenditure on education. Baseline value: 10.9% in 2013/14 (based on planned 
expenditure, Ministry of Finance, Lao PDR) 

  Percentage of children aged 3-5 who are currently enrolled in preschool (8th NSEDP 
output indicator). Baseline estimate: 23.0%  in 2011-12 (LSIS). 

 Percentage of youth aged 15-24 who are literate (8th NSEDP output indicator). Baseline 

estimate: 73.1% in 2011/12  (LSIS)
15

 
 Percentage of employers citing “inadequately educated workforce” as their main 

constraint. Baseline estimate: 17% in 2012 (World Bank Enterprise Survey). 

 

Strategic thrusts (STs): 

 

ST 2-1: Get children off to the right start through effective early childhood education (ECE) 
targeted to disadvantaged rural children 

 

Good-quality ECE is currently largely limited to the better-off segment of the urban population. 
According to data from the 2011/12 Lao PDR Social Indicators Survey (LSIS), only 5% of 
children ages 3-4 in the poorest wealth quintile are enrolled in an organized ECE program 
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versus 91% in the richest quintile. Sharp disparities are observed with respect to geographical 
location (15% rural versus 55% urban) or ethnicity (7% Hmong-Mien or 9% Mon-Khmer versus 
36% Lao-Tai). Although ECE is part of the Government’s current education strategy, it has been 
targeted mainly to 5-year-old children, which is too late to meet the needs of disadvantaged 
children. Effective ECE programs for disadvantaged children require not only classroom 
teaching but also complementary investments in health and nutrition (including special 
interventions for children with disabilities) and in building community awareness of the 
importance of ECE and effective parenting skills and practices even before a child is ready for 
ECE (e.g., early stimulation, nutrition, health, hygiene and disability awareness). Investments in 
community awareness should be supplemented by effective mass media campaigns. The 
Ministry of Education and Sports (MOES) will take the lead role in achieving this strategic thrust, 
with strong support from the Ministry of Health (MOH). 

 

ST 2-2: Build job-relevant skills that employers want 

 

Post-secondary education institutions in Lao PDR, including technical-vocational colleges and 
universities, face many challenges. Some of these challenges can be addressed by reforms 
within the education sector and are included in existing sectoral plans. However, the capacity of 
these institutions to provide the job-relevant skills that employers want requires effective multi-
sectoral collaboration, not only with other Government ministries, such as the Ministries of Labor 
and Social Welfare and the Ministry of Home Affairs, but most importantly with the private sector 
(including both private employers and private higher education institutions). In particular, post-
secondary education curricula are not effectively linked to labor market needs. In a recent 
survey of 29 public and private post-secondary institutions, only 3 of the 29 institutions reported 
developing part of their teaching materials with input from employers, while only 5 of the schools 

reported having formal program advisory committees.
16

 In recent years, the private post-
secondary education sector has increased significantly to absorb excess demand. However, the 
regulations governing private post-secondary education are outdated and lack relevance to the 
current Lao PDR context. Development of a coherent regulatory framework is urgently needed 
to ensure appropriate regulation, quality provision and relevance to labor market demand. The 
institutional basis for multi-sectoral cooperation in post-secondary education already exists (i.e., 
the National Training Council), but it has not been adequately funded or supported to perform its 
mandate. The Ministry of Education and Sports (MOES) will take the lead role in achieving this 
strategic thrust. 

 

SO‐3: Increase labor productivity 

 

Labor productivity is defined as value added per unit of labor input. It reflects the skill level of the 
work force as well as several other factors, including capital intensity and managerial 
performance. Labor productivity in Lao PDR is very low in all sectors apart from mining and 
hydropower.17 In the agricultural sector, low labor productivity must be addressed by appropriate 
investments and policy reforms in that sector, as well as by continued investments in rural 
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education and infrastructure.
18

 Low labor productivity in the non-agricultural sectors (apart from 
mining and hydropower) is due mainly to low capital intensity and to the poor skills of the 
domestic labor force (including managerial and professional skills), both of which also contribute 
to other causes of low productivity, for example, the small scale of most manufacturing firms 
and their use of outdated technologies. Increased investment in the non-agricultural sectors can 
be most effectively addressed by improving the investment climate (see CCT-1 below) and by 
developing the job-relevant skills that employers want (see ST-2.2 above).  Improving the 
investment climate (including facilitating access to foreign skilled labor when needed) will help to 
attract increased levels of foreign direct investment (FDI) in sectors other than mining and 
hydropower, which will increase both the scale of enterprises and their access to more modern 
technology as well as foster effective on-the-job training.  

 

SO-3 indicators 

 

 Labor productivity (GDP per worker) in manufacturing. Baseline estimate: 16.1 million 
Kip in 2013 (in 2002 prices, based on GDP estimates from the National Accounts and  
employment estimates from the LECS)  

 Number of registered foreign skilled workers in Lao PDR. Baseline estimate: 20,942 in 
2011/12 (Ministry of Labor, Lao PDR).  

 

Strategic thrusts (STs): 

 

ST 3-1: Improve the performance of labor markets 

 

Better and more timely labor market information is needed to inform employers of current supply 
and demand conditions that determine how much they have to pay to hire additional workers. 
Labor market information is also important for parents and children when they choose whether 
to pursue higher education and, if so, in which type of institution to enroll (university or technical-
vocational college), and which course of study to follow. Currently, university education is highly 
favored over technical-vocational education by students and parents, and most university 
students prefer to study business, medicine, education, IT or the social sciences rather than 
agriculture, science, math or engineering. Informal procedures are typically used to fill many 
types of jobs. For example, most wage and salary employees report that they obtained their 
current jobs through social networks rather than through formal mechanisms (e.g., competitive 
examinations, employment agencies, university/school job placement/career counseling offices, 

apprenticeships/internships).
19

 It is frequently reported that job applicants have to pay fees to 
obtain jobs in both the public and private sectors. When less qualified people are hired for jobs, 
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the effect is to lower productivity and growth. The Ministry of Labor and Social Welfare 
(MOLSW) will take the lead role in achieving this strategic thrust. 

 

ST 3-2: Develop evidence-based migration policies 

 

Data on those migrating to other countries for work and related research is very limited in Lao 

PDR.
20

 Current migration policy is therefore not evidence-based. The available data suggest 
that there is considerable surplus labor in the agricultural sector. However, there are relatively 
few non-agricultural jobs available domestically for relatively low-skilled workers at wage levels 
that are competitive with those in neighboring Thailand. The result is that many unskilled rural 
workers migrate to Thailand in search of work and are therefore unavailable to work in non-
agricultural jobs in Lao PDR. At the same time, the domestic labor force in Lao PDR lacks many 
of the skills needed to support a higher rate of non-agricultural growth. Consequently, many 
employers have found it necessary to use more highly skilled foreign workers, particularly for 
managerial and technical jobs. Increasingly, unskilled workers from Vietnam and China are also 
coming into Lao PDR to take jobs that could be filled by domestic workers who have migrated to 
Thailand. More and better information is clearly needed to help the Government formulate 
evidence-based policies on international migration under these conditions. “The impact of labor 
migration is still unknown due to lack of accurate data” (8th NSEDP). For example, it is not 
known to what extent Lao migrant workers bring significant development benefits to the country 
(e.g., remittances, acquisition of skills) as is the case with international migration in many other 
countries. Labor migration from the rural areas may also drive up agricultural wages and provide 
a stimulus for increased agricultural productivity and further poverty reduction. The Ministry of 
Labor and Social Welfare (MOLSW) will take the lead role in achieving this strategic thrust. 

 

SO‐4: Support HRD through key multi‐sectoral investments in health and nutrition 

 

Recent evidence suggests that investments in health and nutrition can yield very high returns. 
The Copenhagen Consensus 2012, for example, asked five leading economists (four of whom  
are Nobel prize winners) to review the available evidence on 39 interventions to address ten key 
development challenges and to allocate a budget of $75 billion over four years among the 
interventions that they judged would yield the highest benefits relative to costs. Eleven of the 
sixteen proposals that were “funded” by the expert panel addressed health or nutrition 
interventions, which together received 66% of the funding. One recent review published in the 
prestigious British medical journal The Lancet concludes that health improvements have 
accounted for about 11% of conventionally measured economic growth in low-income and 

middle-income countries.
21

 However, recent studies have shown that people are willing to pay 
large amounts for safer living and working conditions. If the economic value of the welfare gains 
from improved health are included in “full-income” measures of economic growth, the same 
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study concludes that about 24% of full income growth has resulted from health improvements. 
Most opportunities for high-yielding investments in health are confined to the health sector (for 
example, 7 of the 11 health and nutrition interventions funded by the Copenhagen Consensus 
2012 expert panel). These investments tend to be covered by existing health sector plans. 
However, both the Copenhagen Consensus 2012 and the recent Lancet review identify 
numerous opportunities for high-yielding multi-sectoral investments to improve health and 
nutrition. Although sometimes referred to in sectoral plans and strategies, these multi-sectoral 
interventions are often not given the attention they deserve. 

 

SO-4 indicators 

 

 Government-financed health expenditure as a percentage of total primary government 

expenditure.
22

 Baseline estimate: 6.9% in 2013/14 (based on planned expenditure, 
Ministry of Finance, Lao PDR)  

 Non-salary recurrent health expenditure as a percentage of total government-financed 
health expenditure. Baseline estimate: 45.9% in 2013/14 (based on planned 
expenditure, Ministry of Finance, Lao PDR) 

 Percentage of children under 5 years of age with moderately low height for age (8th 
NSEDP output indicator). Baseline estimate: 44.2% in 2011-12 (LSIS). 

 Percentage of male adults aged 15 and above who smoke tobacco. Baseline estimate: 
48% in 2011 (WHO). 

 Average annual number of liters of pure alcohol consumed per adult aged 15 and above. 
Baseline estimate: 7.3 liters (averaged for 2008-2010, WHO)  

 Annual number of motor vehicle accident deaths. Baseline estimate: 910 in 2013 
(WHO). 

 Number of persons dying from major disease epidemics during the previous 5 years. 
Baseline estimate: 77 for the period 2010-2014 (EM-DAT. The International Disaster 
Database. www.emdat.be) 
 

Strategic thrusts (STs): 

 

ST 4-1: Reduce the prevalence of stunting among young children 

 

There is substantial evidence that malnutrition prior to gestation and during the first three years 
of life, which manifests itself in low height for age, has long-lasting negative effects on the 
physical and mental development of children that leads to poor school performance, poor adult 

health and lower earnings.
23

 This was the reason that the Copenhagen Consensus 2012 
ranked a set of interventions to reduce malnutrition in pre-schoolers as the #1 investment 
among its 16 funded investments, allocating 16% of its total budget of $75 billion to this set of 
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interventions.
24

 Low height for age, which is an indicator of chronic malnutrition, is a persistent 
problem in Lao PDR. Little progress has been made in improving this indicator, as well as the 
closely related indicator “low weight for age” (an MDG indicator). In 2006, 48.0% of children 
under 5 had height for age more than two standard deviations below the 2006 WHO 
international standards (i.e., moderate stunting prevalence). More than six years later, despite 
rapid economic growth and significant poverty reduction, 44.2% of children under 5 were still 
moderately stunted (including more than 50% of children between the ages of 24 and 59 
months). Although access to effective health care and micronutrient supplements for pregnant 
women and infants can play an important role in improving nutritional status, they must be 
combined with other measures to improve traditional maternal and infant feeding practices. 
According to the 2009 National Nutrition Strategy (NNS), current breastfeeding practices 
(including late initiation of breastfeeding, a low rate of exclusive breastfeeding, and early 
introduction of water and inappropriate complementary foods), food restrictions and taboos for 
nursing women, and lack of dietary diversity are important underlying causes of malnutrition in 
young children. Mothers lack knowledge of proper eating practices during and after pregnancy. 
In order to address these problems, the NNS calls for “rigorous cross-sectoral coordination, 
cooperation, communication, collaboration and partnership (including non-governmental 

organizations, civil society, private sector and the donors) at all levels.”
25

 Similarly, the 8th 
NSEDP states that progress in nutrition requires effective collaboration between multiple 
sectors, including health, education, agriculture, envirionment, industry and commerce. The 
Ministry of Health will take the lead role in achieving this strategic thrust. 

 

ST 4-2: Delay the onset of non-communicable diseases 

 

Although communicable diseases are still a major problem in Lao PDR, particularly among the 
poor, the prevalence of non-communicable diseases (NCD) is increasing as the population ages 
due to decreasing fertility and mortality. This is potentially a very serious problem because of 
the high cost of treating, as compared to preventing, non-communicable diseases. The 
incidences of heart disease, liver disease, hypertension (high blood pressure), diabetes, stroke 
and cancer are expected to increase rapidly due to harmful practices such as smoking, heavy 
drinking, and increased consumption of processed foods, physical inactivity and air pollution. 
According to data from the 2008 WHO STEP survey conducted among adults aged 25-64 
residing in both urban and rural districts of Vientiane Capital, (i) 20% of working-age adults (and 
43% of males) smoke tobacco, (ii) 73% of those who consumed alcohol during the past 12 

months consumed 6 or more drinks on a typical drinking day,
26

 (iii) 53% (and 64% of females) 
engage in no vigorous activity, and (iv) 22% (and 25% of males) were found to have high blood 
pressure.  The number of serious accidents and injuries is also increasing, due to rapid growth 
in the number of registered motor vehicles as well as to the high levels of alcohol consumption 
and lax enforcement of motor vehicle laws. Worldwide, accidents are the leading cause of 
mortality among youth. However, loss of life is only one of the costs of motor vehicle accidents. 
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Survivors may become permanently disabled, depriving households of needed income and 
imposing costs of long-term care. Property loss is also substantial. Many cost-effective 
investments to reduce the prevalence of non-communicable diseases and the number of 
serious motor vehicle accidents exist within the health sector. For example, the Copenhagen 
Consensus 2012 included two health sector investments targeted to non-communicable 
diseases among its sixteen funded proposals (i.e., strengthening surgical capacity and use of 
low-cost drugs to treat acute heart attacks). However, many other cost-effective interventions 
targeted to non-communicable diseases are outside the health sector, requiring multi-sectoral 

cooperation.
27

 Examples identified in the recent Lancet review or in the 2012 Copenhagen 
Consensus include educating youth about NCD risk factors; taxation of tobacco, alcohol and 
foods rich in sugar, salt and harmful fats; bans on the use, sale and advertising of tobacco and 
alcoholic beverages; removal of fossil fuel subsidies; and strict enforcement of motor vehicle 
laws and regulations. The Ministry of Health (MOH) will take the lead role in achieving this 
strategic thrust.  

 

ST 4-3: Ensure public health security 

 

Increased tourism, trade (particularly in food and livestock products) and labor migration have 

greatly increased the risk of transmitting human diseases and “zoonoses”
28

 in Lao PDR, posing 

a serious threat to “public health security.”
29

 There is a heightened risk of epidemics with major 
human and economic impacts from existing diseases (e.g., HIV/AIDS, dengue fever), emerging 
diseases (e.g., SARS, avian influenza) and from resistant strains of diseases (e.g., malaria and 
tuberculosis). It has been estimated, for example, that the 2003 SARS epidemic alone imposed 

a cost of $18 billion in East and Southeast Asia.
30

 Although disease surveillance and 
monitoring systems are in place, they are fragmented and provide incomplete or inaccurate 
information. The link between disease surveillance and rapid response to an imminent risk of an 
epidemic needs to be strengthened, requiring effective coordination across multiple sectors 
(e.g., health, agriculture, trade, tourism and public security). Because many of these diseases 
can be transmitted across borders, their control also requires effective regional cooperation, 
particularly in border areas and targeting highly mobile populations that often have inadequate 
access to effective diagnosis and treatment. The Ministry of Health will take the lead role in 
achieving this strategic thrust. 

 

SO‐5: Preserve and enhance traditional cultural values, promote tourism and foster the development of 
sport 

 

                                                 
27

 Ministry of Health, “National Multisectoral Action Plan for the Prevention and Control of 
Noncommicable Diseases 2014-2020 (LAOSMAP-NCD).” Vientiane (March 2014). 
28

 Zoonoses are diseases communicable from animals to humans under normal conditions. 
29

 Public health security is defined as the activities required, proactive and reactive, to minimize 
vulnerability to acute public health events that endanger the collective health of national populations. 
30

 Asian Development Bank. Asian Development Outlook 2003 Update. Manila (2003). 



Lao PDR has a rich and diverse cultural heritage with many facets that are worth preserving and 
enhancing, including religion, literature, architecture, art and handicrafts, music, dance, sport 
and food. Doing so helps to develop mutual respect for cultural diversity within the society, 
which contributes to social cohesion and also contributes to the expansion of tourism, which is 
currently estimated to account for 7-9% of GDP. The Ministry of Information, Culture and 
Tourism (MICT) has the main responsibility for supporting Lao PDR’s cultural heritage. It also 
has responsibility for the development of information, including both printed and mass media. 
Responsibility for developing sport rests with the Ministry of Education and Sport (MOES). 

 

SO-5 indicators 

 

 Annual number of tourist arrivals in Lao PDR (8th NSEDP output indicator). Baseline 
estimate: 4.15 million in 2014 (Ministry of Information, Culture and Tourism, Lao PDR)  

 Annual income from tourism (US$ millions). Baseline estimate: $641 million in 2014 
(Ministry of Information, Culture and Tourism, Lao PDR) 

 Cultural villages as percent of all villages (8th NSEDP output indicator). Baseline value: 
39% in 2015 (Ministry of Information, Culture and Tourism, Lao PDR). 

 Percentage of women aged 15-49 with comprehensive knowledge of HIV (i.e., know how 
to prevent HIV, knows that a healthy-looking person can have HIV, and rejects common 
misconceptions about HIV). Baseline estimate: 23% in 2011-12 (LSIS). 

 Percentage of the population exercising regularly or participating in sports (8th NSEDP 
output indicator). Baseline value not available. 

 Number of medals won by Lao PDR in the most recent SEA Games. Baseline value: 79 
medals won in the 27th SEA Games in 2013 

 

Strategic thrusts (STs): 

 

ST 5-1: Develop cultural heritage sites to promote tourism 

 

Tourism is an increasingly important industry in Lao PDR, both in terms of its contribution to 
GDP and for the employment opportunities it provides in many parts of the country. The 
development of tourism, including the development of cultural heritage sites, is mainly the 
responsibility of MICT. However, the successful development of tourism requires effective 
collaboration with other government sectors, including education (for training domestic labor), 
labor (for the importation of skilled foreign workers), transportation (for infrastructure making 
tourist sites accessible), local governments, the private sector, and other GMS countries. The 
Ministry of Information, Culture and Tourism (MICT) will take the lead role in achieving this 
strategic thrust. 

 

ST 5-2: Strengthen mass media to support HRD  

 

Mass media can play a very important and constructive role in supporting HRD. Unfortunately, 
this is not the case currently. Lao people waste a great deal of time watching uninformative 
television programs from Thailand. Vibrant Lao television programs that focus on Lao culture 
and current events in an entertaining and informative way could attract many viewers across the 



country. An English-language TV channel might be a very attractive investment not only for 
tourists but to give Lao people an opportunity to listen to native speakers. A separate TV 
channel for the main ethnic languages (with Lao-language subtitles) might also be a good 
investment. The programming should subtly and effectively encourage support for pro-HRD 
practices, for example, a strong work ethnic, good hygiene, lifetime learning, literacy and 
reading, and avoidance of negative practices, such as domestic violence, smoking and 
excessive consumption of alcohol. The quality of programming would have to be up to 
international standards, which would be expensive. However, it would have a high payoff in 
terms of HRD. The Ministry of Information, Culture and Tourism (MICT) will take the lead role in 
achieving this strategic thrust. 

 

ST 5-3: Develop broad-based participation in sport 

 

The development of sport can make an important contribution to HRD by increasing physical 
strength and stamina among children and youth and by helping to delay the onset of costly non-
communicable diseases among adults. Participation in international sporting events provides 
strong motivation to individual athletes to hone their skills and provides a benchmark by which 
to measure sporting achievement. When teams are successful in international competition, it 
helps to build a strong sense of national identity (as during the 2009 SEA games in Vientiane). 
Participation in team sports helps to build confidence and team work, which are critically 
important workplace skills. According to the World Bank’s 2012 Enterprise Survey, the most 
commonly used skill at work for highly skilled and skilled non-manual workers, as well as for 
elementary workers, is “teamwork.” It is important that all population groups have an equal 
opportunity to participate in both individual and team sports, including women and girls, ethnic 
groups and the disabled. The Ministry of Education and Sport (MOES) will take the lead role in 
achieving this strategic thrust, with strong support from the Ministry of Health (MOH) and the 
Ministry of Culture, Information and Tourism (MICT). 

  

SO‐6: Protect the population from catastrophic risks 

 

The main catastrophic risks in Lao PDR are various types of macro disasters affecting large 
numbers of people and catastrophic health care costs, which affect individuals and their 
families. Lao PDR is susceptible to many types of macro disasters, including floods, drought, 
severe storms, disease outbreaks and epidemics, unexploded ordnance (UXO), landslides, 
agricultural pests and rodent infestation, and forest and land fires. Floods have the greatest 
adverse economic impact and affect the largest number of people. However, the effects of 
drought can be even more severe for individual victims. Women, children, the elderly and the 
disabled are particularly vulnerable to the effects of most types of macro disasters. During the 

period 1965-2008, there were 43 occurrences of either flooding or drought in Lao PDR.
31

 The 
flooding that occurred in the South during 2013 is said to have been the worst in 35 years. The 
frequency and severity of such weather-related disasters may be intensifying as the result of 
global warming. Catastrophic health care expenditure and associated losses of household 
income are an important cause of poverty in Lao PDR and elsewhere. It is now widely 
recognized that governments have a responsibility not only to improve the population’s health 
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status (as reflected in the MDGs and the HDI) but also to protect the population from the risk of 

catastrophic health care expenditure.
32

    

 

SO-6 indicators 

 

 Number of people affected by natural disasters during the previous 5 years. Baseline 
estimate: 350,007 during the period 2010-2014 (EM-DAT, The International Disaster 
Database, www.emdat.be). 

 Percentage of the population with health insurance. Baseline estimate: 18.1% in 2012 

(MOH)
33

  
 Out-of-pocket expenditure as a percentage of total health care expenditure. Baseline 

estimate: 46% in 2009/10 (WHO National Health Accounts) 

 

Strategic thrusts (STs): 

 

ST 6-1: Disaster prevention and mitigation 

 

Disaster risk management requires effective coordination across numerous ministries and 
between governmental and non-governmental organizations at the national, provincial, district 
and community levels. The National Disaster Management Committee (within MOLSW) was 
previously charged with responsibility to coordinate both disaster prevention and mitigation. 
However, this responsibility was re-assigned in January 2014 to the Department of Disaster 
Management for Climate Control (DDMCC) in the Ministry of Natural Resources and 
Environment (MNRE).  

 

ST 6-2: Protect the population from catastrophic health care costs 

 

The Government of Lao PDR is committed to move toward the goal of universal health care 

(UHC) within a generation.
34

 It is currently supporting four social health protection schemes: (i) 
a social health insurance (SHI) scheme for civil servants, the military and the police that is 
managed by the State Authority for Social Security (SASS), (ii) a SHI scheme for private sector 
and state enterprise workers that is managed by the Social Security Organization (SSO), (iii) a 
set of community-based health insurance (CBHI) schemes for the informal sector, and (iv) 
health equity funds (HEFs) that reimburse government health facilities for providing services to 
the poor. SASS and SSO are currently under the MOLSW, while CBHI and the HEFs are under 
the MOH. Coverage is low for different reasons in three of the four schemes (i.e., SSO, CBHI 
and HEFs). The Government has already decided to merge the four schemes under the 
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consolidated management of the MOH.
35

 This is an area that will require effective multi-sectoral 
collaboration, not only to complete the planned consolidation but also to increase coverage 
substantially in order to meet the target of UHC within a generation. The necessary institutional 
mechanisms already exist, including the National Health Insurance Management Committee, 
with representatives at the central level from the Ministries of Health, Labor and Social Welfare, 
and Finance, from the National Assembly, the Lao Trade Union, and the National Chamber of 
Commerce and with parallel representation at the Province and District levels. The path to UHC 
will involve many strategic choices at each stage regarding (i) the population to be covered, (ii) 
the interventions to be covered, and (iii) financing. Not all of these choices are medical in 
nature. Some are important policy choices that will require technical assistance and the 
participation of multiple sectors. The Ministry of Health will take the lead role in achieving this 
strategic thrust. 

 

Cross‐cutting themes (CCTs) 

 

CCT‐1: Political leadership 

 

There can be no HRD in the absence of peace, political stability and social cohesion. Under the 
leadership of the Party, Lao PDR has enjoyed peace, political stability and social cohesion since 
1975. During this period, important gains have been made in HRD, while a strong commitment 
to equity has been preserved. However, with the shift from a planned economy to a market 
economy, new challenges have emerged that must be addressed. These include sharp 
disparities in income and wealth, widespread corruption, an erosion of traditional values and 
lagging commitment to the core values of the Revolution. The HRD Strategy is designed to 
address these problems. However, strong support is required by the Party to ensure its 
successful implementation. 

 

Successful implementation of the HRD Strategy requires effective multi-sectoral collaboration in 
many areas. The institutional mechanisms to support effective multi-secotral collaboration 
already exist in most areas. However, effective multi-sectoral collaboration has been difficult to 
achieve in Lao PDR because government bureaucracies have tended to put their narrow 
interests before the broader interests of the people and because it has been difficult to fund and 
sustain multi-sectoral initiatives. Only the Party can provide the leadership required to ensure 
that effective multi-sectoral collaboration takes place in the areas where it is most needed to 
promote HRD. 

 

Corruption is a major obstacle to HRD, as the Government and Party recognize. Corruption has 
several harmful effects. Firstly, and most importantly, it erodes the people’s respect for the 
Government, which could eventually lead to political instability. Secondly, it is an effective tax on 
HRD investments, reducing their effectiveness by the percentage of resources that are diverted 
from their intended purpose. Thirdly, corruption can adversely affect the quality of HRD 
investments. For example, if jobs (including civil service positions) or places in education or 
training institutions are determined on any basis other than merit, the productivity of HRD 
investments is reduced. Fourthly, if HRD resources (especially teachers and health workers) are 
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allocated geographically on any basis other than need, the productivity of HRD investments is 
reduced. 

 

Several laws and institutions have been established in recent years to deal with corruption. A 
Law on Corruption was passed in 2005 and serves as the basic legal instrument for combating 
and preventing fraud and corruption. A Law on State Inspection was passed in 2007, assigning 
responsibility to the State Inspection Authority (attached to the Prime Minister’s Office) for (i) 
fighting corruption in the bureaucracy, (ii) ensuring transparency and fairness in the 
management of government resources, and (iii) investigating and preventing corruption. Other 
key institutions involved in combating corruption include (i) the Party Control Committee, which 
was formerly the main inspection agency in Lao PDR but which currently focuses mainly on 
Party activities, (i) the State Audit Office, which inspects the implementation of the State Budget 
and audits the accounts of state-owned enterprises, joint ventures and projects funded by the 
State Budget or by international grants and loans, and (iii) the National Assembly’s Committee 
on Economy, Finance, and Planning. The Organ of the People’s Prosecutors is responsible for 
monitoring and inspecting adherence to laws by all ministries, ministry-equivalent organizations, 
mass organizations and citizens and for prosecuting transgressions. Concrete measures taken 
in recent years to stem corruption have included: (i) ratification of the UN Convention Against 
Corruption in 2009, (ii) high-profile participation in annual events commemorating International 
Anti-Corruption Day, (iii) approval by the Prime Minister of the National Anti-Corruption Strategy 
2012-2020, (iv) streamlined procedures for granting licenses, (v) substantial increases in the 
compensation of civil servants, (vi) use of open examinations as a basis for selecting candidates 
for civil service jobs, and (vii) the use of more open, equitable and democratic processes to 
select civil service managers. These measures are reflected in the fact that Lao PDR’s ranking 
in Transparency International’s Corruption Index improved sharply from 160 in 2012 to 140 in 
2013.  The Lao People’s Revolutionary Party (LPRP) will take the lead role in supporting this 
cross-cutting theme. 

 

CCT-1 indicators 

 

 Transparency International’s Corruption Perceptions Index. Baseline value: Lao PDR 
ranked 140 out of 177 countries in 2012 (World Bank) 

 World Bank’s Ease of Doing Business Index (8th NSEDP performance indicator). 
Baseline value: Lao PDR ranked 159 out of 189 countries in 2013 (World Bank). 

Number of female members of the Politburo. Baseline value: One female member in 2015 
(Central Party Bureau) 

  

CCT 2: Civil service capacity  

 

An effective government requires appropriately motivated and capable civil servants in all 
sectors. Civil servants should not only be technically competent but should also be ethnical, 
committed to serve the people and should serve as role models for the rest of society. The 
relationship between the Party and the Government is very important in a people’s democracy. 
The Party needs to be well represented in the civil service to ensure that the Government 
follows the lead of the Party and that personal ethics and commitment to serving the people are 
important criteria for promotion, along with technical performance. At the same time, the Party 



benefits from members with the kind of specialized knowledge that many civil servants possess 
(e.g., engineering, science and technology, medicine, economics). 

 

In order to maximize its effectiveness, people should be hired into the civil service on the basis 
of merit, not on the basis of personal connections or other considerations. In this context, the 
definition of “merit” should include not only technical capacity but also personal ethics and a 
strong commitment to serve the people. Consideration should also be given to the need for 
improving gender and ethnic balance in the civil service. The MOHA is introducing a 
requirement for all civil service candidates to take examinations, which will provide an objective 
basis for selecting among qualified applicants. There is also an urgent need to develop an 
effective system of annual performance evaluations, leading eventually to a stronger link 
between performance, promotion and compensation. 

 

Too many highly qualified civil servants are concentrated in Vientiane Capital and in a few large 
towns. The problem is particularly acute in the education and health sectors. The problems are 
not technical. Staffing norms exist for schools and health facilities. The problem is that they are 
not enforced and reinforced with appropriate incentives. This failure of governance contributes 
importantly to the wide disparities observed in HRD outcomes between urban areas and remote 
rural areas. Addressing this problem will require effective multi-sectoral collaboration between 
key central ministries (i.e., Home Affairs, Education and Sport, Health) and the provincial 
authorities, with strong support from the Party leadership. The Ministry of Home Affairs (MOHA) 
will take the lead role in supporting this cross-cutting theme. 

 

CCT-2 indicators 

 

 Government expenditure on salaries and compensation (Chapters 10 & 11) as a 
percentage of total government revenue (8th NSEDP output indicator). Baseline value: 
50.5% in 2013/14 (based on planned revenue and expenditure, Ministry of Finance, Lao 
PDR) 

 Female share of civil servants who are Director Generals, Deputy Director Generals or 
equivalent. Baseline value: 16.7% in 2012 (MOHA, Lao PDR). 

 Percentage of civil service personnel with bachelors degrees or higher. 26.7% in 
2011/12 (MOHA, Lao PDR).  

 Average annual civil service salary (including allowances and benefits) as a ratio to GDP 
per capita. 170% in 2014 (National Accounts and MOHA, Lao PDR) 

 

CCT 3: Gender equality 

 

Most societies include fairly equal numbers of males and females, and the two groups have 
equal potential to benefit from HRD investments. As pointed out by the 2012 Copenhagen 
Consensus: “If individuals of different genders are not given equal opportunity to develop their 
potential, then societies forego the increased level of output and ultimately well-being that would 
derive from their higher productivity.”  HRD investments in females are usually even more 
productive than in males because of the unique role that mothers play in the development of 
their children.  

 



Lao PDR has made considerable progress in recent years toward gender equality. Many HRD 
outcomes are now fairly equal between males and females. Important exceptions include lower 
rates of female literacy (particularly among non-Lao-Tai ethnic groups), relatively low 
representation of women in higher education, and gender disparities in many key employment 
indicators (for example, the percentage of females working in the formal sector, the percentage 
of female business owners). Although women currently account for one-quarter of National 
Assembly members, they account for much smaller percentages of high-ranking government 

officials and for less than five percent of village leaders.
36

 Women also continue to be 
vulnerable to domestic and other forms of violence and human trafficking, and more progress is 
needed in protecting the land ownership and inheritance rights of women by placing their names 
on land title certificates. Gender typing in education and employment is still widespread, with 
few females choosing to study scientific and technical subjects, choosing instead to train for 
such traditionally female occupations as teaching and nursing.  

 

The necessary legal and institutional frameworks to support gender equality already exist, 
including the establishment in 1955 of the Lao Women’s Union, which continues to play a 
leading role in women’s affairs, the 2004 Law on the Development and Protection of Women, 
amendment of the Family Code, and the establishment of the National Commission for the 
Advancement of Women in 2003. The current challenge is to mainstream gender equality into 
all sectors at the central, provincial, district and village levels. The Lao Women’s Union (LWU) 
will take the lead role in supporting this cross-cutting theme. 

 

CCT-3 indicators 

 

 Female share of total paid employment. Baseline estimate: 34.6% in 2010 (Lao Labor 
Force Survey) 

 Female share of National Assembly members. Baseline value: 25% in 2012 (Central 
Party Bureau) 

 Female share of Ministers, Deputy Ministers, Assistants to Ministers or the equivalent. 
Baseline value: 10.7% in 2012 (Central Party Bureau) 

 Female share of Provincial Governors or Vice-Provincial Governors. Baseline value: 
6.8% in 2012 (Central Party Bureau) 

 Female share of District Governors or Vice-District Governors. Baseline value: 6.1% in 
2012 (Central Party Bureau) 

 Female share of Village Chiefs or Deputy Village Chiefs. Baseline value: 4.8% in 2012 
(Central Party Bureau) 

 

CCT‐4: Regional cooperation 

 

Both the opportunities and the need for regional cooperation in HRD have increased importantly 
in recent years. The opportunities have increased not only because of the emergence of 
effective regional organizations, such as the Association of Southeast Asian Nations (ASEAN) 
and the Greater Mekong Subregion (GMS) Program, but also because regional economic 
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integration in such areas as trade, transportation, tourism, and electric power has created 
additional need for regional cooperation in HRD. Partly due to its geographical position at the 
center of important transportation links, Lao PDR has already benefited substantially from 
regional economic integration. However, effective regional cooperation in HRD is needed in 
order to secure the full benefits of economic integration. In some cases, such cooperation is 
needed to address new challenges posed by increased economic integration. For example, 
rapid growth in regional tourism and in the regional trade of livestock have created conditions for 
the rapid spread of emerging diseases such as SARS and avian flu (see ST 4.3). This and other 
regional problems, such as international labor migration, human trafficking and trade in illegal 
drugs, are regional problems that must be addressed through regional cooperation. However, 
there are also important opportunities for regional cooperation in HRD to exploit economies of 
scale in such areas as higher education and research. Strong and active participation by Lao 
PDR in regional HRD activities can provide effective support for many of the objectives of its 
National HRD Strategy. 

 

The two most important forums for regional cooperation in HRD for Lao PDR are provided by 

ASEAN and the GMS Economic Cooperation Program.
37

 ASEAN has developed separate 
blueprints for regional cooperation in three areas: (i) economic, (ii) socio-cultural, and (iii) 

security.
38

 Of these, the ASEAN blueprint for socio-cultural cooperation focuses very broadly on 
HRD issues, including: 

i. Human development (i.e., education and training, labor markets, occupational safety and 
industrial relations, information and communications technology, applied science and 
technology, entrepreneurship, and civil service capacity);  

ii. Social welfare and social protection (i.e., poverty alleviation, social safety nets, food 
security and safety, access to healthcare and promotion of healthy lifestyles, 
communicable disease control, control of illicit drugs, disaster prevention and mitigation);  

iii. Social justice and rights (i.e., promoting and protecting the rights of vulnerable groups, 
such as women, children, the elderly, the disabled, and migrant workers, corporate 
social responsibility);  

iv. Environmental sustainability (i.e., addressing global environmental issues, preventing 
transborder pollution, environmental education, promoting environmentally sound 
technology, promoting quality urban living standards, harmonizing environmental 
standards, sustainable use of coastal, freshwater and natural resources, responding to 
climate change); 

v. Building an ASEAN identify (i.e., promoting awareness of an ASEAN identity and a 
sense of community, promotion and preservation of the ASEAN cultural heritage, 
promotion of cultural creativity and industry, engagement with the community); and 

vi. Narrowing the development gap. 

 

In addition, the ASEAN blueprint for economic cooperation has the free flow of skilled labor as 
one of its five pillars (along with free flow of investment, capital, goods and services). In order to 
support the free flow of services, the ASEAN economic blueprint also calls for the free flow of 
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students and staff within the ASEAN University Network (AUN), the development of core 
competencies and qualifications and strengthened research capacities in such areas as skill 
development, job placement and labor market information networks. 

 

Although ASEAN is a much larger regional forum, the GMS is unique in that it links countries 
that share common land borders and that are already effectively integrated in many dimensions. 
GMS cooperation in HRD has been spearheaded by the GMS HRD Working Group, which was 
formed in 1995 “to support HRD initiatives that facilitate GMS integration while addressing any 

negative consequences of greater integration.”
39

 Accordingly, the GMS HRD program supports 
HRD initiatives that (i) directly facilitate the process of subregional cooperation and integration, 
such as managing labor migration and harmonizing HRD standards, or (ii) address cross-border 
issues directly linked to GMS integration, such as cross-border transmission of communicable 
diseases and human trafficking. The GMS HRD Strategic Framework and Action Plan for the 
period 2013-2017 has seven strategic thrusts: 

i. Developing capacity in the economic corridors; 
ii. Cooperating in technical and vocational education and training; 
iii. Cooperating in higher education and research;  
iv. Addressing regional health issues; 
v. Facilitating safe cross-border labor migration; 
vi. Mitigating social costs in the economic corridors; and  
vii. Strengthening institutions and mechanisms for GMS HRD cooperation. 

 

The Ministry of Planning and Investment (MPI) will take the lead role in supporting this cross-
cutting theme. 

 

CCT-4 indicators 

 

 Percentage of Lao students studying abroad who are studying in ASEAN or GMS 
countries. Baseline estimate: 82.1% in 2012 (UNESCO www.uis.unesco.org) 

 Percentage of foreign skilled workers in Lao PDR who are from GMS countries. Baseline 
estimate: 86% in 2011/12 (Ministry of Labor, Lao PDR). 

 

Implementation 
 

The current HRD Strategy to 2020 was developed and implemented under the leadership of the 
Party’s Central Committee of Organization and Personnel (CCOP). On June 7, 2013, the 
Ministry of Education was formally designated to lead the process of developing and 

implementing a revised HRD Strategy.
40

 A high-level Human Resource Development National 
Commission (HRDNC) was subsequently established by Decree of the Prime Minister on 
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November 22, 2013.
41

 The PM Decree assigns responsibility to the HRDNC “to supervise and 
implement HRD activities nationwide, consistent with party policy and with the National Socio-
Economic Development Plan at each stage.” The PM Decree also states that the HRDNC’s 
coordination office and secretariat will be based at MOES, with the Director General of the 
Department of Planning (MOES) as Head of the Secretariat. 
 
The tasks and authority granted by the PM Decree include: 

 To study/develop and revise the HRD Strategy, General Policy Framework and Action 
Plan nationwide; 

 To supervise, encourage/support the Ministries, agencies equivalent to ministries, local 
authorities and both public and private organizations in the implementation of the HRD 
strategy and action plan; 

 To monitor, audit, evaluate the implementation of the HRD strategy and action plan in 
terms of quality and relevance; 

 To summarize, draw lessons learned and report on the achievements from 
implementation of the HRD strategy and action plan; 

 To develop and propose to the Government necessary legislation for implementation of 
the HRD strategy and action plan;  

 To mobilize the society to participate in the pursuit of HRD, particularly resources and 
technical assistance; 

 To communicate, coordinate, cooperate, exchange experience and information with all 
the sectors from central to local authorities as well as external collaboration with 
international agencies and development partners in accordance with the policy frame of 
the Party and government laws and regulations; 

 To appoint the HRD National Technical Committee (NTC) at different levels, including 
setting the roles, tasks, authority and responsibilities of the HRD NTC; 

 To call meetings and organize workshops on HRD; and  
 To perform other duties as assigned by the Party and Government.  

 

The HRDNC is chaired by the Minister of Education and includes as members Vice-Ministers 
and other high-level representatives of 28 ministries and national organizations. The HRDNC 
Secretariat is based in the MOES Department of Planning, supported by a newly established 
HRD Office and by 28 sectoral Focal Points representing the 28 HRDNC members. Inter-
agency coordination to achieve the multi-sectoral outcomes in the HRD Strategy will require 
strong support from coordinating ministries and other central government coordinating bodies. 

Monitoring and evaluation  
 
In order to monitor progress in implementing the HRD Strategy to 2025, a Monitoring and 
Evaluation (M&E) Framework is essential. The HRD M&E Framework presented below has 
been developed taking into account: (i) the requirements of the Statistical Law and the Strategy 
for National Statistical System Development; (ii) the corresponding M&E Framework of the 8th 
NSEDP; and (iii) comments received at various times from the HRDNC Secretariat and sectoral 
Focal Points. The HRD M&E Framework focuses on final outcomes at the levels of Goal, 
Strategic Objectives (SOs) and Cross-Cutting Themes (CCTs). Monitoring lower-level 
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intermediate outcomes and outputs is the responsibility of ministries/sectors and their linked 
provincial and district projects and other activities. The data for the indicators and targets in the 
HRD M&E Framework (particularly for the longer-term 2025 targets) will need to be completed 
and/or revised incrementally over time. 
 
Overall responsibility for monitoring the implementation of the HRD Strategy to 2025 is assigned 
to the HRDNC Secretariat in the MOES Department of Planning. The Secretariat will be 
responsible for: (i) consolidating and revising the final indicators, baseline values and targets to 
reflect new and/or more reliable data (e.g., the results of the 2015 Census) and to reflect annual 
reviews of implementation to date, (ii) working with the sectors to obtain the data necessary to 
implement the HRD M&E Framework, (iii) reporting annually on the achievement of the HRD 
Strategy to 2025, (iv) conducting evaluations as necessary to obtain more in-depth information 
about the reasons for any seriously off-track indicators, and (v) revising the indicators and 
targets to be consistent with subsequent 5-year plans. The HRD M&E Framework is renewable 
every five years, with outcomes, indicators and targets revised to support the national 
development planning process.  
 
 
HRD Monitoring and Evaluation Framework 
 

Indicator 
Baseline 

value 
Baseline 

year(s) 
Targets 

Data source 2020 2025 
Goal       

 Human Asset Index (HAI) 61.4 2012 68*  UNCTAD 

 Children under 5 with moderately low 
height-for-age (%) 

44.2% 2011/12 28.0%  Lao Social Indicators 
Survey (LSIS) 

 Gross secondary school enrollment 
ratio (%) 

45.8% 2011 80.0%  Lao Social Indicators 
Survey (LSIS) 

 Pupils starting grade 1 who reach the 
last grade of primary school (%) 

70.0% 2012 90.0%  EMIS, Ministry of 
Education (Lao PDR) 

 Literacy rate of youth aged 15-24 (%) 73.1% 2011/12 99.0%  Lao Social Indicators 
Survey (LSIS) 

 Infant mortality rate 68 2009/10 30  Lao Social Indicators 
Survey (LSIS) 

 Children aged 12-23 months 
immunized against measles (%) 

55.0% 2011/12 95.0%  Lao Social Indicators 
Survey (LSIS) 

 Maternal mortality ratio 357 2009 200  Lao Social Indicators 
Survey (LSIS) 

SO-1       

 Under-5 child mortality rate (PAR) 63.7% 2011/12 51.0% 40.8% Lao Social Indicators 
Survey (LSIS) 

 Moderately low height-for-age 
among children under 5 (PAR) 

55.4% 2011/12 44.3% 35.5% Lao Social Indicators 
Survey (LSIS) 

 Percentage of children aged 36-59 
months currently enrolled in 
preschool (PAR) 

217% 2011/12 150% 100% Lao Social Indicators 
Survey (LSIS) 

 Literacy rate, youth ages 15-24 
(PAR) 

30.8% 2011/12 24.6% 19.7% Lao Social Indicators 
Survey (LSIS) 

SO-2       

 Government-financed expenditure on 
education as a percentage of total 
primary government expenditure 

17.1% 2013/14 
(planned) 

19.0% 19.0% Ministry of Fnance 
Gazettes 

 Non-salary recurrent expenditure on 
education as a percentage of total 
government-financed expenditure on 
education 

10.9% 2013/14 
(planned) 

25.0% 25.0% Ministry of Fnance 
Gazettes 

 Children aged 3-5 currently enrolled 
in pre-school (%) 

23.0% 2011/12 55.0%*  Lao Social Indicators 
Survey (LSIS) 

 Literacy rate, youth ages 15-24 (%)  73.1% 2011/12 99.0%*  Lao Social Indicators 
Survey (LSIS) 

 Employers citing "inadequately 17.0% 2012 15.3% 13.8% World Bank Enterprise 



 
Indicator 

Baseline 
value 

Baseline 
year(s) 

Targets 
Data source 2020 2025 

educated workforce" as their main 
constraint (%) 

Survey 

SO-3       

 Labor productivity (i.e., GDP per 
worker) in manufacturing (Million Kip, 
2002 prices) 

16.1 2013 18.0 20.0 National Accounts 
(GDP), LECS 
(employment) 

 Number of registered foreign workers 
in Lao PDR 

20,942 2011/12 25,130 30,156 Ministry of Labor (Lao 
PDR) 

SO-4       

 Government-financed expenditure on 
health as a percentage of total 
primary government expenditure 

6.9% 2013/14 
(planned) 

9.0% 9.0% Ministry of Fnance 
Gazettes 

 Non-salary recurrent expenditure on 
health as a percentage of total 
government-financed expenditure on 
education 

45.9% 2013/14 
(planned) 

45.0% 45.0% Ministry of Fnance 
Gazettes 

 Moderately low height-for-age-age 
among children under 5 (%) 

44.2%a 2011/12 28.0%*  Lao Social Indicators 
Survey (LSIS) 

 Male adults (aged 15+) who smoke 
tobacco (%) 

48.0% 2011 42.0% 36.0% WHO 

 Average annual number of liters of 
pure alcohol consumed per adult 
aged 15 and above 

7.3 2008-2010 6.0 5.0 WHO 

 Annual number of motor vehicle 
accident deaths 

910 2013 850 800 Ministry of Public 
Security (Lao PDR) 

 Number of deaths from major 
disease epidemics in Lao PDR 
during previous 5 years 

77 2010-2014 0 0 EM-DAT. The 
International Disaster 
Database 
(www.emdat.be) 

SO-5       

 Annual number of tourist arrivals in 
Lao PDR (millions) 

4.15 2014 6.0  Ministry of Information, 
Culture and Tourism 
(Lao PDR) 

 Annual income from tourism (US$ 
millions) 

641 2014 953  Ministry of Information , 
Culture and Tourism 
(Lao PDR) 

 Cultural villages as a percentage of 
all villages 

39.0% 2015 65.0%*  Ministry of Information, 
Culture and Tourism 
(Lao PDR) 

 Percentage of women aged 15-49 
with comprehensive knowledge of 
HIV  

23.0% 2011/12 28.8% 35.9% 2011-12 Lao Social 
Indicators Survey (LSIS) 

 Percentage of the population 
exercising regularly or participating in 
sports 

  30.0%*  Ministry of Education 
and Sports 

 Number of medals won by Lao PDR 
in the most recent SEA Games 

79 2013 87 96 Ministry of Education 
and Sport (Lao PDR) 

SO-6       

 Average percentage of the 
population affected by natural 
disasters during the previous 5 years 

3.7% 2009-2013 3.0% 2.5% EM-DAT data base 
(www.emdat.be) 

 Population having health insurance 
(%) 

18.10% 2012 80.0%* 100.0% Ministry of Health (Lao 
PDR) 

 Out-of-pocket expenditure on health 
care as a percentage of total health 
care expenditure 

46.0% 2009/10 40.)% 20.0% WHO (National Health 
Accounts for Lao PDR) 

CCT-1       

 Corruption Perceptions Index 
(worldwide ranking) 

140 2012 130 120 Transparency 
International 

 Ease of Doing Business Index 
(worldwide ranking) 

159 2013 150 140 World Bank 

 Number of female members of the 
Politburo 

1 2015 2 2 Central Party Bureau 

CCT-2       



 
Indicator 

Baseline 
value 

Baseline 
year(s) 

Targets 
Data source 2020 2025 

 Expenditure on government salaries 
and compensation (Chapters 10+11) 
as a percentage of total government 
revenue 

50.5% 2013/14 
(planned) 

30.0% 30.0% Ministry of Finance (Lao 
PDR) Gazettes 

 Female share of civil servants who 
are Director Generals, Deputy 
Director Generals or equivalent 

16.70% 2012 20.0% 25.0% Ministry of Home Affairs 
(Lao PDR) 

 Civil servants with bachelors degree 
of higher (%) 

26.70% 2012/13 32% 40% Ministry of Home Affairs 
(Lao PDR) 

 Average civil service salary as 
percent of GDP per capita 

170% 2014   Ministry of Home Affairs 
(Lao PDR) 

CCT-3       

 Female share of paid employment 
(%) 

34.6% 2010 37.0% 40.0% Lao Labor Force Survey 

 Female share of National Assembly 
members (%) 

25.0% 2012 32.5% 40.0% National Assembly (Lao 
PDR) 

 Female share of Ministers, Deputy 
Ministers, Assistants to Ministers or 
the equivalent (%) 

10.7% 2012 15.0% 20.0% Central Party Bureau 

 Female share of Provincial 
Governors or Vice-District Governors 
(%) 

6.8% 2012 10.0% 15.0% Central Party Bureau 

 Female share of District Governors 
or Vice-District Governors (%) 

6.1% 2012 10.0% 15.0% Central Party Bureau 

 Female share of Village Chiefs or 
Deputy Village Chiefs (%) 

4.8% 2012 7.0% 10.0% Central Party Bureau 

CCT-4       

 Percentage of Lao students studying 
abroad who are studying in an 
ASEAN or GMS country 

82.1% 2012 84.0% 86.0% UNESCO 
(www.uis.unesco.org) 

 Percentage of foreign skilled workers 
in Lao PDR who are from GMS 
countries 

86.0% 2011/12 86.0% 86.0% Ministry of Labor (Lao 
PDR) 

* Target fixed in 8th NSEDP. 
a Based on 2006 WHO Reference Population (38.0% based on the 1977 NCHS/CDC/WHO International 
Reference Population). 

 
 
 



Appendix 6. Human Resource Development Action Plan, 2016‐2020 
 
 
This appendix presents the HRD Action Plan at the time of the April 30, 2015 workshop for HRD 
focal points. It is based on input received from a few Development Partners, on draft sector 
plans for the Education, Labor and Health sectors and on the February 2015 draft of the 
National Socio-Economic Development Plan (NSEDP) 2016-2010. 
 
 

Program Project Title and Description 
Indicative Time 

Frame 

Estimated Cost 
(Sources of 
financing) 

 
SO #1. Reduce and eventually 
eliminate disparities in HRD 
outcomes 

   

ST 1.1. Identify and invest in 
gifted children from 
disadvantaged population 
groups at an early age 

1. Ministry of Education and Sport 
 
The 8th NSEDP (2016-20) includes several 
programs targeted to disadvantaged 
children (especially those in disadvantaged 
districts), including school block grants, 
building of student dormitories, school 
lunch and food supplements and 
scholarships to facilitate access to higher 
education for students from provinces that 
do not have a university and for students 
from poor families. 

2016-2020 NA, 
8th NSEDP 
 

 2. SURAFCO Project 
 
This project promotes the enrollment of 
youth and ethnic people in the National 
Agriculture and Forestry College (NAFC) 
by providing scholarships to young females 
and to non-Lao-Tai ethnic people. It also 
supports development of curricula that are 
more practical and relevant in the northern 
uplands environment. 

2009-2016 CHF 12 million 
(Phase I and II 
combined) 
(Swiss Agency for 
Development and 
Cooperation) 

 3. National high schools 
 
This project would develop a system of 
national high schools for girls and boys of 
exceptional abilities in provinces in which 
there is no university in order to prepare 
them to enter and excel in their university 
studies. All students would be admitted 
based on merit only, would receive full 
scholarships, and students residing more 
than 10 kilometers from the school would 
receive free room and board. There are no 
plans currently to develop national high 
schools. However model secondary schools 
are being constructed in each province with 
will be linked with an ICT Center at MoES. 

2016-2020 NA 



Program Project Title and Description 
Indicative Time 

Frame 

Estimated Cost 
(Sources of 
financing) 

ST 1.2. Educate all children 
and youth to become effective 
parents 

2. Life Skills Curriculum for Rural Lower 
Secondary School Students 
 
This project will develop and pilot a life 
skills curriculum for rural lower secondary 
students to prepare them for adolescence 
and eventual parenthood. The curriculum 
would focus on life skills, including 
reproductive health, preventive health (e.g., 
avoidance of drugs, alcohol and tobacco, 
importance of exercise), and early 
childhood development and learning (e.g., 
preventive health care, nutrition, support for 
learning, access to learning matrials). 

2016-2020 NA 

ST 1.3. Strengthen the demand 
for HRD investments among 
disadvantaged groups 

1.  School Feeding Program 
 
The main objective of the School Feeding 
Program is to provide incentives for school 
enrollment and attendance, especially in 
remote areas. However, the program has 
multiple objectives, including improving 
children’s health and nutrition (ST 4.1), and 
involves multi-sectoral cooperation in its 
implementation. The World Food Program 
(WFP) is planning to support the School 
Feeding Program through 2018, when it 
will begin a gradual handover of the 
program to the Government.  

2016-2020 $9 million per year 
(WFP through 
2018) 

 2. Ministry of Education and Sport 
 
The 8th NSEDP includes several initiatives 
(in addition to the school feeding program) 
designed to strengthen the demand for HRD 
investments among disadvantaged groups, 
including:  (i) per capita block grants to 
schools to enable informal fees to be 
abolished, (ii) scholarships targeted to 
disadvantaged children in grades 6-9 
(beginning with disadvantaged districts), 
and (iii) targeted (‘pro-poor’) scholarships 
for 20% of upper secondary, TVET and 
university students. 

2016-2020 8th NSEDP 

 3. Ministry of Health 
 
Continue support for free maternal and 
child health (MCH) services for all women 
and children under 5 not currently covered 
by other social health protection schemes; 
and implement measures to increase the 
demand for MCH and reproductive health 
services (e.g., incentives, vouchers, 
conditional cash transfers, incentives for 
timely referrals, maternity waiting homes, 
reimbursement of travel costs and food 
costs of inpatients). 

2016-2020 8th NSEDP 
 



Program Project Title and Description 
Indicative Time 

Frame 

Estimated Cost 
(Sources of 
financing) 

 4. Street Children Project 
 
This project, with technical support from 
Aide et Action, aims to re-integrate street 
children into their families and into the 
public school system by offering income-
generating activities to poor parents. 

2015-2020 $60,000 per year 
(NA) 

 5. Immunization services for remote rural 
areas 
 
This project will support the piloting of 
regularly scheduled immunization camps in 
remote rural villages where immunization 
rates are currently very low. The 
immunizations would be provided by a 
mobile team based in a nearby town, and 
the visits would be announced ahead of 
time to villagers by village health 
volunteers. A small incentive (e.g., a 1 Kg 
bag of rice) would be provided to parents 
for each immunization, with an additional 
small gift after the child is fully immunized. 

2016-2020  

SO #2. Support HRD through 
key multi-sectoral investments in 
education and training 

   

ST 2.1. Get children off to the 
right start through effective 
early childhood education 
(ECE) targeted to 
disadvantaged rural children 

1. Ministry of Education and Sport 
 
Develop basic infrastructure for extending 
kindergartens to villages without permanent 
schools. Improve the quality of preschool 
teacher training. Continue block grants to 
preschools.  

2016-2020 NA 
8th NESDP 

 2. Early Childhood Education Project 
 
This project will support ECE activities, 
including multi-sector community-based 
components focusing on health (including 
disabilities), nutrition and information 
dissemination. 

2015-2019 $28 million  
(World Bank) 

 3. Early Childhood Development and 
Education  
 
This project, with technical support from  
Aide et Action, supports selected schools in 
ECE, promotes nutrition (school lunches) 
and hygiene, develops and applies child 
development monitoring tools and 
mobilizes parents to promote and practice 
positive disciplines, child rights and 
protection and to participate in ECE 
activities. 

2016-2020 NA 
(Aide et Action) 



Program Project Title and Description 
Indicative Time 

Frame 

Estimated Cost 
(Sources of 
financing) 

ST 2.2. Build job-relevant 
skills that employers want  

1. Second Strengthening Higher Education 
Project (MoES) 
 
This Project is the Lao component of a 
GMS initiative to strengthen universities in 
Cambodia and Lao PDR. This Project will 
focus on issues of higher education (HE) 
quality and relevance, including: (i) the 
quality and relevance of academic 
programs, (ii) research capacity, (iii) 
equitable access to HE (including support 
for a new campus at Savannakhet 
University, scholarships for female and 
disadvantaged students, and a pilot student 
loan program), and (iv) governance and 
management (including a review of the 
regulatory and funding framework for 
private HE institutions). The project design 
will be supported by an ADB project-
preparatory TA project in 2015. 

2015-2020 $40 million (Lao 
component) 
(Asian 
Development Bank) 

 2. Second Technical and Vocational 
Education Project 
 
This Project is the Lao component of a 
GMS initiative to strengthen TVET in 
Cambodia, the PRC, Lao PDR and 
Myanmar. This project is expected to 
strengthen formal and non-formal TVET 
institutions, adopt competency-based 
training modules, provide incentives to 
attract more students into appropriate fields 
of study, and promote public-private 
partnerships in skills development. The 
Project will support the development of 
curricula and TVET teacher training 
consistent with regional standards. The 
project design will be supported by a 
project-preparatory TA project in 2015. 

2016-2020 $25 million (Lao 
component) 
(Asian 
Development Bank) 

 3. Lao-Japan Human Resource 
Development Institute (LJI) 
 
This project, supported by Japan 
International Cooperation Agency (JICA) 
and based in the National University of 
Laos (NUOL), will establish LJI as a focal 
point for the development of business skills 
in support of the private sector, with a focus 
on small and medium-sized businesses in 
the vicinities of Vientiane Capital and 
Savannakhet Province. 

2014-2019 NA 



Program Project Title and Description 
Indicative Time 

Frame 

Estimated Cost 
(Sources of 
financing) 

 4. VELA Project 
 
This project aims to increase TVET 
enrollments in 11 provinces, targeting 2,000 
apprenticeship places in companies and 
10,000 youth from rural areas. The project 
includes two mechanisms to strengthen 
TVET enrollments: an “Inclusive Access 
Fund,” which covers both study costs for 
students and course costs for schools, and a 
“Social Marketing” initiative to change 
parents’ and students’ attitudes toward 
manual work. The project will also (i) focus 
on developing close cooperation between 
employers and the TVET sector, (ii) 
strengthen the capacity of the National 
Training Council, (iii) develop professional 
standards, and (iv) provide incentives to 
employers to create new in-company 
training places. 

2014-2017 EUR 2.9 million 
(Swiss Agency for 
Development and 
Cooperation) 

 5. Support for Hospitality Skills 
Development 
 
SDC supports two programs to develop 
hospitality skills for the tourism sector. The 
first program provides support to LANITH 
to allow youth to acquire the skills needed 
to work in hotels and restaurants. The 
second program is expected to provide co-
financing of a Luxdev project, with SDC 
supporting the low end of the hospitality 
skills development spectrum 
(apprenticeships, short courses and in-
service training towards certificates that can 
eventually lead to diplomas). 

2015-2020 CHF 2 million per 
year (LANITH 
program only) 
NA (co-financing of 
Luxdev project) 

 6. Initiative for Livelihood Education and 
Development (ILEAD) 
 
This project, which is based in Vientiane 
Capital and supported by Aide et Action, 
provides training to youth ages 15-35 in 
market-oriented trades/skills, soft skills and 
entrepreneurial skills so that they can 
access better livelihood opportunities. 

2015-2010 $80,000 or more per 
year 
(Aide et Action) 

SO #3. Increase labor 
productivity 

   

ST 3.1. Improve the 
performance of labor markets 

1. Ministry of Labor and Social Welfare  
 
Strengthen recruitment services for new 
workers; develop skills standards for 25 
professional areas; test and issue certificates 
of skill standards; develop labor market 
information system. 
 

2016-2020 8th NSEDP 



Program Project Title and Description 
Indicative Time 

Frame 

Estimated Cost 
(Sources of 
financing) 

ST 3.2. Develop evidence-
based migration policies 

1. Ministry of Labor and Social Welfare  
 
Develop appropriate policies on (i) the 
minimum wage, (ii) the use of foreign 
workers in areas that are short of domestic 
workers, (iii) labor movement with and 
outside the country, and on (iv) shifting 
workers out of agriculture and into the 
industry and service sectors. 
 

2016-20 8th NSEDP 

SO #4. Support HRD through 
key multi-sectoral investments in 
health and nutrition 

   

ST 4.1. Reduce the prevalence 
of stunting among young 
children 

1.  Mother and Child Health and Nutrition 
 
This program is designed to reduce the 
prevalence of stunting among vulnerable 
children. The program is currently 
supported by the World Food Program 
(WFP) and provides nutritional assistance 
to 22,000 pregnant and nursing mothers and 
children under 2 in 16 districts of three 
provinces.   
 

2016 (but may 
continue during 
2017-2020 if 
funding is 
available) 

$1 million per year 
(WFP) 

ST 4.2. Delay the onset of 
non-communicable diseases 

1. Increased Taxation of Tobacco and 
Alcoholic Beverages 
 
This project will implement increased 
taxation and controls on advertising of 
alcoholic beverages and tobacco products. 
The main purpose of the project is to reduce 
the consumption of alcohol and tobacco in 
Lao to help prevent non-communicable 
diseases. However, reduced consumption of 
alcohol will also help to reduce traffic 
accidents, and the increased tax revenue 
will benefit the Government.  

2016-2020 NA 
 

 2. Effective enforcement of traffic laws 
 
This project will support the vigorous 
enforcement of traffic laws (including 
parking laws) in order to reduce traffic 
accidents. The project will focus initially on 
enforcing the helmet law for motorbike 
operators and their passengers. A second 
focus will be on enforcing speed laws and 
laws against operating a motor vehicle 
while intoxicated.  

2015-2020 NA 



Program Project Title and Description 
Indicative Time 

Frame 

Estimated Cost 
(Sources of 
financing) 

ST 4.3. Ensure public health 
security 

1. Greater Mekong Subregion (GMS) 
Health Security Project 
 
The project will focus on the prevention of 
communicable diseases, including 
HIV/AIDS, tuberculosis, food-borne 
diseases and neglected tropical diseases 
(e.g., dengue, schistosomiasis, lymphatic 
filariasis, blinding trachoma and 
helminthiases). Activities are expected to 
focus on the following areas: (i) 
communicable disease surveillance, (ii) 
diagnosis and treatment of communicable 
diseases, (iii) strategies for addressing the 
special risks of mobile and migrant 
populations, and (iv) regional coordination, 
knowledge sharing and capacity building 
for communicable disease control. 

2017-2021 $13.5 million (Lao 
component) 
(Asian 
Development Bank) 

 2. GMS Capacity Building for HIV/AIDS 
Prevention Project 

2013-2017 $5 million (Lao 
component) 
(Asian 
Development Bank) 

SO #5. Preserve and enhance 
traditional culture, promote 
tourism and foster development 
of sport 

   

ST 5.1. Develop cultural 
heritage sites to promote 
tourism 

1. Greater Mekong Subregion Tourism 
Infrastructure for Inclusive Growth Project 
 
The project will be implemented in four 
provinces and is expected to increase 
tourism employment and revenue in those 
projects. The project will focus on paving 
rural roads to open new areas for tourism, 
improve access to markets and social 
services, improve environment conditions 
in areas important for tourism, and the 
support the expansion of small and 
medium-sized tourism businesses. 

2015-2020 $43.57 million  
(Asian 
Development Bank 
$40 million, 
Government $3.57 
million) 

ST 5.2. Strengthen mass media 
to support HRD 

There is no mention of the information and 
communications sector in the February 
2015 draft 8th NSEDP. 

2016-2020 NA 

ST 5.3. Develop broad-based 
participation in sport 

1. Ministry of Education and Sport 
 
Develop the capacity of athletes and 
gymnasts to meet regional and international 
standards, encourage all people in the 
society to participate in sports and 
gymnastics (especially youth, women and 
seniors); and promote and develop 
indigenous sports. 

2016-2020 8th NSEDP 

SO #6. Protect the population 
from catastrophic risks 

   



Program Project Title and Description 
Indicative Time 

Frame 

Estimated Cost 
(Sources of 
financing) 

ST 6.1. Disaster prevention 
and mitigation 

1. Ministry of Natural Resources and 
Environment 
 
Complete the establishment and 
improvement of network stations and early 
warning systems in river basins. Map areas 
that are particularly vulnerable to the risk of 
floods, droughts and other natural disasters. 
Enhance self-initiatives toward disaster risk 
management. Increase ability to adapt to 
and mitigate the effects of climate change. 
Improve legislation on the use and 
management of natural resources. 
Participate in regional and global efforts to 
prevent and mitigate the effects of natural 
disasters. 
 

2016-2020 NA 
 
8th NSEDP 

ST 6.2. Protect the population 
from catastrophic health care 
costs 

1. National Health Insurance Organization 
(MOH) 
 
The Government has the long-term 
objective to insure the whole population 
against the risk of ill health and catastrophic 
health care expenditure through the 
National Health Insurance (NHI) scheme, 
which combines the four previously 
existing social health insurance schemes. 
The focus of NHI work during the period 
2016-2020 will be on (i) developing, 
implementing and piloting the newly 
established NHI scheme, and (ii) expanding 
coverage. 

2016-2020 NA 
(external support 
expected from EC, 
WHO, and SDC) 

CCT #1. Political leadership Lao People’s Revolutionary Party 
 
Disseminate policy directions, laws and 
regulations and educate women, youth, 
juveniles and people of ethnicities on 
political thinking for their broad and deep 
understanding and for their active 
contribution to the country’s development. 
Implement the Three Builds Policy. 
Promote strict adherence to the laws and 
regulations to deter social problems such 
as: corruption, burglary, human trafficking-
prostitution, drug use/trade. Improve and 
expand the Lao People’s Revolutionary 
Youth Union to be able to lead, educate and 
consolidate youth, juveniles and Lao youth 
of ethnicities along side of the Party. 
 

2016-2020 8th NSEDP 



Program Project Title and Description 
Indicative Time 

Frame 

Estimated Cost 
(Sources of 
financing) 

CCT #2. Civil service capacity 1. Ministry of Home Affairs 
 
Upgrade government officials in all sectors 
on politics and governance, technical skills, 
and foreign languages, including female 
staff, ethnic staff, and staff who are 
underprivileged. Improve and further 
develop the training curriculum for 
government officials to be more systematic 
and to meet international standards. 
Promote a good and healthy environment in 
government workplaces. Make greater use 
of information technology in personnel 
management. Improve personnel manuals 
and strengthen the review of staff 
performance. Update in each period 
policies on staff compensation to ensure 
their consistency with the actual cost of 
living and living conditions. Implement a 
policy on staff promotion and salary 
increases linked to capacity and 
performance. Implement a strategy of 
gender equality and provide opportunities 
for women, ethnic groups, and the 
underprivileged to join government service 
at both central and local levels. 
 

2016-2020 NA 
8th NSEDP 

CCT #3. Gender equality 1.  8th Five-Year Plan for the Advancement 
of Women 
Train trainers to strengthen capacity of 
NCAW at all levels as well as the 
secretariats focusing on NCAW at 
provincial, district and village levels to 
eliminate all forms of discrimination 
against women. Develop families, villages 
and districts committed to gender equality. 
 

2016-20 NA 
8th NSEDP 

 2. Action Plan for the Prevention and 
Elimination of Violence against Women 
and Children  
 
Advocate and raise awareness throughout 
society and strengthen the capacity of 
officials to prevent and address violence 
against women. Develop families, villages 
and districts committed to domestic 
nonviolence especially against women and 
children. 

2014-2020 NA 
8th NSEDT 



Program Project Title and Description 
Indicative Time 

Frame 

Estimated Cost 
(Sources of 
financing) 

CCT #4. Regional cooperation 1.  Implementing the Greater Mekong 
Subregion (GMS) Human Resource 
Development Strategic Framework and 
Action Plan (SFAP Phase 2) 
 
This regional technical assistance project 
will support the following activities in Lao 
PDR and several other GMS countries: (i) 
further development of a regional 
framework for the mutual recognition of 
skills and qualifications in three areas (i.e., 
welding, automotive technology, 
housekeeping), (ii) development of a 
system for the mutual recognition of 
training standards for TVET teachers and 
trainers in the same three additional skill 
areas, (iii) development of standard 
learning materials for TVET, (iv) 
facilitating subregional cooperation in 
establishing quality assurance systems in 
TVET, (v) development of an Academic 
Credit Transfer System in GMS 
universities, (vi) promotion of GMS 
university networking by supporting the 
start-up of the GMS University Consortium 
for universities not members of the existing 
ASEAN University Network; (vii) support 
for the establishment of a GMS knowledge 
platform, (viii) enhancing social protection 
for migrant workers in the GMS, (ix) 
monitoring implementation of the MOU 
Action Plan to Reduce HIV Vulnerability 
Related to Population Movement in the 
GMS, (x) strengthening GMS cooperation 
in anti-human trafficking, (xi) assessing the 
social impact of increased GMS 
connectivity, and (xii) support for the 
country-level implementation of the GMS 
SFAP Phase 2, including development of 
national HRD action plans, monitoring and 
annual reporting to the GMS Working 
Group on HRD. 

2014-2017 $1,75 million 
(ADB $1.25 
million, PRC $0.50 
million) 

 2. GMS HRD Strategy and Action Plan 
(next phase) 

2018-2020 NA 
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