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1. Introduction 

1.1 Background and Rational of the Impact Assessment 

How can the Public Employment Service (PES) in Laos PDR assess the impact of its services 
including labour market programs, and make use of the TA impact assessment results to manage 
PES better? To answer this key question, the Employment Service System (ESS) strengthened 
under the ongoing TA needs to allow identification of the "outcomes" in terms of their impact. 
Outcome measurement and the evaluation of TA interventions impacts may seem to be relatively 
technical concerns, but they have already played an essential role in the history of labour market 
policy in several OECD countries. 

Since PES providers in Lao PDR must be given broad-ranging responsibility for clearly-defined 
groups of clients to serve, institutional arrangements must prevent artificial manipulation of outcome 
measures and at the same time, must ensure individual beneficiaries to benefit from employment 
services. These underlying principles can be adapted to manage performance in the PES 
arrangements that have been strengthened under the ongoing TA. 

1.2 Nature of the TA Impact Assessment Undertaken 
 

The expected impact of the TA as addressed in DMF, is an “increased share of employment in 
the formal sector, which is aligned with the Eighth National Socio-Economic Development 
Plan for 2016–2020”. To achieve such impact, it was expected that the outcome of the TA will be 
a developed ESS to expand access to employment opportunities in the formal sector. 
 
Thus, the impact has been briefly defined as the “differences that the TA’s four (4) components 
interventions have made to the intended targets as stated in the TA DMF”1. In particular, what are 
the changed conditions that are linked (related) to the interventions that the TA unleashed and that 
create strong support for the current TA impact and more especially for future projects?  Hence, 
impacts are changes that occur in the situation of the targets, i.e., Employment Service System 
(ESS) in general and at the level of the ESC, JCs, and DSDE, as the result of the TA interventions. 

1.3 Purpose of the Impact Assessment 
 

The key stakeholders of the TA, i.e. the MOLSP and ADB and donor (Japan Government), are 
interested in knowing the direct and indirect impacts of the four TA components (sets of activities 
and outputs produced for the intended TA outcome). 

1.4 Result Chain and Impacted Key Stakeholders 
 

Based on the causal links of the result-based M & E depicted hereunder, the impact of each TA 
component was assessed taking into account the potentially impacted beneficiaries, that were 
identified by the TA consultants. 

 
  

                                                
1 Impacts happen when the intended “outcomes” are either partially or fully achieved or delivered. They are changes to 
specific conditions that may be attributable to the planned intervention (or the lack of it).  
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Figure 1: Result Chain Model 

 

 
 

 

2.  Scope of the Impact Assessment (IA) 

2.1 Objective 
 
 To plan and conduct an impact assessment to document the impact of the TA interventions, 
recommend improvements to increase the impact of the TA.  
 

2.1.1. Specific objectives: 
 

a) Specify and clarify key impact and impact areas of the TA; 
b) Itemize the various impacts of the key interventions; 

c) Classify the impacts into short and long term and check if they are aligned with the 
expected TA results. 
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2.2 Methodology 
 
2.2.1. The methodology applied focused on a participatory evaluation method by working with 
discussion groups and reflecting on the perceived PES deliverables in the Employment Service 
Centre and in the Job Centres. The results showed the direction and intensity of PES delivery at 
ESC/JCs, given a fair idea of how much influence/impact the TA has had and which TA components 
contributed most to the sustainable development of PES in Lao PDR. 
 
2.2.2. Identification of the significance and beneficiaries of the TA outputs by having applied a 
Simple Matrix/Questionnaire (ANNEX 1-4), all TA components outputs/deliverables were noted. 
The expected impact of each output of the target stakeholders (DSDE/LMID/ESC/JCs) was 
determined using a five-point scale, and stakeholders’ individuals benefiting from the 
output/deliverable or intervention are identified. 
 
2.2.3.  Attribution of impact of each TA component and its outputs was rated systematically with an 
aid of methods elaborated hereunder. The attribution showed direct and indirect, positive and 
negative influences and/or impacts. 
 

2.2.4. The consultants used the TA Comprehensive Final Report Version 1 and reviewed 
previous quarterly reports and the TA DMF that has been updated and submitted to ADB-LRM in 
February 2019. 
 
2.2.5. However, ADB’s DMF recognizes and understands that TA Results may take time to realize; 
most even happen beyond the TA life while some may never happen at all. It is important, therefore, 
that the results and impact chains as depicted above were mapped to ensure that the TA impact 
assessment followed a logical and meaningful method that is linked with the DMF. It required, 
therefore, an engaging holistic and participatory process to create the impact statements and maps 
that are included in the TA final report version 2. 
 

2.2.6. To achieve the most comprehensive picture possible, a combination of both Quantitative 
and Qualitative Assessment Methods Was used and involved MOLSP and the ESC /JCs staff, 
as well as job seekers that had registered online and through registration at the JCs between 
January 2018 and May 2019, and who were traced. In particular: 
 

a) The quantitative analyze consisted of a quasi-experimental design by which 
questionnaires were administered to a group of ESC/JC staff and job 
seekers/unemployed who have been seeking the services of the ESC/JCs and a 
group from similar backgrounds but not having gone through the online registration.  

 
b) To extract further information and levels of impact, a qualitative analysis was carried 

out consisting of four separate focused groups2 discussions as well as more in-
depth personal interviews with job seekers and unemployed. Each focus group 
gathered sizable number of people (KIs) including a group of job 
seekers/unemployed.  

2.3 Specific Tools 

The participatory tools that were used are briefly described hereunder. The results of each 
tool were aggregated, correlated and projected into an overall development and impact profile. 

2.3.1.  Survey Questionnaire  
 

                                                
2 One each with participants who benefited from the interventions of the 4 TA components 



Training and Technology Transfer (TTT) Ltd. 
Final TA Impact Assessment Report 

 4 

The quantitative part of the assessment used two separate survey questionnaires to extract data: 
a) from MOLSW and ESC/JCs staff and b) from Jobseeker/unemployed. Both questionnaires 
shared some common questions related to the PES services provided and/or received but diverted 
when referring to employers and job seekers. Both questionnaires were prepared by each 
consultant responsible for his respective component but have been synchronized by the Deputy 
Team Leader so to have a standard set of questions for cross-TA component comparisons. 

2.3.2. Sampling of Employers 
 
The overall sample consisted of approx. 100 employers from both Vientiane Capital and the region. 
These were employers who had registered online their vacancies as well as gone through other 
means of seeking the recruitment of employees. 

2.3.3. Focus Group Discussions  
 
The Impact Assessment Focused Group Discussions (FGD) addressed the impact scenarios and 
determined how the impacts related to the expected results. Because the selected “Key 
Informants” (refer to ANNEX 5 and 6) provided the insights and proposed actionable measures 
that strengthened positive impacts and mitigated negative ones (if any) in case of a follow-up project 
or even continued development phases undertaken by DSDE. This methodology relied on insights 
and not what had already been reported in previous progress reports and ADB Aide Memo March 
2019. In conducting the FGDs, the TA consultants carried out the following steps: 

Step 1: Identified Key Informants (KI) 
 
KIs were identified based on: (a) key involvement or responsibility in the component/activity 
implementation, (b) familiarity with the objectives and results of the component or activities, (c) key 
stakeholder in the TA implementation and (d) can prepare and present the achievements and 
potential impacts of the component/activity. Thus, key informants /participants were from: 

✓ DSDE 
✓ LMID 
✓ ESC 
✓ Each JC  
✓ Provincial authorities 

Step 2: Prepared Impact Statements/List  
 
Each consultant prepared an impact list per TA component (ANNEX 2-4) taking into account syntax 
of basic impact statement, which followed a simple formula: 
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 Issue or problem statement. 
 Action statement. It describes how the TA Component’s activities/outputs helped resolve the 

problem (the problem needs to be specified - why something is/was a problem, and then follow 
up with how the component’s activities/results made the difference.) 

 Impact - the benefits. The impact of the activities/output(s) should answer the question "So 
what? Who cares? What is the benefit?" An impact could include quotes from those who have 
benefited from the activities/outputs. Not all impacts are quantitative; some are improvements 
in the quality of PES delivery or a change in attitudes or aspirations of ESC/JC staff. 

Step 3:  Implementing the FGD 
 

a) The Consultant(s) explained the procedures applied in having generated the impact list per TA 
component, and at the same time, the KIs reached a consensus on the proposed listing. 

b) The participants brainstormed on the possible DIRECT and INDIRECT impacts of the 
component (and the activities achieved) by looking at the Objectives, Number of Beneficiaries 
(or immediate targets), objectively verifiable Indicators taken from the ADB's PAM DMF. Each 
KI/participant responded only based on their respective TA component. The direct and indirect 
impacts are elaborated under chapter 3 (key findings of impact assessment areas). 

c) The Consultant(s) collected the statements and reviewed all the impacts identified, clarified and 
consolidated them in more meaningful ways so that the participants achieved consensus. 

d) The Consultant(s) finalized the impacts generated from the KI workshop(s) by following the 
steps elaborated hereunder: 

Verifying Impacts: 
In a plenary session, the TA Consultant(s) clarified the impacts listed and then asked the 
participants for some evidence that such impacts have been felt. Some evidences included 
stories, testimonials, relevant press releases, speeches, M&E data, academic studies, photos, 
published comments, etc.). In this context, the Consultant(s) had asked the participants for the 
probability estimates that the impacts will happen. Note: As a rule, only those with 30% (or 
more) chance of occurring has been considered a positive impact. 

Drafting Impact Map: 
The impact of each TA component has been rated systematically with an aid of a matrix (scale 
of one to five) that list the impacts with high probabilities and their correspondent impact 
directions3. 

 
Example Table 1: Impact probability map prepared by the IA consultants 

Impact 
No. 

Impact List  
(include stakeholders, where appropriate) 

The probability of 
occurrence: 

(short-term 2 years) 

1 e.g. Job seekers registration (online) increased X % 

2 e.g. Employers register job vacancy increased X % 

3   

x Etc.  

      Securing Positive Impacts: 
In this brainstorm, the participants suggested actions to ensure that the anticipated positive 
impacts happen. 
 

Consequences for Succeeding Project: 
The participants were asked what measures (potential actions) should be carried out in a follow-
up project or even by MoES itself. Mitigating actions that may be included in future interventions 
have been proposed. 

                                                
3 The matrix shows direct and indirect, positive and negative influences. 
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Impact Assessment Interviews and Information Collection 

Based on the above elaborated scope of impact assessment i.e. Methodology and Tools, all 
four National TA consultants conducted the impact assessment during 24 April to 10 May 2019. 
To support the overall outcome of the TA as elaborated in para. 1.2, interventions and measures 
have been undertaken under TA core component 1-4 through various activities and outputs 
produced by TA Consultants as detailed in the TA annual work plans that are linked with the 
DMF. To assess the impact of the TA/project, 5 key aspects of assessment were adopted: 
relevance, effectiveness, efficiency, impacts and sustainability of the TA/project. For all areas, 
key guiding questions were developed (refer to ANNEX 1 - 4).  
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3: Key Interventions and Achievements 

3.1 Interventions 
 
3.1.1 Component 1 

 Help the MLSW develop an Employment Service Plan (ESP) that enhances links and 
the flow of information between job seekers and employers to improve labor market 
efficiency; 

 Review past and current initiatives in the region related to the provision of employment 
services, and identify successful approaches; 

 Support workshops and meetings among stakeholders to identify collectively current 
employment challenges and agree on approaches to tackle them; 

 Guide the development of the Employment Service System (ESS) in close 
coordination with key stakeholders to ensure its relevance and flexible 
implementation within the local context. 

 
3.1.2  Component 2 

 Improved LMI collection and networking approach in JCs (where JC staff were trained 
through series of workshops using TA developed LMS tools and guidelines to contact 
and approach employers for the first time), 

 Improved capacity of JC staff in conducting LMS and networking with stakeholders, 
 Improved capacity of JC staff to analyze and acquire LMI (where JC staff were supported 

to write up LMS reports using the collected information from LMS), and 
 Stocktaking of labor market information (current trend and forecast) and strategy to 

upgrade LMI and LMIS (where key deliverables related to LMI and LMIS were 
produced). 

 
3.1.3 Component 3 

 Public Employment Service (PES) website is developed and has been launched for 
public use in December 2018; 

 Improved Facilities and services of 10 job centers; 
 Produced the manuals for implementing the online ESS completed; 
 Proposed the training programs approved by the LSWF/ADB and implemented. 

 
3.1.4 Component 4 

 Conducted the assessment of structure, service capacity, and facilities of the job centers 
to identify suitable approaches in designing and developing relevant training programs, 
employment service manuals, and service deliveries based on PES practices; 

 Completed an employment services manual that comprises key services areas: 
servicing jobseekers and employers/vacancies; the manual also includes (i) a redefined 
mandate as a formal basis especially for the job centers regarding their assigned 
responsibilities, and (ii) performance monitoring and management of the job centers; 

 Strengthened capacity of job center staff by conducting a series of trainings on servicing 
jobseekers (e.g. skill assessment, counseling, job matching/ mediation, referral) and 
servicing employers (e.g. approaching and communicating with employers (interviews), 
screening / validating the content of job vacancies before posting). The job center staff 
also gained knowledge and skills on analyzing data for monitoring, management, and 
reporting; 

 Developed a manual on planning and organizing job fairs and provided training to the 
job center staff on how to do the planning and organizing the fair; 

 Developed an outreach strategy and action to promote ESS and job centers; and 
 Supported all job centers in planning and conducting their outreach events and a job fair 

in Oudomsay. Two more provinces (Luangprabang and Sayabouly) are currently in a 
process of preparing their job fairs. 



Training and Technology Transfer (TTT) Ltd. 
Final TA Impact Assessment Report 

 8 

3.2 Achievements 
 
3.2.1 Component 1: 
 
➢ Employment Service Assessment (ESA) Report 
 
The Employment Service Assessment (ESA) report is related to the DMF Output 1: ‘Employment 
Service Plan Developed’ and TA Annual Work Plan Output 1: ‘Employment Management/Service 
System Developed’.  The following activities were addressed:  
 

▪ Collecting past and current initiatives in the Lao PDR related to employment plans and the 
provision of employment services. 

▪ Assess the current state and private employment in the Lao PDR and identifying areas to 
be improved using local knowledge and experience. 
 

 
➢ Designed and developed ESP 

 
Given the findings from employment services report and institution capacity assessment on 
employment service report, the international employment management consultant (TL) drafted an 
‘Employment Service Plan’ (ESP) to address the assessment findings and recommendation and 
align with the regional and international concept. The draft ESP focuses on (i) features of ESP, 
characteristic of services, challenges, and policy objectives; (ii) ESP projected actions including 
human resources, access to services, registering and advising job seekers, sketching job seekers 
profiles, vacancies, contracting employers and registering vacancies, tasks of employment service 
center (ESC) and job centers (JC), strengthening labor market information (LMI), capacity building 
interventions, advocacy and socialization of ESC and JCs; (iii) employment services action plan 
operational planning covering ESC/JC organizational structure, inputs needed and process, 
implementation strategies, partnership and cooperation strategies with private businesses and skills 
training institutes; and (iv) monitoring and evaluation of the overall employment services system 
and LMIS from central to job centers. The ESP also includes a consolidated action plan, job 
descriptions for JC staff and term of references (TOR) advisory board. However, considering the 
ADB TA Report Design and Development Framework (DMF) and limited human resources, 
facilities, etc. available for Public Employment Service in Lao PDR, the ‘ESP model’ is seen more 
as a development framework to contribute to some short-term objectives as indicated in the 
Employment Service Action Plan (Annex 1 of the ESP) rather than a complete fully fledged 
development plan.  
 
➢ Finalized the ESP 

 
As elaborated in the ‘Workshop Report’ that has been distributed to ADB LRM and DSDE, the 
plenary session, and group work results clearly verified that both the ESP and ESAP focuses and 
emphasizes on current and future development needs to strengthening the Employment Service 
System in Lao PDR in order to ensure public access to employment services and labor market 
information. However, participants also expressed concern in boosting the institutional capacity of 
the MOLSW and employment service center and job centers to deliver quality employment services 
as elaborated in the ESP. In addition to the prioritized key activities as elaborated in the ESAP, 
following essential development work items as listed hereunder were raised and proposed during 
the ESP workshop by group work members: 
 
a) Develop/establish legislation (mandate) and roles of job centers; 
b) Organize capacity building interventions/knowledge development on PES for officials of 

district labor and social welfare offices where 9 job centers are located; 
c) Develop decree on career guidance and counseling (CGC); 
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d) Develop provision on CGC dissemination and services;  
e) Develop a partnership mechanism between ESC/JCs and private employment service 

companies; 
f) Adapt and/or adapt existing PES manuals and, if deemed necessary, develop guides and 

working papers related CGC, linking PES with private employment agencies, others; 
g) Planning and organizing job fairs; 
h) Develop a social marketing campaign concept. 
 
Although the above-underlined development work items are integrated into the ESP/ESAP 
presented during the workshop and/or considered as part of a medium-term PES development 
strategy as elaborated in the ESP, the ‘TA components overall work plan 4/2018-2/2019’ embraces 
the provision to tackle the recommendations made by the workshop participants. 

 
➢ Capacity Assessment of Employment Service Institutions in Lao PDR (CAESI) Report 
 
This Capacity Assessment of Employment Service Institutions in Lao PDR Report (CAESI) report 
is related to the DMF Output 1: ‘Employment Service Plan Developed’ and TA Annual Work Plan 
Output 1.5: ‘Assessing the Capacity of MLSW, PLSWD, and ESC’. This report complements the 
Employment Service Assessment (ESA) Report. The key findings of this report are included in the 
ESA which sets out the framework for the development of the ESAP. 
 
The Employment Service Assessment includes the assessment of the Employment Service Centre 
(ESC) and Job Centers which is connected to a wider assessment on the institutional capacity of 
MLSW and PLSWD for sustaining Employment Service System (ESS) and stronger LMIS 
management (DMF Performance Target 3a). A common approach was adopted with the broader 
capacity assessment (Activity 1.5: Assessing the capacity of the MLSW, PLSWD and job centers), 
this concerns especially understanding the role and scope of Employment Services (in the 
framework of PES concept) and the areas to be address in the operational assessment. 

Field visits to 7 provincial job centers and 6 private employment service companies had been 
carried out by the local consultants to document a comprehensive and detailed picture on the 
current structure, responsibilities and operational tasks assigned to the Employment Service 
Centre, Job Centers and private employment service companies. 

The institutional capacity assessment exercise was conducted through interviews during field work 
to the different key players’ organizations including a 3 days ‘Capacity Assessment of Employment 
Service Institutions Technical Workshop organized during 17th – 19th July 2017 in Vang Vieng 
District, Vientiane province. During the workshop institutional capacity assessment of the 
employment service system and institutions in Lao PDR was conducted through structured 
questionnaires and brainstorming sessions to collect information from key stakeholders. The 
structured approach analyzed capacity across three dimensions: (i) the enabling environment, (ii) 
the organizations and (ii) the individuals. It provided a clear picture of the employment service 
sector’s capacity in Lao PDR, including the identification of the problems and solutions to improve 
the public employment service system. The workshop also promoted ownership and inclusiveness; 
harnesses local knowledge; brings champions on board and provided a baseline against which to 
measure results. There were 42 participants (9 Deputy Directors of PLSWD, 9 staff of JCs, 15 
private employment companies) and 6 TA consultants involved during the assessment. Participants 
were grouped into 3 mixed groups. The 3 groups identified capacity gaps, and highlighted the 
institutional dynamics, that cause a development challenge to persist. Representatives from DSDE, 
PLSWD, job centers and private employment service companies pooled their firsthand knowledge 
of a problem or development challenge and identified possible solutions that are context specific. 
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➢ Core Functions of Public Employment Service TOT Workshop (Vangvieng, 21st – 24th 
May 2018) 

 

The training module titled “Core Functions of Public Employment Service TOT” was delivered from 
the 21st to 24th May 2018 in Thavisouk Resort, Vangvieng District, Vientiane province. Thirty-four 
trainees joined this training from DSDE, 9 PLSWD and ESC. 
 
The training objective was to capacitate the central and provincial trainers to conduct the PES 
Advocacy Workshops in their regions and respective provinces. It was focused on the Core 
Functions of Public Employment and the demonstration of PES website which will be a working tool 
for the officials. The program included introduction to PES operation and workflow in services for 
job seekers, employers and Job Centers from registration to monitoring of services and reporting. 
 
The handouts both in hardcopies and soft copies in Lao were provided to the participants 
consisted of: 

1. Training Program Module “Core Functions of PES”; 
2. Abstract of ILO Convention on PES No. 88; 
3. National Strategy and Policy on PES; 
4. Summary of CAESI in Lao PDR; 
5. Core Functions of PES; 
6. ISCO, LSCO and LSEC; 
7. Provisional Work Plan for ESC/JCs; 
8. National Employment Service Plan; 
9. Draft Ministerial Agreement on the Establishment and Operation of JCs; 
10. Reporting Forms. 

 
➢ PES Advocacy Meeting Conducted in 9 Target Provinces. 
 
Following up with the Core Function of PES Training Workshop held during 21-24 May 2018 in 
VangVieng, Vientiane Province, the PES Advocacy Meeting was planned to be conducted during 
August – September 2018 in support for the smooth LMI data collection and networking in the 9 
targeted provinces.  The concept outline of the PES Advocacy Meeting was prepared and submitted 
to DSDE on 3rd August 2018, for the preparation of the budget proposal from ADB. Due to the long 
delay of communication among DSDE and ADB LRM on the agreement on the different budget 
proposals and priorities, particularly the budget for the LMI data collection and networking activities, 
the PES Advocacy Meetings in the targeted provinces were only able to be conducted during 
November and December 2018. The DTL, was requested by DSDE to prepare and mentor the 
meetings in Champasack (28 November 2018), Luangprabang (30 November 2018) and Vientiane 
Capital (24 December 2018). 
 
The main purpose and objective of the PES Advocacy Meeting was: Disseminate the Core 
Functions of PES to the provincial authorities and key stakeholders and advocate for strong support 
and collaboration among key actors and promote the visibility of JCs in their respective provinces 
 
➢ PES Website Technical Task Force (TTF) Established 
 
In accordance to the agreement during the TA review mission on 6 September 2017, DSDE agreed 
to establish the PES Website Technical Task Force (TTF) for the inclusion of the targeted users in 
the process of the PES Website development. The PES Website TTF composed of IT technical 
staff from the targeted key actors’ organizations and key stakeholders’ organizations in the 
provisions of employment services as well as the intended clients and targeted beneficiaries; 
working in close collaboration with the TA Website and program design international and national 
specialists. The PES Website TTF was supported and facilitated by the TA DTL to ensure timely 
development progress in accordance to the TOR and work plan. 
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Tasks of the PES Website TTF: 

(i) Ensure PES Website development process has taken into account close consultations 
and recommendations from targeted key actors’ organizations and stakeholders’ 
organizations in the provisions of employment services as well as the intended clients 
and targeted beneficiaries. 

(ii) Consult and collectively formulate the PES Website development work plan from 
prototyping to launching of the website. 

(iii) Organize, assign and conduct training workshops for the different target groups i.e. 
super administrator, manager, author, editor, publisher and register in accordance to the 
assigned roles and responsibilities of the members in accordance to the work plan.  

(iv) Work collectively in accordance to the agreed assigned tasks of the members. 
(v) Conduct regular internal meetings to report the progress of the website development for 

feedbacks and assign remedial tasks for the members as needed. 
(vi) Test the website during each stage with the intended users i.e. jobseekers and 

employers for feedback to adjust the website design for user friendly. 
(vii) Prepare website launching and social marketing strategic plan. 
(viii) Implement the PES Website launching and social marketing strategic plan. 
(ix) Assess the usage of the PES Website. 
(x) Adjust and update the PES Website accordingly to the results of the assessment. 

3.2.2 Component 2: 
 
Referred to the DMF, the impact of the overall project was an increased share of employment in 
the formal sector, which is aligned with the Eighth National Socio-Economic Development Plan for 
2016-2020. To achieve such impact, it was expected that the outcome of the TA will be a developed 
ESS to expand access to employment opportunities in the formal sector. To support the overall 
outcome, efforts have been put under TA core component 2 (Output 2) by various interventions and 
services provided by TA consultants (detail described in TA work plan) in accordance with the DMF 
summarized as the following: 

• improved LMI collection and networking approach in JCs (where JC staff were trained 

through series of workshops using TA developed LMS tools and guidelines to contact and 

approach employers for the first time), 

• improved capacity of JC staff in conducting LMS and networking with stakeholders, 

• improved capacity of JC staff to analyze and acquire LMI (where JC staff were supported to 

write up LMS reports using the collected information from LMS), and 

 
➢ Update Labor Market Assessment and Forecasting Report and LMIS Assessment and 

Upgraded Plan 
 
The two reports are related to the DMF1.7 and DMF 2.10 of Output 2: ‘Assessed labor market 
demand and labor supply’ and ‘LMIS assessed and gap for upgrading identified’. Main activities 
addressed were:  

o Gathering any initiatives and reports in Lao PDR related to the development of labor 
market and forecasts and LMIS. 

o Organizing meetings and interviews with key stakeholders on the Labor Market forecast 
such as Chambers of Commerce, Employers' associations, TVET and Higher Education 
institutions to collect information and to inform them about the process. 

o Assessing current stage of LM and forecast future trend and the stage of LMIS 
development in Laos. 

 
Key outputs/achievements of the aforementioned activities are stocktaking of labor market 
information (current trend and forecast) and strategy to upgrade LMI and LMIS (where key 
deliverables related to LMI and LMIS were produced). The labor market assessment and 
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forecasting report and LMIS assessment and upgraded plan (both English and Lao) were submitted 
in July 2017 to DSDE with several meeting being hold to finally decide to adopt an improved LMI 
collection approach in JCs, called Option 3, that was related to “networking with stakeholders and 
strengthening links with employers in conducting LM survey”. This became a new approach adopted 
by JCs throughout the rest of the TA project period. Moreover, the functioning of JCs contributed to 
improvement of LMIS, not yet functioning at the moment. This would encourage more coordination 
and exchange of information between stakeholders and ministries and the formulation of a strategy 
and decisions to be taken at the highest level. 
 
➢ Improving Capacity of JC Staff in Conducting LMS and Networking with Stakeholder 
 
The activities are related to the DMF3.1 and DMF3.2 of Output 2: ‘Assessed institutional capacity 
of MLSW, PLSWD and job centres’ and ‘Developed and conducted training programs. Main 
activities addressed were: 

o Reviewing training programs undertaken by ILO and other donors 
o Preparing training materials and manuals for a strengthening links with stakeholders and 

conducting LMS 
o Conducting series of training and assisting JCs to develop and implement action plan 

for networking with stakeholders and conducting labor market survey 
 
Key outputs/achievements of the aforementioned activities are evidenced by the organization of 
series of workshops and training in 2018. For instance, a training workshop focused at LMI 
development and improvement and on how to conduct LM surveys in job centres was conducted 
13-17 May 2018 in VangVieng. Following the workshop, action plans to network with stakeholders 
in labor market and to strengthen links with employers were prepared by Provincial offices and Job 
Centres. A second recap workshop on conducting labor market surveys was conducted 6-7 
December 2018. The JC staff were equipped with necessary tools to strengthen links with 
stakeholders and approach employers in conducting LMS. 
 
➢ Networking with Stakeholders in LM and LM Survey 
 
The activities are related to the DMF2.12 of Output 2: ‘Conducted labor survey’. Main activities 
addressed were: 
 

o Assisting JCs to implement action plans for networking with stakeholders and 
conducting labor market surveys  

o Assessing the results of the action plans implementation. 
 
Key outputs/achievements were that, for the first time, the workshops with stakeholders were 
organized late 2018 by PLSWD/JCs, 28-30 November 2018 (in Khammuan, Oudomxay, 
Bolikhamxay, Champasack, Vientiane and Xayyaboury province) and early December 2018 (in 
Vientiane Capital, Savannakhet and Luangprabang). With the guidance and assistance of TA 
consultants, LM surveys were conducted in the period November 2018 to March 2019 and 
JC/PLSWD staff have experienced approaching employers in conducting LMS in the way it was 
supposed to be. Total number of employers contacted during LMS were more than 800 and the 
number of companies registered on the PES website has increased from 32 in the end of Q4 2018 
to 101 in Q1 2019 and 130 in Q2 2019 (9 May 2019). There was a small change after LMS were 
implemented but the process should attract more and more employers in the future. 
 
After conducting LMS, employers’ contacts and profiles were compiled and made available for 
follow up process for registration online or by JC service. Acquiring data from questionnaires in 
conducting LMS, LMI was made available at JC/provincial level, a fundamental stage to provide 
unbiased LMI for LMIS development. Moreover, having to report the results of LMS, the capacity of 
JC staff to analyze and acquire LMI were expected to improve. 
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➢ Strengthening Coordination between MLSW, PLSWD, Job Centres and Trade 
Association and Enterprises’ 

 
Almost all activities under Component 2 have been completed. Only activities related to activity 2.8 
in the Work Plan and DMF3.5 of Output 2: ‘strengthened coordination between MLSW, PLSWD, 
Job centres and trade associations and enterprises’ are partly undone due to the lack of time 
remaining after the LMS was completed. In addition, it requires more involvement from MLSW and 
a strategy to be discussed. 
 
If the project could assess the situation of the LMIS at the beginning of the project it became very 
clear that the lack of coordination and exchange of information between ministries, the lack of 
willingness to do that and the lack of existing structures is not allowing to think about any functioning 
LMIS at the moment in the country and requires a strategy and decisions to be taken at the highest 
level. 
 
3.2.3 Component 3: 
 
➢ PES Website Design and Development DMF 2a 
 
The time frame of launching PES website version 1.0 was fixed at February 2018. Unfortunately, 
the lunching was postponed 3 times due to various problems encountered during the development 
(Refer to Final Report version 1). Finally, in December 2018, PES website has been launched for 
public use. The data entry form for job seeker, employer and job vacancy were developed in order 
to collect the information from user respectively. The job search and find resume function was 
integrated. The apply job function was also implemented. Other function for job vacancy campaign 
such as SMS and email networking were also included in the system. 
 
➢ Office Equipment and IT Hardware Procurement, DMF 2d  
 
Another task for component 3 is to provide the advice and specification of office equipment, internet 
connection. The equipment was delivered and installed in 9 job centers, ESC, DSDE.  
 
➢ Capacity Building Based on PES Website Operation and Administration, DMF 2d 
 
The training is crucial part of our assignment. The JC staff was trained 2 times on PES website 
operation, one time for Administrator and developer website level. The on-the-job training was 
happening during national employment job fair at Vientiane capital also during the outreach 
activity.  

 
➢ Material Support PES Website Development and Operation DMF 2f 
 
The PES user manual version 1 and version 2 are produced and distributed to JC staff during PES 
website operation training session. Also, the Website Development Analysis Report was created 
and submitted to DSDE. The last material produced was the Technical Documentation of PES 
Website Development and has been submitted to all concerned parties. In addition, the various 
guide line related to PES website development and TTF were produced and distributed to the 
DSDE staff for the quality control of website and the verification of the functionality of the PES 
website. 

 
➢ Site Visit and Outreach Activity, DMF 2d 
The visit the 9 job centers in 9 provinces during the ADB mission were the purpose for the 
equipment verification, the internet connection bandwidth testing and provide more support on PES 
website on major modification and statistical report operation. This ensures that the JC is well 
equipped in order to provide the assistance to job seeker and employer who walk-in JC for help. 



Training and Technology Transfer (TTT) Ltd. 
Final TA Impact Assessment Report 

 14 

During outreach and impact assessment at northern of 5 provinces, the on-the-job training was 
partly provided to make sure JC staff feel more comfortable to serve the public. 

 
 
3.2.4 Component 4: 
 
Key interventions to the developments of PES in Lao PDR aimed to address the institutional settings 
of the job centers, staffing and facilities as minimum requirements to improve service deliveries. 
The interventions also reviewed the existing operational manuals of the job centers and developed 
a practical manual through a series of training on servicing jobseekers, employers to post 
vacancies, promoting the job centers through outreach and job fair events. Details are provided 
below. 
 
➢ Institutional Settings 
 
This institutional review and assessment were responded to DMF 3.1 Institutional capacity of the 
MLSW, PLSWD, and job centers assessed. All the target job centers and employment service 
center were assessed on key relevant aspects. A report on assessment of the current structure, 
capacities and tasks of the job centers was produced in August 2017. The assessment found that 
the job centers were an integral part of Section of Skill Development and Employment (SSDE) of 
the Provincial Department of Labor and Social Welfare (PLSW) and that the centers had an unclear 
legal status making it difficult to operate. The assessment recommended that, before planning the 
capacity building activities in a larger scale, it would be necessary to create a formal assignment 
and regulatory basis for the job centers; and that furthermore, before more extensive capacity 
building, it would be necessary to allocate dedicated officials to the job centers. 
 
The job centers still operate and remain as an integral part of SSDE but have redefined roles and 
responsibilities so that they are able to function based on the standard PES organization. In 2018, 
MLSW endorsed new roles and responsibilities of PLSW (Agreement No. 3585, 13.09.2018). The 
Agreement redefines roles and responsibilities of SSDE which some of them will be performed by 
the job centers. The center’s defined tasks include (i) coordinate and encourage employers to 
organize training and skill development for laborers, (ii) act as an employment service point, 
manage and publish the labor market information (LMI), provide employment services and develop 
skills for and in the province; and (iii) provide job and career counseling services, including self-
employment. More specific, detailed tasks were developed including the job descriptions of the job 
center staff which have been included in the employment service manual developed under this TA 
project. The manual is pending MLSW’s endorsement for use. Once endorsed, it will be a legal 
document to guide the job center staff. 
 
➢ Facilities (and Equipment) 
 
The report on assessment of the current structure, capacities and tasks of the job centers that was 
mentioned above also covered the assessment of the job centers’ facilities and their service 
performance. This facilities part corresponds to DMF 2.4 Facilities and services of the existing 
9 job centers and employment service center improved and DMF 2.11 Equipment and 
computers procured. In order to improve the existing job centers as a relevant PES office, the 
assessment suggested that approximately five full-time staffs at minimum be allocated to perform 
core PES functions at the office level. Facing a limited number of provincial human resources, 
PLSWs agreed to add and/or appoint only two more officials from within its SSDE to, to some extent, 
satisfy a need to make the job center functional. As a result, each job center has three assigned 
staff in total. A re-layout of the office was also discussed and re-arranged with at least reception 
space, waiting area and space for individual counselling. Relaying-out the job center office and 
even allocating a new larger office depended on individual PLSW’s capacity and available 
resources. 
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Since the facility assessment that took place in late 2017,4 improvements have been observed in 
some of the job centers (under this impact assessment). The centers in Luangprabang, Oudomsay, 
Savannakhet, Champasack, and Vientiane Capital now have newer and larger office located within 
the PLSW building. Borikhamsay rearranged its office space so that it better facilitates visitors. The 
office layout or settings of the centers in Sayabouly, Vientiane Province and Khammouane however 
remain unchanged. Even more, the Sayabouly center is sharing the office space (and its staff) with 
the Migrant Resource Center. To help the job centers deliver their expected services, the TA project 
provided necessary equipment (e.g. desktop, notebooks and printer) and some promotion tools 
(e.g. posters, brochures, roll-up banners, and signboards). The job centers are now better equipped 
than ever before, allowing the center staff to perform and provide online services to users. 
 
➢ Manuals and Guidelines 
 
The corresponding DMF activity is 2.6 Instruction materials on employment services and career 
counseling developed. The key document for job centers’ operations is the employment services 
manual (ESM). The ESM comprises four parts (i) a brief conceptual framework of PES, a job 
center’s mandate and staff’s job descriptions; (ii) servicing jobseekers by job centers; (iii) servicing 
employers/vacancies by job centers; and (iv) performance management. In addition to ESM, a 
guideline on planning and organizing job fairs was also developed and already applied by some job 
centers. Feedback received from planning and organizing the job fairs contributed to the 
improvements and finalizations of the guideline. The outreach plan was developed including 
practical steps so that the job center staff can use to organize by themselves outreach activities in 
the future.  
 
➢ Human Resources and Capacity Building 
 
The corresponding DMF activities of this part are 3.2 Training programs developed; 3.3 Training 
programs delivered to 15 master trainers and 60 staff from the provinces; 3.6 Monitoring and 
evaluation system established; and 3.7 Training on monitoring and evaluation provided to 
central and local government staff. The job center staff and their performance have been focused 
particularly after the staff were appointed to undertake their newly defined tasks and after getting 
trained on servicing jobseekers and employers/vacancies. As mentioned above, three full-time staff 
were assigned for each job center and each staff has now job description, following the signed Aide 
Memoire June 2018. Those three are Job Center Manager, Employer Relations Officer, and 
Registration and Counseling Officer. Those staff members are in fact those who are the members 
of SSDE. In other words, despite their appointment to the job center they are still rightfully engaged 
in other works or tasks assigned to SSDE as well as their commitments in activities belonging to 
the party and mass organizations. 
 
With the developed manuals and guidelines, four training workshops were already organized in 
different occasions. They are (i) Servicing Jobseekers by Job Centers conducted in May 2018, (ii) 
Servicing Employers by Job Centers conducted in August 2018, (iii) Planning and Organizing Job 
Fairs held in August 2018, and (iv) Planning and Management of PES Operations taking place in 
December 2018. Feedbacks and comments received during those training events were 
incorporated into the ESM. 
 
It acknowledged in the Aide Memoire of February 2019 that having 15 master trainers could not be 
realized by the end of the TA project. The job center staff was newly appointed and had limited 
experience in employment, labor management, communication and presentation skills. So instead 
of selecting potential master trainers to get trained and become the masters, it was better to train 
all job center staff so that they got familiar with PES and that at this stage raising awareness of the 

                                                
4 For more information, see a Report on Assessment of the Current Structure, Capacities and Tasks of the 
Job Centers (07.11.2017). 
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staff would be first important. In addition, the delayed PES online launching also contributed to train 
more staff from the provinces especially those working at the district level. During the 
implementation of the outreach activities and job fairs, some PLSWs however engaged the staff 
from district office of labor and social welfare in supporting the organization of those events. SSDEs 
said they planned to train the district staff who knew the local situation well to help provide and 
promote the PES services. This however is a plan and need further follow-ups. 
 
➢ Promotion of ESS and Job Centers 

 
The corresponding DMF activities are 2.5 ESS and job centers promoted; 2.7 Outreach strategy 
for providing employment services in rural areas developed; 2.8 Ten job fairs conducted; 
and 2.9 Outreach job services in 50 rural villages delivered. Promotion of ESS and job centers 
in form of organizing outreach events and job fairs to disseminate PES and job centers thus 
increasing the number of users – jobseekers and employers to post vacancies had been intensified 
only the during the last two months (April and May 2019) before the TA project was about to end. 
The delayed promotion was linked with the PES website launching. Although the website was 
officially launched in December 2018, it was not fully ready for use until early March 2019. Efforts 
had been made since its official launching to further improve the PES website’s functionalities, 
aiming to make it user-friendly. Time was spent on planning and budgeting for the promotion events. 
As a result, the promotion of ESS and job centers did take off in late April 2019 with details provided 
in Table 1. 
 

Table 1. Organized Outreach and Job Fair Events (April and May 2019) 
 

22-Apr 23-Apr 24-Apr 25-Apr 26-Apr 

    
Luangprabang 
Outreach: Upper 
Secondary School 

Luangprabang 
Outreach: 
Technical 
Vocational College 

Luangprabang 
Outreach: 
Northern Agri. & 
Forestry College 

     
Sayabouly 
Outreach: Upper 
Secondary School 

Sayabouly 
Outreach: 
Technical 
Vocational 
College 

29-Apr 30-Apr 1-May 2-May 3-May 

Borikhamsay 
Outreach: 
Technical 
Vocational 
College 

Borikhamsay 
Outreach: 
Agriculture & 
Forestry School 

Borikhamsay 
Outreach: Upper 
Secondary School 

  
Job Fair in 
Oudomsay 

6-May 7-May 8-May 9-May 10-May 

Vientiane 
Province 
Outreach: 
Nonsavang 
Village 

Vientiane Province 
Outreach: 
Technical 
Vocational College 

Vientiane Province 
Outreach: Upper 
Secondary School 

  

    

Khammouan 
Outreach: 
Technical 
Vocational College 

Khammouan 
Outreach: 
Chomthong 
Village 

Khammouan 
Outreach: 
Keokenchay 
Vocational 
School 

13-May 14-May 15-May 16-May 17-May 

 
Champasack 
Technical 
Vocational College 

Finance Collage 
Champasack 
University (tbc) 
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Savannakhet 
Agriculture-
Forestry College 
(morning) 

Saysombath 
College, 
Savannakhet 
(morning) 

   

Savannakhet 
Technical 
Vocational College 
(afternoon) 

Savannakhet 
University (tbc) 

20-May 21-May 22-May 23-May 24-May 
Vangvieng 
(VTEP) 
Outreach: 
Employers 

Vangvieng (VTEP) 
Outreach: 
Technical College 
(VV campus) 

  
Job Fair in 
Luangprabang 

Vangvieng 
(VTEP) 
Outreach: VV 
Upper Secondary 
School 

Sayabouly 
Outreach: Ethnic 
Upper Secondary 
School 

  
Job Fair in 
Sayabouly 

Champasack 
Outreach: (name) 

    

Oudomsay 
Outreach: 
Integrated 
Vocational 
Educational and 
Technical School 

Oudomsay 
Outreach: Rattana 
BA Institute 

 

Oudomsay 
Outreach: KPIP 
College 
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Table 2 shows some numbers of secondary, college, and university students joining the outreach 
activities in all 9 provinces, and also potential jobseekers and companies participating the organized 
job fairs in 3 provinces of Oudomsay, Sayabouly and Luangprabang. 

Table 2. (estimated) Numbers of people 

participating in outreach and job fairs

Upper secondary schools Number

Students 1807

Teachers* 51

Indirect beneficiaries (villages)* 65

TVET schools/colleges, center, universityNumber

Students 3151

Filled reg forms 815

Teachers 112

Villages Number

Participants 63

Villages 20

Employers 16

Job fairs Number

Companies 41

Vacancies** 495

Jobseekers 498

Filled reg forms 146

Visited people Number

Upper secondary schools 6

TVET schools/colleges, center, university 17

Visited villages 2

Employers 33

Villages with possible reach 83

Notes: * not including number of teachers

and students in Vientiane Capital

Notes: ** not including vacancies announced 

in Luangprabang Job Fair

 
As the establishment of the PES website was pending, the job centers relied ‘mainly’ on employers 
applying for a quota of foreign workers to report job vacancies. The number of visits by jobseekers 
was reportedly increasing, but registration was mainly still paper-based and the responsible job 
center staff would have to computerize the information in the registration forms received to ensure 
the jobseekers and vacancies are online. It is a timing-consuming process for the job center staffs, 
and this is not to mention the performance on data and information validation. The information 
available from the hard-copy registration forms that were completed by jobseekers (and the 
employers to post vacancies) was not reviewed or double-checked by the job center staff for 
clarifications and accuracies before putting it online. This issue is also applied to the case of 
employers posting job vacancies. The job centers have a limited understanding about how the PES 
website vis-à-vis the validated information to be made available online works. It was highly expected 
by the online PES design that an online job-matching would be done based on the ISCO 
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(International Standard Classification of Occupation) which would reduce a significant amount of 
time spent by the job center staff. Without the ISCO, it would also be difficult for them to do the job-
matching, even manually. 
 
4. Key Findings and Impacts 

 
4.1 Component 1: 

4.1.1 Relevance 
 

➢ Employment Service Assessment (ESA) Report set out the framework for the design and 
development of ESP and ESAP. 

 
The Employment Service Assessment (ESA) report was written in both English and Lao. The Lao 
version was disseminated and provided most updated information on employment situation in Lao 
PDR as inputs for discussion during the Capacity Assessment of Employment Service Institutions 
Technical Workshop (17th – 19th July 2017) in Vang Vieng District, Vientiane province. The 
outcomes of the assessment set out the framework for the development of the ESAP as well as the 
JCs’ AP.  
 
The ESP is relevant. Target beneficiaries included TVET graduates, unemployed and potential self-
employed.  The ESP sets out the framework for the formulation of the ESAP for immediate, short- 
and long-term interventions. As consequence, the target provincial Employment Service Provisional 
Annual Work plan were generated. Based on these work plans, the JCs staff carried out their 
activities accordingly. 
 
The ESP is consistent with the Party’s Policy, National Socio-economic Development Plan 2015-
2020 and the Lao PDR Tripartite Decent Work Country Programme (DWCP) 2017 – 2021. The 
objectives of the ESP are still valid and will be valid for the next 5 years at least. 
 
➢ Capacity Assessment of Employment Service Institutions in Lao PDR (CAESI) Report 
 
The report was written in both English and Lao. The Lao version was disseminated and provided 
most updated information on the capacities of the employment institutions in Lao PDR as inputs for 
discussion during the Core Functions of Public Employment Service TOT Workshop (Vangvieng, 
21st – 24th May 2018). 
 
Trainees identified the Objective Oriented Project Planning (OOPP) exercise was very effective in 
the formulation of the Problem/Objective Trees and scoping the interventions for improving the 
employment service system in Lao PDR both at central and local level. Trainees continue to use 
the technique in their work. 
 
➢ Core Functions of Public Employment Service TOT Workshop (Vangvieng, 21st – 24th 

May 2018) 
 
The trainees were more aware and fully understand the concept of Public Employment Services 
and the expected role of DSDE, EPD, LMID, ESC and Job Centers. The main training outcome was 
introducing a systematic concept of public employment service delivery and procedures, especially 
on the roles of the staff in the ESC and Job Centers. Provisional Work Plans for ESC/JCs were 
developed. 
  
It was highlighted by the participants that the PLSWD will need additional legislative support to 
materialize the uniformed operation of the JCs with technical support and cooperation with ESC 
and DSDE i.e. the Ministerial Agreement on the Establishment and Operation of the JCs. The draft 
agreement was shared for comments during the last day of the workshop. 
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The outputs of the workshop evaluation rank most of the results from Good to Very Good. The 
trainers were confident that they will be able to conduct the PES Advocacy Workshops by 
themselves using the training materials provided. 
 
Skills and knowledge acquired through the capacity development training program have resulted in 
the changes in the performance of the trainees. 
 
➢ PES Advocacy Meeting Conducted in 9 Target Provinces. 
 
Though the PES concept is new for the responsible staff of the MLSW, DSDE PLSWD and JCs; 
most of the KI had expressed better level of understanding and their performances during the 
meeting i.e. best performance level must be accredited to Vientiane Capital PDLSW presenters, 
and average level for Champasack and Luangprabang PDLSW presenters. Large number of key 
stakeholders participated in the meetings, there were more representatives from the local 
government than the private sector/ enterprises/business units. More key stakeholders were aware 
of the services provided by the JCs. Participants agreed on the issue of the mismatch between the 
labour supply and demand side and identified the potential for collaboration to address the issue in 
their respective provinces i.e. all the key stakeholders must coordinate and collaborate in the 
provisions of information exchange and meet more often to build and strengthen the network of 
collaboration in a transparency manner to support each other in a win-win situation. 
 
➢ PES Website Technical Task Force (TTF) Established 
 
With additional inputs of External Resource Persons, to date the PES Website had improved 
significantly and more user friendly. The PES Website was successfully launched officially on 14 
December 2018 during the Job Fair in Vientiane Capital in collaboration with IJob Co. Ltd. Social 
marketing of the PES Website during the JCs job fair/outreach activities have raised awareness 
among the TVET college graduates, students, jobseekers and employers. 
 

4.1.2 Effectiveness 
 
The PES Advocacy Meetings conducted in the 9 target provinces have demonstrated the 
performances of the PDLSW leadership and staff, which led to improved networking with key 
stakeholders including better provision of services. Though the level of the performance varies 
among target provinces, all the staff were above average to very good. 
 

 
4.1.3 Efficiency 

 
Lessons learnt from Job Fairs/outreach activities of JCs, the PDLSW leaders and staff 
acknowledged the importance to organize these activities more often and consistent in particular 
during traditional festivals, trade fairs, graduation ceremony and important events in the provinces. 
Through these activities the number of posted job vacancies and registered job seekers will 
increase. Though the project ended, these activities have been integrated and mainstreamed into 
the overall PDLSW development plans. Furthermore, some JCs have created their own Facebook 
page for social marketing of their JCs and social networking. 

 
4.1.4 Sustainability 

 
Central and local authorities provided moral support for PDLSW/JCs. Provincial provisional plans 
have been adopted by the JCs to plan their employment service activities during each quarter. 
Lessons learned from the Training Workshop for Private Employment Service Companies on 
utilization of the PES Website to post job vacancies and recruitment of jobseekers has increased 
the number of job vacancies posted in the PES Website. JCs also acknowledged to provide 
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outreach services to business units and introduce the utilization of the PES Website to advertise 
their job vacancies and recruitment of the potential workers/employees. The PDLSW will seek 
funding from the provincial authorities to support the JCs through the integration of the JCs 
provisional plan into their Provincial LSW Development Plan during each period.      

 
4.1.5 Observations (Weakness, Undone Activities, Challenges) 

 
Delay and postponing of planned activities due to the time-consuming process both during the 
approval of the activity request proposals and budget allocation. 
 
Changes/reshuffling of staff.    
 

4.2 Component 2: 
4.2.1 Relevance 
 
Referred to all interventions and outputs achieved by the TA consultants, the main impacts 
of the TA component 2 could be summarized as follows.  
 
Firstly, the change in the way JC staff approach employers and jobseekers and provide their 
services were observed. For certain degree, the TA made available LMI at least at the 
provincial level though in small scale (each province with at least information from 90 
sampled companies). This information reflected both economic and labor market situation 
and its trends in the provinces. The information is important to provide JC staff with 
knowledge and common sense about LM that is needed for their daily task in providing 
counseling and matching services to their customers (jobseekers, employers). Secondly, 
JC staff’s knowledge about LMI in the provinces accumulated and improved by series of 
training and implementing LMS. JC staffs claimed they were in in a position and able to 
conduct LMI, analyze the result of LMS, organize a meeting with stakeholders, continue 
contact, report and discuss LMI with them, discuss recruitment issues and so on. This would 
increase confidence in discussing LMI and providing job counseling and matching services 
to their customers. Thirdly, the visibility and access to employment services provided by JCs 
were enhanced as more employers, jobseekers and stakeholders were interested to visit 
and collaborate with JCs. All these outcomes would provide more or less impact in 
developing LMIS which is far from operational in Laos and improving employment 
opportunities in the provinces.   
 

No. Medium to Long Terms Impacts Intermediate Impacts 

1 LMIS developed/partially 
developed 

1. LMI acquired or made available at 
provincial level 

2. JC staff’s knowledge about LMI in 
the provinces accumulated and 
improved 

2 Employment opportunity in the 
provinces increased 

3. Confidence in discussing LMI and 
providing job counseling and 
matching services to customers 
increased  

4. Visibility and access to employment 
services provided by JCs enhanced  

 
To assess the aforementioned impacts, 4 key areas of assessment were adopted: 
relevance, effectiveness, efficiency and sustainability of the project. For all areas, key 
guiding questions were developed. Detailed questionnaires are provided in the appendix 1. 
Some observation on key weaknesses, undone activities, challenges and lesson learns are 
also provided. 



Training and Technology Transfer (TTT) Ltd. 
Final TA Impact Assessment Report 

 22 

 
Since the trainings in Vangvieng in May and December 2018, all JCs have organized 
meetings with stakeholders in the labor market. They also conducted labor market surveys 
(LMS) where employers were approached in a way they were supposed to be, and claimed 
to use the handbook with guidelines and the questionnaire provided by the TA team for 
networking with stakeholders and conducting LMS. They also shared the information 
collected when networking with stakeholders or preparing the LMS with other colleagues in 
the JC and got a good support from DSDE to push forward the implementation of their action 
plans.  
 
Although this is relevant to the overall goal and the attainment of TA objectives, based on 
the observation of the consultant during the proposed LMS, the staffs of all JCs visited did 
not practice very well according to the guidelines and the purpose of labor market survey 
(LMS) to create good relationship with employers and to get necessary LM information from 
them and to support them in future employment services. 
  
Moreover, they also used other templates for vacancy collection and for reporting to LMID 
of DSDE. Although this could be seen as opportunities to collect detailed LMI when the staff 
visited employers, it complicated the LMS process that aimed primarily to promote good 
relationship with employers and to put data collection in the follow-up process where JCs 
and employers could later contact each other for vacancies announcement. 
  
4.2.2 Effectiveness 
 
As mentioned earlier, JCs could perform their tasks and activities in line with their proposed 
action plans agreed with TA consultant and in line with the objective of Output 2. JC/PDSDE 
staff could organize for the first time a networking workshop with stakeholders in labor 
market including TVET, provincial Department of Planning and Investment, Industry and 
Commerce, Education, Trade Union, etc. (with contact persons for further cooperation). The 
JC staffs claimed that the networking workshop with stakeholders were claimed to be helpful 
and attract interests of the stakeholders, particularly Chamber of commerce, technical and 
vocational schools and related parties utilizing labor market information. They felt more 
aware of LM issues and the stakeholders also expressed interests to collaborate with the 
JCs. The JC staff also claimed that the process of networking was still continuing in the JC 
and they planned to have other meeting in the future (but no concrete date specified). 
  
As suggested by the TA consultant, the labor market survey covered the companies in 
almost all main sectors of provincial economies including manufacturing, construction, agro-
forestry processing, tourism, agriculture, services and so on (details can be found in the 
LMS report of TA core component 2). 90 companies were contacted by each JC as planned. 
From the interviews, the JC staff claimed they followed TA consultants advises to mention 
to employers the PES website for advertising their vacancies and finding relevant 
jobseekers for available vacancies as this would help them get interests of employers for 
their services. For some surveyed companies interviewed during the job fair in Odomxay, 
they claimed to be informed by the JC about the PES website and JC services and to declare 
vacancies to the JC. However, some interviewed companies needed help from JCs to 
register their profile and vacancies on the PES website and expected to visit JC for such 
purpose. 
 
From the aforementioned observations and KIs, the objectives of the Output 2 are likely to 
be achieved with certain level of effectiveness. However, some issues need to be 
addressed. Among contacted companies, not so many were contacted for the first time, 
about 10 – 20 companies out of 90. They were mostly small sized with the staff less than 
100. The JC mostly utilized their existing network (list of companies registering foreign labor) 
when contacting the companies for interview. Although this is easier and more effective to 
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get contact with the interviewed companies but expanding outreach of JCs to new 
companies is more important for the TA project objectives. 
 
For the preparation and implementation of the survey, all staff were claimed to get involved 
in the process, but about 2 out of 3 JC staff, on average, went to actual survey where 1 
stayed at the office to receive their customers. In some provinces the implementation of 
LMS was claimed to go smoothly, but in some other provinces other urgent tasks assigned 
by PDSDE were felt as a constraint and as an additional burden and had as a consequence 
a longer time than what had been planned for the LMS implementation. 
 
4.2.3 Efficiency 
 
The efficiency of the project concerns with whether the activities are cost and time efficient, 
the programme or project is implemented in the most efficient way compared to alternatives 
and what the major factors influencing the efficiency (time and cost) of the activities are. 
 
As mentioned earlier, JCs followed their action plans by organizing a networking workshop 
with stakeholders and implementing LMS. The final allocated budget for LMS ranging from 
about 9 million LAK to 14 million LAK or 13 million LAK on average per provinces seemed 
to be enough for the implementation of their action plans. However, the actual 
implementation was delayed due to budgeting and approval process taking longer time than 
expected. The implementation of LMS officially started in November 2018 and expected to 
be finished within 3 months. The labor market surveys went smoothly at the beginning but 
lost momentum later toward the end of the exercises. Started in November 2018, many of 
the surveys were completed end of January 2019. Some JCs have been pushed forward by 
the TA/DSDE to finally finish their surveys and reports by Mid-April 2019. All JCs submitted 
their survey reports to the consultants for comments and to compile overall survey result in 
April 2019. The provincial JCs that managed time more efficiently among the 9 provinces 
are Xayyaboury, Oudomxay, Luangprabang and Khammuan respectively. 

 
Table 3: Time Used for LMS 

 

Provinces 
2018 2019 

November December January February March April 

Savannakhet              

Vienitane             

Champasack              

Xayyabouly              

Oudomxay              

Khammouan              

Bolikhamxay              

Luangprabang             

Vientiane Capital             

 

Major factors influencing the delay of action plan implementation were claimed to be limited 
budget, overload of the tasks assigned to JC staffs (including involvement of the staff to 
other activities of TA project), uncooperativeness of some contacted companies and 
difficulty in communicating with foreign companies using foreign language (i.e. Chinese). 
 
4.2.4 Sustainability 
 
The sustainability of the project concerns about the extent to which the benefits of the TA 
will continue after the project ended. Based on the interview, JC staffs claimed that after the 
project, they were in a position and able to conduct LMI, analyze the result of LMS, organize 
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a meeting with stakeholders, continue contact, report and discuss LMI with them, discuss 
recruitment issues and so on.  
 
However, based on the quality of LMI reports submitted to DSDE and the TA consultant for 
comments, a lot needs to be improved. This is related to their writing and analytical skills 
which were still lacking, provided that the assigned task to analyze and write up report was 
new for them. Nevertheless, by doing so, they seemed to be more confident in discussing 
LMI with the TA consultants and stakeholders than before. To improve their capacity and 
confidence, they need to expand the scope of LMS and continue networking with 
stakeholders in labor market. They also need to regularly report to DSDE. 
 
JC staff interviewed also claimed that they planned and agreed with the stakeholders to 
organize workshops in the future or to regularly meet. However, so far, no concrete date 
was specified partly due to the fact that many of TA project activities had just been finished 
and some were still ongoing. 
 
Moreover, the follow up contact with employers were still at a small scope. With the contacts 
with selected companies, the staff of some JCs claimed that they followed up and provided 
feedback to some selected companies after the interview and some surveyed companies 
contacted them back for vacancies announcement. However, only about 10% of the 
surveyed companies communicated with the JCs after the LMSs. This needs to be further 
expanded to ensure sustainable relationship with the companies. The evidence of the follow 
up process after the LMS could be seen from number of employers and vacancies registered 
on PES website. If all 90 interviewed companies in each of the 9 provinces would have 
registered in quarter 2 (Q2) of 2019 when LMS was completed, the total number of 
registered employers on the website would have been more than 800. In fact, the total 
number of employers registered on the PES website had increased from 32 in the end of 
Q4 2018 to 101 in Q1 2019 and 130 in Q2 2019. The small increase from Q1 to Q2 indicated 
that, after completing LMS in April 2019, not many interviewed employers registered on the 
PES website or contact JCs to assist them in registering process. 

 

Note: Accumulated number; Q2 2019 was up to 9 May 2019. 
 
In terms of number of staffs needed (number of vacancies registered on PES Website), not 
much change had been observed between Q4 2018 and Q1 2019 (except in Xayabouly). 
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This was also due to the same reason why the number of employers registered on line had 
not yet reached the expected figure of 800.   

 
Note: Accumulated number; Q2 2019 was up to 9 May 2019. 
 
In general, all objectives of the TA component 2 were met and estimated direct beneficiaries 
include 10 MoLSW/DSDE/EPD/LMID staff and 18 PDLSW Directors/Deputy Directors 
through LMI training, 27 JCs staff, stakeholders from Chambers of Commerce, training 
institutions, TVET, provincial Department of Planning and Investment, Industry and 
Commerce, Education, Trade Union, etc., and more than 800 companies contacted during 
the LMS (among them 130 registered on the website).  
 
However, there are numbers of issues related to the effectiveness, efficiency and 
sustainability of the TA project as mentioned earlier. Parts of those issues were related to 
continuous weaknesses and constraints for the implementation of the TA activities. These 
are limited numbers of JC staff and multitasking characteristics of the staff, contributing to 
lengthy implementation of the action plans and lower efficiency of the TA project. The 
weaknesses such as lengthy budgeting and approving process also affected the efficiency 
of the TA, delaying the implementation of the planned activities and requiring an additional 
recap training for JC staff.  
 
The foreseen challenges are the ability of JCs to continue their follow up activities by 
expanding scope of labor market survey beyond the project target of 90 companies, 
continuing contact with stakeholders in labor market and companies to help them register 
online and use JC’s service. All these are related to the aforementioned issues of available 
staff, multitasking characteristics of the staff and budgeting.        
 
In addition to those constraints and challenges, there are also expectation from stakeholders 
in labor market. Both stakeholders and employers interviewed expressed their expectation 
that JCs/PDSDE should play a central role in providing LMI and policy related to labor 
market and matching demand and supply of labor. They also requested more frequent 
organization of job fairs and regular visits of the JC to technical schools to get labor force 
information so that employers could just visit JCs for such information rather than spending 
times seeking the information by themselves. Moreover, from the JC’s perspective, it was 
requested that PDSDE/DSDE should allocate budget and more staff specifically for the 
implementation of the action plans in the future. All these would ensure the benefits of the 
TA would continue after the project ended. 
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4.2.5 Observations (weakness, undone activities, challenges) 
 
In general, all objectives of the TA component 2 were met and estimated direct beneficiaries 
include 10 MoLSW/DSDE/EPD/LMID staff and 18 PDLSW Directors/Deputy Directors 
through LMI training, 27 JCs staff, stakeholders from Chambers of Commerce, training 
institutions, TVET, provincial Department of Planning and Investment, Industry and 
Commerce, Education, Trade Union, etc., and more than 800 companies contacted during 
the LMS (among them 130 registered on the website).  
 
However, there are numbers of issues related to the effectiveness, efficiency and 
sustainability of the TA project as mentioned earlier. Parts of those issues were related to 
continuous weaknesses and constraints for the implementation of the TA activities. These 
are limited numbers of JC staff and multitasking characteristics of the staff, contributing to 
lengthy implementation of the action plans and lower efficiency of the TA project. The 
weaknesses such as lengthy budgeting and approving process also affected the efficiency 
of the TA, delaying the implementation of the planned activities and requiring an additional 
recap training for JC staff. 
  
The foreseen challenges are the ability of JCs to continue their follow up activities by 
expanding scope of labor market survey beyond the project target of 90 companies, 
continuing contact with stakeholders in labor market and companies to help them register 
online and use JC’s service. All these are related to the aforementioned issues of available 
staff, multitasking characteristics of the staff and budgeting. 
 
In addition to those constraints and challenges, there are also expectation from stakeholders 
in labor market. Both stakeholders and employers interviewed expressed their expectation 
that JCs/PDSDE should play a central role in providing LMI and policy related to labor 
market and matching demand and supply of labor. They also requested more frequent 
organization of job fairs and regular visits of the JC to technical schools to get labor force 
information so that employers could just visit JCs for such information rather than spending 
times seeking the information by themselves. Moreover, from the JC’s perspective, it was 
requested that PDSDE/DSDE should allocate budget and more staff specifically for the 
implementation of the action plans in the future. All these would ensure the benefits of the 
TA would continue after the project ended. 

 
4.3 Component 3: 

 
4.3.1 Relevance 

  
The users found that the PES website is useful for the job seeker to find the job vacancy 
since they don’t need to move from home to find the job. They can find the job vacancy from 
anywhere with the available internet connection. 
 
The employer admires very much the PES website since it is free for them and without 
additional budget to advertise on newspaper or by others Medias instead of doing job 
vacancy campaign at the village by village by them self. The resume of the job seeker is 
exposed on public page where they can search and find the right job seeker with the right 
qualification. In addition, they claimed that PES website won’t be suitable for normal labour 
that doesn’t have the IT equipment and internet connection especially the people in remote 
area. 
 
The feedback from job centre found the PES website is important since it allows the job 
seeker and employer to meet each other on the website without extra effort and it helps the 
people to have access to the employment opportunity easier and faster. Some JC’s staff 
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claimed to be relevant since the design of PES website is concentrated on the publication 
the job vacancy for public and it is much easier to use than other employment service 
website. The statistical report embed in PES website is useful for LIM work in the job centre. 
They also insisted that the user with low skill in using IT equipment will be difficult for them 
to use the PES website as job search tool. 
 
4.3.2 Effectiveness 
 
Despite the first version of PES website in Lao PDR, most users found the PES website that 
has developed on the right direction since the job seeker can find the job and the employer 
can find the employee in the same place at PES website. The job centre’s staffs were trained 
to operate the website in order to assure the service to public is smooth and effectively 
operated. 
 
Despite the PES website is built to improve the job matching between job seeker and 
employer, the first version contains the core function of public employment service. 
Therefore, the website needs more intervention from job centre’s staff to do data entry from 
hard copy, validation of online registration of job seekers and employer’s data especially the 
occupation code may annoy the user in practice. The job vacancy publishing by SMS and 
email can be done manually by the intervention of job centre’s staff. The job matching is 
likely functional since the search function is integrated with several options despite the job 
search by occupation code remains sceptical in Lao language because of inconsistent of 
word composition in Lao language. Thus, the user may apply others option to find the job 
matching in the PES website. This issue will be an impact at long term because the job 
seeker and employer are not familiar with such code. As result, the registration may take 
more time for who are not familiar with the occupation code in the PES website. 
 
4.3.3 Efficiency 
 
Since the PES website was launched for public use in December 2018, the number of 
visitors increased dramatically from 575 visitors (Dec 13, 2018, before launching day) to 
5525 visitors (May 26, 2019).Up to date, the number of job seeker who registered with PES 
website is 554 and the registered employer number also increased up to 229 including the 
total of posted vacancy of 6341 positions and fillable of 5548 positions (see Table 4). The 
graph shows us the peak time of visitors is mostly during the job fair and outreach activity. 
(see Graph 1). Thus, the PES website needs to be promoted and the cooperation with all 
stake holders to disseminate the PES website publicly. 
 
Obviously, the targeted number of 40,000 job seekers specified in DMF is not satisfied. The 
target was set to high. This is due to the delay of launching PES website 3 times. The 
justification of delay was explained in detail in Final Report Version 1. Until now, the 
modification and adaptation to the user’s need was carried out constantly until we found the 
main obstacle that it was the user registration at logging stage. This is due to the user 
validation option insisted by TTF which is reflected to the difficulty of user registration stage. 
The issue was solved by disabling the SMS validator and email validation and the 
notification sending to administrator of PES website by email.  However, we believe the 
number of job seeker and employer will augment in the future once the website is stable 
enough and the promotion is conducted. 
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Table 4: Statistical Report from Database (Period: 2018-10-22 to 2019-05-26 (ALL) 

 

No Item description Number Female Male Domestic Overseas 

1 Visitor 5525 54.7% 45.3%   

2 PES website User Registration 2614     

3 Job Seeker Registration 554 271(49%) 283(51%)   

4 Employer Registration 229     

5 Posted Vacancy 245     

6 Total Positions of Vacancy 6341   4806 1535 

7 Fillable Positions of Vacancy 5548   4075 1473 

 

Period: 2019-01-01 to 2019-05-26 

No Item description Number Female Male Domestic Overseas 

1 Visitor 4443 55.4% 44.6%   

2 PES website User 

Registration 

1907     

3 Job Seeker Registration 351 174(49.6%) 177(50.4%)   

4 Employer Registration 185     

5 Posted Vacancy 181     

6 Total Positions of Vacancy 5721   4186 1535 

7 Fillable Positions of Vacancy 5090   3617 1473 

 

Statusof Posted Vacancies 

No Item description 
Positions/Posted 

Vacancy 
 Public Private Filled 

1 Filled Positions of Vacancy 6341/245  6341/245 787/70 6/3 

 

Note: 6 vacancies of 3 posted vacancies were filled in 6341 positions advertised by 245 ads and 
787 positions are private of 70 advertisement. This is evaluated by querying with posted vacancy 
form in which contains the circulation options: Public or Private or Filled Position. The filled position 
depends mainly the cooperation from employer to update the circulation option. The result is not 
accurate seriously, if no effort made by employer. 
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Graph 1: Statistical Report from Google Analytics Website 
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4.3.4 Sustainability 
 
As an observation, the ability of user is not yet good enough in term of computer skill 
especially the people in the remote area. The adaptation of job seeker to the IT trend plays 
an important impact for user of PES website since LAO PDR is the under developed country. 
Only new graduated students found more comfortable in using PES website to find the job. 
But, in future, PES website will be found more useful for all ages of people. 
 
JC claimed that some of employers are not interested in using PES website to advertise 
their job vacancy because they are more favouritism than let them advertised in public 
(liberalism). 
 
By the observation, some of the job centre’s staff was not motivated to become familiar with 
PES website. Unfortunately, another user’s type found the PES website was useful and 
easy to use. There was the lack of use website frequently at the job centre side during the 
mission with ADB team. 
 
Based on Job Centre Operation guide line produced by component 4, the data entered by 
job seeker and employer must be validated before or after publishing on website. This was 
not done effectively or at all. As result, the job vacancy campaigned by SMS and email was 
not accurate since the occupation code was not validated by job centre staff. 
 
4.3.5 Observations (Weakness, Undone Activities, Challenges) 
 

• PES Website is New Product for Public 
PES website is still new for job seekers and employers. Despite the outreach and job activity 
are conducted in 9 provinces, the number of job seekers and employers registered in PES 
website is considered as low. The promotion is needed. It can be other means of Medias 
such as social network, television, radio, journal, etc…  
 

• The Job Matching by PES Website 
In PES website, the job matching can be done with different ways. The most efficient way 
is by using the occupation code. PES website uses the occupation code to send the 
notification to job seekers who are the same occupation code when the new job vacancy is 
posted in PES website. The job centre staffs can promote manually the job vacancy to the 
job seeker by filtering the occupation code of recipients or job seeker. Unfortunately, the job 
seeker and employer are not very familiar enough to find the right code during data entry in 
job seeker and vacancy form. Thus, the data must be validated by the job centre before or 
after publishing on website. Other option can be the restructuration of the occupation code 
into function or domain of the job title. The suitable occupation function can be found at 
108jobs. 
 

• Double Job for JC Staff 
The fact that MOLSW lunched two websites with similar functionality, the JC staffs have to 
work on both website for data entry of the job seekers and employer form. It is inconvenient 
for JC staff to make the effort for both websites satisfied due to the staff is limited. 
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4.4  Component 4: 

To assess the impacts under Component 4, the overall workflow is mapped with the 
activities implemented and not implemented by using the Performance Monitoring 
Framework (PMF) in Public Employment Services (PES) / Job Centers. Figure 1 depicts 
how the job center is functioned. The PMF begins with inputs, processes, outputs, 
outcomes, and impacts. The status column in “light red” shows where the job centers are 
today in terms of performing their assigned or designed tasks in accordance with the 
international PES practices. Based on the status update, the Inputs which include (i) the 
budget on PES and LM programs very limited, (ii) personnel of 3 staff but said to be 
overloaded with or too busy with non-related job center tasks that prevent them for being 
fully engaged in the job center’s routine work, (iii) facilities depending on individual job 
centers but generally having some improvements e.g. some job centers granted larger 
space and new offices, and better equipped, and (iv) tools and instruments like the ESM is 
available although it needs MLSW’s official endorsement. 

 
Next is the Process in PMF. The only service that job centers have been doing is 
“registration”. The number of registrations of jobseekers and vacancies increases quite 
significantly because of the outreach and job fair. There are also offline (page-based) 
registrations waiting for the staff to computerize or enter into the system. Skills assessment, 
counseling, job mediation, LMI and LMP have not been reportedly carried out. If these tasks 
are not performed, it is rather difficult to produce the defined Outputs, Outcomes and 
Impacts. The only output that is currently produced and focused is registration of jobseekers 
and employers/vacancies. While the number of this registration may increase or decrease 
it does not contribute to any indication of high employment rate or growth. 
 
Today, increasing the number of registrations of jobseekers and employers and vacancies 
has been the most focused. The counts of jobseekers, employers and vacancies as of 30 
May 2019 in the PES online (www.pes.molsw.gov.la) show 6341 vacancies posted in which 
5548 were still valid vacancies and at least 1561 online and offline registered jobseekers 
(561 being online). Other activities (skill assessment, counseling, job mediation, LMI 
reporting, etc.) have not been carried out yet by the job centers as shown in red sentences. 
It should be noted almost 800 vacancies that were posted online were removed or 
considered invalid. It is obvious to understand that those 800 vacancies might not have been 
filled; and job matching through the coding and non-coding between the posted vacancies 
and jobseekers have not been carried out. In addition, the offline registered jobseekers have 
not also been computerized and put online.   

 

http://www.pes.molsw.gov.la/
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Figure 1. Performance Monitoring Framework (PMF) in Public Employment Services (PES) 

 
 

 
 

 
 
 
 

 
 
 
 
 
 
 
 
 
 
 

 
 

Designed Status Designed Status Designed Status Designed Status Designed Status 
 
Capital 
(Spending to 
PES, and to LM 
programs) 
 
 
People (No. of 
PES staff 
members; no. of 
hours spent to 
services) 
 
Facilities (No. of 
PES offices) 
 
 
 
 
Tools and 
instruments 
(management 
and information 
system) 

 
None to limited, 
TA budget to 
perform 
outreach & fair 
 
3 appointed, 
working on non-
JC tasks of 
SDES, workload 
 
Varies; generally 
small 
Better equipped;  
 
ESM pending 
endorsement, 
including 
redefined job 
center’s 
mandate 

 
Services delivered to 
jobseekers and 
employers: 
▪ Registration and 

skills 
assessment 
 
 
 
 

▪ Counseling 
 

 
▪ Job mediation / 

assistance in 
recruitment 
 

▪ Labor market 
information 
 

▪ Labour market 
programs 

 
Publicity activities 
and relations to 
employers 

 
 
 
 
▪ Trying to 

increase 
registrations, but 
skills 
assessment not 
performed 
 

▪ Counseling not 
performed  
  

▪ Job mediation 
not performed 
   

▪ LMI not 
available yet 
  

▪ LMP not 
available  
  

▪ Outreach 
organized in all 
JCs & Job fairs 
organized in 
Oudomsay, 
Sayabouly and 
Luangprabang 

 
▪ Job seekers 

registrations 
▪ Job seekers 

service needs 
assessments 

▪ Job seekers skills 
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▪ Job seekers 
receiving 
counselling for 
employment 

▪ Referrals to 
medical/social 
programs 
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reported by 
employers 

▪ Employers using 
services 
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participating labour 
market programs 

 

 
▪ Almost 561 JS 

online & about 
1000 offline 

▪ not performed 
 
▪ not performed 

 
▪ not performed 

 
▪ Referrals 

limited (& data 
not available) 

▪ 6341 online-
registered 
vacancies 
(5548 valid) 

▪ Limited mostly 
applying for 
quotas 

▪ not available 
 

 
▪ Job seekers’ 

transfers to 
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▪ Job seekers 
transfers to 
appropriate 
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by PES 
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performed 
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▪ Not 
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▪ Yet to be 
seen 
 

▪ Not 
performed 

 
▪ Higher level of 

employment 
 

▪ Lower level of 
unemployment 
 

▪ Lower number of 
long-term 
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▪ Better functioning 
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▪ Lower costs for 
unemployment 
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benefits 

 

 
▪ Yet to be seen 

 
▪ Yet to be seen 

 
▪ Yet to be seen 
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PES administrative/ annual planning 
documents, government budgetary 
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Status: Mandate pending 
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Guidelines on Servicing Jobseekers, and 
Guidelines on Servicing 
Employers/Vacancies 
 
Status: Pending endorsement 

Source of information: 
PES information management system, 
databases on job seekers and vacancies 
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Surveys on customers’ satisfaction 
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https://pes.molsw.gov.la/tico/
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4.4.1 Relevance 

 
The interventions under Component 4 (e.g. development of the job center mandate, 
job descriptions, and practical employment services manual, and provisions of 
trainings) were reportedly useful for the job center operations. Strengthening the 
capacity of the job center is in line with PLSW’s priorities and policies. Each PLSW 
has the government’s target to find jobs for its provincial people. For instance, 
Sayabouly and Khammoane PLSW targeted to find 4500 jobs each for its people. In 
addition, Sayabouly is currently facing a redundancy plan of the Sayabouly 
Hydropower Construction Project and more than 1500 local workers were already 
redundant and many hundreds more will follow suite. The job center is receiving the 
number of jobseekers. The strengthened job centers would help realize the target. 
The interviewed job centers said that it was difficult for them to operate the job 
centers without a legal basis. The mandate together with defined job descriptions of 
the three assigned staff that have been integrated into the employment services 
manual once endorsed by MLSW would make it easy for the job center to operate. 
The job center’s mandate also realizes the implementation of the labor law (2014) 
which stipulates the employment services to provide counseling and advice on 
information, laws and regulations, and to create an enabling environment for both 
jobseekers and employers through public employment networks which job centers 
are part of the networks at the local level.5 

 
4.4.2 Effectiveness 

 
The promotion of ESS and job centers started in very recent months when the online 
PES website was improved. The outreach was carried out in all target provinces 
(where job center is) and the job fair events were in three provinces of Oudomsay, 
Sayabouly and Luangprabang. The 9 job centers organized successfully their 
respective outreach activities. Organizing the PES conceptualized outreach was 
new to them. It was observed that they lacked self-preparedness and practices or 
rehearsals to communicate or deliver the key message about PES with and to 
potential users. It was also observed during the outreach activities that the more they 
performed the better they were. It is unfortunate that the consultant’s coaching was 
not made available in a timely manner provided that the promotion activities began 
two months before the TA project was about to end. Issues however remain. The 
staff who got trained did not perform their job and the one who was not trained 
undertook the job he or she was not familiar. This, as a result, led to the quality issue 
of the job center work. It was still reported as a common issue which needs special 
attentions. The job center staff was so busied with work not related to the job center. 
It should be noted that although they were appointed to work with the job center, 
they were still committed or obligated to working for PLSW/SSDE and other 
administrative work, especially SSDE with a small number of staff members. 

 
4.4.3 Efficiency 

 
Roughly 30 job center staff got trained on servicing jobseekers, 
employers/vacancies, planning and organizing job fairs, and planning and 
management of job center operations. The activities were carried out in a cost-
effective manner following the donor’s formal proceedings and in consultation with 
the implementing agency (DSDE). Promotion of ESS and job centers were delayed 
as it was linked with the establishment of the online PES website. As a result, the 

                                                
5 Lao Labour Law, Part III Employment Promotion, Section 1, Article 30 
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job center staff was not given enough time to perform their newly assigned tasks. 
This is coupled with pending endorsement of the employment services manual. The 
mandate of the job center and its staff’s job description were reviewed and finalized. 
They are yet to be officialized for use. At this stage, the efficiency that is represented 
by the outcome (shown in the Performance Monitoring Framework) does not have 
any tangible evidence due to the fact that outputs which represent effectiveness 
show only the number of registered jobseekers and vacancies but job matching has 
not been started yet. The efficiency in the context of the designed performance 
monitoring framework is therefore yet to be seen.  

 
4.4.4 Sustainability 

 
The job center staff are more aware of the concept, roles, and function of PES. The 
new mandate together with assigned staff, once approved, will define clearer roles 
and responsibilities. The PES website or employment online is changing the way 
that jobseekers and employers search for jobs and right people. It saves costs and 
times to travel to job centers. It is also changing the way job center staff is doing 
business providing services to jobseekers and employers/vacancies. To create 
wider impacts from employment services, MLSW has created four more job centers 
and plans to cover all the provinces across the country. There is at least a supportive 
policy which recognizes the role of job centers for future employment improvements. 
However, it may not be accessible among people who are ITC-illiterate, and the 
internet connection is not easy. The educational institutions expected that the job 
center and its PES website ‘would’ be useful providing good information for them to 
develop curricula based on the labor market’s demand as well as for career guidance 
and counseling. In the context of the Performance Monitoring Framework whose 
impact represent sustainability, no evidence has been seen during the assessment 
and it will yet to be observed. 
 

4.4.5 Observations (Weakness, Undone Activities, Challenges) 
 
The job center is becoming a legitimate PES organization with the mandates. It has 
a practical guideline – the employment services manual supported by the online PES 
website. The trained job center staff is equipped with least at basic knowledge and 
understanding about delivering services to jobseekers and employers/vacancies. 
Their practical experience in organizing the outreach activities (and job fair by 
Oudomsay PLSW/JC) improved their services and communication skills. It is 
believed that if the job center works full time as per its mandate, budget, and 
supportive leadership, it will help increase a number of people using its services to 
find suitable jobs and thus the job center staff will be able to polish their skills in 
dealing with jobseekers and employers. 
 
Due to a limited number of human resources (with less than 4 people) in SSDE, the 
job center staff are too busy to have time to concentrated solely on their assigned 
tasks. They are required to perform other tasks or work falling into SSDE (such as 
dealing with foreign workers and issuing/reissuing work permits) not directly 
associated with their newly defined tasks. It was reported that they would have to 
deal with the unemployed. As a result, the job center performance is rather weak as 
shown in the performance monitoring framework presented above. 
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5. Major Recommendations and Way Forwards 
5.1 Component 1 

5.1.1 Short Terms 
 
• Plan and seek budget to carry out outreach activities for social marketing of JC/PES 

Website to target beneficiaries timely during the upcoming graduation of TVET students 
during May-June 2019. 

 
5.1.2 Medium Terms 
 

• Mainstream the JCs Provisional Work Plan into the PDLSW Annual Plan. 

 
5.1.3 Long Terms 
 
• Formulate the JCs Strategic Plan to be incorporate into the 5 Years Provincial Labour 

and Social Welfare Development Plan 2020-2025. 

 
5.1.4 Prerequisites 
 
• Embed the job matching and referral training to JCs staff during Joomla Training as well 

as any other training topics deemed necessary.   

 
5.2 Component 2 

 
5.2.1 Short Terms 
 
• JCs/PDSDE shall maintain regular contact with stakeholders and follow their 
intention to organize a networking with stakeholders to regularly discuss results of LMS and 
information on labor market situation. 
• LMS should be continued for a larger scope of companies beyond the ones the JC 
has already been working with. Efforts should be done towards SMEs from the private 
sector. This could be within the scope of areas close to JC in order to save cost and time. 
• To maintain good relationship and attraction from employers and jobseekers who 
registered online or with the JCs, matching service should start very soon, would it be by 
automatic matching through PES website or by manual service of JC staff. 
 

5.2.2 Medium Terms 
 
• JCs should play a central role in providing LMI and policy related to labor market and 
matching demand and supply of labor. This requires continuous services and practices and 
reimplementation of the action plan previously implemented. 
• Recruiting more staff and set aside separate government budget specifically for JC’s 
activities should be higher considered to improve effectiveness and efficiency as well as to 
ensure sustainability of JC services for a larger scope in the future. 
 

5.2.3 Long Terms 
 
There is a need of strategic decisions and a much broader interest and involvement at the 
level of MoLSW, and other ministries to develop a functioning LMIS, with a stronger 
coordination between MoLSW and MoES, a career guidance system, functioning sector 
skills councils and skills observatories, trained labor market analysts… None of those 
conditions are fulfilled at the moment and it will require a very long process to make it 
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happen. But it could be the target of future ADB projects to develop and increase country’s 
prosperity in a long run. 
 

5.2.4 Prerequisites 
 
Continuous support (including budget, staffing and necessary premises) from DSDE, 
MLSW, is a prerequisite after the project ends to make the project outcomes sustainable. 

 
5.3 Component 3 

 
5.3.1 Short Terms 
 
• The promotion of PES website country wide should take into account. 

• The validation data activity at JCs is a direct impact on the job matching. It is considered 
as crucial for JC staff to undertake in the short term.   

• The technical support team should be assigned as soon as possible at Ministry level 
since the users visit and register as member of the PES website every day. The JCs 
staff needs help on website operation. 

 
5.3.2 Medium Terms 
 
• The restructuration of the occupation code into function or domain is suggested in the 

near future. It will reduce the workload for JC staff on data validation task. 

•  

5.3.3 Long Terms 
 

• The networking with the educational sector is major consideration for PES website. The 
new graduates will find the PES website useful at the future since we are in information 
technology trend. 

• The sustainability of PES website mainly depends on users. The policy decision maker 
should take into account the importance of PES website for job seekers and the 
employers. 

• The expansion of PES website in term of functionality should be considered at the next 
phase of the project extension. 

 
5.3.4 Prerequisites 
 
• The annual budget should be planned after the end of the project including the internet 

connection fee, server colocation fee, website maintenance outsourcing and third-party 
software subscription. 

• The more training programme in IT field at the developer level is considerable for the 
sustainability of the PES website at long run. 

 
5.4 Component 4 

 
5.4.1 Short Terms 

 

• Review and validate online registrations (both jobseekers and employers/vacancies) to 
ensure correct information are posted;  

• Pay special attention to ISCO for online job matching;  

• Speed up data entry of the completed registration forms online; and  

• Produce monthly and quarterly reporting using data online. 
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5.4.2 Medium Terms and Long Terms 

 

Phases Description 

Phase 1: Introducing 
formal assignment/ 
mandate and 
information basis for 
Job Centres 
 
Corresponding to the 
content of the 
Employment 
Operations Manual of 
ESM 

▪ Creating a normative basis (role and responsibilities, 
structures and scope of services to be delivered) 

▪ Defining reporting arrangement and information flows 
for planning and monitoring of PES (reporting 
practices, information on job seekers and vacancies, 
volumes in services delivered, etc.) 

▪ Agreement on management practices and defining 
annual targets for volumes services to be delivered. 

Phase 2: 
Strengthening offer of 
LMI and role in job 
mediation   
 
Corresponding to the 
relevant parts 
Employers Services 
Manual and 
Employment Operation 
Manual in the ESM 

▪ Establishing adequate, uniform/coherent and updated 
vacancy and job seeker databases 

▪ Defining the role and services in job mediation and 
taking a stronger role in mediation between vacancies 
and job seekers  

▪ Utilising online services in full scale for producing LMI 
and developing the mediation role in the labour 
market. 

Phase 3 Establishing 
individual level 
services on job and 
career counselling  
 
Corresponding to the 
relevant parts of Job 
Seekers Services 
Manual of the ESM 

▪ Capacity building in basic counselling techniques 
▪ Job search and employment planning 
▪ Case management and support in access to 

employment. 

 
5.4.3 Prerequisites 

• Leadership in PLSW sees importance of PES; 

• PES-trained staff is not transferred to other works; 

• Enough state budget allocated; and 

• Performance monitoring framework used for routine planning of the job center. 
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ANNEX 1 

 

OVERALL GUIDING QUESTIONS 

The following guiding questions were addressed to all target groups but some to specific 
target groups only. For example: 

a) Implementers of activities related to Output 2 (JC staff involving in activities 
such as networking with stakeholder and labor market surveys or approaching 
employers, supported by TA consultants); 

b) Supervisors of the JC staff (DSDE and PDLSW who overlook and approve the 
planned activities to achieve outputs and outcomes of the TA); 

c) Beneficiaries (employers who participated in LMS, JC staff who acquire LMI for 
improving their services and LMIS Division/DSDE who use information from 
LMS for LMIS development/upgrading); 

d) Implementers of activities related to TA output 3: Collaboration of DSDE in the 
development of PES website, the involvement of TTF and how the JCs staff 
promote the website to job seekers and employers;   

e) Beneficiaries (Job seekers who found the job on PES website, Employers who 
found the qualified employees on PES website and DSDE who utilizes the 
statistical reports produced by PES website).  

Relevance 

• To what extent were the objectives of outputs 1-4 of the TA valid? 
• Are the activities and outputs 1-4 consistent with the overall goal and the 

attainment of its objectives? 
• Are the activities and outputs of the outputs 1-4 consistent with the intended 

impacts and effects? 

Effectiveness 

• To what extent were the objectives of outputs 1-4 achieved / are likely to be 
achieved? 

• What were the major factors influencing the achievement or non-
achievement of the objectives? 

• To what extent has activities in Output 2 contributed to the improvement of 
LMI? 

• To what extent has activities in Output 3 contributed to the improvement of 
Public Employment Service in Lao PDR? (find the job and resume in online 
service) 

Efficiency 

•  Were activities cost-efficient? 
•  Were objectives achieved on time? 
•  Was the TA implemented in the most efficient way compared to 
alternatives? 

 



Outcome and Impact 

• What are observed changes/developments/outcomes in relation to the 

outputs 1-4?  

• To what extend and how? (For instance, capacities of JC staff in operating 

the website, Service providing to the Job Seekers and Employers, Website 

maintenance and expanding by DSDE) 

• What factors played a role in achieving these outcomes and impact? 

• What real difference has the outcome made to the beneficiaries? 

Sustainability 

• To what extent did the benefits (especially the JCs and their users) of the 
TA continue after donor funding ceased? 

• What were the major factors which influenced the achievement or non-
achievement of sustainability of the TA project? 

• How could sustainability of the project be maintained?  
• What are immediate, medium and long terms response and needs by GoL, 

specifically by the MoLSW/DSDE, to maintain continuity of the TA activities?  
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ANNEX 2  

 

Questionnaires for Impact Assessment 

OUTPUT 2: ASSESSING LABOR MARKET, DEVELOPING LMIS, SUPPORTING 

RELEVANT INSTITUTIONS 

 

1. Relevance  

QUESTION  EXPECTED RESULTS 

FOR JCS  

Was the training provided by the TA team 

relevant to networking with stakeholders? 

Y/N Comments 

If no what was missing and what do you suggest 

for improvement? 

Comments  

Did you use the questionnaire for LM surveys? Y/N Comments 

Did you use the handbook with guidelines?  Y/N Comments 

Did you use other templates? If yes, which ones Y/N Comments 

Did you create other tools for reporting? Y/N Comments 

Did you share the information collected when 

networking with stakeholders or preparing the 

LM surveys with other colleagues? 

Y/N Comments 

What kind of reports did you prepare? Comments 

To whom? Comments 

How do you consider the support of DSDE in 

networking with stakeholders and conducting 

LM survey? 

Good, Average, Insufficient 

What could have been improved in DSDE to 

support you better? 

Comments 

FOR STAKEHOLDERS    

Do you think the process of networking initiated 

by the PES for a better knowledge of the labor 

market is relevant and useful for your institution 

and why? 

Y/N Comments 
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In your opinion what could be improved and 

what do you suggest for improvement? 

Comments 

FOR EMPLOYERS  

Do you think the process of conducting an LM 

survey in your economic sector initiated by the 

PES for a better knowledge of the labor market 

is relevant and useful for your company and 

why? 

Y/N Comments 

In your opinion what could be improved and 

what do you suggest for improvement? 

Comments  

 

2. Effectiveness 

FOR JCS / POS/ DSDE  

NETWORKING WITH STAKEHOLDERS  

How many meetings were organized with 

stakeholders? 

Number  

How many stakeholders? Who? Number Comments 

Is the process of networking is still continuing in 

the JC? 

Comments 

If yes what is planned? Comments 

How was the networking process initiated? Comments 

How many people were involved in the PO/JC in 

the networking process? 

Number 

What were the constraints? Comments 

What did you learn from other stakeholders 

concerning the labor market? Please detail from 

which ones? 

Comments 

What kind of information on the labor market you 

could provide to other stakeholders?  

Comments 

Do you feel more aware of LM issues after 

networking with stakeholders? 

Y/N Comments 

What is still missing for a better approach of the 

labor market? 

Comments 
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Could you briefly describe what benefit did you 

receive from networking with stakeholders? 

Comments 

LM SURVEY  

How many companies were contacted for the 

labor market survey? 

Number 

In how many economic sectors? Number 

Is the LM survey process still continuing to 

increase the number of companies the JC is in 

contact with? If not, why? 

 Y/N Comments 

Do you keep contacts with selected companies 

that were interviewed?  For which purpose? 

Y/N Comments 

Did you provide any feedback to selected 

companies after the interview?  

Y/N 

Among contacted companies how many were 

contacted for the first time? 

Number or % 

Did any stakeholder help you in preparing the list 

of companies to be contacted? 

Y/N 

Among selected vacancies how many private 

companies were contacted? 

Number or % 

Which size were the selected companies?  

Staff 0-10 Number or % 

Staff 10-100 Number or % 

Staff 100-1000 Number or % 

Staff over 1000 Number or % 

How many JC staff was involved in the LM 

survey preparation? 

Number 

How many JC staff was involved in the LM 

survey implementation? 

Number 

Among other tasks what part of your working 

time was allocated to the LM survey during its 

implementation? 

% 

How long the LM survey lasted? Duration in weeks 
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In average how many staff visited each 

company? 

Number 

What were the constraints in implementing the 

LM survey? 

Comments 

Did the information you received from 

companies improved your knowledge and 

approach of: 

 

  - The labor market in general? Y/N Comments 

  - Selected economic sectors? Y/N Comments 

  - Company themselves? Y/N Comments 

  - Recruitment processes in companies? Y/N Comments 

How many selected companies declared 

vacancies to JCs? 

Number 

  - During the interview? Number  

  - After the interview? Number 

Did you mention to employers the PES website 

during interviews for advertising their vacancies 

and finding relevant jobseekers for available 

vacancies? If yes, why? If no, why? 

Y/N 

FOR STAKEHOLDERS  

Were you interested by the networking process 

initiated by PO/JCs? Why? 

Y/N Comments 

What kind of benefit did you receive from the 

process? 

Comments 

What kind of information/Services did you 

receive from the PES? 

Comments 

What kind of Information did you provide to 

PES? 

Comments 

Do you want to strengthen the networking 

process with the PES? With other stakeholders? 

Y/N 

If yes, what do you suggest? Comments 

For employers  
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Have you filled the questionnaire for the LM 

survey? 

Y/N 

Did you get some benefit in being contacted by 

the JC? If yes, which ones? 

Y/N Comments 

Did you discuss with the JC the situation of the 

labor market in your province? 

Y/N 

Did you discuss with the JC the situation of the 

labor market in your economic sector 

specifically?  

Y/N 

Did you discuss with the JC your recruitment 

issues? 

Y/N 

Have you been informed by the JC about the 

PES website? 

Y/N 

Did you declare vacancies to the JC? Y/N 

Did you advertise vacancies on the PES 

website? 

Y/N 

Will you continue working with the JC you are in 

touch with? 

Y/N 

What do you expect more from JCs? Comments  

 

3. Efficiency 

What budget did you receive for 

networking with stakeholders and 

conducting an LM survey? 

Figures in KIP/USD 

How many meetings did you organize 

with stakeholders and for how many 

people? (should be the same as in 2) 

Number  

How many companies did you contact 

for the LM survey (should be the 

same as in 2) 

Number 

Was the budget allocated to 

networking with stakeholders 

sufficient?  

Y/N 
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   - If the answer is no why and what 

were the main constraints? 

Comments 

Was the budget allocated to conduct 

the LM survey sufficient?  

Y/N 

   - If the answer is no why and what 

were the main constraints? 

Comments 

Are you now in a position to continue 

networking with stakeholders and 

how do you solve budget issues?  

Y/N Comments 

Are you now in a position to continue 

contacting companies in selected 

economic sectors and how do you 

solve budget issues? 

Y/N Comments 

Any suggestions related to the 2 last 

questions above concerning financing 

issues? 

Comments 

Was the period allocated to contact 

90 companies sufficient? If no, why? 

Y/N Comments 

Were there other alternatives for 

networking with stakeholders? If yes 

please explain 

Y/N Comments 

Were there other alternatives for 

conducting an LM survey with 

companies? If yes please explain 

Y/N Comments  

 

4. Sustainability 

Do you have plans in the PO/JC for 

continuing work and sharing 

information with other stakeholders? 

Y/N 

With which stakeholders do you keep 

contacts? 

Comments 

Which kind of information related to the 

labor market do you receive from them? 

Comments 

Which kind of information related to the 

labor market do you provide to them? 

Comments 

Do you provide available information to 

JC users (employers, jobseekers). If 

yes, which information? 

Y/N Comments 
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Do the process of contacting 

companies in different economic 

sectors is still continuing? If no, why? 

Y/N Comments  

Do you keep in touch with companies 

you have contacted? 

Y/N 

Do you intend to do so? If yes why, if 

no, why? 

Y/N Comments 

 

5. Impact and Outcomes 

FOR POS/ JCS  

Are you now in a position and able to :  

  - Organize a meeting with stakeholders? Y/N 

  - Make a presentation about JCs’ activities to stakeholders Y/N 

  - Discuss trends on the labor market with other stakeholders? Y/N 

  - Contact employers? Y/N 

  - Discuss with them labor market issues in selected economic 

sectors? 

Y/N 

  - Discuss with them recruitment issues  Y/N 

  - Match their vacancies with available jobseekers’ profiles? Y/N 

  - Prepare a survey on labor market? Y/N 

  - Conduct an LM survey Y/N 

  - Analyze the results of the LM survey? Y/N 

  - Report on the labor market survey? Y/N 

Could you describe the current trends of the labor market in 

selected economic sectors? 

Y/N 

Did stakeholders show interest in networking with stakeholders? 

Which ones? Any example? 

Y/N 

Comments 

Did employers show interest when you were conducting LM 

surveys? What they were interested in? Any example? 

Y/N 

Comments 

What are the main constraints you had and have to face in 

networking with stakeholders? 

Comments 

What are the main constraints you had and have to face in 

conducting the LM survey? 

Comments 
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Since you started developing networking with stakeholders and 

conducting an LM survey has anything changed in your daily 

work?  

Y/N 

Comments  

Could you briefly describe what is the benefit for you, if any?  Comments  

Has anything changed in JCs after project activities are over? If 

yes please explain  

Y/N 

Comments  

FOR STAKEHOLDERS AND EMPLOYERS  

Did you receive any benefit from the project and, if yes, which 

one(s) 

Y/N 

Comments 

What do you expect from PES now? Comments 

How could be improved the links between your institution/ 

company and the PES? 

Comments 

 

 

 



ANNEX 3 

IMPACT ASSESSMENT QUESTIONARES 

(Component 3) 

The questionnaires are developed base on the IA guiding questionnaire and are categorized 

accordingly to the DMF drafted in final report version 1 including the recommendation and issues 

found and explained in the same report.  

1. DMF 2.1: Developed online ESS Website (PES website) 

2. DMF 2.2: Developed mobile network application or SMS 

3. DMF 2.11: Assisted DSDE to procure equipment and computers 

4. DMF 3.2: Developed and conducted training programs 

5. MAJOR ISSUES & PROBLEMS ENCOUNTERED 

6. RECOMMENDATIONS 

 

No Criteria/questionnaire DMF Focus Group Key Area 

1 PES website is a tool for employment service, 
What do you use PES website for? Looking for 
a job or looking for a personal to fill the 
vacancy. 

2.1 JS/EMP Relevance 

2 Are you able to find a job in the PES website 
that is suitable to your career or your 
occupation? 

2.1 JS Relevance 

3 Are you able to find a personal or labor in the 
PES website that meets your qualification 
requirement? 

2.1 EMP Relevance 

4 Is the PES website easy to find the job or the 
resume? Please explain. 

2.1 JS/EMP Relevance 

5 Do you thing the PES website has enough the 
job vacancy announcement to attract the the 
job seeker? 

2.1 JS/EMP Effectiveness 

6 Do you thing the PES website has enough the 
resume/cv announcement to attract the 
employer? 

2.1 JS/EMP Effectiveness 

7 Each visit the PES website, How many job 
vacancies do you find in that you are suitable 
to your occupation?  

2.1 JS/EMP Effectiveness 

8 What is the most difficulty of the functionality 
of PES website during the operation? Please 
explain. 

3.2 DSDE/ESC/JC Efficiency 

9 What do you suggest to develop more 
functionality in PES website? Pleas list the 
items. 

2.1 DSDE/ESC/JC Scalability 



10 Is there enough utility in PES website to 
communicate with the job seeker and the 
employer? 

2.2 DSDE/ESC/JC Efficiency 

11 Is there enough utility or tool in PES website 
to promote it-self to attract the job seeker and 
the employer? 

2.2 DSDE/ESC/JC Efficiency 

12 What are the features in PES website do you 
find useful and not useful? Please list the item. 

2.1 DSDE/ESC/JC Efficiency 

13 Do you think of the job seeker or the employer 
use PES website as a mean of job matching? 

2.1 DSDE/ESC/JC Efficiency 

14 Will you, as employer or job seeker utilize the 
PES website in the future? 

2.1 JS/EMP Sustainability 

15 Is there enough IT equipment to operate the 
PES website? Please list more equipment if 
need. 

2.11 DSDE/ESC/JC Sustainability 

16 What are the reasons why the employer or 
employer may reject using PES website? 

2.1 DSDE/ESC/JC Sustainability 

17 How many job seekers are registered with 
PES website in your province? Please specify 
the number of job seeker is registered with 
your service. 

2.1 DSDE/ESC/JC Efficiency 

18 How many employers are registered with PES 
website in your province? Please specify the 
number of employer is registered with your 
service. 

2.1 DSDE/ESC/JC Efficiency 

19 Do you accept PES website as a suitable tool 
for government to help developing the 
employment service in the future? 

2.1 DSDE/ESC/JC Sustainability 

20 Please enumerate the weakness and the 
strength of PES website. 

Issue DSDE/ESC/JC Scalability 

21 What feature or functionality should PES 
website be integrated? 

Recommendation DSDE/ESC/JC Scalability 

22 Is user manual complete and easy to 
understand? 

3.2 DSDE/ESC/JC Sustainability 

23 Is the training helping you to operate the PES 
website? 

3.2 DSDE/ESC/JC Sustainability 

 

Note: the layout of questionnaires will be produced after the short list is done. 

 

Prepared by: AMKHA VAYAPHATH 

Date: 09-04-2019 



ANNEX 4 

 

Designing Impact Assessment for Output 4 – Job and Career Counseling 

March 2019, Sunnti Duangtavanh 

 

BACKGROUND AND OBJECTIVES 

The impact assessment for Output 4 on Job and Career Counseling targets the stakeholders 

namely DSDE, JCs/ESC, employers and jobseekers (sampled by both registered and 

unregistered users), using the interview to collection the data and information.  

Sampling 

DSDE Notes Methodologies 

Job Centers & ESC  Questionnaire & interview 

Employers/Vacancies1 Registered and unregistered Questionnaire & interview 

Job Seekers Registered and unregistered Questionnaire & interview 

   

 

KEY AREAS AND GUIDING QUESTIONS 

Relevance 

− The extent to which the TA activities (particularly those under Output 4) is suited to the 
priorities and policies of the target group, recipient and donor? 

− In evaluating the relevance of the TA, it is useful to consider the following questions: 
• To what extent are the objectives of the TA, especially Output 4, still valid? 
• Are the activities and outputs of Output 4 consistent with the overall goal and the 

attainment of its objectives? 
• Are the activities and outputs of the Output 4 consistent with the intended impacts 

and effects? 

 

Effectiveness 

− A measure of the extent to which the TA activities (particularly those under Output 4) 
attains its objectives. 

− In evaluating the effectiveness of the TA, it is useful to consider the following questions: 
• To what extent were the objectives achieved / are likely to be achieved? 
• What were the major factors influencing the achievement or non-achievement of 

the objectives? 
 

Efficiency 

Efficiency measures the outputs – qualitative and quantitative – in relation to the inputs. It is an 
economic term which is used to assess the extent to which the TA uses the least costly resources 

                                                           
1 Approx. 100 employers from both VTE capital and provinces. 



possible in order to achieve the desired results. This generally requires comparing alternative 
approaches to achieving the same outputs, to see whether the most efficient process has been 
adopted. This may need to be done together with three other Outputs. 

When evaluating the efficiency of the TA, it is useful to consider the following questions: 

•  Were activities cost-efficient? 

•  Were objectives achieved on time? 

•  Was the programme or project implemented in the most efficient way compared to 
alternatives? 

 

Impact 

The positive and negative changes produced by a development intervention, directly or indirectly, 
intended or unintended. This involves the main impacts and effects resulting from the activity on 
the local social, economic, environmental and other development indicators. The examination is 
concerned with both intended and unintended results and must also include the positive and 
negative impact of external factors (including a level of socioeconomic development and 
employment situation), and characteristics of individual provinces and/or job centers. 

When evaluating the impact of a programme or a project, it is useful to consider the following 
questions: 

• What has happened as a result of the TA particularly the Output 4 and why? 
• What real difference has the activity made to the beneficiaries? 

 

Sustainability 

Sustainability is concerned with measuring whether the benefits (especially the JCs) of an activity 
are likely to continue after donor funding has been withdrawn. The PES activities need to be 
environmentally as well as financially sustainable. 

When evaluating the sustainability of the TA, it is useful to consider the following questions: 

• To what extent did the benefits (especially the JCs and their users) of the TA 
continue after donor funding ceased? 

• What were the major factors which influenced the achievement or non-
achievement of sustainability of the TA project? 

 

To begin, the performance assessment manual for job centers (developed and discussed at the 

Output 4’s last training on planning and managing JC operations organized in December 2018) 

will be referenced and key considerations have been elaborated in the last part (Performance 

Management) of the Employment Service Manual.  



Annex 2: List of Key Informants 

No. Name and Surname Position 

Luangprabang 

1 Mr. Soulisack Director PDLSW 

2 Mr. Houmpheng Deputy Director PDLSW 

3 Ms. Nouansone Head of JC 

4 Mr. Dieng JC staff 

5 Mr. Mai JC staff 

6 Mr. Bounthieng Thipsavanh Director of TVET College 

Sayabouly 

7 Mr. Thiengthop Deputy Director PDLSW 

8 Mr. Khamla Phothisack Head of JC 

9 Mr. Soy JC staff 

10 Mr. Mee JC staff 

Bolikhamxay 

11 Ms. Phinthong Thammavongsa Deputy Director PDLSW 

12 Mr. Sisavad Manivanh Head of SDE Division 

13 Ms. Bouathong Phanyanouvong Head of JC 

14 Mr. Souksavan Vongkhamthong JC staff 

15 Ms. Vadsana Thammavongsa JC staff 

Oudomxay 

16 Mr. Somfong Sengchanthala Director PDLSW 

17 Ms. Xaysavanh Nanthaxay Deputy Director PDLSW 

18 Mr. Khammanh Fongmany Chief of Cabinet PDLSW 

19 Mr. Oudom Souvannalin Head of SDE Division 

20 Mr. Somphone Naoheuvang Director of Skills Development Center 

21 Mr. Vongsy Silivong Deputy Head of Social Security Division 

22 Mr. Ounkham Soukbounma Deputy Head of SDE Division 

23 Ms. Bouapheng Ounnakham Deputy Chief of Cabinet PDLSW 

 



1 
 

ANNEX 6  
 

List of Key Informants (TA Component 3) 
 

No. Name and Surname Position Group 

Luangprabang-Vocational School Luang Prabang, 25-04-2019  

1 Mr. Songkhan Rattana Electricity Job Seeker 

2 Mss. Ky Management Business 
Administration 

Job Seeker 

3 Mr. Bounma Electricity Job Seeker 

4 Mr. Somephone Electricity Job Seeker 

5    

6    

Sayabouly – Vocational School Sayabouli, 26-04-2019  

7 2 Teachers Teacher Job Seeker 

8 3 Student Student Job Seeker 

9    

10    

Bolikhamxay: Agriculture Vocational School, 29-04-2019  

11 1 Professor Professor Job Seeker 

12 3 Student Student Job Seeker 

13    

14    

15    

Oudomxay, Job Faire, 03-05-2019  

16 Ms. Noy Yenta Hotel Manager Employer 

17 Mr. Nattaphon Nattaphon Auto Service, Manager Employer 

18    

19    

Vientiane Province, Vocational School, 07-05-2019  

21 Mr. Khamphou Deputy of PLOSW Job Centre 

22 Mr. Souphan Head of Division SDE Job Centre 

23 Mr. Tui Technical  Job Centre 

 
 
 
Private Employment Service Company, Newrose Hotel, 10/11-04-2019 

1 28 Representatives of Employment Service 
Company 

Technical staff Employer 

2    

3    

4    

 
By Phone and E-mail, Home Office, 11-05-2019, Banking Institute 

1 Ms. Vanida Student Job Seeker 

2 Ms. Chansamay Student Job Seeker 

3    

4    
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ANNEX 7:  

Synthesis of Key Informants’ Responses to the Standard Impact Assessment Questions 

(Luangprabang, Sayabouly, Bolikhamxay and Oudomxay PDLSWs, 24 April – 13 May 2019) 

Questions and sub-questions Key Informants’ responses Evidences and Remarks 

A. Relevance 

Is the project relevant in relation to the needs and 
priorities of the intended beneficiaries? 

Yes, the project is relevant. Target beneficiaries included TVET 
graduates, unemployed and potential self-employed. 
Particularly in Sayabouly province where there are high 
demand in workers for the mega electricity project i.e. Mekong 
Dam, Hongsa Lignite, Nam Houng Dam and other agriculture 
projects. 

Increased awareness among the 
public. High participation of the 
students, graduates, employers 
and job seekers during job fairs 
and outreach activities. 

Are the project results consistent with Lao PDR’s 
needs and priorities? 

Yes. It is consistent with the Party’s Policy, National Socio-
economic Development Plan 2015-2020 and the Lao PDR 
Tripartite Decent Work Country Programme (DWCP) 2017 – 
2021. Also the SME promotion for self-employed. 

Provincial governors have been well informed about the project 
priorities. 

Vice governor of Oudomxay 
Province was well aware of the 
project priorities consistent with 
the needs and priorities of the 
government addressed during his 
opening speech on the Job Fair 
on the 3 May 2019. 

To what extent are the objectives of the project still 
valid? 

The objectives of the project are still valid and will be valid for 
the next 5 years at least. 

Expressed by all PDLSW Deputy 
Directors and JCs staff of the 4 IA 
selected provinces. 

Are the activities and outputs of the project 
consistent with the overall goal and the attainment 
of its outcomes? 

Yes. Skills and knowledge acquired through the capacity 
development training program have resulted in the changes in 
the performance of the trainees. 

 

There are increased public 
awareness about the services of 
the JCs. Household businesses 
still hesitant to use the service. 

B. Effectiveness 

To what extent has the SCDESS Project 
contributed to the employment service system?  

High contribution to ESS. Central and local authorities provided 
moral support for PDLSW/JCs. 

JCs were established and 
equipped, 3 staff were 
designated in 9 target provinces. 

Which capacities of stakeholders were changed, to 
what extend and how? 

Prior the project, there was no coordination among the staff of 
the divisions. To date there is increased coordination among 

4 selected JCs staff were able to 
facilitate and provide services to 
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the staff. There are clear tasks/responsibilities for each staff 
and good teamwork. 

Significantly improve the JCs staff competencies in providing 
services to the clients. 

the clients during the Job fairs 
and outreach activities. 

What are the major factors influencing the 
achievement or non-achievement of the 
outcomes? 

Factors for achievement of the outcomes include (i) support 
from DSDE, (ii) consultants’ technical assistance and inputs, 
and (iii) ownership and self-confidence of the staff with clear 
tasks and responsibilities, (iv) close supervision of the Directors 
of PDLSW and good team work among the staff.  

Factors for non-achievement of the outcomes include (i) lack 
networking with the key stakeholders, (ii) new tasks for some of 
the staff and (iii) time factor. 

Successful launch of the Job Fair 
in Oudomxay, though it was their 
first historic event ever organized 
in the province. More than 500 
people participated including all 
the Directors of relevant 
Departments of the local 
government, employers, 
students, graduates, teachers 
and the general public. 
 
All the staff of the PDLSW were 
presence full day during the event 
including the Director and his 
Deputies. 
 
Directors/Deputy Directors of 
Luangnamtha, Sayabouly and 
Bokeo PDLSW also participated 
in the event in response to the 
invitation of Oudomxay PDLSW 
Director. 

How has the project liaised with other Development 
partners? 

Not as yet. Some donor agency has interest to liaise with the 
project i.e. Swiss Agency for Development and Cooperation 
(SDC). 

New SDC funded project 
”Vocational Education/Training 
and Employment Services” has 
explored the potential to 
cooperate and continue to 
support some of the JCs to 
provide employment services to 
the provincial IVET school 
graduates. 

How does the intervention affect men and women? 
If there are differences, why? 

There are more female than male job seekers using the 
services of the JCs due to larger proportion of the unemployed 
are female. 

Both statistics and participation in 
JCs events/services. 
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C. Efficiency 

Were the activities of interventions cost-efficient, 
i.e. how economically have resources/inputs 
(funds, expertise, time, etc.) been converted to 
results? 

Yes. The funds have been utilized in the most cost-efficient. 
High quality of the consultants’ expertise but there was time 
delay in the implementation of the activities which is 
problematic. 

Though limited budget, the JCs 
managed to complete their 
activities. 

Have objectives been achieved on time? Not all objectives have been achieved on time as planned. Most 
of the training workshops were conducted on time as planned 
except some activities at the provincial level i.e. LMI data 
collection, job fairs and outreach activities. Though most of the 
activities have been postponed, the objectives have been 
achieved as postponed. 

All JCs had conducted the 
outreach social marketing in 
TVET colleges and Complete 
Secondary Schools. 
 
Oudomxay organized the 1st Job 
Fair (3 May 2019). 
 
Vientiane Capital, Luangpabang 
and Sayabouly will organize the 
Job Fair (end of May) 

Has the project been implemented in the most 
efficient way compared with alternatives? 

Yes, the project has been implemented in the most efficient 
way, but has faced problem with the liquidation of the advances 
for some activities in particular the LMI data collection in the 9 
target provinces. 

KI expressed that the allocated 
budget was quite limited but was 
used most efficiently compare to 
the results. 
 
Though high investment was 
made for the staff capacity 
development training workshops, 
the knowledge and skills 
acquired have made changes in 
the performances of the staff and 
leaderships. 

Is the project set-up and project management 
adequate? 

Yes both vertical and horizontal line and could be improved 
through timely decision making. 

Draft Ministerial Agreement on 
the Roles/responsibilities of the 
JCs had been submitted to the 
Department of Organization and 
Personnel of MLSW. 

D. Sustainability 

To what extent are the benefits of the project likely 
to continue after the project end?  

The benefits of the project will be continued through strong 
support of the key stakeholders i.e. support from the local 
authorities/relevant provincial departments, collaboration 

JCs are established with 3 trained 
staff and adequately equipped 
with PCs, Laptops, printers, wifi-
internet, PA system (speaker 
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among PDLSW, provincial TVET colleges, training providers, 
employers and job seekers. 

amplifiers, TV monitors), posters, 
banners, flyers. 

Luangprabang JC was newly 
expanded using the PDLSW fund 
with very good location, sufficient 
space, well equipped and set up. 

To what extend is local ownership established? 
What is the uptake by GoL, specifically by the 
DSDE/MoLSW, based on project results to upscale 
or replicate (e.g. Job Centers, PES Website, PES 
Action Plan)? 

Local ownership has been established. The most of the JCs 
staff are self-confident. PES Website will be administrated by 
EPD/DSDE. Provincial Employment Service Plans will be 
continued to be updated for each quarter using the uniform 
template established by the project. 

KI expressed full ownership.  
 
DSDE/MoLSW have expanded 
another 3 JCs i.e. in Salavan, 
Sekong and Attapue. The staff 
have also participated in the 
training in servicing the 
jobseekers and employers. 

What are the major factors that could be identified 
at this stage that influence the achievement or non-
achievement of the project’s sustainability? 

The major factors identified include (i) Leadership, (ii) technical 
inputs provided by the consultants, (iii) support and 
coordination with stakeholders, (iv) relevant action plan, (v) 
teamwork with clear cut responsibilities among the individual 
staff, (vi) staff commitment and competency, and (vii) consistent 
and adequate budget support.  

KI expressed concerns for 
budget support for JCs, but will 
integrate the JCs activity 
expenses in their annual work 
plan with specific budget line to 
be proposed for approval by local 
authorities. 

How is the regulatory framework and its delay in 
implementation affecting the sustainability of the 
project (e.g. delay in issuing the Ministerial Decree 
on the Roles and Responsibilities of the JCs) 

Though there has been initiatives in drafting the Ministeria 
Decree on the Roles and Responsibilities of the JCs, DSDE has 
submitted the draft to the Personnel and Organization 
Department for consideration since the roles and 
responsibilities of DSDE will also have to be revised in the near 
future. This will not affect the service of the JCs, but having the 
regulatory framework in place will contribute to full fledge 
ownership of the JCs in providing their services. 

KI expressed the need to have in 
place the official Ministerial 
Decree on the Roles and 
Responsibilities of the JCs. 

Have gender equality issues and the inclusion of 
disadvantaged people (ethnic minorities, poor, 
women) been integrated, how? What are possible 
long-term effects regarding gender equality and 
inclusion disadvantaged people? 

Not as yet, but is in the employment policy of the Decent Work 
Country Program. 

JCs have the intention to conduct 
outreach activities in remote 
villages and where possible 
integrate with the rural income 
generation training of the 
division.  
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E. Impact, Outcomes and Results 

Which intended and unintended impact and 
outcomes have been achieved and are expected to 
be achieved? 

(see Chapter 3)  

What factors played a role in achieving these 
outcomes and impact? 

The major factors identified include (i) Strong leadership from 
central to local level, (ii) timely technical inputs provided by the 
consultants, (iii) support and coordination with key 
stakeholders, (iv) relevant action plan, (v) teamwork with clear 
cut responsibilities among the individual staff, (vi) staff 
commitment and competency, and (vii) consistent and 
adequate budget support. 

ESS improved and strengthened 
in particular at local level. 

Is the existing monitoring system of the SCDESS 
project designed in a way to provide credible and 
good quality data? Does it comply with 
international standards on results based 
monitoring systems? 

Yes, credible and good quality data will have to be administered 
and monitored by qualified staff at central and local level by 
utilizing the PES Website as the tool.  

PES concept introduced by the project complies with ILO 
standards and conventions. 

PES concept introduced and 
adopted by the government. 

F. Lessons Learned and Recommendations 

What lessons can be learned from the 
implementation thus far in regard to its relevance, 
effectiveness, efficiency, sustainability and ways of 
bringing about change? 

The Capacity Development Program training packages were 
suitable for the different target groups. The trainings had 
brought about the changes in the services of the JCs. 

The PES Advocacy Meetings and LMI Networking workshops 
had raised awareness among the key stakeholders and 
employers. 

Outreach activities of the JCs had raised awareness among the 
TVET graduates and school leavers about the services of the 
provincial JCs in particular the registration as members of the 
PES Website for job seeking as well as increased numbers of 
job seekers. 

Training of Private Employment Service Companies in Utilizing 
the PES Website for recruitment process had significantly 
increased the job vacancies posted in the website. 
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Job Fairs had increased both the numbers of job seekers and 
job vacancies.  

Are there any recommendations for improving the 
achievement of outcomes? 

Timely decisions and responses with the budget proposal and 
approval procedures in line with ADB regulations. 

Close and consistent supervisions from central level. 

 Refreshment training for some of the topics in particular for job 
matching and referral technics and tools for recruitment of the 
job seekers. 

 

What are the recommendations for eventual 
adjustments or changes that are needed in either 
the design of the project (outcome, outputs), the 
strategy, approach and set-up that it employs, the 
choice of implementation partners and 
implementation arrangements, and/or the areas of 
focus and priorities in order to ensure satisfactory 
achievements, their consolidation and 
sustainability? 

Potential for continuation, value added and no need to reinvent 
the wheel. It is correctly designed in line with the government’s 
policy pathway. 

Put strong focuses on servicing the clients to enable the job 
seekers to fulfil the post vacancies to satisfy the desire of both 
the job seekers and employers which will increase the visibility 
and effectiveness/reliability of the JCs. 

Provide outreach activities more frequently and consistently to 
build trust among the clients as well as to improve practical 
skills through on the job training. 

Mainstream private employment service companies in the PES 
system for improved monitoring and management. 

Explore services for self-employed where possible. 

Link with education/skills training institutions and collate reliable 
information and data bases on the trends of graduates during 
each period, available training courses and scholarships.   

 

 
 




