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Preface

“To address the labour market challenges, the R@@rernment will further deepen reforms of polenyd

regulatory and institutional framewaorks to ensunattall the components of the labour market are
collectively consistent, responsive and reinforadagh other [...] to boost economic growth, createsjand
promote livelihoods.”

Rectangular Strategy Phase Il (2013-2018), Roy@a&nment of Cambodia, paragraph 107

The International Labour Organization’s tripartitenstituents in Asia and the Pacific - governments,
employers’ and workers’ organizations - have coneditthemselves to an “Asia-Pacific Decent Work
Decade 2006-2015". In doing so they reaffirmedrticeimmitment to achieving full, productive and dece
employment for their people. The commitment showrhe Royal Government of Cambodia in developing
a national employment policy with a focus on yommmen and men forms part of the policy efforts tava
attaining the goals of Cambodia to consolidatdutsre development path, as well as those of Asiciffe
Decent Work Decade 2006-2015.

Cambodia has grown at a remarkable average arsmeabf over nine per cent during the decade poidihe
onset of global financial crisis in 2008. Sincerththe economy has recovered well, albeit more sthde
than in the pre-crisis period, with the economywing at little less than seven per cent on avelmjeeen
2010 and 2012. While a decade of rapid growth taalfy improved the livelihoods of the Cambodian
people, with the headcount poverty rate fallingrfr89 per cent in 1994 to 30 per cent in 2007, pgver
remained pervasive in the rural areas at 35 perine2007. At the same time, employment has grotvh a
per cent per year between 1998 and 2008, but mhghisogrowth has been in the rural areas and én th
informal segments of the economy. Furthermore, yetidty, as measured by output per worker, hasibee
one of the lowest in the region and grew only mdgea the late 2000s. In 2010, output per worker i
Cambodia was less than 4,000 in constant purchgmiagr parity dollars; this was two-third that ofeV
Nam and less than one-fifth of Malaysia’s. As Cadi@rows into a middle income country, as envidage
by statements made in relation to Cambodia’s Vis2@30, there is a recognized need to diversify its
economic base and to undertake higher value-adcddtias. Attaining such aspiration requires st
policy approach, including an employment policy,eiohance productivity of and returns to work in the
existing economic activities and to adequatelylskild mobilize workers, particularly those currgntl
engaged in vulnerable forms of employment, towardmging sectors. This would ensure that the growth
process is more equitable, generated through Hraa€dd participation and empowerment of the Camhbodia
people.

To support the Government in developing an emplayrpelicy, the ILO has responded by providing pplic
advice. This first led to a generation of backgaanalyses in areas that are pertinent to employmen
outcomes and employment policymaking. The ILO hé&s asupported consultation meetings on the
background analyses and their policy recommendatior2012 and 2013, with active participation of th
national stakeholders.

In this regard, we are grateful to the financigdmart provided by the Sweden-ILO Partnership (22023)
that has been contributing to the attainment of 'dLQutcome:More women and men have access to
productive employment, decent work and income dppibies It is also closely related to the work
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envisaged by the ILO on the areas of critical intgmaze included in the programme and budget fonthe
biennium (2014-2015), namepromoting more and better jobs for inclusig@wth andjobs and skills for
youth In conducting this background research, we age gtateful to the strong commitment and support
provided by the Employment Policy Department, IL@n&va.

This paper by the National Employment Agency of Mational Training Board in Cambodia represents one
of the background analyses. It reports on the fiigsliof the Employer Skills Needs Survey in 2012sTh
survey — the first of its kind and coverage in Carih — is aimed at understanding the needs of grapdan
finding and hiring workers. Such a knowledge basstributes to understanding how the productivityanf
enterprise, as well as employment opportunitiekinjtcan be enhanced. It also contributes to utatedsg
how young entrants to the labour market and jolbersetan improve their skills profile, so that ttzeg able

to access more productive employment opportunifibs. survey covered more than 500 establishmeumts an
focused on six growing sectors in Cambodia: accodation; construction; finance and insurance; food a
beverages; garments, apparel, and footwear; arlterudnd plastics. The paper reports on the existefc
skills shortages in the sectors covered. Thererngeat to improve skills acquisition in the educatand
vocational training system to meet the demandshefrharket, as well as adequately improve wages and
working conditions for the vacancies on offer. M@@ome the skills shortages and productivity aairsts
faced by enterprises and workers, a set of shodti@ng-term policy interventions needs to be acpl

This paper is part of the ILO Asia-Pacific WorkiRgper Series, which is intended to enhance the bbdy
knowledge, stimulate discussion, and encourage kauge sharing and further research for the promatfo
decent work in Asia and the Pacific.

Maurizio Bussi
Officer-in-Charge
Country Office for Thailand, Cambodia, and
the Lao People’s Demaocratic Republic
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Executive summary

Background of the study

The analysis of employers’ perceptions is a newctap Cambodia, but one that responds to the peecis
demands of policy-makers while representing a reaggsstep in the formulation of a National Employme
Policy (NEP) that is responsive to both employars] workers’ needs and interests.

This survey was the first to be conducted in Caridatth the aim of describing and understanding
employers’ points of view in support of better-infeed design, and implementation of, employment and
labour market policies.

The survey drew on more than 500 establishmergisectors. The sectors included three in manurfisct
(food and beverages; garments, apparel, and fogtaed rubber and plastics), two in services (fawand
insurance, and accommodation), plus constructidre Jurveycovered such topics as skills gaps, skills
shortages, difficultiem recruiting, and hard-to-fill vacancies.

The survey was made possible with the financiapsttpof the International Labour Organization (ILO)

Characteristics of the sampled establishments

The industrial structure of Cambodia is relativglyung, but the number of establishments opening for
business has been progressively increasing. Aloresthird of the establishments interviewed in thisvey
were foreign-owned, and almost half of them weraedvby entities from China or Taiwan, China. Ont ou
of five was active in the international market, amdre than two-thirds of them were foreign-owned
establishments. More than 30 per cent of the dstabénts in this sample had more than 100 employees

About the authors

Michele Bruni is an international expert on empl@yrnand labour market; and Likanan Lugh
and Somean Kuoch are advisors to the National Bmmat Agency. The National
Employment Agency of the National Training BoardG#mbodia was established in 2009. The
Agency aims to provide a one-window service to mtemeffectiveness in the labour market,
enhance participation in the labour market, deereamemployment, boost growth and
employment opportunities, and eventually reducespggyv

The responsibility for opinions expressed in art¢ig] studies, and other contributions rests
solely with their authors, and publication does nobnstitute an endorsement by the
International Labour Office of the opinions expredsin them, or of any products, processes,
or geographical designations mentioned.
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The foreign-owned establishments were, on averkgger than Cambodian-owned establishments; they
represented 56.1 per cent of the large establistaneh.1 per cent of small establishments, and 2dr&ent

of medium-sized establishments. The majority ofidaestablishments operated in the internationakenar
(45.2 per cent), while a significant percentageraigel at the national level (38.2 per cent).

The average size of establishments in the foodbeverages sector was relatively small, with 90 qest
being Cambodian-owned. At the other extreme, thengats sector was characterized by the presence of
large establishments owned mainly by entities fr@mina or Taiwan, China, and operating in the
international market. The rubber and plastics seat@as in an intermediate position, with most
establishments of medium-to-large size and onekthiging foreign-owned. The financial sector had a
concentration of establishments from Europe and lneesnof the Association of Southeast Asia Nations
(ASEAN).

The foreign-owned establishments were usually macher than Cambodian establishments, with up to
1,200 staff employed by entities from Taiwan, ChiBatablishments owned by entities from China doed t
Republic of Korea on average employed around 6Q8eavs.

Employment in sampled establishments

Level and structure

The total number of employees in the sampled astabkents was 126,315, and their distribution largel
reflected that of the Establishment Census, witimgats accounting for almost 70 per cent, and tiagesof
employment in other sectors ranged from 8.1 per (Tahber) to a minimum of 3.0 per cent (construa}i

More than 70 per cent of the employees were wormigré (per cent). However, the percentage variedlgrea
between sectors, with female employees accountinga fmaximum of 85.2 per cent in garments and a
minimum of 16.7 per cent in construction. Employegethe accommaodation sector were also mostly wgmen
while in the other three sectors the percentageoafien ranged between 35 per cent and 40 per cent.

The overall skills level of employees was quite :l@ementary occupations accounted for 55.2 per @en
workers, followed by crafts and related trades W&ith3 per cent. Managerial staff accounted forp2©cent
and technicians for 2.5 per cent.

The percentage of women employed in these sectoresponded negatively to the overall skills level,
where occupations requiring low level of skillsded to be covered mainly by women, such as clevioak

and service occupations. The percentage of workensloyed in elementary occupations exceeded 50 per
cent in all six sectors, with small differencesvimtn sectors. The finance and insurance sectothsad
largest share of workers in occupations that reqaihigher educational level. Clerical and salesipations
were predominant in accommodation and in finandee §arments, construction, food, and rubber sectors
employed an above-average percentage of skilledemitskilled workers.

Almost 73 per cent of the workers covered by thivey were employed in foreign-owned companies. The
percentage of those employed in companies ownezhtites from Taiwan, China (37.1 per cent) exceede
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the percentage working in Cambodian-owned compd@&8 per cent). At the same time, three-quanérs
those employed worked in companies that were adtivihe international market, with 17.1 per cent in
companies active in the national market, and or8yp®@r cent in local companies.

Employment growth 2010 to 2012

Between 2010 and 2012, the total number of empkireéhe sampled sectors saw a dynamic increagie, wi
19,000 new jobs (17.6 per cent increase). The sdb@t registered the highest rate of increase in
employment during the period was construction (f@&#cent), followed by finance and insurance (%2
cent), and accommodation (19.4 per cent). The dtiree sectors also registered consistent, althbelgiw-
average, increases: 16.9 per cent in garmentsyelppad footwear; 12.6 per cent in rubber andtjgisisand
only 10.7 per cent in food and beverages.

However, once we take into consideration the sfzeach sector, the largest contribution to growthotal
employment in the six sectors came from garmemiparel, and footwear (67.5 per cent), followed by
finance (8.2 per cent), and accommodation (8 pet).ce

The increase in employment was more pronouncethéocompanies operating in the national market6(22.
per cent). However, the biggest contribution to kyiment growth came from the companies operating in
the international market, which generated 72.4ceet of the total number of additional new jobgha six
sectors.

Establishments owned by entities from Taiwan, Chinigh the largest percentage share in employment,
ranked first also in contribution to the increaseemployee numbers, followed by Cambodian-owned
establishments, whose contribution to additionainaed for workers was larger than their share in
employment. A similar pattern was exhibited by Bpgan-owned establishments and the establishmetfits wi
owners from “other countries”.

By occupations, the highest rates of increase oeduamong service and sales workers, craft workers,
professionals, and clerks. Rates of growth werevbelverage for skilled workers in agriculture, maeh
operators, and in elementary occupations.

Given its size, the garments sector played an mie relevant role for many occupation categories.
Specifically, it generated three-quarters of thditamhal demand for elementary occupations and sirtiee
total additional demand for craft workers.

Other than the garments sector, the share of isergaelementary occupations, came from the rugéetor
(11.0 per cent), followed by construction (5.5 pent), and food (4.9 per cent).

More than half of the additional demand for saled service workers was generated by the accomnaodati
sector, followed by garments (34.4 per cent), amaice (7.8 per cent).
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Almost half (47.0 per cent) of the additional dewhdar professionals came from the finance sectith w
32.2 per cent coming from the construction seetond, 11.7 per cent from garments.

The additional demand for technicians mostly ocmlirin the finance sector (36.9 per cent), but retab
increases in employment of technicians also ocdurreaccommodation (24.1 per cent), garments (perl
cent), and construction (13.3 per cent).

The demand for machine operators was quite linaredi concentrated in three sectors: rubber, corign,c
and food. The garments sector was affected by Bindeia the number of its employees belonging tis th
occupation type.

Wages

The wage differential covered in the survey ranfyjech US$84 (per month) for elementary occupations i
the garments and food sectors, to $919 in the ¢masector. Rubber and plastics displayed the highes
differential between occupation types, a managéngbpaid almost 7.8 times more than a worker in an
elementary occupation. In the other sectors, ttie between the highest- and lowest-paid occupatipas
ranged from 7.2 times in accommodation to a mininafirs.3 times in food and beverages.

Across sectors, service and sales workers registrdifferential of 2.5 times between the highestd
lowest-paid sectors, followed by craft and relaiedle workers at 2.4 times and managers at 2.1sti@e
average, foreign-owned establishments paid higheges, especially to managers and service and sales
employees.

First-time jobseekers

Around 60 per cent of the establishments in theesuhad hired first-time jobseekers coming direftbm

the education system. Data suggests that smalteblishments tend to prefer people with more work
experience, while larger establishments prefer ggueople that can be better trained to the philog@md
practices of the establishment.

More than half of the sampled establishments hegtihiigher-education graduates, 42.6 per cent iad h
upper-secondary school graduates, while only 2&r&ent had hired young people coming from a tehni
or vocational school. Small and medium-sized esfaflents preferred secondary and higher-educatitn f
time jobseekers, while large establishments conatat on technical and vocational school graduates.

The finance and accommodation sectors accounteithédnighest percentages (89 per cent and 72 pér ce
respectively) of establishments hiring first-tinob$eekers with at least an upper-secondary scdoch&on,
followed by construction (67 per cent). The perages for the three industrial sectors were mucletamd
quite similar (43 per cent for garments, 39 pett é@nrubber, and 35 per cent for food).
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Only two sectors showed a strong concentrationiadhworkers from technical and vocational schools
(construction and accommodation), while only thengants sector concentrated on upper-secondary schoo
graduates.

Finally, the percentage of foreign-owned establisht® hiring first-time jobseekers with at leastugper-
secondary education was higher than that of Camabealivned establishments (59.3 per cent versuspes.6
cent).

Work preparedness of first-time jobseekers

The establishments expressed quite positive sentinta the preparedness of newly hired first-joksee
53.7 per cent judged their preparation good or wggd, while only 12.8 per cent judged it poor eryw
poor.

First-time jobseekers with higher education recgitlee most positive comments from employers (641 p
cent of establishments expressed high appreciafidineir preparedness, while only 10.3 per cergreff a
negative evaluation). This reaction was similarffest-time jobseekers coming directly from techatiand
vocational schools: 58.1 per cent of the establasttmjudged them “well or very well prepared”; therst
reactions were those regarding first-time jobseekem upper-secondary school, with only 39.1 et of
the establishments judging the newly hired worlaréeast well prepared, and 17.8 judging them poorl
prepared. The most positive reactions came fromrtifsber and finance sectors; the most critical from
construction.

The establishments that complained about the pedpass of first-time jobseekers coming directlyrfrine
education system concentrated their criticism nyaimthree areas: lack of skills and competenaegliired,
lack of life experience and maturity, and lack adtivation. Lack of skills was indicated especidlby those
coming from higher education, but also from voaaioschools; lack of motivation seemed not to affec
university graduates, while lack of experience ajppe to be a common problem overall.

Vacancies

At the time of the survey, the sampled establishmevere seeking almost 17,500 workers, a figure
representing almost 14 per cent of their total eyplent: 61.0 per cent of the vacancies were in efeany
occupations, 21.9 per cent were for craft and edldtades workers, and 9.6 per cent were for eleric
workers. The remaining 7 per cent of vacancies vdistibuted between the other six major occupation

types.

The shortage of workers was particularly severgairments, where more than half of the establishsn(&tt
per cent) declared vacancies. The total numbeacéncies in the sector represented 18 per cets tiftal
workforce and 89 per cent of all vacancies in tikessctors. Although the large majority of vacascieere

in large establishments, small and medium-sizeabishments seemed to be the ones more affectdiueby
problem. Vacancies were concentrated in three magmupation types already indicated: elementary
occupations (65.2 per cent), craft occupationsl(pér cent), and clerical jobs (9 per cent).
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Considering the other five sectors together (acttogrior less than 11 per cent of all vacancie@mentary
occupations still ranked first, but at only 30 gent of vacancies in this grouping, followed byvs=r and
sales workers, and clerks. In these sectors, teieimsi and professionals accounted for 10.2 peramh{7.7
per cent of vacancies, respectively.

Hard-to-fill vacancies and the root causes of the problem

Three-quarters of the establishments considereditbiz vacancies were hard-to-fill. The establigimts that
faced the most difficult problems with recruitmenere in the rubber sector (with 92 per cent of
establishments declaring hard-to-fill vacancieslpfved by garments and food and beverages, wilirega
just above the total average. Construction andragemdation followed with 67 per cent, while the fica
sector seemed to enjoy a much better situation avitih 26 per cent of establishments declaring hasfilt
vacancies.

The vacancies judged more difficult to fill wereo#le requiring skilled workers, machine operators,
managers, and craft workers. However — and quiterisingly for a country that, at least on papéouwd
have an almost unlimited supply of unskilled labewracancies for elementary occupations were cereid
hard to fill in almost 75 per cent of cases. At #ane time, vacancies for which the problem sedesx
severe were those requiring a university degreegmecially, an upper-school diploma.

Combining the data, we can deduce that 61.0 per afethe vacancies were in elementary occupations,
followed by craft and related trades with 23.6 gemt, and clerical support occupations with 8.8qest.

The two service sectors and construction repori@dl-to-fill vacancies in managerial positions, ad d
establishments in the finance and insurance sedfiachine operators were the hardest to find for
establishments in construction and in the threastrihl sectors. The same was true for craft watker

No predominant reason emerged to explain why vaeaneere hard to fill. The most cited reasons wigre,
order: the presence of too much competition froheoemployers; the low number of applicants with th
required skills; and lack of skills as requestedhsyestablishment.

Employers generally felt that they were faced veittack of supply of qualified workers. However, first

reason cited above could also suggest that emglayere not willing to pay more decent wages. Aratyz
the answers by sector, the presence of too mucpetition ranked first for accommodation and for theee
industrial sectors. Establishments in the constsactector complained mainly of a lack of experi&na the
part of applicants, while in the financial sectioe imain problem was the low number of applicantk Wie
required skills.

At least 40 per cent of establishments indicatedabk of the following skills: lack of technicat practical
skills; lack of job-specific skills; and lack ofriguage skills.
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Impact of hard-to-fill vacancies and measures taken to remedy the problem

The impact of the vacancies problem seemed torbegly felt by the surveyed establishments. Alrmost-
thirds of the establishments stated that the reoarit problem delayed the development of new prisg &
per cent that it increased the workload of othaff;sand 43 per cent that it caused the establishnteelose
business or orders to competitors.

An array of measures has been adopted in ordey to fill vacancies. The measure most adoptedsper
cent of the establishments) was raising wages. rQtieasures included intervention in recruitment end
reducing the need for new employees. The intererntieasures include improvement in advertisements a
recruitment spending and methods; the reductionhogst include increasing on-the-job training and
redefining existing jobs.

Skills gaps

More than half (55 per cent) of the interviewedbBshments reported that employees did not perairthe
required level. The incidence of this problem appedo be directly related to the size of the disthiment,
and therefore mostly affected those operating énitkernational market. The problem was particyladute

in the rubber sector, in garments, and in accomtimyabut was also reported as acute by aroundes0 p
cent of establishments in the other sectors.

On average, the skills and performance problemctfte one employee out of five, with a maximum of
around three out of ten in the rubber sector. Thgomoccupation types affected by the problem, &nd
which more technical training was required, weranpland machine operators (where 26 per cent of
employees did not perform as expected), servicesates workers, craft workers, and skilled agrirailt
workers.

Rather surprisingly, the main reason behind poefopmance, indicated by establishments in all gscto
(with the only exception of the high-paying finarsaxtor), was lack of motivation. This reason wigsdcby
almost two-thirds of the establishments. The segeadon, cited by 44 per cent of the establishmeras
that workers were new to their role and were inegpeed, a reason that could be connected to tijie hi
worker turnover that characterizes the Cambodibauamarket. Insufficient training and its limitédpact
on workers’ performance ranked only third. Finalylimited number of establishments linked the f@ob
to ongoing innovation processes.

Skills that need improvement

Among the array of possibilities for skills imprawent (as suggested by the survey’'s questionnafi@s),
skills were considered necessary by more than 20c@et of the establishments: job-specific taska) o
communication, knowledge of a foreign language, madual dexterity.
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Manual dexterity ranked first in the three indwdtsectors and second in construction. Team-wonkdanged
first in construction and second in the food arfabrr sectors. The garments sector indicated diffesidlls:
specifically, being able to use one’s initiative §econd place) and, unexpectedly, public spedkintpird).

In accommodation, establishments demanded a bkittewledge of foreign languages and improved
communication capacities.

In a similar vein, the finance sector required ioyad communication skills when dealing with clieriat
also a better knowledge of job-specific skills.

From the major occupations’ perspective, the messaxs very clear. Establishments needed office arsrk
with a better knowledge of foreign languages, beatépacity to communicate with, and deal with, e
and better knowledge of information technology (IFpr skilled workers, craft workers, and machine
operators, the main need was for more manual dgxéerd better preparation on job-related tasks.

The needs were similar in higher-level positionstaBlishments suggested that managers and profaksio
should receive training in IT and IT applicatiosemmunications, foreign languages, and leaderdtilis.s
For technicians they also suggested training irsjoécific tasks and in planning and organization.

Training activities

More than 60 per cent of the establishments didigeosome training in the year before the surveg wa
conducted. The percentage of establishments prayitaining was directly related to size, and tfareethe
foreign-owned establishments and the establishnupegating in the international market led the mag&

At the sector level, however, it was finance thaivitled the most training, while at the other efidhe
rankings were construction, food, and rubber.

However, when analyzing the type of training, itswfaund that only one company out of four provided
training in new technology

Around 11 per cent of the establishments reportethlems in organizing training activities, the peoh
being especially felt in the rubber sector.

Business strategy

More than 60 per cent of the establishments detlaraillingness to innovate in products, servicag]
technologies, and to acquire new markets. Estabbsits in the finance sector were the most intedleiste
innovation, while those in garments the least gg#®d. As a consequence, European-, ASEAN-, and
Cambodian-owned establishments were more willinmbovate than those owned by entities from China,
the Republic of Korea, or Taiwan, China.
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In order to pursue innovation, more than 80 pert eéfrthe “innovative establishments” planned toehir
additional staff, almost 70 per cent to train @ripistaff, and 40 per cent to work on improved aigation.

New hiring was the policy most reported by the éargstablishments in the garments sector, anddsetim
construction. At the other extreme, the finance andommodation sectors placed special emphasis on

training.
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ASEAN
EMIS
GDP
ILO
ISCO
ISIC
MOEYS
MOLVT
NEA
NEP
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Association of Southeast Asian Nations
Information System of the Ministry of Educati
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National Employment Policy

National Institute of Statistics
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United Nations Development Programme
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1. Introduction

As stated in the Rectangular Strategy, Phase 0920 2013), employment and the development of the
private sector are one of the four strategic “gtowectangles” in Cambodia’s economic and social
development planning. To achieve the Rectangulaateéljy, the National Strategic Development Plan
(NSDP) was launched in order to spur developmedtimprovement in the labour market in Cambodia. In
order to achieve this objective, the plan envisabgesestablishment of a labour market informatigstesm,

the strengthening of vocational education, develgmkills among jobseekers, and improving the tyali

the labour force to meet skills standards and coemosy.

Consideration of employers’ perceptions is a neeaanf study in Cambodia, attracting attention from
policy-makers over the last few years. To formukatdational Employment Policy that is responsivéadth
employers’ and workers’ needs and interests, tiseaeneed for a demand-side survey, or employersey.
This employers’ perceptions survey is the firstveyraimed at understanding the needs of emplogeis,
will be beneficial in tackling labour-market probis in the future.

In order to explain the nature of the Cambodiamlabmarket from the demand side, this survey draw o
more than 500 establishments and discussed issunds as skills gaps, skills shortages, difficultias
recruiting, and hard-to-fill vacancies. Prior téstsurvey, an employers’ perception survey was aotatl in
2012 in Siem Reap, which mainly focused on theisoursector. The current survey drew upon a larger
sample across geographic domains and sectorsptidera bigger picture on employers’ perceptiond an
needs.

In parallel with this development in the labour-ketrinformation system, the National Employment Age
(NEA) of the National Training Board (NTB) condudtean Employer Skills Needs Survey in 2012. The
main objective of this survey was to contribute dods an effective employment strategy by providimg
necessary information required to improve the matchetween skills demand and supply, and imprbee t
knowledge base regarding the Cambodian labour foirteorder to increase the employability and
productivity of workers, the competitiveness ofegptises, and to increase technological complesaitgt
sustainability in production and services outputd processes.

More specifically, this survey covered necessang dar skills assessment in the six selected sedigr
providing information on employment opportunitiesérms of “stock and flow” to:

(a) analyse the current Cambodian labour-market siinati

(b) explore employers’ perceptions on first-time jobsss;

(c) determine the employment structure in terms ofksto flow;

(d) verify the quantitative coherence between demaddsapply in major occupation types;

(e) assess the skills shortages and skills gaps inrroegupation types in each selected sector; and

() contribute to skills development programmes cohemsith future labour demand in major
occupation types.
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1.1 Definition of skills gaps and skills shortages

Although skills gaps and skills shortages have tstadied all over the world, such studies are nevhée
context of Cambodia. “Skill” is defined as “the liyi to perform specified tasks” (United Kingdom
Commission Employer Skills Survey, 2010, p.4), orperform “a productive task at a certain level of

competence” (Shah and Burke, 2003, p.15; Tren@@3R

Skills shortages from microeconomic perspectivesganerated from “excess demand” and the inalafity
employers to switch their demand composition orstitiie factors of production (e.g. sourcing labfsom
different locations or sectors) in the short terne do asymmetric information on applicants’ abjlity due
to vested interest in hiring decisions that cowdd to risk aversion and hence skills shortageah$imd

Burke, 2003, p.17; UKCES, 2010, p.4).

Skills shortages also refers to a lack of availadidled people, which results in recruitment ditfities
(Strietska-llina, 2008, p.8). Skills shortages aria a situation in which employers face difficedtiin
recruiting staff with the skills needed. This candue to a significant geographical imbalance duitfall
in the number of skilled people (Strietska-1lin@08, p.8). More practically, based on the UK Congiois's
Employer Skills Survey methodology, “skills shotagacancies” are hard-to-fill vacancies due tock laf
skills, lack of qualifications, and lack of experée, as shown in figure 1.1. On the other handetmard-to-
fill vacancies that arise due to poor attitude erspnality, lack of motivation, or insufficient nber of
applicants are not skills-shortage vacancies. SkHlortage vacancies are, therefore, a subsetraddtdill

vacancies defined by the three reasons mentiormdab

Figure 1.1. Skills-shortage vacancies “route map”

Vacancies

Hard to fill
vacancies

- : Vacancies which are
e mC hardto fill due to the

hard-to fill due to the

quality of applicants quality and insufficient

number of applicants

Vacancies which are Vacancies which are Vacancies which are
hard+to fill due to lack hard to fill due to lack hard tofill due to lack
of skills of gualifications of experience

Skill shortage
vacancies

Source: UK Commission Employer Skills Survey 2011. Wales results.

Not hard to fill
vacancies

Vacancies which are
hard to-fill due to
insufficient number of
applicants

Vacancies which are
hard to fill due to poor
attitude, personality
and motivation
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The literature on the definition of skills gaps dmbiguous. A skills gapefers to “a situation where
employers are hiring workers whom they consideremstilled or that their existing workforce is unde
skilled relative to some desired levels” (Shah @&wke, 2003, p.19). But Strietska-llina (2008, p.8)
emphasizes “the existence” rather than “a situati@kills gaps exist where “employers feel thatithe
existing workforce have inadequate skills typeslsvto meet their business objectives”, or wher@ ne
entrants appear to be qualified but actually arte According to Strietska-llina (2008), skills gag® “used

to describe the qualitative mismatch between theplguor availability of human resources and the
requirements of the labor market”.

Recruitment difficulties cover all forms of recmigént problems faced by employers (Strietska-1I2@08,
p.8), including the situation in which employersigat hire qualified candidates to perform giverksasven
though there is a sufficient supply of labour ia tharket (Shah and Burke, 2003, p.19).

1.2 Sampling frame and sample selection

This survey focused on establishments that couti/ige data on jobs and employment turnover by
occupation type for the previous 24 months, andigeoa rough estimate of future skills demandstifier
next 12 months. Thus, the procedure was as follows:

(a) collecting information on the number of establishiseoperating in each sector by ownership,
dimension, type of products, and location;

(b) deciding which types of establishments were bdatddor inclusion in the survey;

(c) identifying the possible establishments that waekbond to the chosen criteria; and

(d) creating a list of sampled enterprises.

The study focused on six main sectors that couddige an overall picture of the Cambodian labourkeg
structure. They were:

(a) accommodation;

(b) construction;

(c) finance and insurance;

(d) food and beverages;

(e) garments, apparel, and footwear; and
(f) rubber and plastics.

To ensure comparability with other studies condiiaeother countries, the International Standactlitrial
Classification (Appendix J) and the Internationtdr8lard Classification of Occupations (Appendixwere
used to identify the subsectors and occupatiorstyplevant for the analysis.

The sampling method ensured a sample size thastatistically large enough to represent each settw
sample selection was based on the number of esdiatdnts and the number of workers in each
establishment. The samples were drawn based difistt@aandom sampling, with probability proportete

to the size of the workforce (10-19, 20-99, 10@s)shown in table 1.1. However, it transpired Hmahe
enterprises were no longer in existence, and sahegdeclined to give interviews at the time.

To deal with these potential pitfalls of sampleestibn and attrition, additional enterprises westected
with the same sampling method to replace the emsepthat declined to participate in the survelye T
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samples were first drawn from the Establishments@er2011 conducted by National Institute of Statist
(NIS), with some additional establishments drawanirthe Yellow Pages 201#h order to complete the
sample frame (table 1.1).

Table 1.1. Sample distribution, by sector and workf  orce size

10-19 workers ~ 20-99 workers 100+ workers Total

Accommodation 35 64 35 134
Construction 50 37 11 98
Finance and insurance 31 79 28 138
Food and beverage s 62 49 17 128
Garment s, apparel, and footwear 20 48 145 213
Rubber and plastics 19 24 8 51
Total 217 301 244 762

1.3 The questionnaire and tabulation plan

The questionnaire contained basic information o@ éstablishments: the number of past and current
workers, the perceptions of employers on first-tjoleseekers, skills shortages, skills gaps, aneéstienated
number of workers that would be recruited overrteet 12 months.

The design of the questionnaire followed the Unit6éidgdom Commission Employer Skills Survey
guestionnaire. It was adapted to meet the spefgfitures of the Cambodian economy and employment
structure, particularly on terminology and on “#@nd flow data” for employment. The questionnaiaes
translated into the Khmer language in order tosa#ise interviewers and the establishments. Befadinal
questionnaire was put into use, it was tested tirden pilot questionnaires, to determine if thegjions
were properly worded, sequenced, and could be stwtel. The pilot questionnaires revealed important
issues that were not covered by the initial fortiolg and tested the skip pattern for inconsisenand
mistakes. The questionnaire was re-examined anskabefore finalization.

As mentioned above, in order to provide a comprsivenpicture of the six sectors included in theveyr
the questionnaire covered a number of issues madiuiynot uniquely, from a labour-market perspexctiv
The first part of the questionnaire aimed to cdlléata that identified the persons interviewed &mel
establishments. The main body of the questionwea® structured into six parts, with a total of 4(estions,
covering the following areas (see Appendix I):

(a) General information about the establishment (questiA2—A7) This first section aimed to collect
information on the date on which the establishmsmarted business, to ascertain whether the
establishment was legally registered or not, thge tyf business entity, the type of ownership, the
main activities and products, and the extent ofntlagket.

(b) The level and structure of the workforce by majocupation types (questions B1)B® this
section, each establishment was asked to repototdlenumber of workers for three specific times —
at present (the time of the interview), at the efid2011, and at the end of 2010 — and their
representation as defined by nine major occupdtipes. In summary, this section aimed to outline
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the evolution of the employment level from the @fi@010. In the final question, each establishment
was asked to specify the present range of wagesafdr major occupation type.

(c) Recruitment and turnover (questions C1-CIbhis was a central part of the questionnairs. It
primary aim was to obtain information on the mdiowf variables. The first two questions were
directed to evaluate the total number of workerschby the establishment in each of the last three
years, and to evaluate how many workers were hirag to five dominant occupation types. The
subsequent questions pursued the same goals féirsttime jobseekers. In this case, however, the
guestionnaire aimed also to evaluate how manyeofitht-time jobseekers were coming from upper-
secondary schools, technical and vocational scHOS®ET), or university or other higher-education
institutions. It tried, moreover, to evaluate tbedl of preparedness of newly hired workers and the
weak areas in their preparation. Thus, the firsto§@uestions aimed at estimating the total labour
demand in terms of flow, and the second set of tiprestried to evaluate the generational labour
demand in terms of flow, both from a quantitativel ajualitative point of view. The need for new
workers was generated by the need to substitutglgpedho had left the establishment and the need
to cover newly created positions. In order to eatduthe relative role of the two components of the
labour demand in terms of flow, the subsequenttoprestried to estimate the total number of exits,
and the exits from the five selected main occupatypes in the last three years. The last subsectio
was devoted to the issue of vacancies. In thegieate, it attempted to estimate the total numifer o
vacancies, and the occupation types that were rffstted by this problem. It then explored
whether, and in which occupation types, existingavecies were hard to fill, the reasons, and the
skills presently lacking in the Cambodian labourrke& Finally, the establishment was asked
whether the hard-to-fill vacancies had negativeaff and, in that case, what the establishment was
doing to overcome the difficulty.

(d) Future hiring (questions D1-D2Y his short section aimed to understand whetheettablishment
thought that its employment level would increasthi#n 12 months after the survey and, if yes, which
occupation types would register the highest inaeas

(e) Skills gaps and workforce training (questions E1BEAfter having ascertained whether or not the
establishment was facing problems in staff perfartea the subsequent set of questions aimed to
find out what proportion of the staff was inadeguit the five dominant occupation types in the
establishment, which factors were responsible fat situation, and which skills needed to be
improved. A second set of questions concerned iwettraining. The first questions aimed to find
out if the staff did take part in some vocationairting, and if the establishment financed such
training either wholly or partially. The subsequesitbsections aimed to understand if the
establishment encountered difficulties in orgamgziraining courses and, if so, the reasons and in
which fields of training they found shortages aflaw quality of, courses and/or trainers. Finady,
last question explored the use by the establishfanentoring practices.

() Business strategy (questions F1-FZhis final, short section attempted to ascertairether the
establishment planned to introduce new productsjces, or technologies, or to expand or switch to

new markets. In this case, the questionnaire iequivhether the establishment would complement
the innovation process with training, reorganizatiand/or recruitment of new staff.

1.4 Fieldwork

The study conducted a structured interview in whéshablishment owners, human resource managers,
directors, and senior managers were interviewed-fadace. The advantage of this approach wasithat
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allowed the collection of both quantitative and lgative data on skills gaps and skills shortages i
occupation types in the sample establishments.fieldwork was carried out between 3 andO¥cember
2012, and the average length of the interview wamiral 45 minutes. The survey consisted of 762
observations across the country (in 17 provincesRimom Penh), as shown in figure 1.2.

Figure 1.2. Sample distribution, by province
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300 -
250 +
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Prior to the fieldwork, the preparation of an instion manual for the interviewers, and trainingtioé
survey supervisors, was undertaken. The aim wansare that all interviewers thoroughly understtas
survey instruments and that they were consistetht @dch other.

To ensure that the survey went smoothly, the ssdeestablishments were called directly and alseived
formal letters to inform, make appointments, andkselose collaboration. During the field surveye th
interviews were monitored by survey team leaders wiere responsible for tracking the survey and for
quality control. Completed questionnaires were kbdcand rechecked by the technical team before they
were approved.

Table 1.2. Response rate

Abs. value Percentage
No. of sample 762 100.00
Response rate 517 67.85
Non-response rate 245 32.15
Companies that decline d to be interview ed 113 46.12
Companies that could not be contacted due to 89 36.33
Bankrupt 19 7.76
Other reason 24 9.80
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1.5 Data entry and data analysis

The Epidata application was used for data entris &thowed for the creation of a questionnaire fand to
establish possible correlations and skipped codegicél relations between answers on different
guestionnaires) and to check for error data. Ireotd ensure the data were corrected, the doulity en
technique was adopted. By using Epidata, the sutatgbase could be exported into the Stata apiplcadr
analysis and to make the necessary tabulation.

1.6 Problems encountered and solutions adopted

This survey was the first large-scale skills surgegducted in Cambodia. There is no doubt thatable of
previous experience represented a very seriouteolel for the team carrying out the study, buhatdame
time it provided a very important opportunity tate the basic techniques for labour-market analysis

The first problem was that some of the names awldeades of the establishments listed by the NI% wer
incorrect. It was thus time-consuming to locatedb®blishments, contact them, and schedule meetsga
result, more time and resources were spent thaaliniestimated for the fieldwork.

One of the objectives of the questionnaire was am gstimates of worker entries and exits from the
establishments, and therefore of the overall stafhover. A second problem was related to the
questionnaire, particularly on the “stock and floef’employees over the previous three years, bectnes
monitoring of such turnover was not a standard tfpac Some establishments had relevant information,
while others were not so well organized. For insgantheir internal reports did not present detailed
information on gender and occupation types. Datinfarmal employment was very difficult to detectda
verify. In addition, it was also difficult to do tdachecking on the paper questionnaires duringdtta
collection.

In the survey, there is a clear mathematical i@atietween tables, specifically on “stock and flalata. If
there were inconsistencies in the mathematicatioelaan error of data was reported. The qualityticn
team was responsible for verifying and recheckiatadin cases of errors and numerical inconsistenici
the data. If there was any error, the questionnaés returned to the interviewee to recheck andyvtre
data.
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2. Background

2.1 Introduction

Despite the outstanding economic performance oflabe 15 years, Cambodia is still one of the pdores
countries in the world. According to World Bankiesttes its gross domestic product (GDP), at puinlgas
power parity (PPP) of around $2,400, ranks 140tthéworld. However, in the last two decades, pgver
headcount ratio declined steadily from 47 per @eri993-1994 to 35 per cent (39 per cent in rurahs) in
2004, and to 30 per cent (34 per cent in ruralri@a2007 (World Bank, 2007, 2009). Neverthelgssierty
and vulnerability to economic shocks will contirtoebe the most challenging issues in the comingsyea

Before starting to analyse the results of the synieseem relevant to briefly summarize some basic
information about Cambodia’s demographic trendswels as the most relevant elements of the evatutio
and structure of the education and training systemg of the labour market. The objective is tovjute the
background information necessary to better intérghre results of the survey and then to outlinecyol
measures.

2.2 Demographic evolution

Starting at the beginning of the 1980s, Cambodéatbdace not only the disastrous economic consempse
left in the wake of the Khmer Rouge, but also tinpact on the education system and labour mark#teof
demographic transition that had started in eammstat that time.

Although it has declined from seven to 2.8 childpen woman, Cambodia’s total fertility rate (TFR)mains
the third highest in ASEAN after the Philippinesdathe Lao People’s Democratic Republiénother
indicator that illustrates the delay in Cambodisxio-economic development is the infant mortaléte
(above 60 per 1,000), which remains the highesiSEAN.

As a consequence of the demographic transitiomdmet 1980 and 2010 the total population increasmsd f
6.5 million to 14.5 million, but more relevant fthis analysis is the dynamic of the populationrafrting
age and the population of working age.

The population of training age (6—24 years old) entvan doubled between 1980 and 2005, when it peake
at 6.3 million. Cambodia’s education and vocatidnahing systems not only had to face an initialagion

! The TFRs of Singapore, Thailand, Viet Nam, and Myar are already below replacement level, whiles¢hof
Brunei Darussalam and Indonesia are not far framlével.
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characterized by an almost total lack of infradtites and teachefshut also a very pronounced increase in
potential demand. In the same period, the workigegf@opulation increased from 3.8 million to morarnt®
million, and is still increasing although at a deicig rate.

2.3 General education stream

In spite of the notable development registered dlverlast 30 years, the education system in Carahigdi
still affected by considerable structural problemspecially in rural areas. Infrastructures ark Isitking,
and in many cases their quality is extremely patasses are overcrowded, and the educational tvel
many teachers is still insufficient.

However, some important results have been attaified.rate of illiteracy declined from 37.2 per cémt
1998 to 21.6 per cent in 2008. Although the gemnlifégrential has notably decreased, it is stilltgiiigh (11
percentage points). However, according to the 20difed Nations Development Programme (UNDP) data,
Cambodia still ranks 133rd in the world with redpecthe rate of literacy and, with the exceptidhe Lao
People’'s Democratic Republic, its situation is flmm that of the other ASEAN countries, whose &t®r
rates are around, or above, 90 per cent.

In 2008, 64.0 per cent of the Cambodian populatiged 25 and above had no schooling or had not
completed primary education, while only 2.9 pertdead an upper-secondary diploma or higher. Thelgen
differential was quite high, with 73.8 per centwadmen having not completed primary education vebu3

per cent of men, and only 1.5 per cent of womeririgaat least an upper-secondary diploma versupé.6
cent of men. Given the extremely high rate of empplent, the educational attainment of the employesisd
not notably differ from that of the correspondirmpplation.

Presently, total enrolment is already decliningaaset result of two opposite tendencies: on onel htire
negative and prevailing demographic trend affectirggtraining-age population; on the other, a gngwiate
of participation in lower- and upper-secondary edian.

In the school year 2010-11, total enrolment amaltae3,087,000, with 71.0 per cent of studentsrimary
schools, 18.2 per cent in lower-secondary schawis, the remaining 10.8 per cent in upper-secondary
schools® Around 19 per cent of students were enrolled baorareas, and the percentage of urban students
increased with the educational level.

Two relevant distortions still affect enrolment: one hand, repeat enrollers are estimated at 17;6¢00the
other, over-age students account for almost a guaftotal enrolments.

2 During the Khmer Rouge period, the Cambodian eitutaystem was systematically abolished. Publigtiouses
were closed, teaching materials and textbooks wes&royed, and the buildings of schools and unitiesswere put to
other uses. Large numbers of qualified teachesgarehers, and technicians either fled the countdyed.

% Enrolment in primary education declined by aro@7®,000 students over the last six years. Halhefdecline was
due to the reduction in the number of the repesdliens.
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From a labour-market perspective, the most releirdnotmation needed about the education systensis i
“production”* An education system can be seen as a productimess whose aim is to increase knowledge
and support the acquisition of operational skilts. specificity lies in the fact that, differentofn other
production processes, its aim is not the transfaonaf inputs into substantially different outpubait the
introduction of qualitative changes in the inpuisrselves: the output of the education system fadh
represented by the pupils that have entered themyis previous periods, endowed with a greateafjty”

of knowledge and skills. Therefore, the total numiiie“exits” from the system and their structure Ibyel

provides a first gross measure of the productigallachieved by an education system.

The number of exits estimated by the Informatiorst&y of the Ministry of Education (EMIS) clearly
overestimates real values, since they are mucledaig@n what is suggested by demographic data. This
obliges us to limit the following considerationspercentage values.

The structure of exits by educational level hasnbieeproving, but the situation remains quite dramat
Those with less than primary education declinechf&2.1 per cent (school year 2005-06) to 43.4 pat c
(school year 2009-10). Exits at the maximum primedycation level have decreased from 84.2 pertoent
73.7 per cent, but the percentage of exits withigper-secondary diploma has increased from 8.6qrdrto
16.5 per cent. Additionally, the percentage ofggiml this last group has slightly increased fron®3¥r cent
to 39.6 per cent.

The situation becomes even more dramatic when weider that in the school year 2005-06 not even 15
per cent of exits were regular exits, i.e. theyktptace after completion of an educational level Z009—

10, the percentage increased only to 22.7 per terdubstance, the percentage of drop-outs repexsen
around 85 per cent of exits in 2006 and 77 per te2010. Moreover, for the school year 2005-06ramo
than 60 per cent of drop-outs originated from priyrechools; for 2009-10 the figure was still ab&éeper
cent, with lower-secondary contributing around t¢iried and upper-secondary around 11 per cent, @srsh

in figure 2.1.

However, the simplest and most direct way to surimaahe production of the Cambodian education gyste
is to simulate what would happen to a cohort 0DQ,Boys and girls entering at Grade One, assurhiaig t
the flow rates registered in the school year 2009#duld remain constant and allowing for repetition

* The quantity and quality of production, togethéthvits counterpart wastage, also allows estimatibthe efficiency
of the system.
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Figure 2.1. Exits by educational level and type, of  a fictitious cohort of 1,000 pupils at 2009-10 flo  w indicators

Both sexes ~
1000
Primary 441 (58.1%)
(1-6) Dropout
Reg. exits v l
50 -
V509
241 (31;8%)
Dropout
Reg. exits '
13 -
Upper secondary 77 (10.1%)
(10-12) Dropout
Total dropout 759 179

Regular exits 241

Source: M. Bruni, Heangtharith, 2013. (Forthcoming).
As shown in figure 2.1, of the 1,000 students:

(a) only 268 successfully complete compulsory educatowl 178 obtain a high-school diploma;

(b) in both cases the percentage of girls is slightigpvae 50 per cent;

(c) 50 leave the education system after completingamreducation;

(d) 13 leave the education system after completing edsopy education; and

(e) 759 leave the education system before completirgldiael in which they were enrolled — more
specifically, 441 (58.1 per cent) leave school myprimary education, 241 (31.8 per cent) during
lower-secondary education, and 77 (10.1 per cemthgl upper-secondary education.

The previous data allows for repetitions. The pietbecomes even more dramatic when we consider the
completion rates, i.e. the number of studentsdivan cohort that complete a given grade in thalléme.

Computations show that, at the present rates, but 090 students entering Grade One, only 215 will
complete compulsory education in nine years, arlg 88 will obtain an upper-education diploma in 12
years. As was expected from results of previousysisathe performance of girls is slightly bett228 will
complete compulsory education in nine years, ardiithe 12th year on schedule; the corresponditiges

for boys being 203 and 88.

Finally, between the school year 2005-06 and th®oacyear 2009-10, completion rates improved
substantially, but it is evident that a lot remaim$e done, not only to obtain a more productielr force,
but, even more important, to produce more awaizecis.
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2.4 Higher Education

Over the last six years, total enrolment in higkeducation increased from around 95,000 to more than
245,000, while the percentage of female studemishexd 38.3 per cent from a starting value of 3g&r7cpnt.

The number of students that obtained a bachelaredeg the academic year 2010-11 can be estimated a
between 21,500 and 24,000, and those that obtanedssociate degree between 8,000 and 9,000. In
conclusion, at present Cambodian universities precaetween 29,500 and 33,000 graduates per year, th
number of female graduates being between 11,500 2,0090.

A very negative element in Cambodian higher edonaits the concentration of students in a very bahit
number of major subjects, with economics and bgsi@ministration accounting for more than 50 pet c
of total enrolment, while the percentage of enraltaén engineering, medicine, and sciences arestdw 4
per cent.

2.5 Vocational training

Lack of adequate statistical information makesnifpdssible to provide a reliable assessment of the
Cambodian vocational training system, and espgdialiproduction record. However, it seems evideat

the system is still far from capable of respondioghe demands of the market in providing the human
resources necessary for the basic sectors of tbheoety (agriculture, garments, and tourism), or of
promoting social development and economic growth.

According to the latest estimates (Ministry of Lab@nd Vocational Training, Baseline Survey 20188,
number of graduates from long-term vocational trgjrcourses is less than 2,500, and only one oatvefy
five comes from public institutions. Around 3,6a0Qdents were enrolled, 30 per cent of whom wereafem

2.6 Labour market

Despite notable growth in the modern economic sec@ambodia remains primarily an agricultural dogn
as shown in table 2.1. In 2008, non-agriculturalpleryment amounted to little more than 1.9 million
workers, only 27.9 per cent of total employmenttvgen 1998 and 2008, total employment grew by atoun
207,000 jobs per year. However, during this periddmbodia still had to rely mainly on the agrictéiu
sector to provide new employment: 60 per cent (I, of the additional jobs were in fact generdigdhe
primary sector, with the secondary sector contiitgu1 8.4 per cent, and services 21.6 per cent.
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Table 2.1. Share of total employment (15+), by sect or and sex in 1998 and 2008

Male Female Total Male Female Total
1998 2008 1998 2008 1998 2008 Change between 1998 and 2008
Absolute value (in thousands)
Primary 1656 2314 2020 2621 3676 4935 658 601 1259
Secondary 117 271 85 315 202 586 154 230 384
Tertiary 545 760 329 560 874 1320 215 231 446
Not reported 12 0 10 0 21 0 -11 -10 -21
Total 2330 3346 2443 3495 4773 6 841 1016 1052 2068

Percentage composition

Primary 71.1 69.2 82.7 75.0 77.0 72.1 64.8 57.1 60.9
Secondary 5.0 8.1 3.5 9.0 4.2 8.6 15.2 21.9 18.6
Tertiary 234 22.7 13.5 16.0 18.3 19.3 212 22.0 21.6
Not reported 0.5 0.0 0.4 0.0 0.5 0.0 -1.1 -0.9 -1.0
Total 100.0 100.0 100.0 100.00 100.0 100.0 100.0 100.0 100.0

Source: Bruni and Heangtharith, 2013. (Forthcoming).

It is evident that this exceptional increase ini@adtural employment cannot be attributed to arréase in
labour demand generated by production. What thesa tnply, as shown in table 2.2, is that the
employment growth in the modern sectors, althougyly pronounced in percentage terms, was not seiffici
to meet the increase in potential labour supplyegatied by the increase in the working-age populatio
(WAP), which in its turn was the consequence ofdbelographic transition that is affecting Cambotha.
this situation, the agriculture sector acted apa@nge, providing shelter and subsistence to mamyngo
people who could not find employment in the modsators.

Table 2.2. Main labour-market variables (in thousan  ds) in 1998 and 2008

1998 2008 Abs. Var. Percent Var.

Male

Working-age pop. 3009 4201 1192 39.62

Labour force 2444 3396 953 38.99

Employment 2330 3 346 1016 43.58

Unemployment 113 51 -63 -55.40
Female

Working-age pop. 3531 4681 1150 32.56

Labour force 2595 3559 964 37.17

Employment 2 443 3495 1052 43.07

Unemployment 152 64 -88 -57.89
Total

Working-age pop. 6 540 8882 2342 35.81

Labour force 5038 6 956 1917 38.05

Employment 4773 6841 2068 43.32

Unemployment 265 114 -151 -56.82

Source: M. Bruni, Heangtharith, 2013. (Forthcoming).
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The structure of employment by sector differed bigtdetween urban and rural areas. In urban afda8,
per cent of the employed worked in the serviceased8.7 per cent in manufacturing, 5.7 per cent in
construction, and 14.0 per cent in agriculturewulral areas, 85.0 per cent worked in the primacyase10.2
per cent in services, and 6.2 per cent in manufiactuHowever, these data concealed the role pléyed
each area in providing employment in the differemttors. While only 3.5 per cent of agriculturalrikeys
resided in urban areas, 47.3 per cent of manufagtuvorkers, 46.3 per cent of construction workeursg
50.4 per cent of service workers resided in rurahs.

The Cambodian population is young; as a consequeheeemployed population is still very young,
especially in industry, which is the youngest seofdhe economy. In 2008, 67.9 per cent of thelegaa in
industry were below 30 years old, versus arounde3xent in both agriculture and services.

The only correct way to connect the education sydtethe labour market is to compare, on the omglha
the exits from the education and vocational trajregstems by level of education, with generati@mties
into employment by occupation type. As we have aalyeseen, at present, data are not sufficient to
completely pursue this goal, but only to produamednteresting indications.

The first element emerging from flow analysis igttlluring the period between censuses (1998-2008),
migrations were more relevant than normally assynieting equal to around 44,000 per year in the
generations that entered working age during thiogeand 42,000 per year in the following genenagi As

a consequence, actual entries in WAP were, on geedightly less than 300,000 per year, generakion
exits 64,000, and the total balance of WAP was@H1,

Entries into the labour force amounted to around, &3 per year. Given the young age of the Cambodia
population, exits were very low, at less than 40,3 the active population increased by around0D@3
per year. At the same time, every year, 242,000hgqeople found their first job. This implied aresage
decline in the unemployment level of around 12,080year.

The previous data also show that 81.2 per certeopeople that entered WAP entered into employntieat,
percentage being slightly higher for men than fomen.

Entry into employment can be ascribed to two matdrs: the need to replace the workers that pezntgn
leave the labour market (replacement demand) andrtfation of additional jobs (additional demai@f)the
242,000 yearly entries into employment, only 35,0005 per cent) were due to replacement demartt, wi
207,000 due to additional demand. It must alsormedined that replacement demand played an evea mo
modest role for women, given their lower mortaligyes. The marginal role of replacement demandduas
to the fact that the older cohorts in the labourketwere relatively small. Data analysis also shtvat:

(a) the main age group of entry, both into the actiwpyation and employment, is 20-24;
(b) exits are determined mainly by death, and theraf@awumber of exits increases with age; and
(c) women enter into both the active population andleympent at a lower age than men.
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The average age at which men entered the activellgg@m and employment was 22.1 and 22.6,
respectively. Women entered at 21.4 and 22.5, ctispyy. Therefore, the average waiting time todfin
employment (estimated as the difference betweemgleeof entry into the active population and the afj
entry into employment) was slightly longer for wamtban for men.

Almost two-thirds (62.6 per cent) of young peopleowfound a job between the times of the two cerssuse
did so in agriculture. Services provided employnter21.8 per cent, and industry to 16.3 per cent.nen,
the relative ratios of employment in agricultured @ervices were above average (64.7 per cent aBdp2p
cent, respectively) while for women the level ofgayment in industry was above average (19.3 pet)ce
Given the limited role of replacement demand, tinecture of entries by sector did not differ substly
from the sector share of additional demand.

Entries peaked in the 20-24 age-group both in algui@ and industry, and in the 25-29 age-group in
services. For women, entries peaked in the 20—24gegup in all three sectors. In agriculture, estnivere
heavily concentrated in the youngest age group4: 7dr cent of men and 83.8 per cent of women edter
the sector before the age of 25. At the same theeple continued to “work” in this sector until tizadata
show, in fact, that three-quarters of exits fromi@dture were concentrated in the age groups alsdveit

the other extreme is the service sector, where ardynd 52 per cent of men and 50 per cent of women
entered before the age of 25. This sector wasdlacacterized by a large number of exits by methén
middle-age group. Assuming data are correct, the tovo possible reasons would be movements to other
sectors or migration. Industry values were interigted The most interesting aspect, however, wasatige
percentage of female entries to industry belowathe of 25 (73.4 per cent).

Country Office for Thailand, Cambodia and Lao People’s Democratic Republic 15



3. Sampled establishments’ characteristics

This section presents the main characteristicshef dstablishments included in the sample, and more
specifically their age, business entity type, natidy of ownership, market, size, registrationd @ector.

3.1 Ages of sampled establishments

As expected, given Cambodia’s modern history, tammed establishments interviewed were relatively
young.Only two started business before 1982, 15.7 per stamted before 1998, while 64.8 per cent were
established in the last ten years, as shown inrdi@il. The number of establishments starting lessin
progressively increased from 101 during the peti®@8—2002, to 187 between 2008 and 2012.

Figure 3.1. Share of sampled establishments, by nat ionality of ownership and date on which they starte d
business
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Source: NEA Employer Skills Needs Survey 2012.

3.2 Types of business entity

The most common type of business entity was indaficbroprietor, representing almost half of theltot
(46.0 per cent), followed by private limited compdt9.1 per cent) and limited partnership (18.2 qaant).
General partnerships accounted for 8.9 per centpablic limited companies for 4.8 per cent, asvahin
figure 3.2.
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Figure 3.2. Share of sampled establishments, by typ e of business entity
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Source: NEA Employer Skills Needs Survey 2012.

Individual proprietors and public limited companigere, on average, relatively older; the youngests
was represented by private limited companies, ag/islin table 3.1.

Table 3.1. Sampled establishments, by type of busin  ess entity and date on which they started business

Before 1992 1993-2002 2003-2012 Total
Absolute values
Individual proprietor 15 72 151 238
Private limited company 2 17 27 46
Limited partnership 1 34 59 94
General partnership 1 26 72 99
Public limited company 2 7 16 25
Others 2 3 10 15
Total 23 159 335 517
Percentage composition
Individual proprietor 6.3 30.3 63.4 100.0
Private limited company 43 37.0 58.7 100.0
Limited partnership 1.1 36.2 62.8 100.0
General partnership 1.0 26.3 72.7 100.0
Public limited company 8.0 28.0 64.0 100.0
Others 13.3 20.0 66.7 100.0
Total 4.4 30.8 64.8 100.0

Source: NEA Employer Skills Needs Survey 2012.
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3.3 Ownership

Just over two-thirds of the interviewed establishteavere owned by Cambodians, with 7.5 per centeown
by entities from Taiwan, China, 7.2 per cent byr@lse entities, 6 per cent by European entitiespér.4ent
by ASEAN entities, and 3.3 per cent by entitiesrfrihe Republic of Korea, as shown in table 3.2.

Table 3.2. Share of sampled establishments, by nati  onality of ownership

Abs. value Percentage
Cambodian 354 68.5
Taiwan, China 39 7.5
Chinese 37 7.2
European countries 31 6.0
ASEAN countries 28 5.4
Korea, Rep. of. 17 3.3
Others 11 21
Total 517 100.0

Source: EA Employer Skills Needs Survey 2012.

On average, the foreign-owned establishments wanager than the Cambodian establishments (figure 3.
above), reflected also by the fact that the peeggnbf foreign-owned establishments starting bgsimeer
the total number of establishments starting busimess progressively increasing, as shown in fiGuge

The first foreign-owned establishments to starirmes in Cambodia were owned by ASEAN and European
entities, followed by entities from China and Taiw&hina, which have become predominant over tbe la
five years. The number of establishments ownedrbjies from the Republic of Korea starting busméas
Cambodia has been progressively increasing butinsmaite limited.

Figure 3.3. Share of foreign-owned establishments 0 ver the total number of establishments starting bus iness,
1992-2012
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Source: NEA Employer Skills Needs Survey 2012.
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For Cambodian establishments, the main type ofnlegsi entity was individual proprietor, accounting f
57.1 per cent of all business types. Among foreigmed establishments, individual proprietorships
represented only 22.1 per cent of business engjigst the most common types being private limited
companies (31.9 per cent) and limited partnersfdfpsl per cent) as shown in table 3.3.

Table 3.3. Sampled establishments, by type of busin  ess entity and nationality of ownership

Abs. value Percentage composition

Cambodian Foreign Total Cambodian Foreign Total
Individual proprietor 202 36 238 57.1 221 46.0
General partnership 33 13 46 9.3 8.0 8.9
Limited partnership 45 49 94 12.7 30.1 18.2
Private limited company a7 52 99 13.3 31.9 19.1
Public limited company 17 8 25 4.8 4.9 4.8
Others 10 5 15 2.8 31 2.9
Total 354 163 517 100.0 100.0 100.0

Source: NEA Employer Skills Needs Survey 2012.

3.4 Market

The majority of the interviewed establishments 453er cent) operated in the national market, 28r6cpnt
limited their activity to the local market, and Q%er cent were active in the international markietwever,
only 8.5 per cent of the Cambodian establishmepésated abroad, while that percentage was 41.¢quer
for foreign-owned establishments. Thus, more than-thirds of the establishments operating in the
international market were foreign-owned establistisieas shown in table 3.4.

Table 3.4. Sampled establishments, by type of marke  t and nationality of ownership

Local National International Total

Absolute value

Cambodian 97 227 30 354

Foreign 25 70 68 163

Total 122 297 98 517
Percentage composition

Cambodian 27.4 64.1 8.5 100.0

Foreign 15.3 42.9 417 100.0

Total 23.6 57.4 19.0 100.0

Source: NEA Employer Skills Needs Survey 2012.
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The large majority of establishments that operatethe international market belonged to three typks
business entity: private limited company, individpeoprietor, and limited partnership. This wasetrwith
some minor differences, both for Cambodian anddorewned establishments, as shown in table 3.5.

Table 3.5. Sampled establishments operating in the international market, by type of business entity an d
nationality of ownership

Abs olute values Percentage composition

Cambodian Foreign Total Cambodian Foreign Total
Individual proprietor 10 20 30 33.3 294 30.6
General partnership 5 3 8 16.7 4.4 8.2
Limited partnership 6 19 25 20.0 27.9 255
Private limited company 6 25 31 20.0 36.8 316
Public limited company 2 0 2 6.7 0.0 2.0
Others 1 33 15 2.0
Total 30 68 98 100.0 100.0 100.0

Source: NEA Employer Skills Needs Survey 2012.

3.5 Size of sampled establishments

The majority of the establishments (43.5 per cem)e of intermediate size (2099 employees), 3e4 p
cent had 100 or more employees, while only 26.levesnall establishments, here defined as thoseawith
maximum of 19 employees, as shown in table 3.6.

Table 3.6. Sampled establishments, by type of busin  ess entity and workforce size

10-19 20-99 100+ Total
Absolute value
Individual proprietor 91 96 51 238
General partnership 8 28 10 46
Limited partnership 13 39 42 94
Private limited company 19 38 42 99
Public limited company 0 19 6 25
Others 4 5 6 15
Total 135 225 157 517
Percentage composition
Individual proprietor 38.2 40.3 214 100.0
General partnership 17.4 60.9 21.7 100.0
Limited partnership 13.8 41.5 447 100.0
Private limited company 19.2 384 42.4 100.0
Public limited company 0.0 76.0 24.0 100.0
Others 26.7 33.3 40.0 100.0
Total 26.1 43.5 304 100.0

Source: NEA Employer Skills Needs Survey 2012.
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Individual proprietors were mainly small businesgasblic limited companies and general partnershige
mainly medium-sized establishments. Limited paghigrs and private limited companies were mainlgdar
establishments.

Foreign-owned establishments were, on averageerlalgan Cambodian establishments; they represented
56.1 per cent of the large establishments, 24r@afium-sized establishments, and just 14.1 perafethie
small establishments, as shown in figure 3.4. Wds especially true for establishments owned by NS$E
entities (33 of 38 were large) and for establishimemned by European entities (26 of 38). Estabishts
owned by entities from China and Taiwan, China weaénly of medium size, as shown in table 3.7

As expected, the majority of big establishmentgaigein the international market (45.2 per cent},alarge
percentage operates at the national level (38.Z¢ml). Finally, no clear relationship emerges leetwage
and size of establishments.

Figure 3.4. Distribution of Cambodian and foreign-o  wned establishments, by workforce size
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Source: NEA Employer Skills Needs Survey 2012.

Table 3.7. Share of foreign-owned establishments, by nationality of ownership and workforce size; perc entage
distribution by size

10-19 20-99 100+
Chinese 214 46.4 321
Taiwan, China 12.9 61.3 25.8
European 0.0 316 68.4
ASEAN 0.0 13.2 86.8
Korea, Rep. of. 235 235 52.9
Others 45.5 27.3 27.3

Source: NEA Employer Skills Needs Survey 2012.
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3.6 Commercial registration

The great majority of the establishments in the panwere legally registered, the exception being 29
establishments (5.6 per cent), 27 of which weréviddal proprietorships and two general partnershipnly
one non-registered establishment had more tham@®ogees. Non-registered establishments were qldte
or very recent.

3.7 Sectors

As a reminder, the percentage of establishmeniiseirsix selected sectors each accounted for bet@eén
per cent (for garments and finance) and a miniméi4 per cent (for rubber), with intermediate \edwof
19.1 per cent, 17.6 per cent, and 14.1 per cenadoommodation, food and beverages, and constnyctio
respectively, as shown in figure 3.5.

Figure 3.5. Share of sampled establishments, by sec  tor
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Source: NEA Employer Skills Needs Survey 2012.

Let’'s now consider the characteristics of the sachgstablishments from a sector perspective, asrsho
table 3.8 and table 3.9.

3.7.1 Food and beverages

This sector was characterized by an above-avenagemce of individual proprietorships, represen@dl
per cent of the total. Of these, 16.5 per cent Wange establishments, 42.9 per cent medium-sened 40.7
per cent small establishments. Finally, 90.1 pat oéthe establishments were Cambodian-owned.

3.7.2 Garments

This sector was characterized by the presence rgé,ldoreign-owned establishments operating in the
international market. In this sector, large estdtients represented almost two-thirds of the tmiahber,
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with a similar proportion being foreign-owned. Timajority of the foreign-owned establishments be&ihg

to entities from China and Taiwan, China. Regardihg type of business entity, the garments sector
appeared polarized, with an above-average presahicelividual proprietors on one hand, and of limit
partnerships and private limited companies on thero

Table 3.8. Share of sampled establishments, by type  of business entity and sector

Food and Garments, Rubber Constr . Accom . Finance Total
beverages  apparel, and and
footwear plastics insurance
Absolute value
Individual proprietor 62 55 16 25 69 11 238
General partnership 5 6 3 3 11 18 46
Limited partnership 11 24 6 15 6 32 94
Private limited company 8 25 8 28 10 20 99
Public limited company 0 1 0 22 25
Others 5 1 0 6 15
Total 91 112 33 73 99 109 517
Percentage composition by sector
Individual proprietor 26.1 23.1 6.7 10.5 29.0 4.6 100.0
General partnership 10.9 13.0 6.5 6.5 23.9 39.1 100.0
Limited partnership 11.7 255 6.4 16.0 6.4 34.0 100.0
Private limited company 8.1 25.3 8.1 28.3 10.1 20.2 100.0
Public limited company 0.0 4.0 0.0 0.0 8.0 88.0 100.0
Others 33.3 6.7 0.0 13.3 6.7 40.0 100.0
Total 17.6 217 6.4 141 19.1 211 100.0
Percentage composition by type of business entity
Individual proprietor 68.1 49.1 48.5 34.2 69.7 10.1 46.0
General partnership 55 54 9.1 4.1 11.1 16.5 8.9
Limited partnership 12.1 21.4 18.2 20.5 6.1 29.4 18.2
Private limited company 8.8 22.3 24.2 38.4 10.1 18.3 19.1
Public limited company 0.0 0.9 0.0 0.0 2.0 20.2 4.8
Others 5.5 0.9 0.0 2.7 1.0 55 2.9
Total 100.0 100.0 100.0 100.0 100.0 100.0 100.0

Source: NEA Employer Skills Needs Survey 2012.

3.7.3 Rubber and plastics

In this sector, establishments were mainly of medgize. One-third of the establishments were laagé,

one-third foreign-owned.
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3.7.4 Construction

Four-fifths of theestablishments in this sector were Cambodian-owiikd.other fifth were owned mainly
by entities from ASEAN, China (5.5 per cent in bo#tses), and the Republic of Korea (2.7 per cenifjes.
Regarding business entity types, 38.4 per cent \erate limited companies, 34.2 per cent individua
proprietor, and 20.5 per cent limited partnershiffgh an average of 52 employees each, this sbetithe
smallest average workforces among the sectorsrisarple.

3.7.5 Accommodation

Almost 70 per cent of the establishments in thida@ewere individual proprietor, with 11.1 per cgeneral
partnerships and 10.1 per cent private limited camigs. The vast majority of the establishmentshia t
sector (86.9 per cent) were Cambodian-owned, fatbtw 5.1 per cent being European-owned. The number
of establishments with a staff of almost 100 emeésywas surprisingly large, which reflects the abunoe

of workers employed by hotels in Cambodia.

3.7.6 Finance

Only 60 per cent of the establishments in this @eatere Cambodian-owned; around 20 per cent were
European-owned and almost 13 per cent owned by ABEAtities. From a different perspective, it is
interesting to observe that 71 per cent of Eurojmeamed establishments in Cambodia operated in the
financial sector, as well as 50 per cent of ASEAMied establishments, while 82.1 per cent of estitiem
Taiwan, China and 70.3 per cent from China operaieithe garments sector. Among the establishments
owned by entities from the Republic of Korea, 4@et cent were in the garments sector, but estabéists
owned by entities from the Republic of Korea werespnt in all the other sectors as well. The awesze

of the workforce in the finance sector was 75 erygds, as shown in table 4.1 below, and all types of
business entities were present, with a small prauammse of limited partnerships (29.4 per cent) quaslic
limited companies (20.2 per cent), private limitsmmpanies (18.3 per cent), and general partnergh@$s

per cent).

Table 3.9. Share of sampled establishments, by nati  onality of ownership and sector

Nationality of ownership Sector Total
Food and Garments, Rubber Constr . Accom. Finance
beverages  apparel and
and plastics
footwear
Cambodian 90.1 34.8 66.7 80.8 86.9 60.6 68.5
ASEAN 2.2 2.7 9.1 5.5 2.0 12.8 54
European 1.1 0.9 0.0 2.7 51 20.2 6.0
Chinese 2.2 23.2 9.1 5.5 0.0 18 7.2
Taiwan, China 2.2 28.6 12.1 0.0 0.0 0.9 7.5
Korea, Rep. of. 1.1 7.1 3.0 2.7 3.0 1.8 3.3
Others 11 2.7 0.0 2.7 3.0 1.8 21
Total 100.0 100.0 100.0 100.0 100.0 100.0 100.0

Source: NEA Employer Skills Needs Survey 2012.
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4. Employment siructure

4.1 Employment level and structure in 2012

The total number of employees in the sampled dstabkents amounted to 126,3Y¥Bpresenting around 8
per cent of total employment (NIS, Cambodia Esghintient Census 2017).

Table 4.1. Employment in the sample, by sectorand  workforce size

Sector Workforce size Total Average
10-19 20-99 100+

Absolute value
Food and beverages 479 1323 5022 6 824 75
Garments, apparel and footwear 156 967 86 814 87 937 785
Rubber and plastics 93 607 9557 10 257 311
Construction 331 1305 2164 3800 52
Accommodation 308 1735 7271 9314 94
Finance and insurance 216 3145 4822 8183 75
Total 1583 9082 115 650 126 315 244

Percentage composition by sector

Food and beverages 30.3 14.6 4.3 54
Garments, apparel, and footwear 9.9 10.6 75.1 69.6
Rubber and plastics 5.9 6.7 8.3 8.1
Construction 20.9 144 1.9 3.0
Accommodation 19.5 19.1 6.3 7.4
Finance and insurance 13.6 34.6 4.2 6.5
Total 100.0 100.0 100.0 100.0

Percentage composition by workforce size

Food and beverages 7.0 19.4 73.6 100.0
Garments, apparel, and footwear 0.2 1.1 98.7 100.0
Rubber and plastics 0.9 5.9 93.2 100.0
Construction 8.7 34.3 56.9 100.0
Accommodation 33 18.6 78.1 100.0
Finance and insurance 2.6 38.4 58.9 100.0
Total 1.3 7.2 91.6 100.0

Source: NEA Employer Skills Needs Survey 2012.

® This data covered only the non-agricultural sector
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4.1.1 Sectors

Consistent with census data, the majority of waskeere in the garments sector, representing 69.6eye

of total employment in the sample. The large eihbilents in the garments sector accounted for gérl
cent of total employment in all the large estabtights in the survey. This aspect of the garmentoiseas

reflected by the large average size of workfore&385, as shown in table 4.1.

The shares of the other sectors were between 8.tegoe for rubber and a minimum of 3.0 per cent for
construction. The construction sector was alsoattiarized by the smallest average size of estabéiats

(52 employees), while food and beverages presehtetighest concentration of employment in smakdi
establishments (30.3 per cent). Rubber and plastigsther with garments, were the only sectork wibre
than 90 per cent of their employees concentratelaripe establishments. However, the average size of
establishments in the rubber sector (an averagd bfemployees) was much smaller than that of gaisnen
(785). In all the other four sectors, the averaige sf the establishments was less than 100, betwae
average of 52 employees per establishment for wartsin, and 94 for accommodation, as shown inetabl
4.1.

4.1.2 Gender

More than 70 per cent of the employees were woriéré (per cent), as shown in table 4.2. However, the
percentage varied greatly between sectors, fronaxdmum of 85.2 per cent in garments to a minimum of
16.7 per cent in construction. Also, workers in #ateommodation sector were mainly women, whilehin t
other three sectors the percentage of women rdvgjegeen 35 per cent and 40 per cent.

Table 4.2. Employment in the sample, by major occup  ation type and sex

Absolute value Percentage Share

Men Wome Total Men Wome  Total \c/)vfomen
Managers 2402 1219 3621 6.7 13 2.9 33.7
Professionals 2934 1758 4692 8.2 1.9 3.7 375
Technicians and associated professionals 1932 1251 3183 5.4 14 25 39.3
Clerical support workers 1335 2227 3562 3.7 25 2.8 62.5
Service and sales workers 3083 4 366 7 449 8.6 4.8 5.9 58.6
Skilled agricultural, forestry, and fishery workers 2 905 2279 5184 8.1 25 4.1 44.0
Craft and related trades workers 4653 22 273 26 926 13.0 24.6 21.3 82.7
Plant and machine operators, and assemblers 1604 374 1978 45 0.4 1.6 18.9
Elementary occupations 15 080 54 640 69 720 42.0 60.5 55.2 78.4
Total 35928 90387 126 315 100.0 100.0 100.0 71.6

Source: NEA Employer Skills Needs Survey 2012.
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4.1.3 Major occupation types

An analysis by major occupation types shows thatgkill levels required for the jobs in the sampias

quite low (table 4.2). Elementary occupations, aoting for 55.2 per cent, had the largest shalgvied

by crafts and related trades with 21.3 per cemintPAnd machine operators accounted for 1.6 pérofehe

total number of workers in this category. In thewgations that require at least a high-school diplo
professionals accounted for 3.7 per cent of thed tebrkforce, managers 2.9 per cent, and techrécab per
cent.

Female employment was heavily concentrated in aéups such as clerical work and services, as shiown
figure 4.1. Women represented 82.7 per cent of trades workers, 78.4 per cent of workers in elgary
occupations, 62.5 per cent of clerical support woskand 58.6 per cent of service and sales workétbhe
same time, they made up only 37.5 per cent of psid@als and 39.3 per cent of technicians and ededc
professionals.

Figure 4.1. Share of women in each major occupation type

90.0

80.0

70.0 +

60.0 -

50.0

40.0 A

30.0

20.0 ~

10.0 + .:

0.0 - T T T r r T T T

Craft and related trades Clerical support Skilled agricultural, Professionals Plant and machine
workers workers forestry, and fishery operators, and

workers assemblers

Source: NEA Employer Skills Needs Survey 2012.

The workforce structure by major occupation typdteed substantially between sectors. Howeveralin
sectors, the percentage of employees in elementanypations exceeded 50 per cent, and the intévrsec
differential was quite small. In order to illusteahe characteristic of each sector in relatioadocation and
skills level, the other eight major occupation typexcluding elementary occupation, were groupéal in
three subgroups:

(a) group A — the percentage of employed with at leastupper-secondary school diploma (major
occupation types 1, 2, and 3);

(b) group B — the percentage of clerical support ateksaorkers (major occupation types 4 and 5); and

(c) group C — the percentage of skilled and semi-gkiflemduction workers (major occupation types 6, 7
and 8).

The result, shown in figure 4.2, shows that thegramtucated segment of the labour force played arnmap
only in finance, and a consistent role in accomrtiodaand in construction. Clerical and sales octiopa
were predominant in accommodation and finance. @atsn construction, food, and rubber were, on the
contrary “specialized” in skilled and semi-skillidbour.
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Figure 4.2. Share of employment, by subgroup of maj  or occupation type and sector
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Source: NEA Employer Skills Needs Survey 2012.

As shown in table 4.3, the garments sector empl@#8 per cent of craft and related trades work&3<?

per cent of workers in elementary occupations, a6 per cent of plant and machine operators, and
assemblers. It also employed 28.8 per cent ofcakesupport workers, 26.6 per cent of managerd gér
cent of technicians and associated professionads1@.7 per cent of service and sales workers.

Food and beverages accounted for a notable shaardfand machine operators, and assemblers [25.4
cent) and skilled agricultural, forestry, and fisheiorkers (17.1 per cent).

Rubber and plastics accounted for 81.3 per ceskitdéd agricultural, forestry, and fishery workeasid 26.2
per cent of plant and machine operators, and adeemb

Construction, which represented only 3.0 per cémbtal employment, but was characterized by srsiakkd
establishments, accounted for 12.6 per cent oepsidnals.

The accommodation sector, representing 7.4 perafettie total workforce, accounted for 61.3 pertaan
service and sales workers, 20.6 per cent of cledopport workers, 19.1 per cent of technicians and
associated professionals, and 15.4 per cent of geasnia

The finance sector accounted for 43.6 per centrafepsionals, 39.6 per cent of technicians andcéstsal
professionals, 36.8 per cent of clerical suppontkers, and 35.3 per cent of managers.
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Table 4.3. Distribution of employees, by major occu  pation type and sector

Food and Garments, Rubber Constr . Accom . Financ e Total
beverages apparel and and
and plastics insurance
footwear
Managers 10.1 26.6 4.1 8.4 15.4 35.3 100.0
Professionals 7.9 15.0 9.9 12.6 11.1 43.6 100.0
Technicians and associate d 8.4 215 5.5 5.7 19.1 39.8 100.0
Clerical support workers 45 28.8 3.3 6.1 20.6 36.8 100.0
Service and sale s workers 6.6 10.7 1.9 1.7 61.3 17.8 100.0
Skilled agricultural, forestry, and 17.1 0.0 81.3 0.0 1.7 0.0 100.0
Craft and related trades workers 2.6 92.9 1.0 2.8 0.7 0.0 100.0
Plant and machine operators, and
25.4 36.6 26.2 6.0 5.2 0.7 100.0
assemblers
Elementary occupations 4.4 83.2 6.0 2.2 2.8 1.3 100.0
Total 5.4 69.6 8.1 3.0 7.4 6.5 100.0

Source: NEA Employer Skills Needs Survey 2012.

Almost 73 per cent of the total number of employedrked in foreign-owned establishments. The

percentage of those in establishments owned btieenfrom Taiwan, China (37.1 per cent) exceeded th

percentage of those working in Cambodian estabkstien(28.3 per cent). Foreign-owned establishments
were characterized by a much larger size than Cdiaboestablishments, with up to 1,200 workers

employed in establishments owned by entities fraw@n, China. Establishments owned by entities from
China and the Republic of Korea employed, on averé@g0 workers, as shown in table 4.4.

Table 4.4. Employees, establishments, and average s  ize of establishment, by nationality of ownership

Employees Establishments
Absolute value Percentage of No. of Average n umber
establishments establishments employed

Cambodian 35685 28.3 354 101
ASEAN countries 3720 2.9 28 133
European 2 388 1.9 31 7
Chinese 22 376 17.7 37 605
Taiwan, China 46 820 37.1 39 1201
Korea, Rep. of. 9811 7.8 17 577
Others 5515 4.4 11 501
Total 126 315 100.0 517 244

Source: NEA Employer Skills Needs Survey 2012.

Limited partnership companies provided employmer88.8 per cent of the workers in the sample, vadid

by individual proprietors (25.9 per cent) and ptévdimited companies (23.9 per cent). Establishment
operating in the international market played a pmeidant role, with almost three-quarters of total
employment, as shown in table 4.5. They were fadidWwy establishments acting in the national maiketl
per cent), with local-market establishments praxgdemployment to only to 8.8 per cent of the tatainber

of employees. The international market played aovetaverage role for limited partnerships and Bahit

Country Office for Thailand, Cambodia and Lao People’s Democratic Republic 29



private companies; the national market for puhliited companies; and the local market for indiadu
proprietors and general partnerships (table 4.5).

Table 4.5. Employment, by type of business entitya  nd type of market

Local market National market Inter nationa | market  Total
Absolute value
Individual proprietor ship 6 289 5627 20 807 32723
General partnership 2249 1157 5396 8802
Limited partnership 1705 6471 40 874 49 050
Private limited company 358 4116 25714 30188
Public limited company 271 2 265 99 2635
Others 243 2001 673 2917
Total 11115 21637 93 563 126 315

Percentage composition by type of business entity

Individual proprietor ship 56.6 26.0 222 259
General partnership 20.2 5.3 5.8 7.0
Limited partnership 15.3 29.9 43.7 38.8
Private limited company 3.2 19.0 275 23.9
Public limited company 2.4 10.5 0.1 21
Others 2.2 9.2 0.7 23
Total 100.0 100.0 100.0 100.0

Percentage composition by type of market

Individual proprietor ship 19.2 17.2 63.6 100.0
General partnership 25.6 13.1 61.3 100.0
Limi ted partnership 35 13.2 83.3 100.0
Private limited company 1.2 13.6 85.2 100.0
Public limited company 10.3 86.0 3.8 100.0
Others 8.3 68.6 23.1 100.0
Total 8.8 17.1 74.1 100.0

Source: NEA Employer Skills Needs Survey 2012.

4.2 Employment growth 2010 to 2012

One noteworthy observation that emerged from owalyais was the extremely positive evolution of
employment growth registered between 2010 and 2Dafa shows that the dynamic of the two years under
consideration (2010-11 and 2011-12) was very sinillaerefore, for simplicity of exposition, we pess

the cumulative results of the two-year period.

In terms of sectors, between 2010 and 2012, tlaé ¢atployment level of the six sectors increased kigry
notable 17.6 per cent. The sector that registdrecbiggest percentage increase was constructiod (&0
cent), followed by finance (23.2 per cent), andoawsmodation (19.4 per cent). The other three sectiss
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registered consistent increases. However, theyinmtidelow the average. Employment in the garmeamds
apparel sector increased by 16.9 per cent, in rudhe plastics by 12.6 per cent, while food andebages
increased by only 10.7 per cent.

At the global level, men and women registered dlainrend. This was true also in some sectors fidaxl
and beverages, garments and apparel, and finanttee bthers, women registered a more pronoung¢edfa
growth.

The largest contribution to employment growth cdmoen the garments and apparel sector (67.5 pej,cent
followed by finance (8.2 per cent) and accommoda®0 per cent), as shown in table 4.6.

Table 4.6. Employment growth from 2010 to 2012, by  sector and sex

Absolute change Percentage change Percentage contribution

(in thousands) to change

Men Women Total Men Women Total Men Women Total
Food and beverages 425 235 660 10.5 11.0 10.7 7.8 1.7 35
Garments, apparel and footwear 1875 10866 12741 16.8 17.0 16.9 34.5 80.9 67.5
Rubber and plastics 622 526 1148 5.6 15.7 12.6 11.4 3.9 6.1
Construction 1009 265 1274 46.8 72.0 50.4 18.5 2.0 6.7
Accommodation 557 954 1511 16.4 21.7 19.4 10.2 7.1 8.0
Finance and insurance 954 588 1542 23.9 22.3 23.2 17.5 4.4 8.2
Total 5442 13434 18876 17.9 175 17.6 100.0 100.0 100.0

Source: NEA Employer Skills Needs Survey 2012.

The growth in employment was greater for establestis operating in the national market (22.6 pet)cen
followed by those operating at the internationalele(17.1 per cent), and the lowest rate of growts
registered by establishments operating at the leval (12.3 per cent), as shown in table 4.7. Hexethe
biggest contribution to employment expansion camoenfestablishments operating in the international
market, as they generated 72.4 per cent of theiadal jobs.

Table 4.7. Employment growth, by type of market and sex, 2010 to 2012

Absolute cha nge Percentage change Percentage

(in thousands) contribution to change

Men Women Total Men Women Total Men Women Total
Local 703 515 1218 17.0 8.9 12.3 12.9 3.8 6.5
National 2336 1647 3983 24.1 20.7 22.6 42.9 12.3 211
International 2403 11272 13675 144 17.8 171 44.2 83.9 72.4
Total 5442 13434 18 876 17.9 175 17.6 100.0 100.0 100.0

Source: NEA Employer Skills Needs Survey 2012.

If we consider ownership by nationality, as showntable 4.8, the rates of growth did not preserida
differences around the average, with two notableeptions: on one hand, employment in European-owned
establishments increased by 48.4 per cent and sggesially relevant for men (83.4 per cent); on dtiger
hand, employment in establishments owned by egtfit@n the Republic of Korea increased by only 8
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cent. Recall that the number of employees in Elapfmvned establishments was quite small and tlegt th
were concentrated in the finance sector.

Table 4.8. Employment growth, by nationality of own  ership and sex, 2010 to 2012

(%) Men Women Total

European 83.4 25.9 48.4
Cambodian 15.7 24.6 19.5
ASEAN countries 21.1 15.0 17.4
Chinese 41.6 12.6 16.8
Taiwan, China 6.7 18.3 16.0
Korea, Rep. of. 4.9 6.9 6.8
Total 17.9 175 17.6

Source: NEA Employer Skills Needs Survey 2012.

Figure 4.3 compares the employment share of eationality of ownership with its contribution to
employment growth. Establishments owned by entifresn Taiwan, China, with the biggest share in
employment, also ranked first for contribution tenmoyment growth, followed by Cambodian
establishments, whose contribution to the creadionew jobs was bigger than its share in employmant
similar result was exhibited by European-owned ldistaments and by the establishments of “other
countries”.

Figure 4.3. Share in employment (2012) and in addit ional employment (2010 to 2012), by nationality of ~ ownership
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Source: NEA Employer Skills Needs Survey 2012.

However, the most interesting and relevant questomhether, and in which measures, the educatioal |
and skills level of workers increased from 201Q@@4.2.

As we have already seen, between 2010 and 2082 etoployment in the six sectors covered by theesur
increased by almost 19,000 jobs, i.e. by 17.6 pet.cThree major occupation types grew below awerag
skilled workers in agriculture (6.3 per cent [whishnot surprising given the sectors covered bystimeey
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and their concentration in only two sectors — faotl beverages, and rubber and plastics]), machine
operators (8.1 per cent), and elementary occupatibh.2 per cent). At the same time, service atgssa
workers registered the highest percentage incréalémywed by craft workers, professionals, and kderas
shown in table 4.9.

Table 4.9. Employment growth, by major occupationt  ype from 2010 to 2012

Men Women Total Men Women Total
Absolute change (in thousands) Percentage change
Managers 411 235 646 20.6 239 21.7
Professionals 707 382 1089 31.7 27.8 30.2
Technicians and associate d professionals 221 334 555 12.9 36.4 211
Clerical support workers 284 495 779 27.0 28.6 28.0
Service and sale s workers 764 1059 1823 32.9 32.0 32.4
Skilled agricultural, forestry, and fishery workers -16 324 308 -0.5 16.6 6.3
Craft and related trades workers 711 5819 6 530 18.0 35.4 32.0
Plant and machine operators, and assemblers 198 -49 149 14.1 -11.6 8.1
Elementary occupations 2162 4835 6 997 16.7 9.7 11.2
Total 5442 13434 18 876 17.9 17.5 17.6
Percentage contribution to
change
Managers 7.6 1.7 3.4
Professionals 13.0 2.8 5.8
Technicians and associate d professionals 4.1 25 2.9
Clerical support workers 5.2 3.7 4.1
Service and sale s workers 14.0 7.9 9.7
Skill ed agricultural, forestry, and fishery workers -0.3 2.4 1.6
Craft and related trades workers 13.1 43.3 34.6
Plant and machine operators, and assemblers 3.6 -0.4 0.8
Elementary occupations 39.7 36.0 371
Total 100.0 100.0 100.0

Source: NEA Employer Skills Needs Survey 2012.

In the sectors with above-average rates of gromidmagers, and technicians and associated profafsion
tended to rank lower in terms of employment growthe trend was for an above-average increase miainly
the intermediate professions, but also in thosemetion types that require higher education.

However, when we consider the contribution by eaejor occupation type to the growth in employment,
(i.e. to additional demand), the ranking was ledthy two occupation types with the largest share in
employment: elementary occupations accounted fdr 8&r cent and craft occupations 34.6 per cerhitd

and fourth place, with much lower values, were iserand sales workers (9.7 per cent) and profesksion
(5.8 per cent).
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Table 4.10. Employment growth, by sector and major ~ occupation type from 2010 to 2012

Food Garment s, Rubber Constr.  Accom. Finance Total
and bev. apparel and and ins.
and plastics
footwear
Absolute change (in thousands):
Managers 19 151 12 107 92 265 646
Professionals 11 127 10 351 78 512 1089
Technicians and associated professionals 26 106 10 74 134 205 555
Clerical support workers 18 241 8 101 152 259 779
Service and sale s workers 48 627 28 47 931 142 1823
Skilled agricultural, forestry, and fishery workers 112 0 196 0 0 0 308
Craft and related trades workers 37 6 265 36 146 46 0 6530
Plant and machine operators, and assemblers 48 -50 79 66 1 5 149
Elementary occupations 341 5274 769 382 7 154 6 997
Total 660 12 741 1148 1274 1511 1542 18 876
Percentage composition of change by sectors:
Managers 29 23.4 1.9 16.6 14.2 41.0 100.0
Professionals 1.0 11.7 0.9 32.2 7.2 47.0 100.0
Technicians and associate d pro fessionals 47 19.1 1.8 13.3 24.1 36.9 100.0
Clerical support workers 2.3 30.9 1.0 13.0 19.5 33.2 100.0
Service and sales workers 2.6 34.4 15 2.6 51.1 7.8 100.0
Skilled agricultural, forestry, and fishery workers 36.4 0.0 63.6 0.0 0.0 0.0 100.0
Craft and related trades workers 0.6 95.9 0.6 2.2 0.7 0.0 100.0
Plant and machine operators, and assemblers 32.2 -33.6 53.0 44.3 0.7 34 100.0
Elementary occupations 4.9 75.4 11.0 55 11 2.2 100.0
Total 35 67.5 6.1 6.7 8.0 8.2 100.0

Percentage composition of change by major occupation type:

Managers 2.9 1.2 1.0 8.4 6.1 17.2 34
Professionals 17 1.0 0.9 27.6 5.2 33.2 5.8
Technicians and associate d professionals 3.9 0.8 0.9 5.8 8.9 13.3 2.9
Clerical support workers 2.7 19 0.7 7.9 10.1 16.8 4.1
Service and sale s workers 7.3 49 24 3.7 61.6 9.2 9.7
Skilled agricultural, forestry, and fishery work ers 17.0 0.0 171 0.0 0.0 0.0 1.6
Craft and related trades workers 5.6 49.2 3.1 115 3.0 0.0 34.6
Plant and machine operators, and assemblers 7.3 -0.4 6.9 5.2 0.1 0.3 0.8
Elem entary occupations 51.7 41.4 67.0 30.0 51 10.0 37.1
Total 100.0 100.0 100.0 100.0 100.0 100.0 100.0

Source: NEA Employer Skills Needs Survey 2012.

Let us now analyse how the different sectors cbuted to the growth of each major occupation tye,

shown in table 4.10 above.

Given its size, the garments sector played a damiinzle for many occupations .

The garments sector
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generated three-quarters of the additional demandlémentary occupations and almost the totaltiaceil
demand for craft workers.

For elementary occupations, the next contributionsrder of relevance were from the rubber sectdr(
per cent), followed by construction (5.5 per cemt)l food (4.9 per cent).

More than half of the additional demand for saled service workers was generated by the accomnoodati
sector, followed by garments (34.4 per cent) andrfce (7.8 per cent).

Almost half (47.0 per cent) of the additional dewhdor professionals came from the finance secttilew
32.2 per cent came from the construction sectat,1dn7 per cent from garments sector.

The additional demand for technicians was largasthe finance sector (36.9 per cent), but relevant
contributions also came from accommodation (24.1gest), garments (19.1 per cent), and construction
(13.3 per cent).

The demand for machine operators was quite lindtedl concentrated in three sectors — (in order)eybb
construction, and food. The garments sector seetmdthve reduced the number of employees in this
occupation type.

4.3 Wages

A very relevant issue explored by the survey was lével of wages paid in establishments operating i
Cambodia (allowing for computing the wage differalst between sectors and occupation type). Wages
certainly play a very important role in determiniting level of labour supply, the willingness to emin a
given job, and thus vacancies and turnover lexggeeially for non-qualified workers in a situationwhich
agriculture can offer a subsistence livelihoodtfa household.

Table 4.11 shows the average wage received by woikeach major occupation type in each sectaisti
reports also an indicator of wage differentialshbfiir each major occupation type and for each secto
computed as the ratio between the highest anathest average value.

If we consider the complete spectrum, wages rabgédeen a maximum of US$919 paid to managers in the
finance sector to a minimum of $84 for workers liengentary occupations in the food and beveragesrsec
The finance sector registered the highest wagesiXasf the nine major occupation types, and rardeszbnd

in two of the others, skilled workers in agricuttureing obviously absent in this sector.

The sector that presented the highest wage ditiatelmetween major occupation types was rubber and
plastics, where managers earned almost eight tamesuch as some workers in elementary occupations.
Accommodation came second, followed by financeh wiifferentials of 7.2 and 7.0, respectively. Also

these sectors, the highest-paid employees weregeenand the lowest-paid were workers in elementary
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occupations. The sector with the lowest differdrte&tween major occupation types was food and lagesy;
which registered the lowest wages both for mana@d4l) and for elementary occupations ($84).

If we consider the average wage of the same ociomptpe in the six sectors, the highest differa@ntias
2.5 for service and sales workers, the highestageewage being in the finance sector and the lowdebd
and beverages. The second ranking major occupatien with a differential of 2.4, was craft workeasd it
must be underlined that the lowest wage was regidtimn the garments sector. The third major ocdapat
type, with a differential above 2, was managersallrithe other major occupation types the diffei@nvas
below 2, the minimum value being registered by eletary occupations (1.6), with values included leetv
a maximum of $132 in the finance sector and a mininof $84 in food and beverages.

Table 4.11. Wages, by major occupation type and sec  tor

Accom . Constr . Finance Food and Garment s Rubber Max/Min
beverages and and
appatrel plastics

Managers 611 678 919 441 540 798 21
Professionals 313 398 387 296 265 266 15
Technicians and associate d

. 206 223 307 174 237 228 1.8
professionals
Clerical support workers 157 214 267 202 225 211 1.7
Service and sale s workers 115 169 283 118 202 181 25
Skilled agricultural, forestry, and
. 96 N/A N/A 107 N/A 178 1.9
fishery workers
Craft and related trades workers 144 202 238 111 99 176 24
Plant and machine operators,

130 179 152 145 140 152 1.4

and assemblers
Elementary occupations 85 116 132 84 99 102 1.6
Maximum /Minimum 7.2 5.9 7.0 5.3 54 7.8

Note: Wage refers to the gross salary of employees after tax. Wage was calculated as the average between the average of maximum values and the average
of minimum values: (avg. max + avg. min)/2.

Source: NEA Employer Skills Needs Survey 2012.

A comparison between the wages paid by Cambodiaredvand foreign-owned establishments, in table
4.12, shows that the latter paid higher wages forost all occupations but especially for managerial
positions and service and sales workers. Two makgixceptions were found for skilled agriculturairkers
and craft workers, for whom Cambodian-owned esthbients paid slightly higher wages.
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Table 4.12. Wages, by major occupation type and nat  ionality of ownership

Cambodian Foreign Foreign/Cambodian

Managers 567 832 1.47
Professionals 328 361 1.10
Technicians and associated professionals 229 281 1.23
Clerical support workers 197 247 1.25
Service and sale s workers 155 225 145
Skilled agricultural, forestry, and fishery 127 125 0.98
Craft and related trades workers 133 129 0.97
Plant and machine operators, and assemblers 135 163 1.20
Elementary occupations 101 108 1.07
Maximum /Minimum 5.6 7.7

Note: Wage refers to the gross salary of employees after tax. Wage was calculated by the average of average of maximum and average of
minimum: (average maximum + average minimum)/2.

Source: NEA Employer Skills Needs Survey 2012.

As shown in table 4.13, individual proprietors pdite lowest wages in seven out of the nine major
occupation types, while public limited companiegifghe highest wages in five out of nine occupatiges.

Table 4.13. Wages, by major occupation type and typ e of business entity

Individual General Limited Private Public Other Max/
proprietorship partnership partner- limited limited types min
ship company company

Managers 435 801 884 712 1017 850 2.3
Professionals 287 332 382 314 505 314 18
Technicians and associate d 171 232 280 267 338 280 2.0
Clerical support workers 171 216 257 218 259 271 1.6
Service and sale s workers 121 151 230 213 290 268 2.4
Skilled agricultural, forestry, and 96 110 183 129 N/A 93 2.0
Craft and related trades workers 122 128 141 157 100 120 1.6
Plant and machine operators, 140 159 156 149 155 151 11
Elementary occupations 88 109 114 107 150 115 1.7
Maximum/minimum 5.0 7.4 7.7 6.6 6.8 7.4

Note: Wage refers to the gross salary of employees after tax. Wage was calculated by taking the average of average of maximum and average of
minimum: (average maximum + average minimum)/2.

Source: NEA Employer Skills Needs Survey 2012.

Unregistered establishments paid much lower wagesagers and technicians were paid, on average, les
than 50 per cent. Professionals and elementarypatioms registered the lowest differentials, ofS9ger
cent and 87.4 per cent, respectively.
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5. First-time jobseekers with at least
upper-secondary education

This section examines the incidence of recruitmewntk-preparedness, and skills endowment of firset
jobseekers coming directly from upper-secondaryoskhtechnical and vocational schools (TVET), and
higher education. More specifically, it looks atetkproportion of employers that recruited first-time
jobseekers over the last three years, and explibe&sperceptions on the preparedness for work,lacidof
skills, of new recruits.

5.1 Recruitment of first-time jobseekers coming directly from upper-
secondary schools, TVET, and higher education institutes

Around 60 per cent of the establishments in thepsatmad hired first-time jobseekers coming direétbm

the education system. The percentage was 74.5epéffar large establishments, 62.7 per cent foriomed
sized establishments, and 38.5 per cent for smsthbishments. These data suggest that smaller
establishments tended to prefer more mature workeith some work experience, while larger
establishments preferred young workers that coeldditer trained to the philosophy and practicethef
establishment.

More than half of the establishments had hired drigiducation graduates, while only 21.7 per cedtHiaed
young people coming from TVET, as shown in tablk &lpper-secondary school graduates had been hired
by 42.6 per cent of the establishments.

Table 5.1. Share of sampled establishments that had hired first-time jobseekers, by educational level and
workforce size
10-19 workers 20-99 workers 100+ workers Total
Upper -secondary school 19.3 44.9 59.2 42.6
TVET 5.2 17.3 42.0 217
Higher education 259 54.2 66.9 50.7
Total 38.5 62.7 74.5 60.0

Source: NEA Employer Skills Needs Survey 2012.

If the sample is narrowed to only the establishmdhtat had hired first-time jobseekers with at eas
secondary school education, 84.5 per cent had ket people with higher education, 71.0 per ceétfit w
upper-secondary education, and 36.1 per cent vattational training. Also, these data confirm thae t
larger the size of the establishment, the gre&tetendency to hire first-time jobseekers, and fiisevery
type of upper education, as shown in table 5.2.
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Table 5.2. Distribution of establishments that had hired first-time jobseekers with at least upper-sec ondary
education, by educational level and workforce size

10-19 workers 20-99 workers 100+ workers Total
Upper-secondary school 50.0 71.6 79.5 710
TVET 13.5 27.7 56.4 36.1
Higher education 67.3 86.5 89.7 84.5

Source: NEA Employer Skills Needs Survey 2012.

Table 5.3 shows a specialization index, or, in tdse, an indicator that reflects recruitment pegfees by
each establishment size across educational levehifing first-time jobseekers from upper-secondary
education and above. For example, for small estatiénts, if a value of the index is above 100njplies
that small establishments showed an above-aveeagkency to hire new graduates from that educational
level (in this case, upper-secondary school antdnigducation graduates). If the value is less G it
implies that hiring of new graduates from that ediomal level occurred below average (in this case,
technical and vocational schools).

The table shows that small and medium-sized estabknts preferred to recruit workers from secondady
higher education, while larger establishments prefeto recruit from technical and vocational sdhoo

Table 5.3. Specialization index /recruitment preference, by educational level and wo  rkforce size

10-19 workers 20-99 workers 100+ workers
Upper -secondary school 103.2 104.1 95.1
Technical and vocational school 54.6 78.9 132.6
Higher education 116.7 105.6 90.2

Note: Specialization index = ratio of the percentage of the establishments of a given size that had hired a given group of first-time
jobseekers and the percentage of establishments of that size that had hired first-time jobseekers with at least upper-secondary
education *100.

Source: NEA Employer Skills Needs Survey 2012.

The two service sectors (finance, 89.0 per cemt,aaxcommodation, 71.7 per cent), followed by cartsion
(67.1 per cent) presented the highest percentdgestablishments hiring first-time jobseekers vatheast
secondary school education, as shown in figure Bhk percentages of the three industrial sectore we
much lower and quite similar: 42.9 per cent for gfaements sector, 39.4 per cent for the rubbeoseand
35 per cent for the food sector.
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Figure 5.1. Share of establishments that had hired first-time jobseekers directly from school, by sect or
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Source: NEA Employer Skills Needs Survey 2012.

In three sectors (rubber, finance, and construktitre percentage of establishments that had migéters
with upper-secondary school education was aboveragege Only two sectors (construction and
accommodation) showed a strong preference for werkem technical and vocational schools. Garments
was the only sector that seemed to prefer hiricgrsgary school graduates, as shown in table 5.4.

Finally, the percentage of foreign-owned establisht® hiring first-time jobseekers with at least epp
secondary school was higher than the percentaGambodian establishments (59.3 per cent versuspes.6
cent).

Table 5.4. Specialization index/recruitment prefere  nce on educational level, by sector

Upper -secondary Technical and Higher education

school vocational school
Accommodation 113.8 1234 78.4
Construction 70.4 126.8 113.4
Finance and insurance 89.5 72.7 120.5
Food and beverages 104.2 102.3 95.5
Garments, apparel and footwear 121.6 99.1 82.2
Rubber and plastics 108.0 26.5 124.7

Note: Specialization index = ratio of the percentage of the establishments of a given sector that had hired a given group of first-time
jobseekers and the percentage of establishments of that sector that had hired first-time jobseekers with at least upper-secondary
education *100

Source: NEA Employer Skills Needs Survey 2012.
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5.2 Work preparedness of first-time jobseekers with at least secondary
education

The establishments interviewed expressed quitdip®siiews on the preparedness of first-time jokseg
they hired. Only 12.8 per cent of the establishmeonnsidered new entrants’ preparation poor or geoy,
while 53.7 per cent judged it good or very goodsla@wn in table 5.5. Relatively speaking, the logations
were in regard to higher education graduates, Wil per cent of employers offering appreciative
comments and only 10.3 per cent offering negatpgraisal; the worst appraisal was for secondargach
graduates, with 39.1 per cent of the establishmedifing newly hired workers as well prepared; 4@
per cent judging them poorly prepared.

Table 5.5. Employers’ perception on first-time jobs  eekers, by educational level; percentage of establi  shments

Upper -secondary school TVET Higher education Total
Very well prepared 2.3 2.7 53 3.7
Well prepared 36.8 55.4 58.8 50.0
Prepared 43.2 33.0 25.6 335
Poorly prepared 17.3 8.9 9.9 12.5
Very poorly prepared 0.5 0.0 0.4 0.3
Total 100.0 100.0 100.0 100.0

Source: NEA Employer Skills Needs Survey 2012.

The most positive comments on first-time jobseekarse from the rubber and plastics sector, followed
finance — the sectors that hired mainly young pedmm higher education, as shown in table 5.6h&n
intermediate position, with similar comments, weagarments and apparel, food and beverages, and
accommodation. The most negative comments cametfreroonstruction sector.

Table 5.6. Employers’ perception on first-time jobs  eekers, by sector

Sector Not well prepared Prepared Well prepared

Rubber and plastics 10.0 15.0 75.0
Finance and insurance 11.4 28.6 60.0
Garments, apparel and footwear 13.2 34.1 52.7
Food and beverages 8.8 38.6 52.6
Accommodation 12.6 36.5 50.9
Construction 18.5 38.0 435

Source: NEA Employer Skills Needs Survey 2012.
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5.3 Skills and competencies lacking among first-time jobseekers from upper-
secondary school, TVET, and higher education

The establishments that complained about the pedpass of their newly hired workers that came tirec
from the education system concentrated their @iticmainly on three areas: lack of skills, lacklifd
experience and maturity, and lack of motivationwdeaer, the degree of complaint depended on theaygde
level of schooling, as shown in figure 5.2. For flist two areas of complaint, area data suggest tte
problem was more pronounced for the graduates fiigher education. For example, the lack of required
skills and competencies has been indicated by:

(&) 77.8 per cent of the establishments complainingultiee preparedness of newly hired workers
coming directly from higher education;

(b) 70.0 per cent of the establishments complainingutitiee preparedness of newly hired workers
coming directly from technical and vocational sdspand

(c) 53.8 per cent of the establishments complainingultiee preparedness of newly hired workers
coming directly from upper-secondary school (whisbwever, was not surprising given the age of
those newly hired workers).

In general, however, the comments seemed to sutigast significant proportion of young people wao
sufficiently mature for the labour market by thedesf the education process, a situation that cbeldhe
result both of the education system and/or thelfalb@ckground.

Figure 5.2. Skills and competencies lacking among f  irst-time jobseekers
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Source: NEA Employer Skills Needs Survey 2012.
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6. Recruitment difficulties and skills shortages

This section discusses the recruitment difficulaes defines the skills shortages in the Camboldibaur
market in the selected sectors. Specifically lutsttates and evaluates the abilities of the Catalmoldbour
market to respond to labour demand by employerd, tha level of hard-to-fill vacancies. Moreover, it
identifies the causes of recruitment difficultieséach major occupation type, in each market, anebth
selected sector. These difficulties are causedlbglaof skills, qualifications, or experience (kshortages
vacancies). Last but not least, it examines thecesfof hard-to-fill vacancies on business prospestd the
measures used to address those problems.

6.1 Vacancies
6.1.1 Number of vacancies

The problem of vacancies appeared very serious weerconsider that, at the time of the survey, the
establishments in the sample were looking for adalii 500 workers, a figure that represented alhégter
cent of their total employment. (Appendix C).

6.1.2 Size of establishments

More than half of the establishments (56 per céet)ared vacancies, the percentage being diresitijed to
size: 38 per cent for small establishments, 57cpat for medium-sized establishments, and 72 parfoe
large establishments.

6.1.3 Sectors

Garments sector, accounting for 78 per cent obéskaments declaring vacancies, was the sectorhichw
the problem was more acute, as shown in figurelf.fhe other sectors, percentages were quite |oouer
still ranged between 55 per cent (rubber and pstind finance) and 45 per cent (food and bevsyalye
the garments sector, the percentage of establisthkmeith vacancies was higher in foreign-owned
establishments and establishments operating imtbational market.
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Figure 6.1. Share of establishments with vacancies, by sector
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Source: NEA Employer Skills Needs Survey 2012.

The density of vacancies, as measured by the ghtiacancies to employment by sector and workfsize,
was especially severe in the garments and appaotbrs 89.1 per cent of all vacancies were in fact
concentrated in this sector, where vacancies repted nearly 17.7 per cent of total employment, a
percentage that was at least double those regidbgrthe other sectors, as shown in table 6.1.

Table 6.1. Vacancies distribution, by sector; and v acancy density, by sector and workforce size

Percentage Density

gjesétr:)t)rution by 10-19 workers ~ 20-99 workers 100+ workers Total
Garments, apparel and footwear 89.1 99.4 92.3 16.7 17.7
Accommodation 35 6.2 10.7 5.7 6.6
Food and beverages 21 7.3 13.2 3.3 5.5
Finance and insurance 21 6.0 7.2 2.6 4.5
Construction 1.9 18.7 10.0 6.4 8.7
Rubber and plastics 1.2 204 5.1 1.7 2.1
Total 100.0 175 43.8 38.7 13.8

Note: vacancies density = cell vacancies/cell employment*100.

Source: NEA Employer Skills Needs Survey 2012.

Concentrating the analysis on garments, apparef@tdear sector, the great majority of vacanciesenn
the large establishments, but the problem was s®rere in small establishments, with a densitySod per
cent, and in medium-sized establishments, withresitieof 92.3 per cent, as shown in table 6.1. Dgmg@s
only 16.7 per cent in large establishments. Theesualso showed that in the garments sector, vé&sanc
were concentrated in three major occupation typlesnentary occupations (65.2 per cent), craft catops
(24.1 per cent), and clerical jobs (9.0 per cent).

In the other sectors, considering ranking in tewhslensities, construction was in second place \ith
density of 8.7 per cent, followed by accommodatigiin a density of 6.6 per cent, food and beveragés
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5.5 per cent, finance with 4.5 per cent, and rulalmegk plastics with 2.1 per cent. In rubber andtjgasand
construction the problem was more severe in snsédblishments; in food and beverages, accommodation
and finance, the problem was more severe in mediaad establishments.

Considering the last five sectors together (bupkegin mind that they accounted for less than drlgent of

all vacancies), among the major occupation typlespentary occupations still ranked first, with 3€r gent,
followed by service and sales workers, and clefks.these sectors, vacancies for technicians and
professionals accounted for 10.2 and 7.7 per cespectively, as shown in table 6.2.

Table 6.2. Distribution of vacancies, by major occu  pation type and sector

Garment s, Other sectors
]iaopori\?vrs;rand Total Accom . Constr . Finance and Food and Rubber
insurance beverages and
plastics
Managers 0.0 0.8 0.3 15 1.6 0.5 0.0
Professionals 0.3 7.7 0.7 18.7 13.7 6.7 1.8
Technicians and associate d 0.1 10.2 6.8 4.8 29.3 6.4 2.3
Clerical support workers 9.0 14.5 12.9 0.3 47.9 4.8 0.9
Service and sale s workers 0.0 23.7 67.1 2.1 25 7.2 0.0
Skilled agricultural, forestry, and 0.0 57 1.2 0.0 0.0 0.0 46.1
Craft and related trades workers 24.1 3.2 1.7 9.1 0.0 3.7 2.8
Plant and machine operators, and 1.3 3.9 0.2 6.6 2.2 4.8 11.1
Elementary occupations 65.2 30.4 9.3 56.8 2.7 65.8 35.0
Total 100.0 100.0 100.0 100.0 100.0 100.0 100.0

Source: NEA Employer Skills Needs Survey 2012.

Elementary occupations ranked first also for vamsndn food and beverages, and construction, and
accounted for 35.0 per cent of vacancies in rulglmet plastics. In accommodation, 67.1 per cent ef th
vacancies were concentrated in service and saldgerep with clerical support workers second with9lRer
cent. In the rubber and plastics sector, skilledcatjural workers ranked first with 46.3 per ceRinally, in

the finance sector, 47.9 per cent of vacancies @reclerks, followed by technicians and associated
professionals (29.3 per cent) and professionals7(X#r cent). More than half of the vacancies for
technicians were in this sector, as well as a quaiftthose for professionals.

6.2 Hard-to-fill vacancies

The survey showed not only that many establishmestsecially large establishments in the garmesttos
had a very high number of vacancies, but that thtesters of the vacancies were considered hafill,to
and 73 per cent of the establishments with vacarmasidered all or some of their vacancies hafiltas
shown in figure 6.2.
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Figure 6.2. Share of establishments declaring vacan
workforce size

cies as hard to fill, and share of hard-to-fill vac  ancies by
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Source: NEA Employer Skills Needs Survey 2012.

The highest percentage of hard-to-fill vacancies wa the rubber and plastics sector (91.7 per cent)
followed by garments, apparel, and footwear, amutlfand beverages, with values just above the total
average (75.1 per cent). Construction and accomtioodfollowed with around 67 per cent each, while t
finance sector seemed to enjoy a much better gituaith only 26.3 per cent, as shown in figure. @ Bis

ranking suggests that wages could play a
encountered in filling their vacancies.

Figure 6.3 Share of hard-to-fill vacancies, by sect

relevantin explaining the difficulties that differeneécors

or

100.0 917
90.0
80.0 76.5 76.5 75.1
700 66.8 66.6
60.0
50.0
40.0
300 26.3
20.0
10.0
0.0 T T T T T T )
Rubber and Garments, Food and Construction ~ Accommodation  Finance and Total
plastics apparel, and beverages insurance
footwear

Source: NEA Employer Skills Needs Survey 2012.

The vacancies that were more difficult to fill wet®se that required skilled agricultural workergchine

operators, managers, and craft workers, as

showable 6.3. However, and quite surprisingly foroaimtry

that, at least on paper, should have an almosniietl supply of unskilled labour, vacancies fomedatary
occupations were considered hard to fill in alm&stper cent of the cases. At the same time, vaearior
which the problem was less severe were those ieguar university degree and especially an uppeodch

diploma.
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Table 6.3. Hard-to-fill vacancies: distribution and densities, by major occupation type

Major occupation type Percentage Major occupation type Density
distribution

Elementary occupations 61.0 Skilled agricultural, forestry, and fishery 96.3
workers

Craft and related trades workers 23.6 Plant and machine operators, and 91.7
assemblers

Clerical support workers 8.8 Managers 86.7

Service and sales workers 2.4 Craft and related trades workers 81.3

Plant and machine operators, and 1.9 Elementary occupations 74.7

assemblers

Skilled agricultural, forestry, and fishery 0.8 Service and sales workers 70.2

workers

Professionals 0.7 Clerical support workers 69.1

Technicians and associated professionals 0.6 Professionals 49.7

Managers 0.1 Technicians and associated professionals 34.7

Source: NEA Employer Skills Needs Survey 2012.

Combining the fact that three-quarters of the vaanwere hard to fill with the fact that three-gaes of

the hard-to-fill vacancies were represented by fblas do not require any special skill, the resus that the
percentage of vacancies for elementary occupati@ssequal to the percentage of hard-to-fill vacesmébr
elementary occupations (61 per cent). Craft andtedl trades workers ranked second at 23.6 per cent.
Clerical support workers ranked third at 8.8 pamcé&he percentages of the other major occupatipast
were all below 3 per cent. Densities did, howedéfer between sectors, as shown in table 6.4.

Table 6.4. Densities of hard-to-fill vacancies, by ~ major occupation type and sector

Accom. Constr . Finance Food and Garments Rubber and
beverages and plastics
apparel
Managers 100.0 100.0 83.3 50.0
Professionals 25.0 59.7 22.0 56.0 62.5 75.0
Technicians and associated
professionals 19.5 375 25.2 62.5 75.0 60.0
Clerical support workers 70.5 0.0 26.3 55.6 745 100.0
Service and sales workers 72.7 42.9 33.3 51.9
Skilled agricultural, forestry, and
fishery workers 429 100.0
Craft and related trades workers 100.0 66.7 64.3 815 83.3
Plant and machine operators, and
assemblers 0.0 90.9 12.5 77.8 97.5 83.3
Elementary occupations 51.8 69.1 30.0 85.0 74.6 86.8

Source: NEA Employer Skills Needs Survey 2012.

Leaving aside elementary occupations, the survewest that the two service sectors and construdtaah
difficulty filling their available positions for meagers, as did establishments in the finance sddchine
operators ranked between the hardest to find tabBshments in construction and in three induksségtors.
The same was true for craft workers.
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6.3 Causes of hard-to-fill vacancies

Asked why vacancies were hard to fill, the estafients in the sample failed to indicate a strongly
predominant reason. The most cited reasons, assindigure 6.4, were, in order:

(a) the presence of too much competition from otherleygps;
(b) the low number of applicants with the requiredlskind
(c) the lack of work experience the establishment deledn

Employers were thus faced with an insufficient nembf applicants and, more specifically, of appitsa
with the required skills. However the first reasalso suggested that employers were not willingdg p
higher wages. The most important determinantserstipply of labour are certainly represented byntage
level and the working conditions, and this is detyatrue in a situation where almost everybody taes
alternative to remain with their family in an agtiwral setting that can provide not only subsiseerbut
also a degree of economic freedom.

Figure 6.4. Causes of hard-to-fill vacancies

Too much competition from other employers
Low number of applicants with the required skills
Lack of work experience the company demands
Not enough people interested in doing this type of job
Low number of applicants generally
Poor terms and conditions offered for post
Low number of applicants with the required attitude, ..
Others
Lack of qualifications the company demands
Seasonal work
Remote location / poor public transport
Job entails shift work / unsociable hours 6.5

Poor career progression / lack of prospects 5.9

0.0 5.0 100 150 20.0 250 300 350 400 450

Source: NEA Employer Skills Needs Survey 2012.

The presence of too much competition as the mairsecaof hard-to-fill vacancies was felt by large
establishments that probably paid more attentiothéofinancial aspect of the working contract; $onall
establishments the main reason was representedhebyatt that not enough people were interested in
accepting available jobs, while medium-sized eshhients complained mainly about the low number of
applicants with the required skills, as shown lnd&.5.
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Table 6.5. Causes of hard-to-fill vacancies, by wor  kforce size

Causes of hard -to-fill vacancies Workforce size
10-19 20-99 100+

Too much competition from other employers 38.6 28.1 52.5
Not enough people interested in the type of job 43.9 26.4 21.0
Poor terms and conditions offered 38.6 20.7 24.7
Low number of applicants with the required skills 33.3 42.1 27.8
Low number of applicants with the required attitude , motivation , or personality 19.3 215 17.9
Low number of applicants generally 17.5 19.8 32.7
Lack of work experience the establishment demands 33.3 36.4 30.2
Lack of qualifications the establishment demands 26.3 9.9 13.0
Poor career progression/lack of prospects 1.8 8.3 5.6
Job entails shift work/unsociable hours 12.3 33 6.8
Seasonal work 7.0 13.2 11.7
Remote location/poor public transport 5.3 5.8 17.3
Others 14.0 19.0 10.5

Source: NEA Employer Skills Needs Survey 2012.

Analyzing the answers by sector, as shown in taliethe presence of too much competition rankesd fior
accommodation and for the three industrial sectBstablishments in the construction sector compthin
mainly about lack of work experience, while for $kan finance the main problem was the low numiber o
applicants with the required skKills.

Table 6.6. Causes of hard-to-fill vacancies, by sec  tor

Causes of hard -to-fill vacancies Accom. Constr . Finance Food and Garments, Rubber
and ins. bev. apparel and and
footwear plastics
Too much competition from other employers 41.0 28.6 22.7 38.6 52.7 58.8
Not enough people interested in the type of job 27.7 26.2 6.8 34.1 30.9 29.4
Poor terms and conditions offered 28.9 28.6 13.6 36.4 19.1 47.1
Is_lgi\ll;lsnumber of applicants with the required 26.5 524 56.8 341 245 235
Low number of applicants generally 30.1 11.9 45 22.7 39.1 11.8
égﬁi(a%fdvsvork experience the establishment 30.1 61.9 477 15.9 227 471
I&Zlcmkacr)]fdtluahﬁcatlons the establishment 12.0 333 31.8 6.8 6.4 0.0
Poor career progression/lack of prospects 15.7 0.0 4.5 2.3 3.6 0.0
Job entails shift work unsociable hours 15.7 0.0 23 0.0 6.4 5.9
Seasonal work 10.8 7.1 0.0 11.4 19.1 5.9
Remote location/poor public transport 3.6 4.8 11.4 13.6 15.5 29.4
Others 18.1 11.9 114 11.4 11.8 29.4

Source: NEA Employer Skills Needs Survey 2012.
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6.4 Skills shortages

On the basis of the previous classification oftled-to-fill vacancies, the survey showed that 3®6cent
of establishments were affected by skills-shortagEancies, accounting for 28 per cent of the takhown
in table 6.7. Thus, in substance, according testheey, the large majority of vacancies were dugmskills
shortages but to the poor attitude, personalitynativation of the applicants.

It must be underlined that skills-shortage vacan@iere concentrated in large establishments (wiiete
more likely to be organized to measure the problevhjle the minimum incidence affected medium-sized
establishments. As the previous analysis suggetitedsectors that were less affected by the presefic
skill-shortage vacancies were rubber and plastcsos, followed by food and beverages, and finaamog
insurance (table 6.7). In terms of percentage tdbtishments, the leading sector was accommaodation,
followed by construction, garments, and rubber @ladtics.

Table 6.7. Share and density of skills-shortage vac  ancies, by workforce size and sector

No. of No. of Share of establishments with Skill s-shortage vacancies

establish- vacancies skills-shortage vacancies

ments with

vacancies

Abs. value Abs. value Abs. value Percent Abs. value Percent
Total 292 17 448 104 35.6 4894 28.0
Size of workforce
10-19 135 303 16 314 78 25.7
20-99 225 1638 40 31.3 361 22.0
100+ 157 15 507 48 42.5 4 455 28.7
Sector
Accommaodation 51 605 26 51.0 159 26.3
Construction 35 331 16 45.7 78 23.6
Finance and insurance 60 365 19 31.7 80 21.9
Food and beverages 41 374 8 19.5 63 16.8
Garments, apparel, and
footwear 87 15 556 29 33.3 4492 28.9
Rubber and plastics 18 217 6 33.3 22 10.1

Note: Number of vacancies covered only the top five major occupations vacancies reported by establishments at the time of interview. Density of skills-
shortage vacancies refers to the percentage of vacancies that are hard to fill because of skills shortages.

Source: NEA Employer Skills Needs Survey 2012.

6.5 Vacancies by major occupation types

The analysis of skills-shortage vacancies by magoupation type and sector showed that almost B6gye

of the skills-shortages vacancies were for elemmgrbdacupations and 84 per cent were in the garments
sector. It is a result that takes away most ofrédevance of this concept for the Cambodian lalmwarket,
given that the competencies required for elemeracupations in the garments sector could probhbly
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acquired on the job in a rather short period, mutve will see later, not much effort was made by th
establishments in this sector to train their wasker

The other numbers are quite modest. However, asrsirotable 6.8, they suggest that the skills siges
affected:

(a) in accommodation, mainly service and sales workégs6 per cent), followed by clerical and
support workers (17.6 per cent);

(b) in finance, clerical support workers (47.5 per famid technicians and associated professional8 (28.
per cent);

(c) in construction, professionals (47.4 per cent) pladt and machine operators (25.6 per cent);

(d) in rubber and plastics, plant and machine operdtir$ per cent) and elementary occupations (27.3
per cent); and

(e) in food and beverages, elementary occupations (B2r.@ent), professionals (19 per cent), plant and
machine operators (15.9 per cent), and technigleh8 per cent).

Table 6.8. Share of skills-shortage vacancies, by m  ajor occupation type and sector

Accom . Constr . Finance Food and Garments, Rubber  Total
and ins. beverages apparel and and
footwear plast.
Managers 2 5 5 1 0 0 13
Professionals 1 37 8 12 13 3 74
Technicians and associated
professionals 4 5 23 13 %5
Clerical support workers 28 38 5 5 2 78
Service and sales workers 109 1 2 1 0 0 113
Skilled agricultural, forestry, and
fishery workers 0 0 0 0
Craft and related trades workers 7 10 0 3 308 0 328
Plant and machine operators, and
assemblers 0 20 10 47 10 88
Elementary occupations 8 0 3 22 4106 6 4145
Total 159 78 80 63 4492 22 4 894

Percentage composition by major occupation

Managers 1.3 6.4 6.3 1.6 0.0 0.0 0.3
Professionals 0.6 47.4 10.0 19.0 0.3 13.6 15
Technicians and associate d

professionals 25 6.4 28.8 14.3 0.3 4.5 11
Clerical support workers 17.6 0.0 47.5 7.9 0.1 9.1 1.6
Service and sale s workers 68.6 1.3 25 1.6 0.0 0.0 2.3
fslé‘r']'ﬁ‘; \";‘v%rril‘zg'rts“ra" forestry, and 0.0 0.0 0.0 0.0 0.0 0.0 0.0
Craft and related trades workers 4.4 12.8 0.0 4.8 6.9 0.0 6.7
Plant and machine operators, and 0.0 25.6 13 15.9 10 455 18
Elementary occupations 5.0 0.0 3.8 34.9 91.4 27.3 84.7
Total 100.0 100.0 100.0 100.0 100.0 100.0 100.0

Source: NEA Employer Skills Needs Survey 2012.
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6.6 Skills lacking among jobseekers

The survey also tried to identify which skills wedageking in jobseekers. According to the establishta in
the sample, the three most relevant gaps (citetchtme than 40 per cent of the establishments), vage,
shown in figure 6.5: lack of technical or practiskills? lack of job-specific skill$,and lack of language
skills.

Figure 6.5. Skills shortages

Technical or practical skills 45.3
Job-specific skills
Foreign-language skills

Oral communication skills

Basic computer literacy/using IT
Problem-solving skills

Team working skills

Customer handling skills
Written communication skills
Office admin skills

Planning and organization skills
Strategic management skills
Advanced IT or software skills

Numeracy skills

Literacy skills

0.0 5.0 10.0 15.0 20.0 25.0 30.0 35.0 40.0 45.0 50.0

Note: The result was based on skill-shortages vacancies (172 vacancies), which were reported by 104 establishments with a skills shortage. These
percentages refer to the proportion of the skills-shortage vacancies caused by a lack of each skill.

Source: NEA Employer Skills Needs Survey 2012.

A detailed analysis at the major-occupation typelleas shown in Table 6.9, showed that:

(a) managers miss: (i) basic computer literacy/using (Iif customer handling skills, (iii) foreign-
language skills;

(b) professionals miss: (i) foreign-language skilld) Gasic computer literacy/using IT, (iii) oral
communication skills;

(c) technicians and associated professionals mistoré)gn-language skills, (ii) job-specific skill§ii)
technical or practical skills;

(d) clerical support workers miss: (i) oral communioati skills, (ii) foreign-language skills,
(iif) customer handling skills, (iv) problem-solgrskills, (v) job-specific skills;

(e) service and sales workers miss: (i) foreign-langusiglls, (ii) technical or practical skills, (iijpb-
specific skills;

® Technical skills refers to the knowledge and &bineeded to accomplish mathematical, engineesiigntific, or
computer-related duties.

" Job-specific skills are usually specialized arfdrréo those abilities acquired through learning aractice. They are
often job- or task-specific; in other words, a pautar skills set or proficiency required to perfoa specific job or task.
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(f) craft and related trades workers miss: (i) tecHmicgractical skills, (ii) job-specific skills;
(g) plant and machine operators, and assemblers n)issan-working skills, (ii) technical or practical

skills; and

(h) elementary occupations miss: (i) technical or geatskills, (ii) job-specific skills.

Table 6.9. Skills shortages, by major occupationty  pe

Skills Managers Skills Professionals
Basic computer literacy/using IT 455 Foreign-language skills 52.8
Customer handling skills 455 Basic computer literacy/using IT 50.0
Foreign-language skills 455 Oral communication skills 444
Oral communication skills 36.4 Customer handling skills 36.1
Problem-solving skills 36.4 Technical or practical skills 36.1
Planning and organization skills 36.4 Job-specific skills 36.1
Technical or practical skills 36.4

Technicians and

Skills

Skills associated Clerical support
professionals workers
Foreign-language skills 50.0 Oral communication skills 56.0
Job-specific skills 46.4 Foreign-language skills 56.0
Technical or practical skills 429 Customer handing skills 44.0
Basic computer literacy/using IT 32.1 Problem-solving skills 40.0
Problem-solving skills 32.1 Job-specific skills 40.0
Oral communication skills 28.6 Office admin skills 32.0
Team-working skills 25.0 Basic computer literacy/using IT 28.0
Skills Service and sale s Skills Craft and related
workers trades workers
Foreign-language skills 54.5 Technical or practical skills 80.0
Technical or practical skills 455 Job-specific skills 46.7
Job-specific skills 455 Advanced IT or software skills 13.3
Oral communication skills 31.8 Customer handling skills 13.3
Team-working skills 27.3 Team-working skills 13.3
Problem-solving skills 22.7 Foreign-language skills 13.3
Problem-solving skills 13.3
Skills Plant and machine Skills Elementary
operators, and occupations
assemblers
Team-working skills 533 Technical or practical skills 70.0
Technical or practical skills 40.0 Job-specific skills 70.0
Job-specific skills 26.7 Any other skills 20.0
Any other skills 26.7 Written communication skills 15.0
Planning and organization skills 13.3 Team-working skills 20.0
Source: NEA Employer Skills Needs Survey 2012.
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6.7 Impact of hard-to-fill vacancies and measures taken to remedy the
problem

The establishments largely agreed on the main qoesees of the difficulties in filling vacancieslmfost
two-thirds indicated that this situation delayed ttevelopment of new products; 51.9 per cent refddtat

it increased the workload of other staff; and 434 cent that it caused loss of business or oitdeasher
competitors, as shown in figure 6.6. The first dhotd problems appeared to be most serious for the
garments sector; the second for the accommodagictors

Figure 6.6. Impacts of hard-to-fill vacancies

Delays developing new products or services
Increases workload for other staff

Loss business or orders to competitors

Difficulty meeting customer services objectives
Increased operating costs

Difficulty meeting quality standards

Withdrawal of certain products or services altogether
Difficulty introducing new working practices

None

Difficulty introducing technological change

Need to outsource work

0.0 10.0 20.0 30.0 40.0 50.0 60.0 70.0

Note: This result was based on all establishments with hard-to-fill vacancies.

Source: NEA Employer Skills Needs Survey 2012.

The establishments had adopted an array of meatsutgsto fill their vacancies. The most commonswta
raise wages, a measure taken by 58.5 per ceneddtablishments affected by the problem of hafillto
vacancies, as shown in figure 6.7. This also cordid the fact that establishments understand thgesvare

a critical variable in acquiring the workforce theged and to reduce staff turnover. However, daggest
that what had been done was not sufficient, andewagere still too low. Other measures were directed
towards recruitment and to reducing the need fav employees. The former type of measures included
improvements in advertisement and recruitment sSpgn@6.3 per cent), and recruitment methods (P10
cent); the latter, increasing on-the-job trainimg aedefining existing jobs.
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Figure 6.7. Measures taken to address hard-to-fill  vacancies

Increasing salaries

Increasing advertising/recruitment spend

Increasing training given to your existing workforce
Redefining existing jobs
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58.5

0.0 10.0

20.0

30.0

40.0

50.0

60.0

70.0

Note: This result is based on all establishments with hard-to-fill vacancies.

Source: NEA Employer Skills Needs Survey 2012.
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7. Skills gaps

7.1 Incidence and density of skills gaps at the workplace

More than half (55 per cent) of the establishménterviewed declared that employees did not perftrair
jobs at the required level. The incidence of thizbfem, as shown in table 7.1 and figure 7.1, apgpeabe
directly related to the size of the establishmeat;be particularly acute in the rubber, garmenty] a
accommodation sectors, but also felt by aroundes@pnt of establishments in the other sectorbgtmore
prevalent in establishments operating in the imteonal market and local market; and to affect non-

registered establishments more than registeretlisttments.

Table 7.1. Percentage of establishments affected by

skills gaps and percentage of workers with skills gaps

Workforce size Share of establishments Nationality of ownership Share of establishments
10-19 415 Foreign 60.7
20-99 54.7 Cambodian 51.7
100+ 65.6 Market Share of establishments
Sector Share of establishments Local 60.7
Rubber and plastics 60.6 International 60.2
Garments and apparel 59.8 National 50.2
Accommodation 59.6 Commercial registration Share of establishments
Food and beverages 52.7 Not registered 75.9
Finance 50.5 Registered 53.3
Construction 452
Source: NEA Employer Skills Needs Survey 2012.
Figure 7.1. Share of skills gaps, by major occupati  on type
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Source: NEA Employer Skills Needs Survey 2012.
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7.2 Causes of skills gaps

Rather surprisingly, the main cause behind the égadte performance of workers was not a lack of
appropriate training, the insufficient supply ofilldd labour, or the innovation processes adoptedhie
establishment, but, according to the interviews|aek of worker motivation. Almost two-thirds of
establishments facing the problem cited this exatian. The second reason, cited by 44 per cenhef t
establishments, was the fact that workers weretoalve role, a reason that could be connectedediih
turnover that characterizes the Cambodian laboukehalnsufficient training and the limited impauft the
training on workers’ performance ranked only thimd most cases. Finally, a limited number of
establishments put the problem down to ongoinguation processes.

Table 7.2 shows the three main causes of insuffiggerformance indicated by the establishmentsaohe
sector. The lack of motivation ranked first in gveector with the exception of finance, where itked
second. The problem was most acute in the rublotors@t 90 per cent), followed by food, accommaxtgt
and garments, all at around 70 per cent.

Table 7.2: Factors associated with employees not pe  rforming to the required level, by sector

Accommodation Food and Beverage s

Lack of motivation 712 Lack of motivation 72.9

New to the role 57.6 New to the role 41.7

Not properly trained 30.5 Others 27.1
Construction Garment s, apparel and footwear

Lack of motivation 63.6 Lack of motivation 70.1

New to the role 33.3 New to the role 47.8

Not properly trained 30.3 Development of new products 26.9
Finance Rubber and plastics

New to the role 47.3 Lack of motivation 90.0

Lack of motivation 34.5 New to the role 35.0

Not improved after training 29.1 Problems retaining staff 30.0

Source: NEA Employer Skills Needs Survey 2012.

The second most common reason cited for inadegeaafermance was the fact that employees were new to
their role. This reason ranked second in all sectdgth the exception of finance, where it rankedtfiln
third place, the different sectors cited other o@as lack of adequate training in the accommodadind
construction sectors; development of new produtthé garments sector; problems in retaining stathe
rubber sector; and, finally, insufficient improvemalfter training in the financial sector.

7.3 Skills that need to be improved

Regarding skills that needed improvement, the &stabents gave answers spread over the possibilitie
offered by the questionnaire. However, as showfigiure 7.2, four skills were cited by more than@g cent
of the establishments, in the following order: gecific tasks, oral communication, knowledge &raign

language, and manual dexterity.
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Figure 7.2. Skills that need to be improved, percen

tage of establishments

Job-specific tasks

Oral communication
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Source: NEA Employer Skills Needs Survey 2012.

Notable differences emerged between sectors, tegefith relevant similarities, as shown in tablg. 7n the
three industrial sectors, the most cited skillschegs manual dexterity, which also ranked second in
construction. The need to learn better job-spetégks ranked in third position not only in the doand
rubber sectors, but also in construction and immgaits. Team-working not surprisingly ranked finst i
construction, and ranked second in the food andbaulsectors. Establishments in the garments sector
indicated different skills needs, with taking iative in second position, and, unexpectedly, puipieaking

in third.

Table 7.3: First three skills that need to be impro

ved, by sector; percentage of establishments

Accommodation Food and beverages
Knowledge of a foreign language 47.2 Manual dexterity 31.0
Oral communication 32.0 Team-working 25.4
Public speaking/instructing/training 23.2 Job-specific tasks 22.5
Construction Garment s, apparel and footwear

Team-working 34.0 Manual dexterity 32.7
Manual dexterity 29.8 Taking initiative 26.2
Job-specific tasks 29.8 Public speaking/instructing/training 25.2

Finance and insurance Rubber and plastic s
Oral communication 49.5 Manual dexterity 375
Customer handling 46.2 Team-working 33.3
Job-specific tasks 26.9 Job-specific tasks 29.2

Note: This percentage is based on the skills gap in each occupation. It shows the proportion of the skills gap caused by a lack of each skill in those

sectors.

Source: NEA Employer Skills Needs Survey 2012.

Accommodation was a unique case in this respecte,Hghat establishments demanded was a better
knowledge of foreign languages, and more develapmdmunication capacities. In a similar vein, the
finance sector demanded not only improved commtinita skills for dealing with clients, but also, ae
have already seen, a better knowledge of job-dpestiills.
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Let us now analyse the problem from the perspedtivenajor occupation type, as shown in table 7.4.
Although certainly influenced by the sectors inwvin the survey, the message was very clear:
Establishments need office workers in possessioa tfetter knowledge of foreign languages, a more
developed capacity to communicate with and hantiéts, and better IT knowledge. Regarding skilled
agricultural workers, craft workers, and machinerapors, the main demand was for more manual digxter

and better preparation on job-related tasks.

Table 7.4. Skills that need to be improved, by majo  r occupation; percentage of establishments

Managers Service and sale s workers
IT literacy/using IT 33.3 Knowledge of a foreign language 44.4
Advanced IT application/development 33.3  Oral communication 41.3
Oral communication 33.3  Customer handling 317
Public speaking/instructing/training 33.3 Team-working 254
Knowledge of a foreign language 33.3  Other job-specific tasks 23.8
Management responsibilities/taking initiative 33.3  Skilled agricultural workers
Job-specific tasks 33.3 Job-specific tasks 40.0
Professionals Literacy 20.0
Job-specific tasks 31.4  Public speaking/instructing training 20.0
Customer handling 28.6  Taking initiative 20.0
Knowledge of a foreign language 28.6 Knowledge of a foreign language 20.0
Oral communication 22.9 Planning and organizing 20.0
IT literacy/using IT 20.0 Adapting to new equipment/materials 20.0
Technicians and associate d professionals Learning new ideas, methods, concepts 20.0
Oral communication 37.7 Craft and related trade workers
Customer handling 34.4  Manual dexterity 41.7
Job-specific tasks 26.2 Team-working 28.3
Knowledge of a foreign language 21.3  Taking initiative 26.7
Planning and organizing 21.3  Adapting to new equipment/materials 23.3
Clerical support workers Other job-specific tasks 23.3
Oral communication 50.6 Plant and machine operators
Knowledge of a foreign language 39.2  Manual dexterity 35.0
Customer handling 27.8  Taking initiative 30.0
IT literacy/using IT 24.1  Solving complex tasks/problems 20.0
Elementary occupations
Manual dexterity 33.3
Other job-specific tasks 29.7
Team-working 22.5

Note: This percentage is based on the skills gap in each occupation. It shows the proportion of the skills gap caused by a lack of each skill in those sectors.

Source: NEA Employer Skills Needs Survey 2012.

The needs and demands were similar for higher-lgesitions. Establishments suggested that managers
professionals should receive training in IT andalfplications, communications, foreign languagesl an
leadership. For technicians, they suggested maiming on job-specific tasks and on planning and
organization.

Country Office for Thailand, Cambodia and Lao People’s Democratic Republic 59



8. Workforce development and business strategy

After presenting the proportion of establishmemiat thad tried to improve labour productivity thrbug
training programmes, this section will present i@n training activities undertaken by the estdnlients
together with the difficulties in organizing theamd discuss the establishments’ future plans twitecew
staffs in the following year.

8.1 Incidence of training

During the year preceding the survey, a high paacgnof establishments (62 per cent) provided sonme

of training to their employees. The percentage staldishments that provided more training was diyec
related to the establishment size, as shown iret8Hl. Training was provided by 37.8 per cent o&lsm
establishments, 64.4 per cent of medium-sized ksitatents, and 79.6 per cent of large establishsnent
Foreign-owned establishments (73.0 per cent) weoeeninclined to provide training than Cambodian
establishments (57.1 per cent). Establishmentsatipgrin the international market (72.4 per cengrav
more inclined to provide training than establishteesperating in the national market (60.9 per centhe
local market (56.6 per cent).

In the finance sector, 94.5 per cent of the esthbients provided some form of training. In garmemd in
accommodation, training was provided by around &0gent of the establishments, in construction &y 5
per cent, and in the food sector by 45.1. Only 2&Bcent of establishments in the rubber sectoviged
some form of training. Finally, 31.0 per cent ofegjistered establishments provided some form ofitrg,
versus a percentage of 63.9 per cent for registstablishments.

Table 8.1. Share of establishments that provided tr  aining, by workforce size, sector, nationality of o whnership,
type of market, and business registration

Group /workforce size Ownership

10-19 workers 37.8 Foreign 73.0
20-99 workers 64.4 Cambodian 57.1
100+ workers 79.6  Market

Sector International 72.4
Finance and insurance 94.5 National 60.9
Garments, apparel, and footwear 61.6 Local 56.6
Accommodation 60.6 Commercial Registration
Construction 53.4 Registered 63.9
Food and beverages 45.1  Not registered 31.0
Rubber and plastics 27.3

Source: NEA Employer Skills Needs Survey 2012.
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As shown in figure 8.1, just over 70 per cent adabbshments that provided some type of trainirfgreid an
induction course, 41.4 per cent offered trainingné@w technologies, and 38.6 per cent provided esuos
health and safety.

Figure 8.1. Share of establishments that providedt  raining, by type of training

Induction training 70.4
Training in new technology/new products
Occupational health and safety
Management and administration
Accounting and finance

IT training

Foreign language

Environmental protection

Literacy/numeracy

0.0 10.0 20.0 30.0 40.0 50.0 60.0 70.0 80.0

Source: NEA Employer Skills Needs Survey 2012.

However, training provisions varied across sectassshown in table 8.2. In this table we have Itepoa
specialization index computed by dividing the patage of firms in each sector that provided a giveumrse
by the percentage computed for all the establistsndmerefore, a value above 100 implies that $kator
provided that type of course at an above-averatge iathe value is less than 100, it representsvibe
average. We can therefore observe that:

(a) Induction courses were offered by the accommodatiertior and finance sector at above-average
intensity. The accommodation sector also providedrses at an above-average rate in foreign
languages, literacy and numeracy, and environmenséction.

(b) The only area in which the percentage of constnctstablishments provided courses at above-
average rate was management and administration.

(c) As we have already seen, finance was a leadin@rsémt training; more specifically its training
activity was above-average in many fields relateidst core activity, such as accounting and finance
management and administration, and new technolagyalso literacy and numeracy.

(d) The training performance of the food sector wasvakaverage in new technology and occupational
health and safety; and for garments and rubbecéupmational health and safety, and environmental
protection.
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Table 8.2. Specialization index in a given type of  course, by sector

Accom. Constr. Finance Food and Garment s, Rubber
and beverages apparel, and and
insurance footwear plastics

Induction training 130.2 80.1 107.6 72.7 92.6 78.9
Occupational health and safety 82.0 86.3 72.9 101.0 161.3 115.1
Literacy/numeracy 120.4 61.7 1714 19.6 58.2 0.0
Foreign language 219.3 67.5 92.0 25.7 76.3 58.5
IT training 89.2 87.3 165.3 47.5 56.4 54.0
Management and administration 52.2 1104 171.0 47.7 68.1 43.5
Training in new technology/new

products or services 80.5 92.8 138.3 117.7 59.5 53.6
Environmental protection 107.0 29.9 96.3 85.4 143.8 129.7
Accounting and finance 59.4 711 203.9 48.3 345 44.0
Others 91.9 124.7 116.5 71.2 89.3 72.1

Source: NEA Employer Skills Needs Survey 2012.

In conclusion, apart from finance, the other sextand especially the garments sector, did notigeos
relevant number of courses aimed at remedyingkitle problems they reported.

The last section of this part of the questionnaimmed to ascertain whether, and in which measure,
establishments experienced difficulties in orgamztraining courses and/or finding trainers, aswshin
figure 8.2.

Figure 8.2. Share of establishments that organized  training courses and experienced difficulties, by s ector

25.0
22.2

20.0
15.0
10.0

5.0

1.9
0.0 _m
Rubber and plastics Accommodation Food and Garments, apparel, Construction Finance and
beverages and footwear insurance

Source: NEA Employer Skills Needs Survey 2012.

Around 11 per cent of establishments reported adiffies in organizing training courses and/or firgli
trainers, with the problem especially acute inriligber sector (22.2 per cent), followed by accomatiod,
food, garments, and construction, and least ahdhe finance sector (1.9 per cent).
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Regarding the reasons for difficulty in organizingining, the survey left some doubts, given tiapbr cent
of the establishments chose the answer “Other nsgsd0 per cent indicated a lack of informatiof, f&r
cent a lack of courses and trainers, and agaireR8ent the low quality of courses and trainers.

8.2 Business strategy

The last part of the questionnaire aimed to asecettge willingness of the establishments to innevit
product development, services, technologies, anactpire new markets. Such willingness was stated b
61.7 per cent of the establishments in the sample.

As shown in figure 8.3, size of establishment wa¢ a relevant factor on this question, with large
establishments on the average, small establishradittie below average, and medium-sized estatnestts
a little above the total average value.

Figure 8.3. Share of establishments that planned to introduce new products, services, or technologies, or
expand/switch to new markets, by workforce size

66.0

64.0 -
62.0 -

60.0 -

58.0 ~
56.0

54.0 +

52.0 -
10-19 20-99 100+

Source: NEA Employer Skills Needs Survey 2012.

Much more relevant differences emerged when weidered the sectors (as shown in figure 8.4) and the
nationality of ownership (as shown in figure 8.Bjnance appeared to be the most innovative sewttr,
85.3 per cent of establishments declaring a readiteintroduce some innovative measures. The athlgr
sector with a percentage above average was foo@ (&F cent). It is interesting to note that thengents
sector was the one in which establishments appe¢areel least interested in innovation.

European-, ASEAN-, and Cambodian-owned establisiterarre more interested in innovation than their
counterparts owned by entities from China, the Répwf Korea, and Taiwan, China.
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Figure 8.4. Share of establishments that planned to introduce new products, services, or technologies, or
expand/switch to new markets, by sector
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Source: NEA Employer Skills Needs Survey 2012.

Figure 8.5. Share of establishments that planned to introduce new products, services, or technologies, or
expand/switch to new markets, by nationality of own ership
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Source: NEA Employer Skills Needs Survey 2012.

As shown in table 8.3, exploring the policies thatablishments intended to adopt in order to inteyuvhe
survey found that: 83.1 per cent of them plannedhite additional staff; 67.5 per cent planned taintr
existing staff; and 40.4 per cent planned to remigain order to better use available staff and petencies.
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Table 8.3. Policies that establishments intended to

or expand/switch to new markets

adopt to introduce new products, services, or tech

Abs olute Percentage
value
Recruitment of new staff 265 83.1
Training of available staff 217 68.0
Internal reorganization to better use
available staff and competences 129 404
Others 48 15.0

Source: NEA Employer Skills Needs Survey 2012.

nologies,

When we examined innovation policies by size ohle&hment, as shown in Figure 8.6, the bigger the
establishment the more widespread the tendencgdait new personnel, and the lower the tendency to
proceed to internal reorganization. The trainingxibting personnel did not reveal any clear tremohected

to establishment size, but the medium-sized estabients prevailed in this respect by a limited rimarg

Figure 8.6. Policies that establishments intended t

or expand/switch to new markets, by type of policy

and workforce size
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Source: NEA Employer Skills Needs Survey 2012.

Let us now consider the sectors. Garments presentexty well-defined policy profile. Basically, athe
establishments in this sector intended to innotrateugh the recruitment of new staff. The other patices
(training of available staff and internal reorgaatian) played only a complementary role, with tiainbeing
indicated by 47.2 per cent of the establishmemtd,raorganization by 30.2 per cent, as shown ile tai.

At the other extreme, in the finance sector, 8&Bagent of the establishments indicated traininthasmain
road to innovation, and 78.5 per cent the recruitnoé new staff (a measure that is obviously nesgstor
the expected expansion of this rather young sedBmly 35.5 per cent of establishments indicatedrival

reorganization in this respect.

Accommodation presented a pattern similar to thfihance, while the pattern in construction wasifar to
that of garments. Establishments in the food sesemmed to prefer an intermediate position, with a

consistent use of all three methods, as did ruldigugh in a more limited way.
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Table 8.4. Share of establishments that intended to

adopt specific innovation measures, by sector

Training of
available staff

Internal re -
organization

Recruitment
of new staff

Finance and insurance
Accommodation

Food and beverage s

Rubber and plastics
Construction

Garment s, apparel and
footwear

83.9
815
63.9

57.9
51.3

47.2

Source: NEA Employer Skills Needs Survey 2012.

Food and beverages 54.1
Construction 43.6
Accommodation 42.6
Rubber and plastics 36.8
Finance and insurance 355

Garment s, apparel and

footwear

30.2

Garment s, apparel
and footwear
Construction

Accommodation

Finance and
insurance
Food and beverage

Rubber and plastics

98.1
92.3
85.2

78.5
77.0

57.9
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9. Final observations

The general picture offered by the survey is thataolabour market dominated by foreign-owned
establishments of large size (mainly from China &a@van, China), operating especially, but not ity
the garments sector, and whose production is aah&meign markets.

The survey confirmed what has been suggested lgnahtaccounting data, that the period from 2010 to
2012 was a very positive one. Employment grew ad\arage rate of almost 9 per cent, with growtesat
above average being registered in the constructioance, and tourism sectors, while garments —clwhi
employed 73 per cent of the workers in the sampigew at just below average rates but contributed b
almost three-quarters to the expansion in employmen

However, this notable expansion in demand for labsas countered by an insufficient supply of both
skilled and (mainly) unskilled workers. This resgdltin a large number of vacancies that accountethea
time of the interviews, to 14 per cent of total émyment. The vacancies were concentrated in thengats
sector, and the occupation types most affected wlen@entary occupations, craft and related traded,
clerical jobs. The other sectors reported a lacksefvice and sales staff, clerks, technicians, and
professionals.

In all sectors but finance, a large majority of aacies were considered hard-to-fill. Skilled wogker
machine operators, managers, and craft workers teremost difficult to find, together with unskitle
workers. The latter shortage represents a rathgsuah situation in a country that would be expettelave

an abundant supply of unskilled labour.

The reasons most commonly cited for problems vétiuitment were: the presence of too much comeetiti
from other employers; the low number of applicamith the required skills; and a lack of specifidllskas
requested by the establishment. All this would seéenmply, on one hand, that the vocational trainin
system does not produce a sufficient number ofeskilvorkers to meet the demands of the market amd,
the other, that wages and working conditions atesufficiently attractive for rural workers who caiways
fall back on subsistence agriculture on the farfalyn, while at the same time enjoying more persamal
economic freedom.

The interviewed establishments also stressedhbalifficulties in filling vacancies delayed theve@pment
of new products, increased the workload of othafif,shnd caused a loss of business or orders t@etiors.
This pushed them to offer higher wages, but thaltesf the survey suggest that such increases neare
sufficient to create and motivate a labour supplgritatively coherent with the demand.

Around 60 per cent of the establishments had Hirstime jobs seekers coming directly from theieation
system. Smaller establishments tended to prefee mmature candidates with previous work experience,
while larger establishments seemed to prefer yqangple who could be better trained to the philogaptd
practices of the establishment. The establishmgengrally gave quite positive evaluations of nehihed
workers, especially for those entrants coming flagher education and vocational training. Estaltishts
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in the construction sector were the most critiddle main criticisms were over lack of skills, lagklife
experience and maturity, and lack of motivation.

In spite of positive comments on the preparedndssiewly hired workers, more than half of the
establishments declared that, eventually, theirleyegs did not perform at the required level. On point,
the larger establishments operating in the int@nat market were more critical, with the sectoresin
affected being rubber, garments, and accommodafiba.workers for whom more technical training was
needed were plant and machine operators, servitesaas workers, craft workers, and skilled agtizal
workers.

Interestingly, the main cause of insufficient periance indicated by the establishments in all sedigith
the only exception being the high-paying financet@@ was a lack of motivation. This reason wasgiby
almost two-thirds of the establishments. The seaeadon was that workers were new to the role, whic
could be connected to the high turnover that ctiarizes the Cambodian labour market. Insufficieaining
and the limited impact of the training on workepgrformance ranked only third. Finally, a limitednmber

of establishments put the problem down to ongaimgvation processes.

When it came to indicating the skills that needsdbé improved, the responses were thinly spread thee
choice offered by the questionnaire. The most aiteelds were for job-specific tasks, oral commuigoat
skills, knowledge of a foreign language, and mamletterity. In the major occupation types, the rages
was very clear: Establishments need office workétk a better knowledge of foreign languages, aemor
developed capacity to communicate with and harldtaets, and better IT knowledge. For skilled agftietal
workers, craft workers, and machine operators thgnrdemand was for more manual dexterity and better
preparation on job-related tasks. The demands siergar also for higher-level positions. Establisimts
suggested that managers and professionals shookivee more training in IT and IT applications,
communications, foreign languages, and leaderdbiptechnicians they suggested training in job-#jmec
tasks, and planning and organization.
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10. Policy suggestions

Economic growth is the result of a process of tetdgical upgrading, of diversification, and struretu
change driven by the accumulation of capabilit@s,one hand, and the transformation of the prodacti
structure on the other. The knowledge base of atcpdefines and limits the technologies that counan
adopt, the production structure that may evolve,thas the possible paths to its economic growthsartial
development. Speeding up economic growth and triggesuccessful catching-up processes requires
shifting production from “low-quality” activities nto “high-quality” activities, to “jump” into new
“knowledge clusters”. In order to do so, a coumtiso needs to drive the knowledge structure towhigtser
diversity and complexity, to endow its incomingdab force with new abilities and expertise.

The different levels of economic development reddine ASEAN countries reflect their different knodtge
bases. Within the regional grouping, the percentdgeeople aged between 15 and 44 with secondaty an
tertiary education spans a maximum in Singaporep@lcent) and minimum that characterizes the Lao
People’'s Democratic Republic, Cambodia, and VieinNhetween 40 and 45 per cent). As a result, only
Singapore — which has the world’s highest rankingndustrial performance — Malaysia, and Indonésize
already shifted their production structure to higlality activities and new knowledge clusters, 1@ i@ady

to do so. The more polarized education structurehafiland, and possibly Myanmar, suggest that these
countries have limited options to start the proiuncof intermediate-technology products, but codddelop
directly towards high-technology sectors.

Our assessment of the education and vocationalrigasystem and the results of the survey cleargsst
that, in Cambodia, education and vocational trgrire still largely insufficient even to allow drgdication
of production within the existing knowledge cluster substance, Cambodia has an extreme needrease
the educational achievements and technical traiofrig labour force in order to move away fronitaation
in which foreign and local investments are conceeatt in labour-intensive activities. Eventuallywitl be
up to industrial policies to adopt measures tHatwah correct utilization of the human resourcesilable in
the country.

In the near future, the Cambodian education andtiamal training systems will benefit from a notbl
reduction in the population of training age, a cladvantage for a country that should aim not doly
provide education to a larger percentage of yowsaple, but also, and especially, to improve thdityuaf
the learning process. It has been estimated ththeimext 20 to 25 years, the population of trajrage will
decline by almost 20 per cent, the decline beingerpoonounced for the population in compulsory edioa
and higher secondary education age (-24.5 per Appendix H).

On the basis of this demographic scenario — angh@eg universal primary education, a gross enrotmen
ratio in lower-secondary education of 72.2 per cantl of 45 per cent in upper-secondary educatitotat
enrolment in the general education stream is pt@jeto decline over the next 25 years by around(@i0
pupils, all in compulsory education. More specificaenrolment in primary education will decline by
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around 40 per cent, in lower-secondary by 8 pett,cetile slightly increasing in upper-secondary
educatiorf.

This demographic situation should facilitate thespit of the necessary steps in education and ioocHt
training. In the first place, Cambodia must redthe wasteful number of school drop-outs and brirggem
students to the completion of compulsory educatioby providing more relevant inputs both to upper-
secondary schools and vocational training, desipgeeduction in the size of the incoming cohorts.

However, this quantitative goal is not sufficientdamust be accompanied by an improvement in thétgua
of education that, in turn, will require improvitgaching methodologies and teachers’ preparatiarstep
that, in turn, demands more competitive wages.

In the intermediate phase, during which the dropfates will remain high, measures must be taken to
provide some form of basic education and, eventuaticational training, to the thousands of chitdtkat

will not complete compulsory education, allowingih to eventually re-enter the education streanoor t
access what is now defined as formal training.

The second step should be to enrich and diverk#ychoices offered to students completing compwlsor
education.

In the first place, Cambodia needs to improve #meegal education path, with an upper-secondaryatitunc
capable of providing the preparation necessarytoessfully carry on university courses in all giines,
including scientific ones, which are at presergraded by a very limited number of students.

A possible interpretation of the results of thevsyris that the country also needs technical higiosls,
offering a career path for those students thatnateplanning to go to university or are not yetesof the
choices they will make. These technical schooldctoffer three-year diploma programmes in suctdfieds
agriculture, accounting, information technologyiiltmg surveying, mechanics, and electronics, among
other subjects. Such diplomas would provide dimotess to the labour market or entrance to higher
education in a chosen field at the university level

To reduce the problem of Cambodia’s labour manket mismatch between labour demand and supply, and
to imagine that labour-market problems can be sblwg acting on the vocational training system, is
certainly very reductive. However, there is no dahlat Cambodia needs to develop a system of \aalti
training capable both of short-term responses ¢onbeds of the market, and of providing the tecangc
necessary to upgrade the production structure tradttanational and foreign investment.

8 For primary education we have assumed that th#reava progressive regularization of the two ditve phenomena
that affect enrollment (the presence of over-agelesits and repeaters) so that in about 20 to 2Es yba school
population in primary schools will reflect the Iégae population. For the lower- and upper-secontiarels, we have
assumed that the GRE rate will increase by 2.5gm¢age points every five years.
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At present, 80 per cent of the very few vocatidnaining courses available in Cambodia are proviogd
private institutions and non-government organizetioutside any general framework, while the Miyistf
Labour and Vocational Training (MOLVT) is more eggd in running and upgrading its vocational schools
than designing and implementing an organic set abivea policies, including education and vocational
training policies. The needs of the country wouldl@ably be better served if the Ministry of Labour
concentrated its effort on coordinating vocatiotralining activities over the territory inside a geal
vocational training plan to be updated, let's sayery three years, while the administration of plblic
vocational schools and institutes could be entdukiea public establishment.

Vocational training needs both flexibility and codece. Flexibility could obviously be improved slying
on the private sector and using the facilitieshaf éxisting business establishments operating mb©dia.
Coherence, on the other hand, requires a long+&ion and coordination with industrial and devetwmnt
policies that can be provided only by the MOLVT doydthe NTB.

It has been suggested that Cambodia is alreadgtedfdy an overproduction of higher-education gahelsi
and that the problem will become more acute inftiigre. In fact, in the next ten years the numberoning
people that earn a bachelor degree should remaivebe 36,000 and 54,000. These figures are inwikte
what we can consider the physiological needs ofthmbodian labour market if we take into considenat
not only the private sector, but also the publict@e which needs to strengthen numerous areasdimng
education, health, and the ministries’ technicahpetencies.

The real problem is not one of quantity, but oflfjuaAn area of concern is the generally narrowick of
major subjects for university graduates. Due t& lafcconfidence, insufficient counselling, distrustiocal
universities, a wrong perception of labour-market¢ds, and probably other reasons, the studentneemol
structure for universities has been concentratdéwnsubject areas. According to the most receati@le
information, economics and business administratiocounted for slightly more than 50 per cent oéltot
student enrolment; the leading four majors (langsatjterature, information technology, and law) ficore
than three-quarters of the total (75.8 per cengjoksubjects such as agriculture or tourism —c¢batd play

an extremely relevant role in Cambodia’s econoneieetbpment — were marginal choices, at 4 per csiht a
1.7 per cent, respectively. Also insufficient fdretcountry’s social and economic development were
enrolments in engineering (3.8 per cent), medite per cent), and sciences (2.5 per cent).

A central element to foster future economic dewvelept is, therefore, the promotion of a structure of
university enrolment more balanced between humiaréstd scientific areas, an objective to be pursued
through the quality of the general education streenth counselling to be delivered from the beginrihg
upper-secondary school.

The last consideration relevant to the design ddréu development policies relates to the fact that
demographic trend already outlined for the popafatdf training age will affect potential entries ttoe
working-age population, which are expected to decfrom around 360,000 at the time of the survelgss
than 300,000 in ten tol5 years. All other thingmtpeequal, demographic trends will progressivelyuee

the pressure for agriculture to act as the “spawgdor” of the system, and make it easier for tloelem
sectors to absorb an increasing percentage ofahegenerations coming up to working age. However, a
reduction in the percentage of workers in agriceltwill still require a large degree of internatibn
migration. Cambodian migrants could easily find gjgab opportunities not only in other ASEAN couagi

— namely Singapore, Thailand, and Malaysia — bstt & China, Japan, and the Republic of Korea. &hes
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latter countries are already more advanced alorgstitcalled demographic transition, and their labou
supply already is, or is going to become, strudiyatacking in the near future. This policy wouldowever,
require a Cambodian labour force endowed with resrgsskills, and a supportive and proactive migrati
policy on the part of the Cambodian government.

In conclusion, education and vocational trainindigies should address both the needs of the egistin
production structure and those of its future upggdHowever, for at least the next ten years it be
impossible for the modern sectors to produce thebsu of additional jobs sufficient to absorb theregase

in the working-age population and, eventually, thteft unemployed or underemployed by the unavdédab
decline in agricultural employment. Thus, educatima vocational training policies should also addrie
needs of possible destination countries.

The complex set of policies we have tried to desigmbe summarized for practical purposes intoggte of
interventions: first, a group of short-term measudirected to meet immediate needs in the areas of
vocational training, public employment services] &auman resources management; second, a groupgsf lo
term measures aimed at improving the educatioresystieveloping a wider vision for vocational trami
improving the quality of both education and voca#ibtraining, sustaining economic development, and
providing a labour supply in tune not only with theeds of the Cambodian labour market but also tidtbe

of the countries in the region that will experieacshortage of labour.

More specifically, the short-term interventions slioaim to:

(a) organize customized training, on-the-job trainirtgoft” and “hard” skills), and apprenticeships
based on a closer collaboration/partnership betweegovernment, the private sector, and the trade
unions;

(b) improve and expand public employment services ttebenatch jobseekers with employers, and
facilitate the transition from agriculture to indiysand services; and

(c) reconfigure/reconsider human resources managenudioteg to devise attractive incentive/benefit
packages (not only wages) and working conditions.

At the same time, long-term measures should bgediand implemented in order to:

(a) expand the capacity to provide basic and vocatitra@ling to young people who did not complete
compulsory education (Grade Nine), and provide theith the opportunity to re-enter the
educational stream or the formal training path;

(b) improve the quality of education and training, udihg curriculum improvement (“hard” and “soft”
skills that are competence-based), teacher trainjoyernance, quality assurance and control,
qualifications control, and qualifications and catgncy standards; and

(c) design and implement the necessary policies tololevee more complete, coordinated, and unified
vision of the education and vocational trainingtegss, to support the upgrading of the Cambodian
production system from low-technology, low-wagestéus to medium- and high-technology clusters
by: increasing educational vocational training iatteent (including “soft” skills); enriching and
diversifying the choice of education and vocatiomalning paths available to students completing
compulsory education; improving upper-secondarycation to prepare students for successfully
undertaking science majors at university or a ssafoé transition to TVET, creating a correct
synergy between general education and TVET; deirgdoa flexible and coherent TVET system
(flexible in the sense of being based on cooperaiod partnership with the private sector; coherent
with a long-term vision, developed in coordinatiavith cross-cutting stakeholders, of the
employment needs generated by the industrial andosgsic development not only of Cambodia but
also of countries in the region that will be chéesized by a structural shortage of labour [inahgdi
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Singapore, Thailand, the Republic of Korea, Chareg Japanj;developing a long-term industrial
and development vision, policy, and strategy; dapielg a labour-market information system on
skills demand and supply, and projections; strezwjtiy the public employment service to be able to
support labour-market interventions and provideeedwocational/ employment guidance and
counseling, as well as matching jobseekers not witly domestic employers but also with ASEAN
employers; and producing more in-depth sectorialiss and analyses.

° See for instance, Bruni (2009, 2011, 2012, 202643b).
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Appendixes

Appendix A

The International Standard Classification of Ocdigres (ISCO) is one of the main international
classifications, and was developed by the ILO. 80O is a tool for organizing jobs into a clearbfided
set of groups according to the tasks and dutiesntaken in the job. Its main aims are to providbasis for
the international reporting, comparison, and exgkarof statistical and administrative data about
occupations; a model for the development of nati@mal regional classifications of occupations; and
system that can be used directly in countrieshibae not developed their own national classificetio

Definitions of each of the four ISCO skill levelseagiven below. These definitions do not change the
boundaries between the skills levels used in ISBOF8ey serve to clarify these boundaries and & déh
cases where formal educational requirements maypadhe most suitable method of measuring the skill
level of a particular occupation. Each definitioroygides examples of the typical or characteristisks
performed at each skill level, the types of skéhuired (in broad terms), and the typical occupatio
classified at that skill level.

Skill Level 1

Occupations at Skill Level 1 typically require tperformance of simple and routine physical or manua
tasks. They may require the use of hand-held ®ath as shovels, or of simple electrical equiprsenh as
vacuum cleaners. They involve tasks such as clgamiigging, lifting and carrying materials by hand,
sorting, storing or assembling goods by hand (siomestin the context of mechanized operations), atpey
non-motorized vehicles, and picking fruit and vedpds.

Many occupations at Skill Level 1 may require phbgsistrength and/or endurance. For some jobs, basic
skills in literacy and numeracy may be requiredetjuired, these skills would not form a major parthe

job. For competent performance in some occupatdiBkill Level 1, completion of primary educationtbe

first stage of basic education (International StaddClassification of Education Level 1 [ISCED]) yrlae
required. A short period of on-the-job training nimyrequired for some jobs.

Occupations classified at Skill Level 1 includeicdfcleaners, freight handlers, garden laboureud kiichen
assistants

Skill Level 2

Occupations at Skill Level 2 typically involve tiperformance of tasks such as operating machinaty an
electronic equipment; driving vehicles; maintenaand repair of electrical and mechanical equipmand
manipulation, ordering, and storage of information.

For almost all occupations at Skill Level 2, thdigbto read information such as safety instrungpto make

written records of work completed, and to accuyaprform simple arithmetical calculations is essén
Many occupations at this skill level require relaty advanced literacy and numeracy skills, anddgoo
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interpersonal communication skills. In some occigpat these skills are required for a major parthef
work. Many occupations at this skill level requir@igh level of manual dexterity.

The knowledge and skills required for competentfggerance in all occupations at Skill Level 2 are
generally obtained through completion of the fg&ige of secondary education (ISCED Level 2). Some
occupations require the completion of the secoagesbf secondary education (ISCED Level 3), whigy m
include a significant component of specialized tioceal education and on-the-job training. Some
occupations require completion of vocation-specéaucation undertaken after completion of secondary
education (ISCED Level 4). In some cases, expegiamd on-the-job training may substitute for thenfal
education.

Occupations classified at Skill Level 2 include dindrs, bus-drivers, secretaries, accounts clegusing-
machinists, dressmakers, shop sales assistanise pfficers, hairdressers, building electriciaasd motor
vehicle mechanics.

Skill Level 3

Occupations at Skill Level 3 typically involve tperformance of complex technical and practical daklat
require an extensive body of factual, technicad, mrocedural knowledge in a specialized field.

Occupations at this skill level generally requiréigh level of literacy and numeracy, and well-deped
interpersonal communication skills. These skillsyniaclude the ability to understand complex written
material, prepare factual reports, and communiaétepeople who are distressed.

The knowledge and skills required at Skill Leveai® usually obtained as the result of study atghdri
educational institution following completion of sewlary education for a period of one to three years
(ISCED Level 5b). In some cases, extensive relewank experience and prolonged on-the-job traimiray
substitute for the formal education.

Occupations classified at Skill Level 3 include ghmanagers, medical laboratory technicians, legal
secretaries, commercial sales representatives, emgupport technicians, and broadcasting and-daap
technicians.

Skill Level 4

Occupations at Skill Level 4 typically involve tperformance of tasks that require complex problelvirsg

and decision making based on an extensive bodyeafrétical and factual knowledge in a specializeld f

The tasks performed typically include analysis asgkarch to extend the body of human knowledge in a
particular field; diagnosis and treatment of diggasparting knowledge to others; design of strreguor
machinery; and of processes for construction andymtion.

Occupations at this skill level generally requirdedded levels of literacy and numeracy, sometiatea
very high level, and excellent interpersonal comiration skills. These skills generally include iality to
understand complex written material and communicateplex ideas in media such as books, reports, and
oral presentations.

The knowledge and skills required at Skill Leveare usually obtained as the result of study atghéri

educational institution for a period of three ta gears leading to the award of a first degree ighdr
qualification (ISCED Level 5a or higher). In somases, experience and on-the-job training may gutesti
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for the formal education. In many cases, appropriatmal qualifications are an essential requirenfien
entry to the occupation.

Occupations classified at Skill Level 4 includeesabnd marketing managers, civil engineers, secpnda
school teachers, medical practitioners, operatiegtre nurses, and computer systems analysts.

The relationship between the ten ISCO-08 major gsoand the four ISCO-08 skill levels is summarized
below in Table 1.

Table 1. Mapping of ISCO-08 major groups to skill|  evels

ISCO-08 major groups Skill level
1 Managers, senior officials, and legislators 3+4
2 Professionals 4
3 Technicians and associated professionals 3

4 Clerks

5 Service and sales workers

6 Skilled agricultural and fishery workers 2
7 Craft and related trades workers
8 Plant and machine operators, and assemblers

9 Elementary occupations 1

Note: A significant problem regarding the application of the concept of “skill level” in ISCO-88 relates to occupations with similar tasks
and duties (or content) but with a different (higher or lower) “skill level” requirement, as measured in particular countries. This is
because, given realistic differences in national education systems, the same occupation (with the same set of tasks and duties) can be
undertaken by individuals with different educational levels without affecting the level of skill required for competent performance of the
tasks. This is the case for some elementary, craft, and technical occupations, which in many countries require higher education levels
than those assigned in ISCO-88.

Source: International Standard Classification of Occupations (ISCO-08) — Conceptual Framework, ILO.
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Appendix B

Gross enrolment rate, net enrolment rate, rate of r
2005-2606/2010-2011

epetition, and share of over-age students by educat

ional level,

Gross enrolment rate

Difference from

2005—- 2006— 2007—- 2008- 2009— 2010-

2006 2007 2008 2009 2010 2011 20052006 to

2010-2011

Primary 124.0 122.7 121.9 120.2 125.4 116.0 -8.07
Lower-secondary 55.3 60.0 63.6 61.6 58.1 58.5 3.21
Upper-secondary 19.3 21.2 25.7 28.2 323 32.9 13.61
Total 80.0 80.7 82.0 81.0 83.0 79.9 -0.17

Net enrolment rate
Primary 91.3 921 93.3 94.4 94.8 95.2 3.88
Lower-secondary 31.3 33.7 34.8 339 32.6 35.0 3.79
Upper-secondary 11.3 12.5 14.8 16.4 194 20.6 9.21
Total 55.8 56.8 57.9 58.5 58.4 60.7 4.85
Rate of repetition
Primary 12.75 11.70 11.34 10.27 8.97 7.22 -5.53
Lower-secondary 2.47 2.41 1.98 2.00 241 211 -0.36
Upper-secondary 3.09 3.05 291 3.18 2.49 1.77 -1.32
Total 10.36 9.36 8.80 8.03 7.09 5.70 -4.65
Share of over-age students
Primary 26.36 24.95 23.52 21.43 24.38 17.88 -8.48
Lower-secondary 43.46 43.87 45.35 44.90 43.88 40.09 -3.38
Upper-secondary 41.32 41.11 42.49 41.84 39.96 37.60 -3.72
Total 30.27 29.61 29.40 27.82 29.60 24.05 -6.22
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Appendix C

Incidence and density of vacancy by workforce size, sector, type of business entity, ownership, type o~ f market,
and commercial registration
samgie%f Number of Eslt(e‘:\;)gts grr?: \r);scgvr:tgyat Vacancies \{jae%e;ri\t;y
establish- employees Abs. Percent - Abs.  Percent Percent -
ments value age value -age age

Total 517 126 315 292 56.5 17 462 100.0 13.8
Workforce size
10-19 135 1 583 51 37.8 303 1.7 19.1
20-99 225 9082 128 56.9 1640 9.4 18.1
100+ 157 115 650 113 72.0 15519 88.9 134
Sector
Accommodation 99 9314 51 51.5 617 35 6.6
Construction 73 3800 35 47.9 331 1.9 8.7
Finance and insurance 109 8183 60 55.0 367 21 45
Food and beverages 91 6 824 41 45.1 374 21 55
Garments, apparel, and footwear 112 87 937 87 77.7 15556 89.1 17.7
Rubber and plastics 33 10 257 18 54.5 217 12 21
Type of business entity
Individual proprietor 238 32723 126 52.9 5130 29.4 15.7
General partnership 46 8 802 24 52.2 665 3.8 7.6
Limited partnership 94 49 050 60 63.8 7671 43.9 15.6
Private limited company 99 30188 57 57.6 3750 215 124
Public limited company 25 2635 17 68.0 201 1.2 7.6
Others 15 2917 8 53.3 45 0.3 15
Ownership
Cambodian 354 35685 192 54.2 4 237 24.3 11.9
Foreign 163 90 630 100 61.3 13 225 75.7 14.6
Type of market
Local 122 11115 63 51.6 1579 9.0 14.2
National 297 21637 160 53.9 2258 12.9 10.4
International 98 93 563 69 70.4 13625 78.0 14.6
Commercial registration
Registered 488 125 439 273 55.9 17 234 98.7 13.7
Not registered 29 876 19 65.5 228 13 26.0

Note: Number of vacancies covered all of the vacancies reported by establishments at the time of interview. Vacancy density represents

the number of vacancies as a proportion of the total number of employees.

Source: NEA Employer Skills Needs Survey 2012.
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Appendix D

Density of vacancy, by major occupations and sector

Garment s,
. . Finance and Food and Rubber and
Major occupations Accom. Constr. . apparel, and .
insurance beverages plastics
footwear

Managers 0.4 1.6 0.5 0.5 0.0 0.0
Professionals 0.8 10.5 24 6.8 6.8 0.9
Technicians and associate d

. 6.7 8.8 8.4 9.0 29 2.9
professionals
Clerical support workers 10.7 0.5 134 11.3 136.4 1.7
Service and sale s workers 8.9 5.6 0.7 5.5 0.0 0.0
Skilled agricultural, forestry, and
. 8.1 0.0 0.0 0.0 0.0 2.4
fishery workers
Craft and related trades workers 5.3 4.0 0.0 2.0 15.0 2.2
Plant and machine operators, and

1.0 18.5 61.5 3.6 28.0 4.6

assemblers
Elementary occupations 2.9 12.5 1.1 8.0 17.5 1.8

Note: Vacancy density represents the number of vacancies as a proportion of all employees in each major occupation and sector.
Source: NEA Employer Skills Needs Survey 2012.

Share of vacancies, by major occupation types and s ector

) Garment s,
) ) Finance and Food and Rubber and
Major occupations Accom. Constr. ) apparel, and .
insurance beverages plastics
footwear

Total (absolute value) 605 331 365 374 15556 217
Managers 0.3 15 1.6 0.5 0.0 0.0
Professionals 0.7 18.7 13.7 6.7 0.3 18
Technicians and associated

) 6.8 4.8 29.3 6.4 0.1 2.3
professionals
Clerical support workers 12.9 0.3 47.9 4.8 9.0 0.9
Service and sales workers 67.1 21 25 7.2 0.0 0.0
Skilled agricultural, forestry, and
) 12 0.0 0.0 0.0 0.0 46.1
fishery workers
Craft and related trades workers 17 9.1 0.0 3.7 24.1 2.8
Plant and machine operators, and

0.2 6.6 22 438 13 11.1

assemblers
Elementary occupations 9.3 56.8 2.7 65.8 65.2 35.0

Source: NEA Employer Skills Needs Survey 2012.
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Appendix E

Incidence and share of hard-to-fill vacancies in 20 12, by workforce size, sector, type of business ent ity,
ownership, type of market, and commercial registrat ion

Eﬁ?{g“;h ;2 ;esntts No. o_f Establishments with a hi?i?;_%f”
one vacancy vacancies hard-to-fill vacancy vacancies

Abs. value Abs. value Abs. value  [Percentage Percent age
Total 292 17 448 212 72.6 75.1
Workforce Size
10-19 51 303 40 78.4 88
20-99 128 1638 76 59.4 72
100+ 113 15 507 96 85.0 75
Sector
Accommodation 51 605 42 82.4 67
Construction 35 331 24 68.6 67
Finance and insurance 60 365 22 36.7 26
Food and beverages 41 374 30 73.2 76
Garments, apparel, and footwear 87 15 556 79 90.8 77
Rubber and plastics 18 217 15 83.3 92
Type of business entity
Individual proprietorship 126 5116 101 80.2 80
General partnership 24 665 19 79.2 17
Limited partnership 60 7671 35 58.3 87
Private limited company 57 3750 48 84.2 57
Public limited company 17 201 5 294 35
Others 8 45 4 50.0 56
Ownership
Cambodian 192 4231 134 69.8 56
Foreign 100 13 217 78 78.0 81
Type of market
Local 63 1567 49 77.8 61
National 160 2 256 102 63.8 78
International 69 13 625 61 88.4 76
Commercial registration
Registered 273 17220 195 71.4 75
Not registered 19 228 17 89.5 95

Note: Number of vacancies covered only the top five major-occupation vacancies reported by employers at the time of interview. Share
of hard-to-fill vacancies is based on the total top five major occupations reported by employers and shows the percentage of vacancies
that are hard to fill.

Source: NEA Employer Skills Needs Survey 2012.
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Appendix F

Causes of hard-to-fill vacancies, percentages by wo  rkforce size, sector, type of business entity, owne rship, type
of market, and commercial registration
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2 |Rf5|25|28|S¢2| 38| 3 |S8|S88|25| 8| | x| O
Total 340 41 27 26 34 19 26 33 14 6 6 11 11 14
Workforce size
Less than 20 57 39 44 39 33 19 | 18 | 33| 26 2| 12 7 5| 14
From 20 to 99 121 28 26 21 42 21| 20| 36 | 10 8 3| 13 6 | 19
More than 99 162 52 21 25 28 18| 33| 30| 13 6 71 12| 17| 10
Sector
Accommodation 83 41 28 29 27 25| 30| 30| 12| 16| 16| 11 4 | 18
Construction 42 29 26 29 52 21| 12| 62| 33 0 0 7 5| 12
Finance and insurance 44 23 7 14 57 18 5| 48 | 32 5 2 0O 11| 12
Food and beverages 44 39 34 36 34 34 | 23| 16 7 2 O 11| 14| 12
Garments, apparel, and footwear 110 53 31 19 25 10 | 39 | 23 6 4 6| 19| 15| 12
Rubber and plastics 17 59 29 a7 24 12 | 12 | 47 0 0 6 6| 29| 29
Type of business entity
Individual proprietorship 160 39 29 30 29 19 | 32| 26 | 16 5 6| 14 4 | 10
General partnership 30 27 27 20 27 17 | 27 | 37 7 3 3 0 0| 20
Limited partnership 50 54 26 26 38 14 | 26 | 30 | 18 6| 10| 14| 22| 16
Private limited company 80 45 25 21 36 28 | 16 | 48 8 8 6| 10| 14 | 21
Public company 13 38 15 15 69 15| 15| 38 8| 15| 15 8| 38 0
Others 7 29 29 14 57 0 0| 14| 71 0 0| 14| 57| 14
Ownership
Cambodian 219 34 29 26 34 21| 26| 31| 15 7 71 11 8| 15
Foreign 121 55 22 25 33 17 | 24| 37| 13 4 5| 13 | 17 | 13
Type of market
Local 81 28 27 30 19 17| 32| 20 6 4 5| 14 2 9
National 171 36 29 26 44 25| 21| 39| 20 9 5| 11 | 11 | 17
International 88 65 22 22 27 11| 28 | 33| 10 2| 11| 11| 20| 14
Commercial registration
Registered 319 41 25 27 34 21| 25| 34| 15 6 5| 11| 12| 14
Not registered 21 43 52 10 24 0| 33| 10 0 0| 24| 24 51| 19

Note: The percentages are based on all hard-to-fill vacancies reported by 212 establishments with hard-to-fill-vacancies. The
percentages refer to the proportion of hard-to-fill vacancies caused by factors reported by employers. Some percentages are given as
more than 100 because of multiple answers.

Source: NEA Employer Skills Needs Survey 2012.
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Appendix G

Skills that needed to be improved for employees una  ble to perform their jobs at the required level, pe  rcentages
by sector
) Garment s, Rubber
Finance Food and

) ) . Total Accom. Constr. . apparel, and and

Skills that need improving and ins. bev. )
footwear plastics

Literacy 12 10 9 20 12 21
Numeracy 6 2 12 10 4
IT literacy/using IT 10 11 17 8
Advanced IT application/development 4 1 15 6 0
Oral communication 24 32 6 49 13 11 8
Written communication 7 6 0 10 0 13 4
Public speaking/
) . o 18 23 6 23 6 25 8
instructing/training
Customer handling 18 20 6 46 10 3 8
Team-working 20 14 34 12 25 20 33
Taking initiative 16 11 21 9 17 26 4
Knowledge of a foreign language 21 a7 9 13 3 20 4
Solving complex tasks/problems 10 7 19 9 14 11 0
Planning and organizing 8 6 17 12 7 7 0
Management responsibilities/

) 6 2 13 5 4 10 8
taking a lead
Adapting to new equipment / materials 13 15 13 6 18 13
Learning new ideas, methods, concepts 4 4 4 4 4 5 4
Manual dexterity 21 12 30 1 31 33 38
Clerical/administrative tasks 5 9 3 1 10
Pro-environmental tasks 3 3 0 4 10 0
Other job-specific tasks 24 21 30 27 23 23 29

Note: Percentages are based on the skills gap in each occupation. Table shows the proportion of the skills gap caused by a lack of each

skill in each sector.

Source: NEA Employer Skills Needs Survey 2012.
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Appendix H

A projection of population in training age, by main age groups (in thousands) 2010-2035

2010 2015 2020 2025 2030 2035 2010-35

Abs. Abs. Abs. Abs. Abs. Abs. Abs. Percent
Primary (6-11) 1788 1751 1696 1600 1473 1346 -442 -24.7
Low-sec.(12-14) 939 866 876 831 782 712 -227 -24.2
Compulsory 2727 2617 2572 2431 2255 2059 -669 -24.5
Upper-sec. (15-17) 1033 913 851 868 827 779 -253 -24.5
University (18-24) 2119 2,204 2023 1960 1,988 1891 -228 -10.8
Total 5879 5734 5 446 5259 5070 4729 1150 -19.6

Source: M. Bruni, Heangtharith, 2013. (Forthcoming).

General education stream, gross enrolment rate and total enrolment, by level (in thousands) 2010-2035

2010 2015 2020 2025 2030 2035 2010-2035
Gross enrolment rates
Primary (6-11) 122.5 117.5 112.5 107.5 102.5 975 -25.0
Low-sec. (12-14) 59.7 62.2 64.7 67.2 69.7 72.2 12.5
Compulsory 100.9 99.2 96.2 93.7 911 88.8 -12.1
Upper-sec. (15-17) 32.4 35.0 375 40.0 425 45.0 12.6
Total 525 50.9 51.3 49.9 47.5 46.1 -6.4
Total enrolment

Primary (6-11) 2191 2057 1909 1720 1,510 1,313 -878
Low-sec. (12-14) 561 539 567 559 545 514 -46
Compulsory 2752 2596 2476 2278 2 055 1827 -925
Upper-sec. (15-17) 335 319 319 347 352 351 16
Total 3087 2916 2795 2625 2407 2178 -909

Source: M. Bruni, Heangtharith, 2013. (Forthcoming).
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APPENDIX I:
Employer Skills Needs Survey 2012

Good morning/afternoon. My name is.............cooeeveevennnnn. | arorh the National Employment Agency of the Office of
the Council of Ministers. We are conducting a surie identify skills and training needs. The infation collected is
strictly confidential and will be used only for tséical purposes. We would appreciate if you wadddlicate some of your
time to answer all the following questions.

Ordinal Number of Questionnaire:

Interview Record

Interviewer’s name:
Date of interview:
Time started: Time completed:

Quality Control by team leader
Survey team leader’s name: Date:

Remarks:

Quality Control by technical team
Name: Time: signature:
Remarks:

Data Entry Record

Name of data encoder: Date:
Remarks:

Records on data cleaning and entry

Name of data cleaning person: Date:
Remarks:
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Questionnaires

Section A —Firmographics

1.Name of the company:

2. Address of the company:

Address of the company (if different):

3. Name of contact person: Position of contacsqer
4. Contact person (Tel. no.) :

5. Office Tel. no.:

6. Contact person (email):

7. Name of the interviewee (if different from contperson):

8. Position of the interviewee (if different from d¢ant person):

9. Interviewee phone no.: Interviewee’s office he.:

A.2. When did your company start business? Month: |__|__|Year:|_|_ | | |

A.3. Has your company been registered at the Minisg of Commerce or at theProvincial Department of
Commerce? 1- Registered 2- Not registered

A.4. The company is a/an: Individual proprietorship 1

General partnership 2

Limited partnership 3

Private limited company 4

Public limited company 5

Subsidiary of a foreign company 6

Branch of a foreign company 7

Commercial representative office of a foreign conypa 8

Cooperative 9

State owned organization 10

Non-Governmental Organization 11

Others 12
A.5. The company is owned by 1-Cambodian 2- Foreigner (Please specify natitynali )

A.6. Could you please briefly describe the main birgess activity of the company, and indicate your nia products or
services, and your customers
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CodelSIC|_|_|_ | |

A.7. Are your products or services sold primarily b:
1-Locally, within an individual town or local area
2- Nationally
3-Outside Cambodia

Section B — Structure of Workforce

B.1. How many people are currently working for thecompany, including yourself?

B.2. Could you please indicate how many employees of yotcompany work in each of the following occupations
and their ranges of wag€l n case of more than one occupation, choose the main onei.e. the one that takes up the
greatest proportion of time):

Number of people Range of
Occupation categories (PleasewriteOif wage (USD
not applicable) per month)

Managers

(This category includes chief executives; genemdl @orporate managers; managing
director; administrative, finance, production, sieer and sale manager; and regiong
and branch manager who plan, direct and coordirthtepolicies and activities of
business and other organizati

Professionals

(Professionals increase the existing of knowledpgply scientific or artistic concepts
and theories, or teach in a systematic manner. Mostipations in this category- such
as engineers, lawyers, economists, computing miofeals, teachers and health
professionals- require skills at graduate and poetigiate education)

Technicians and associaterofessional

(This category performs mostly technical and relatesks connect with research and
application of scientific, artistic, or operationaiethods. These occupations, which
typically require skills at upper secondary or tary education, include industrial robo
controllers, photographers and medical assistants)

Clerical support workers
(This category performs clerical duties with asatei with money-handling operations
travel arrangements, requests for information andagement. Most of these jobs, such
as secretaries, cashiers, or transport clerks, negiskills at least lower secondary
educations)

Service and sale workers

(This category provides personal services relatetiavel, housekeeping, catering,
personal care, or protection, or they demonstratd aell goods. Most occupations
require skills at least lower secondary education)

Skilled agricultural, forestry, and fishery workers

(This group includes occupations that require skall least secondary education or
equivalent critical skills and knowledge such agpogrowers, gardeners and dairy andg
livestock producer:

Craft and related trades workers

(This group applies their skills in the fields ahing and construction, making or
repairing machinery, printing, processed food, itegt or articles including handicrafts
goods which involve the performance of complexipalyguties that normally involve
initiative, manual dexterity and other practicallisk Most of these occupations, such as
builders, bricklayers, plumbers, or electronic meaics require a substantial period of|
training)
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Plant and machine operators, and assemblers

(This group operates and monitors industrial and@gtural machinery and
equipment, drives and operates motor vehicles astallenmachinery, or assembles
products. Most occupations have not a particulandard of education but will usually|
have formal experience related traini

Elementary occupations
(This group consists of simple and routine tasks einly require the use of hand togls
plus physical effort. Most occupations in this grpsuch as cleaners, building

caretakers, doorkeepers or labourers do not regfdgrenal education qualification).

B.3. Could you please indicate the number of emplegs in each occupation at each of the following dest(empl oyees
with more than one occupation should be classified in the main one, and write O for occupation not applicablein your
company):

31/12/2010 31/12/2011 30/11/2012
Occupation

Total Female Total Female Total Female

Managers

Professionals

Associate professionals

Service and sale workers

Clerical support workers

Skilled agricultural, forestry and fishery
workers

Craft and related trades workers

n

Plant and machine operators and assemble

Elementary occupations

Total

Section C — Recruitment / Recruitment Difficulties

C.1.Inthe last 3 years, has your company filledrey vacant full-time or part-time positions?

Yes 1 Goto C.2
No 2 Goto C.7

C.2. Could you please indicate the occupations (up a maximum of five) in which your company has hied the
highest number of people and the total number of pple in the following periodgin the case of people having been
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hired for more than one occupation, please choesertain one)

Approximate number of workforces hired

Occupation 01/01/2010 to 01/01/2011 to 01/01/2012 to
(List up to five occupations ) 31/12/2010 31/12/2011 30/11/2012
Total Female Total Female Total Female
1.
2.
3.
4,
5.
6. Total workforces hired

C.3. In the last 3 years has your company hired anfyrst jobseekers that were leaving secondary schihdechnical
and vocational schools; or university?

Yes 1 Goto C4
No 2 Goto C.7
C.4.Have any of these been.
Yes No
First jobseekers coming from secondary school 1 2
First jobseekers coming from technical and vocatisohool 1 2
First jobseekers coming from university or otheyhlair 1 5
education institution
FOR EACH YESANSWERIN C4,GOTOC.5
C.5. How well did they prepare for work for each céegory?
Very well Well Prepared Poorly very poorly
prepared | prepared prepared prepared
Firs jobseekers coming from secondary school 1 2 3 4 5
Firs Jc_)bseekers coming from technical and 1 5 3 4 5
vocational school
1 2 3 4 5

Firs jobseekers coming from University or
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other Higher Education institution

IF THE PREPARATION FOR WORK OF THE NEWLY HIRED WAS EVALUATED 4 OR 5, GOTO

C.6.

C.6. In which of the following areas was the prepation of the newly hired was lackingyou can select all relevant

fields for each group)

Firs jobseekers Firs jobseekers Firs jobseekers coming
coming from coming from technical from University or other
secondary school| and vocational schoo Higher Education
institution
Lack required skills or competencies (e.qg.
technical or job specific skills, IT skills, 1 1 1
problem solving skills, team working
skills)
Literacy/numeracy skills 2 2 2
Poor education 3 3 3
Lack of common sense 4 4 4
Poor attitude / personality or lack of
motivation (e.g. poor work ethic, 5 5 5
punctuality, appearance, manners)
Lack of working world / life experience or 6 6 6
maturity (including general knowledge)
Othe_r (Please 7 7 -
specify )

C.7. In the last 3 years, has your employees exitgdur company? (Full-time or part-time positions)

Goto C.8
GotoC.9

Yes 1
No 2

C.8. Could you please indicate the occupations (up a maximum of five) that have registered the higbst number of
exits and the total number of exitsin the following periods

Approximate number of workforces exited

Occupation 01/01/2010 to 01/01/2011 to 01/01/2012 to
(List up to five occupations ) 31/12/2010 31/12/2011 30/11/2012
Total Female Total Female Total Female
1.
2.
3.
4,
5.
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6. Total workforces exited

C.9. In this moment do you have vacancies?

Yes (Number of vacancies ) 1| Goto C.10
No 2 GotoD.1

C.10. Could you please tell us in which occupationdo you have the most vacanciefplease list up to five
occupations)

Occupation Approximate number of
vacancies

Occupation 1:

Occupation 2:

Occupation 3:

Occupation 4

Occupation 5:

C.11. Are any of these vacancies proving hard tollf?

Yes 1 Goto C.12
No 2 GotoD.1

C.12.Could you please indicate how many vacancies aregring hard-to-fill? (Up to five occupations)

Approximate number of hard-to-

Occupation ) .
fill vacancies

Occupation 1:

Occupation 2:

Occupation 3:

Occupation 4

Occupation 5:

C.13. For each of the previous occupations, couldy please indicate the reasons why they are hard fdl? (You
can select all relevant reasons for each occupation

Reasons Occupations with hard-to-fill vacancies
Occ 1l Occ 2 Occ 3 Occ 4 Occ 5
Too much competition from other employers 1 1 1 1 1
Not enqugh people interested in doing this > 2 > 2 2
type of job
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Poor terms and conditions (e.g. pay) offered 3 3 3 3 3
for post

Low number of applicants with the required skill$ 4 4 4 4 4
Low number of applicants with the required 5 5 5 5 5
attitude, motivation or personality

Low number of applicants generally 6 6 6 6 6
Lack of work experience the company demands 7 7 7 7 7
Lack of qualifications the company demands 8 8 8 8 8
Poor career progression / lack of prospects 9 9 9 9 9
Job entails shift work / unsociable hours 10 10 10 10 10
Seasonal work 11 11 11 11 11
Remote location / poor public transport 12 12 12 12 12
Others 13 13 13 13 13

IF ANSWERS TO C.13 ARE OR 4 OR/AND 7 OR/AND 8 GO TO C.14; OTHERWISE GO TO C15

C.14. Could you please indicate which of the followg skills were lackingFor each occupation you can select all the
skills you think were lacking)

Occupations with hard-to-fill vacancies

Occ 1 Occ 2 Occ 3 Occ 4 Occ §
Basic computer literacy / using IT 1 1 1 1 1
Advanced IT or software skills 2 2 2 2 2
Oral communication skills 3 3 3 3 3
Written communication skills 4 4 4 4 4
Customer handing skills 5 5 5 5 5
Team working skills 6 6 6 6 6
Foreign language skills 7 7 7 7 7
Problem solving skills 8 8 8 8 8
Planning and organization skills 9 9 9 9 9
Strategic Management skills 10 10 10 10 1(
Numeracy skills 11 11 11 11 11
Literacy skills 12 12 12 12 12
Office admin skills 13 13 13 13 13
Technical or practical skills 14 14 14 14 14
Job specific skills 15 15 15 15 15
Any other skills 16 16 16 16 16

C.15. Are hard-to-fill vacancies causing this estdishment to... (You can select all relevant answers)

Effects on business

Lose business or orders to competitors 1
Delay developing new products or services 2
Have difficulties meeting quality standards 3
Experience increased operating costs 4
5
6
7

Have difficulties introducing new working practices
Increase workload for other staff
Outsource work

Withdraw from offering certain products or serviedtegether 8
Have difficulties meeting customer services objedi 9
Have difficulties introducing technological change 10
None 11
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C.16. What, if anything, is your company doing to wercome the difficulties that you are having findirg candidates
to fill these hard-to-fill vacanciesTYou can select all relevant answers)

Increasing salaries 1
Increasing the training given to your existing worke 2
Redefining existing jobs 3
Increasing advertising / recruitment spend 4
Increasing / expanding trainee programs 5
Using NEW recruitment methods or channels 6
Recruiting workers who are non-Cambodian nationals 7
Bringing in contractors to do the work, or contiagtit out 8
Being prepared to offer training to less well dfirdi recruits 9
Other 10
Nothing 11

Section D — Future Hiring

D.1. Do you think the number of people working in gur company will increase in the next 12 months?

Yes (How many? ) 1 | GotoD.2
No 2 Goto E.1

D.2. Could you please indicate the occupations @fy) that will register the highest increase in th@umber of job
positions in the next 12 month@lease indicate up to five occupations).

Occupation Number of additional job positions in tre next 12 months

Section E -Skills Gaps and Workforce Training

E.1. For each occupation, do you have problem reletl to your employees who do not perform jobs at the
required level?

Yes 1 Goto E.2
No 2 Goto E.5

E.2. Could you please indicate in which occupatiortiie problem is more severe andpproximate proportion
of people do not perform jobs at the required levél(List up to 5 occupations in order of severitytod problem)
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Approximate proportion of people do not perform jobs at the
. required level
Oceupations [100%- [80%- : [60%- [40%- .

80%6] 60%6] 40%] 200 | [20%-0%I
1 2 3 4 5
2: 1 2 3 4 5
3: 1 2 3 4 5
4. 1 2 3 4 5
5: 1 2 3 4 5

E.3. Which of the following factors cause your emplyees not being able to do their jobs to the requédevelYou
can select all relevant answers)

The development of new products and services 1
The introduction of new working practices 2
The introduction of new technology 3
They are new to the role 4
They have not received the appropriate training 5
Their training is currently only partially complete 6
They have been on training but their performancenod improved sufficiently 7
Unable to recruit staff with the required skills 8
Problems retaining staff 9
Staff lack motivation 10
Others 11
No particular cause 12

E.4. Among your employees who are not able to dodhr jobs at the required level, which, if any, of he following
skills need to be improved®Select up to five skills for each occupation)

Skills Occupations

Occl| Occ2| Occ3d Occ4 Occh
Literacy 1 1 1 1 1
Numeracy 2 2 2 2 2
IT literacy / using IT 3 3 3 3 3
Advanced IT application / development 4 4 4 4 4
Oral communication 5 5 5 5 5
Written communication 6 6 6 6 6
Public speaking /instructing / training 7 7 7 7 7
Customer handling 8 8 8 8 8
Team working 9 9 9 9 9
Taking initiative 10 10 10 10 10
Knowledge of a foreign language 11 11 11 11 1
Solving complex tasks / problems 12 12 1p 12 12
Planning and organizing 13 13 13 13 13
Management responsibilities /taking a lead 14 14 4 1 14 14
Adapting to new equipment / materials 1% 15 15 15 5 1
Learning new ideas, methods, concepts 16 16 16 16 6 |1
Manual dexterity 17 17 17 17 17
Clerical / administrative tasks 18 18 1§ 18 1B
Pro-environmental tasks (e.g. resource efficiesaying
energy or water, limiting pollution/waste, recygjjrrestoring 19 19 19 19 19
environmental quality etc
Other jol-specific tasks( 2C 20 20 20 20
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E.5. Last year, did your employees patrticipate iny external or internal training courses, completey or
partially financed by the company?

Yes 1 Goto E.6
No 2 Goto E.7

E.6. In which areas did your company finance the tining?

Training fields

Induction training

Occupational health and safety
Literacy / numeracy

Foreign language

IT training

Management and administration (including humanuesomanagement and quality management) 6
Training in new technology / new product or service
Environmental protection

Accounting and finance

Any other types? (Specify )

QB IWIN(F-

O~

=
o

E.7. Did your company experience difficulties in aganizing the courses or in finding the trainers?

Yes 1 Go to E.8
No 2 Goto E.11

E.8. What were the main reasons of the difficultie3

Reasons Select all thatapply
No or poor information on courses/ trair 1 Goto E.1]
No or lackcourses / trainers availe 2 Goto E.9
Low quality of courses on offer / low quality o&iners 3 Goto E.10
Others 4 Goto E.11

E.9. In which fields of training did your company eperience shortages of courses/trainergPlease list up to five
fields in order of severity of shortages)

Field of training
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E.10. In which fields of training did your companyexperience low quality of course/trainers on offer®Please list
up to five fields)

Field of training

E.11. Has your company used any of the following rtigods to help the next generation of workers prepa for
career? Select all that apply

Employ interns from high schools 1
Employ interns from technical and vocational schfmnters 2
Employ interns from universities 3
Allow employees to mentor high school/technical &adational school/university on company time al

Encourage employees to mentor high school/techaiwéivocational school/university on their own 5
time

Other (Specify ) 6

Section F— Company's Business strategy

F.1. Does your company plan to introduce new produs, services, technologies or expand/switch to nemarkets?

1- Yes 2-No (End interview here)

F.2. Linked to these plans, does your company plan apply any of the following measures to addressewly
emerging tasksBelect all that apply

Training of available staff

Internal re-organization to better use availabddf stnd competences

Recruitment of new staff

Other measures (Specify )

AW NP

Thank you very much for taking your time to ansallghe questions!
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Appendix J

ISIC codes covered by the survey

Code Description

Manufacturing

10 Manufacture of food products

1010 Processing and preserving of meat

1020 Processing and preserving of fish, crustaceans, and molluscs
1030 Processing and preserving of fruit and vegetables

1040 Manufacture of vegetable and animal oils and fats

1050 Manufacture of dairy products

1061 Manufacture of grain mill products

1062 Manufacture of starches and starch products

1071 Manufacture of bakery products

1072 Manufacture of sugar

1073 Manufacture of cocoa, chocolate, and sugar confectionery
1074 Manufacture of macaroni, noodles, couscous, and similar farinaceous products
1079 Manufacture of other food products (not elsewhere indicated).
1080 Manufacture of prepared animal feeds

11 Manufacture of beverages

1101 Distilling, rectifying, and blending of spirits

1102 Manufacture of wines

1103 Manufacture of malt liquors and malt

1104 Manufacture of soft drinks; production of mineral waters and other bottled waters
13 Manufacture of textiles

1311 Preparation and spinning of textile fibres

1312 Weaving of textiles

1313 Finishing of textiles

1391 Manufacture of knitted and crocheted fabrics

1392 Manufacture of made-up textile articles, except apparel

1393 Manufacture of carpets and rugs

1394 Manufacture of cordage, rope, twine, and netting

1399 Manufacture of other textiles (not elsewhere indicated).

14 Manufacture of wearing apparel

1410 Manufacture of wearing apparel, except fur apparel

1420 Manufacture of articles of fur

1430 Manufacture of knitted and crocheted apparel
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15 Manufacture of leather and related products

1511 Tanning and dressing of leather; dressing and dyeing of fur

1512 Manufacture of luggage, handbags, and the like; saddlery and harnesses
1520 Manufacture of footwear

20 Manufacture of chemicals and chemical products

2011 Manufacture of basic chemicals

2012 Manufacture of fertilizers and nitrogen compounds

2013 Manufacture of plastics and synthetic rubber in primary forms

2021 Manufacture of pesticides and other agrochemical products

2022 Manufacture of paints, varnishes and similar coatings, printing ink, and mastics

2023 Manufacture of soap and detergents, cleaning and polishing preparations, perfumes and toilet
preparations
2029 Manufacture of other chemical products (not elsewhere indicated).

2030 Manufacture of man-made fibres

22 Manufacture of rubber and plastic products

2211 Manufacture of rubber tyres and tubes; retreading and rebuilding of rubber tyres
2219 Manufacture of other rubber products

2220 Manufacture of plastic products

Construction

41 Construction of buildings

4100 Construction of buildings

42 Civil engineering

4210 Construction of roads and railways

4220 Construction of utility projects

429 Construction of other civil engineering projects
4290 Construction of other civil engineering projects
43 Specialized construction activities

4311 Demolition

4312 Site preparation

4321 Electrical installation

4322 Plumbing, heat, and air-conditioning installation
4329 Other construction installation

4330 Building completion and finishing

4390 Other specialized construction activities

Accommod ation

55 Accommodation
5510 Short-term accommodation activities
5520 Camping grounds, recreational vehicle parks, and trailer parks
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5590

Other accommodation

Financial and insurance activities

64

6411
6419
6420
6430
6491
6492
6499

65

6511
6512
6520
6530
66

6611
6612
6619
6621
6622
6629
6630

Financial service activities, except insurance and pension funding
Central banking

Other monetary intermediation

Activities of holding companies

Trusts, funds, and similar financial entities

Financial leasing

Other credit granting

Other financial service activities, except insurance and pension funding activities (not elsewhere
indicated).
Insurance, reinsurance , and pension funding, except compulsory social secur ity

Life insurance

Non-life insurance

Reinsurance

Pension funding

Activities auxiliary to financial service s and insurance activities
Administration of financial markets

Security and commodity contracts brokerage

Other activities auxiliary to financial service activities

Risk and damage evaluation

Activities of insurance agents and brokers

Other activities auxiliary to insurance and pension funding

Fund management activities
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Skills shortages and skills gaps in the Cambodian labour market:
Evidence from the employer skills needs survey

In 2012 the National Employment Agency of the National Training Board in
Cambodia conducted an Employer Skills Needs Survey. The survey
covered more than 500 establishments in six sectors: accommodation;
construction; finance and insurance; food and beverages; garments,
apparel, and footwear; and rubber and plastics. Such a data-collection
effort was the first of its kind in terms of scope and content in Cambodia.
The paper finds the existence of skills shortages, as well as vacancies that
are hard to fill. The underlying reasons for these hard-to-fill vacancies stem
from jobseekers being insufficiently skiled or experienced, and from
competition in recruitment from other enterprises. At the same time,
establishments reported underperformance by the current workforce as
being attributable to a lack of motivation, unfamiliarity with the job at
hand, and insufficient training. The paper considers realistic short-terms
measures that need to be put in place to support workforce and
enterprise development, as well as long-term measures that would enable
Cambodia to upgrade and diversify its production base.
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