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6$%(5�:I'�LV�EDVHG�RQ�DQ�DQDO\WLFDO�IUDPHZRUN�WKDW�LGHQWLĆHV�
three functional dimensions of WfD policies and institutions. 
Each dimension is in turn composed of three Policy Goals that 
correspond to important functional aspects of WfD systems.

The SABER analytical framework
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dūȝчɯƲţƐƲƄǪч ч
ŀƲţчǟƼƧƐŜȝчƐưǟƧƐŜŀǷƐƼƲǪ
The Government of Indonesia (GoI) recognizes the importance of focusing on 
the job skills of its citizens to achieve the country’s development objectives. 

Indonesia has been an independent nation for only 70 
years, yet it has already reached middle-income status 
and aims to reach high-income status by 2045. While high 
levels of economic growth have facilitated impressive de-
velopment, key gaps have emerged in human capital. To 
address these gaps, the government is shifting its efforts 
toward developing and harnessing the level of human 
capital and skills Indonesians will need to become more 
competitive in a fast-changing world. 

To help the GoI tackle its current skills challenges, the 
World Bank carried out a comprehensive diagnostic 
of the country’s workforce-development system. The 
GoI is currently preparing a technical and vocational 
education and training (TVET) long-term strategy and, 
through BAPPENAS, had requested that the World 
Bank carry out an assessment of the current state of the 
Indonesian system to inform this strategy. The diagnos-
tic uses the System Assessment for Better Education 
Results (SABER) tool developed by the World Bank, 
ZKLFK� IRFXVHV� RQ� WKH� DUHDV� RI� JRYHUQDQFH�� ĆQDQFLQJ��
information, quality assurance, access, and relevance to 
business. Implemented in more than 30 countries, the 
SABER-Workforce Development (SABER-WfD) gauge 
brings international standards to inform Indonesia’s cur-
rent practices and catalyze policy discussions on how to 
improve its WfD system. 

The SABER-WfD tool is based on an analytical frame-
ZRUN�WKDW�LGHQWLĆHV�WKUHH�IXQFWLRQDO�GLPHQVLRQV�RI�:I'�
policies and institutions: strategic framework, system 
oversight, and service delivery. Taken together, these 
three dimensions allow for a systematic analysis of the 
IXQFWLRQLQJ�RI�D�:I'�V\VWHP��7KH�ĆUVW�GLPHQVLRQ�FRYHUV�
the existence of a strategic framework, which refers to 
high-level advocacy, partnership, and coordination across 
sectors to align WfD to national development priorities. 
The second dimension covers the oversight of the WfD 
system and the arrangements for funding, quality assur-
ance, and learning pathways that shape the incentives 
and information signals affecting the choices of individ-
uals, employers, training providers, and other stakehold-
ers. The third dimension looks at the delivery of training 
services, particularly the organization and management 
of state and nonstate training provision that enables indi-
viduals to acquire market- and job-relevant skills.

The results summarized below provide a baseline for 
understanding the current status of the WfD system 
in Indonesia, as well as a basis for discussing how best 
to strengthen it for the coming years. The assessment 
covers the state of the Indonesian system up to Sep-
tember 2019, and it highlights the recent reforms 
that may indicate developments. Because data collec-
tion was carried out in 2019, any developments post-
COVID-19 are not included in the assessment.

Overview of the SABER-WfD results
2YHUDOO��,QGRQHVLDèV�:I'�V\VWHP�LV�FKDUDFWHUL]HG�E\�D�VLJQLĆFDQW�QXPEHU�
of initiatives, however, both the limited coordination among them and 
incomplete feedback mechanisms impact their effectiveness.

Advanced WfD systems have institutionalized process-
es and practices for reaching agreement on priorities, 
for collaboration and coordination, and for generat-
ing routine feedback that sustains continuous innova-
tion and improvement. By contrast, weak systems are 
characterized by fragmentation, duplication of efforts, 
and limited learning from experience. Based on the SA-

BER-WfD, Indonesia’s WfD system is at an emerging 
level of development in the three policy dimensions of 
the assessment.  This suggests that some good practic-
es are in place, but the system has not yet reached an 
established (systemic good practices) or advanced lev-
el (systemic good practices meeting global standards).



1.9 2.1 2.2

Closing the Gap between Workforce Development and Labor Markets

xii

System oversight 
The policies and practices related 
to system oversight in Indonesia 
have multiple strengths, 
which are counterbalanced by 
gaps in three main areas. 

The score for the system oversight 
GLPHQVLRQ�UHćHFWV��L��WKH�H[LVWHQFH�RI�D�
QDWLRQDO�TXDOLĆFDWLRQV�IUDPHZRUN�WKDW�
covers several occupations and a wide 
range of skill levels, (ii) the development 
of competency standards as well as of a 
WHVWLQJ�DQG�FHUWLĆFDWLRQ�V\VWHP��DQG��LLL��
the availability of multiple learning path-
ways for those who pursue TVET, starting 
at the upper-secondary level. Progress 
in these areas is still needed to meet the 
country’s ambitions, and the reforms 
undertaken in previous years suggest 
that the system is on the right track. The 
DVVHVVPHQW�LGHQWLĆHV�WKUHH�PDLQ�DUHDV�WKDW�
ZRXOG�EHQHĆW�IURP�UHIRUPV��7KH�ĆUVW�DUHD�
is related to funding: although there are 
established processes to allocate funding 
for initial vocational education and training, 
ĆQDQFLDO�VXSSRUW�IRU�FRQWLQXLQJ�YRFDWLRQDO�
education and training has traditionally 
been limited and unstable. The second is 
related to monitoring the funding: for-
mal reviews of the impact of funding on 
EHQHĆFLDULHVè�ODERU�PDUNHW�SHUIRUPDQFH�
is uncommon. The third area concerns the 
fragmentation of the system—especially 
for accrediting training institutions—which 
has resulted in numerous private training 
providers with challenges in quality control.

Figure 1

Indonesia’s WfD system scores  
at the emerging level of development

Strategic framework
Indonesia scores lowest in the 
strategic framework dimension, 
ZKLFK�UHúHFWV�GLIùFXOWLHV�
in coordination among key 
stakeholders and challenges in 
fostering a demand-led approach.

Although there is a remarkable commit-
ment by government leaders at all levels 
to develop a strong WfD system, there is 
limited agreement on the medium- and 
long-term vision for the system. Dispa-
rate information about which economic 
sectors to prioritize, and recurrent 
overlaps in mandates, have led to the du-
SOLFDWLRQ�RI�HIIRUWV�DQG�LQHIĆFLHQFLHV�LQ�
many areas that are crucial to ensure the 
quality and relevance of training. Mech-
anisms to align the national WfD agenda 
to employers’ skills demand would help 
them address skills shortages in their 
workforces. Most efforts to improve the 
Indonesian WfD system appear to be 
focused on initial TVET and less on con-
tinuing TVET, an equally important area 
to build and maintain a skilled workforce. 

Service delivery
Indonesia’s WfD system 
scores highest at the service 
delivery dimension.  

7KLV�LV�D�UHćHFWLRQ�RI�D�GLYHUVH�WUDLQLQJ�
market, important efforts to promote 
links between training institutions and 
employers, and an established practice 
of collecting data from public training 
institutions and using it to assess their 
performance. However, some exist-
ing barriers prevent the system from 
scoring at a higher level. These include: 
(i) an emphasis on enrollment targets 
and physical facilities for public provid-
ers, rather than on quality of training 
DQG�WKH�QXPEHU�RI�JUDGXDWHV�ZKR�ĆQG�
jobs; (ii) limited integration of private 
provision into the national WfD agenda; 
�LLL��GLIĆFXOWLHV�LQ�UHFUXLWLQJ�TXDOLĆHG�
administrators and instructors; and (iv) 
an abundance of administrative and 
input-based data but few applications 
to assess labor market outcomes and 
the performance of training institu-
tions and of the system as a whole.  

xiii

Photo by Fikri Rasyid  on Unsplash
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Policy 
implications
The analysis of Indonesia’s WfD 
system reveals both positive 
practices and areas for improvement. 
The following recommendations, 
based on the experiences of other 
FRXQWULHV��FRXOG�EH�FRQVLGHUHG�
E\�*R,�WR�JXLGH�LWV�UHIRUP�RI�
the national TVET system.

1
A reform of the institutional architecture 
could increase the impact of the efforts 
and investments made by the government 
to improve its WfD system.

The Indonesian WfD system enjoys the sustained attention 
of high-level policy makers, which has created a positive 
momentum and multiple efforts of government and non-
government stakeholders to increase the access, quality, 
and relevance of TVET. However, overlapping roles and 
responsibilities have resulted in duplications of labor and in 
LQHIĆFLHQFLHV��7KH�*R,�KDV�DQ�RSSRUWXQLW\�WR�LQFUHDVH�WKH�
impact of its investments in TVET by addressing the main 
cause of the fragmentation in the WfD system. Current 
efforts to develop a new TVET strategy could include 
assigning the leadership and coordination role to a specif-
ic leading entity.1 Among other responsibilities, the WfD 
leading entity should be tasked with articulating a national 
agenda for WfD that aligns with the country’s priorities for 
economic transformation and growth. This would entail 
reaching a common understanding on the priority sectors 
for the economy and producing adequate labor market 
information to identify current and future skills needs. The 
establishment of a reliable, comprehensive, and accessible 
labor market information system (LMIS) would contribute to 
this goal. The WfD leading entity should use such evidence 
to develop an agenda for the system as a whole, and to spec-
ify the roles of all WfD stakeholders, including TVET provid-
ers at all levels (formal, nonformal, public, private, etc.), and 
other relevant regulating agencies. For the national WfD 
agenda to be operational, the WfD leading entity should be 
granted supervisory power to guide all WfD stakeholders 
toward the system’s goals, to discourage redundancies, and 
to monitor progress toward the national WfD targets. 

International examples

Ireland and Finland both have explicit national strategies for 
WfD and clarity on the leadership role within the WfD system. 

Relevant examples also exist in the East Asia region: 
Singapore’s WfD system aligns its WfD program with 
its national priorities; The Republic of Korea’s WfD 
V\VWHP�SURYLGHV�XVHIXO�GHĆQLWLRQV�RI�WKH�UROHV�DQG�
responsibilities for WfD stakeholders, and how to establish 
coordination mechanisms and a world-class LMIS.

1 The leading entity could include one or a limited number of 
VSHFLĆF�:I'�VWDNHKROGHUV�

Reform 
area  

Photo by Ruben Hutabarat on Unsplash

2
The Government of Indonesia could 
consider additional avenues to foster a 
demand-driven approach to WfD.

Currently, business associations only have one formal 
engagement mechanism at the Ministry of Manpower 
(MoM). If the leading WfD entity was to engage employ-
ers in the development of a strategic vision and establish 
PHFKDQLVPV�WR�PDLQWDLQ�RSHQ�DQG�ćXLG�FRPPXQLFDWLRQ�
channels around WfD policy, the already active participa-
tion of employers would be more likely to align with the 
national WfD agenda and the national economic goals. 
To this end, the GoI could establish a Skills Development 
Council with strong private sector engagement to contrib-
ute and oversee the national WfD priorities and agenda.

 International examples

In the early 1970s, Singapore established a Tripartite 
Alliance that brought together government agencies, 
HPSOR\HUV��DQG�XQLRQV�WR�GHĆQH�:I'�SULRULWLHV�DQG�
policies. This alliance brought stability and coordination 
to the system, resulting in a common agreement on the 
centrality of WfD to national socioeconomic development. 

The German Dual System is internationally recognized as 
a good example of employers’ engagement in WfD. In the 
FRXQWU\èV�:I'�V\VWHP��HPSOR\HUV�KDYH�VSHFLĆF�UROHV�DQG�
responsibilities at different levels of government. Sectoral 
employers’ associations are responsible for coordinating 
apprenticeship placements  and remuneration. Companies are 
responsible for planning and implementing apprenticeships. 

Australia, Denmark, The United Kingdom, and Ireland 
provide additional examples of countries that engage the 
private sector in determining skills development priorities 
through either sectoral or regional councils and committees.

3
In addition to initial vocational education 
and training (IVET), Indonesia could 
also grant more attention to continuing 
vocational education and training (CVET). 

&XUUHQW�SURSRVDOV�WR�ĆQDQFH�HPSOR\HH�WUDLQLQJ�WKURXJK�
tax incentives and a skills development fund are steps in 
the right direction. And so is the recent introduction of the 
“Kartu Pra-Kerja” program that expands access to training 
for job-seekers and laid-off workers. But the GoI could 
also align CVET to the needs of the country by includ-
ing this area in the national agenda for WfD. This would 
grant more attention to CVET by major government WfD 
stakeholders and encourage employee training in private 
businesses. These efforts are necessary to equip the 
current and future workforce with the skills needed to nav-
igate modern labor markets successfully and to support 
the country’s competitiveness. In addition to incentivizing 
WKH�HPSOR\HH�WUDLQLQJ�ĆQDQFHG�E\�FRPSDQLHV��WKH�*R,�
could explore mechanisms to foster training among work-
LQJ�DGXOWV�WKDW�ZRXOG�QRW�EH�ĆQDQFHG�E\�HPSOR\HUV��7D[�
incentives and grants for individuals are just two examples.

International examples

$�IHZ�(XURSHDQ�FRXQWULHV�VXSSRUW��RU�FR�ĆQDQFH��ORDQ�
programs that allow individuals to borrow funds on favorable 
terms to cover education and training expenses. Others 
have saving schemes that incentivize individuals to set 
funds aside for training, which they can later combine with 
training subsidies and/or subsidized loans. In addition to 
ĆQDQFLDO�LQFHQWLYHV��VHYHUDO�(XURSHDQ�FRXQWULHV�KDYH�OHJDO�
instruments that promote adult education and training. They 
include training leaves and payback clauses. The evolution 
of Singapore’s funding arrangements for initial vocational 
education and training and continuing vocational education 
and training can also offer useful lessons for Indonesia. 

Reform 
area  

Reform 
area  
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4
Financial support could accelerate the 
development of competency standards and 
QDWLRQDO�TXDOLùFDWLRQ�FHUWLùFDWLRQ�VFKHPHV��

The analysis reveals that the slow progress on the de-
velopment of competency standards might have had 
an impact on their articulation with training programs 
and perpetuated the existence of parallel standards. 
Increased funding could help address that problem and 
others, as would investments in technology and data, 
as well as the involvement of the private sector. Similar-
ly, the funding increases to the Ministry of Manpower 
( MoM) as the coordinator of the Indonesian National 
4XDOLĆFDWLRQ�)UDPHZRUN��DQG�WR�WKH�1DWLRQDO�$XWKRULW\�
IRU�3URIHVVLRQDO�&HUWLĆFDWLRQ�DV�WKH�GHYHORSHU�RI�QDWLRQDO�
TXDOLĆFDWLRQ�FHUWLĆFDWLRQ�VFKHPHV��FRXOG�IDVW�WUDFN�WKH�
development of Indonesian National Working Compe-
tence Standard and the corresponding testing tools.
 

International example

Malaysia’s progress in the establishment of a National 
4XDOLĆFDWLRQ�)UDPHZRUN��FRPSHWHQF\�VWDQGDUGV��DQG�
testing can offer useful lessons. While in 2000 the country 
did not have this framework, and the less than 500 existing 
standards were fragmented between two separate agencies, 
by 2010 the framework had been established, and the 
occupational standards developed for more than 1,500 
occupations. Initiating this progress was the creation of 
the Department of Skills Development in 2006 and the 
0DOD\VLDQ�4XDOLĆFDWLRQV�$JHQF\�LQ�������DV�ZHOO�DV�WKH�
increased funding to develop standards and align training 
ZLWK�WKHP�DQG�WKH�1DWLRQDO�4XDOLĆFDWLRQ�)UDPHZRUN�

5
Current accreditation practices in Indonesia’s 
WfD system could be improved to ensure quality.

Experts argue that the criteria applied by some minis-
tries are not stringent enough and that the existence of 
multiple accreditation systems and rules is problematic. 
Aside from the duplication of labor, this may limit the 
signaling effect that accreditation should have for pro-
spective students and employers. As such, the GoI could 
FRQVLGHU�WDNLQJ�RQH�RI�VHYHUDO�DFWLRQV��ĆUVW��VWUHDPOLQLQJ�
accreditation so that it is controlled by a single agency; 
second, reviewing the accreditation standards to ensure 
that all parties (that is, training providers, prospective 
students, and employers) have a clear understanding 
of what different accreditation levels mean in terms 
of the quality of training services; and third, enforcing 
accreditation requirements across the WfD system, 
but particularly for nonformal training providers. 

International examples

Although the accreditation processes in Europe are varied, 
some common lessons on these areas could still be learned 
from European countries. A core element is that an external 
body oversees the external assessments of training institutions 
and awards or denies accreditation based on the assessment. 
7KH�DFFUHGLWDWLRQ�ERG\�GHĆQHV�WKH�FULWHULD�DQG�VWDQGDUGV�
that training providers must meet to obtain accreditation 
and offers guidelines for providers on how to prepare for 
accreditation. Self-assessments are usually a precondition 
for accreditation, which requires having an internal quality 
DVVXUDQFH�V\VWHP�WKDW�UHćHFWV�WKH�FULWHULD�DQG�VWDQGDUGV�
GHĆQHG�E\�WKH�H[WHUQDO�DFFUHGLWDWLRQ�ERG\��,Q�D�IHZ�FRXQWULHV��
including Denmark, Ireland, the Netherlands, and the United 
Kingdom, self-assessment reports are used as a starting 
point for the external evaluation. The external evaluation is 
carried out by the external body or delegated to a group of 
ĆHOG�H[SHUWV��7KH�JURXS�RI�ĆHOG�H[SHUWV�FDUU\�RXW�WKH�H[WHUQDO�
assessments and communicate their recommendations 
to the external body, which decides whether to grant the 
accreditation or not. When the accreditation is granted, the 
H[WHUQDO�ERG\�H[WHQGV�DQ�DFFUHGLWDWLRQ�FHUWLĆFDWH�WKDW�LV�YDOLG�
for a certain period. Accredited institutions have an easier 
route for renewal of their accreditation. When accreditation is 
denied, the external body issues improvement requirements 
that the institution must address before reinitiating the 
accreditation process. Some countries offer professional 
support to providers who have been denied accreditation. 

Reform 
area  

Reform 
area  6

Further efforts might be needed to promote a 
lifelong-learning approach to skills development.

The SABER assessment shows that Indonesia would ben-
HĆW�IURP�HQVXULQJ�WKDW�VWXGHQWV�IURP�QRQIRUPDO�WUDLQLQJ�
providers have access to diverse learning pathways, that 
employment services actively facilitate transitions to 
employment for a diverse group of jobseekers, and that 
the “recognition of prior learning” is mainstreamed in 
the system. As such, the GoI could consider introducing 
models that offer stacked credentials to promote lifelong 
learning. These models allow workers to earn short-term 
FUHGHQWLDOV�KLJKO\�YDOXHG�E\�WKH�ODERU�PDUNHW��UHćHFWHG�LQ�
wages) and that (i) are attractive for their short duration, 
and, (ii) can be upgraded to more advanced credentials and 
skills over time. Furthermore, strengthening the local pres-
HQFH�RI�HPSOR\PHQW�RIĆFHV�DQG�WDLORULQJ�WKHLU�VHUYLFHV�WR�
different types of job seekers would be important to en-
sure that transitions to work are actively facilitated, taking 
LQWR�DFFRXQW�WKH�VSHFLĆF�EDUULHUV�IDFHG�E\�YDULRXV�JURXSV�
 

International example

The Korean system provides models that strengthen 
policies and practices that diversify learning pathways. 
Since the 1990s, Korean students from academic schools 
were offered vocationally oriented classes either in-school 
RU�LQ�YRFDWLRQDO�VFKRROV�GXULQJ�WKHLU�ĆQDO�\HDU�RI�VHFRQGDU\�
study. By 2010, Korea had established the 2+2 system 
that harmonized the curricula of vocational schools and 
junior colleges to facilitate the progression of vocationally 
oriented students. Since the establishment of the Academic 
Credit Bank System in 1997, Korea has recognized the 
learning acquired through nonformal education and work 
experience. Individuals can apply to have their credits 
recognized and applied to earning a higher education 
degree. This system provides a good example of how to 
support transitions from training to employment and vice 
YHUVD��7KURXJK�SXEOLF�HPSOR\PHQW�RIĆFHV�DQG�VHYHUDO�
integrated online platforms, Korea provides comprehensive 
employment services. For example, Work-net provides 
job-matching services and customized advice, government 
support for training and education, life-long learning 
career guidance, and information on occupations.

Reform 
area  

Reform 
area  7

The GoI could consider establishing a 
comprehensive set of targets that would 
encourage high-quality public training. 

While enrollment targets have provided a focus for the 
system, they have also created unintended behaviors 
among training institutions. One way to address this 
problem is by complementing enrollment targets with 
targets that measure the quality of training, such as 
program completion, National Authority for Profes-
VLRQDO�&HUWLĆFDWLRQ��RU�HQJDJHPHQW�ZLWK�HPSOR\HUV��,I�
new targets were included to assess the performance 
of training institutions, they should be realistic, mea-
sured regularly, and strictly enforced. Currently, some 
training providers are required to achieve targets but 
they do not receive any reward if they overperform 
nor do they face any consequences if they underper-
form, which limits the effectiveness of these targets. 

International example

6LQJDSRUH�HQFRXUDJHV�WDUJHW�IXOĆOOPHQW�WKURXJK�
ĆQDQFLDO�LQFHQWLYHV��:LWK�SXEOLF�SURYLGHUV��6LQJDSRUH�
HVWDEOLVKHV�HQUROOPHQW�WDUJHWV�LQ�FHUWDLQ�ĆHOGV�RI�VWXG\�
to align training outcomes with the country’s broader 
manpower plans, but it also monitors attrition rates and 
graduates’ employment because funding is directly linked 
to it. To encourage quality among private providers, the 
Government of Singapore requires adherence to quality 
standards as a condition for the license to operate. 
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8
A national strategy for the development 
of instructors and administrators of TVET 
institutions could contribute to easing shortages. 

A critical aspect for the sustainability of the current efforts 
to improve Indonesia’s WfD system is the recruitment and 
professional development of instructors and managers of 
TVET institutions. Informants concur that the recruitment 
RI�TXDOLĆHG�SHUVRQQHO�LV�D�FKDOOHQJH��DQG�HDFK�PLQLVWU\�LV�
devising different strategies to address it. While ministe-
ULDO�HIIRUWV�DWWHPSW�WR�WDFNOH�XUJHQW�VWDIĆQJ�QHHGV��WKH�
essential nature of instructors and administrators to the 
system’s proper functioning merits a broader strategy 
WKDW�QRW�RQO\�LGHQWLĆHV�DQG�SUHSDUHV�WHDFKHUV�WR�DGGUHVV�
existing shortages, but also to build a WfD system that 
innovates and excels in the medium and long term.  

International example

Singapore transformed the management of their instructors 
and directors of training institutions over several decades. 
Concerns about the quality of instruction and training 
management prompted a series of reforms in the 1980s, such 
as training and promotion schemes. Leadership programs 
geared toward the managers of training institutions were 
created in the same period. Education reforms in the 1990s 
led to stricter recruitment requirements for instructors, 
including a minimum number of years of industry experience. 

9
Strengthening efforts to assess the labor 
market outcomes of training programs 
could provide invaluable information 
for Indonesia’s WfD system. 

,QGRQHVLDèV�:I'�V\VWHP�ZRXOG�EHQHĆW�IURP�D�EHWWHU�
understanding of whether the investments in training 
facilitate graduate employment, improvement in the earn-
ings of those returning to the labor market, and increased 
productivity among employers. Tracer studies could help 
the government obtain this information through track-
ing the short- and long-term employment of graduates 
from education and training programs. Government WfD 
VWDNHKROGHUV�DJUHH�RQ�WKH�GLIĆFXOW\�RI�WUDFNLQJ�79(7�
graduates, so partnerships with professional research 
institutions and universities may be necessary to carry out 
pilot assessments as a starting point. Partnerships with 
international actors can also support the GoI in this regard. 

International example

Korea uses data to manage WfD systems. Reforms in the 
early 2000s prompted the Korean Ministries of Labor and 
Education to put in place robust and integrated systems 
to monitor performance. Since then, the performance 
of training providers is assessed annually, and promising 
practices are further evaluated by TVET-focused research 
institutions, such as the Korea Research Institute for 
Vocational Education and Training (KRIVET), and then 
disseminated to encourage replication across the system. 
In addition, KRIVET has taken responsibility for assessing 
the performance of private institutions, including a review 
of their inputs, outputs, and outcomes, and also gathering 
information on the satisfaction of employers and students.

 APINDO Employers’ Association

 ASEAN Association of Southeast Asian Nations

 BAPPENAS Ministry of National Development Planning 
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 BNSP 1DWLRQDO�$XWKRULW\�IRU�3URIHVVLRQDO�&HUWLĆFDWLRQ 
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“Workforce development” refers to “the education, 
employment, and job-training efforts designed to 
help employers get a skilled workforce as well as 
to help individuals succeed in the workplace.”

IntroductionClosing the Gap between Workforce Development and Labor Markets

SABER-WfD is based on an analytical framework2 that 
identifies three functional dimensions of WfD policies 
and institutions (Figure 1.1). Taken together, these 
three dimensions allow for a systematic analysis of the 
way a WfD system functions. In general, they look at 
the institutional structures and practices of policy mak-
ing, and what they reveal about capacity in the system 
to conceptualize, design, coordinate, and implement 
WfD policies. The first dimension covers the existence 
of a strategic framework, which refers to high-level ad-
vocacy, partnership, and coordination across sectors to 
align WfD to national development priorities. The sec-
ond dimension is concerned with the oversight of the 
WfD system and covers the arrangements for funding, 
quality assurance, and learning pathways that shape 
the incentives and information signals affecting the 
choices of individuals, employers, training providers, 
and other stakeholders. The third dimension looks at 
the delivery of training services, particularly with re-
gards to the organization and management of state and 
nonstate training provision that enables individuals to 
acquire market- and job-relevant skills.

2  For an explanation of the SABER-WfD framework, see World Bank, 2013.

3  See Annex 1 for an overview of the structure of the framework.

Each dimension is composed of three policy goals that 
correspond to important functional aspects of WfD sys-
tems (Figure 1.2). For example, the dimension that focus-
es on the strategic direction for the system is composed 

RI�WKUHH�JRDOV��WKH�ĆUVW�LV�WR�VHW�D�QDWLRQDO�:I'�VWUDWHJ\��
the second is to ensure that the demand for skills is an im-
portant consideration in that strategy, and the third is to 
strengthen the coordination of diverse WfD stakeholders 
to implement that strategy. Policy goals are further bro-
ken down into topics that reveal more detail about indi-
vidual practices.3

Figure 1.2 

Functional dimensions and policy goals in the SABER-WfD framework

Setting a Strategic Direction for WfD1.
Fostering a Demand-Led Approach to WfD2.
Strengthening Critical Coordination 3.
Ensuring Efficiency and Equity in Funding4.
Assuring Relevant and Reliable Standards5.
Diversifying Pathways for Skills Acquisition 6.
Enabling Diversity and Excellence in Training Provision7.
Fostering Relevance in Public Training Programs8.
Enhancing Evidence-based Accountability for Results9.

To achieve Indonesia’s development objectives, the 
government is focused on improving the skill levels of 

its workforce. Government leaders have promoted mea-
sures to increase access to technical and vocational edu-
cation and training (TVET), improve the quality of training 
programs, and foster a closer link between the supply and 
demand for skills. The overall goal is to craft a system that 
develops a skilled workforce to support productivity and 
economic transformation.   

The Government of Indonesia (GoI) is currently prepar-
ing a long-term TVET strategy and, through the Min-
istry of National Development Planning (BAPPENAS), 
has requested that the World Bank carry out an assess-

ment of the current state of the Indonesian system to 
inform this strategy. To help the GoI tackle its current 
skills-development challenges, the World Bank carried 
out a comprehensive diagnostic of the country’s work-
force development system using the System Assess-
ment for Better Education Results (SABER) tool, which 
focuses on governance, financing, information, quality 
assurance, access, and relevance to business. Imple-
mented in more than 30 countries, the SABER-Work-
force Development (SABER-WfD) brings international 
standards to inform the diagnostic of current practices 
and to catalyze policy discussions on how to improve 
the WfD system in Indonesia. 

Analytical framework
6$%(5�:I'�LV�EDVHG�RQ�D�SUDFWLFDO�GHĆQLWLRQ�RI�ZRUNIRUFH�GHYHORSPHQW��

“Workforce development” refers to “the education, em-
ployment, and job-training efforts designed to help em-
ployers get a skilled workforce as well as to help individu-
als succeed in the workplace.” It is important to note that 
SABER-WfD recognizes that early childhood, primary, and 
general secondary education play an essential role in the 

acquisition of skills, but the program does not cover these 
education levels, as they are not intended to develop occu-
SDWLRQ�VSHFLĆF�VNLOOV��6LPLODUO\��SUDFWLFHV�LQ�WKH�KLJKHU�HGX-
cation system that are not directly associated with TVET 
are outside of the scope of SABER-WfD. 

Figure 1.1 

SABER-WfD assesses three functional dimensions of WfD policies 

Source: Authors. 

A national strategic vision for 
workforce development and clarity on 
the roles and responsibilities to 
implement it

$�QDWLRQDO�VWUXFWXUH�WKDW�GHĆQHV�WKH�
‘rules of the game’ to support the 
delivery of training services according 
to the national vision

Practices in place to manage the 
delivery of training services

Strategic
Framework

Service
Delivery

System
Oversight
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IntroductionClosing the Gap between Workforce Development and Labor Markets

As illustrated in Table 1.1, Indonesia TVET can be provided 
in the formal and nonformal spheres. When data were col-
lected on formal education, SABER-WfD looked at the poli-
cies and practices regulating the delivery of training services 
by pre-professional high schools (SMKs) under MoEC, and 
the various types of institutions allowed to offer TVET pro-

grams at the higher education level under MoRTHE. For the 
nonformal training, SABER-WfD looked at the policies and 
practices regulating the delivery of training services by train-
ing centers under MoEC, the Ministry of Manpower (MoM), 
and line ministries.

Table 1.1

Focus of SABER-WfD in Indonesia

Type Stage Providers Institutions Authority

)RUPDO�
Education

Basic Education
General

Primary school Sekolah Dasar and Madrasah Iibtidaiyah

MoEC and 
MoRA

Lower-secondary 
school

Sekolah Menengah Pertama 
and Madrasah Tsanawiyah

Secondary 
Education

General
Upper-secondary 

school

Sekolah Menegah Atas (SMA) 
and Madrasah Aliyah

Vocational Pre-professional high school and 
Madrasah Aliyah Kejuruan

Higher 
Education

General and
vocational

Higher education 
institution

Academy

MoRTHE

Polytechnic

Vocational

University

Institute

College for specialization

1RQIRUPDO
Education Training centers

Lembaga Kursus dan Pelatihan (LKP) MoEC

Balai Latihan Kerja (BLK)
MoM

Lembaga Pelatihan Kerja (LPK)

Training institutions, under line ministries Various

Source: Authors’ estimates using data from World Bank, 2017b and 2018a; TVET Platform for 
South East Asia , 2018; Malik, Jasmina, and Ahmad, 2019; and MoEC, 2018.

Note: 7DEOH�����LQFOXGHV�PRUH�VSHFLĆF�GHWDLOV�RQ�WKH�,QGRQHVLDQ�HGXFDWLRQDO�DQG�WUDLQLQJ�V\VWHP��0R(&� �0LQLVWU\�RI�(GXFDWLRQ�DQG�
&XOWXUH��0R0� �0LQLVWU\�RI�0DQSRZHU��0R5$� �0LQLVWU\�RI�5HOLJLRXV�$IIDLUV��DQG��0R57+(� �0LQLVWU\�RI�5HVHDUFK�DQG�7HFKQRORJ\�

This report is divided into four sections. To put the results 
LQWR�FRQWH[W��&KDSWHU���SURYLGHV�D�SURĆOH�RI�WKH�FRXQWU\èV�
socioeconomic makeup. Chapters 3, 4, and 5 offer a de-
tailed analysis of the WfD policies and practices in Indo-
nesia, regarding each of the three functional dimensions 
covered by the SABER-WfD analytical framework. Each 
section begins with a summary that covers: (1) an expla-
nation of the issues analyzed under the respective dimen-
sion and policy goals, (2) a brief count of the scores and 
characteristics of Indonesia’s WfD system, (3) a descrip-
tion of how the WfD practices in Indonesia fare against 
international trends, and (4) a summary of relevant issues 
for GoI as it considers TVET reforms. Subsequently, each 

section is divided into four subsections, one for each of the 
three policy goals that fall under the dimension covered in 
the section, and one devoted to expanding on the areas 
that the GoI could consider improving. The report also in-
cludes concrete international examples to illustrate good 
practices and alternative approaches that have yielded 
positive results elsewhere. Several of the examples fo-
cus on the WfD sytems in the Republic of Korea and in 
Singapore, as they are considered to have best practices 
relevant to Indonesia’s country context (Box 1.1). Box 1.2 
includes commonly used terms in this report.

Implementing the analysis
,QIRUPDWLRQ�IRU�WKH�DQDO\VLV�LV�JDWKHUHG�XVLQJ�D�VWUXFWXUHG�
6$%(5�:I'�GDWD�FROOHFWLRQ�LQVWUXPHQW��'&,���

4  See Annex 2 for an example of the rubrics used to score the data. The data was gathered by the team, based on the sources indicated in Annex 3.

The instrument outlines numerous multiple-choice ques-
tions under each topic. The instrument is designed to col-
lect, to the extent possible, facts rather than opinions about 
WfD policies and institutions. To achieve this objective, 
the principal investigator is required to substantiate each 

FKRVHQ� DQVZHU� ZLWK� UHOHYDQW� GRFXPHQWDWLRQ�� ĆJXUHV�� RU�
VRXUFHV��QDPH��SRVLWLRQ��DQG�DIĆOLDWLRQ�RI�DOO�LQWHUYLHZHHV���
The answers allow each topic to be scored on a four-point 
scale against standardized rubrics based on the available 
evidence of global good practice (see Figure 1.3).4 

Figure 1.3 

SABER-WfD scoring rubrics in the SABER-WfD framework

Source: World Bank, 2013.

4
Advanced
Systemic good 
practice meeting 
global standards

Established
Systemic good 
practice

3
Emerging
Some instances 
of good practice

21
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Limited
engagment

1.5 2.5 3.5

Topic scores are averaged to produce policy goal scores, 
which are then aggregated into dimension scores. Since 
the composite scores are averages of the underlying 
scores, they are rarely whole numbers. For a given com-
posite score X, the conversion to the categorical rating 
LV�EDVHG�RQ�WKH�IROORZLQJ�UXOH�������Ă�;�Ă������FRQYHUWV�
WR�D�êODWHQWë�OHYHO�RI�GHYHORSPHQW���������;�Ă�������WR�DQ�
êHPHUJLQJë� OHYHO�RI�GHYHORSPHQW���������;�Ă������� WR�DQ�
êHVWDEOLVKHGë�OHYHO�RI�GHYHORSPHQW��DQG��������;�Ă�������
to an “advanced” level of development. The results are 
ĆQDOL]HG� DIWHU� EHLQJ� YDOLGDWHG� E\� WKH� UHOHYDQW� QDWLRQDO�
counterparts, including the informants themselves.

SABER-WfD in Indonesia was initiated in March 2019 
with remote data collection efforts implemented 
through the review of documentary evidence. It was 
followed by data collection workshops and individu-
al interviews with key informants, which were carried 
out between June 24th and July 12th, 2019. Once the 
data collection process was completed, information was 
VFRUHG�XVLQJ�D�VWDQGDUG�SURFHGXUH��3UHOLPLQDU\�ĆQGLQJV�
were shared with government counterparts in a meet-
ing that took place on July 9th, 2019. Follow-up inputs 

were shared by relevant stakeholders between July and 
6HSWHPEHU�� ������ DQG� D� ĆQDO� URXQG� RI� YDOLGDWLRQ� ZDV�
conducted between March and May, 2020. This report 
SUHVHQWV� WKH� ĆQGLQJV� RI� 6$%(5�:I'� IRU� ,QGRQHVLD��
benchmarks the system’s scores according to interna-
tional practice, and offers a series of considerations to 
inform and support the current policy dialogue around 
TVET reforms. It is important to note that after data 
collection for this assessment was completed in August 
2019, some structural changes took place (in October 
2019) with management of the higher education TVET 
shifting from the Ministry of Research and Technology 
(MoRTHE) to the Ministry of Education and Culture 
(MoEC). Information analyzed and presented in this re-
port mainly captures the dynamic prior to the change in 
October 2019. Because data collection was carried out 
in 2019, any developments post-COVID-19 are not in-
cluded in the assessment.

SABER-WfD focuses on both the formal and nonformal vo-
cational system at the secondary education level and beyond. 
*LYHQ�WKH�DOWHUQDWLYH�GHĆQLWLRQV�RI�ZRUNIRUFH�GHYHORSPHQW��
it is important to clarify the scope of the SABER-WfD tool. 
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Glossary

Box 1.2

To ensure a common understanding 
of what SABER-WfD covers, this 
ER[�GHùQHV�WKH�FRPPRQ�WHUPV�
used throughout this report.

 

Types of education
 · Formal education includes these levels: basic, secondary, and higher 

education;

 · Nonformal education is outside the formal system and can be imple-

mented in single- or multiple-stages through training centers; and

 · Informal education encompasses the unstructured learning that 

takes place through personal interactions.

TVET education can be divided into 
initial (IVET) and continuous (CVET)

 · IVET is commonly understood as vocational or technical education 

or training that occurs before an individual enters the labor market 

IRU�WKH�ĆUVW�WLPH��,Q�RWKHU�ZRUGV��LW�IRFXVHV�RQ�79(7�IRU�\RXWKV��WKH�

IXWXUH�ZRUNIRUFH��

 · CVET refers to education or training that individuals engage in af-

WHU�KDYLQJ�VRPH�ZRUN�H[SHULHQFH��XVXDOO\�DIWHU�LQLWLDO�HGXFDWLRQ��7KH�

main objective of CVET is to offer opportunities to improve or update 

WKH�NQRZOHGJH�DQG�RU�VNLOOV�RI�WKH�FXUUHQW�ZRUNIRUFH��KHOS�WKRVH�XQ-

HPSOR\HG�DQG�XQGHUHPSOR\HG�WR�DFTXLUH�QHZ�VNLOOV�WR�LPSURYH�WKHLU�

employment status, and more generally, continue individual profes-

sional and personal development.  

Quality assurance practices
 · &RPSHWHQF\�VWDQGDUGV�UHIHU� WR� WKH�NQRZOHGJH��VNLOOV��RU�FRPSHWHQ-

cies linked to practicing a task. 

 · Occupational standards refer to statements of activities and tasks re-

ODWHG�WR�D�VSHFLĆF�MRE�DQG�WR�LWV�SUDFWLFH��

 · 1DWLRQDO�TXDOLĆFDWLRQ�IUDPHZRUNV�DUH�DQ�LQVWUXPHQW�IRU�WKH�GHYHORSPHQW�

DQG�FODVVLĆFDWLRQ�RI�TXDOLĆFDWLRQV��DW�QDWLRQDO�RU�VHFWRUDO�OHYHOV��DFFRUGLQJ�

WR�D�VHW�RI�FULWHULD�DSSOLFDEOH�WR�VSHFLĆHG�OHYHOV�RI�OHDUQLQJ�RXWFRPHV��

Sources: $XWKRUV�ZLWK�GHĆQLWLRQV�IURP��6$%(5�:I'�IUDPHZRUN�
(World Bank, 2013); National Education System Law (20/2003); 
UNESCO/UNEVOC’s TVETipedia Glossary; and The National 
Center for Vocational Education Research (NCVER) ( https://
www.voced.edu.au/glossary-vet); and CEDEFOP, 2011.

Selected comparators: 
Korea and Singapore

Box 1.1

Korea’s scores

Advanced on Strategic Framework 
The government, industry, training providers, and research 

LQVWLWXWHV�KDYH�D�VXVWDLQHG�DQG�DFWLYH�DSH[�OHYHO� OHDGHUVKLS��

and they all coordinate to  align the country’s economic de-

YHORSPHQW� ZLWK�:I'� SROLFLHV�� SROLF\� PDNLQJ� SURFHVVHV� DUH�

LQIRUPHG�E\�ZHOO�HVWDEOLVKHG�DQG�UREXVW�VXUYH\V�RI�VNLOOV�GH-

PDQG� DQG� VXSSO\�� DV� ZHOO� DV� VSHFLDO�SXUSRVHV� DVVHVVPHQWV��

DQG� LQ�KRXVH� DQG� H[WHUQDO� HYDOXDWLRQV� DQG� UHYLHZV�� WKHUH�

DUH� FOHDU� DQG� IRUPDO�GHĆQLWLRQV�RI� UROHV� DQG� UHVSRQVLELOLWLHV�

among stakeholders that have encouraged productive inputs 

IURP�HPSOR\HUV�DQG� �DOORZHG�GHPDQG�GULYHQ�SULRULWLHV�IURP�

GLYHUVH�VWDNHKROGHUV�WR�EH�WDNHQ�LQWR�DFFRXQW�ZKHQ�VHWWLQJ�XS�

WKH�:I'�VWUDWHJ\�

Advanced on System Oversight

Public funding to providers is contingent on adherence to ro-

bust accreditation standards; there is a credible and compre-

KHQVLYH�V\VWHP�LQ�SODFH�ZLWK�KLJK�VWDQGDUGV�RI�VNLOOV�WHVWLQJ�

DQG�FHUWLĆFDWLRQ��WKHUH�DUH�PXOWLSOH�SDWKZD\V�LQ�DQG�RXW�RI�

YRFDWLRQDO� HGXFDWLRQ�� ZKLFK� FRQWULEXWH� WR� IDFLOLWDWLQJ� OLIH-

long learning; and there is a simple levy system in place that 

provides funds for unemployed training and incentivizing 

ĆUPV�WR�WUDLQ�WKHLU�HPSOR\HHV�

 

Established on Service Delivery

There are established links through legislation and formal 

UHODWLRQVKLSV� EHWZHHQ� WUDLQLQJ� SURYLGHUV� DQG� LQGXVWU\�� DO-

ORZLQJ�IRU�PXOWLSOH�FROODERUDWLRQV��VXFK�DV�LQWHUQVKLSV��ZRUN�

based learning, instructor trainings, and in-kind contribu-

WLRQV��DQ�H[WHQVLYH�XVH�RI�GDWD�FROOHFWLRQ�LV�XVHG�WR�LGHQWLI\�

VWUHQJWKV�DQG�ZHDNQHVVHV�LQ�VHUYLFH�GHOLYHU\�DQG�WR�SURYLGH�

guidance via performance-based incentives to providers.

Sources: SABER Multiyear Country Reports for Korea (Ko 
and Yoon-Hee, 2013) and Singapore (Raddon, 2012).

 Singapore’s scores

Advanced on Strategic Framework

7KH�:I'�LV�IXOO\�LQWHJUDWHG�LQWR�WKH�QDWLRQDO�HFRQRPLF�VWUDW-

HJ\�GXH�WR�WKH�H[LVWHQFH�RI�WKH�7ULSDUWLWH�$OOLDQFH��EHWZHHQ�

WKH�JRYHUQPHQW��XQLRQV��DQG�HPSOR\HUV��DQG�RI�D�6WDWXWRU\�

Board that coordinates efforts and helps design and imple-

ment demand-driven policies; the government systemati-

cally evaluates economic prospects based on inputs from a 

ZLGH�YDULHW\�RI�VWDNHKROGHUV�DQG�VRXUFHV�

Advanced on System Oversight

The country has a systematic approach to program devel-

RSPHQW�� ZLWK� DQ� H[SDQVLRQ� RYHU� WLPH� RI� OLIHORQJ� OHDUQLQJ�

opportunities and continuing vocational education and 

WUDLQLQJ��&9(7���WKHUH�LV�KLJK�TXDOLW\�SURYLVLRQ�RI�SUH�HP-

SOR\PHQW�HGXFDWLRQ�DQG�&9(7�WKDW�EHQHĆWV�IURP�FRQWLQX-

ous improvements in accreditation systems and standards 

IRU� :I'� SURYLGHUV�� )XQGLQJ� LV� DOORFDWHG� WKURXJK� SHUIRU-

PDQFH� UHYLHZV�DQG� WDUJHWV� WKDW�DUH�FORVHO\�DOLJQHG� WR�QD-

WLRQDO�:I'�SULRULWLHV��

Advanced on Service Delivery

:HOO� HVWDEOLVKHG� IRUPDO� VWUXFWXUHV� DQG� PRQLWRULQJ� V\V-

tems are in place to ensure relevant, high-quality, and 

credible training programs—including their testing and 

FHUWLILFDWLRQVæZKLFK�LV�WKH�UHVXOW�RI�D�VWURQJ�LQGXVWU\�SDU-

ticipation in the design and delivery of training. Further-

PRUH��WKH�:RUNIRUFH�6NLOOV�4XDOLILFDWLRQV��ZKLFK�FHUWLILHV�

ZRUN�UHODWHG� OHDUQLQJ� DJDLQVW� LQGXVWU\�LGHQWLILHG� VWDQ-

dards and competency-based assessments, has an in-built 

IUDPHZRUN�RI�LQFHQWLYHV�DQG�SHQDOWLHV�WKDW�LV�FRQWLQXRXV-

O\�PRQLWRUHG�E\�WKH�:'$.
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Indonesia is the fourth most populous nation in the 
world—over 260 million people live in the world’s largest 

archipelago across 6,000 inhabited islands. The country 
consists of 34 provinces and 514 districts/municipalities 
whose decentralized government systems were enacted 
in 2001 after the issuance of Law No.22/1999 and Law 
No.25/1999 on regional government. Indonesia’s gov-
ernance is organized according to a three-tiered system 
that includes central, provincial, and district/city levels. 
Decentralization transferred administrative, political, and 
ĆQDQFLDO� DXWKRULW\� �SULPDULO\�� WR� WKH� PXQLFLSDO� �GLVWULFW�
city level) governments, and gave district/city govern-
ments a wide range of responsibilities in all areas except 
ĆQDQFH��IRUHLJQ�DIIDLUV��GHIHQVH��VHFXULW\��UHOLJLRQ��DGPLQ-
istration, and justice (Kristiansen, and Pratikno, 2006; 
Nasution, 2016; and Suryadarma, et al. , 2006). 

5  World Bank 2019c. 

6 World Bank 2020b.

Having gained independence 70 years ago, Indonesia 
has made important inroads: it has already reached 
middle-income status and aims to reach high-income status 
by 2045. In recent decades, Indonesia’s average gross do-
mestic product (GDP) has increased more than eight-fold, 
and Indonesians enjoy a much higher standard of living than 
ever before.5 This level of growth has resulted in impressive 
economic development outcomes in poverty alleviation and 
human capital development, which in turn will enable Indo-
nesia to continue to deliver growth and its dividends to the 
burgeoning young population and their ever-changing aspi-
rations. However, key gaps remain regarding human capital 
development. To stay the course, the government is shifting 
its efforts toward developing—and in parallel, harnessing—
the level of human capital and skills that Indonesians will 
need to become more competitive in a fast-changing world. 

Table 2.1

Annual GDP growth of Indonesia and selected countries

1990–97 1998 1999 2000–08 2009 2010 2011–18

Indonesia 6.9 -13.1 0.8 5.2 4.6 6.2 5.4

Korea, Rep. 8.2 -5.5 11.3 5.1 0.7 6.5 3.0

Malaysia 9.2 -7.4 6.1 5.5 -1.5 7.4 5.2

Philippines 3.1 -0.6 3.1 4.8 1.1 7.6 6.2

Singapore 8.6 -2.2 5.7 5.9 0.1 14.5 4.0

Thailand 6.9 -7.6 4.6 4.9 -0.7 7.5 3.3

Vietnam 8.0 5.8 4.8 6.8 5.4 6.4 6.2

East Asia 

DQG�3DFLĆF
4.3 -0.1 3.0 4.6 1.4 7.1 4.4

OECD countries 2.5 2.8 3.2 2.3 -3.5 2.9 1.9

Following decades of very strong economic performance, 
,QGRQHVLD�KDV�EHHQ�DEOH� WR�VLJQLĆFDQWO\�UHGXFH� LWV�SRYHU-
ty, although vulnerability and inequality remain high. After 
weathering and recovering from two economic crises, the 
Asian Financial Crisis in 1998 and the 2008 Great Reces-
sion, the GDP growth in Indonesia stabilized at 5 percent in 
the last decade—similar to other countries in the region (Ta-
ble 2.1). The strong growth has been accompanied by a re-
duction in the national poverty rate by more than half since 
1999, to 9.2 percent, as of September 2019. Despite this 

impressive reduction, 25 million Indonesians still live below 
the poverty line, and an additional 64 million are highly vul-
nerable to falling into poverty. Inequality is also high, with a 
*LQL�FRHIĆFLHQW�RI�������DV�RI�ODWH����������SHUFHQW�RI�WKH�
population makes up the aspiring middle class (AMC), 20 
percent belongs to the economically secure middle class, 
and only 2 percent have reached the upper class. If linger-
ing inequality and vulnerability remain unaddressed, they 
FDQ�KDYH�VLJQLĆFDQW�QHJDWLYH�LPSDFWV�IRU�JURZWK�DV�ZHOO�DV�
for social and political stability.6 

Economic trends
Prospects for maintaining this rate of growth remain uncertain amid a 
volatile external environment and sluggish domestic consumption. 

7 World Bank, 2019a.

8 World Bank, 2019c.

International commodity prices and energy prices continued 
falling through the end of 2019. The global economic down-
turn also weighed on prices of key Indonesian exports, such 
as oil, coal, and rubber. Total investment growth has been on 
the decline since early 2018, due to lower commodity prices, 
a maturing mining investment cycle, and both international 
and domestic uncertainty. While external factors play an im-
portant role in determining Indonesia’s economic develop-
ment potential, domestic factors have an effect as well. In late 
2019, the domestic drivers of growth slowed, with less private 
consumption and government spending, and a contraction in 
import volumes. In 2019, central government revenues took a 
slight downturn, to 12.6 percent of GDP,  from 13.1 percent in 
2018, driven mainly by lower commodity prices and imports.7 
2YHUDOO�� WKHUH� DUH� VLJQLĆFDQW� GRPHVWLF� DQG� LQWHUQDWLRQ-

DO� FKDOOHQJHV� WKDW� GHĆQH� WKH� SDWK� IRU� ,QGRQHVLDèV� JURZWK�
trajectory. If international trade tensions, commodi-
ty prices, and domestic political uncertainty recede, 
real GDP growth could improve from its current level.8 

 Especially in the face of continued global uncertainty, major 
structural bottlenecks that shape Indonesia’s future growth 
prospects can be found in the labor and product markets—in-
cluding limited human capital accumulation in the workforce 
and the continued skills mismatch between the supply and 
demand of labor.  Given that Indonesia’s era of growth (driven 
by rapid industrialization) is receding, managing future growth 
prospects will require prudent management of the economy 
as well as installing policies and programs geared toward im-
proving the productivity of labor and capital and the establish-
PHQW�RI�D�ZHOO�IXQFWLRQLQJ�DQG�UHćH[LYH�ODERU�PDUNHW�

Demographic trends and human capital development
Indonesia is undergoing a period of demographic transition that will impact labor market 
dynamics and human capital development in the coming decades (Figure 2.1).

Since 2010, Indonesia has had a short–term window to 
increase its productivity per capita. The number of work-
ing-age people exceeds the number of those under age 15, 
and those over age 64. The right policies could help Indo-
nesia make the most of this demographic dividend—having 
more workers relative to dependents—as the window begins 
to close in 2030.  Beyond 2030, the number of older Indone-

VLDQV�ZLOO�LQFUHDVH�VLJQLĆFDQWO\��7KLV�ZLOO�KDYH�LPSRUWDQW�LP-
plications not only for health care, and the nascent pension 
system, but also for WfD policies. In particular, workforce 
re-skilling and up-skilling through a lifelong learning ap-
proach will become more important as Indonesia becomes 
an aging society. 

Figure 2.1

Demographic composition trends and projection

Source: Authors’ calculations based on UN population data.
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At the same time, long-term improvements in access to 
education and health services are promising for Indo-
nesia’s future generations. Between 2002 and 2016, 
life expectancy in Indonesia increased from 67 to 70.9 
years, and secondary-school enrollment doubled. This 
promise, however, is dependent on the value of ser-
vices people receive. Indonesia’s human capital index, a 
measure that combines both the quantity and quality of 
education and health services delivery, stands at 0.53, 
indicating that a child born today in Indonesia will like-

9 Indonesia scored 0.53 on the 2018 HCI. The performance on the subcomponents was as follows: 0.97 on the probability of surviv-
al to age 5; 12.3 on the expected years of school; 403 on the harmonized learning outcomes; 7.9 on the learning-adjusted years of 
school; 0.83 on the adult survival rate; 0.66 on the fraction of children under 5 not stunted. 

10 The 2003 National Education Law states that basic and secondary education are the responsibility of the district government. How-
ever, the dynamic has shifted after the issuance of the new Law No.23/2014, according to which the authority of managing second-
ary education (SMA and SMK) is transferred from district/city government to provincial government.

ly only be 53 percent as productive as he or she would 
be if given the full set of education and health services.9 
While Indonesia outperforms the average lower middle-
income country, it is below comparable countries in the 
region and the OECD countries (Table 2.2). While a large 
SDUW� RI� WKH�KXPDQ� FDSLWDO� GHĆFLW� UHYHDOHG� WKURXJK� WKLV�
indicator is due to lower health outcomes, such as stunt-
ing and a low adult survival rate, learning-adjusted years 
of schooling are an important explanatory factor as well. 

Table 2.2

Human Capital Index (0–1), 2018

Selected EAP countries Selected OECD countries

Indonesia 0.53 Australia 0.79

Korea, Rep. 0.84 Germany 0.79

Malaysia 0.62 Denmark 0.77

Philippines 0.55 France 0.76

Singapore 0.88 United Kingdom 0.78

Thailand 0.60 United States 0.76

Vietnam 0.67

Source: Human Capital Index, World Bank.

Education and training
Indonesia recognizes the importance of school attendance and 
has made progress toward reaching universal access.

The country constitution, enacted in 1945, mandated 
VFKRRO� DWWHQGDQFH�� /DWHU��PRUH� VLJQLĆFDQW�HGXFDWLRQ� UH-
forms took place, thanks to the 2003 National Education 
law, which mandated that both central and local govern-
ments allocate at least 20 percent of their budgets to ed-
ucation. The education budget has almost doubled, from 
Rp 216.7 trillion in 2010 to Rp 492.5 trillion in 2019. This 
level of spending, and the School Operational Fund (Ban-
tuan Operasional Sekolah - BOS) introduced major policy 
reforms in the last few decades, contributing to import-
ant outcomes, such as near universal access to nine-year 

EDVLF�HGXFDWLRQ��:RUOG�%DQN������E���6SHFLĆFDOO\��GHFHQ-
tralization of the education system in the early 2000s,10 
the expansion of education services (teachers, schools, 
DQG� FODVVURRPV��� DQG� LPSURYHG� WHDFKHU� TXDOLĆFDWLRQV�
have contributed to increasing students’ access to school; 
the average years of education for those aged 20–25 
increased from 7 to 11 years, between 1987 and 2018 
(World Bank, 2020a). 

The school system in Indonesia is organized into four levels: 
preschool (younger than 6 years old), primary school (7–12 
years old), junior secondary (13–15 years old), and senior 
secondary (16–18 years old). Along with the introduction 
of the new national education system in 2003, every child 
aged 7–15 must have twelve years of compulsory educa-
WLRQ��'XULQJ�WKH� ODVW�ĆYH�\HDUV��QHW�HQUROOPHQW�UDWHV� LQ�DOO�
education levels improved (from 95.59 percent to 97.58 
percent for primary school; 73.88 percent to 78.84 per-
cent for junior high school; and 54.25 percent to 60.67 per-
cent for senior high school). In 2019, more than 340,000 
schools, managed by 34 provincial governments, com-
prised the formal school system. To date, the formal educa-
tion system, under the Ministry of Education and Culture 
(MoEC) and Ministry of Religious Affairs (MoRA), has more 
than 3.3 million teachers, reaching 53.1 million children. 11

The Indonesian technical and vocational education and 
training (TVET) system includes both a formal and a nonfor-
mal path. The formal TVET path is centered on vocational 
senior secondary education (SMKs/MAKs), and on higher 
education via polytechnics. The former is being managed 
by MoEC and MoRA, while the latter is currently governed 
by MoEC along with other line ministries.12 The nonformal 
pathway of education is mainly delivered through training 
centers managed by public and private institutions. 

11  World Bank  2020a. 

12  By the end of 2019, Higher Education TVET governance had shifted from being managed by MoRTHE to being managed by MoEC. 
Management of TVET is by MoEC’s TVET Directorate General.  

Although access to education has increased, education 
outcomes are lagging behind other countries. While most 
children attend primary school, drop-out rates are especial-
ly high for the poorest students, and many of them do not 
progress to junior and senior secondary school. Most drop 

RXW� IRU� HFRQRPLF� UHDVRQV�� LQVXIĆFLHQW� IXQGV� ���� SHUFHQW��
and work (16.5 percent) (World Bank, 2020a). Moreover, 
student learning is low and increasingly unequal: the learn-
ing gap between the poorest and the top 50 percent of stu-
dents doubled from 1 year of learning in 2003 to two years 
in 2015. Learning inequality is also regional: provinces in the 
central region perform better than those in the east and far 
west (World Bank, 2020a). Learning outcomes are also low 
relative to other countries: when looking at Indonesia’s 2018 
PISA scores, the learning outcomes are continually sub-opti-
mal in math, reading, and science (Table 2.3). Even when chil-
dren are more likely than ever to attend school, they often 
are not able to develop the skills needed to either continue 
learning or to compete in an increasingly global, competitive, 
and changing labor market. 

Table 2.3

3,6$������SHUIRUPDQFH�VFRUH��E\�ùHOG

Country Math Reading Science

Indonesia 379 371 396

Korea, Rep. 526 514 519

Malaysia 440 415 438

Philippines 353 340 357

Singapore 569 549 551

Thailand 419 393 426

(DVW�$VLD�DQG�3DFLĆF 490 472 487

OECD countries 489 487 489

Source: PISA website https://www.oecd.org/pisa/.

The education budget has almost 
doubled, from Rp 216.7 trillion in 
2010 to Rp 492.5 trillion in 2019. 
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Labor market trends
Broad labor market conditions appear strong. In 2019, the employment rate in Indonesia 
grew to 63.9 percent, matched by a record low rate of unemployment at 5.3 percent. 

The Indonesian economy continues to experience struc-
tural transformation, with employment shifting away from 
the agricultural sector toward more productive sectors 
(Figure 2.2). In fact, employment in the agricultural sector 
declined by 2.3 percentage points between August 2017 
and August 2019. There continues to be a reliance on la-

bor-intensive industries, however 27 percent of employ-
ment is in the agricultural sector, and other main sectors 
include wholesale and retail (19 percent), manufacturing 
(15 percent), and accommodations and food services and 
construction (7 percent each) (Figure 2.3).

Figure 2.2

Employment share by sector, 1991–2019

Source: World Development Indicators database.
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Figure 2.3

Employment share by sector, August 2019

Sources: World Bank, 2019c; and BPS Statistics Indonesia, 2019.

In 2019, an additional 2.5 million jobs were created (Table 
2.4). The largest contributors to job creation were the ac-
commodations and food services, wholesale and retail, and 
manufacturing sectors, which added 800,000, 730,000, and 
700,000 new jobs to the labor market, respectively. Mining 
DQG�TXDUU\LQJ��DV�ZHOO�DV�ĆQDQFLDO�DQG�LQVXUDQFH�VHFWRUV��VDZ�
declines in job creation in 2019. At the same time, most labor 
market entrants were located in urban areas, and the key is-
lands of Java, Bali, Sumatera, and Papua between 2016 and 
2017, showing an uneven geographical distribution. 13 

-RE� FUHDWLRQ�� IRUPDOL]DWLRQ�� DQG� GLYHUVLĆFDWLRQ� KDYH� WDNHQ�
place rapidly, but the nature of work is precarious. Although 
structural transformation has led to some increases in pro-
ductivity and wages, the great majority of jobs are in low val-

13  CMEA and World Bank 2020. 

14  Wihardja and Cunningham 2020.

15  World Bank 2019c. 

ue-added occupations (for example, salespeople, restaurant 
ZRUNHUV��VXEVLVWHQFH�IDUPHUV�DQG�ĆVKHUPHQ��DQG�HOHPHQWDU\�
occupations) and sectors (agriculture, and wholesale and re-
tail trade) (Wiharja and Cunningham, 2020).14 Moreover, 29 
percent of the employed are underemployed, and the majori-
ty of them lack opportunities to engage in formal labor, so they 
are vulnerable to income shocks. In 2018, three-quarters of 
all workers were informal; almost 40 percent of these workers 
were working without a contract, while the rest were self-em-
ployed. This explains, in part, why poverty is higher in rural, 
remote, and isolated areas across the country.15 

$JULFXOWXUH��IRUHVWU\��KXQWLQJ�ĆVKHULHV
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The broadly stable conditions in the labor market, how-
ever, mask underlying structural weaknesses and if un-
addressed these would compromise Indonesia’s ability 
to remain competitive and to sustain high growth rates. 
In 2019, urban unemployment was relatively high, at 6.3 
percent and youth unemployment was also high at 18.6 
percent. Among all workers, those with vocational school 
(SMK) credentials had the highest rate of unemployment, 
at 10.4 percent; primary, junior secondary, senior second-
ary, and university graduates were employed in 2019 at 
the rates of 2.4, 4.7, 7.9, and 5.6 percent, respectively. 

There has been little improvement in female labor force 
participation; in 2018, just 53.2 percent of working-age 
women were actively working or looking for a job, com-
pared with 82.3 percent of men (Table 2.5). This is below 
the regional average of 58.9 percent. At the same time, 
adolescent fertility rates and maternal mortality rates re-
main high, compared with similar countries in the region. 
Global evidence has shown that closing gender gaps and 
working toward greater gender equality has important ef-
fects on growth (McKinsey Global Institute , 2018). In In-
donesia, closing the gender gap in female labor force par-
ticipation could increase growth by 9 percent by 2025. 

Table 2.5

Total and female labor force participation rates, 1990–2018

Country 1990 2000 2010 2015 2018

Indonesia 63.3 67.8 66.6 66.6 67.7

(44.62) (51.69) (50.97) (50.76) (53.2)

Korea, Rep. 60.0 61.2 61.0 63.2 63.4

(46.98) (48.8) (49.4) (52.44) (53.27)

Malaysia 66.5 65.1 60.4 67.9 68.7

(47.76) (47.57) n.a. (54.1) n.a.

Philippines 64.5 64.3 61.4 61.4 59.0

(47.53) (48.37) (48.) (48.57) (45.39)

Singapore n.a. 68.3 n.a. 68.3 67.7

n.a. (50.19) n.a. (60.42) (60.2)

Thailand 81.9 72.7 71.6 69.2 67.8

(76.29) (64.89) (63.67) (61.1) (59.65)

Vietnam n.a. 72.3 76.2 77.4 76.3

n.a. (68.8) (71.57) (72.71) (71.24)

(DVW�$VLD�DQG�3DFLĆF 74.6 73.5 69.2 68.5 67.7

(65.9) (65.0) (60.51) (59.7) (58.9)

OECD average 59.9 60.3 60.0 59.8 60.4

(47.06) (49.67) (51.08) (51.49) (52.36)

Source: World Development Indicators database. Female participation rates are in parentheses. 
�(DVW�$VLD�DQG�3DFLĆF�UDWHV�DUH�,/2�HVWLPDWHV�GXH�WR�XQDYDLODEOH�QDWLRQDO�HVWLPDWHV�

Table 2.4 

Employment growth and job creation by sector, August 2019

Sectors Employment growth Job creation (millions)

Wholesale/retail trade; vehicle repair 3.2% 0.7

Accommodation/food service activities 10.0% 0.8

Construction 2.5% 0.2

Manufacturing 3.7% 0.7

Education 4.0% 0.2

Business activities 15.0% 0.3

Transportation and storage 3.0% 0.2

Financial/insurance activities –2.8% –0.05

Real estate activities 2.6% 0.01

Mining and quarrying –2.1% –0.03

Water supply/sewerage/waste 
management/remediation

4.3% 0.02

Human health/social work activities 5.4% 0.1

Electricity and gas 5.9% 0.02

Information and communication 1.1% 0.01

Public administration/defense/
compulsory social sector

4.1% 0.19

$JULFXOWXUH��IRUHVWU\��KXQWLQJ�ĆVKHULHV –3.1% –1.12

Other services 4.7% 0.28

Average 2.0% 2.5

Sources: World Bank, 2019c; BPS Statistics Indonesia, 2019; and World Bank staff calculations.



Figure 2.5

Share of workers earning less than provincial minimum wages, 2006–08 vs 2016–18

Sources: Authors’ calculations based on World Bank, 2019c; and the 2019 Labor Force Survey data for Indonesia. 
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7KH�SURĆOH� DQG�TXDOLW\� RI� ,QGRQHVLDèV� ODERU� VXSSO\� GRHV�
not meet employers’ skills demands. Over the past two 
decades, the number of jobs that require secondary and 
tertiary levels of education has increased.17 However, 
only 12.7 percent of the working-age population (15–64 
years) have more than a secondary education. This indi-
cator, along with low labor productivity levels and low 
SHUFHQWDJHV� RI� KLJK�VNLOOHG� HPSOR\HHV�� VLJQDOV� D� VLJQLĆ-
FDQW�KXPDQ�FDSLWDO�GHĆFLW�ZKHQ�FRPSDUHG�WR�RWKHU�FRXQ-
tries in the region (Table 2.6). Moreover, according to the 
�����(QWHUSULVH�6XUYH\��HPSOR\HUV�IDFH�GLIĆFXOW\�LQ�ĆOOLQJ�
KLJK�VNLOOHG� MREV��)LUPV� UHSRUW� FDQQRW�ĆQG�ZRUNHUV�ZLWK�

17  For example, the rate of high-skilled jobs increased by 180 percent between 2008 and 2017, while the growth of the tertiary-edu-
cated labor force increased by just over 100 percent (CMEA and World Bank, 2020).

18��$�3,$$&�VXUYH\�FDUULHG�RXW�LQ������LQ�-DNDUWD�DOVR�IRXQG�VNLOOV�PLVPDWFKHV�LQ�WHUPV�RI�ZRUNHUVè�OLWHUDF\�VNLOOV�DQG�OHYHO�RI�SURĆFLHQF\�
demanded in their jobs (OECD, 2015).

appropriate leadership, communication, and relationship 
management skills.18 In other words, there is a mismatch 
between the skills available and those required in the la-

bor market. The volume of high-skilled workers that are 
UHDG\�WR�MRLQ�WKH�ODERU�IRUFH�LV�LQVXIĆFLHQW�WR�PHHW�WKH�GH-
PDQG�IRU�WKRVH�VNLOOV��VXJJHVWLQJ�WKDW�ĆUPV�PD\�RSW�WR�ĆOO�
positions with less-than-adequate workers. 

Table 2.6

+XPDQ�FDSLWDO�GHùFLWV�LQ�,QGRQHVLD�FRPSDUHG��
to selected countries in the region, 2019

Country
Labor productivity, 2019

(‘000 US$ per employee)

Share of high-skilled 
employees  (%)

Share of working-age 
population with advanced 

education (%)

Indonesia 26 11.91 12.70

Korea, Rep. 72 40.33 56.15

Malaysia 60 28.02 n.a.

Singapore 154 59.16 57.50

Source: Labor Productivity from the World Development Indicators database. 
Note: Shares of high-skilled employees and of the population with advanced 
education were calculated from ILOSTAT database.

While the minimum wage has been rising, mostly in line 
ZLWK�LQćDWLRQ��WKHUH�KDV�EHHQ�D�GHFRXSOLQJ�RI�WKH�PLQLPXP�
wage from median real earnings (Figure 2.4). Furthermore, 
an increasing share of workers (46 percent) across all sec-
tors earned less than the provincially mandated minimum 
wage during 2016–18 compared to 2006–08 (Figure 2.5).

There is increasing evidence suggesting that skills gaps are 
widening. While the unemployment rate is low overall, that 
of SMK graduates doubles the national average, signaling a 

16  CMEA and World Bank, 2020.

disconnect between the supply and demand of labor. Most 
of the newly created jobs are found in low-skilled occupa-
tions—in fact, the rate of low-skilled labor has increased 
while the share of semi-skilled employment has fallen (Fig-
ure 2.6). This trend could be explained, in part, by the ad-
vent of technology-driven employment, where semi-skilled 
jobs are replaced by jobs that include more automated 
work. Representatives from Indonesia’s employers associ-
ation noted that increases in the minimum wage had accel-
erated the rate of automation in some sectors.16 

Figure 2.6

Employment by skills category, 2014–17

Source: Authors’ calculations based on various years of Labor Force Survey data for Indonesia. 

There is a mismatch between the skills available 
and those required in the labor market. 
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Policy
goal

Strategic framework

Indonesia

2019
Indonesia

2019 2.0 2.01.8

Malaysia

2010 2.73.03.5

Republic
of Korea

2010
3.83.73.7

Singapore

2010 3.63.9 4.0
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SABER-WfD ratings
on the strategic framework
7KH�ùUVW�GLPHQVLRQ�RI�WKH�6$%(5�ZRUNIRUFH�GHYHORSPHQW��:I'��ORRNV�
DW�WKH�QDWLRQDO�YLVLRQ�IRU�:I'�DQG�KRZ�LW�LV�DOLJQHG�ZLWK�WKH�FRXQWU\ÝV�
EURDGHU�JRDOV�IRU�HFRQRPLF�JURZWK��HPSOR\PHQW��DQG�SRYHUW\�UHGXFWLRQ��

7KH� ĆUVW� GLPHQVLRQ� DVVHVVPHQW� H[DPLQHV� ,QGRQHVLDèV� SROL-
cies and practices to achieve the following three policy goals: 
(1) setting a strategic direction for WfD, (2) fostering a de-
mand-led approach for WfD, and (3) ensuring coordination 
among key WfD leaders and stakeholders (see Figure 3.1). 
Indonesia scores at an emerging level of development for 
strategic framework, with an overall score of 1.9.

On the policy goal to set a strategic direction for WfD, a 
score of 2.0 places the Indonesian WfD system at an emerg-
ing level of development. Advanced systems have a uni-
ĆHG�:I'�SROLF\�DJHQGD�WKDW� LV�GHVLJQHG�DQG� LPSOHPHQWHG�
through sustained advocacy of government and nongovern-
ment leaders. In contrast, the strategic direction for WfD in 
Indonesia appears to be fragmented. While multiple leaders 
from government and nongovernment spheres exercise sus-
tained advocacy for WfD, a common vision for the national 
system has not yet been embraced. Government ministries 
have taken several measures to advance technical and voca-
tional education and training (TVET), but their efforts are 
not always implemented or coordinated among them. 

On the “demand-led” policy goal, Indonesia also performs at 
the emerging level, with a score of 1.8. This policy goal looks 
at three different actions to facilitate a dynamic alignment be-
WZHHQ�VNLOOV�VXSSO\�DQG�GHPDQG��7KH�ĆUVW�DFWLRQ�LV�WR�HVWDEOLVK�
clarity on the country’s skills constraints, which advanced sys-
tems do by conducting routine and robust skills assessments 
on priority economic sectors. While various assessments of 
skills needs are conducted in Indonesia, national agreement 
on the country’s priority economic sectors—and their asso-
ciated skills constraints—is yet to be achieved. The second 
action is to encourage employer engagement in the WfD 
policy dialogue. Advanced systems recognize employers as 
strategic partners and grant them a formal role to provide 
meaningful and sustained input to guide national WfD poli-
cies. In Indonesia, employer participation in policy dialogue is 
mostly restricted to the institutionalized partnership of the 
Chamber of Commerce (KADIN) and the Employers’ Associ-
ation (APINDO) with the Ministry of Manpower (MoM), and 
the occasional participation in forums with other government 
stakeholders. The third action is to support employee train-
LQJ��ZKLFK�DGYDQFHG�V\VWHPV�GR�WKURXJK�ĆQDQFLDO�DQG�OHJDO�
incentives to both employers and employees. In Indonesia, 
the government offers limited incentives for skills upgrading 
in formal-sector businesses, and it provides some support to 
informal-sector businesses in the form of entrepreneurship 

programs that are scattered across line ministries.

On the policy goal that focuses on the coordination among 
WfD stakeholders to implement national WfD initiatives, 
Indonesia’s score is 2.0—at the emerging level. In advanced 
V\VWHPV��WKH�UROHV�RI�:I'�VWDNHKROGHUV�DUH�FOHDUO\�GHĆQHG��
the mandates of public agencies with WfD responsibilities 
do not overlap, and mechanisms to ensure coordination are 
institutionalized and function properly. In Indonesia, the 
mandates of various WfD government stakeholders over-
lap. This has led to the development of multiple agendas for 
TVET, limited coordination in the implementation of some 
critical initiatives, and duplication of labor in critical func-
tions. Although different mechanisms to enhance intermin-
isterial coordination are in place, they have only had partial 
success in preventing fragmentation and overlaps.

While Indonesia has unique characteristics, a few interna-
tional experiences present alternatives that can inspire re-
forms to the country’s WfD system. Indeed, the region is 
home to some of the most advanced WfD systems, including 
neighboring Malaysia and Singapore, as well as the Repub-
lic of Korea. These WfD systems have been analyzed using 
the SABER-WfD conceptual framework, which has identi-
ĆHG�FRQFUHWH�EHVW�SUDFWLFHV�UHJDUGLQJ�WKH�WKUHH�DVSHFWV�H[-
plored in this section. As the scores in Figure 3.1 show, both 
Singapore and Korea are close to the highest possible score 
in WfD strategic direction and coordination. Malaysia’s prac-
tices as of 2010 were ranked at a lower level than those of 
Singapore and Korea, placing them closer to Indonesia, but 
with established practices that can inspire change.   

7KH�,QGRQHVLDQ�:I'�V\VWHP�FRXOG�EHQHĆW�IURP�YDULRXV�PHD-
sures to improve its strategic framework. A reform of the 
institutional architecture to address the current overlaps in 
mandates could improve coordination and clarify leadership 
roles. The international experience of Singapore and Korea 
could inform the discussion about the ideal management and 
architecture of Indonesia’s WfD system. Indonesia could also 
consider two avenues to enhance its current efforts to foster a 
GHPDQG�GULYHQ�DSSURDFK�WR�:I'��7KH�ĆUVW�LV�WR�IDFLOLWDWH�PRUH�
comprehensive participation of employers in WfD policy dia-
logue, and the second is to grant more attention to continuing 
education and training (CVET) for employees and adults.

Figure 3.1

6$%(5�:I'�UDWLQJ�IRU�VWUDWHJLF�IUDPHZRUN��,QGRQHVLD�DQG�FRPSDULVRQ�FRXQWULHV

Source: Authors’ compilation based on analysis of the data collected using the SABER-WfD questionnaire in each country.
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Articulating a 
strategic direction 
for workforce 
development1
Policy Goal 1 assesses the extent to which leaders advocate for WfD 

to support economic development, and if those advocacy efforts—and 

resulting decisions—have a strategic focus. WfD systems depend on the 

actions of numerous stakeholders, their interests, perspectives, and 

diligence. Such diverse factors must be governed by a common vision for 

the WfD system. For this reason, SABER-WfD analyzes three concrete 

DUHDV�XQGHU�WKLV�SROLF\�JRDO��7KH�ĆUVW�LV�WKH�FRPPLWPHQW�RI�JRYHUQPHQW�

and nongovernment leaders to position WfD as a tool to support national 

economic growth. The second is the existence of a national WfD agenda 

that sets a common vision for the system and guides the operations of 

all WfD stakeholders. The third is the alignment between major policy 

decisions or interventions and the strategic priorities set for the system.

Indonesia scores at an emerging level of development for this policy 

goal. Multiple leaders from the government and nongovernment spheres 

exercise sustained advocacy for WfD. Various government stakeholders 

have put forth their respective visions for the WfD system, however, 

there has been no consensus on the national strategy for the system. The 

most prominent interventions are focused on initial TVET (IVET), which 

trains youths without work experience either at the upper-secondary or 

post-secondary, non-tertiary levels. Despite the de facto agreement to 

focus on this area, the implementation of such interventions also appears 

to be fragmented. Nationwide attention to continuing CVET, an equally 

important area for building and maintaining a skilled workforce, is limited, 

even if encouraging steps have recently been taken with the introduction 

of the “Kartu Pra-Kerja” program.

Compared to other systems, Indonesia devotes more attention to WfD 

but the country still faces challenges in setting a national vision for the 

system. A comparative analysis of 30 countries that have implemented 

SABER-WfD  analyzes three 
concrete areas under this policy goal

Commitment of government 
and nongovernment leaders to 
position WfD as a tool to support 
national economic growth.

Existence of a national WfD 
agenda that sets a common 
vision for the system and 
guides the operations of 
all WfD stakeholders.

Alignment between major 
policy decisions or interventions 
and the strategic priorities 
set for the system.

$VVHVVHV�WKH�H[WHQW�
WR�ZKLFK�OHDGHUV�

DGYRFDWH�IRU�:I'�WR�VXSSRUW�
HFRQRPLF�GHYHORSPHQW��DQG�
LI�WKRVH�DGYRFDF\�HIIRUWV��
DQG�UHVXOWLQJ�GHFLVLRQV��
KDYH�D�VWUDWHJLF�IRFXV�

SABER-WfD19 shows that countries often lack high-level leaders who will 

publicly advocate for WfD. In these countries, advocacy is often sporadic 

and included in the mandate of ministers of education or labor. Only a few 

countries have leaders who use their political capital to advocate for WfD 

and generate concrete, related actions at a national level. At the same 

WLPH��PRVW�FRXQWULHV�LQ�WKH�DQDO\VLV�KDG�OHVV�GLIĆFXOW\�WKDQ�,QGRQHVLD�KDV�

LQ�GHĆQLQJ�D�XQLĆHG�QDWLRQDO�:I'�VWUDWHJ\��7KLV�WDVN�LV�XVXDOO\�SHUIRUPHG�

by technical staff in the agency in charge of either national planning or in 

the ministry with the most prominence in WfD matters, which is often 

also responsible for education or labor matters. 

$GYDQFHG� V\VWHPV�KDYH�D�XQLĆHG�:I'�SROLF\�DJHQGD� WKDW� LV�GHVLJQHG�DQG�

implemented through sustained advocacy. In advanced systems, the role 

of WfD to support economic growth and improve productivity is actively 

promoted by both government and nongovernment leaders. They rely on 

URXWLQH�DQG�LQVWLWXWLRQDOL]HG�SURFHVVHV�WR�GHĆQH�D�QDWLRQ�ZLGH�VWUDWHJ\�IRU�WKH�

WfD system. Leaders also authorize a range of concrete interventions to carry 

out the strategy and ensure that their implementation is monitored through 

routine, systematic reviews. The strategic management of WfD systems in 

Germany, Ireland, and Singapore illustrates the effect of leadership committed 

to advance WfD through public advocacy as well as concrete actions. In these 

countries, decades of advocacy have resulted in the integration of WfD into 

national economic development plans, along with a periodic assessment of the 

alignment of WfD strategies and the skills that priority economic sectors need 

to thrive. Perhaps as important, these countries have a tripartite system that 

requires the active participation of industry and unions in the development 

and implementation of a WfD strategy. 

19 The 30 countries include: Armenia, Bulgaria, Chad, Chile, the Arab Republic of Egypt, Geor-
gia, Grenada, Iraq, Ireland, Jordan, the Republic of Korea, Malaysia, Moldova, Morocco, 
North Macedonia, Romania, Singapore, the Solomon Islands, Sri Lanka, St. Lucia, Tajikistan, 
Tanzania, Timor-Leste, Tunisia, Turkey, Uganda, Ukraine, Vietnam, West Bank and Gaza, 
and the Republic of Yemen. 

Multiple leaders from the government 
and nongovernment spheres exercise 
sustained advocacy for WfD. Various 
government stakeholders have put forth 
their respective visions for the WfD system, 
however, there has been no consensus on 
the national strategy for the system.

The most prominent 
interventions are focused 
on initial TVET (IVET), which 
trains youths without work 
experience either at the 
upper-secondary or post-
secondary, non-tertiary levels.

Despite the de facto 
agreement to focus on this 
area, the implementation 
of such interventions also 
appears to be fragmented. 

Compared to other systems, 
Indonesia devotes more 
attention to WfD.

Only a few countries have 
leaders who use their 
political capital to advocate 
for WfD and generate 
concrete, related actions 

Indonesia scores at 
an emerging level 
of development for 
this policy goal. 

The strategic management 
of WfD systems in Germany, 
Ireland, and Singapore 
illustrates the effect of 
leadership committed to 
advance WfD through 
public advocacy as well 
as concrete actions. 

In advanced systems, the 
role of WfD to support 
economic growth and 
improve productivity is 
actively promoted by both 
government and non-
government leaders. 

POLICY GOAL

'LUHFWLRQ

2.0

1

2

3
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Do leaders advocate for WfD to support 
economic development?
The development of a competent workforce  is a priority 
for the Government of Indonesia (GoI).  

This is perhaps best illustrated in the long-term vision 
established in the country’s National Long-Term De-
velopment Plan (RPJPN) for the two decades between 
2005 and 2025 (BAPPENAS, 2007). As shown in Table 

3.1, the plan places the development of national human 
resources at the core of most of the eight national devel-
opment missions to be achieved by 2025.

Table 3.1

+XPDQ�UHVRXUFH�GHYHORSPHQW�KDV�DQ�LPSRUWDQW�UROH�
LQ�,QGRQHVLDÝV�ORQJ�WHUP�GHYHORSPHQW�SODQ

Mission Human resource development role 

1
Realizing a society that 
has high morals, ethics, 
culture, and civilization

Enhance the appreciation of the general public for science 
and technology through the encouragement of the culture 
of reading and writing, (…) and [through] directing society 
from a consumptive culture to a productive culture

2 Realizing a nation that is competitive
Increase the mastery and utilization of science and 
technology through research, development, and 
application toward sustainable innovation

3
Realizing a democratic society 
based on the rule of law

“Reform the role of the government and society 
by emphasizing the formation of self-reliance and 
maturity of society and establishing a strong civil 
VRFLHW\�LQ�WKH�HFRQRPLF�DQG�HGXFDWLRQ�ĆHOGVë

4
Realizing an Indonesia that is 
secure, peaceful, and united

Professionalize the armed and police forces

5
Realizing development that 
is equitable and just

Develop human resources in rural areas, especially 
regarding the management and utilization of economic 
resources, land matters, and spatial planning

6
Realizing an Indonesia that is 
balanced and sustainable

Develop “quality human resources that are concerned 
with natural resources and natural environment issues”

7
Realizing Indonesia as an 
archipelago nation that is self-
reliant, advanced, and strong.

6WUHQJWKHQ�KXPDQ�UHVRXUFHV�LQ�WKH�PDULQH�ĆHOG�DQG�LQFUHDVH�
the development and use of science and technology in the area

8
Realizing an Indonesia that 
has an important role in the 
international community

Develop human resources in the diplomatic arena to better 
guard national interests in the international arena

Source: Authors’ compilation using BAPPENAS, 2007.

Multiple government leaders exercise sustained advoca-
cy for WfD. To advance the vision laid out in the RPJPN, 
President Joko Widodo has publicly instructed his cabi-
net to improve TVET (TVET Platform for South East Asia, 
2018). Presidential attention to WfD has materialized in 
WZR� LPSRUWDQW� LQLWLDWLYHV��7KH�ĆUVW� LV� ê0DNLQJ� ,QGRQHVLD�
4.0,” a roadmap with strategies to revitalize the manu-
facturing sector and enter the 4th industrial revolution. 
This roadmap involves ten cross-sectoral national initia-
tives, one of which is to “boost the quality of local human 
resources” (MoI, ND). The Minister of Industry, who is 
responsible for implementing this roadmap, is an active 
advocate for WfD. The second initiative is the “Revitaliza-
tion of SMK,” which was launched by Presidential Instruc-
tion No. 9 of 2016 to improve the quality and relevance 
of training at secondary vocational schools or Sekolah 
Menengah Kejuruan (SMKs). Most of the ministries in-
volved in its implementation,20 namely MoEC, MoRTHE, 
and MoM, are also important leaders in the WfD policy 
dialogue. In addition to these initiatives, the Coordinat-
ing Ministry for Economic Affairs (CMEA) and the Min-
istry of National Development Planning (BAPPENAS) 
have actively advocated for the need to develop a skilled 
workforce if the country is to achieve its long-term devel-
opment plan. As shown in Figure 3.2, both agencies have 
formulated a strategy for the Indonesian WfD system and 
participate actively in policy dialogue.     

Nongovernment leaders also advocate for WfD. Advo-
cacy is mostly done by the Chamber of Commerce and 
Industry (KADIN) and the Employers’ Association (AP-
INDO). In 2018, KADIN established an Enterprise and 
TVET Providers Consultation Forum, in partnership with 
the Karawang Regional Government, to encourage com-
panies to participate in an apprenticeship program that 
emulates the German Dual System (Samosir, 2019). AP-
INDO has a Training Center that seeks to help employers 
improve their human resource development practices 
(APINDO, 2019). The Association of Human Resource 
Managers and the Business and Management Association 
are engaged in promoting the development of competen-
cies as well as apprenticeships. Given that the policy agen-
da for WfD is highly fragmented, the advocacy of nongov-
ernment actors is sustained but not necessarily aligned to 

20�7KH�ĆYH�PLQLVWULHV�LQYROYHG�LQ�WKH�5HYLWDOL]DWLRQ�RI�60.�DUH�0R(&��0R57+(��0R0��0R,��DQG�0LQLVWU\�RI�6WDWH�2ZQHG�(QWHUSULVHV�

21 GIZ currently has two projects to support TVET in Indonesia: TVET System Reform (2018–21) and Regional Cooperation Pro-
gramme to Improve the Quality and Labour Market Orientation of TVET (2017–20).

22�7KH�3URMHFW�ZRUNV�ZLWK�ĆYH�SRO\WHFKQLFV�WKDW�RIIHU�SURJUDPV�RQ�PHWDO��IXUQLWXUH��ZRRG��DQG�IRRG�SURFHVVLQJ�WR�VXSSRUW�LPSURYHPHQWV�LQ�
management, provide training to technicians and engineers, and support the development of a tertiary dual VET System in Indonesia.

the national agenda. Nongovernment stakeholders part-
ner with individual ministries to advance their initiatives 
and, occasionally, they act as advisors. 

Development partners also play an active role in In-
donesia’s WfD system. For example, since early 2000, 
the German Corporation for International Cooper-
ation (GIZ) has worked with SMKs and formal TVET 
through supporting apprenticeships, quality assurance, 
and the general management of the TVET system.21 
The Swiss Government (through SwissContact) is sup-

porting skills development interventions in polytechnics 
under the Skills for Competitiveness (S4C) Project.22 
 The ILO, in addition to engaging trade unions in skills de-
velopment, has initiatives to foster apprenticeships and 
provide skills upgrading and job placement services for 
women in science, technology, engineering, and math 
�67(0��ĆHOGV��7KH�8.�(PEDVV\� LV� VXSSRUWLQJ�VNLOOV�GH-
velopment in the maritime sector through polytechnics. 
The Asian Development Bank (ADB) is supporting the 
upgrade of higher education institutions and TVET to 
help young people gain the competitive skills needed 
in the workplace. The World Bank has supported initia-
tives related to projections and the assessment of skills 
demand, accreditation and quality assurance, and the 
establishment of a skills development fund. While not 
exhaustive, this list indicates the vibrant support for 
WfD from development partners and raises questions 
about the need for coordination. Similar to nongovern-
ment stakeholders, the lack of a national agenda for WfD 
has resulted in most initiatives being associated with the 
priorities of partner ministries, rather than with those 
of the system as a whole. The reenactment of the TVET 
Development Partners Coordinating Group in 2019, 
which aims to bring development partners together on 
a regular basis, is a positive step toward increased infor-
mation-sharing and collaboration.

The Minister of Industry, who is responsible 
for implementing this roadmap, is 
an active advocate for WfD.
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Does advocacy for WfD, and the resulting 
actions, have a strategic focus?
Government leaders have developed multiple strategies for WfD 
that have not been consolidated into a national agenda. 

Sustained advocacy for WfD from various government 
stakeholders has energized policy dialogue and led to a 
variety of initiatives. However, it has also resulted in a 
multiplicity of leaders and visions for the WfD system. 
As illustrated in Figure 3.2, there are at least three doc-
uments that suggest a different agenda for the national 
WfD system—one from CMEA, another from the Coor-
dinating Ministry of Human Development and Culture 
(CMHDC), and another one from the ministry respon-
sible for national planning (BAPPENAS). However, these 
agendas are not interconnected, and inputs from stake-
holders suggest that there is no agreement on which of 
WKHVH�GRFXPHQWV�VHUYHV�DV�WKH�RIĆFLDO�QDWLRQDO�VWUDWHJ\�
for the Indonesian WfD system. 

Efforts are under way to establish a more cohesive vision for 
WfD development. To address the lack of a cohesive vision for 
WfD, GIZ has been working with BAPPENAS, CMEA, and 
CMHDC to bring their proposed plans together, develop a 
common vision, and create a concrete mechanism to enhance 
the coordination of these three bodies. A preliminary result 
of these efforts is the “Chapeau Paper - Indonesia Technical 
and Vocational Education and Training” (Malik, Jasmina, and 
Ahmad, 2019). This paper is expected to result in a new TVET 
National Strategy and the creation of the National Vocational 
Committee. Although Indonesia has tried to establish coor-
dination committees in the past, stakeholders are optimistic 
about the current effort, because they believe that the mo-
PHQWXP�FUHDWHG�E\� WKH�3UHVLGHQWèV�2IĆFH�ZLOO� LQFUHDVH� WKH�
political will to follow through on a more coordinated system.  

Figure 3.2

7KHUH�DUH�YDULRXV�DJHQGDV�IRU�:I'

Source: Authors’ construction using Malik, Jasmina, and Ahmad, 2019.

Various strategies have resulted in important interven-
tions that could be further connected. In addition to the 
roadmaps created by BAPPENAS, CMEA, and CMHDC, 
four ministries have created various plans for improving 
TVET at the national level but focused them on a specif-
ic type of training institution (see Figure 3.2). There is no 

explicit or clear alignment between these institution-fo-
cused plans and any of the system-wide strategies put 
forth by BAPPENAS, CMHDC, and CMEA. However, 
Presidential Instruction No. 9/2016, for SMKs under 
MoEC, appears to be the planning document with the 
most convening power across the system; all consulted 
ministries and nongovernment WfD stakeholders are fa-
miliar with it, and to the extent possible, align their pro-
gramming to its dispositions. While such wide recognition 
and adherence are positive, the Presidential Instruction is 
not intended to offer a vision that articulates the efforts 
of all training providers and, as such, does not lend itself 
to be a system-wide agenda.

Despite a multiplicity of visions, most national efforts fo-
cus on IVET: the training for young people without work 
experience either at the upper-secondary or post-sec-
ondary, non-tertiary levels.23 One of the most important 
VWUDWHJLF�GHFLVLRQV�LQ�WKH�ODVW�ĆYH�\HDUV�KDV�EHHQ�WKH�5H-
vitalization of SMK, created by Presidential Instruction 
No. 9/2016, which focuses on providing quality training 
to employees and adult workers through the provision 
of teachers, infrastructure, and equipment. CVET has at-
tracted less attention, and initiatives to develop the skills 
of the current workforce are left to line ministries. While 
these ministries are well-positioned to understand the 
skills needs of the current workforce in their sector,  they 
could better coordinate their initiatives into the country’s 
strategic needs if a national WfD strategy included con-
siderations for CVET. Given the country’s commitment to 
life-long learning, and the need for continuous upskilling 
to maintain productivity and competitiveness, a nation-
al strategic vision for CVET would be as essential as the 
sustained attention already given to IVET. Positive signals 
on the importance of CVET are starting to emerge, with 
the introduction of the “Kartu Pra-Kerja” program in early 
2020, which aims to expand access to relevant skills train-
ing to job-seekers and laid-off workers.

23��)RU�GHĆQLWLRQV�RI�,9(7�DQG�&9(7��VHH�%R[�����

Given the country’s commitment to life-
long learning, and the need for continuous 
upskilling to maintain productivity and 
competitiveness, a national strategic vision 
for CVET would be as essential as the 
sustained attention already given to IVET. 

Photo by Darren Wanliss on Unsplash
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Fostering a 
demand-led 
approach to WfD

Effective advocacy for WfD requires credible assessments of the demand 

for skills, engagement of employers in shaping the country’s WfD agenda, 

and incentives for employers to support skills development. Policy Goal 

2 incorporates these ideas and benchmarks the system according to 

the extent to which policies and institutional arrangements (i) establish 

clarity on the demand for skills and areas of critical constraint, and (ii) 

engage and support employers in setting WfD priorities and enhancing 

skills-upgrading for workers.

Indonesia scores at an emerging level of development for this policy goal. 

Both the government and other WfD stakeholders conduct assessments 

of the country’s economic prospects and skills implications for key 

growth sectors. However, there seems to be multiple lists of priority 

sectors. Employers do have a role in the national dialogue for WfD, but 

WKHLU� SDUWLFLSDWLRQ� PDLQO\� WDNHV� SODFH� WKURXJK� VSHFLĆF� FROODERUDWLRQV�

with ministries. As a result, the measures to address skills needs that 

result from employer participation in the national dialogue are mainly 

ad hoc and not intended to address systemic challenges. While the 

government provides limited incentives for skills upgrading in the formal 

sector, it does provide skills development support for the informal sector 

through line ministries. However, the impact of these programs has not 

been thoroughly assessed yet. 

Like Indonesia, most countries focus on identifying skills needs for the 

future workforce, and they devote limited public attention to upskilling 

and reskilling current workers. Most countries assessed by SABER-WfD 

work on determining the skills that WfD should instill among those 

currently in the training system, with a view to supporting economic 

transformation through the future workforce. Some countries focus on 

skills in strategic sectors, others use a more generic approach to assess 

VNLOOV� GHPDQGV�� 6RPH� FRXQWULHV� KDYH� PRUH� GLIĆFXOW\� WUDLQLQJ� FXUUHQW�

employees—an important element for maintaining a skilled workforce 

in economies that advance rapidly and change constantly. Financial 

incentives to upskill or reskill the workforce are rare, with only a couple 

of examples of advanced scores in Malaysia and Singapore.24 For example, 

Malaysia has put in place a Human Resources Development Fund (HRDF) 

to which employers may apply for partial reimbursement of employee 

training (Tan et al., 2016). 

In addition to routine and robust assessments to identify skills needs, 

advanced systems incentivize employers to address the skills shortages 

of their current workforce. In advanced systems, multiple stakeholders 

conduct well-informed assessments on national economic prospects and 

their implications for skills. This information is used as a basis for policy 

making as well as the design of nation-wide interventions to address 

critical skills constraints. The Skills Panorama illustrates this practice 

in Europe. Created by the European Commission, and supported by 

WKHb (XURSHDQ� &HQWUH� IRU� WKH� 'HYHORSPHQW� RI� 9RFDWLRQDO� 7UDLQLQJ�

(CEDEFOP), Skills Panorama helps EU countries use their labor market 

data to produce skills needs assessments and skills anticipation exercises. 

The main objective is to support WfD policy makers and practitioners to 

use skills data to ensure that training is responsive to labor market needs 

across the European Union.25 Advanced countries also provide support 

IRU�VNLOOV�XSJUDGLQJ�RI�WKH�FXUUHQW�ZRUNIRUFH�WKURXJK�ĆQDQFLDO�LQFHQWLYHV�

that are regularly reviewed for impact.26

24 For details on the Singapore Skills Development Fund and Skills Development Levy, see Box 4.2.

25 For more information on Skills Panorama, visit  https://skillspanorama.cedefop.europa.eu  
/en/about-us

26�,QWHUQDWLRQDO�H[DPSOHV�RI�ĆQDQFLDO�LQFHQWLYHV�IRU�VNLOOV�XSJUDGLQJ�RI�WKH�FXUUHQW�ZRUNIRUFH�
DUH�DYDLODEOH�LQ�7DEOH������&RXQWULHV�XVH�GLYHUVH�PHFKDQLVPV�WR�ĆQDQFH�DGXOW�WUDLQLQJ��$G-
ditional information on the matter can be found at: https://www.cedefop.europa.eu/Financin-
gAdultLearning/index.html

POLICY GOAL

'HPDQG�OHG

(IIHFWLYH�DGYRFDF\�IRU�
:I'�UHTXLUHV�FUHGLEOH�

DVVHVVPHQWV�RI�WKH�GHPDQG�
IRU�VNLOOV��HQJDJHPHQW�RI�
HPSOR\HUV�LQ�VKDSLQJ�WKH�
FRXQWU\ÝV�:I'�DJHQGD��DQG�
LQFHQWLYHV�IRU�HPSOR\HUV�WR�
VXSSRUW�VNLOOV�GHYHORSPHQW��

Policy Goal 2 incorporates 
these ideas and benchmarks the 
system according to the extent to 
which policies and institutional 
arrangements are in place to

Establish clarity on the 
demand for skills and areas 
of critical constraint.

Engage and support 
employers in setting WfD 
priorities and enhancing 
skills-upgrading for workers.

Both the government and 
other WfD stakeholders 
conduct assessments of the 
country’s economic prospects 
and skills implications for 
key growth sectors.

Employers do have a role in the 
national dialogue for workforce 
development, but their par-
ticipation mainly takes place 
WKURXJK�VSHFLĆF�FROODERUD-
tions with ministries.  

While the government provides 
limited incentives for skills up-
grading in the formal sector, it 
does provide skills development 
support for the informal sec-
tor through line ministries. 

The Skills Panorama 
illustrates this practice 
in Europe. 

In addition to routine 
and robust assessments 
to identify skills needs, 
advanced systems 
incentivize employers to 
address the skills shortages 
of their current workforce. 

Advanced countries also 
provide support for skills 
upgrading of the current 
ZRUNIRUFH�WKURXJK�ĆQDQFLDO�
incentives that are regularly 
reviewed for impact

Most countries assessed 
by SABER-WfD work on 
determining the skills that 
WfD should instill among 
those currently in the 
training system, with a view 
to supporting economic 
transformation through 
the future workforce. 

Some countries focus on skills 
in strategic sectors, others 
use a more generic approach 
to assess skills demands. 

1

2

https://skillspanorama.cedefop.europa.eu/en/about-us
https://skillspanorama.cedefop.europa.eu/en/about-us
https://www.cedefop.europa.eu/FinancingAdultLearning/index.html
https://www.cedefop.europa.eu/FinancingAdultLearning/index.html
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Are there structured assessments in place 
to clearly identify and target in-demand 
skills in priority economic sectors? 
There are multiple lists that identify priority economic sectors in Indonesia. 

27  Priority is given in terms of the acceleration of mutual recognition agreements and the development of competency maps.

28  Data collection workshop.

Individuals consulted through focus group discussions 
DQG� LQWHUYLHZV�UHIHUUHG�WR�VSHFLĆF�SULRULW\�VHFWRUV�DQG�
often suggested different lists. The review of documen-
tary evidence also suggests that multiple lists have been 
SURGXFHG�� ,QGRQHVLD�9LVLRQ� ����� LGHQWLĆHV� VL[� SULRULW\�
sectors: agriculture, industry, tourism, maritime mat-
ters, energy, and technology and creative industries 
(BAPPENAS, 2018). The National Medium-Term De-
velopment Plan (2015–2019) gives priority to similar 
DUHDV�� EXW� DGGV� ĆVKHULHV�� FRQVWUXFWLRQ��PDQXIDFWXULQJ��
logistics, transportation, electronics, textiles, and health 
services.27 Consulted stakeholders report that only the 

agriculture, industry, and tourism sectors are consid-
ered priorities under the National Medium-Term De-
velopment Plan (2020–2024).28 While CMEA’s Plan for 
the Development of Human Resource Capacity appears 
to align with a focus on tourism only, the document sug-
gests an interest in also covering sectors such as health, 
manufacturing, and transportation (CMEA, 2017). Fi-
nally, the Ministry of Industry (MoI) MoI expressed their 
intention to strengthen the national industry in the food 
and beverage, automotive, electronic, chemical, and tex-
tile industries (MoI, 2018). 

Table 3.2

&0($�KDV�SURMHFWHG�ODERU�UHTXLUHPHQWV�IRU�YRFDWLRQDO�
JUDGXDWHV�E\�LQGXVWULDO�VHFWRU

Sector

Growth of vocational workforce per year

CAGR Number

����ü�� ����ü�� ����ü�� ����ü��

Financial services –7. 9% 4.5% –7.9% 4.5%

Consumer staples 6.4% 5.9% 6.4% 5.9%

Consumer discretionary 12.9% 5.5% 12.9% 5.5%

Telecommunications services 14.6% 7.8% 14.6% 7.8%

Materials 6.5% 5.6% 6.5% 5.6%

Energy 1.9% 2.3% 1.9% 2.3%

Real estate 15.3% 5.9% 15.3% 5.9%

Infrastructure and transportation –8.4% 5.9% –8.4% 5.9%

Health 24.7% 11.3% 24.7% 11.3%

Utilities 7.6% 2.2% 7.6% 2.2%

Information technology 18.7% 11.5% 18.7% 11.5%

Source: CMEA, 2017a.
Note: Projections come from: (i) future labor demand of TVET graduates based on projections of the 
Indonesia Stock Exchange, and  (ii) TVET graduates’ employment potential based on the country’s superior 
products (for example, palm oil, swallow nets, rubber, and an e-commerce platform industry).

Assessments of skills constraints cover different sectors.  As 
a result of the lack of a common agreement on the priority 
sectors for the Indonesian economy, the different strate-
gies for the WfD system prioritize skills in different sectors. 
Of the three main system-wide documents that outline an 
agenda for WfD,29 only those produced by CMEA and BAP-
PENAS present an assessment of the country’s economic 
prospects and their implications for skills: 

 · CMEA’s Indonesia Vocational Development Policy 
Roadmap 2017–2025 offers a thorough assessment 
of the skills supply in the country, the prospects of 
selected professions, and the associated needed 
competencies (CMEA, 2017b). Table 3.2 illustrates 
the information offered in this document. In addition 
to the predictive work completed for the roadmap, 
CMEA is currently collaborating with the World Bank 
to establish a skills monitoring system with the hope of 
enabling better alignment between skills demand and 
VXSSO\��7KH�ĆUVW�RXWSXW�RI�WKLV�FROODERUDWLRQ�ZDV�WKH�
2018 Indonesian Critical Occupations List that identi-
ĆHG����RFFXSDWLRQV�WKDW�DUH�ERWK�LQ�VKRUW�VXSSO\�DQG�
strategic for the Indonesian economy (see Box 3.1).

29 The three documents are: (1) CMEA’s Indonesia Vocational Development Policy Roadmap 2017-2025, (2) CMHDC’s Draft Road-
map for Indonesia Human Resource Development 2018-2020, and (3) BAPPENAS’s Indonesia Vision 2045. 

 · BAPPENAS’s Indonesia Vision 2045 projects Indone-
sia’s economic growth between 2016 and 2020 and 
describes the national plans for sustainable economic 
development, including a workforce reform to take 
place between 2016 and 2045 (BAPPENAS, 2018). 
$OWKRXJK�KXPDQ�GHYHORSPHQW�LV�LWV�ĆUVW�SLOODU��WKH�SODQ�
does not provide data on skills supply or demand. The 
absence of such analyses is common. After review-
ing all documents listed in Figure 3.2, the Chapeau 
Paper concludes that: “Almost all of the policy and 
planning documents focus on the supply side (…). Most 
recognize the importance of the demand side and 
argue that education and training should be planned, 
designed, and implemented to meet the demand. 
However, they generally stop at the normative level 
without real demand analysis and/or assessment to 
connect to the TVET programs they plan to develop 
and implement.” (Malik, Jasmina, and Ahmad, 2019).

Photo by Darren Wanliss on Unsplash
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Current initiatives 
underway to 
understand 
skills supply 
and demand

Box 3.1

&XUUHQW�LQLWLDWLYHV��VXSSRUWHG�E\�
WKH�:RUOG�%DQN��DUH�XQGHUZD\�
XVLQJ�FRPSOHPHQWDU\�ODERU�PDUNHW�
LQIRUPDWLRQ��/0,��WHFKQLTXHV��
WUDGLWLRQDO�DQG�QRQWUDGLWLRQDO��WR�
SURYLGH�D�WKRURXJK�XQGHUVWDQGLQJ�RI�
,QGRQHVLDÝV�VNLOOV�VXSSO\�DQG�GHPDQG�

Indonesia’s Critical Occupation List (COL)
This initiative was implemented in coordination with CMEA.

The 2018 COL draws upon international best practice from Australia, Ma-
laysia, and the United Kingdom to develop a list of shortage occupations that 
can be used to inform labor market policies and programs. To be included 
on the list, an occupation must meet two criteria: (i) it must be in short sup-
ply, and (ii) it must be strategic for the Indonesian economy. The 2018 COL 
contains 35 occupations, which represent jobs from sectors such as manu-
facturing, telecommunications and IT, accommodation and food services, 
construction, information and communication technology (ICT), and other 
SURIHVVLRQDO�VFLHQWLĆF�VHUYLFHV��7KHVH�DUH�GHULYHG�WKURXJK�ERWK�WRS�GRZQ�
analysis (national level survey data that could indicate changes in supply and 
demand) and bottom-up processes evidence collected from enterprise sur-
veys and consultations. Internationally, COLs have been used to create tar-
geted education and migration policies that address critical skills gaps. 

Occupational Employment Outlook
This initiative is currently underway.

The outlook analyzes the pilot of the Occupational Employment and Vacan-
cy Survey (OEVS) carried out between December 2019 and March 2020. 
7KH�2(96�LV�D�ĆUP�OHYHO�VXUYH\�WKDW�FROOHFWV�LQIRUPDWLRQ�RQ�WKH�VWUXFWXUH�
RI�HPSOR\PHQW��WKH�URVWHU�RI�RFFXSDWLRQV�LQ�WKH�ĆUP��XVLQJ������,QGRQH-
VLDQ� 6WDQGDUG�&ODVVLĆFDWLRQ� RI�2FFXSDWLRQV��� DQG� RFFXSDWLRQDO� G\QDPLFV��
including shortages, hiring attempts and constraints, current and expected 
vacancies, and planned occupational growth and decline. The design of the 
questionnaire was based on two well-established surveys carried out by the 
U.S. Department of Labor: the Occupational Employment Statistics (OES) 
and the Jobs Openings and Labor Turnover Survey (JOLTS).

INDO*NET
This initiative is in the design stage.

This is a pilot survey of certain modules of the U.S. O*NET survey, which 
was adapted to Indonesia’s context. The pilot will collect information on 
tasks performed and skills needed in 15 selected occupations. Selected 
occupations will be based on the COL and OEVS work. 

Online Skills and Vacancy Outlook
This initiative is in its data collection stage and 
is based on real-time LMI techniques. 

The initiative collects online data on vacancies and skills demanded at 
the occupational level, which are available on up to 25 job boards and 
100 employer sites in Indonesia. The data collection started in Decem-
ber 2019 and will continue until November 2020. Data collected for each 
YDFDQF\�ZLOO�LQFOXGH�MRE�WLWOH��ORFDWLRQ��FODVVLĆFDWLRQ�LQWR�WKH�,QGRQHVLDQ�
&ODVVLĆFDWLRQ�RI�2FFXSDWLRQV�DQG�21(7�VFKHPHV��HGXFDWLRQ��VNLOOV��DQG�
experience requirements, as well as employer name and sector. This 
survey was designed to complement, not replace, other initiatives, since 
highly skilled and formal jobs are more likely to be found online.

All these initiatives can serve as a platform 
for monitoring skills imbalances and help 
policy makers in Indonesia determine 
where investments should be made 
in training programs, how incentives 
should be adjusted for apprenticeship 
programs, and which skills job seekers 
should try to develop to increase 
their value in the labor market.

The MoI adds a third perspective on the skills that the In-
donesian WfD system should produce. As implementer 
RI�0DNLQJ� ,QGRQHVLD������0R,�KDV�GHĆQHG� WKH� FRXQWU\èV�
DVSLUDWLRQV�IRU�LQGXVWULDO�GHYHORSPHQW�DQG�LGHQWLĆHG�WHQ�
national priority programs, one of which would increase 

investment in human resource development. In 2015, the 
Ministry designed a Plan for Industrial Sector Manpower 
Needs that it currently uses as a basis to project industrial 
workforce needs per subsector, as illustrated in Table 3.3.

Table 3.3

0R,�KDV�SURMHFWHG�ZRUNIRUFH�QHHGV�SHU�LQGXVWU\

Industry 2018 2019 2020
Average

2021–25 2026–30 2031–35

Food 173,479 178,725 177,348 195,335 220,537 240,540

Drink 11,041 11,375 11,288 12,433 14,035 15,297

Tobacco processing 10,885 10,861 10,035 10,143 9,602 8,243

Textile 39,184 40,325 39,812 43,671 48,774 52,376

Apparel 92,857 95,618 94,462 103,675 115,985 124,761

Leather 34,175 34,737 33,321 35,161 36,468 35,601

Timber, wood, and cork 62,285 63,951 62,687 68,066 74,585 78,158

Paper 15,471 15,653 15,012 15,683 16,065 15,551

Printing and media 4,353 4,390 4,197 4,385 4,478 4,316

Chemical ingredients and coral curry chemistry 9,864 9,999 9,638 10,210 10,657 10,553

Pharmacy, chemical and traditional medicine 3,551 3,598 3,467 3,678 3,850 3,824

Rubber and plastic 22,408 22,698 21,958 23,233 24,253 24,131

Nonmetallic goods 36,452 37,110 35,836 38,082 40,056 39,906

Basic metal 9,413 9,690 9,564 10,505 11,749 12,624

Non-machine metal goods 17,968 18,429 18,070 19,555 21,368 22,363

Computer and electronic 6,478 6,630 6,489 7,026 7,659 7,988

Electrical equipment 6,234 6,380 6,244 6,762 7,364 7,673

Machinery and equipment 4,955 5,060 4,970 5,349 5,815 6,086

Motor vehicle 6,127 6,312 6,224 6,862 7,692 8,274

Transport equipment 11,341 11,697 11,545 12,712 14,258 15,342

Furniture 16,132 16,431 15,887 16,870 17,770 17,757

Other 9,912 10,062 9,722 10,307 10,795 10,744

Total ������� ������� ������� ������� ������� �������

Source: MoI, 2018.
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Nongovernment stakeholders in Indonesia also conduct 
assessments of economic prospects and their implica-
tions for skills, although they are more limited in scope. 
7KH�ĆUVW��FRQGXFWHG�LQ������E\�,/2�LQ�SDUWQHUVKLS�ZLWK�
ASEAN, consists of a survey of 241 manufacturing and 
����VHUYLFHV�ĆUPV��DV�ZHOO�DV�����KLJKHU�HGXFDWLRQ�VWX-
dents in Indonesia (ASEAN and ILO, 2016). This assess-
ment looks at human resource recruitment and training 
SUDFWLFHV��SHUVSHFWLYHV��DQG�QHHGV�IURP�VXUYH\HG�ĆUPV�
as well as the aspirations and expectations of consulted 
students. The assessment also explores enterprises’ and 
VWXGHQWVè� RXWORRNV�RQ� WKH� IXWXUH�� VSHFLĆFDOO\� LQ� OLJKW�RI�
the rapid technological change that the region is facing. 
The second assessment was commissioned by USAID 
and led by FHI360 in 2015 (FHI360, 2015). It consists 
of a review of skills needs in the automotive, horticul-
ture, ICT, transportation, and cocoa sectors in the prov-
inces of West Java and South Sulawesi. 

Despite diverse assessments, there is no common 
agreement on the types of skills the Indonesian WfD 
system should focus on. While some consulted stake-
holders believe that the various national plans for WfD 
offer enough guidance, others argue that the system 
is not doing enough to analyze the market demand for 
skills.30 This can be explained by three reasons. First is 

30  Data collection workshop and one-on-one interviews.

31  This estimate was presented in the OECD Economic Survey for Indonesia, launched in October 2018. 

the absence of a common vision for WfD, which may lead 
to duplication of efforts and information overload. With 
several plans and different perspectives on the current 
and future demand for skills, WfD stakeholders may not 
use these documents as guidance, and proceed to devel-
op their own strategies (which may or may not be sup-

ported by skills demand analyses). Second is the absence 
of an explicit leadership role for the WfD system, which 
constrains the operability of the national plans. Given 
that no WfD stakeholder has a formal responsibility to 
develop a vision for the entire system that is supported 
by a sound assessment of skills demand, stakeholders 
PD\�ĆQG�IHZ�UHDVRQV�WR�VXEVFULEH�WR�D�QDWLRQDO�DJHQGD�RU�
align their training offerings to its estimated demand for 
skills. Finally, most of the assessments of skills demand 
focus on the formal sector. Given that an estimated 70 
percent of all workers in Indonesia are informal,31 these 
assessments may only be partially relevant, as they cov-
er a limited fraction of the labor market.  

Are employers’ perspectives included 
in WfD policy decision-making? 
Employers in Indonesia do have a role in the national 
dialogue for WfD, mainly through two bodies.  

Under the coordination of MoM are the National Train-
ing Council (NTC) and the Vocational Training Commit-
tee (VTC). NTC is an advisory body to the Minister in the 
formulation of national training policies. It includes the 
participation of training experts and practitioners from 
the public and private sectors, as well as the Chamber of 
Commerce KADIN and the Indonesian Employers’ Asso-
ciation APINDO. VTC supports the implementation of 
national training policies and programs with the input of 
both KADIN and APINDO.

Employers also participate in occasional workshops or fo-
cus-group discussions, and they occasionally sign agree-
ments, like the 2016 Memorandum of Understanding 
(MoU) between KADIN and MoM. This 2016 agreement 
LV�DQ�H[DPSOH�RI�D�PDMRU�GHFLVLRQ�WKDW�EHQHĆWHG�IURP�HP-
ployers’ input (CMEA, 2017a); as of 2017, it had result-
ed in the commitment of more than 2,500 companies to 
establish apprenticeships. Employers’ participation in the 
WfD system is, for the most part, focused on establishing 
partnerships to deliver training services.

Do employers receive support to 
train current employees?
Indonesia provides limited support for companies in the formal 
sector to address the skills shortages of their workers. 

32 For a brief description and examples of training funds, see  di Gropello, Kruse, and Tandon, 2011. For a lengthy discussion on the 
W\SHV�RI�WUDLQLQJ�IXQGV�DQG�WKHLU�RSHUDWLRQ��VHH�-RKDQVRQ�������b

33 Data collection workshop.

34 The Enterprise Survey was conducted in Indonesia between April and November, 2015, from a representative sample of 1,320 
HVWDEOLVKPHQWV�ZLWK�ĆYH�RU�PRUH�HPSOR\HHV�LQ�WKH�PDQXIDFWXULQJ�DQG�VHUYLFHV�VHFWRUV��0RUH�LQIRUPDWLRQ�RQ�,QGRQHVLDèV������
survey can be found at https://microdata.worldbank.org/index.php/catalog/2665. 

35 According to the OECD, “More than 100 entrepreneurship training programs are conducted annually in Indonesia by various ministries 
DQG�DJHQFLHV�ë�6RPH�RI�WKH�PRVW�QRWDEOH�H[DPSOHV�DUH��0R57+(èV�HQWUHSUHQHXUVKLS�WUDLQLQJ�WR�WHQDQW�ĆUPV�DV�SDUW�RI�LWV�LQFXEDWLRQ�
programs; MoI’s training and mentoring to increase start-up activity in the manufacturing sectors as part of its Entrepreneurship Pro-
gramme; MoM’s entrepreneurship training for the unemployed and vulnerable; the Ministry of Social Affair’s entrepreneurship training 
for low income and other vulnerable groups; and the Ministry of Youth and Sports entrepreneurship training for youth (OECD, 2018).

The country does not have a levy-grant scheme—a mech-
DQLVP�XVHG�DURXQG�WKH�ZRUOG�WR�ĆQDQFH�HPSOR\HH�WUDLQ-
ing.32 However, consulted stakeholders report having 
been consulted on the proposal for a Skills Development 
Fund and a Super Tax-Deductible System to promote 
in-company training programs. These proposals are cur-
rently pending approval by national decision-makers.33 
The limited support for employee training explains why 
only 5 percent of the labor force reports having received 
further training (World Bank, 2019b). Indeed, the share of 
ĆUPV�LQ������WKDW�RIIHUHG�IRUPDO�WUDLQLQJ�WR�WKHLU�IXOO�WLPH�
employees in Indonesia was roughly a third of the share of 
ĆUPV�WKDW�GR�VR�LQ�WKH�UHJLRQ�DQG�DPRQJ�PLGGOH�LQFRPH�
countries (see Figure 3.3). Following common practice, 
ĆUPV� JLYH� SUHIHUHQFH� WR� VNLOOHG� HPSOR\HHV� �VHH� )LJXUH�
3.4), mostly those with higher education (see Figure 3.5). 
,QWHUHVWLQJO\�� D������VXUYH\� IRXQG� WKDW�ZKHQHYHU�ĆUPV�
offer training, they tend to use public training institutions 
(see Figure 3.6). And when asked about the quality of the 
training they receive from these institutions, most compa-
QLHV�VD\�WKDW�WKH\�DUH�VDWLVĆHG��VHH�)LJXUH�������7KH�VDPH�
survey explored the reasons why companies do not pro-
vide training, and it found that, in addition to capacity and 
ĆQDQFLDO� FRQVWUDLQWV�� ĆUPV� FODLP� WKDW� WKHLU�ZRUNHUVè� VNLOO�
level is appropriate and requires no updating (see Figure 
3.8). However, more recent data from the World Bank’s 
(QWHUSULVH�6XUYH\�VKRZV�WKDW�WKH�VKDUH�RI�ĆUPV�ZKR�LGHQ-
WLI\�VNLOOV�GHĆFLWV�DV�D�PDMRU�FRQVWUDLQW�IRU�WKHLU�RSHUDWLRQV�
climbed from 8.6 percent in 2009 to 11.1 percent in 2015 
(Gomez-Mera and Hollweg, 2018).34 

Line ministries tend to provide skills development support 
for informal sector businesses, mainly as part of entrepre-
neurship promotion programs. Consulted stakeholders 
argued that each of the 17 ministries can have their own 
version of this type of entrepreneurship program.35 One 
example is the Tenaga Kerja Mandiri (Independent Work-
IRUFH��3URJUDP��RQH�RI�WKH�ćDJVKLS�LQLWLDWLYHV�DW�0R0��ZKLFK�

offers training and business facilities to those interested in 
setting up their own business through the Professional In-
dependent Youth Workforce Formation Program (Prasasti 
and Paolo, 2017). Established in 2015, the program aims to 
UHDFK�DSSUR[LPDWHO\���PLOOLRQ�EHQHĆFLDULHV��:KLOH�WKH�PXO-
tiplicity of programs to support skills development in the 
informal sector is positive, their impact is unclear. There is 
no evidence that these programs have been assessed on 
whether training has improved the earnings or labor market 
FRQGLWLRQ�RI�EHQHĆFLDULHV��7KH�*R,�FRXOG�H[SORUH�HQFRXUDJ-
ing ministries to review the outcomes of these programs on 
a regular basis to ensure that the investment is generating 
EHQHĆWV� WR� WKRVH�ZKR� QHHG� VXSSRUW� DQG� WR� DGMXVW� WKRVH�
programs that do not.

Line ministries tend to provide skills development 
support for informal sector businesses, mainly as 
part of entrepreneurship promotion programs.

Despite diverse assessments, there is no 
common agreement on the types of skills the 
Indonesian WfD system should focus on.
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Figure 3.5

)LUPV�LQ�,QGRQHVLD�DUH�PRUH�OLNHO\�WR�RIIHU�WUDLQLQJ�WR�HGXFDWHG�HPSOR\HHV

Source: World Bank, 2019b, using Labor Force Survey data for Indonesia.

Figure 3.3 

)HZ�ùUPV�LQ�,QGRQHVLD�RIIHU�WUDLQLQJ�WR�WKHLU�HPSOR\HHV

Figure 3.4

)LUPV�LQ�,QGRQHVLD�DUH�PRUH�OLNHO\�WR�RIIHU�WUDLQLQJ�WR�VNLOOHG�HPSOR\HHV

Source: Adapted by the authors from Gomez-Mera and Hollweg, 2018.

Source: Adapted by the authors from Gomez-Mera and Hollweg, 2018.
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(DVW�$VLD�DQG�3DFLĆF
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55%
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25%
32%

36%

6KDUH�RI�ĆUPV�WKDW�RIIHU�IRUPDO�WUDLQLQJ����

Skilled, nonproduction worker
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Unskilled, nonproduction worker

Unskilled, production worker 23%
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Gender

Age

Education

Higher education
Senior secondary
Junior secondary

Primary or less

45 + years
35–44 years
25–34 years
15–24 years

Female
Male
Total

3.54%

5.38%
4.93%
5.09%

5.85%
5.58%

4.98%

0.42%
1.57%

7.74%
24.5%

Average share of workers who received training in 2015 (%)

Figure 3.7

)LUPV�DUH�JHQHUDOO\�VDWLVùHG�ZLWK�WKH�TXDOLW\�RI�SXUFKDVHG�WUDLQLQJ�VHUYLFHV

Source: di Gropello, Kruse, and Tandon, 2011, based on the 2008 Indonesia Survey of Skills/Labor Demand. 
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from public institutions
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6KDUH�RI�ĆUPV����

Figure 3.6

3XEOLF�WUDLQLQJ�LQVWLWXWLRQV�DUH�LPSRUWDQW�SDUWQHUV�
IRU�ùUPV�WKDW�WUDLQ�WKHLU�ZRUNHUV

Source: di Gropello, Kruse, and Tandon, 2011, based on the 2008 Indonesia Survey of Skills/Labor Demand. 

Figure 3.8

)LUPV�WKDW�GR�QRW�RIIHU�WUDLQLQJ�RIIHU�YDULRXV�UHDVRQV

Source: di Gropello, Kruse, and Tandon, 2011, based on the 2008 Indonesia Survey of Skills/Labor Demand.    
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Strengthening 
critical coordination 
for implementation

Policy Goal 3 examines the extent to which policies and institutional 

arrangements are in place to coordinate action on strategic priorities. 

Ensuring that the efforts of multiple stakeholders involved in WfD are 

aligned with the country’s key socioeconomic priorities is an important 

objective of strategic coordination. Such coordination typically requires 

overcoming barriers to cross-sector or cross-ministerial cooperation. 

Policy Goal 3 examines the extent to which policies and institutional 

arrangements are in place to formalize roles and responsibilities for 

FRRUGLQDWHG�DFWLRQ�RQ� VWUDWHJLF�SULRULWLHV��0RUH� VSHFLĆFDOO\�� LW� ORRNV� DW�

three factors: (1) the clarity of roles of government ministries and agencies, 

����WKH�H[LVWHQFH�RI�GHĆQHG�UROHV�IRU�QRQJRYHUQPHQW�VWDNHKROGHUV��DQG�

(3) the coordination among different actors for the implementation of 

strategic WfD measures.   

Indonesia scores at an emerging level of development for this policy goal. 

The mandates of government ministries and agencies with responsibility 

IRU� :I'� RYHUODS� LQ� PXOWLSOH� DUHDV�� :KLOH� VRPH� VSHFLĆF� VXEVHWV� RI�

the system follow more structured processes, at the system level, 

coordination of WfD strategies and programs mainly occurs through 

DG� KRF� PHFKDQLVPV�� 1RQJRYHUQPHQW� VWDNHKROGHUV� GR� KDYH� GHĆQHG�

roles and responsibilities and seem to have some institutionalized 

mechanisms to cooperate with government stakeholders, however, 

those mechanisms are mainly at the ministry level. Although there are 

agreements in place to coordinate among ministries, implementation 

plans, budgeting, and monitoring for some system-wide initiatives are 

carried out independently by each ministry and local government. 

Overlaps in the mandates of WfD stakeholders are not as common 

around the world, but several countries struggle to ensure that the 

design and implementation of critical measures is coordinated. Most 

RI� WKH� FRXQWULHV� DVVHVVHG� E\� 6$%(5�:I'� KDYH� FOHDUO\� GHĆQHG� UROHV�

and responsibilities for government stakeholders, with only minor 

overlaps in their mandates. Overall, systems with fewer government 

agencies involved in WfD are less prone to duplication of mandates. 

(YHU\�FRXQWU\�VWXGLHG�KDV� WDNHQ�VWHSV� WR�GHĆQH�� WR�YDU\LQJ�GHJUHHV�RI�

clarity, the functions of nongovernment stakeholders. However, their 

UROHV�DUH�JHQHUDOO\�OHVV�ZHOO�GHĆQHG�WKDQ�WKRVH�RI�JRYHUQPHQW�DJHQFLHV��

Coordination of the implementation of strategic WfD initiatives is weak in 

most countries. Only 6 out of 30 countries were rated at the established 

level in this regard.

,Q� DGYDQFHG� HFRQRPLHV�� DOO�:I'� VWDNHKROGHUV� KDYH�ZHOO�GHĆQHG� UROHV�

and responsibilities, and critical initiatives are regularly monitored. 

Government ministries and agencies with responsibility for WfD in 

advanced systems have clear mandates that leave little room for overlaps 

and duplication of functions. Key nongovernment WfD stakeholders 

(employers, trade unions, civil society, and training providers) have 

OHJDOO\� GHĆQHG� UROHV� DQG� UHVSRQVLELOLWLHV� DV�ZHOO�� ,Q� DGYDQFHG� V\VWHPV��

both types of WfD stakeholders coordinate the design of strategic WfD 

interventions through institutionalized mechanisms. Those mechanisms 

facilitate continued coordination for the implementation and monitoring 

of WfD interventions, which allows stakeholders to identify those actions 

that work and those that do not work as intended. For example, Singapore 

established a Tripartite Alliance between unions, employers, and the 

government back in the 1970s that allows for rapid implementation of 

WfD policies due to stakeholders’ buy-in.

Indonesia scores at 
an emerging level 
of development for 
this policy goal. 

([DPLQHV�WKH�
H[WHQW�WR�ZKLFK�

SROLFLHV�DQG�LQVWLWXWLRQDO�
DUUDQJHPHQWV�DUH�LQ�SODFH�
WR�FRRUGLQDWH�DFWLRQ�RQ�
VWUDWHJLF�SULRULWLHV��

Ensuring that the efforts of 
multiple stakeholders involved 
in WfD are aligned with the 
country’s key socioeconomic 
priorities is an important goal 
of strategic coordination.

This policy goal  looks 
at three factors:

Clarity of roles of government 
ministries and agencies.

([LVWHQFH�RI�GHĆQHG�UROHV�IRU�
nongovernment stakeholders.

Coordination among different 
actors for the implementation 
of strategic WfD measures.

The mandates of government 
ministries and agencies 
with responsibility for WfD 
overlap in multiple areas.

Nongovernment stakeholders do 
KDYH�GHĆQHG�UROHV�DQG�UHVSRQVLELOL-
ties and seem to have some institu-
tionalized mechanisms to cooper-
ate with government stakeholders, 
however, those mechanisms are 
mainly at the ministry level.

Although there are agreements 
in place to coordinate among 
ministries, implementation plans, 
budgeting, and monitoring for 
some system-wide initiatives are 
carried out independently by each 
ministry and local government.

Singapore established a 
Tripartite Alliance between 
unions, employers, and the 
government back in the 
1970s that allows for rapid 
implementation of WfD policies 
due to stakeholders’ buy-in.

In advanced economies, 
all WfD stakeholders 
KDYH�ZHOO�GHĆQHG�UROHV�
and responsibilities, and 
critical initiatives are 
regularly monitored.

In advanced systems, both 
types of WfD stakeholders 
coordinate the design of 
strategic WfD interventions 
through institutionalized 
mechanisms.

Most of the countries 
assessed by SABER-WfD 
KDYH�FOHDUO\�GHĆQHG�UROHV�
and responsibilities for 
government stakeholders, 
with only minor overlaps 
in their mandates. 

Overall, systems with fewer 
government agencies involved 
in WfD are less prone to 
duplication of mandates.

1

2

3
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Are the roles and responsibilities of 
:I'�VWDNHKROGHUV�ZHOO�GHõQHG" 
At the time of the SABER data collection, three ministries had a predominant 
role in the Indonesian WfD system: MoEC, MoRTHE, and MoM.

36�:KHQ�GDWD�FROOHFWLRQ�IRU�WKLV�DVVHVVPHQW�ZDV�FRQGXFWHG��WKHVH�WKUHH�PLQLVWULHV�ZHUH�LGHQWLĆHG�DV�SOD\LQJ�FULWLFDO�UROH�LQ�:I'��:LWK�
the commencement of the new GoI administration and issuance of Presidential Regulation NO. 82/2019 on MoEC, MoRTHE’s DG 
of Higher Education (which manages vocational higher education) has been merged to the MoEC. TVET is now the responsibility of 
the DG of vocational education, encompassing both vocational higher education and vocational secondary education.

These three ministries36 indeed have important respon-
sibilities in Indonesia’s WfD system, as they not only ad-
minister training institutions directly but also regulate 
the delivery of training services by private providers. Line 
ministries also administer training institutions directly and 

UHJXODWH�RFFXSDWLRQ�VSHFLĆF�DVSHFWV�RI� WUDLQLQJ�GHOLYHU\�
in their respective sectors, although on a smaller scope. 
As mentioned earlier, CMHDC, CMEA, and BAPPENAS 
have an important role in Indonesia’s WfD system as lead-
ers and coordinators (see Figure 3.9). 

Figure 3.9

7KH�:I'�6\VWHP�LQ�,QGRQHVLD�LV�FRPSOH[

*  CMEA coordinates some of the line ministries that provide training, not all.

**  Ministries of: Agriculture, Communication and Informatics, Cooperatives and SMEs, Defense, Energy and 
Mineral Resources, Environment and Forestry, Finance, Health, Industry, Home Affairs, Law and Human Rights, 
Maritime Affairs and Fishery, Public Works and Public Housing, Social Affairs, Tourism, and Transportation.

The role of each of the three most prominent government 
WfD stakeholders is explained below: 

 · MoEC oversees formal and nonformal training at the 
upper-secondary level. It administers 3,519 public se-
nior technical and vocational secondary schools (SMK) 
and regulates the training services of 10,191 private 
SMK and 19,633 nonformal training institutions (LKP) 
�0DOLN��-DVPLQD��DQG�$KPDG���������7KH�GHĆQLWLRQ�RI�
MoEC’s policies takes place at the national level. To 
oversee the implementation and/or adaptation of pol-
icies, as well as the administration and delivery of local 
vocational education, the Ministry is represented by 34 
SURYLQFLDO�RIĆFHV�RI�HGXFDWLRQ�DQG�����GLVWULFW�RIĆFHV��

 · MoM oversees nonformal training provision. Data 
shared by MoM show that this Ministry administers 
21 public work-training centers (BLK) focused on 
preparing individuals for the world of work, partic-
ularly school leavers. MoM also regulates the deliv-
ery of training services by 284 public BLKs that are 
administered by provincial and district governments, 
4,764 private work-training providers (LPK), and 833 
community public work-training centers (BLK Komu-
nitas).37 MoM is the lead institution on the regulation, 
approval, and maintenance of competency stan-
dards (SKKNI) as well as youth employment policies, 
which include skills development interventions.   

 · MoRTHE oversees formal training at the higher 
education level. It administers 436 public higher 
education institutions and regulates the training 
services of 4,263 private ones (Malik, Jasmina, and 
$KPDG���������7KHVH�ĆJXUHV�LQFOXGH�WKRVH�LQVWLWX-
tions that provide both academic and TVET-oriented 
programs, such as universities, institutes, and colleges 

37 Lembaga Pelatihan Kerja: Balai Latihan Kerja, Balai Produktivitas dan LPK Swasta. Retrieved from the following link, last accessed on 
May 26, 2020: https://kelembagaan.kemnaker.go.id/?page=1&limit=9&type=private.

38 Figures are sourced from Malik, Jasmina, and Ahmad, 2019; the distinction between TVET-only and TVET/academic institutions is 
PDGH�EDVHG�RQ�WKH�GHĆQLWLRQV�RI�HDFK�W\SH�RI�LQVWLWXWLRQ�LQ�WKH�1DWLRQDO�(GXFDWLRQ�6\VWHP�$FW����������

39 Recently upgraded to Industrial Human Resource Development Agency, according to informants. 

for specialization, as well as institutions that provide 
only TVET programs, such as academies, polytech-
nics, and community colleges.38 Unlike MoEC, both 
the development of policies and their implementation 
are managed by the Ministry at the central level. 

6HYHQWHHQ� DGGLWLRQDO� PLQLVWULHV� ĆQDQFH� HLWKHU� QRQIRU-
mal or formal training at the upper-secondary and higher 
education level. Many do so through their own training 
institutions (see Table 3.4), as they are considered to be 

uniquely positioned to determine the curriculum, facili-
ties, and equipment needs in their respective sectors. For 
this reason, line ministries are also expected to determine 
the education and competency standards of sector-spe-
FLĆF�RFFXSDWLRQV��ZKLFK�JLYHV� WKHP� WKH� UROH�RI�ERWK�DG-
ministrator and regulator of training provision. Some min-
istries exercise this role more prominently than others. 
Such is the case for the MoI, which oversees 21 training 
institutions through the Center of Industrial Education 
and Training (CIET).39 MoI is recognized by stakeholders 
for its efforts to engage employers in training and invest 
in modern equipment and facilities. It has an “Industrial 
Vocational Development Program” that covers ambi-
tious plans to establish apprenticeship schemes inspired 
by the German model, build new polytechnics, and ad-
vance the implementation of key initiatives, such as “Link 
DQG�0DWFK�ë�ê��LQ���ë�ê,QGXVWULDO�:RUNIRUFH�&HUWLĆFDWH�RI�
Competencies,” and “HR Development towards Industry 
4.0” (MoI, 2018).

6HYHQWHHQ�DGGLWLRQDO�PLQLVWULHV�ŦQDQFH�HLWKHU�
nonformal or formal training at the upper-
secondary and higher education level. 

Oversee and regulate 
training provision  

Does not denote 
dependence, but 
association

WfD system vision and 
coordination

Ministry of National 
Development Planning

Coordinating Ministry 
for Human Development 
and Culture 

Ministry of Education and 
Culture and Ministry of 

Religious Affairs

Ministry of Research, 
Technology and Higher 

Education

Coordinating Ministry of 
Economic Affairs 

Ministry of 
Manpower

Line Ministries 
(~17)**

https://kelembagaan.kemnaker.go.id/?page=1&limit=9&type=private
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 Table 3.4

7ZHQW\�PLQLVWULHV�SURYLGH�WUDLQLQJ

Ownership

Nonformal 
Education Formal Education

Number of 
institutions

Training Upper secondary, 
vocational education*

Vocational higher 
education*

Ministry of Education and Culture 3,519

Ministry of Higher Education 
and Technology

436

Ministry of Manpower 305**

Ministry of Religious Affairs 20

Ministry of Transportation 11**

Ministry of Tourism 6**

Ministry of Agriculture 6

Ministry of Maritime 
Affairs and Fishery

N/A

Ministry of Health 38**

Ministry of Industry 21**

Ministry of Communication 
and Informatics

1

Ministry of Energy and 
Mineral Resources

1

Ministry of Environment 
and Forestry

14***

Ministry of Public Works 
and Public Housing

N/A

Ministry of Cooperatives and SMEs N/A

Ministry of Home Affairs 22

Ministry of Law and Human Rights N/A

Ministry of Finance N/A

Ministry of Defense 3

Ministry of Social Affairs N/A

Source: Data sourced from Malik, Jasmina, and Ahmad, 2019. 
Note:    
* Many of the tertiary education programs offered by line ministries are geared toward civil servants only. 

%HQHĆFLDULHV�DUH�H[SHFWHG�WR�ZRUN�IRU�WKH�JRYHUQPHQW�XSRQ�JUDGXDWLRQ��� � � �

**  Figures shared by MoEF.    
 The ministry  owns training institutions.   
� 7KH�PLQLVWU\�ĆQDQFHV�WUDLQLQJ��EXW�LW�LV�XQFOHDU�LI�LW�RZQV�WUDLQLQJ�LQVWLWXWLRQV�

CMHDC and CMEA have mandates to facilitate coordina-
tion among various WfD stakeholders, but each oversees 
only a fraction of the WfD system. CMHDC, among oth-
HUV��LV�UHVSRQVLEOH�IRU�V\QFKURQL]LQJ�WKH�GHĆQLWLRQ�DQG�H[-
ecution of ministerial policies of eight ministries, including 
MoEC and MoRTHE. CMEA has a similar responsibility 
regarding ten ministries, including MoM and MoI. Other 
line ministries that operate or regulate training providers 
as listed in Table 3.4 do not fall under the sphere of either 
of these coordinating ministries. As such, the creation of 
synergies in the implementation of ministerial policies for 
:I'� IDOOV� EH\RQG� WKH� PDQGDWH� DQG� DUHD� RI� LQćXHQFH� RI�
both CMHDC and CMEA. So does the articulation of a 
common vision for Indonesia’s WfD system, but a number 
of actors have proven to be a proactive force nonetheless. 
For example, to implement the RPJMN 2015–2019, CMEA 
developed the Roadmap of Vocational Policy in Indonesia 
2017–2025, which provides an overview of future skills 
needs and outlines the direction for the development of 
TVET that includes formal and nonformal providers (that 
is, SMKs, BLKs, and Polytechnics). Consulted stakehold-
ers also report that line ministries meet occasionally under 
CMEA’s request to discuss big-picture strategic matters 
for the national WfD system. CMEA has been actively en-
JDJHG�LQ�WKH�LGHQWLĆFDWLRQ�RI�FULWLFDO�VNLOOV�QHHGV��VHH�3ROLF\�
Goal 2). But the agency is not alone in its efforts to develop 
a vision for Indonesia’s WfD system: BAPPENAS, respond-
ing to the emphasis on human resource development from 
WKH�3UHVLGHQWèV�2IĆFH�DQG�LQ�,QGRQHVLDèV�/RQJ�7HUP�'HYHO-
opment Plan, has also articulated an independent vision for 
the system as a whole.

There are numerous areas of overlap among the minis-
tries that oversee and regulate TVET:

1. All ministries develop their plans and strategies 
LQGHSHQGHQWO\��DV�D�ZD\�WR�IXOĆOO�WKHLU�PDQGDWHV� 
For example, seeking to implement the RPJMN 
2015–2019, different ministries have developed 
several stand-alone “roadmaps”: MoEC developed 
the Roadmap of SMK development 2017–2019; 
MoRTHE developed a Vocational Higher Edu-
cation Revitalization Program and the Teacher 
Training Institution Revitalization Strategy; and 
MoM developed the Grand Design of National 
Vocational Training 2017–2019. There is no evi-
dence of synergies among these three plans.40 

40  Malik, Jasmina, and Ahmad ( 2019) found little evidence of synchronization among these plans and several other planning docu-
ments the authors reviewed. The authors argue that fragmentation of plans and strategies is the norm, rather than the exception.   

41  Law 20/03 concerning the National Education System and Government Regulation 17/10 concerning the Management and Imple-
mentation of Education. 

42  Law 13/03 concerning Manpower, and Government Regulation 31/06 concerning the National Work Training System. 

43  Jumlah Data Satuan Pendidikan (Sekolah) Pendidikan Masyarakat (Dikmas) Per Provinsi. Retrieved from the following link, last 
accessed on May 26, 2020:  https://referensi.data.kemdikbud.go.id/index31.php. 

44  Lembaga Pelatihan Kerja: Balai Latihan Kerja, Balai Produktivitas dan LPK Swasta. Retrieved from the following link, last accessed 
on May 26,2020: https://kelembagaan.kemnaker.go.id/?page=1&limit=9&type=private.

2. The division of oversight responsibilities also lends 
itself to overlaps. The National Education System Law 
(20/2003) establishes three different types of edu-
cation: (1) formal, which includes levels encompassing 
basic, secondary, and higher education; (2) nonformal 
education, which is outside the formal system and can 

be implemented in single- or multiple-stages; and (3) 
informal, which encompasses the unstructured learn-
ing that takes place through personal interactions. All 
ministries can offer programs—and regulate training 
providers—under both formal and nonformal educa-
tion (see Table 3.4). Overlaps of this kind are common 
across the system, but given the scope of manage-
ment and regulation, the most evident overlap occurs 
between MoEC and MoM. The regulation stipulates 
that MoEC is responsible for the oversight of formal 
and nonformal education,41 and MoM is responsible 
for the oversight of nonformal education.42 As a result, 
both MoEC and MoM regulate more than 23,000 
private nonformal training providers; MoEC does so 
for 18,796 LKP (Lembaga Kursus dan Pelatihan),43 
and MoM does so for 4,764 LPK (Lembaga Pelatihan 
Kerja).44 Both ministries run parallel and independent 
systems to register and accredit the same type of 
training providers, leading to a duplication of labor 
for the ministries, but also for private, nonformal 
training providers, because many register and seek 
accreditation with both ministries to increase their 
competitiveness. Perhaps due to the ambiguity that 
regulation has brought to the oversight of private 
nonformal TVET providers, planning documents often 
neglect their role  in the implementation of strategies. 
Both MoEC and MoM have set enrollment targets 
that fall beyond the capacity of providers under 
their purview, implicitly assuming that line ministries 
and private providers will absorb the excess (Malik, 
Jasmina, and Ahmad, 2019). This assumption seems 
unrealistic and prevents the WfD system from making 
full and strategic use of its training capacity as non-
formal private providers far outnumber public ones.  

MoEC and MoM run parallel and independent 
systems to register and accredit the 
same type of training providers.

https://referensi.data.kemdikbud.go.id/index31.php
https://kelembagaan.kemnaker.go.id/?page=1&limit=9&type=private
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3. A third area of overlap is around competency 
standards, which are, in theory, developed by line 
ministries and regulated and approved by MoM. In 
practice, MoEC uses MoM-approved standards but 
also develops its own, based on the National Education 
Standards for some occupations (Malik, Jasmina, and 
Ahmad, 2019). MoRTHE, too, uses its own competen-
cy standards, which are developed with professional 
associations and, at times, use international standards 
as a benchmark.45 Along with MoI, which develops 
competency standards in line with MoM, these three 
ministries do not circumscribe their work on compe-
WHQF\�VWDQGDUGV�WR�VHFWRU�VSHFLĆF�RFFXSDWLRQV��7KH�
extent to which this leads to the development of multiple 
competency standards for identical or similar occupa-
tions is unknown. However, the fact that the Agency for 
National Standardization of Education (BSNP) places 
the need to harmonize standardization of competen-
cies as a priority in its strategic plan (Malik, Jasmina, 
and Ahmad, 2019) suggests that it is not uncommon. 

45  Malik, Jasmina, and Ahmad, 2019 and data collection workshop discussions.

Nongovernment stakeholders also have legally de-
fined roles and responsibilities. According to Govern-
ment Regulation No.31 of 2006, employers are ex-
pected to actively participate in the implementation of 
the national job training system, from the development 
of SKKNI to competency-based training (including ap-
prenticeship in companies) to competency certifica-
tion. Information on the participation of employers in 
these areas is detailed under Policy Goals 2, 5, and 8. 
MoM’s decree No. 438/1992 requires trade unions 
to contribute to workers’ professional development. 
However, they are not actively and regularly engaged 
in WfD. The ILO has worked to engage unions in skills 
development, starting with highlighting their role in 
ensuring the quality of apprenticeships. Such work 
has paid off: in July 2019, the ILO announced that five 
Indonesian trade union confederations declared their 
support of apprenticeships (ILO, 2019).

Do WfD stakeholders coordinate for the 
implementation of strategic measures? 
Agreement to collaborate around strategic measures often occurs through MoUs. 

Ad hoc mechanisms such as MoUs are currently used 
to facilitate coordination across ministries. Perhaps 
the best illustration of this is the MoU that operation-

alizes the revitalization of SMK. It broadly divides re-
sponsibilities among the five signing ministries as fol-
lows (MoEC, 2016):

MoEC Develops the SMK revitalization roadmap, increases the number of instructors 
and SMK staff, enhances collaboration among ministries, local governments, and 
LQGXVWULHV��HQKDQFHV�JUDGXDWH�DFFHVV�WR�FHUWLĆFDWLRQ��DQG�HQKDQFHV�60.�DFFUHGLWDWLRQ

MoRTHE 
(now DGHE of MoEC)

Accelerates provision of SMK instructors through education and recognition 
equivalency programs, and develops study programs required for vocational education

MoI Develops projections of skills needs for SMK graduates in each industry/sector, 
enhances collaboration with industries to set up apprenticeships for SMK students, 
and accelerates SKKNI development

MoM Estimates workforce demand (competency levels, types, numbers, location, and 
time), provides access for SMK students to conduct internships in BLK, conducts 
revitalization of BLK, accelerates SKKNI development

Ministry of 
State-Owned 

Enterprises

Encourages state-owned enterprises to absorb SMK graduates, to provide wider 
access for vocational students, educators, and staff to conduct internships, and to 
support the development of teaching factories

0R8V� PD\� QRW� EH� VXIĆFLHQW� WR� JXDUDQWHH� D� FRRUGLQDW-
ed implementation of strategic measures. Although this 
MoU expresses the intention of signing ministries to work 
together toward a common goal, there is little documen-
tation pointing to a coordinated implementation of the 
revitalization of SMK. Each ministry develops its own 

implementation, funding, and monitoring plan. Consulted 
stakeholders report using informal communication chan-
nels to coordinate, which may not result in structured ex-
changes and ensure synergy across ministries. 

Over the years, several initiatives have tried to improve 
coordination among stakeholders. In 2014, BAPPE-
NAS chaired a Working Group on Skills Development 
(WGSD) to address coordination problems, but there 
is no information on its operation or achievements, and 
it does not appear to be functioning at the moment. 
MoM has a Vocational Training Committee (VTC) that 
includes the participation of MoM, MoEC, MoI, em-
ployer representatives, training providers, academics, 
and nongovernmental organizations (NGOs), but no 
stakeholder identified it as an important coordination 
mechanism. Currently, BAPPENAS, CMEA, CMHDC—
supported by GIZ—are creating a National TVET Com-
mittee to facilitate collaboration. They are also working 
on a White Paper to inform the redistribution of roles 
and mandates across government TVET stakeholders, 
eliminate overlaps and inefficiencies, and increase co-
ordination. However, the implementation of the White 
Paper may face significant constraints. Modifying the 
roles or mandates of WfD stakeholders can be chal-
lenging, as each institution operates according to the 
law. Additionally, the redistribution of responsibilities 
with the associated changes in the allocation of funding 
and influence over policies may encounter some resis-
tance by affected parties. The strengthening of the Na-
tional TVET Committee may be the most viable route 
in the short term, but the system will continue to oper-
ate below its full potential if such a committee does not 
have the mandate to reallocate, and perhaps eliminate, 
redundant roles and responsibilities.

0R8V�PD\�QRW�EH�VXIŦFLHQW�WR�JXDUDQWHH�
a coordinated implementation 
of strategic measures.

Photo by Darren Wanliss on Unsplash
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RưǟƧƐŜŀǷƐƼƲǪчƼƃчǷƋūчɯƲţƐƲƄǪч
ŀƲţчǢūŜƼưưūƲţŀǷƐƼƲǪ
7KH�,QGRQHVLDQ�:I'�V\VWHP�FXUUHQWO\�HQMR\V�VXVWDLQHG�DWWHQWLRQ�E\�KLJK�
OHYHO�SROLF\�RIùFLDOV�ZKR�KDYH�HVWDEOLVKHG�D�FOHDU�FRQQHFWLRQ�EHWZHHQ�
KXPDQ�FDSLWDO�GHYHORSPHQW��HFRQRPLF�WUDQVIRUPDWLRQ��DQG�JURZWK��

This has created momentum for WfD, expressed in multiple 
efforts of government and nongovernment stakeholders to 
increase the access, quality, and relevance of TVET. This com-
PLWPHQW�LV�FHUWDLQO\�SRVLWLYH��EXW�LW�ZRXOG�EHQHĆW�IURP�PRUH�
FRRUGLQDWLRQ�WR�DYRLG�GXSOLFDWLRQ�RI�ODERU�DQG�LQHIĆFLHQFLHV��

The GoI has an opportunity to increase the impact of its 
investments in TVET by addressing the main cause of the 

current fragmentation in the WfD system. As illustrated 
in Figure 3.10, the overlapping roles and responsibilities 
of different WfD stakeholders have led to the develop-
ment of multiple agendas for TVET. In turn, this has re-
sulted in ministries advocating to advance priorities and 
initiatives aligned with their strategic plans but not nec-
essarily converging with each other in a way that can ad-
dress the needs of the country.

Figure 3.10

7KH�JRYHUQDQFH�RI�,QGRQHVLDÝV�:I'�V\VWHP�LV�IUDJPHQWHG

1. Articulate a strategic direction and strengthen 
coordination for implementation
7KH�*R,�FRXOG�FRQVLGHU�UHGHĆQLQJ�WKH�PDQGDWHV�RI�:I'�VWDNHKROGHUV�WR�
clarify leadership roles, reduce mandate overlaps, and increase coordination. 

&0($��&0+'&��DQG�%$33(1$6�DW�WLPHV�IXOĆOO�WKH�UROH�
of leaders and coordinators, but their success is con-
strained by their mandate: they do not have the authority 
to oversee all WfD stakeholders, nor can they enforce the 
implementation of their vision for the system. Current ef-
forts to develop a TVET strategy could consider explicitly 
assigning the leadership and coordination role to a lead-
ing entity that would include one or a limited number of 

VSHFLĆF� :I'� VWDNHKROGHUV�� $PRQJ� LWV� UHVSRQVLELOLWLHV��
the WfD leading entity should be tasked with articulating 
a national agenda for WfD that aligns with the country’s 
priorities for economic transformation and growth. This 
entails reaching a common understanding of what the 
priority economic sectors are and performing the corre-
sponding skills needs analyses in each (see Box 3.2). The 
WfD leading entity should use this evidence to develop 

an agenda for the system as a whole, specifying the roles 
of all WfD stakeholders, including TVET providers at all 
levels (formal, nonformal, public, private, etc.), and other 
relevant regulating agencies. For the National WfD Agen-
da to be operational, the WfD leading entity should be 
granted supervisory power to guide all WfD stakeholders 
toward the system’s goals, discourage redundancies, and 
monitor progress toward the national goals for WfD.

Ireland and Finland offer good examples of explicit 
national strategies for WfD and clarity on the leader-
ship role within the WfD system. In Ireland, the Fur-
ther Education and Training Authority (SOLAS) is fully 
responsible for the development of a national WfD 
strategy for CVET and has the authority to coordinate 
its implementation. SOLAS was created in 2013, and it 
LV�UHTXLUHG�WR�SUHSDUH�ĆYH�\HDU�VWUDWHJLHV�LQ�DOLJQPHQW�
with the National Skills Strategy. The latter is devel-
oped by the Department of Education and Skills, which 
covers IVET. In Finland, the Finnish National Board of 
Education (FNBE) sets 4-year Development Plans for 
Education and Research in collaboration with National 
Education and Training Committees (NETCs). NETCs 
are tripartite advisory bodies appointed by the Ministry 
of Education and Culture to ensure alignment between 
TVET and the needs of the labor market at a national 
level. Their members include businesses, employees, 
education and training providers, teaching staff, and 
industry researchers, all of whom are represented in 
the development of TVET strategies (Burke, Condon, 
and Hogan, 2019; and UNESCO-UNEVOC, 2013).

Singapore’s WfD system offers an example of alignment 
between WfD and national priorities. Like Indonesia, 
Singapore initially focused its policy and investment 
on IVET, but gradually increased the attention given to 
adult/employee training. Since independence, Singapore 
devoted its attention to building a skilled workforce 

46  For a more detailed description of WfD practices in Singapore between 1970 and 2010, see Raddon, 2012. Available at: http://wbg-
files.worldbank.org/documents/hdn/ed/saber/supporting_doc/CountryReports/WFD/SABER_WfD_Singapore_Multiyear_CR_2012.pdf.

47  See more on the SDF levy scheme on WfD in Box 4.2. 

by providing quality training to those in the education 
system. However, starting in the 1980s, but particu-
larly from the 2000s, the government increased the 
attention toward CVET, expressed in the creation of 
strategies for this subsector, as well as government 
and provider bodies, to implement those plans and 
meet the demand for adult/employee training (Rad-
don, 2012). Such efforts facilitated a rapid reaction to 
WKH������ĆQDQFLDO�FULVLV�E\�FUHDWLQJ�WKH�6NLOOV�3URJUDP�
for Upgrading and Resilience (SPUR), which combined 
funding with training and upskilling programs to help 
companies retain employees during the downturn.

6LQJDSRUH�KDV�DOZD\V� LGHQWLĆHG� LQGXVWULDOL]DWLRQ�DV� WKH�
main economic development strategy and recognized 
WfD as an essential intervention to achieve its goals.46 
In early 1970, the government established a Tripartite 
Alliance that brought together government agencies, 
HPSOR\HUV��DQG�XQLRQV�WR�GHĆQH�:I'�SULRULWLHV�DQG�SRO-
icies. This alliance brought stability and coordination to 
the system, resulting in a common agreement on the 
centrality of WfD to national socioeconomic develop-
ment (Raddon, 2012). The commitment to WfD led to 
the establishment, in 2003, of the Singapore Workforce 
Development Agency (WDA) under the Ministry of 
Manpower. As of 2010, WfD remains a central priority 
for the country as a means to enhance competitiveness. 
It was integrated into the national Economic Strategy 
Committee (ESC) reports, and it continues to be a recur-
rent topic in policy dialogue across ministries. In 2016, 
Singapore reorganized WDA’s functions and divided 
them into two statutory boards (MoM, 2016): 

 ԭ SkillsFuture Singapore (SSG), under the Min-
istry of Education, is responsible for promot-
ing a culture of lifelong learning by maximiz-
ing synergies between IVET and CVET. SSG 
administers the Skills Development Fund 
(SDF), which is funded by a levy scheme. 47

 ԭ Workforce Singapore (WSG), under MoM, is 
responsible for employment facilitation, career 
services, and industry engagement in training.

Unclear roles
Multiple agendas 

for WfD

Fragmented 
advocacy

Uncoordinated 
interventions

Overlapping mandates

Multiple leaders

Multiple coordinators 

Different vision of 
priority sectors and 
skills needs  

lead to Expressed in

http://wbgfiles.worldbank.org/documents/hdn/ed/saber/supporting_doc/CountryReports/WFD/SABER_WfD_Singapore_Multiyear_CR_2012.pdf
http://wbgfiles.worldbank.org/documents/hdn/ed/saber/supporting_doc/CountryReports/WFD/SABER_WfD_Singapore_Multiyear_CR_2012.pdf
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Korea’s�:I'�V\VWHP�RIIHUV�XVHIXO�OHVVRQV�RQ�WKH�GHĆQL-
tion of roles and responsibilities for WfD stakeholders 
and the establishment of coordination mechanisms. Up 
to 2010, the Korean system48 was “among the best in 
WKH�ZRUOG�ë�UHJDUGLQJ�WKH�GHĆQLWLRQ�RI�UROHV�DQG�UHVSRQ-
sibilities for WfD stakeholders and the establishment 
of coordination mechanisms (Ko and Yoon-Hee, 2013). 
The Vocational Training Act of 1967 and the Industrial 
Education Promotion Act of 1968 assigned clear roles 
and responsibilities to the Ministry of Labor (MoL) and 
the Ministry of Education (MoE), as well as training 
providers and employers. WfD authorities were em-
powered to coordinate WfD stakeholders to formulate 
and recommend WfD strategy and policies, compile 
and disseminate information and knowledge, formu-
late budgets, and request funding from government 
DXWKRULWLHV��5HJXODWLRQV�VLQFH�WKHQ�KDYH�UHGHĆQHG�DQG�
added responsibilities to stakeholders but maintained 
WKH�FOHDU�GHĆQLWLRQ�RI�PDQGDWHV��7KH�FRRUGLQDWLRQ�RI�
WfD stakeholders has improved over the years. In the 
1970s, Korea’s Vocational Review Training Committee 
(VRTC) was used to foster collaboration and informa-
tion sharing among government WfD stakeholders and 
employers. Chaired by the Vice Minister of Health and 
Social Affairs, it “served an important role in fostering 

48  For a more detailed description of WfD practices in Korea between 1970 and 2010, see Ko and Yoon-Hee, 2013. Available at: 
http://wbgfiles.worldbank.org/documents/hdn/ed/saber/supporting_doc/CountryReports/WFD/SABER_WfD_Korea_CR_Final_2013.pdf.

broad stakeholder cooperation as well as a mechanism 
for translating strategic priorities set at the apex-level 
into coordinated action” (Ko and Yoon-Hee, 2013). By 
the 1990s, the initially limited scope of VRTC had grown 
and allowed for the representation of employers from 
most sectors. A decade later, the establishment of the 

Human Resources Development Forum and Regional 
Human Resource Development (RHRD) Committees 
renewed the engagement of important WfD stakehold-
ers in policy dialogue. Information exchange between 
WfD stakeholders was also facilitated by NHRD-Net, 
a website launched in 2002 as a clearinghouse for 
information on WfD research, policies, and strategies. 
In 2007, Korea established the Employment Policy 
Review Committee to consolidate the duties of several 
disparate committees that had been created under MoL, 
including the Vocational Training Review Committee.

Examples of 
labor market 
observatories 
around the world

Box 3.2

/DERU�0DUNHW�2EVHUYDWRULHV��/02V��
DJJUHJDWH��DQDO\]H��DQG�FXUDWH�
LQIRUPDWLRQ�RQ�WKH�WUHQGV�RI�WKH�
ODERU�PDUNHW�WR�KHOS�SRWHQWLDO�DQG�
FXUUHQW�VWXGHQWV��MRE�VHHNHUV��WUDLQLQJ�
SURYLGHUV��HPSOR\HUV��DQG�SROLF\�
PDNHUV�PDNH�LQIRUPHG�GHFLVLRQV�
UHODWHG�WR�VNLOOV�GHYHORSPHQW��7KH\�
FDUU\�RXW�DQDO\VLV�DQG�PRQLWRULQJ�RI�
WUHQGV�LQ�ODERU�VXSSO\�DQG�GHPDQG�
WR�LGHQWLI\�PLVPDWFKHV��7R�IXQFWLRQ�
SURSHUO\��/02V�VKRXOG�KDYH�DFFHVV�WR�
GDWD�RQ�ODERU�PDUNHWV�IURP�GLYHUVH�
VRXUFHV��FROODERUDWH�ZLWK�RWKHU�
DJHQFLHV��KDYH�D�VRXQG�VWDWLVWLFDO�
LQIUDVWUXFWXUH�LQ�SODFH��EH�UHVSRQVLYH�
WR�WKH�GHPDQGV�RI�WKHLU�XVHUV��DQG�
SURYLGH�LQIRUPDWLRQ�WDLORUHG�WR�WKHLU�
QHHGV��,QWHUQDWLRQDOO\�UHFRJQL]HG�
H[DPSOHV�RI�/02V�DUH�OLVWHG�KHUH��

Mi Futuro �&KLOH�
This LMO collects information from education institutions on graduate 
outcomes and pairs it with data from tax and pension administrations to 
make information publicly available on the incomes of graduates of pro-
fessional and technical programs. 

Sistema Nacional de Información de Educación 
Superior �61,(6��and Observatorio Laboral 
para la Educacion �2/(���&RORPELD�
These systems provide information to help families evaluate the quality and 
SRWHQWLDO�EHQHĆWV�RI�YDULRXV�FRXUVHV�RI�VWXG\��61,(6�LV�GHVLJQHG�WR�EH�D�FRP-
prehensive information system on higher education, and OLE provides in-
formation on graduate characteristics and labor market outcomes (income 
and employability). 

Labor Market Information Portal �$XVWUDOLD�
The Australian LMO contains up-to-date labor market data at the na-
tional, state, region, and local areas to help people understand their local 
labor market. 

Direction de l’animation de la recherche, 
des études et des statistiques��)UDQFH�
The French LMO analyzes labor market data and produces studies and 
statistics in the areas of employment and vocational training.

Occupational Employment Statistics��8QLWHG�6WDWHV�
In the United States, the system produces employment and wage estimates 
annually for over 800 occupations at the national, state, and local levels. Na-
WLRQDO�RFFXSDWLRQDO�HVWLPDWHV�IRU�VSHFLĆF�LQGXVWULHV�DUH�DOVR�DYDLODEOH�

Denmark Employment Statistics �'HQPDUN�
The Danish LMO produces labor market statistics and analysis using a 
wide variety of data sources (for example, municipalities, job centers, 
business registries, social welfare, and immigration). Time series can be 
customized by, for example, gender, age, and region.

Skills Panorama �(8�0HPEHU�6WDWHV�
This is an online tool offering data, information, and intelligence on skill 
needs in countries, occupations, and sectors. It pools together several 
databases to monitor skills and jobs, including Cedefop Skills Forecast, 
European Jobs Monitor and Skills and Job Survey, European Union LFS, 
PIAAC, and PISA.

Source: Authors with information from Rutkowski 
and de Paz, 2018 and Sorensen and Mas, 2016.

Up to 2010, the Korean system was "among 
the best in the world," regarding  the 
GHŦQLWLRQ�RI�UROHV�DQG�UHVSRQVLELOLWLHV�IRU�
WfD stakeholders and the establishment 
of coordination mechanisms.

https://www.mifuturo.cl/
https://ole.mineducacion.gov.co/portal/
https://ole.mineducacion.gov.co/portal/
http://lmip.gov.au/
https://dares.travail-emploi.gouv.fr/dares-etudes-et-statistiques/la-dares/presentation-de-la-dares-65/
https://dares.travail-emploi.gouv.fr/dares-etudes-et-statistiques/la-dares/presentation-de-la-dares-65/
https://www.bls.gov/oes/home.htm
https://www.dst.dk/en/Statistik/emner/arbejde-indkomst-og-formue/beskaeftigelse
https://skillspanorama.cedefop.europa.eu/en/about-us
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2. Foster a demand-led approach
The GoI could further engage employers in WfD discussions, integrate 
DGXOW�WUDLQLQJ�LQWR�WKH�QDWLRQDO�VWUDWHJ\��DQG�XVH�ĆQDQFLDO�LQFHQWLYHV�
to support companies in addressing their skills shortages. 

Business associations currently have only one formal en-
gagement mechanism at MoM, which is likely to reduce 
WKHLU� DUHD� RI� LQćXHQFH� WR� QRQIRUPDO� SXEOLF� WUDLQLQJ�� ,I�
the leading WfD entity was to engage employers in the 
development of a strategic vision and establish mecha-
QLVPV� WR�PDLQWDLQ�RSHQ�DQG�ćXLG� FRPPXQLFDWLRQ� FKDQ-
nels around WfD policy, the already active participation 
of employers would more likely align with the national 
WfD agenda, and ultimately, to the national economic 
goals. To this end, the GoI could establish a Skills Devel-
opment Council with strong private sector engagement 
to contribute and oversee the national WfD priorities 
and agenda. Besides IVET, Indonesia could also grant 
more attention to CVET (for employee/adult training). 
&XUUHQW�SURSRVDOV�WR�ĆQDQFH�HPSOR\HH�WUDLQLQJ�WKURXJK�
tax incentives and a skills development fund are steps 

in the right direction. And so is the introduction of the 
“Kartu Pra-Kerja” program. But the GoI could also strive 
to align CVET to the needs of the country by including 
this area in the national agenda for WfD. This would 
grant more attention to CVET among major government 
WfD stakeholders and encourage employee training in 
private businesses. Both of these factors would be nec-
essary to equip the current and future workforce with 
the skills needed to navigate modern labor markets suc-
cessfully and to support the country’s competitiveness. 

There are several countries that exemplify how Indone-
sia could further engage employers to actively contribute 
to national WfD policies. Governments in these coun-

tries engage with employers as strategic partners and 
have formalized their cooperation by creating different 
ERGLHV�ZLWK�FOHDUO\�GHĆQHG�UROHV�DQG�UHVSRQVLELOLWLHV�DQG�
incorporate industry-based perspectives in the WfD 
decision-making process. Depending on the country 
FRQWH[W��VRPH�KDYH�VWUXFWXUHG�WKHLU�ERGLHV�WR�UHćHFW�
sectors of the economy, others regions of the country, 
and others both sectors and regions; some bodies only 
include employers, while others include additional stake-
holders. The United Kingdom has 18 sectoral employ-
er-led organizations, approved by the government, with 
the objective to boost labor force skills at the sectoral 
level—by, for example, reducing skills gaps, improving 
learning opportunities, and providing research and ad-
vice. Ireland, on the other hand, has a regional approach. 
The Danish Agency for Labour Market and Recruitment 
has 8 regional labor councils that support the implemen-
tation of employment policies— by, for example, provid-
ing directions and monitoring to Job Centers, selecting 
TVET programs eligible for subsidies, and engaging 
more employers. Members of the councils include trade 
unions, employer associations, and representatives from 

training institutions and municipalities. Australia inte-
grates both the regional and the sectoral approach; the 
Australian Industry and Skills Committee (AISC), which 
approves nationally recognized TVET programs, has 12 
PHPEHUV�ZLWK�VLJQLĆFDQW�LQGXVWU\�H[SHULHQFH�UHSUHVHQW-
ing different regions of the country. AISC gathers advice 
from Industry Reference Committees, who represent 
VSHFLĆF�LQGXVWULHV�DQG�HQVXUH�WKDW�WKH�TXDOLĆFDWLRQV��
knowledge, and skill sets in training programs meet in-
dustry needs. Box 3.3 provides international examples of 
employers actively contributing to national WfD policies.

Photo by Darren Wanliss on Unsplash
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Examples of 
employers actively 
contributing 
to national 
WfD policies

$GYDQFHG�V\VWHPV�UHFRJQL]H�
HPSOR\HUV�DV�VWUDWHJLF�SDUWQHUV�DQG�
JUDQW�WKHP�D�IRUPDO�UROH�LQ�SURYLGLQJ�
PHDQLQJIXO�DQG�VXVWDLQHG�LQSXW�WR�
QDWLRQDO�:I'�SROLFLHV��7KH�IROORZLQJ�
DUH�ZHOO�HVWDEOLVKHG�H[DPSOHV�

The Australian Industry and 
Skills Committee �$,6&�
Established in 2015, AISC is a formalized industry-
government collaboration that approves nationally 
recognized TVET packages for implementation. 

The committee role is to ensure that decisions taken by ministries are 
informed by an industry-based perspective that is focused on the rele-
vance and quality of the national training system. The committee meets 
six times a year and consists of 12 members representing different re-
JLRQV�RI� WKH�FRXQWU\��ZKR�KDYH� VLJQLĆFDQW� LQGXVWU\�H[SHULHQFH��$,6&�
also gathers advice from the Industry Reference Committees (IRCs)—
WKH�IRUPDO�PHDQV�IRU�HYDOXDWLQJ�LQGXVWU\�VSHFLĆF�VNLOOV�UHTXLUHPHQWVæ
when developing and reviewing training packages to ensure national 
WUDLQLQJ� V\VWHPV�SURYLGH� WKH�TXDOLĆFDWLRQV�� NQRZOHGJH�� DQG� VNLOO� VHWV�
that industry needs. AISC appoints the members of the committee for 
three years through a public and open nomination process. IRC mem-
bers comprise industry leaders from large and small businesses, peak 
bodies, and unions who understand the skills needs of their sector or 
occupation. Industry participation in IRCs is funded by each industry. 
IRCs are expected to meet at least once per year. 

The Danish Agency for Labor Market 
and Recruitment �67$5� 
STAR is comprised of eight regional labor councils, 
appointed by the Danish Ministry of Employment, to 
support the ministry in implementing and following 
up on employment policy in Denmark with the goal 
of ensuring an adequately skilled labor supply. 

STAR coordinates employment efforts, business efforts, and efforts 
aimed at areas with labor shortages or with high unemployment. Key 
functions include preparing and implementing political initiatives and 
reforms, generating and disseminating knowledge, and supporting mu-
nicipalities and unemployment insurance funds. The councils have 21 
representatives from trade unions and employer associations, munic-
ipalities, the Danish Council of Organizations of Disabled People, and 
other regional actors, including educational institutions and growth 
forums. Initiatives from the councils include providing direction and 
monitoring the performance of Job Centers, building relationships with 
employers, and setting the list of vocational training programs eligible 
for subsidies from the central government to support the unemployed. 

Box 3.3

UK Sector Skills Councils �66&V�
Established in 2002 and licensed by the government, 
SSCs are employer-led organizations designed to 
help boost labor force skills at the sectoral level. 

Their goals are (1) to increase labor productivity, business and public 
service performance; (2) reduce skills gaps and shortages; (3) improve 
learning supply, including through Apprenticeship Frameworks, higher 
HGXFDWLRQ��DQG�1DWLRQDO�2FFXSDWLRQ�6WDQGDUGV�� ���� �SURYLGH� UHVHDUFK�
and advice to employers; and (5) raising employer engagement and 
LQYHVWPHQW� LQ�WUDLQLQJ��7KHUH�DUH����66&V�DQG���6HFWRU�6NLOOV�%RGLHV��
covering private, public, and voluntary employment, and 90 percent of 
UK workforce occupations. Members include large, medium, and small 
employers, professional bodies, trade associations, and unions.

Ireland’s Expert Group on Future Skills Needs
Established in 1997, this group advises the government 
on future skills requirements and labor market 
issues that may impact business and employment 
growth at the national and sectoral levels. 

Members include enterprise development agencies, businesses, and 
unions, as well as government departments and education and train-
ing institutions. 

German model
At the national level, employers are expected to participate in 
the development of WfD strategies, regulations, and standards. 

The federal government makes most TVET policy decisions under 
the “consensus principle,” which requires mutual agreement be-
tween businesses’ representatives and the Federal Institute of Vo-
cational Training (BIBB). At the regional level, they are expected to 
produce recommendations to optimize the collaboration between 
training providers and businesses, supervise on-the-job training, 
testing, and certification. Sectorial employers’ associations are 
responsible for coordinating apprenticeship placement and remu-
neration. Finally, companies are responsible for planning and im-
plementing apprenticeships. 

Sources: KWWSV���ZZZ�DLVF�QHW�DX���KWWSV���ĆVVV�RUJ�VHFWRU�VNLOOV�
FRXQFLO�ERG\���KWWS���ZZZ�VNLOOVLUHODQG�LH�D��DQG�(XOHU�������
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SABER-WfD ratings
on system oversight
The second dimension of SABER-WfD assesses the national 
structure that supports the delivery of training services. 

Under the system oversight dimension, workforce devel-
opment (WfD) authorities set the foundation for the ef-
IHFWLYH�IXQFWLRQLQJ�RI�WKH�V\VWHP��ZKLFK�LQFOXGHV�ĆQDQFLDO�
resources, quality standards for providers, occupational 
standards for technical and vocational education and 
training (TVET) graduates, and other protocols to help 
individuals navigate the skills development system.  SA-
BER-WfD examines Indonesia’s policies and practices to 
achieve the following three policy goals: (1) ensuring ef-
ĆFLHQF\�DQG�HTXLW\� LQ� IXQGLQJ�� ���� DVVXULQJ� UHOHYDQW� DQG�
reliable standards; and (3) providing diverse pathways 
for skills acquisition (see Figure 4.1). The ratings for these 
policy goals are presented and explained below, followed 
E\� D� UHćHFWLRQ� RQ� WKHLU� LPSOLFDWLRQV� IRU� SROLF\� GLDORJXH��
Indonesia’s score for system oversight is 2.1, placing the 
country at an emerging level of development. 

2Q�WKH�ĆUVW�SROLF\�JRDO�RI�V\VWHP�RYHUVLJKWæWR�HQVXUH�HI-
ĆFLHQF\�DQG�HTXLW\� LQ� IXQGLQJæD�VFRUH�RI�����SODFHV� WKH�
Indonesian WfD system at a latent level of development. 
Indonesia’s main strengths are its established processes 
to allocate funding, and the government’s efforts to fa-
cilitate partnerships between employers and training in-
stitutions, which result in increased private investment in 
training. These strengths are counterbalanced by the lim-
ited practice of formally analyzing the impact of funding 
RQ�WKH�EHQHĆFLDULHV�RI�WUDLQLQJ�SURJUDPV��DQG�WKH�OLPLWHG�
funding of continuing vocational education and training 
(CVET) programs. 

The policy goal to assure relevant and reliable standards 
looks at three quality assurance measures; Indonesia’s 
score of 2.3 places it at an emerging level of development. 
7KH� ĆUVW� PHDVXUH� LV� WKH� HVWDEOLVKPHQW� RI� FRPSHWHQF\�
VWDQGDUGV�DQG�D�QDWLRQDO�TXDOLĆFDWLRQV�IUDPHZRUN��$Q�LP-
portant feature of Indonesia’s WfD system is its national 
TXDOLĆFDWLRQV� IUDPHZRUN� �..1,��� ZKLFK� FRYHUV� VHYHUDO�
occupations and a wide range of skill levels. While com-
SHWHQF\�VWDQGDUGV�KDYH�EHHQ�GHĆQHG�IRU�VHYHUDO�RFFXSD-
tions, with the engagement of both government agencies 
and employers’ associations, not all training institutions 
have adopted the competency-based approach to skills 
training. The second measure is the establishment of pro-
WRFROV�WR�HQVXUH�WKH�FUHGLELOLW\�RI�VNLOOV�WHVWLQJ�DQG�FHUWLĆ-
cation. The Indonesian WfD system has set up an agency 
WR�RYHUVHH�DQG�FRQWURO�FRPSHWHQF\�WHVWLQJ�DQG�FHUWLĆFD-
WLRQ�� EXW�PLQLVWULHV� FRQWLQXH� WR� UXQ� SDUDOOHO� FHUWLĆFDWLRQ�
systems causing harmonization challenges. The volume 
of testing is relatively small. The third measure is the de-

velopment and enforcement of accreditation standards 
for training providers. The WfD system in Indonesia has 
a system in place for accrediting training institutions, but 
it is highly fragmented. Accreditation requirements vary 
across types of providers and overseeing ministries.  

On the policy goal focused on promoting lifelong learning, 
Indonesia has a score of 2.3, corresponding to an emerg-
ing level of development. The policy goal focused on di-

verse pathways for skills acquisition centers on promoting 
a lifelong learning approach to training. In Indonesia, while 
students from formal TVET institutions at the upper-sec-
ondary level have multiple learning pathways to choose 
from, students from nonformal training providers, and 
training providers under the purview of line ministries, do 
not have a clear path for continuing their training. Learn-
LQJ�SDWKZD\V�IRU�ZRUNHUV�KDYH�EHQHĆWHG�IURP�UHJXODWLRQV�
that facilitate and foster the recognition of prior learning 
(RPL), but their effect is unknown. The government has 
taken concrete action to address the negative perception 
of TVET, including offering job placement assistance and 
career counseling, but with a somewhat limited reach.

The practices for funding and quality oversight in Indone-
sia are aligned with international trends. A comparative 
analysis of 30 countries that have implemented the SA-
BER-WfD program shows that countries tend to “have 
PRUH�GLIĆFXOW\�ZLWK�IXQGLQJ�SROLF\�IRU�79(7�WKDQ�ZLWK�DV-
suring quality or creating pathways for skills acquisition” 
(Tan et al. 2016). Like most countries, Indonesia’s rating 
for its TVET funding policies and practices is the lowest of 
the nine areas assessed by SABER-WfD. In contrast, the 
national WfD system’s score for quality assurance is the 
highest across the same nine areas. 

Providing diverse pathways for skills acquisition is an 
area where Indonesia’s WfD system differs from other 
countries. In WfD systems around the world, students 

Dimension

Policy
goal

Indonesia

2019
Indonesia

2019

Malaysia

2010

Singapore

2010

Republic
of Korea

2010

Funding
PG.4

Standards
PG.5

Pathways
PG.6

System oversight

2.3 3.0

3.53.43.4

3.4

3.23.63.8

1.7 2.3 2.3

Figure 4.1. 

SABER-WfD rating for system oversight, Indonesia and comparison countries

Source: Authors’ compilation based on analysis of the data collected using the SABER-WfD questionnaire in each country.

Under this dimension, workforce development 
(WfD) authorities set the foundation for the 
effective functioning of the system, which 
LQFOXGHV�ŦQDQFLDO�UHVRXUFHV��TXDOLW\�VWDQGDUGV�IRU�
providers, occupational standards for technical 
and vocational education and training (TVET) 
graduates, and other protocols to help individuals 
navigate the skills development system. 
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who pursue the technical path have difficulty pro-
gressing from post-secondary, non-tertiary programs 
to higher education levels. The wide variety of higher 
education institutions that provide TVET programs, 
the existence of professional degrees for technical stu-
dents, and the plans to develop master’s and PhD-level 
programs for the technical path make Indonesia unique 
among systems rated at the same level of development. 
However, Indonesia shares with other WfD systems 
the challenge of establishing a strong RPL system and 
articulating disparate stand-alone support services for 
career development and job placement. 

7KH� ,QGRQHVLDQ�:I'�V\VWHP�FRXOG�EHQHĆW� IURP�YDULRXV�
measures to improve its oversight practices. The Gov-
ernment of Indonesia (GoI) could consider addressing the 
GXSOLFDWLRQ�RI�HIIRUWV� WKDW�UHVXOWV� LQ� LQHIĆFLHQW�VSHQGLQJ�
from a system-wide perspective. One way to do so is to 
UHYLVH� DQG� UHGHĆQH� WKH� GLYLVLRQ� RI� UHVSRQVLELOLWLHV� DQG�
mandates across government WfD stakeholders so that 
overlapping and unclear mandates can be reduced. The 
*R,�FRXOG�DOVR�H[SORUH�PHFKDQLVPV�WR� OHYHUDJH�ĆQDQFLDO�
UHVRXUFHV� WR� HQFRXUDJH� LPSURYHPHQWV� LQ� VSHQGLQJ� HIĆ-
ciency and training quality among training institutions. In-
creased attention and funding to CVET would also be im-
portant if the country is to move toward a lifelong learning 
approach to training. Another consideration is the reeval-
uation of current accreditation practices, as they do not 
seem to serve the intended purpose of ensuring quality. 

Photo by dli Wahid on Unsplash

The wide variety of higher education 
institutions that provide TVET programs, the 
existence of professional degrees for technical 
students, and the plans to develop master’s 
and PhD-level programs for the technical 
SDWK�PDNH�,QGRQHVLD�XQLTXH�DPRQJ�V\VWHPV�
rated at the same level of development.
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To ensure that these resources are 
effectively used, it is important to 
examine the extent to which policies 
and institutional arrangements: 

Ensure stable funding for 
effective programs in initial 
and continuing TVET

Monitor and assess 
equity in funding

Foster partnerships with 
employers for funding WfD

Ensuring 
ūɭŜƐūƲŜȝчŀƲţч
ūǡǿƐǷȝчƐƲчƃǿƲţƐƲƄ4
Policy Goal 4 looks at the policies and institutional practices to secure 

DQG�PDQDJH�ĆQDQFLDO� UHVRXUFHV� IRU� 79(7��:I'� UHTXLUHV� D� VLJQLĆFDQW�

LQYHVWPHQW�RI�UHVRXUFHV�E\�WKH�JRYHUQPHQW��KRXVHKROGV��DQG�HPSOR\HUV��

To ensure that these resources are effectively used, it is important to 

examine the extent to which policies and institutional arrangements 

are in place to (1) ensure stable funding for effective programs in initial 

and continuing TVET, (2) monitor and assess equity in funding, and (3) 

IRVWHU�SDUWQHUVKLSV�ZLWK�HPSOR\HUV�IRU�IXQGLQJ�:I'�

,QGRQHVLD�VFRUHV�DW�D�ODWHQW�OHYHO�RI�GHYHORSPHQW�LQ�WKLV�SROLF\�JRDO��

The main strengths of the Indonesian system are its established 

processes to allocate funding and the government’s efforts to 

facilitate partnerships between employers and training institutions, 

ZKLFK� UHVXOW� LQ� LQFUHDVHG� SULYDWH� LQYHVWPHQW� LQ� WUDLQLQJ�� 7KHVH�

strengths are counterbalanced by the limited practice of formally 

analyzing the impact of funding on the beneficiaries of training 

SURJUDPV��DQG�WKH�OLPLWHG�IXQGLQJ�RI�&9(7�SURJUDPV��

Ensuring efficiency and equity in funding is a struggle for most of 

WKH� FRXQWULHV� DQDO\]HG� E\� 6$%(5�:I'�� 7KH� FRXQWULHV� DVVHVVHG�

by SABER-WfD tend to focus more on the efficiency of funding 

WKDQ�RQ� LWV� HTXLW\��7KLV� LQGLFDWHV� WKDW� WDNLQJ�DGYDQWDJH�RI� WKH�ZD\�

government funds are allocated to incentivize cost-effective and 

HTXLWDEOH� VHUYLFH� GHOLYHU\� PLJKW� EH� FKDOOHQJLQJ�� /LNH� ,QGRQHVLD��

most countries that have participated in this assessment suffer from 

information gaps in the performance of publicly funded training 

SURJUDPV��/HYHUDJLQJ�SULYDWH�UHVRXUFHV�LV�DQ�DUHD�ZKHUH�SROLFLHV�DQG�

SUDFWLFHV� DFURVV� FRXQWULHV� YDU\�� ,QGRQHVLD� LV� DPRQJ� WKH� FRXQWULHV�

that show good practices in setting up partnerships with employers 

WR�JDWKHU�ILQDQFLDO�DQG�LQ�NLQG�VXSSRUW�IRU�79(7���

Advanced systems provide stable funding for TVET using comprehensive 

FULWHULD�WKDW�LQFOXGH�HYLGHQFH�RI�SURJUDP�HIIHFWLYHQHVV��7KH�DOORFDWLRQ�

RI� ĆQDQFLDO� UHVRXUFHV� LQ� DGYDQFHG� FRXQWULHV� LV� GRQH� WKURXJK� IRUPDO�

processes that are informed by a wide range of criteria, including 

previous budget allocations, enrollment rates, completion rates, and job 

SODFHPHQW�UDWHV��$GYDQFHG�V\VWHPV�UHYLHZ�WKHLU�FULWHULD�ZLWK�D�FHUWDLQ�

regularity to correct the unintended effects of funding allocation 

IRUPXODV� DQG� DGMXVW� WKHP� DFFRUGLQJ� WR� QDWLRQDO� SULRULWLHV�� 7KH\� DOVR�

UHYLHZ� UHJXODUO\� WKH� LPSDFW� RI� IXQGLQJ� IRU� SXEOLF� 79(7�� ,Q� DGYDQFHG�

systems, governments foster formal partnerships with employers to 

OHYHUDJH�SULYDWH�ĆQDQFLDO�UHVRXUFHV����

Advanced systems provide 
stable funding for TVET 
using comprehensive criteria 
that include evidence of 
program effectiveness. 

In advanced systems, 
governments foster 
formal partnerships with 
employers to leverage 
SULYDWH�ĆQDQFLDO�UHVRXUFHV����

POLICY GOAL

Funding

Looks at the policies 
and institutional 

practices to secure 
DQG�PDQDJH�ùQDQFLDO�
resources for TVET.

Indonesia scores 
at a latent level of 
development in 
WKLV�SROLF\�JRDO�� 

The main strengths of the Indonesian system 
are its established processes to allocate 
funding and the government’s efforts to 
facilitate partnerships between employers 
and training institutions, which result in 
increased private investment in training.

Indonesia is among the countries that 
show good practices in setting up 
partnerships with employers to gather 
ĆQDQFLDO�DQG�LQ�NLQG�VXSSRUW�IRU�79(7�

Most countries that 
have participated in this 
assessment suffer from 
information gaps in the 
performance of publicly 
funded training programs.

/HYHUDJLQJ�SULYDWH�UHVRXUFHV�
is an area where policies and 
SUDFWLFHV�DFURVV�FRXQWULHV�YDU\��

1.7

1

2

3
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Does the government provide stable funding for TVET? 
About one-quarter of the national education budget corresponds to funding for TVET. 

Public education and training are funded by the nation-
al budget, which in 2019 amounted to IDR 492.5 trillion 
(US$32.8 billion), most of which is expected to cover gen-
eral primary, secondary, and higher education (see Figure 
4.2). Formal TVET, overseen by the Ministry of Educa-
tion and Culture (MoEC) and the Ministry of Research 
and Technology (MoRTHE), is expected to account for 
18 percent of the education expenditure. Nonformal 

TVET, overseen by MoEC and the Ministry of Manpower 
(MoM), accounts for 5 percent. It is to be noted that, al-
though allocations for the National Education Fund were 
initially directed to support the mandatory basic primary 
and secondary universal education program exclusively, 
the government is exploring reforming the fund to cover 
TVET as well (World Bank, 2019b).

Figure 4.2 

Most of the national budget is allocated to general education

Source: World Bank, 2019b.

�ǿţƄūǷƐƲƄчǟǢƼŜūǪǪч
Funding allocation to ministries is 
informed by their annual work plan. 

The national budget is developed by the Ministry of Fi-
nance (MoF) and the Ministry of National Development 
3ODQQLQJ��%$33(1$6��LQ�ĆYH�VWDJHV������HVWDEOLVKLQJ�WKH�
OHYHO� RI� UHVRXUFHV� DYDLODEOH�� ���� GHĆQLQJ� SULRULWLHV� DQG�
new programs, (3) having prebudget discussions with 
WKH� SDUOLDPHQW�� ���� ĆQDOL]LQJ� WKH� EXGJHW� SURSRVDO�� DQG�
(5) preparing detailed budget implementation guidance 
(Blondal, Hawkesworth, and Choi, 2009). To inform the 

second stage, ministries develop an annual work plan 
and budget (RKA), which should be aligned with their 
strategic plan and the national long- and medium-term 
development plans. The units in charge of training in 
each ministry prepare their own plans and budget, which 
are later consolidated into the ministry’s RKA. Once the 
RKA is approved, it feeds into the national budgetary 
process. Once the budget is approved, it is formalized 
into the Annual State Budget Law. 

Although the annual budget formulation process is 
fairly straightforward, budgeting for multiyear initia-
tives is a challenge for ministries. Experts have found 

that policy and planning documents almost always fall 
short in outlining the budget implications of the pro-
posed initiatives, even with indicative figures (Malik, 
Jasmina, and Ahmad, 2019). As a result, stakeholders 
do not have a financial framework to plan realistically 
or adopt affordable approaches for TVET (Malik, Jas-
mina, and Ahmad, 2019). 

Ministries manage their training budgets within certain 
limits. The ministerial operational spending (including 
training-related spending) must be done in accordance 
with the stipulations of the Annual State Budget Law. 
Capital investments are subject to the approval of the 
MoF upon ministries’ proposal. Salaries for TVET in-
structors and administrative staff—the most significant 
expense in Indonesia49—are regulated by Law 5/2014 
concerning the State Civil Apparatus (SCA), which clas-
sifies government employees into three groups: admin-
istrative, functional, and leadership occupations. Each 
group has its own regulated level and payroll scale. In-
structors working at TVET institutions are in the “func-
tional” group, and their salaries are defined by the min-
istry or province/district government. 

EǿƲţƐƲƄчƃƼǢчRÖ.¸ч
For initial vocational education and 
training (IVET) programs, MoEC, MoM, 
and MoRTHE have different rules for 
allocating and disbursing funds. 

MoEC’s Regulation 69/2009 differentiates three catego-
ries of budget allocations: (1) teacher and staff salaries, 
(2) educational materials and equipment, and (3) direct 
operating costs (for example, utilities, maintenance, etc.). 
Allocations to training institutions are determined based 
RQ� HQUROOPHQW� DQG� RQ� KLVWRULFDO� ĆJXUHV� WKDW� LQFOXGH� WKH�
number and type of study programs. 

MoRTHE’s allocations to TVET institutions are regulat-
ed by the Higher Education Law 12/2012, which estab-
lishes three possible levels of autonomy that have direct 
implications on funding. Higher education institutions 
can be “autonomous,” which confers the right to gen-
erate and manage funds independently and use gov-

49 “The bulk of the general funds transferred from the central government to the regions have been used by the provincial and district 
governments as salaries for teachers, lecturers and school administrators. Only 10% of education and training grants are spent on 
non-salary expenses” (Kadir, Nirwansyah, and Bachrul, 2016).

50 In 2011, the share of operational expenses covered by national funds in provincial and district BLKs was 16 percent and 23 percent, 
respectively; the share of training-related expenditures was 35 percent and 60 percent, respectively (World Bank, 2011). MoM 
EXGJHW�IRU�YRFDWLRQDO�WUDLQLQJ�ZDV�VLJQLĆFDQWO\�H[SDQGHG�GXULQJ�WKH�ODVW�GHFDGH�IURP�DURXQG�����ELOOLRQ��5S��LQ������WR�D�SURMHFWHG�
5,000 trillion (Rp) for 2020. In addition, another 20 trillion (Rp) was allocated for the “Kartu Pra-Kerja” card program, targeting train-
ing for 5.6 million people (Ikhtisar DIPA 2020 - Budget Share Summary shared during World Bank visit in February 2020).

51�7KH�VDPH�ĆJXUH�LV�XVHG�LQ�0DOLN��-DVPLQD��DQG�$KPDG��������7KHUH�LV�QR�GRFXPHQWDWLRQ�WKDW�RIIHUV�H[SOLFLW�ĆJXUHV�RI�UHFHQW�\HDUV��
EXW�WKH�XVH�RI�WKH�VDPH�ĆJXUHV�VXJJHVWV�WKDW�WKH�VKDUH�RI�WKH�%/.�V\VWHP�FRYHUHG�E\�FHQWUDO�0R0�IXQGV�UHPDLQV�XQFKDQJHG��
&RQVXOWDWLRQV�ZLWK�0R0�VWDII�FRQĆUPHG�WKDW�LV�WKH�FDVH����

ernment subsidies to foster research and development 
programs; they can also be “public service institutions,” 
ZKLFK� KDYH� D� PRUH� OLPLWHG� DXWRQRP\� RYHU� ĆQDQFLDO�
management; or “operational units” that function as de-
pendents of MoRTHE and use public funds as their op-
erational budget. Allocations are determined based on 
HQUROOPHQW��WKH�ĆHOG�RI�VWXG\��JHRJUDSKLFDO�ORFDWLRQ��DQG�
D�VSHFLDO�DIĆUPDWLYH�SROLF\��3DQPHQ��������

At MoM, a few work-training centers (BLKs) are managed 
and funded centrally, but most are under the authority of 
local governments. As of 2011, the national government 
provided 54 percent of the national budget for BLKs, 
covering both operational and training expenditures of 
centrally and locally managed institutions.50 More recent 
documents indicate that the predominance of national 
funding has continued.51�'LVFXVVLRQV�ZLWK�0R0�RIĆFLDOV�
suggest that to allocate funding to centrally managed 
BLKs, MoM considers historical allocations, enrollment, 
and job placement rates among graduates. To allocate 
funding to local governments, MoM considers the rate of 
local unemployment, as well as the number of inhabitants. 
MoM staff also note that BLKs are required to identify 
the demands for skills in their own localities and areas of 
instruction so that MoM can use this information to de-
termine funding allocations.

The distribution of funding responsibilities between the 
national and local governments is a challenge for both 
MoM and MoEC. The National Education System Act 
20/2003 is intended to establish a shared funding re-
sponsibility between the central, provincial, and district 
governments by stipulating that each level must allocate 
20 percent of its annual budget or the sector. In prac-
tice, MoF has consistently earmarked more than 20 per-
cent of the annual budget for education and training, but 
many provinces do not consistently reach the expect-
HG�ĆQDQFLDO� FRQWULEXWLRQV�\HDU�DIWHU�\HDU��)RU�H[DPSOH��
while the DKI Jakarta province allocated 22.29 percent 
of its annual budget in 2016 for education, in 2019 the 

K-12
60%

Other 
2%

National 
Education 

Fund

4%

Non-formal 
training

5%

Formal 
training

18%

Higher 
Education

11%

Allocations are determined based on 
HQUROOPHQW��WKH�ŦHOG�RI�VWXG\��JHRJUDSKLFDO�
ORFDWLRQ��DQG�D�VSHFLDO�DIŦUPDWLYH�SROLF\�
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allocations for this sector reached only 18.96 percent. 
In the case of North Maluku, the education budget was 
only 9.18 percent of the annual provincial budget, but 
the 2019 allocation toward education accounted for 
15.83 percent of the total budget (MoEC, 2020).52 In 
fact, the bulk of the national budget for education and 
training is transferred to local governments, which have 
WKH�ĆQDO�GHFLVLRQ�RQ�WKH�DOORFDWLRQV�IRU�WKH�GLIIHUHQW�OHY-
els and types of institutions and program.  

EǿƲţƐƲƄчƃƼǢч�Ö.¸ч
There is no national strategy for CVET, and 
funding has traditionally been limited. 

Support for companies to train their employees is scat-
tered throughout line ministries. As such, building a cohe-
sive and accurate picture of the main trends and practices 
regarding CVET funding is challenging. However, discus-
sions with relevant stakeholders, conducted as part of 
this assessment, suggest that budgeting for CVET takes 
place during the same general budget process described 
for IVET.  In addition, line ministries that provide train-
ing to current workers, or the unemployed, are required 
to report enrollment and completion rates to MoM, the 
regulator of employee training, and BAPPENAS.53 Such 
reports are for internal use only. 

The GoI is considering various initiatives to finance 
CVET, but they are still in their early stages. The es-
tablishment of a dedicated fund for skills has been 
discussed in previous years. The 2015–2019 Medi-
um-Term National Development Plan (RPJMN) stated 
the intention of establishing an “institution to manage 
training funds independently” (BAPPENAS, 2014). In 
2018, the Coordinating Ministry for Economic Affairs 
(CMEA) argued for a Skills Development Fund (SDF) 
to improve the competencies of workers by further de-
veloping TVET (CMEA, 2018). Consulted stakeholders 
report that there is a concrete proposal for the estab-

52 These numbers equal the percentage of the education budget and exclude regional transfers (i.e. Dana Perimbangan, Dana Oto-
nomi Khusus, and Dana Penyesuaian).

53 Data collection workshop.

54 Data collection workshop.

55 Data collection workshop.

lishment of the Skills Development Fund (SDF) that is 
yet to be reviewed by high-level decision-makers.54 The 
timeline for approving the SDF is unknown. With regard 
to tax deductions, the conflicting two laws have nulli-
fied previous efforts to provide financial support for 
worker training. While the Decree 770/KMK.04/1990 

by the MoF stipulates that employee-training costs are 
company expenses and therefore tax-free, the Tax Law 
prompts tax offices to consider these costs as taxable, 
and they dismiss exemption claims whenever compa-
nies try to raise them.55 This matter may have been 
resolved in September 2019, when the MoF issued 
Regulation No. 128/PMK.010/2019 to allow the de-
duction of gross income prior to taxation to support im-
plementation of practical work, internships, and other 
learning. The launch of the “Kartu Pra-Kerja” program 
in 2020 is another step in the right direction—with an 
allocation of IDR 20 trillion for the provision of subsi-
dized vouchers to unemployed workers for their skilling 
and re-skilling. This program shows an important com-
mitment from the GoI to CVET.   

Some government institutions are exploring alternative 
PHWKRGV� WR� ĆQDQFH�&9(7��&0($�� LQ� FROODERUDWLRQ�ZLWK�
the Coordinating Ministry of Human Development and 
Culture (CMHDC), MoF, and BAPPENAS, implement-
ed a tax-deductible incentive system for companies that 
train their employees. MoM has in place a training levy on 
foreign workers, which requires their employers to pay 
US$100 per month per worker. This tax goes into a fund 
for training Indonesian workers, which is channeled into 
the vocational training system (Allen, 2016).

Does the government monitor 
the impact of funding on 
79(7�EHQHõFLDULHV"�
This assessment found limited evidence of 
system-wide reviews of the impact of funding on 
WUDLQLQJ�EHQHĆFLDULHV�RU�RQ�WKH�HIĆFLHQF\�RI�79(7�
spending. The criteria ministries use to allocate 
funding are based more on historical budgets 
and less on the outcomes of training programs. 

56 Exceptions include, for example, MoM and MoEMR. As mentioned, MoM 
DOORFDWHV�IXQGLQJ�DFFRUGLQJ�WR�LQGLFDWRUV�WKDW�LQFOXGH�HIĆFLHQF\�DQG�HTXLW\�
FRQVLGHUDWLRQV��L�H���ORFDO�GHPDQGV�RI�VNLOOV�LGHQWLĆHG�E\�%/.V��KLVWRULF�DOOR-
cations, enrollment and job placement rates for centrally managed BLKs, 
and the unemployment rate and population for local governments). The 
Human Development Agency within the Ministry of Energy and Mineral 
Resources carries out post-training evaluations and analyses to determine 
the return-on-training Investments of programs. 

While there are a few exceptions, the criteria most min-
istries use to allocate funding rarely includes consider-
DWLRQV�RI�ĆQDQFLDO�HIĆFLHQF\�RU�HTXLW\�56 Disbursements 
are, in most cases, incremental and associated with en-

rollment, which creates incentives for institutions to of-
fer programs that attract the most students but do not 
necessarily align with the demand for labor. The limited 
number of comprehensive result evaluations of training 
programs can also explain why the criteria to allocate 
funding has not been reviewed recently. With limited 
information on which programs place more graduates in 
VHFWRU�UHODWHG�MREV�E\�LQVWLWXWLRQ��LW�LV�GLIĆFXOW�WR�GHYLVH�
DOWHUQDWLYH�FULWHULD�IRU�ĆQDQFLDO�DOORFDWLRQ��%R[�����SUHV-
ents commonly used approaches to allocate funding to 
training institutions.

Photo by Pan Species on Unsplash

The Government of Indonesia is considering 
YDULRXV�LQLWLDWLYHV�WR�ŦQDQFH�&9(7��EXW�
they are still in their early stages.

Disbursements are, in most cases, incremental 
and associated with enrollment, which creates 
incentives for institutions to offer programs 
that attract the most students but do not 
necessarily align with the demand for labor. 
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�ƧǷūǢƲŀǷƐȖūчưūŜƋŀƲƐǪưǪч
ǷƼчŀƧƧƼŜŀǷūчƃǿƲţƐƲƄчǷƼч
ǷǢŀƐƲƐƲƄчƐƲǪǷƐǷǿǷƐƼƲǪ

Box 4.1

The two most common approaches 
for allocating funds to public 
training institutions tend to 
GLVFRXUDJH�HIùFLHQF\��

Allocations based on historical budgets deter improve-

ments in the use of resources, as they can be accompa-

QLHG�E\�D�UHGXFWLRQ�LQ�IXWXUH�IXQGLQJ��$OORFDWLRQV�WKDW�IRO-

ORZ�HQUROOPHQW�ĆJXUHV�HQFRXUDJH�LQVWLWXWLRQV�WR�DWWUDFW�

as many students as possible to courses that require 

OLWWOH� LQYHVWPHQW� LQ�HTXLSPHQW�� ,QVWLWXWLRQV�� LQ�WKLV�FDVH��

have more incentive to cater to the “often-misinformed“ 

preferences of potential students than to the demand 

RI�WKH�ODERU�PDUNHW��/HVV�FRPPRQ�FULWHULD�IRU�DOORFDWLQJ�

funds include measures of outputs and outcomes, which 

can also have unintended negative consequences on the 

behavior of training institutions, such as shortening the 

length of courses, certifying undeserving students, and 

SLFNLQJ� WKH�EHVW� VWXGHQWV�� RU� êFUHDPLQJ�ë�7KDW� VDLG�� KLV-

torical budgets, enrollment, outputs, and outcomes are 

all important considerations for funding, and they should 

DOO�EH�WDNHQ�LQWR�FRQVLGHUDWLRQ��)RU�WKLV�UHDVRQ��IRUPXODV�

that include a combination of these factors would be an 

LPSURYHPHQW��$V�LOOXVWUDWHG�LQ�WKH�WDEOH�EHORZ��WKHUH�DUH�

alternative fund transfer mechanisms beyond criteria-

based funding allocations that could be implemented: 

Does the government foster  
employer investment in WfD? 
The government encourages and facilitates partnerships between 
training providers and employers through formal arrangements. 
Such links have been institutionalized at different levels. 

57 A brief description of other partnerships between training institutions and employers in Indonesia can be found in GIZ, 2012.

58 For more information on this partnership, see MoEC, 2017b and CNN Indonesia, 2016.

59 Associations include Himpunan Lembaga Latihan Seluruh Indonesia (HILLSI or Indonesian Training Providers Association), Him-
punan Pimpinan Pendidik Pelatihan dan Kewirausahaan Indonesia (HP3KI or Indonesia Leaders, Educators, Training Providers, and 
Entrepreneurs Association), Himpunan Penyelenggara Pelatihan dan Kursus Indonesia (HIPKI or Indonesia Training and Non-For-
mal Course Providers Associations), Forum Pengelola Lembaga Kursus dan Pelatihan (FPLKP or Course and Training Providers 
Management Forum), and Asosiasi Pelaksana Pelatihan Tenaga Kerja Indonesia (AP2TKI or Indonesia Migrant Workers Training 
Implementers Association).

There are multiple ad hoc partnerships between training 
institutions and individual companies: Bumi Wiyata Hotel, 
PT Trans Retail Indonesia, and PT Toyota Motor Manu-
facturing Indonesia (PTTMMI) are just a few examples.57 
PTTMMI reported having consistently provided support 
for vocational education programs through partnerships 
with the Ministry of Industry (MoI). As of March 2019, 
PRRMMI  supported programs in South Sulawesi, East, 
Central, and West Java, which have included investments 
in new facilities, the donation of vehicles and engine units 
to vocational schools, and the transfer of technical knowl-
edge to teachers through a “Teachers’ Professionalism 
Enhancement” program (Toyota Indonesia Manufac-
turing , 2019). PT Trans Retail Indonesia partnered with 
MoEC in 2016 to “produce superior vocational students” 
to satisfy the company’s demand for 7,000 employees in 
the three years following the launch of the partnership.58 
The agreement includes internship and apprenticeship 
opportunities for both instructors and students, as well 
DV�LQYHVWPHQW�LQ�IDFLOLWLHV�IRU�ĆHOGZRUN�DQG�SUHSDUDWLRQ�RI�
operational standards. 

There are some broader partnerships between training 
institutions and the industry. In 2020, MoM facilitated 
the formation of 60 Forum Komunikasi Lembaga Pelati-
han dengan Industri (FKLPI, or Vocational Training Insti-
tutions-Industry Communication Fora) throughout the 
country. FKLPIs aim to create synergies between the in-
dustry and BLKs as a way to coordinate the supply and 
demand of skills, taking into account the local economic 
potential, business and technology development, and lo-
cal policies. In addition, work-training providers (LPKs) 
SDUWQHU� ZLWK� VSHFLĆF� DVVRFLDWLRQV� WR� SUHSDUH� ZRUNHUV�
with relevant in-demand skills in the subsectors of digital, 
DXWRPDWLRQ��DQG�DUWLĆFLDO�LQWHOOLJHQFH�59

There are institutionalized partnerships at the province 
level. Under the interministerial memorandum of under-
standing (MoU) signed in November 2016, local compa-
nies have been tasked to work with 20 vocational high 
schools (SMKs) in various provinces. Fertilizer maker 
Petrokimia Gresik was tasked to work with seven SMKs 
in East Java; automotive giant Astra Honda Motor with 
nine SMKs in Banten; and South Sulawesi and polypropyl-
ene producer Polytama Propindo with four SMKs in West 
Java. These partnerships collaborate on the content of 

training and the development of standards and curricu-
OD��DQG�WKH\�JLYH�HPSOR\HUV�LQćXHQFH�RYHU�WKH�WHVWLQJ�RI�
trainees and decision-making in school governing bodies. 

There are institutionalized partnerships at the national 
level: MoM, BAPPENAS, MoEC, MoI, and the Chamber 
of Commerce (KADIN) are piloting skills development 
centers (SDC) at the district/city level. SDCs are an insti-
tutional TVET model that coordinates local government 
WfD stakeholders, companies and business representa-
tives, and training providers. The coordination begins at 
the planning stage and should continue through the deliv-
HU\�RI�WUDLQLQJ��FHUWLĆFDWLRQ�RI�VWXGHQWV��DQG�SODFHPHQW�RI�
graduates. The government intends to establish 20 SDCs; 
5 of them have already started (Surakarta, Banten, Sura-
baya, Makasar, Denpasar) (KOMPAK, ND). 

Type of mechanism Description

D
ir

ec
t 

A
llo

ca
ti

o
n

Ad hoc funding Based on historic budgets or political interests

Normative formula 
funding

Institutional inputs Based on enrollment

Outputs Based on completion 

Outcomes 
Based on graduate employment placement and 
earnings 

Training quality %DVHG�RQ�JUDGXDWH�WHVWLQJ�DQG�RU�FHUWLĆFDWLRQV

Composite formulas Based on a combination of factors 

Contract funding
Public or private providers are contracted to 
train a target group

Competitive bidding 
Public and private training providers compete 
for funds 

In
d

ir
ec

t 
al

lo
ca

ti
o

n

Trainee-based funding Vouchers and subsidies for trainees  

Source: Authors, with information from Ziderman, 2016.

FKLPIs aim to create synergies between the 
industry and BLKs as a way to coordinate the 
supply and demand of skills, taking into account 
the local economic potential, business and 
technology development, and local policies.
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For policy goal 5, it is important 
to assess the status of policies 
and institutions to:

Set reliable competency 
standards

Ensure the credibility of skills 
WHVWLQJ�DQG�FHUWLĆFDWLRQ

Develop and enforce 
accreditation standards 
for maintaining the 
quality of training

 ·

�ǪǪǿǢƐƲƄчǢūƧūȖŀƲǷчŀƲţч
ǢūƧƐŀśƧūчǪǷŀƲţŀǢţǪ5
Policy goal 5 assesses the framework for quality assurance across different 

WUDLQLQJ� SURYLGHUV� DQG� SURJUDPV�� 7KH�:I'� V\VWHP� FRPSULVHV� D�ZLGH� UDQJH�

RI�WUDLQLQJ�SURYLGHUV�WKDW�RIIHU�FRXUVHV�DW�YDULRXV�OHYHOV�LQ�GLYHUVH�ĆHOGV��$Q�

effective system of standards and accreditation enables students to document 

what they have learned, and employers to identify workers with the relevant 

VNLOOV��UHJDUGOHVV�RI�WKH�W\SH�RI�WUDLQLQJ�SURYLGHU�RU�ĆHOG�RI�VWXG\��)RU�SROLF\�

goal 5, it is therefore important to assess the status of policies and institutions 

to (1) set reliable competency standards, (2) ensure the credibility of skills 

WHVWLQJ�DQG�FHUWLĆFDWLRQ��DQG�����GHYHORS�DQG�HQIRUFH�DFFUHGLWDWLRQ�VWDQGDUGV�

IRU�PDLQWDLQLQJ�WKH�TXDOLW\�RI�WUDLQLQJ�60 

,QGRQHVLD�VFRUHV�DW�DQ�HPHUJLQJ� OHYHO�RI�GHYHORSPHQW� LQ�WKLV�SROLF\�JRDO��$V�

LOOXVWUDWHG� LQ� 7DEOH� ����� TXDOLW\� DVVXUDQFH� LQ� WKH� ,QGRQHVLDQ�:I'� V\VWHP� LV�

EXLOW� XSRQ� WKUHH�SLOODUV�� FRPSHWHQF\� VWDQGDUGV�� FHUWLĆFDWLRQ� VWDQGDUGV�� DQG�

HGXFDWLRQ�DQG� WUDLQLQJ� VWDQGDUGV��$Q� LPSRUWDQW� IHDWXUH�RI� WKH� V\VWHP� LV� LWV�

QDWLRQDO�TXDOLĆFDWLRQV� IUDPHZRUN� �..1,���ZKLFK� FRYHUV� VHYHUDO�RFFXSDWLRQV�

DQG�D�ZLGH�UDQJH�RI�VNLOO�OHYHOV��:KLOH�FRPSHWHQF\�VWDQGDUGV�KDYH�EHHQ�GHĆQHG�

for several occupations, with the engagement of both government agencies 

and employers’ associations, not all training institutions have adopted the 

FRPSHWHQF\�EDVHG� DSSURDFK� WR� VNLOOV� WUDLQLQJ�� 7KHUH� LV� DQ� DJHQF\� LQ� SODFH�

WKDW�RYHUVHHV�DQG�FRQWUROV�FRPSHWHQF\�WHVWLQJ�DQG�FHUWLĆFDWLRQ��EXW�WKH�FR�

H[LVWHQFH�RI� SDUDOOHO� FHUWLĆFDWLRQ� V\VWHPV� FDXVHV�KDUPRQL]DWLRQ� FKDOOHQJHV��

DQG� WKH� YROXPH�RI� WHVWLQJ� LV� VWLOO� UHODWLYHO\� VPDOO�� 7KH� V\VWHP� WKDW� DFFUHGLWV�

WUDLQLQJ�LQVWLWXWLRQV�LV�KLJKO\�IUDJPHQWHG� 

60��)RU�GHĆQLWLRQV�RI�FRPSHWHQF\�VWDQGDUGV��RFFXSDWLRQDO�VWDQGDUGV��DQG�WKH�1DWLRQDO�4XDOLĆ-
cation Framework, refer to Box 1.2.

POLICY GOAL

Standards

Table 4.1 

Quality assurance in the Indonesian WfD system is built upon three pillars

1 2 3
Pillars Competency 

Standards (SKKNI)
&HUWLĆFDWLRQ�
Standards

Education and 
Training Standards

Goal Designed to guide the 
development of curricula 
DQG�FHUWLĆFDWLRQ�PDWHULDOV�
by specifying the required 
competencies at different 
levels of an occupation. 
Standards align with KKNI 
and the needs of employers.

Designed to guide the 
assessment of competencies 
of students who have 
completed a training 
program based on 
competency standards.

Designed to ensure that 
education and training 
services are delivered under 
appropriate circumstances 
and with appropriate 
resources and methods.

Overseeing 
agency

MoM 3UHVLGHQWèV�2IĆFH MoEC 
(SMK and 
LKP)

MoRTHE 
(Higher 
Education 
TVET 
providers)

MoM 
(BLK and LPK)

Agency in 
charge

National Committee of 
,QGRQHVLDQ�4XDOLĆFDWLRQV
(IQNC)

National Authority for 
3URIHVVLRQDO�&HUWLĆFDWLRQ
(BNSP)

Agency for 
National 
Standard-
ization of 
Education 
(BSNP)

National 
Accreditation 
Agency 
for Higher 
Education 
(BAN-PT)

Training 
Provider 
Accreditation 
Authority 
(LA-LPK)

Source:�$XWKRUV�

Assesses the 
framework for 

quality assurance across 
different training 
providers and programs. 

Indonesia scores at 
an emerging level 
of development in 
WKLV�SROLF\�JRDO�

An important feature of 
the system is its national 
TXDOLĆFDWLRQV�IUDPHZRUN�
(KKNI), which covers several 
occupations and a wide 
range of skill levels.

There is an agency in place that oversees and 
FRQWUROV�FRPSHWHQF\�WHVWLQJ�DQG�FHUWLĆFDWLRQ��EXW�
WKH�FR�H[LVWHQFH�RI�SDUDOOHO�FHUWLĆFDWLRQ�V\VWHPV�
causes harmonization challenges, and the volume 
RI�WHVWLQJ�LV�VWLOO�UHODWLYHO\�VPDOO��7KH�V\VWHP�WKDW�
DFFUHGLWV�WUDLQLQJ�LQVWLWXWLRQV�LV�KLJKO\�IUDJPHQWHG��

2.3

1

2

3
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Are competency standards and a national 
TXDOLõFDWLRQV�IUDPHZRUN�LQ�SODFH"
7KH�,QGRQHVLDQ�1DWLRQDO�4XDOLĆFDWLRQV�)UDPHZRUN��..1,��� �
was established in 2012 by Presidential Regulation No.8/2012. 

It is the reference point to determine and acknowledge 
the standard competencies of graduates from academic 
and vocational education, both formal and nonformal, as 
well as the competencies of those who have developed 
skills through informal education and/or work experi-
HQFH��<XZRQR���������7KH�..1,�GHVFULEHV�TXDOLĆFDWLRQV�
across occupations and organizes them into nine levels 
�)LJXUH�������7KH�SUHVLGHQWLDO�UHJXODWLRQ�SURYLGHV�TXDOLĆ-
cation descriptors (an explanation of the general abilities 
RI� DQ� LQGLYLGXDO� DW� HDFK� TXDOLĆFDWLRQ� OHYHO��� ZKLFK� FRYHU�
four domains: attitude and values, mastery of knowledge, 
DELOLW\�WR�ZRUN�RQ�KLV�KHU�ĆHOG�RI�H[SHUWLVH��DQG�DXWKRULW\�
and responsibility (IQNC, 2019). The KKNI also establish-
HV� DQ� HTXLYDOHQF\� EHWZHHQ� HDFK� TXDOLĆFDWLRQ� OHYHO� DQG�
the learning outcomes achieved through the education 
system or job training (GoI, 2012). Moreover, Indonesia 
has agreed, together with other ASEAN countries, to har-
monize their frameworks for alignment and mutual rec-
ognition of educational outcomes and job requirements 

WKURXJK�WKH�$6($1�TXDOLĆFDWLRQ�UHIHUHQFH�IUDPHZRUN�

The functionality of the KNNI varies by occupation and 
depends on the level of development of the standards 
for each occupation. The general objective of developing 
the KKNI is to increase the mobility of human resources 
nationally and internationally, by setting a transparent 
SURFHVV�RI� UHFRJQLWLRQ� DQG�HTXDOL]DWLRQ�RI�TXDOLĆFDWLRQV�
(IQNC, 2019). In other words, the KKNI seeks to set a 
common understanding of the competency levels across 
occupations. Given the wide variety of occupations that 
KKNI covers, this objective depends on the existence of 
occupational standards. In Indonesia, the occupational 
standards consist of packages of competency standards, 
known as SKKNIs. SKKNIs are developed by line minis-
tries in close collaboration with employers. Because the 
process has been faster for some ministries, KKNI is more 
functional for some occupations and sectors than others. 

/LNH� ,QGRQHVLD�� PRVW� FRXQWULHV� DUH� ZRUNLQJ� WRZDUG� HVWDEOLVKLQJ� 1DWLRQDO�

4XDOLĆFDWLRQ�)UDPHZRUNV��14)V���EXW�VWUXJJOH�WR�DOLJQ�WUDLQLQJ�SURJUDPV�WR�

WKH� FRPSHWHQF\� DQG� RFFXSDWLRQDO� VWDQGDUGV� GHĆQHG� LQ� WKHP�� &RPSHWHQF\�

VWDQGDUGV� DQG� TXDOLĆFDWLRQV� IUDPHZRUNV� KDYH� UHFHLYHG� VXVWDLQHG�

LQWHUQDWLRQDO�DWWHQWLRQ�IRU�RYHU�D�GHFDGH��ZKLFK�LV�UHćHFWHG�LQ�WKH�HIIRUWV�RI�

FRXQWULHV�DVVHVVHG�E\�6$%(5�:I'�WR�VHW�XS�14)V�� ,Q� VRPH�FDVHV�� WKH\�DUH�

H[SHFWHG� WR� DOLJQ�ZLWK� UHJLRQDO� TXDOLĆFDWLRQV� IUDPHZRUNV� WR� VXSSRUW� ODERU�

PRELOLW\��8QIRUWXQDWHO\�� HIIRUWV� WR� VHW� XS�14)V� DUH� VHOGRP� UHćHFWHG� LQ� WKH�

FRQWHQW�RU�PHWKRGV�LQ�WUDLQLQJ�SURJUDPV��7KLV�LV�VRPHWLPHV�H[SODLQHG�E\�WKH�

slow pace to develop and approve standards and the lack of incentives for 

WUDLQLQJ�LQVWLWXWLRQV�WR�DOLJQ�WKHLU�SURJUDPV�WR�WKH�14)��&RXQWULHV�WKDW�VFRUH�

at the established and advanced level are known for starting small by focusing 

on key industries as a way to build capacity and support for further expansion 

RI�FRPSHWHQF\�DQG�RFFXSDWLRQDO�VWDQGDUGV�DQG�WKH�14)��

$GYDQFHG� :I'� V\VWHPV� KDYH� IXOO\� IXQFWLRQLQJ� 14)V� DQG� HQVXUH� TXDOLW\�

WKURXJK�VWDQGDUG�DQG�UREXVW�SURFHGXUHV��14)V�FRYHU�PRVW�RFFXSDWLRQV�DQG�

the related competency standards are integrated into training programs, 

VNLOOV� WHVWLQJ�� DQG� FHUWLĆFDWLRQ�� $GYDQFHG� V\VWHPV� DOVR� KDYH� SURFHVVHV� LQ�

SODFH� WR� FRQWLQXRXVO\� XSGDWH� FRPSHWHQF\� VWDQGDUGV� DQG�PDLQWDLQ� WKH�14)�

DFFRUGLQJO\�� ,Q� DGYDQFHG� :I'� V\VWHPV�� DFFUHGLWDWLRQ� LV� PDQGDWRU\� IRU� DOO�

WUDLQLQJ�LQVWLWXWLRQV�DQG�PXVW�EH�UHQHZHG�SHULRGLFDOO\��7R�HQVXUH�FRPSOLDQFH��

DFFUHGLWDWLRQ�LV�VXSHUYLVHG�E\�D�GHGLFDWHG�DJHQF\��ZKLFK�GHĆQHV�DFFUHGLWDWLRQ�

processes and standards, and it ensures that training providers have incentives 

DQG�VXSSRUW�WR�VHHN�DQG�UHWDLQ�DFFUHGLWDWLRQ��$V�D�UHVXOW�RI�TXDOLW\�DVVXUDQFH�

and clarity on the competencies that students acquire in the TVET system, the 

DGYDQFHG�V\VWHPVè�FHUWLĆFDWHV�DUH�YDOXHG�E\�PRVW�HPSOR\HUV�DQG�FRQVLVWHQWO\�

improve employment prospects and earnings��

Most countries are working 
toward establishing  NQFs, 
but struggle to align training 
programs to the competency 
and occupational standards 
GHĆQHG�LQ�WKHP��

Competency standards and 
TXDOLĆFDWLRQV�IUDPHZRUNV�
have received sustained 
LQWHUQDWLRQDO�DWWHQWLRQ�

Advanced WfD systems 
have fully functioning 
NQFs and ensure quality 
through standard and 
robust procedures.

They also have processes 
in place to continuously 
update competency 
standards and maintain 
the NQF accordingly.

Competency standards and 
TXDOLĆFDWLRQV�IUDPHZRUNV�KDYH�
received sustained international 
attention for over a decade, 
ZKLFK�LV�UHćHFWHG�LQ�WKH�HIIRUWV�
of countries assessed by 
SABER-WfD to set up NQFs.

Photo by Gradikaa Aggi on Unsplash
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Figure 4.3 

The education system in Indonesia

Source: World Bank, forthcoming a. 

Note: 7KH�ĆJXUH�SUHVHQWV�WKH�HTXLYDOHQF\�EHWZHHQ�HDFK�TXDOLĆFDWLRQ�OHYHO�DQG�WKH�HGXFDWLRQ�V\VWHP��,6&('�OHYHO���..1,�
levels by occupation: level 1–3 are operators, who usually have up to vocational high school degrees; 4–6 are technicians, who 
usually have less than 4 years of higher education courses; and 7–9 are experts, who usually have bachelor’s degree or above.

Various stakeholders play an active role in the develop-
ment and revision of SKKNI and KKNI (see Figure 4.4). This 
is based on industry needs, which are usually represented 
by associations or major individual companies in the sec-
tors. MoM is the ministry responsible for the management 
and coordination of the development of competency stan-
GDUGV�� 0RUH� VSHFLĆFDOO\�� LW� LV� UHVSRQVLEOH� IRU� UHJLVWHULQJ�
DQG� HQGRUVLQJ� FRPSHWHQF\� VWDQGDUGV� DQG� WKH� TXDOLĆFD-
tion framework, and ensuring that both are (1) developed 
in accordance with mandated guidelines, and (2) endorsed 
by relevant industrial sector representatives through peer 
reviews. Line ministries are responsible for developing 
SKKNI and KKNI (through competency standard commit-
tees), which are expected to align with the ASEAN Quali-
ĆFDWLRQ�5HIHUHQFH�)UDPHZRUN�61 Line ministries, together 
with MoM, are also responsible for maintaining current, 
state-of-the-art standards and encouraging their appli-
cation in their respective sectors (World Bank, 2015c). 
6SHFLĆFDOO\�� WR�PDLQWDLQ� WKH� YDOLGLW\� DQG� UHOLDELOLW\� RI� 6.-

61 Indonesia has agreed—together with other ASEAN countries—to bring about mutual recognition and alignment of educational 
RXWFRPHV�DQG�MRE�UHTXLUHPHQWV�WKURXJK�UHIHUHQFLQJ�RI�,4)��,QGRQHVLD�4XDOLĆFDWLRQ�)UDPHZRUN��WR�$45)��6SHFLĆF�TXDOLĆFDWLRQ�
frameworks are developed by technical line ministries that were expected to be aligned with AQRF starting in February 2017. To 
FDUU\�RXW�WKH�UHIHUHQFLQJ�PHFKDQLVP��LQ�������0R57+(��QRZ�0R(&��HQGRUVHG�WKH�,QGRQHVLD�1DWLRQDO�4XDOLĆFDWLRQ�&RPPLWWHH�
RU�.1.,��.RPLWH�1DVLRQDO�.XDOLĆNDVL�,QGRQHVLD��WKURXJK�0R57+(�5HJXODWLRQ�1R�����������&XUUHQWO\��ZLWK�WKH�RUJDQL]DWLRQDO�
structure changes in MoRTHE, KNKI is under MoEC’s umbrella.

62 Results of the SKKNI revisions can fall under recommendations for changes, for revocation, or without changes. If the result of the 
SKKNI revision falls in the form of recommendations without changes, the SKKNI is still declared valid and reliable.

63 Data collection workshop.

64 In Indonesia, the occupational standards consist of packages of competency standards known as SKKNI. 

KNI, the competency standard committees carry out revi-
sions at least once every 5 years, although earlier revisions 
may be requested by the industry and line ministries.62 
MoM also needs to ensure that the competency standards 
are packed into occupations that are mapped to the KKNI 
(World Bank, 2017b). This occupational map serves as a 
reference in the development of SKKNI, along with its 
application in the development of vocational education 
DQG� WUDLQLQJ� DQG� FRPSHWHQF\� FHUWLĆFDWLRQ�� 0R(&� DQG�
0R57+(�� JLYHQ� WKHLU� VWURQJ� LQćXHQFH� RYHU� 79(7� SUR-
vision, are responsible for overseeing the application of 
6..1,�LQ�WKHLU�ĆHOGV�RI�UHVSRQVLELOLW\�63 The National Pro-
IHVVLRQDO�&HUWLĆFDWLRQ�$XWKRULW\��%163��XVHV�WKHVH�VWDQ-
GDUGV� DQG� IUDPHZRUNV� WR� GHYHORS� FHUWLĆFDWLRQ� VFKHPHV�
DQG�FRQGXFW� WKH�FHUWLĆFDWLRQ�SURFHVV��)LQDOO\�� HPSOR\HUV�
and their associations are expected to contribute to the 
development of competency standards by line ministries, 
and to endorse the draft version that is sent to MoM for 
ĆQDO�DSSURYDO�DQG�UHJLVWUDWLRQ��

Figure 4.4. 

Five stakeholders play an active role in the development of competency standards

The process to develop competency standards is ongo-
ing.64 Up to 2014, ministries had developed 406 SKKNIs 
in 9 sectors (World Bank, 2017b); by 2020, MoM had 
endorsed 751 SKKNIs in 35 ministries (Table 4.2). Not all 
ministries have progressed at the same pace. Some, like 
MoI, the Ministry of Tourism, and the Ministry of Environ-

ment and Forestry, have produced an important number 
of SKKNIs, while others have had more modest results 
(World Bank, 2018). Some of these competency stan-
dards have been included in the KKNI; the Ministries of 
Agriculture and Tourism have had a notable performance 
in this regard (World Bank, 2018).
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Table 4.2 

Approved competency standards with MoM decree, by line ministry, 2019

Ministry/institution
SKKNI with  MoM 

decree

1 Ministry of Religion 3

2 Ministry of Agrarian and Spatial Planning 1

3 Ministry of Home Affairs 1

4 Ministry of Villages, Underdeveloped Regions and Transmigration 1

5 Ministry of Energy and Mineral Resources 105

6 Ministry of Maritime Affairs and Fisheries 40

7 Ministry of Health 9

8 Ministry of Manpower 40

9 Ministry of Finance 2

10 Ministry of Communication and Information 38

11 Ministry of Cooperatives and SMEs 5

12 Ministry of Environment and Forestry 19

13 Ministry of Tourism 41

14 Ministry of Education and Culture 45

15 Ministry of Trade 6

16 Ministry of Transportation 5

17 Ministry of Industry 120

18 Ministry of Agriculture 42

19 Ministry of Public Work and Public Housing 190

20 Ministry of Research, Tehnology and Higher Education 1

21 The Coordinating Ministry for Economic Affairs 1

22 National Archives 1

23 Geospatial Information Agency 1

24 National Disaster Management Agency 2

25 Drug and Food Control Agency 1

26 The Financial and Development Supervisory Agency 1

27 National Development Planning Agency 1

28 Bank of Indonesia 1

29 Corruption Eradication Commission 2

30 State Administration Institutions 1

31 Government Goods / Services Procurement Policy Institution 1

32 Indonesian Institute of Sciences 6

33 Financial Services Authority 15

34 National Library 2

35 National Police 1

Total SKKNI with MoM decree 751

Source: Internal report shared by MoM.  

Coordination and policy dialogues on KKNI and SKKNI are 
conducted as needed. MoM calls for coordination meetings 
with line ministries at least three times a year, which appear 
to focus on monitoring the process to develop competency 

standards.65 In 2018, MoRTHE, through regulation Regula-
tion No. 49/2018, established the National Committee of In-
GRQHVLDQ�4XDOLĆFDWLRQV��,41&��WR�êKDUPRQL]H�DQG�V\QFKUR-
nize the process of mutual recognition between learning 
DFKLHYHPHQWV� LQ� WKH�ĆHOGV�RI�HGXFDWLRQ�� WUDLQLQJ�DQG�ZRUN�
experience,” and to ensure the quality implementation of 
KKNI (IQNC, 2019b).66 Regarding the participation of other 
important stakeholders in KKNI and SKKNI matters, such as 
training providers, professional associations and unions, and 
others, they are invited to participate in events to validate 
SKKNI, but their actual participation is limited.67

The use of SKKNI to develop curricula is also still limited. 
While training institutions are required to follow a competen-
cy-based approach, surveys of public and private training in-
stitutions show that only 33 percent of training programs use 
competency-based curricula (World Bank, 2019). This is par-
tially due to the absence of endorsed competency standards 
for some occupations and to the lack of incentives. Although 
institutions are aware of SKKNI, the cost of redesigning the 
curricula and retraining instructors appears too high, partic-
XODUO\�ZKHQ�VWXGHQWV�GR�QRW�GHPDQG�FHUWLĆFDWLRQV�WKDW�FDQ�
be recognized by the national system that KKNI aims to build 
(World Bank, 2017b). The use of competency-based cur-
ricula is challenging for TVET programs delivered by SMKs, 
and other TVET institutions under MoEC, and previously by 
MoRTHE (World Bank, forthcoming a). Similarly, this is also 
the case for programs delivered by BLKs and LPKs under 
MoM, because the usually-short duration of their training 
programs does not allow for covering all the tasks that a quali-
ĆFDWLRQ�IUDPHZRUN�GHPDQGV��&0($������D��

65 Data collection workshop.

66 IQNC operates under the oversight of the Secretary of Directorate 
General of Higher Education. Currently, the secretary, and therefore 
IQNC, is under MoEC. The IQNC functions are several; they monitor 
and evaluate the implementation of KKNI; promote and advocate the 
use and implementation of KKNI in Indonesia; harmonize the KKNI 
at the local, national, and international levels (including ASEAN coun-
tries and other bilateral relations); promote global recognition of the  
Indonesia workforce, which are trained using the KKNI; and facilitate 
communication of KKNI referral across sectors.

67 Data collection workshop. Photo by Hobi industri on Unsplash

:KLOH�WUDLQLQJ�LQVWLWXWLRQV�DUH�UHTXLUHG�WR�IROORZ�
a competency-based approach, surveys of public 
and private training institutions show that only 
33 percent of training programs use competency-
based curricula (World Bank Group, 2019). 
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Are there established protocols for ensuring the 
FUHGLELOLW\�RI�VNLOOV�WHVWLQJ�DQG�FHUWLõFDWLRQ"�
7KH�1DWLRQDO�$JHQF\�IRU�3URIHVVLRQDO�&HUWLĆFDWLRQ��%163��LV�UHVSRQVLEOH�IRU�
VHWWLQJ�WKH�VWDQGDUGV�IRU�FHUWLĆFDWLRQ�RI�FRPSHWHQFLHV�LQ�,QGRQHVLD��

68�,QWHUYLHZ�ZLWK�%163�RIĆFLDOV�

69 Estimates by IQNC, 2019.

BNSP is an independent body, created in 2004, that is ac-
FRXQWDEOH�WR�WKH�3UHVLGHQWèV�2IĆFH��,W�PXVW�HQVXUH�WKDW�WKH�
system to certify competencies is aligned with KKNI, and it 
must promote and guard the credibility of skills testing and 
FHUWLĆFDWLRQ��%163�GRHV�QRW�FDUU\�RXW�FRPSHWHQF\�EDVHG�
WHVWLQJ�� EXW� LW� DFFUHGLWV� FRPSHWHQF\� FHUWLĆFDWLRQ� LQVWLWX-
WLRQV��FDOOHG�/HPEDJD�6HUWLĆNDVL�3URIHVL��/63���DV�TXDOLW\�DV-
surance institutions. As of 2019, BNSP licensed 1,496 LSPs. 

&RPSHWHQFLHV� FDQ� EH� DVVHVVHG� DQG� FHUWLĆHG� E\� WKUHH�
types of testing centers, as BNSP recognizes three types 
of LSPs (BNSP, 2019): 

 · LSP 1:�)LUVW�SDUW\�SURIHVVLRQDO�FHUWLĆFDWLRQ�DJHQFLHV�
that are established either by companies to certify 
their employees, or by SMKs and tertiary vocational 
institutions to certify their students’ learning out-
comes. To ensure impartiality, assessments in these 
LSPs must be performed by assessors who did not 
train the students being assessed (World Bank 2015c). 
By mid-2019, 77 percent of all LSPs fell under this 
category. Most of them were established by SMKs.

 · LSP 2:�6HFRQG�SDUW\�SURIHVVLRQDO�FHUWLĆFDWLRQ�DJHQ-
cies that are established by companies to assess and 
certify suppliers in their production chain. The cer-
WLĆFDWHV�LVVXHG�E\�/63���DUH�QRW�JHQHUDOO\�DFFHSWHG�
TXDOLĆFDWLRQV��WKH\�DUH�RQO\�XVHG�ZLWKLQ�D�FRPSDQ\�
or a network of companies and providers. By mid-
2019, 5 percent of all LSPs fell under this category. 

 · LSP 3:��7KLUG�SDUW\�SURIHVVLRQDO�FHUWLĆFDWLRQ�
agencies that are established by industry or 
professional associations. By mid-2019, 18 per-
cent of all LSPs fell under this category. 

BNSP coordinates with industry and relevant government 
VWDNHKROGHUV� WR� GHYHORS� DQG� DSSURYH� QDWLRQDO� TXDOLĆFD-
WLRQ� FHUWLĆFDWLRQ� VFKHPHV�� 7KHUH� DUH� WKUHH� W\SHV� RI� FHU-
WLĆFDWLRQ�VFKHPHV�� ����..1,��ZKLFK�DUH�EDVHG�RQ�6..1,��
(2) occupational, which are used to test special standards 
developed by technical committees; or (3) competency 
clusters, which are used to test standards developed by 
/63�FRPPLWWHHV��(DFK�FHUWLĆFDWLRQ�VFKHPH�FRQWDLQV�D�VHW�
of unit competencies that must be tested. By mid-2019, 
WKH�FRPSHWHQF\�EDVHG�FHUWLĆFDWLRQ�VFKHPH�FRYHUHG�����
SKKNIs, 384 occupations, and 584 competency clusters 

(BNSP, 2019). Progress to develop schemes to test SKKNI 
is behind; at the moment, only one-third of existing stan-
GDUGV�KDYH�FHUWLĆFDWLRQ�VFKHPHV��

$V� WKH�JXDUDQWRU�RI� WKH�TXDOLW\�DQG�FUHGLELOLW\�RI�FHUWLĆFD-
tions, BNSP monitors LSPs closely. BNSP accredits LSPs 
through a 6-step process that includes a site visit. The accred-
itation is valid for three years. BNSP requires every LSP1 to 

conduct internal audits that the agency reviews annually. It 
DOVR�FDUULHV�RXW�H[WHUQDO�YHULĆFDWLRQV�DQG�DXGLWV��ZKLFK� LQ-
clude announced and unannounced site visits (World Bank, 
2015c). In fact, this is an important challenge for BNSP: due 
to the vast geographic distances and the need to reach ev-
ery province and district, this a very expensive activity.68 
7R�PDLQWDLQ�FRQWURO�RYHU�FHUWLĆFDWLRQV��%163�SURYLGHV�/63V�
ZLWK� XQLTXH� QXPEHUHG� SDUFKPHQWV� �FHUWLĆFDWHV�� IRU� LVVX-
ance by the LSP. Although LSPs can design assessment tools 
DQG�WUDLQ�DVVHVVRUV��%163�SURYLGHV�VSHFLĆF�PDWHULDOV�WR�FDU-
ry out both tasks, and it reserves the right to approve tools 
and assessors (World Bank, 2015c). 

&RPSHWHQF\�WHVWLQJ�DQG�FHUWLĆFDWLRQ�LV�OLPLWHG��,Q�������
DSSUR[LPDWHO\���������LQGLYLGXDOV�ZHUH�FHUWLĆHG��%163��
2019). Taking into consideration that enrollment in SMK 
for the same year surpassed two million,69 it can be as-
sumed that far less than 30 percent of students are 
being tested. This is an underestimation, as competen-
cy-based testing should be available to graduates of BLK 
and higher education TVET institutions as well. This can 
be explained by several reasons. First, the absence of 
FHUWLĆFDWLRQ�VFKHPHV�IRU�WKH�PDMRULW\�RI�6..1,V�UHGXF-
es the number of competencies that LSPs can offer to 
test and certify. Second, the limited demand for certi-
ĆFDWLRQV� E\� HPSOR\HUV� OLPLWV� WKH� LQFHQWLYH� RI� SRWHQWLDO�
ZRUNHUV� WR�GHGLFDWH� WLPH�DQG�ĆQDQFLDO� UHVRXUFHV� WR� WKLV�
exercise. Aware of this challenge, BNSP reports under-
taking socialization activities with industry to increase 
DZDUHQHVV� RI� WKH� LPSRUWDQFH� RI� KDYLQJ� FHUWLĆFDWHV� RI�

competency.70� 7KLUG�� FHUWLĆFDWHV� RI� FRPSHWHQF\� DUH�
not an obligation established by law across Indonesia. 
Some regional governments and ministries have issued 
UHJXODWLRQV� WR� UHTXLUH� FRPSHWHQF\�EDVHG� FHUWLĆFDWHV�
(for example, MoRTHE and the Ministry of Tourism).71 
Fourth, the cost of testing may be an additional barrier. 
While the cost of skills assessments for students from 
SMK and BLK is covered by the government, other stu-
dents and workers interested in going through a compe-
tency-based assessment must have a few hundred dollars 
to pay for it (World Bank, 2017b). At the time of this writ-
ing, there is no indication of measures to assess the cost 
of testing or address cost-related challenges for those not 
covered by the government. 

70 Data validation workshop.

71 Data validation workshop.

72 Data validation workshop.

73 Data validation workshop.

74 Data validation workshop.

The protocols for ensuring the credibility of skills testing 
DQG�FHUWLĆFDWLRQ�DUH�\HW�WR�EH�IXOO\�LQWHJUDWHG��%HIRUH�WKH�
establishment of BNSP, several economic sectors devel-
oped independent systems to certify competencies (for ex-
ample, public works, tourism, electricity, oil and gas).72 Not 
DOO� FHUWLĆFDWLRQ� V\VWHPV�KDYH�EHHQ� LQWHJUDWHG� LQWR�%163��
which means that several agencies, such as the Construc-
tion Service Development Agency (LPJK) and the Ministry 
of Energy and Mineral Resource’s Directorate General 
RI� (OHFWULFLW\�� PDLQWDLQ� UHVSRQVLELOLW\� IRU� FHUWLĆFDWLRQ73. 
,Q� SUDFWLFH�� WKLV� \LHOGV� SDUDOOHO� FHUWLĆFDWLRQ� V\VWHPV� WKDW�
require harmonization or integration. The extent to which 
BNSP allocates resources to the harmonization of different 
FHUWLĆFDWLRQ�V\VWHPV�LV�XQNQRZQ�

Are accreditation standards in place and enforced?  
The Indonesian WfD system has three parallel accreditation systems in place. 

Figure 4.5 illustrates the three parallel accreditation 
systems currently in place in Indonesia. While each 
system seems to be directed at different types of in-
stitutions, line ministries can accredit any type of in-
stitution under their purview, especially when the 
institution delivers training programs that contain 
potential hazards to occupational safety and health.74 

 In addition, experts have noted that MoM and MoEC 
“operate almost identical parallel systems, with criteria 
that are not stringent and thus provide limited quality 
assurance of training providers” (World Bank, 2017b). A 
brief description of accreditation practices in each sys-
tem is provided on the following pages. 

3KRWR�E\�*HUDOGLQH�/HZD�RQ�8QVSODVK

BNSP must ensure that the system to certify 
competencies is aligned with KKNI, and 
it must promote and guard the credibility 
RI�VNLOOV�WHVWLQJ�DQG�FHUWLŦFDWLRQ��
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Figure 4.5 

Indonesia has different systems to accredit training providers

Note:�%/.� �ZRUN�WUDLQLQJ�FHQWHUV��/.3� �QRQIRUPDO�WUDLQLQJ�LQVWLWXWLRQV���
/3.� �ZRUN�WUDLQLQJ�SURYLGHUV��60.� �SUH�SURIHVVLRQDO�KLJK�VFKRRO��

75  Information retrieved from MoEC’s data portal: http://psmk.kemdikbud.go.id/datapokok.

7KH�ĆUVW�V\VWHP� LV�RSHUDWHG�E\�%$1�60��XQGHU�0R(&��
to oversee the quality of education and training in gen-
eral and vocational secondary schools. Accreditation is 
mandatory for public and private training providers, and 
WKH� VWDQGDUGV� DUH� GHĆQHG� LQ� WKH�0LQLVWHULDO� 5HJXODWLRQ�
34/2018, which covers education standards for basic, 
lower-, and upper-secondary education, including voca-
tional education. The main incentive for providers to seek 
accreditation is that they cannot operate or issue certif-
icates without being accredited. MoEC offers training 
institutions the support to seek and retain accreditation 
through an assistance program called “Enhancing Quality 
Assessment Assistance.” Additional sources of support 
come from provincial accreditation bodies that can assess 
the readiness of schools to be accredited prior to initiating 
the process; from BAN-SM’s online tool to guide schools 
in the application for accreditation; and from the agen-
cy’s outreach program to promote accreditation. Despite 

these efforts, accreditation is not fully enforced. MoEC’s 
information on SMK shows that out of 2,534 SMK, only 
70 percent are accredited as of 2019.75 While there is no 
information on the accreditation of non-formal providers 
under MoEC, data from 2015 shows that less than 3,500 
out of more than 19,000 LKP met minimum standards 
(Malik, Jasmina, and Ahmad, 2019). 

The second system is operated by BAN-PT (under 
MoRTHE) and applies to higher education institutions, 
including those that deliver TVET. BAN-PT was estab-
lished in 1994, but it was given the mandate to oversee 
accreditation in 2017. Accreditation is mandatory for 
all higher education providers, both public and private, 
and it is based on standards established through inter-
nal consultations with input from relevant stakeholders, 
including senior faculty members from different higher 
education institutions (Ahza, 2010).  Accreditation stan-

dards are periodically reviewed: those updated in 2008 
ZHUH� UHYLVHG� LQ�������$Q� LPSRUWDQW�PRGLĆFDWLRQ�RI� WKH�
latest revision is the differentiation between vocational 
and academic colleges, addressing a criticism of BAN-PT’s 
former accreditation system (BAN-PT, 2019). The main 
incentive for providers to seek accreditation is that they 
FDQQRW�RSHUDWH�RU�LVVXH�FHUWLĆFDWHV�ZLWKRXW�EHLQJ�DFFUHG-
ited. To promote compliance, BAN-PT carries out various 
activities (BAN-PT, 2019). The accreditation process has 
recently been digitized so that it can be done online at 
https://sapto.banpt.or.id/. BAN-PT also conducts policy 
outreach and provides guidelines for institutional accred-
itation. In addition, MoRTHE has recently issued an Inter-
QDWLRQDO�$FFUHGLWDWLRQ��&HUWLĆFDWLRQ�*XLGHOLQH�WR�VXSSRUW�
institutions that want to pursue it. Unaccredited higher 
education institutions risk losing recognition of their di-
SORPDV�FHUWLĆFDWHV� �/DZ�1R�� ���������� DQG� WKH� FORVXUH�
of their facility (MoRTHE Regulation No. 50/2015). De-
spite all these efforts, accreditation is not fully enforced. 
In 2013, BAN-PT had an estimated backlog of 20 percent 
in accreditation decisions, causing the organization to 
adopt “emergency measures” to “give institutions tempo-
rary accreditation at the “C” level” (the pass level) without 
any accreditation process (OECD and ADB 2015). As of 
2019, it is clear that accreditation efforts have focused on 
universities. While 86 percent of universities had a valid 
accreditation, only 23 percent of academies, 48 percent 
of institutes, 40 percent of polytechnics, and 35 percent 
of colleges did.76�'LIĆFXOWLHV�LQ�HQIRUFLQJ�WKH�DFFUHGLWDWLRQ�
requirement is the result of budgetary constraints and 
the rapid growth of the higher education system that has 
UHQGHUHG�WKH�QXPEHU�RI�H[LVWLQJ�DVVHVVRUV�LQVXIĆFLHQW�WR�
cover all institutions (Petriella, 2019).  

The third system, LA-LPK (under MoM), ensures the quali-
ty of nonformal training. Per MoM’s Ministerial Regulation 
34/2016, accreditation standards are applicable to both 

76��$XWKRUVè�FDOFXODWLRQV�XVLQJ�ĆJXUHV�IURP�%$1�37�������DQG�,41&�������

77  Except for training providers for migrant workers (BLKLN). 

78  Data collection workshop.

79 During the accreditation process, LA-LPK reviews (1) competency standards, (2) curriculum, (3) materials for training, (4) assess-
PHQW�LQVWUXPHQWV������LQVWUXFWRUV�DQG�DVVHVVRUV������IDFLOLWLHV�DQG�HTXLSPHQW������PDQDJHPHQW�SUDFWLFHV��DQG�����WKH�ĆQDQFLDO�EXG-
get. For more information, see Ray, 2016. 

BLK and LPK, but accreditation is not compulsory.77 Some 
training providers seek the accreditation of MoM (some-
times in parallel to MoEC’s accreditation) to be eligible 
for potential government funding (World Bank, 2017b). 
In 2016, MoM launched the Indonesian Training Quality 
Framework, which includes the accreditation standards for 
LPK (Ray, 2016). Accreditation standards are publicized, as 
MoM continues to make efforts to engage training provid-
ers to improve service delivery.78�5HFHQWO\�� VLJQLĆFDQW� LP-
provements in the number of accredited institutions have 

been made: in 2017, less than 10 percent of MoM-reg-
istered private training providers and only 12 percent of 
BLKs were accredited (World Bank, 2017b); according to 
estimates shared by MoM, as of December 2019, 65 per-
cent of the registered LPKs and 35 percent of government 
BLKs were accredited. Two factors may  inadvertently de-
ter institutions from pursuing MoM accreditation. First, 
those that choose to do so go through a review of eight 
quality standards79 and are monitored throughout the 
3-year accreditation period—subjecting the institution to 
scrutiny and a renewal hurdle that most in the market do 
not have to endure. Second, providers have reported expe-
riencing long accreditation times, as LA-LPK has approxi-
mately 400 assessors to serve more than 7,000 BLK and 
LPK (World Bank, 2017b).

Line ministries
(~17)

SMK, polytechnics, 
institutes, etc. 

Ministry of Research, 
Technology & Higher 

Education

BAN-PT
(Badan Akreditasi 
1DVLRQDOb3HUJXUXDQ�

7LQJJL�

Higher education 
training providers

Ministry of
Education

and Culture 

BAN-SM
(Badan Akreditasi 

Nasional 
6HNRODK�0DGUDVDK�

SMK LKP

Ministry of
Manpower

LA-LPK
��/HPEDJD�$NUHGLWDVL�
/HPEDJD�3HODWLKDQ�

.HUMD��

BLK LPK

Oversee and 
regulate training 
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Agency 
responsible

for accreditation

Training
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While each system seems to be directed at 
different types of institutions, line ministries 
can accredit any type of institution under 
their purview, especially when the institution 
delivers training programs that contain potential 
hazards to occupational safety and health.

http://psmk.kemdikbud.go.id/datapokok
https://sapto.banpt.or.id/
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Policy goal 6 evaluates the 
extent to which policies and 
institutions are in place to:

Promote the enrollment 
RI�VWXGHQWV�LQ�79(7�

Enable progression through 
multiple learning pathways 
IRU�VWXGHQWV�LQ�79(7�VWUHDPV�

Support transitions from 
training to employment 
DQG�YLFH�YHUVD�

 

$ƐȖūǢǪƐƃȝƐƲƄчǷƋūч
ǟŀǷƋȗŀȝǪчƃƼǢчǪƤƐƧƧǪч
ŀŜǡǿƐǪƐǷƐƼƲ6
Policy goal 6 evaluates the extent to which policies and institutions 

IDFLOLWDWH�OLIHORQJ�VNLOOV�GHYHORSPHQW��,Q�G\QDPLF�HFRQRPLF�HQYLURQPHQWV��

workers need to acquire new skills and competencies, and to keep their 

VNLOOV�XS�WR�GDWH�WKURXJKRXW�WKHLU�ZRUNLQJ�OLYHV��)RU�WKLV�UHDVRQ��D�WUDLQLQJ�

and education system that promotes lifelong learning best serves them 

E\� RIIHULQJ� FOHDU� DQG� ćH[LEOH� SDWKZD\V� IRU� WUDQVIHUV� DFURVV� FRXUVHV��

progression to higher levels of training, and access to programs in other 

ĆHOGV�� )RU� WKRVH� DOUHDG\� LQ� WKH�ZRUNIRUFH�� VFKHPHV� WR� UHFRJQL]H� SULRU�

OHDUQLQJ� DUH� HVVHQWLDO� WR� DOORZ� LQGLYLGXDOV� WR� HIĆFLHQWO\� XSJUDGH� WKHLU�

VNLOOV�DQG�OHDUQ�QHZ�RQHV��3ROLF\�JRDO����WKHUHIRUH��HYDOXDWHV�WKH�H[WHQW�WR�

which policies and institutions are in place to (1) promote the enrollment 

of students in TVET, (2) enable progression through multiple learning 

pathways for students in TVET streams; and (3) support transitions from 

WUDLQLQJ�WR�HPSOR\PHQW�DQG�YLFH�YHUVD�

,QGRQHVLD�VFRUHV�DW�WKH�HPHUJLQJ�OHYHO�RI�GHYHORSPHQW�LQ�WKLV�SROLF\�JRDO��

The government has taken concrete initiatives to address the negative 

perception of TVET, from communication campaigns to system-wide 

measures to improve the quality of training and promote a stronger 

connection between training institutions and employers to facilitate 

HPSOR\PHQW�SODFHPHQW�RI�79(7�JUDGXDWHV��$V�IRU�OHDUQLQJ�SURJUHVVLRQ��

students from formal TVET institutions at the upper-secondary level 

KDYH�PXOWLSOH�OHDUQLQJ�SDWKZD\V�WR�FKRRVH�IURP��+RZHYHU��IRU�VWXGHQWV�

from nonformal training providers, or from training providers under the 

line ministries, paths to continue their training after the upper-secondary 

OHYHO�DUH�RIWHQ�OHVV�FOHDU��7KH�JRYHUQPHQW�VXSSRUWV�WKH�WUDQVLWLRQ�IURP�

training to employment through the employment services offered by 

GLIIHUHQW�PLQLVWULHV��7KH�PDLQ�PLQLVWU\�RIIHULQJ�WKHVH�VHUYLFHV� LV�0R0��

ZKLFK� KDV� ���� UHJLRQDO� SXEOLF� HPSOR\PHQW� VHUYLFH� RIĆFHV� DURXQG� WKH�

FRXQWU\��+RZHYHU��WKH�RIĆFHV�KDYH�OLPLWHG�VWDII�DQG�FRXQVHORUV�WR�RIIHU�

FRPSUHKHQVLYH�MRE�SODFHPHQW�VHUYLFHV��5HJXODWLRQV�WR�VHW�XS�D�V\VWHP�WR�

UHFRJQL]H�SULRU�OHDUQLQJ��53/��DUH�LQ�SODFH��EXW�WKHLU�HIIHFW�LV�XQNQRZQ��

/LNH�,QGRQHVLD��RWKHU�:I'�V\VWHPV�IDFH�FKDOOHQJHV�WR�HVWDEOLVK�D�VWURQJ�

53/�V\VWHP�DQG� LQWHJUDWH� LQLWLDWLYHV�WR�RIIHU�FDUHHU�GHYHORSPHQW�DQG�

MRE�SODFHPHQW�VHUYLFHV��0RVW�RI�WKH�FRXQWULHV�DVVHVVHG�E\�6$%(5�:I'�

struggle with building a strong system to ensure the recognition of prior 

OHDUQLQJ��$ERXW�KDOI�RI�WKHP�VFRUH�LQ�WKH�ODWHQW�FDWHJRU\�LQ�WKLV�UHJDUG��

Performance is better in the provision of systematic support for career 

development to the general public, with most countries clustered at 

WKH� HPHUJLQJ� OHYHO�� (YHQ� VR�� WKH� VFRUH� GHVFULEHV� D� VLWXDWLRQ� LQ�ZKLFK�

services are available but are provided through disparate stand-alone 

FHQWHUV�� UDWKHU� WKDQ� WKURXJK� DQ� LQWHJUDWHG� QHWZRUN� EHQHĆWLQJ� IURP�

SRROHG�UHVRXUFHV�DQG�FRQQHFWLYLW\��7DQHW�DO����������

$GYDQFHG�FRXQWULHV�SURPRWH�OLIHORQJ�OHDUQLQJ�WKURXJK�YDULRXV�PHDQV��

They have progression systems in place to ensure that TVET students 

can progress to academically or vocationally oriented programs 

DW� GLIIHUHQW� HGXFDWLRQ� OHYHOV�� $V� WUDLQLQJ� SURJUDPV� DQG� DVVRFLDWHG�

FHUWLILFDWHV� DUH� DOLJQHG� ZLWK� QDWLRQDO� 14)V�� PRVW� FHUWLILFDWHV� DUH�

recognized, including those that are issued by training institutions 

XQGHU�WKH�SXUYLHZ�RI�QRQ�HGXFDWLRQ�PLQLVWULHV��,Q�DGYDQFHG�FRXQWULHV��

53/� V\VWHPV� DOORZ� LQGLYLGXDOV� DW� DOO� OHYHOV� RI� HGXFDWLRQ� DQG� VNLOO� WR�

certify their competencies to facilitate job placement or further 

WUDLQLQJ��,Q�DGGLWLRQ�WR�D�VXVWDLQHG�IRFXV�RQ�DGXOW�OHDUQLQJ��DGYDQFHG�

systems offer a comprehensive menu of services for occupational 

and career development through integrated networks of centers to 

RSWLPL]H�XVHU�H[SHULHQFH�

The government has taken concrete steps to 
address the negative perception of TVET, from 
communication campaigns to system-wide 
measures to improve the quality of training 
and promote a stronger connection between 
training institutions and employers to facilitate 
employment placement of TVET graduates.

Like Indonesia, other WfD 
systems face challenges 
to establish a strong RPL 
system and integrate 
initiatives to offer career 
development and job 
placement services.

Most of the countries 
assessed by SABER-WfD 
struggle with building a 
strong system to ensure the 
UHFRJQLWLRQ�RI�SULRU�OHDUQLQJ�

Advanced countries 
promote lifelong learning 
through various means.

RPL systems allow 
individuals at all levels 
of education and skill to 
certify their competencies 

POLICY GOAL

Pathways

Evaluates the extent 
to which policies 

and institutions facilitate 
lifelong skills development.

Indonesia scores at 
the emerging level 
of development in 
WKLV�SROLF\�JRDO��

Students from formal TVET in-
stitutions at the upper-second-
ary level have multiple learning 
SDWKZD\V�WR�FKRRVH�IURP�

2.3

1

2

3
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Does the government promote 
enrollment in TVET programs? 
The government of Indonesia has taken concrete measures 
to address the negative perception of TVET. 

80  Data validation workshop .

81  Data collection workshop.

As with most WfD systems, the negative perception of 
TVET is common and creates a vicious cycle. TVET insti-
tutions cannot meet enrollment targets, and that reduces 
the incentives to invest in state-of-the-art facilities and 
equipment. Lack of investment leads to poor quality train-
ing and to graduates inadequately prepared to join the la-
bor force, perpetuating the negative image of TVET. The 
government of Indonesia has taken concrete measures to 
break this cycle. MoRTHE invested in a communications 
campaign to promote TVET on television, as well as social 
networks, and is currently evaluating its impact.80 There 
are two additional programs at MoM that could have a 
positive impact on the perception of TVET: the “3-in-1” 
program and the “Reorientation, Revitalization, Rebrand-
ing” (or 3R) Policy. The “3-in-one” program aims to change 
the mindset among training providers so that they see 
training as part of a continuum, and, as such, design pro-
JUDPV� WKDW� LQWHJUDWH� WUDLQLQJ�� FRPSHWHQF\� FHUWLĆFDWLRQ��
and job placement services. Since their announcement 

in 2016/17, the two programs are believed to have in-
creased the public interest in pursuing training at BLKs, 
increased the rate of absorption of BLK graduates, and 
increased the number of partnerships with employers. 

The 3R Policy aims to: (a) identify priority training pro-
grams in each BLK, based on local needs; (b) strengthen 
BLK infrastructure according to those priority programs 
(content, methods, assessment, instructors, equipment 
DQG� IDFLOLWLHV��PDQDJHPHQW��DQG�ĆQDQFLQJ��� �F�� UHSRVLWLRQ�
and reform select BLKs into centers of development, cen-
ters of empowerment, and centers of excellence; and (d) 
LQFUHDVH�SDUWQHUVKLSV�ZLWK�ĆUPV� WKURXJKRXW� WKH�GHVLJQ��
implementation, and follow-up of training programs.81

:KDW�DUH�WKH�OHDUQLQJ�SDWKZD\V�
available to TVET students? 
In Indonesia, there are three education subsystems. 

Law 20/03 acknowledges three main types of education 
subsystems: formal, nonformal, and informal. The same 
ODZ�GHĆQHV�IRUPDO�HGXFDWLRQ�DV�êD�VWUHDP�WKDW�LV�VWUXFWXUHG�
and has levels, encompassing basic education, secondary 
education, and higher education”; nonformal education as 
“outside formal education that can be implemented struc-
turally, or in several levels”; and informal education as the 
individual interactions with family and surroundings that 

result in learning. As discussed earlier in the report, TVET 
is provided in both the formal and nonformal subsystems, 
and the authorities that govern training provision vary by 
type of institution, not by subsystem. Table 4.3 outlines the 
landscape of training providers in Indonesia’s WfD system 
�GHQRWHG�E\�WKH�JUHHQ�VKDGH��DQG�KRZ�LW�ĆWV�LQWR�WKH�RYHUDOO�
national skills development picture. 

Table 4.3 

In Indonesia, TVET can be provided by formal and nonformal institutions

Type Stage Providers Institutions
# of 

students in 
2018

# of 
institutions 

in 2018
Authority

In
d

o
n

es
ia

’s
 E

d
u

ca
ti

o
n

 a
n

d
 T

ra
in

in
g 

Sy
st

em

Fo
rm

al
 E

d
u

ca
ti

o
n

B
as

ic
 E

d
u

ca
ti

o
n

 
G

en
er

al

Primary 
school

Sekolah Dasar and 
Madrasah Iibtidaiyah

48 million 200,699

MoEC and 
MoRA

Lower-
secondary 

school

Sekolah Menengah 
Pertama and Madrasah 
Tsanawiyah

Se
co

n
d

ar
y 

E
d

u
ca

ti
o

n

General

Upper-
secondary 

school

Sekolah Menegah 
Atas (SMA) and 
Madrasah Aliyah

Vocational

Sekolah Menegah 
Kejuruan (SMK) and 
Madrasah Aliyah 
Kejuruan (MAK)

4.9 million 13,712

H
ig

h
er

 E
d

u
ca

ti
o

n

General and 
vocational

Higher 
education 

institution

Academy
247 
thousand

1,064

MoRTHE

Polytechnic 279

Vocational

University

322 
thousand

584

Institute 219

College for 
specialization

2555

N
o

n
fo

rm
al

 E
d

u
ca

ti
o

n

Training 
centers

Lembaga Kursus dan 
Pelatihan (LKP)

3 million 19,633 MoEC

Balai Latihan 
Kerja (BLK)

275 
thousand

305

MoM

Lembaga Pelatihan 
Kerja (LPK)

N/A 8688

Training institutions 
under line ministries

2.3 million 165 Various

Source: Authors’ estimates, based on data from World Bank, 2017b; 2018; TVET Platform for South East 
Asia , 2018; Malik, Jasmina, and Ahmad, 2019; and data from MoEC and Statistics Indonesia.

TVET institutions cannot meet enrollment 
targets, and that reduces the incentives to invest 
LQ�VWDWH�RI�WKH�DUW�IDFLOLWLHV�DQG�HTXLSPHQW��
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Students in the formal system can choose to pursue 
TVET once they have completed junior secondary 
school. In Indonesia, primary education lasts six years, 
and lower secondary education lasts three years. At the 
end of this nine-year period, students take an academic 
and psychological test (UNESCO, 2013). Depending on 
the results of this test and the interest of students, they 
can follow one of two streams: senior general secondary 
schools (SMAs) (3 years) or senior technical and voca-
tional secondary schools (SMKs) (3 years).82 According 
to experts, the curriculum of SMKs and SMAs is similar 
GXULQJ�WKH�ĆUVW�\HDU��EXW�LQ�WKH�VHFRQG�\HDU����SHUFHQW�
of SMK curriculum is devoted to practical work (Waidl, 
Wardana, and Ni’mah, 2018); SMKs are considered part 
of the formal education system. In addition to SMKs, 
there are public nonformal vocational training provid-
ers called BLKs, and private nonformal training provid-
ers called LKPs and LPKs. These institutions provide 
shorter-term training programs and courses for those 
who did not complete compulsory education under the 
formal system, the unemployed, and those who wish to 
pursue upskilling and reskilling opportunities. Most line 
ministries also provide training, but it is unclear whether 
it falls under the formal or nonformal system. 

82��(DFK�VWUHDP�LV�RIIHUHG�LQ�VFKRROV�ZLWKRXW�UHJLRQDO�DIĆOLDWLRQ�DQG�LQ�,VODPLF�VFKRROV��0DGUDVDV���3URJUDPV�RIIHUHG�E\�YRFDWLRQDO�
madrasas typically last 3 years. In addition, some vocational high schools offer four-year SMK-Plus programs that lead to a Diploma 
&HUWLĆFDWH�2QH��'����79(7�3ODWIRUP�IRU�6RXWK�(DVW�$VLD���������

Upper-secondary TVET graduates can pursue education 
and training programs more easily than those who pursue 
nonformal training. SMK graduates can pursue education 
DQG�WUDLQLQJ�SURJUDPV�DW�WKH�SRVW�VHFRQGDU\�OHYHO�LQ�ĆYH�
different types of institutions (see Table 4.4). However, 
as of 2015, the transition between upper-secondary to 
post-secondary vocationally oriented programs seems 

to be hindered by entrance exams that focus on academ-
ic skills, which biases the selection against TVET gradu-
ates (OECD and ADB, 2015). Public polytechnics appear 
to have taken measures to address this bias by assessing 
TVET graduates based on their achievements at school 
(Field and Guez, 2018). Graduates of BLK, LKP, and LPK 
FDQQRW�XVH�WKHLU�FHUWLĆFDWHV�WR�HQWHU�LQWR�WKH�IRUPDO�HG-
ucation system. Ideally, they could map their abilities 
DJDLQVW� ..1,� WKURXJK� FRPSHWHQF\�EDVHG� FHUWLĆFDWLRQV��
EXW�WKH�SURFHVV�WR�GHYHORS�6..1,�DQG�QDWLRQDO�TXDOLĆFD-
WLRQ�FHUWLĆFDWLRQ�VFKHPHV�QHHGV�WR�DFFHOHUDWH�IRU�WKDW�WR�
be a realistic possibility in the future.  

Table 4.4 

Higher education institutions that provide TVET

Providers of TVET programs exclusively Providers of general and TVET programs

Academies and Community Colleges that 
organize vocational education at levels D1 and 
'��LQ�RQH�VSHFLĆF�VFLHQFH�RU�WHFKQRORJ\�

Colleges, which provide academic or vocational and 
WHFKQLFDO�HGXFDWLRQ�LQ�D�VSHFLĆF�ĆHOG�DQG�FRXOG�SURYLGH�
professional education if they meet the required conditions. 

Polytechnics, which provide sub-degree junior 
technician training at levels DI to DIV

Institutes, which provide education programs in several 
ĆHOGV�RI�VWXG\�E\�TXDOLĆHG�IDFXOW\�DQG�DUH�UDQNHG�DW�WKH�
same level as universities with the right to grant a degree

Universities provide academic and vocational 
and technical education in science, technology, 
and arts, as well as professional education

Source: $XWKRUV��ZLWK�GHĆQLWLRQV�IURP�/DZ��������0R57+(��������DQG�81(6&2�������

Transitions are easier if TVET graduates choose to pur-
sue vocationally oriented programs. In theory, grad-
uates from post-secondary vocational programs can 
progress to university programs. This transition is eas-
ier if students choose to continue down the vocational 
path. For example, holders of a diploma certificate (D1–
D4) offered by polytechnics can more easily continue 

their studies onto the professional track than if they 
were to choose an academic-oriented bachelor’s de-
gree (see Figure 4.6). However, informants admit that, 
in practice, the transition from one level of education 
to the next is not easy, and for this reason, MoRTHE 
has been working on facilitating the transition through 
the multi-entry, multi-exit system.83 Even if polytechnic 
graduates could easily progress into the professional 
track, their opportunities to pursue further training 
would still be limited to those students pursuing the 
general track, because there are very limited vocation-
al programs available at the master’s degree and ap-
plied doctorate levels for polytechnic graduates (Waidl, 
Wardana, and Ni’mah, 2018).84 

83  Data validation workshop.

84  It must be noted that MoRTHE representatives report to be carrying 
out efforts to develop additional vocational programs at the master’s 
and doctorate levels. 

Upper-secondary TVET graduates can pursue 
education and training programs more easily 
than those who pursue nonformal training. 

Transitions are easier if TVET graduates choose to 
pursue vocationally oriented programs. In theory, 
graduates from post-secondary vocational 
programs can progress to university programs. 

Photo by Airam Dato on Unsplash
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Figure 4.6 

Pathways for skills acquisition in Indonesia’s WfD system 

Source: Authors’ construction based on analysis of the data collected using the SABER-WfD questionnaire in Indonesia.

Note: The three packets are packages of equivalency training (nonformal) and examination for those who have dropped 
out of school or who have failed/not yet taken the national examination but cannot enroll in formal schools. Those who take 
WKHVH�SDFNDJHV�DUH�IRUPDO�VFKRRO�GURSRXWV��RU�LQGLYLGXDOV�RXWVLGH�WKH�DJH�FRKRUW�WKDW�QHHGV�WR�WDNH�WKH�H[DP�LQ�RUGHU�WR�ĆQG�
jobs or to continue their studies. At times, K-12 students who have studied abroad and need to take the exams in order to 
re-enter the Indonesia education system, also take these packages. Packet A is equivalency training and examination for the 
primary level; Packet B is for the junior secondary level; and Packet C is for the senior secondary level, including vocational.

Progression for those who choose nonformal TVET is 
less clear. As illustrated in Table 4.3, line ministries are the 
third-largest provider of training, in terms of the number 
of students enrolled in 2018. Their training programs are 
OLNHO\�WR�HQG�ZLWK�DQ�DVVHVVPHQW�DQG�D�FHUWLĆFDWLRQ��6RPH�
ministries may use competency standards aligned to KKNI 
as a framework to guide both exercises. Graduates from 
WKRVH�SURJUDPV�ZRXOG�EH�DEOH�WR�XVH�WKHLU�FHUWLĆFDWHV�DV�D�
signal of their competencies for prospective employers and 
as proof of instruction for nonformal training institutions if 
they wish to pursue short courses. In other cases, compe-

WHQFLHV�DQG�FHUWLĆFDWLRQ�PD\�EH�DOLJQHG�WR�VHFWRU�VSHFLĆF�
regulations that are not articulated to KKNI. Graduates 
IURP�WKRVH�SURJUDPV�PD\�ĆQG�D�PRUH�OLPLWHG�XVH�WR�WKHLU�
FHUWLĆFDWHV��,Q�ERWK�FDVHV��FHUWLĆFDWHV�LVVXHG�E\�PLQLVWULHV�
other than MoEC and MoRTHE are not recognized for ad-
mission into formal education and training programs, which 
limits the options for the professional and career develop-
ment of millions of graduates of the training provided by 
line ministries. The same is true for workers trained on the 
MRE��ZKR�GR�QRW�UHFHLYH�DQ\�FHUWLĆFDWLRQ��
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�ǢǢŀƲƄūưūƲǷǪчƃƼǢч
£ fчƐƲчǪūƧūŜǷūţч
.ǿǢƼǟūŀƲчŜƼǿƲǷǢƐūǪ

Box 4.2

Recognition of Prior Learning (RPL) is an 
important discussion among European 
countries as they aim to set up systems to allow 
continuous up-skilling of the current workforce. 
7KH�WDEOH�EHORZ�FRPSDUHV�53/�FRQùJXUDWLRQV�
and statistics in 5 selected countries:  

Austria Finland France Switzerland

National 
strategy for 

RPL 

In process Comprehensive Comprehensive In process

Number of 
applicants 

(as of 2012)

6,982 118,619 4,300 702

Examiner WBA* NBE** CNCP*** Cantons

Sources of 
funding

Individuals
Government

Individuals 
Private organizations 
Government

Individuals 
Private organizations 
Government

Individuals 
Private organizations 
Government

Main users N/A • Adult learners
• School dropouts
• HE applicants
• Those at risk of 

unemployment 
• Job seekers
• 7KH�ORZ�TXDOLĆHG
• VET applicants

• Adult learners
• School dropouts
• Experienced and 

older workers
• Females
• HE applicants
• Those at risk of 

unemployment 
• Job seekers
• 7KH�ORZ�TXDOLĆHG
• VET applicants

N/A

Source: European database on validation of nonformal and informal learning. Retrieved February, 2020 : https://www.cedefop.
europa.eu/en/publications-and-resources/data-visualisations/european-database-on-validation-of-non-formal-and-informal-learning.

* Austrian Academy of Continuing Education (WBA).
** National ENIC/NARIC Centre (National Board of Education).
�&RPPLVVLRQ�1DWLRQDO�GH�OD�&HUWLĆFDWLRQ�3URIHVVLRQQHOOH.

53/�KDV�UHFHLYHG�VLJQLŦFDQW�DWWHQWLRQ�
in Indonesia for more than a decade, as 
evidenced by several regulations.

Does the government offer support for transitions 
from training to employment and vice versa? 
In Indonesia, several ministries provide job placement services independently. 

85  https://ayokitakerja.kemnaker.go.id/.

86  On September 29, 2019, MoM launched the online platform Sisnaker, which offers an entry point to all MoM databases, whether 
used by the public or by government practitioners. Sisknaker also incorporates a job-matching platform, called KarirHub.

87  https://pelatihan.kemnaker.go.id/.

88  http://jejakmu.bappenas.go.id/.

MoEC offers career guidance and counseling, and it holds 
annual SMK Expos of Competency Products and Job Fairs 
for SMK students (Allen and Kee, 2015). MoM is the most 
active institution in this regard; it has in place three online 
platforms to support training, job searching, and job match-
ing: (1) AyoKitaKerja,85 a job-matching platform connecting 
MRE�VHHNHUV�ZLWK�ĆUPV�ZLWK�RSHQ�YDFDQFLHV�86  (2) E-Bursa 
Kerja, which houses online job fairs, and (3) a page on the 
MoM website providing access to different vocational train-
ing opportunities.87 In addition to online services, MoM 
organizes in-person job fairs, offers public employment ser-
YLFHV�WKURXJK�UHJLRQDO�RIĆFHV��'LVQDNHU���DQG�UHJXODWHV�SUL-
vate employment agencies (Lembaga Penempatan Tenaga 
Kerja Swasta - LPTKS). Since 2010, a collaboration between 
BAPPENAS, various ministries, local governments, and 
nongovernmental organizations (NGOs) has offered youths 
a network and website88 called Jejakmu (Jejaring Lapangan 
Kerja Bagi Kaum Muda) that enables them to share infor-
mation on jobs, training, internships, and entrepreneurship 
opportunities (Naidoo, Purnamasari, and Rachmadani, 
2019). Nonetheless, job-matching services are yet to be 
widely used and improved. The number of users of online 
VHUYLFHV��UHJLVWHUHG�ĆUPV�DQG�MRE�VHHNHUV��DQG�GDLO\�YLVLWRUV��
etc.) is very limited, and  90 percent of job seekers report 
XVLQJ�WKHLU�QHWZRUNV�WR�ĆQG�MREV��PDNLQJ�LW�WKH�PRVW�FRP-
mon search method in Indonesia (Naidoo, Purnamasari, and 
Rachmadani, 2019, and World Bank, forthcoming b). While 
VRPH� VSHFLĆF� VHUYLFHV� DQG� SURJUDPV� WDUJHW� JURXSV� WKDW�
IDFH�VSHFLĆF�EDUULHUV�RI�HQWU\�LQ�WKH�ODERU�PDUNHW��VHH�%R[�
4.3 for examples of services provided to women), these ini-
tiatives tend to be ad hoc and on a small scale.

53/� KDV� UHFHLYHG� VLJQLĆFDQW� DWWHQWLRQ� LQ� ,QGRQHVLD� IRU�
more than a decade, as evidenced by several regulations. 
Law 20/03 stipulates that “the outcomes of non-formal ed-
ucation programs (and informal education) shall be recog-
nized as being equal to the outcomes of formal education 

programs after undergoing a process of assessment by an 
agency appointed by the Government or the local gov-
ernments based on national education standards.” Other 
examples include government regulation 31/06, which 
mandates the recognition of work experience in a training 
and experience pathway, and MoRTHE’s Regulation 26/16 
to establish a multi-entry and multi-exit system that allows 
the recognition of previous work experience and degrees 
through credit transfers. 

Although RPL is integrated into KKNI, guidance on how 
to undertake an RPL process has only been explicitly de-
ĆQHG�IRU�KLJKHU�HGXFDWLRQ� LQVWLWXWLRQV��&RQVXOWHG�VWDNH-
holders argue that BLKs need more practical guidance 
on how to process RPL. Furthermore, these stakeholders 
maintain that efforts to inform the general public about 
RPL have taken place, but they could not provide concrete 
examples. Box 4.2 presents arrangements that European 
countries have made for RPL.

https://ayokitakerja.kemnaker.go.id/
https://pelatihan.kemnaker.go.id/
http://jejakmu.bappenas.go.id/
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Box 4.3

In Indonesia, women tend to have worse labor market outcomes then men in the 

ODERU�PDUNHW���$W�HDUO\�DJHV�����WR����\HDUV���WKH�SURSRUWLRQ�RI�LQGLYLGXDOV�ZKR�DUH�

LQ�ZRUN��HGXFDWLRQ��RU�DUH�QHLWKHU�HPSOR\HG��LQ�HGXFDWLRQ��RU�LQ�WUDLQLQJ��1((7���DUH�

YHU\�VLPLODU�IRU�IHPDOHV�DQG�PDOHV��+RZHYHU��WKH�GLIIHUHQFHV�LQFUHDVH�DV�WKH\�WUDQ-

VLWLRQ�WR�DGXOWKRRG��%\�DJHV����WR��������SHUFHQW�RI�ZRPHQ�DUH�1((7æRI�WKRVH��

almost all are performing domestic work (a form of unpaid work); while just 13 per-

FHQW�RI�PHQ�DUHæRI�WKRVH��KDOI�DUH�ORRNLQJ�IRU�D�MRE��DQG�YHU\�IHZ�DUH�SHUIRUPLQJ�

GRPHVWLF�ZRUN��1DLGRR��3XUQDPDVDUL��DQG�5DFKPDGDQL���������7KLV�LV�WUXH�IRU�WKH�

ZKROH�ZRUNLQJ�DJH�SRSXODWLRQ�����SHUFHQW�RI�IHPDOHV�DUH�RXWVLGH�WKH�ODERU�IRUFH��

DQG�PRVW�����SHUFHQW��DUH�SHUIRUPLQJ�KRXVHNHHSLQJ�DFWLYLWLHV��)RU�WKRVH�ZRPHQ�

who are in the labor force, they are twice as likely to be part-time workers than men 

������SHUFHQW�YV������SHUFHQW���%36���������DQG�WKH\�DUH�PRUH�OLNHO\�WR�ZRUN�LQ�ORZ�

ZDJH�DQG�ORZ�SURGXFWLYLW\�VHFWRUV��:LKDUGMD�DQG�&XQQLQJKDP��������

7KHVH�JHQGHU�GLVSDULWLHV�DUH�D�UHćHFWLRQ�RI�WKH�EDUULHUV�ZRPHQ�IDFH�ZKHQ�GHFLG-

LQJ�ZKHWKHU�WR�MRLQ�WKH�ODERU�IRUFH��7KH�PDLQ�FRQVWUDLQW�EHKLQG�WKLV�GHFLVLRQ�LV�WKH�

KRXVHKROG�VWUXFWXUH��ZRPHQ�DUH�VLJQLĆFDQWO\�OHVV�OLNHO\�WR�EH�LQ�WKH�ODERU�IRUFH�LI�

they are either married or have a young child (infant to 4 years old), mainly due to 

GRPHVWLF�RU�FDUH�UHVSRQVLELOLWLHV��/DLQ��$ODWDV��DQG�6HW\RQDOXUL���������:RPHQèV�

educational attainments and limited aspirations (due to cultural norms) are also a 

constraint to work: while women with post-secondary education are more likely 

to be active participants in the labor force, only a third of women 25 years and 

ROGHU�KDYH�DWWDLQHG�XSSHU�VHFRQGDU\�HGXFDWLRQ��2WKHU�FXOWXUDO�QRUPV�� VXFK�DV�

WUDGLWLRQDO�JHQGHU�UROHV��DUH�DOVR�VLJQLĆFDQW�FRQVWUDLQWV��

7KH�1DWLRQDO� �0HGLXP�WHUP�'HYHORSPHQW�3ODQ� �53-01������������ LGHQWLĆHV�

as a priority the integration of women into the labor force to address these gen-

GHU�GLVSDULWLHV��+RZHYHU��PRVW�SURJUDPV�WR�GDWH�DSSHDU�WR�EH�IUDJPHQWHG�DQG�RI�

VPDOO�VFDOH��0RVW�RI�WKHP�KDYH�EHHQ� LPSOHPHQWHG�E\�WKH�0LQLVWU\�RI�:RPHQèV�

Empowerment and Child Protection (MoWECP) and by international and local 

RUJDQL]DWLRQV��6RPH�H[DPSOHV�DUH�VKRZQ�RQ�WKH�QH[W�SDJH�

Entrepreneurship training programs providing 
business training, mentoring, and/or grants:
• Business Owner Empowerment (MoM, MoCSME, and MoWECP) targets 

ZRPHQ�ZKR�UXQ�WKHLU�RZQ�KRPH�EXVLQHVVHV��

• WeLearn (UN Women and Unilever) WKLV�SLORW�SURJUDP�FRDFKHG�������ZRPHQ�

ZKR�DUH�HQWUHSUHQHXUV�RI�PLFUR�DQG�VPDOO�EXVLQHVVHV�LQ�-DNDUWD��-RJMD��DQG�0DODQJ�

• Pelaku Industri Rumahan atau IR (MoWECP)� WDUJHWV� ���� ZRPHQ�RZQHG�

KRXVHKROG�HQWHUSULVHV��LPSOHPHQWHG�IURP������WR������

6NLOOV�WUDLQLQJ�SURJUDPV�
• Women in the STEM Workforce Readiness Program (ILO and J.P. Morgan) 

aims at empowering, connecting, and supporting women to transition into ca-

UHHUV�LQ�WKH�DXWRPRWLYH�DQG�,&7�VHFWRUV��7KH�SURJUDP�SURYLGHV�VNLOOV�XSJUDGLQJ�

on soft and technical science, technology, engineering, and math (STEM)-relat-

HG�VNLOOV��MRE�SODFHPHQWV��DQG�LQ�FRPSDQ\�GHYHORSLQJ�DQG�PHQWRULQJ��7DUJHWHG�

women are those who are either underprivileged secondary or post-second-

ary TVET graduates, under-employed women working in entry-level STEM-re-

ODWHG�MREV��RU�PLG�OHYHO�VNLOOHG�ZRPHQ�ZRUNLQJ�LQ�67(0�ĆHOGV�

• Wanita Indonesia Hebat (MoWECP and Tahir Foundation) targets migrant 

Indonesian women who are willing to work abroad, and it provides intensive 

WUDLQLQJ�DW�%/.V��

• Women Empowerment Program for Victim Violence (MoWECP) trains women 

LQ�VNLOOV�UHODWHG�WR�FRRNLQJ��KDLUGUHVVLQJ���PDNH�XS��VHZLQJ��DQG�FUDIW�PDNLQJ�

&RXQVHOLQJ�VHUYLFHV�SURYLGLQJ�LQIRUPDWLRQ�RQ�ZRPHQÝV�
ULJKWV�DQG�UHVSRQVLELOLWLHV�LQ�WKH�ZRUNSODFH�
• :RUNSODFH�5HODWLRQVKLS�&RXQVHOLQJ��LPSOHPHQWHG�E\�0R:(&3��

In order to improve labor outcomes for women in the workforce and to incentiv-

ize more women to join it, active labor market programs should be redesigned 

WR� DGGUHVV� WKH� VSHFLĆF� FRQVWUDLQWV� WKDW� YXOQHUDEOH� ZRPHQ� IDFH�� )RU� H[DPSOH��

\RXQJHU�ZRPHQ�ZLWK�ORZ�VNLOOV�FRXOG�EHQHĆW�IURP�WUDLQLQJ�DQG�VNLOOV�GHYHORSPHQW�

programs that provide funding and coordination for existing vocational education 

DQG�WUDLQLQJ��ZRPHQ�ZLWK�PLVPDWFKHG�VNLOOV�RU�MRE�VHDUFK�FKDOOHQJHV�FRXOG�EHQHĆW�

from employment intermediation services, such as search assistance, counseling, 

MRE�PDWFKLQJ�SODWIRUPV��DQG�ĆQDQFLDO�VXSSRUW�IRU�WKHLU�VHDUFKHV��ZRPHQ�IDFLQJ�

FRQVWUDLQW�LQ�VWDUWLQJ�D�EXVLQHVV�FRXOG�EHQHĆW�IURP�HQWUHSUHQHXUVKLS�VNLOOV�WUDLQ-

ing programs that include mentorship; and women who face low labor demand 

DQG�ODFN�H[SHULHQFH�FRXOG�EHQHĆW�IURP�SXEOLF�ZRUN�ZDJH�VXEVLG\�SURJUDPV�

Sources:�1DLGRR��3XUQDPDVDUL��DQG�5DFKPDGDQL��������:LKDUGMD�DQG�
&XQQLQJKDP��������/DLQ��$ODWDV��DQG�6HW\RQDOXUL�������DQG�%$33(1$6������

The National  Medium-term 
Development Plan (RPJMN 
�����������LGHQWLùHV�DV�D�
priority the integration of 
women into the labor force. 

Active labor market 
programs should be 
redesigned to address the 
VSHFLŦF�FRQVWUDLQWV�WKDW�
vulnerable women face. 
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RưǟƧƐŜŀǷƐƼƲǪчƼƃчǷƋūчɯƲţƐƲƄǪч
ŀƲţчǢūŜƼưưūƲţŀǷƐƼƲǪ
The current oversight policies and practices in Indonesia’s 
WfD system have multiple strengths. 

89  For a more detailed description of workforce development practices in Singapore between 1970 and 2010, see Raddon, 2012. 
Available at: http://wbgfiles.worldbank.org/documents/hdn/ed/saber/supporting_doc/CountryReports/WFD/SABER_WfD_Singapore_
Multiyear_CR_2012.pdf.

There are clear funding allocation procedures and part-
nerships with employers to mobilize funds that are in 
place and encouraged. WfD stakeholders are working 
toward a lifelong learning approach to TVET through 
WKH� HVWDEOLVKPHQW� RI� WKH� QDWLRQDO� TXDOLĆFDWLRQV� IUDPH-
ZRUN� �..1,��� FRPSHWHQF\� VWDQGDUGV�� WKH� GLYHUVLĆFDWLRQ�
or learning pathways for TVET students, and a system 

to recognize prior learning. There is a system in place to 
ensure the quality of training in most institutions through 
clear accreditation criteria and processes. However, there 
is room for improvement in most of these areas, as well 
as important weaknesses that the GoI could consider ad-
dressing in the short- and medium-term.

���(QVXUH�HIõFLHQF\�DQG�HTXLW\�LQ�IXQGLQJ
7KH�*R,�FRXOG�FRQVLGHU�DGGUHVVLQJ�LQHIĆFLHQW�VSHQGLQJ�E\�UHPRYLQJ�
the current duplication of labor across agencies. 

With regards to funding, the established processes that al-
locate funding to line ministries, and from ministries to train-
LQJ�LQVWLWXWLRQV��FRXOG�EH�PRGLĆHG�WR�LPSURYH�WKH�HIĆFLHQF\�
of spending in the WfD system. An important step in this di-
UHFWLRQ�LV�WR�UHYLVH�DQG�UHGHĆQH�WKH�GLYLVLRQ�RI�UHVSRQVLELO-
ities and mandates across government WfD stakeholders 
to eliminate the duplication of efforts that contributes to 
LQHIĆFLHQW�VSHQGLQJ�V\VWHP�ZLGH��$�VKRUWHU�WHUP�PHDVXUH�
ZRXOG�UHTXLUH�DOO�:I'�VWDNHKROGHUV�WR�GHWDLO�WKH�ĆQDQFLDO�
implications of their roadmaps and multiyear plans. Clear-
HU�GLYLVLRQV�RI�ODERU�DQG�DQ�H[SOLFLW�HVWLPDWH�RI�WKH�ĆQDQFLDO�
needs of each stakeholder could facilitate a more compre-
hensive assessment of the WfD system’s funding needs 
and better monitor its achievements.  

The evolution of Singapore’s funding arrangements for 
IVET and CVET offers important lessons.89 Singapore 
has its best SABER rating for policies and practices 
around funding for TVET. Since the 1970s, the education 
expenditure in Singapore has been considerable. In the 
HDUO\�\HDUV��WKLV�PRVWO\�EHQHĆWHG�,9(7��EHFDXVH�RI�ERWK�
LPSRUWDQW�ĆQDQFLDO�UHVRXUFHV�DQG�D�VWDEOH�VWUXFWXUH�
for funding allocation and planning. As CVET responsi-
bilities were initially dispersed across the Ministries of 

(GXFDWLRQ��0DQSRZHU��DQG�RWKHU�OLQH�PLQLVWULHV��ĆQDQFLDO�
allocations were unstable and attached to rising priori-
ties rather than a strategic vision. This changed with the 
establishment of the Skills Development Fund (SDF) 
in 1979 (see Box 4.4). By 2010, funding for both IVET 

and CVET followed a system-wide strategic plan. IVET 
ZDV�IXOO\�ĆQDQFHG�E\�WKH�0LQLVWU\�RI�(GXFDWLRQ��DQG�
&9(7�ĆQDQFLQJ�FDPH�IURP�WKH�6')��D�/LIHORQJ�/HDUQLQJ�
Endowment Fund (LLEF), created with government 
funds in the early 2000s, and the Ministry of Education.

,Q� DGGLWLRQ� WR� LQFHQWLYL]LQJ� HPSOR\HH� WUDLQLQJ� ĆQDQFHG� E\�
companies, the Government of Indonesia could explore 
mechanisms to foster training among working adults not 
ĆQDQFHG�E\�HPSOR\HUV��7D[� LQFHQWLYHV�IRU�ĆUPV�DQG�JUDQWV�
(vouchers) for individuals are just two examples of the way 
the government could subsidize training. The introduction of 
the “Kartu Pra-Kerja” program in early 2020, which provides 
vouchers to expand access to relevant skills training to job 
seekers and laid-off workers, is a step in the right direction. 

«ƐƲƄŀǟƼǢūч«ƤƐƧƧǪч
$ūȖūƧƼǟưūƲǷч
EǿƲţчŀƲţч«ƤƐƧƧǪч
$ūȖūƧƼǟưūƲǷчfūȖȝ

Box 4.4

The Skills Future Agency (SSG) 
in Singaore is responsible for 
promoting lifelong learning by 
maximizing synergies between 
pre-employment training and 
continuing education and training.   

The Skills Future Agency (SSG) in Singapore is responsible for 

promoting lifelong learning by maximizing synergies between 

SUH�HPSOR\PHQW�WUDLQLQJ�DQG�FRQWLQXLQJ�HGXFDWLRQ�DQG�WUDLQLQJ��

SSG administers both the Skills Development Fund (SDF) and the 

6NLOOV�'HYHORSPHQW�/HY\��6'/���7KH�6')�LV�IXQGHG�E\�WKH�6'/��DQG�

it supports employers that provide training to re-skill and up-skill 

WKHLU�ZRUNIRUFH��7KH�FRXUVHV�PXVW�EH�DSSURYHG�E\�66*�DQG�KDYH�

GLIIHUHQW�UHLPEXUVHPHQW�OLPLWV��UDQJLQJ�IURP����WR����SHUFHQW�RI�

the course fees, which depends on whether the employer is from 

a small- and medium-size enterprise or not, on who provides the 

WUDLQLQJ� �LQ�KRXVH�RU�H[WHUQDO���DQG�RQ�WKH�FRXUVH� OHYHO�� ,Q�VRPH�

FDVHV��WKH�6')�DOVR�FRYHUV�DQ�DEVHQWHH�SD\UROO�IHH��

7KH�6'/�UHTXLUHV�HPSOR\HUV�WR�SD\�D�PRQWKO\�OHY\�RI������SHU-

cent of the monthly remuneration for all employees, including 

FDVXDO�� SDUW�WLPH�� WHPSRUDU\�� DQG� IRUHLJQ� HPSOR\HHV�� 7KHUH� LV�

a minimum payment of S$2 (for employees earning less than 

6�����D�PRQWK��DQG�D�PD[LPXP�RI�6��������IRU�WKRVH�HDUQLQJ�

PRUH�WKDQ�6�������D�PRQWK��

Source: https://ssg.gov.sg�

European countries have explored a wide range of options 
(see Table 4.5). A few countries support the availability of, 
RU�FR�ĆQDQFH��ORDQ�VFKHPHV�WR�DOORZ�LQGLYLGXDOV�WR�ERUURZ�
funds on favorable terms to cover education and training 
expenses. Others have saving schemes that incentivize 
individuals to commit to setting aside funds for training 
during some period that they can later combine with training 
VXEVLGLHV�RU�VXEVLGL]HG�ORDQV��,Q�DGGLWLRQ�WR�ĆQDQFLDO�LQFHQ-

90��)RU�PRUH�LQIRUPDWLRQ�RQ�WKH�W\SHV�RI�LQVWUXPHQWV�WR�ĆQDQFH�DGXOW�WUDLQLQJ�LQ�(XURSH��VHH��https://www.cedefop.europa.eu/en/publica-
tions-and-resources/tools/financing-adult-learning-db/instrument-types.

tives, several European countries have legal instruments 
that promote adult training. They include training leaves 
and payback clauses. The former grants employees the right 
to be temporarily away from work for training purposes 
ZLWKRXW�ORVLQJ�WKHLU�HPSOR\PHQW�DQG�DVVRFLDWHG�EHQHĆWV��
Payback clauses regulate the establishment of contracts 
between companies and employees under which the latter 
commits to the employer for a certain period, or may have to 
reimburse the cost of training if he or she decides to sever 
ties with the employer who invested in his or her training.90

A shorter-term measure would 
UHTXLUH�DOO�:I'�VWDNHKROGHUV�WR�GHWDLO�
WKH�ŦQDQFLDO�LPSOLFDWLRQV�RI�WKHLU�
roadmaps and multiyear plans.

http://wbgfiles.worldbank.org/documents/hdn/ed/saber/supporting_doc/CountryReports/WFD/SABER_WfD_Singapore_Multiyear_CR_2012.pdf
http://wbgfiles.worldbank.org/documents/hdn/ed/saber/supporting_doc/CountryReports/WFD/SABER_WfD_Singapore_Multiyear_CR_2012.pdf
https://www.cedefop.europa.eu/en/publications-and-resources/tools/financing-adult-learning-db/instrument-types
https://www.cedefop.europa.eu/en/publications-and-resources/tools/financing-adult-learning-db/instrument-types
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Table 4.5

&RXQWULHV�XVH�GLYHUVH�PHFKDQLVPV�WR�ùQDQFH�DGXOW�WUDLQLQJ

Training 
Fund

Tax incentives Grants

Loans Saving 
schemes

Training 
leave

Payback 
clausesFo

r 
co

m
pa

ni
es

Fo
r 

In
di

vi
du

al
s

Fo
r 

co
m

pa
ni

es

Fo
r 

In
di

vi
du

al
s

Austria b

Belgium b b b b b

Bulgaria b b b b b

Cyprus b b b b b

Czech Republic b b b b

Denmark b b b b b

Estonia b b b

Finland b b b b b

France b b b

Germany b

Greece b b b b b b

Hungary b b b

Ireland b b b b b b

Italy b b b b

Latvia b b b b b

Lithuania b b b

Luxembourg b b b

Malta b b b b

Netherlands

Poland b b b b b

Portugal b b b b b

Romania b b b b b

Slovak Republic b b b

Slovenia b b b b

Spain b b b b b b

Sweden b b b b b b b

United Kingdom b b b

Source: CEDEFOP, 2014.

The criteria to allocate funding to training institutions could 
be enhanced to foster performance. WfD stakeholders 
FRXOG� FRQVLGHU� OHYHUDJLQJ� WKHLU� ĆQDQFLDO� UHVRXUFHV� WR�HQ-
FRXUDJH� LPSURYHPHQWV� LQ� VSHQGLQJ� HIĆFLHQF\� DQG� WUDLQ-
ing quality among training institutions. Currently, funding 
allocations depend on historical budgets and enrollment, 
which are useful but may create unintended behaviors: the 
IRUPHU�FDQ�GLVLQFHQWLYL]H�WKH�HIĆFLHQW�XVH�RI�UHVRXUFHV��DQG�
the latter can strengthen alignment to student demand, 
rather than industry demand. More comprehensive crite-
ria could counteract these effects. It could, for example, 
LQFOXGH�LQGLFDWRUV�RI�HIĆFLHQW�VSHQGLQJ��XVH�RI�FRPSHWHQ-
cy-based standards aligned with KKNI, partnerships with 
employers, and graduate job placement.

91  For a more detailed description of workforce development practices in Malaysia between 2000 and 2010, see Cheong, 2013; available 
at: http://wbgfiles.worldbank.org/documents/hdn/ed/saber/supporting_doc/CountryReports/WFD/SABER_WfD_Malaysia_CR_Final_2013.pdf.

The criteria to distribute funding in Singapore illustrates 
a potentially useful approach. The criteria to allocate 
funding to training institutions in Singapore was initially 
tied to the general priorities for WfD (that is, enroll-
ment in key areas). In the 1980s, there was “line-item 
allocation, detailed spending plans and incentives for 
performance featured in annual budgeting practice” 
of all ministries involved in WfD (Raddon, 2012). By 
WKH�����V��HIĆFLHQF\�LQ�HGXFDWLRQ�VSHQGLQJ�EHFDPH�
a priority, and ministries were required to use a Man-
agement Accounting System to monitor spending and 
outcomes as part of reducing the public spending costs. 
By 2010, funding criteria included successful completion 
RI�WUDLQLQJ�SURJUDPV�DOLJQHG�WR�WKH�1DWLRQDO�4XDOLĆFDWLRQ�
Framework (NQF), accreditation status (unaccredited 
institutions would not receive funding), priority econom-
ic sectors, and graduate placement (Raddon, 2012).

2. Assure relevant and reliable standards
7KH�*R,�FRXOG�FRQVLGHU�XVLQJ�ĆQDQFLDO�VXSSRUW�WR�DFFHOHUDWH�WKH�GHYHORSPHQW�
RI�FRPSHWHQF\�VWDQGDUGV�DQG�QDWLRQDO�TXDOLĆFDWLRQ�FHUWLĆFDWLRQ�VFKHPHV��

The analysis revealed that the slow progress on the de-
velopment of competency standards may hinder their 
articulation with training programs and perpetuate the 
existence of parallel standards. Increased allocations to 
this process could help address the problem by allowing 
investments in technology and data, as well as the involve-
ment of the private sector to help in the process. Similarly, 
the allocations to MoM as the coordinator of KKNI, and 
%163�DV�WKH�GHYHORSHU�RI�QDWLRQDO�TXDOLĆFDWLRQ�FHUWLĆFD-
tion schemes, may contribute to fast-track the develop-
ment of SKKNI and the corresponding testing tools.  The 
effective application of KKNI not only depends on the de-
velopment of competency standards but also on the use 
of these standards to deliver training. For this reason, the 
Government of Indonesia could consider addressing the 
current timid uptake of SKKNI by training providers. 

Malaysia’s progress to establish an NQF, competency 
standards, and testing over ten years can also offer 
useful insights.91 While in 2000, the country did not 
have an NQF, and fewer than 500 existing standards 
were fragmented between the National Accreditation 
Board (LAN) and the National Occupational Skills 

Standards (NOSS), by 2010 the NQF was established, 
and occupational standards had been developed for 
more than 1,500 occupations. Key to this progress 
was the creation of the Department of Skills Devel-
opment in 2006, and the Malaysian Qualifications 
Agency in 2007, as well as increased funding allo-
cations to support the process of developing stan-
dards and aligning training with them and the NQF. 

Ireland exemplifies how a single and well-structured 
country-wide architecture can facilitate prior learn-
ing recognition and access to lifelong learning op-
portunities. The Irish NFQ, established in 2003, is a 
framework through which all learning achievements 
(education and training) are measured and related to 
each other in a coherent way. It recognizes and catego-
rizes a wide variety of qualifications into ten levels, 
according to their knowledge, skill, and competency 
standards. While levels characterize different learning 
standards, there are four types of awards (major, mi-
nor, special-purpose, and supplementary) that reflect 
the depth of the qualifications awarded at each level. 
Majors are the highest type of awards within each 

http://wbgfiles.worldbank.org/documents/hdn/ed/saber/supporting_doc/CountryReports/WFD/SABER_WfD_Malaysia_CR_Final_2013.pdf
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level. Although there are different institutions that 
recognize learning, Quality and Qualifications Ireland 
is the national awarding body that recognizes individ-
uals’ learning as qualifications at all levels. The NFQ 

92  https://nfq.qqi.ie/.

ends up being a useful framework that can be used by 
learners to choose education and training pathways; 
by employers and institutions to understand qualifica-
tions; and by training providers for quality assurance.92  

3. Ensure quality of the accreditation system
$FFUHGLWDWLRQ�LV�DQRWKHU�DUHD�WKDW�FRXOG�EHQHĆW�IURP�IXUWKHU�VWUHQJWKHQLQJ��

Current accreditation practices in Indonesia’s WfD sys-
tem do not seem to serve the intended purpose of en-
suring quality. Experts argue that the criteria applied by 
some ministries are not stringent enough. The mere ex-
istence of multiple accreditation systems and rules might 
be problematic. In addition to the duplication of labor for 
both ministries and training providers, the limited articu-
lation in the system eliminates the signaling that accredita-
tion should have for prospective students and employers. 
&XUUHQWO\��DQ�DFFUHGLWHG�LQVWLWXWLRQ�PRVWO\�EHQHĆWV�IURP�
effectively navigating parallel bureaucracies, rather than 
for the quality of its services. As such, the GoI could con-
sider taking one of several actions. First, streamlining ac-
creditation so that it is controlled by a single agency. Sec-
ond, reviewing the accreditation standards to ensure that 
all parties (that is, training providers of all types, prospec-
tive students, and employers) have a clear understanding 
of what different accreditation levels mean in terms of the 
quality of training services. Third, enforcing accreditation 
requirements across the WfD system but particularly for 
nonformal training providers. 

Although the accreditation processes in Europe are 
heterogeneous, some common lessons could still 
be learned from European countries. The European 
Centre for the Development of Vocational Training 
(CEDEFOP) provides a general model (CEDEFOP, 
2009), in which an external body has the mandate to 
oversee external assessments of training institutions 
and award or deny accreditation based on the results 
of the assessment. The accreditation body defines the 
criteria and standards that training providers must 

meet to obtain the accreditation and accompanying 
guidelines for providers on how to prepare for accred-
itation. Self-assessments are usually a precondition for 
accreditation, which entails training providers having 
an internal quality assurance system that reflects the 
criteria and standards defined by the external accredi-
tation body (in addition to any standards specified by a 

sector or region). In a few countries, including Den-
mark, Ireland, the Netherlands, and the United King-
dom, self-assessment reports are used as a starting 
point for the external evaluation. The external evalu-
ation is carried out by the external body or delegated 
to a group of field experts (sometimes independent 
experts will also include representatives from other 
providers in the same field—graduates, employers, or 
other civil society groups). The group of field experts 
carries out the external assessment and communicates 
their recommendation to the external body, which de-
cides whether to grant the accreditation or not. When 
the accreditation is granted, the external body extends 
a quality certificate that is valid for a limited period—
usually five years. Accredited institutions have a light-
er procedure to renew the accreditation periodically. 
When the accreditation is denied, the external body 
issues improvement requirements that the institution 
must address before initiating the process again. Some 
countries offer professional support to providers 
that need to address improvement requirements. 

����'LYHUVLI\�WKH�SDWKZD\V�IRU�VNLOOV�DFTXLVLWLRQ�
While the Indonesian system starts from a good base, further efforts might 
be needed to promote a lifelong learning approach to skills development. 

93 For a more detailed description of WfD practices in Korea between 1970 and 2010, see Ko and Yoon-Hee, 2013; available at: 
http://wbgfiles.worldbank.org/documents/hdn/ed/saber/supporting_doc/CountryReports/WFD/SABER_WfD_Korea_CR_Final_2013.pdf.

7KH�DVVHVVPHQW�VKRZV�WKDW�WKH�V\VWHP�PLJKW�EHQHĆW�IURP�
further actions to ensure that students from nonformal 
training providers have access to diverse learning path-
ways, that employment services actively facilitate tran-
sitions to employment for a diverse group of jobseekers, 
and that RPL is mainstreamed in the system. As such, the 
GoI could consider introducing models that offer stack-
ability of credentials to promote lifelong learning. These 
types of models allow workers to earn shorter-term cre-
GHQWLDOV� KLJKO\� YDOXHG� E\� WKH� ODERU�PDUNHW� �UHćHFWHG� LQ�
wages) and that (1) are attractive for their short duration, 
and (2) can be further upgraded to more advanced cre-
dentials and skills over time. Furthermore, strengthening 
WKH� ORFDO� SUHVHQFH� RI� HPSOR\PHQW� RIĆFHV� DQG� WDLORULQJ�
their services to different types of job seekers would be 
important to ensure that transitions to work are actively 
IDFLOLWDWHG��WDNLQJ�LQWR�DFFRXQW�WKH�VSHFLĆF�EDUULHUV�IDFHG�
by various groups. 

Indonesia can learn from the ‘College to Careers’ (C2C) 
program of the City College of Chicago, one of the largest 
community college systems in the United States. C2C forg-
es partnerships between City Colleges and industry lead-
ers with three primary goals: to better align curricula and 
training facilities according to growing labor demands and 
standards; deliver curricula through a ”teacher-practitioner” 
scheme; and to create a pipeline to internships, interviews, 
and training facilities (ILMIA and World Bank, 2014). The 
program has stackable credentials that create pathways 
into the workforce or into further education. “For example, 
a student can start building basic skills in a free Trade, Dis-
tribution, and Logistics bridge program, earning a forklift 
RSHUDWRU�FHUWLĆFDWH�LQ�RQH�ZHHNèV�WLPH��7KLV�FRXUVH�FDQ�DFW�
as an elective in our enhanced supply chain management 
FHUWLĆFDWH�SURJUDP��ZKLFK�ZRXOG�SUHSDUH�D�VWXGHQW�WR�PRYH�
on to an associate and a bachelor’s degree in distribution and 
logistics” (City Colleges of Chicago, 2014).

The Republic of Korea system provides examples that 
strengthen policies and practices to diversify learning 
pathways.93 Since the 1970s, in Korea “the system 
featured standardized procedures for transferring 
between vocational and general education programs 
at both the secondary and post-secondary levels” 
(Ko & Yoon-Hee, 2013). By the 1990s, students from 
academic schools were offered vocationally oriented 
classes, either in their own schools or in vocational 
schools during their final year of study. By 2010, Ko-
rea had established the 2+2 system that harmonized 
the curricula of vocational schools and junior colleges 
to facilitate the progression of vocationally oriented 
students. Similarly, junior colleges were encouraged 
to provide courses for vocational high school stu-
dents with the option of granting them credit upon 
enrollment in a post-secondary vocational program at 
the junior college (Ko & Yoon-Hee, 2013). Since the 
establishment of the Academic Credit Bank System in 
1997, Korea also recognizes learning acquired through 
nonformal education and work experience. Individuals 
can ask to have their credits applied toward earning 
a higher education degree (Ko & Yoon-Hee, 2013). 
The Korean system also provides a good example on 
how to support transitions from training to employ-
ment and vice versa. Through public employment 
offices and several integrated online platforms, the 
country provides comprehensive employment ser-
vices. For example, Work-net provides job-matching 
services and customized advice, government sup-
port for training and education, life-long learning 
career guidance, and information on occupations. 

&XUUHQW�DFFUHGLWDWLRQ�SUDFWLFHV�LQ�,QGRQHVLDŋV�
WfD system do not seem to serve the 
LQWHQGHG�SXUSRVH�RI�HQVXULQJ�TXDOLW\��

https://nfq.qqi.ie/
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Australia and France also offer good examples on 
how employment services can support transitions 
from work to training, and vice versa, for workers 
with different needs and backgrounds. The Australian 
Government Employment Services System has several 
initiatives targeted to different workers. These in-
clude: Transition to Work, providing intensive pre-em-
ployment services to young workers (in particular, 
early school leavers and those having difficulty finding 
a job after school) to help them improve work-readi-
ness skills through apprenticeships, traineeships, and 
education94; the Community Development Pro-
gramme, for workers living in remote areas who want 
to improve workplace skills and their employability 
through participating in paid community work for 
up to 20 hours a week; Australian Apprenticeships, 
targeted to those who want to be trained, study, and 
earn income (for example, apprentices in occupations 
with identified skills shortages or in priority lists that 
are eligible for financial support); and Time to Work, 
which serves prisoners, and helps them reintegrate 
into their community upon release. The France Minis-
try of Labor has “Mom Compte Formation” personal 
training accounts that are targeted toward profes-
sionals and offer online career counseling and training 
services throughout the professional’s work life.

94 The courses cover communication, teamwork, time management, problem solv-
ing, and additional technology skills, as well as career development and job prepa-
ration (such as job-hunting skills, interview skills, and labor market education). Photo by Hobi Industri on Unsplash
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Managing service delivery

SABER-WfD ratings
on managing service delivery
The third dimension of the SABER-WfD assessment looks at the 
practices in place to manage the delivery of training services.

:KLOH�WKH�ĆUVW�GLPHQVLRQ�RI�VHUYLFH�GHOLYHU\�ORRNV�DW�WKH�
strategic management of the workforce development 
(WfD) system as a whole, and the second dimension as-
sesses the national structure supporting the delivery of 
training services, the third dimension is concerned with 
the policies and practices that are associated with train-
LQJ�SURYLGHUV�DQG�UHJXODWLQJ�WKHLU�IXQFWLRQLQJ��6SHFLĆFDOO\��
this part of the SABER-WfD analysis examines Indone-
sia’s policies and practices to achieve the following three 
policy goals (Figure 5.1): (1) enabling diversity and excel-
lence in training provision, (2) fostering relevance in pub-
lic training programs, and (3) enhancing evidence-based 
accountability for results. The Indonesian WfD system is 
rated at an emerging level of development for service de-
livery, with an overall score of 2.2.

The Indonesian WfD system received a score of 2.1 
(emerging) for the policy goal to enable diversity and 
excellence in training provision. This policy goal looks at 
WZR�DFWLRQV��7KH�ĆUVW�HQFRXUDJHV�DQG�UHJXODWHV�QRQVWDWH�
training provision, which is concerned with the openness 
of the training market to new players and the measures 
to ensure their quality. In Indonesia, private providers are 
allowed to offer training, and many are registered and li-
censed. The three ministries with the most responsibility 
for WfD offer limited incentives to encourage private pro-
vision, and in some cases, provide mechanisms to assess 
and foster their quality. The second action has to do with 
the combination of incentives and autonomy to foster 
quality among public training institutions. The WfD sys-
tem in Indonesia has mostly focused on setting enroll-
ment targets for institutions, and facility-building targets 
for ministries, and less on other measurements of quality. 
Most public training institutions have limited autonomy, 
and those that are more autonomous have suboptimal 
mechanisms to ensure accountability. 

On the policy goal to foster relevance in public training 
programs, a score of 2.2 places the Indonesian WfD sys-
tem at an emerging level of development. Two actions 
FRPSULVH�WKLV�SROLF\�JRDO��7KH�ĆUVW�LV�WR�LQWHJUDWH�LQGXVWU\�
and expert inputs into the design and delivery of public 
training programs. A strength of Indonesia’s WfD system 
is the existence of links between training institutions and 
industry that lead to collaborations in areas such as in-
ternships and apprenticeships, the donation of equipment 
and supplies, and the sharing of  industry expertise. The 
positive effects of these partnerships could be further 
leveraged by promoting links between training providers 

and research institutions. The second action is concerned 
ZLWK� WKH� UHFUXLWPHQW�DQG�PDQDJHPHQW�RI�TXDOLĆHG�VWDII�
to ensure the relevance of public training. Recruiting qual-
LĆHG�DGPLQLVWUDWRUV�DQG�LQVWUXFWRUV�LV�D�FKDOOHQJH�DFURVV�
the Indonesian WfD system. Both instructors and admin-
istrators have annual opportunities for professional de-
velopment, but there is limited information on the nature 
of such activities, their quality, and their impact on the 
relevance of training. The Government of Indonesia (GoI) 
could consider developing a national strategy to address 
this widespread challenge. 

The policy goal to enhance evidence-based accountability 
for results centers on the practices to collect, analyze, and 
use WfD data. The score for Indonesia’s WfD system in 
this regard is 2.2, which places the system at an emerging 
level of development. In Indonesia, there is an established 
practice of collecting data from public training institutions, 
and government WfD stakeholders seem to use this data 
to monitor and assess their performance. Further inter-
ventions could complement this positive practice. First, 
expanding the data collection to include outcome-based 
information, such as job placement or graduate earnings, 
would add valuable inputs to the administrative and in-
put-based information already in place. Second, not all 
private providers report data, leaving an information gap 
and limiting the possibility of having an accurate picture 
of system performance. Third, while the current analysis 
of WfD data appears to be actionable for ministries, it is 
curated in a way that is informative for prospective train-
ees or employers, but it does not offer information that 
WKH\�FDQ�XVH�WR�GLIIHUHQWLDWH�DQG�VHOHFW�RFFXSDWLRQ�ĆHOGV��
training institutions, or programs based on performance 
or potential opportunities.  

The Indonesian WfD system resembles international 
trends in the management of public and private provid-
ers. Most of the countries assessed by SABER-WfD have 
a diverse market of training providers that includes pri-
vate and public institutions. Like Indonesia, other coun-
tries often face challenges in fostering excellence among 
public training providers. Once performance targets are 
set, many countries do not always measure and monitor 
labor market outcomes. Many countries hesitate to grant 

Dimension

Policy
goal

Indonesia

2019
Indonesia

2019

Malaysia

2010

Singapore

2010

Republic
of Korea

2010

Excellence
PG.7

Relevance
PG.8

Accountability
PG.9

Service delivery

2.5

2.2

3.53.6

3.6

2.9

3.2

2.3

3.7

2.1

2.5 2.8

Figure 5.1

SABER-WfD rating for service delivery, Indonesia and comparison countries

Source: Based on analysis of the data collected using the SABER-WfD questionnaire.

The Indonesian WfD system is rated at an 
emerging level of development for service 
delivery, with an overall score of 2.2
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autonomy to training institutions—an important condi-
tion that enables institution managers to adjust processes 
and services to meet the local demand for skills. Among 
those that grant autonomy to training institutions, their 
challenge is to establish accountability methods that pro-
tect the quality of training services. Similarly, establishing 
mechanisms to control the quality of private training insti-

tutions is challenging for most. Countries often fail to en-
gage private providers through regulation and incentives, 
which opens space for low-quality providers that contin-
ue to operate freely.  As with the Indonesian system, this 
issue has not been a priority for many countries, because  
they rarely assess their policies toward private training 
providers (Tan et al. 2016). 

There are two areas where the Indonesian WfD system 
performs slightly above the average of other countries 
assessed by SABER-WfD. One is the establishment of 
partnerships between training institutions and employ-
HUV�� 1XPHURXV� FRXQWULHV� KDYH� \HW� WR� ĆQG� DQ� HIIHFWLYH�
strategy to persuade employers to invest time, effort, 
DQG� ĆQDQFLDO� UHVRXUFHV� LQ� VNLOOV�GHYHORSPHQW� HIIRUWV�� ,Q�
Indonesia, concerted efforts have given way to a diversi-
ty of partnerships. Another area where Indonesia stands 
out is the establishment of data-driven decision-making. 
Among the countries studied by SABER-WfD, the use of 
data to assess system performance is nascent. Less than 
half of the countries collect administrative data regularly 
and maintain it in a centralized database, while these are 
both established practices among important WfD stake-
holders in Indonesia. Although there is room for improve-
ment in both areas, Indonesia’s practices seem to be on a 
path to reach advanced levels. 

Photo by Muhammad Haikal on Unsplash

The Indonesian WfD system resembles 
international trends in the management 
of public and private providers.
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This policy goal looks at the 
policies and practices in place to:

Encourage and regulate 
nonstate provision of training.

7KH�H[LVWHQFH�RI�GHĆQHG�
roles for nongovernment 
stakeholders.

Incentivizing diversity 
and excellence in 
training provision7
Policy goal 7 assesses the extent to which policies encourage and regulate 

nonstate training provision and incentivize excellence among public 

providers. Having a diversity of providers is a feature of strong WfD 

systems, but it requires a differentiated set of incentives to foster quality 

and relevance. Among nonstate providers, the challenge is to temper 

WKH� SURĆW� PRWLYH� RU� RWKHU� DJHQGDV� WKDW� FDQ� VDFULĆFH� TXDOLW\�� $PRQJ�

state providers, a key concern is their responsiveness to the demand for 

skills from employers and students. Striking the right balance between 

institutional autonomy and accountability is one approach to addressing 

this concern. Policy Goal 7 looks at the policies and practices in place to 

(1) encourage and regulate nonstate provision of training, and (2) foster 

excellence in public training provision.

Indonesia scores at an emerging level of development for this policy 

goal. Private providers are legally allowed to offer training, and many are 

registered and licensed. The three ministries with the most responsibility 

for WfD offer limited incentives to encourage private provision and, in 

some cases, provide mechanisms to assess and foster their quality. For 

public training providers, the WfD system in Indonesia has mostly focused 

on setting enrollment targets for institutions, and facility-building targets 

for ministries, and less on other measurements of quality. Most public 

training institutions have limited autonomy, and those that are more 

autonomous have suboptimal mechanisms to ensure accountability. 

Like Indonesia, other countries face challenges in fostering the quality 

of private and public provision through incentives, autonomy, and 

1

2

accountability. Many of the countries assessed by SABER-WfD leave it to 

market forces to signal performance in private provision, and they make 

limited use of regulations and incentives to ensure quality. As market 

forces often fail to act as effective guarantors of quality, low-performing 

training providers can linger. On the other hand, few countries combine 

SHUIRUPDQFH�WDUJHWV�ZLWK�WKH�ćH[LELOLW\�DQG�DXWRQRP\�WR�LQVWLOO�D�SURDFWLYH�

commitment to quality training among public providers. In most cases, 

WUDLQLQJ�LVVXHV�DUH�PDQDJHG�FHQWUDOO\��ZKLFK�OLPLWV�WKH�ćH[LELOLW\�RI�SXEOLF�

WUDLQLQJ�SURYLGHUV�WR�DGDSW�DGPLQLVWUDWLYH�DQG�SHGDJRJLFDO�DVSHFWV�WR�ĆW�

the local context. In some countries, public training providers are granted 

autonomy without accompanying mechanisms to ensure accountability 

and responsibility for results.

Advanced WfD systems have systematic quality assurance measures 

for public and private providers. They tend to have a diverse training 

market and require private providers to be registered and licensed by the 

authorities (Box 5.1). Advanced systems also perform routine reviews and 

adjustments of their policies toward private providers. Their management 

RI�SXEOLF� WUDLQLQJ�SURYLGHUV� LV�XVXDOO\�EDVHG�RQ�VLJQLĆFDQW�DXWRQRP\� LQ�

exchange for a commitment to reach performance targets and to set 

up management bodies responsible for keeping administrators in check 

and to help address performance challenges. Public training providers 

are mostly governed by management boards, with representation from 

multiple stakeholders. 

Like Indonesia, other 
countries face challenges 
in fostering the quality 
of private and public 
provision through 
incentives, autonomy, 
and accountability. 

Many of the countries 
assessed by SABER-WfD 
leave it to market forces to 
signal performance in private 
provision, and they make 
limited use of regulations and 

Their management of 
public training providers is 
XVXDOO\�EDVHG�RQ�VLJQLĆFDQW�
autonomy in exchange for 
a commitment to reach 
performance targets and 
to set up management 
bodies responsible for 
keeping administrators in 
check and to help address 
performance challenges.

Advanced WfD systems 
have systematic quality 
assurance measures for 
public and private providers.

They also perform routine 
reviews and adjustments 
of their policies toward 
private providers. 

POLICY GOAL

Excellence

Indonesia scores at 
an emerging level 
of development for 
this policy goal.

Assesses the extent 
to which policies 

encourage and regulate 
nonstate training provision 
and incentivize excellence 
among public providers. 

For public training providers, 
the WfD system in Indonesia 
has mostly focused on setting 
enrollment targets for institutions, 
and facility-building targets for 
ministries, and less on other 
measurements of quality.

Private providers are legally 
allowed to offer training, and many 
are registered and licensed.

The three ministries with the 
most responsibility for WfD offer 
limited incentives to encourage 
private provision and, in some 
cases, provide mechanisms to 
assess and foster their quality.

2.2
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Does the government encourage 
nonstate training provision?
The training market in Indonesia is comprised of a mix 
of private and public training providers.

95 At the time of this writing, no concrete information on the number of members of HILLSI was available. HIPKI has a list of more 
than 3,000 members that, while considerable, appears small compared to the more than 50,000 private training providers that 
currently operate in Indonesia. For more information, see http://www.hillsi.or.id/index.php/registrasi and https://dpphipki.org/.

Table 5.1 shows that the number of private training pro-
viders is ten times higher than that of public training pro-
viders. Some private providers are organized in associa-
tions—the two most prominent being the Association of 
Indonesian Training Institutions (HILLSI) and the Associa-
tion of Indonesian Training and Course Providers (HIPKI). 
Both organizations were founded during the 1980s and 

have adjusted their mission to expand their representa-
tion since then. In general, their goals are to offer private 
training providers the space to consult and share informa-
tion. Although they expressed an intention to represent 
training institutions, their convening and representative 
powers appear to be limited.95  

Table 5.1

The training market in Indonesia offers    
a mix of private and public training providers

Subsystem Type of institution Public Private

Formal*

SMK 3,519 10,191

Vocational Madrasa Aliyah 763 7,080

University 81 503

Institute 64 155

College for specialization** 91 2464

Polytechnic 122 157

Academy 78 984

Nonformal***

Work training centers (BLK) 305 --

Training providers for migrant workers (BLKLN) -- 249

Work training providers (LPK) -- 8,688

Nonformal training institutions (LKP) -- 19,633

Note: 
* Figures sourced from IQNC, 2019.
** Figure combines community colleges and college/school as referenced by IQNC, 2019.
*** Figures sourced from Malik, Jasmina, and Ahmad, 2019.

The government of Indonesia provides some incentives 
to encourage nonstate provision. Stakeholders consulted 
for this study suggest that private training provision is not 
HQFRXUDJHG� YLD� UHJXODU� JRYHUQPHQW� ĆQDQFLDO� LQFHQWLYHV��

96 Data collection workshop.

97 Data collection workshop.

The incentives provided include occasional subsidies, in-
structor training, or grants for tools or equipment.96 Giv-
en the abundance of private training institutions, it does 
not appear that any further incentives are necessary. 

How does the government regulate 
nonstate training provision? 
Private providers are required to be registered and licensed. 

Private training institutions must be registered with at 
least one ministry. The Ministry of Education and Culture 
(MoEC) and the Ministry of Manpower (MoM) have the 
largest number of institutions registered (World Bank, 
2017b), but other line ministries also register training pro-
viders. Law No. 20/2003 on National Education System 
and Law No. 13/2003 on Labor require private training 
institutions to be licensed. The requirements to obtain a 
OLFHQVH�DQG�WKH�SHULRGLFLW\�RI�UHQHZDO�DUH�GHĆQHG�E\�WKH�
licensing ministry, which can be either MoEC, MoM, the 
Ministry of Research and Technology (MoRTHE), or any 
line ministry that oversees training. 

Some measures are in place to ensure the quality of non-
state training provision. Measures vary depending on the 
overseeing ministry.

 · Private training providers under MoEC are expected 
to meet education standards, which are determined 
and enforced by the Agency for National Standardiza-
tion of Education (BSNP). These include standards for 
educators and school staff, for facilities and infrastruc-
ture, for management, and for operating costs (BSNP, 
2018). Pre-professional high schools (SMKs) are 
expected to prepare a performance report periodically, 
which is submitted to whoever manages the institution 
�VFKRRO�FRPPLWWHH��HGXFDWLRQ�RIĆFH��UHJLRQDO�RIĆFH�RI�
the provincial religious ministry, the ministry, etc.). The 
effect of these quality standards and reporting require-
ments on the quality of private providers is not clear. 

 · Private training providers under MoRTHE are expect-
ed to meet the standards set by the National Accred-
itation Agency for Higher Education (BAN-PT). The 
accreditation process for training providers under 
MoRTHE includes a self-assessment and a 3-to-5-day 
visit by assessors. BAN-PT explains the process in 

14 steps that can be summarized as follows (BAN-PT, 
2011): Steps 1–4: institutions review, complete, and sub-
mit an application with accompanying material, including 
a self-evaluation; steps 5–9: a team of assessors reviews 
the application package and determines if it is approved 
or rejected; steps 10–11: if the institution passes the 

UHYLHZ��DVVHVVRUV�FDUU\�RXW�D�ĆHOG�DVVHVVPHQW��VWHSV�
��å����WKHUH�LV�D�ĆQDO�UHYLHZ�DQG�DFFUHGLWDWLRQ�GHFL-
sion. Higher education institutions that are consid-
HUHG�WR�EH�XQGHUSHUIRUPLQJ�ĆUVW�UHFHLYH�D�ZDUQLQJ��
then are provided technical support to address their 
shortcomings, and if the poor performance is not ad-
dressed, institutions can lose the license to operate.97

 · MoM has in place a nonmandatory accreditation pro-
cess led by the Training Provider Accreditation Author-
ity (LA-LPK) and is engaged in initiatives to increase 
awareness on the importance of accreditation and 
reporting. MoM Regulation No. 17/2016 in article 9 
stresses the importance of meeting quality standards, 
and MoM Regulation No. 17/2016 in article 20 (para 
1) includes the requirement for LPKs to report to the 
ORFDO�PDQSRZHU�RIĆFH�HYHU\���PRQWKV��+RZHYHU��ZKLOH�
progress has been made in past years, a large number 
of institutions are still not accredited. According to es-
timates shared by MoM, as of December 2019, only 65 
percent of the registered LPKs, and 35 percent of gov-
ernment work training centers (BLKs), were accredited.

The Ministry of Education and Culture (MoEC) 
and the Ministry of Manpower (MoM) have 
the largest number of institutions registered 
(World Bank Group, 2017b), but other line 
ministries also register training providers.
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How does the government incentivize excellence 
among public providers through targets?
Ministries set different targets for the training providers under their purview. 

98 As of February 2015, 55 percent of senior secondary students were enrolled in SMAs (Kadir, Nirwansyah, and Bachrul, 2016).

99 Data collection workshop.

100�&RQVXOWDWLRQV�ZLWK�0R57+(�RIĆFLDOV�

Like with private providers, quality assurance measures for 
public providers vary depending on the overseeing ministry: 

 · Public providers under MoEC are instructed to focus on 
meeting enrollment targets. 7KLV�UHćHFWV�DQ�H[SDQVLRQ-
ary plan set forth by MoEC in 2005 to improve the ratio 
of general academic senior secondary school (SMA) to 
SMK students from 60:40 in 2009 to 50:50 in 2015, and 
to 30:70 in 2025 (Kadir, Nirwansyah, and Bachrul, 2016). 
The focus on increasing enrollment has altered the ratio of 
SMA to SMK students,98 but it might have drawn attention 
away from quality assurance. While some could argue that 
student enrollment is an indicator of quality, enrollment 
decisions are often associated with considerations that 
have little to do with quality, such as proximity, cost, pro-
JUDP�RIIHULQJV��HWF��)XUWKHUPRUH��LQ�,QGRQHVLD��WKH�IXOĆOO-
ment of this enrollment target is monitored to ensure that 
it is improving, but limited action is taken to further un-
derstand why some institutions under- or over-perform.  

 · Public training providers under MoRTHE are not 
UHTXLUHG�WR�PHHW�VSHFLĆF�WDUJHWV�99 However, since 
2010, MoRTHE has set goals to “increase the number 
of tertiary vocational institutions, with particular focus 
on the privately owned community academies and 
polytechnics” (Kadir, Nirwansyah, and Bachrul, 2016). 
To achieve this goal, a moratorium on the establishment 
of academic programs was set in 2012, and currently 
MoRTHE only issues permits for new polytechnics. 
Although this goal is focused on fostering private 
investment in training, the government is likely invest-
ing important resources to achieve it. As expressed by 
consulted stakeholders, mobilizing private investment 
to build polytechnics is challenging because they are 
expensive to build and do not align with the deep-rooted 
preferences of potential investors for universities.100 

As with MoEC, attention to increasing access to higher 
education technical and vocational education and 
training (TVET) programs may be diverting much-need-
ed attention to the quality of existing offerings.  

Registration, 
licensing, and 
accreditation in 
WfD systems

Box 5.1

7KH�HIùFLHQW�PDQDJHPHQW�RI�D�
diverse mix of training providers 
requires a clear understanding of 
its composition and performance. 

This report uses them as follows:

Registration: Process to obtain a legal 

authorization by an entity that provides services 

to the public and enters into a public registry 

WKDW�FRQWDLQV�WKH�HQWLW\èV�EDVLF�LGHQWLĆHUV�

Licensing: Process to obtain legal 

authorization to deliver training and issue 

QDWLRQDOO\�UHFRJQL]HG�FHUWLĆFDWHV��

Accreditation: Process to assess whether 

D�WUDLQLQJ�LQVWLWXWLRQ�RU�SURJUDP�IXOĆOOV�WKH�

quality standards established by the legislation. 

If successful, it concludes with a formal 

recognition that must be renewed periodically. 

Another effect of making funding decisions 
mostly based on enrollment is that institutions 
seeking to maximize enrollment are more likely to 
focus on programs that are appealing to students 
than those in demand by the labor market.

Three tools are commonly 
used for this purpose: 
registration, licensing, and accreditation. 
These terms acquire a particular meaning, 
depending on the country’s regulation. 

1.

2.

3.

Source: Adapted from CEDEFOP, 2009.

Public providers under MoM are required to meet 
four different targets. These are: enrollment, set at 
���� WKRXVDQG� VWXGHQWV� LQ� ������ FHUWLĆFDWLRQ�� VHW� DW�
���� PLOOLRQ� FHUWLĆHG� JUDGXDWHV�� MRE� SODFHPHQW�� VHW� DW�
10 million graduates placed; and apprenticeship place-
ment, set at 55 thousand students placed (MoM, 2019). 
MoM can reward good performers with additional 
funding, equipment, or instructor training, and they 
can also reduce the funding of underperformers.101 
Discussions with relevant stakeholders in the context 
of this study, and the results of a 2011 survey, suggest 
that these rewards may be offered infrequently, as 47 
percent of the surveyed BLKs claim not having received 
any reward for good performance; 27 percent received 
additional funding; and 9 percent received verbal praise. 
The same survey shows that 53 percent of BLKs were 
not aware of sanctions being applied to underperform-
ing institutions; 15 percent claimed having experienced 
a budget reduction due to poor performance; and 24 
percent mentioned having received verbal warnings 
�:RUOG�%DQN���������7KLV� VWXG\� FRXOG�QRW�ĆQG�DQ\�HYL-
dence of measures to support the improvement of un-
derperforming BLKs.102

Goals to increase the number of training institutions and 
students enrolled in TVET programs have provided a fo-
cus for the system but have also created unintended con-
sequences. The emphasis on enrollment can be interpret-
ed as an equivalence between high enrollment and high 

101�&RQVXOWDWLRQV�ZLWK�0R0�RIĆFLDOV�

102 However, positive signals have recently emerged as the “Kartu Pra-Kerja” program, introduced in 2020, involves partnerships 
ZLWK�WKH�RIĆFLDO�GLJLWDO�SODWIRUP�6LVQDNHU�DQG�LQFUHDVHG�DWWHQWLRQ�WR�HYDOXDWLRQ�V\VWHPV�

103 Data collection workshop.

104�&RQVXOWDWLRQV�ZLWK�YDULRXV�RIĆFLDOV�DQG�WKH�GDWD�YDOLGDWLRQ�ZRUNVKRS�

performance. In this scenario, “successful institutions” are 
those that enroll more students, not those that place most 
of their graduates in the labor market. This approach to 
performance is not aligned with the importance the In-
donesian WfD system has placed on matching training 
provision with the skills needed in the labor market. Us-

ing enrollment targets to determine funding decisions can 
UHVXOW�LQ�ĆQDQFLDO�LQFHQWLYHV�WRZDUG�XQZDQWHG�EHKDYLRUV��
For example, it can motivate training institutions to offer 
programs that allow for a high enrollment at a low cost. 
In Indonesia, the most popular programs among SMKs 
are those that only require computers (business manage-
ment, IT, accounting) and a limited investment in equip-
ment. Another effect of making funding decisions mostly 
based on enrollment is that institutions seeking to maxi-
mize enrollment are more likely to focus on programs that 
are appealing to students than those in demand by the 
labor market. This partially explains the current oversup-
ply of TVET graduates in management and administrative 
occupations and the shortage claimed by employers in the 
industrial sector (Malik, Jasmina, and Ahmad, 2019). 

How does the government incentivize excellence among 
public providers through autonomy and accountability?
Training institutions have varying degrees of autonomy, 
depending on the overseeing ministry. 

$XWRQRP\�SURYLGHV�PXFK�QHHGHG�ćH[LELOLW\�IRU�LQVWLWXWLRQV�
to adapt their offering and management of training ser-
YLFHV�WR�WKH�QHHGV�DQG�G\QDPLFV�RI�WKHLU�VSHFLĆF�FRQWH[WV��
Autonomy must always be paired with solid accountability 
PHFKDQLVPV�WR�HQVXUH�WKDW�WKH�ćH[LELOLW\�LV�FRQGXFLYH�WR�LP-
provements in quality and relevance and not the opposite. In 
Indonesia’s WfD system, different types of institutions enjoy 
different levels of autonomy and accountability:

 · TVET institutions under MoEC do not have full autono-
my.103 They can select trainees based on their own cri-
WHULD�DQG�LQWURGXFH�SURJUDPV�DV�WKH\�VHH�ĆW��7KHUH�LV�QR�
evidence that SMKs make program introduction or closure 
decisions using a systematic and well-informed approach. 
Instead, they are more likely to establish programs that 
they perceive will have high student demand, because the 
formula to allocate resources is largely based on the num-
ber of students enrolled.104 

They tend to focus their program offerings in areas that 
require lower investments in labs, instructors, and equip-
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In Indonesia’s WfD system, different 
types of institutions enjoy different levels 
of autonomy and accountability

PHQW��2XW�RI�����SRVVLEOH�ĆHOGV�RI�VWXG\��WKH�WRS�WKUHH�
are computer engineering and networking, accounting, 
DQG�RIĆFH�DGPLQLVWUDWLRQ��:DLGO��:DUGDQD��DQG�1LèPDK��
2018). Decisions to close programs are mostly driven by 
low enrollment. On the side of accountability, both Law 
20/03 and BSNP’s standards for SMK specify the need for 
a governing body with the participation of the community, 
teachers, and parents (BSNP, 2018). However, the extent 
to which SMKs are accountable to such bodies is unclear.

 · Higher education institutions that provide TVET under 
MoRTHE have more autonomy.105 They can select 
trainees using independent criteria, purchase training 
materials and other inputs, introduce and close pro-
grams (adhering to KKNI, SKNNI, and education stan-
dards), and hire and dismiss temporary labor. They are 
not allowed to generate and retain revenues; any in-
come must be transferred back to the ministry. Mech-
anisms for accountability do not appear to be widely 
used. Consulted stakeholders stated that all polytech-
nics are accountable to a governing body, but they 
FRXOG�QRW�FRQĆUP�WKDW�WKLV�ZDV�WKH�FDVH�LQ�RWKHU�LQVWL-
tutions. The only accountability mechanism required by 
BAN-PT is an internal audit system (BAN-PT, 2011).  

 · Training institutions under MoM have the autonomy to 
select trainees, purchase training materials and other 
inputs, and introduce programs, as long as they are 
GHYHORSHG�XQGHU�WKH�,QGRQHVLDQ�1DWLRQDO�4XDOLĆFDWLRQ�
Network (KKNI).106 While there is no system in place for 
the approval of new programs, BLKs seem to consider a 
wide range of factors, including the availability of funding, 
the capacity for training provision, and the demand of 
employers107. There is no process to identify programs for 
closure at MoM, because programs are never formally 
eliminated. Programs can either receive funding and be 
denominated as open, or not receive funding and be classi-
ĆHG�DV�êQRW�IXQFWLRQLQJë�108 Despite the relative autonomy 
that these training institutions enjoy, there is no informa-
tion available on mechanisms to ensure accountability.

105 Data collection workshop.

106 Data collection workshop.

107�0R0�RIĆFLDOV�H[SODLQHG�WKDW�%/.V�GR�UHVHDUFK�RQ�êWUDLQLQJ�QHHGV�DQDO-
ysis” to identify program/training needs in their local areas. They seek 
input from industry in the process to design the training programs.

108 Data collection workshop.
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Fostering relevance 
in public training 
programs8
Policy goal 8 focuses on policies to foster relevance of public provision 

through collaboration with employers and the recruitment of 

qualified administrators and instructors. Public training institutions 

need reliable information on current and emerging skills demands 

to maintain the relevance of their programs. Relationships between 

public training institutions and employers, industry associations, and 

research institutions help achieve this goal. They can be a source of 

information about skills demands, offer advice on curriculum design, 

facilities, and equipment, and help create opportunities for workplace 

training. Another important factor to ensure the relevance of 

training programs is the recruitment of qualified instructors and their 

continuous upskilling. This section looks at the policies and practices 

in place in Indonesia that enable public training providers to (1) 

benefit from industry and expert input in the design of programs, and 

(2) recruit administrators and instructors with relevant qualifications 

and support their professional development.

Indonesia scores at an emerging level of development in this policy goal. 

As part of Indonesia’s WfD system, links between training institutions 

and industry have led to collaborations in areas like internships and 

apprenticeships, the donation of equipment and supplies, and industry 

experts’ time. However, industry involvement in the design of program 

FXUULFXOD�� RU� WKH� VSHFLĆFDWLRQ� RI� IDFLOLW\� VWDQGDUGV�� LV� QRW� FRPPRQ�

practice. Links between training providers and research institutions 

are rare. The evidence also suggests that recruitment of suitable 

administrators and instructors might be challenging at times, and while 

both have some opportunities for professional development, there is 

limited information on these activities.  

Compared to other countries, the Indonesian WfD system has a good record 

of fostering partnerships between employers and training institutions. In 

countries that participated in the SABER-WfD, partnerships are often ad 

hoc and usually take the form of internships for students and donations 

of equipment. They are rarely formal, usually cover just the two signing 

parties, and seldom extend to joint curriculum development or advice on 

facility standards. Only a few of the countries assessed, like Indonesia, 

have established partnerships between research institutions and training 

SURYLGHUV��6XFK�OLQNV�EHQHĆW�WUDLQLQJ�SURYLGHUV�E\�HQODUJLQJ�WKHLU�FDSDFLW\�

to renew course curricula to keep abreast of technology developments 

and market trends (Tan et al. 2016).

,Q� DGYDQFHG� V\VWHPV�� UHOHYDQFH� LV� PDLQWDLQHG� WKURXJK� D� VLJQLĆFDQW�

collaboration between training institutions and employers, as well as 

through diverse professional development opportunities for training 

staff.  Formal links exist between most training institutions and employers, 

DQG� WKH\� OHDG� WR�VLJQLĆFDQW�FROODERUDWLRQ� LQ�D�ZLGH� UDQJH�RI�DUHDV� WKDW�

extend to input on facility standards, assessment of competencies, and 

provision of instructor training and expertise, among others. In advanced 

systems, instructors and directors of training institutions are recruited 

on the basis of academic and professional standards and have regular 

access to diverse opportunities for professional development, including 

industry attachments for instructors.

POLICY GOAL

Relevance

This policy goal looks at the 
policies and practices in place 
in Indonesia that enable public 
training providers to:

%HQHĆW�IURP�LQGXVWU\�
and expert input in the 
design of programs

Recruit administrators 
and instructors with 
UHOHYDQW�TXDOLĆFDWLRQV�
and support their 
professional development

1

2

The Indonesian WfD 
system has a good record 
of fostering partnerships 
between employers and 
training institutions. 

Only a few of the countries 
assessed, like Indonesia, have 
established partnerships 
between research institutions 
and training providers.

Indonesia scores at 
an emerging level 
of development in 
this policy goal. 

Focuses on policies 
to foster relevance 

of public provision 
through collaboration 
with employers and 
the recruitment of 
TXDOLùHG�DGPLQLVWUDWRUV�
and instructors. 

As part of Indonesia’s WfD 
system, links between training 
institutions and industry 
have led to collaborations 
in areas like internships and 
apprenticeships, the donation 
of equipment and supplies, 
and industry experts’ time.

However, industry involvement in 
the design of program curricula, or 
WKH�VSHFLĆFDWLRQ�RI�IDFLOLW\�VWDQ-
dards, is not common practice.

The evidence also suggests that 
recruitment of suitable adminis-
trators and instructors might be 
challenging at times, and while both 
have some opportunities for pro-
fessional development, there is lim-
ited information on these activities.

2.3

119118

Ch. 5

In advanced systems, 
relevance is maintained 
WKURXJK�D�VLJQLĆFDQW�
collaboration between 
training institutions and 
employers, as well as 
through diverse professional 
development opportunities 
for training staff. 

Instructors and directors 
of training institutions 
are recruited on the 
basis of academic and 
professional standards 
and have regular access to 
diverse opportunities for 
professional development, 
including industry 
attachments for instructors.
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Do training institutions collaborate 
with employers in Indonesia? 
There are examples of formal connections between industry 
and training institutions under MoEC and MoRTHE.109

109 Unlike in other areas analyzed in this assessment, where policies and practices in MoEC differ from those in MoRTHE, both minis-
tries share a similar approach to foster collaboration with industry. For this reason, this section will cover them jointly.

110 For example, as part of their engagement in the development of competency-based assessments.

111 See Policy goal 2 for an example of this type of collaboration.

112�)RU�H[DPSOH��WKH�LQGXVWU\�KDV�D�ELJ�LQYROYHPHQW�LQ�WKH�GHVLJQ�SURFHVV�RI�SURJUDP�FXUULFXOD�RU�WKH�VSHFLĆFDWLRQ�RI�IDFLOLW\�VWDQ-
dards in the Human Resource Agency within the Ministry of Energy and Mineral Resources.

113 The concept of “Teaching Factory” entails transferring the production conditions in a working environment to a learning envi-
ronment. It works as an interface between training and the job market in the sense that employers are closely involved in all the 
aspects of training, including curricula, facilities, and equipment. For this reason, it is likely to keep up with industry developments. 

Efforts to promote such collaboration date back to 1990, 
when Government Regulation 29/90 opened the possi-
bility of establishing production units in vocational high 
schools to more effectively prepare students for work 
(Directorate of Vocational Development, 2016). The 
emphasis on connecting the demand and supply of skills 
at the service delivery level has grown and morphed 
throughout the years. More recently, an important fea-
ture of Indonesia’s WfD system has been the concerted 
effort to institutionalize links through measures like re-
quiring all TVET institutions under MoEC and MoRTHE 
to work with an industry partner. The policy also requires 
proof of a signed agreement with a company before a new 
TVET institution can be established under either of these 
ministries (Kadir, Nirwansyah, and Bachrul, 2016). 

The efforts to promote partnerships have led to some im-
portant results. For example, under the interministerial 
memorandum of understanding (MoU) signed in November 
2016 (of which MoEC and MoRTHE are part), three com-
panies have been tasked to work with 20 SMKs in three 
different provinces (see policy goal 2). These partnerships 
entail collaboration around the content of training, the de-
velopment of standards and curricula, and the testing of 
trainees. As mentioned in policy goal 2, the partnerships re-
cently established by Bumi Wiyata Hotel, PT Trans Retail In-
donesia, and PT Toyota Motor Manufacturing Indonesia are 
additional examples of collaboration with training providers. 
Agreements are diverse and can cover a wide range of areas, 
including the participation of companies in governance and 
advisory bodies,110 internship and apprenticeship opportuni-
ties for trainees, industry training for instructors,111 and do-
nation of industrial equipment and supplies.112

The Teaching Factory113 is perhaps the most robust form 
of collaboration between companies and training pro-
viders under MoEC and MoRTHE. This model requires 
stable commitment and investment of both training insti-
tutions and their partner companies. In general, there are 

three models of collaboration (Kadir, Nirwansyah, and 
Bachrul, 2016). In one model, the teaching factory facil-
ities are built by the company but are housed and man-
aged by the TVET institution. This model has been used 
by Public SMK 2 Pangkalpinang, Public SMK 2 Cikarang, 
Public SMK 2 Depok (Sleman), Public SMK 1 Percut Sei 
Tuan (Medan), and Public SMK 5 Makassar. Under a dif-

ferent model, the two parties invest in building the teach-
ing factory, which can be located either inside or outside 
the TVET institution’s premises, but it is managed by an 
independent entity. The collaboration between ATMI 
Surakarta Polytechnic and PT is an example of this mod-
el. Under an alternative model, the collaboration focuses 
on building a joint curriculum that is partially taught on 
the TVET institution’s premises and partially in the com-
pany’s premises.

MoM promotes partnerships between BLKs and employ-
ers through different means. At the national level, it does 
so through a network forum where employers can express 
their human resource needs to training providers. At the 
local level, BLKs are expected to connect with employers 
quarterly, but are required to do so at least once a year, 
to conduct a training needs analysis and submit it to local 
RIĆFHV�� ,Q� DGGLWLRQ� WR� WKHVH� UHJXODU� LQIRUPDWLRQ� JDWKHU-
ing services, BLKs partner with employers to accomplish 
QXPHURXV� RWKHU� REMHFWLYHV�� $FFRUGLQJ� WR� 0R0� RIĆFLDOV��
employers in the garment, tourism, automotive, welding, 
and IT sectors are relatively more open to partnering with 
BLKs than employers from other sectors. For example, 
BLKs have partnered with Astra and Mitsubishi so that stu-
GHQWV�FDQ�EHQHĆW�IURP�WKUHH�PRQWK�DSSUHQWLFHVKLSV�LQ�WKH�

automotive sector. Other BLKs have partnered with Su-
zuki to receive car donations that are essential for applied 
training. BLKs in Bantem Province and Bandung have simi-
lar arrangements with Toyota and Mitsubishi, respectively.  
Other partnerships revolve around industry training for in-
structors. Such is the case for MoM’s partnership with PT 
Pal, GoJEK, Alfa, and Mister Montir. In some other cases, 
collaborations are established through industry-commis-

sioned projects: the company Pertamina has commissioned 
the training of prospective employees to BLKs in Kaliman-
tan in the past. Similar to other line ministries, MoM seeks 
the participation of industry in the development of com-
petency standards. However, there is limited space for 
employers to provide insight on facility standards, because 
those fall under the general building and sanitary regula-
tions set by the Ministry of Public Works and Housing.  

Figure 5.2

The Ministry of Industry has in place an industrial 
vocational development program 

Source: Translated from MoI, 2019 by the authors.

The emphasis on connecting the demand and 
supply of skills at the service delivery level has 
grown and morphed throughout the years.

Vocational education 
towards the German dual 

system Model

Establishment of link 
and match in SMK

Competent industrial 
workforce

3 in 1 education 
system 

Industrial Workforce 
Competency 
&HUWLĆFDWH

HR development 
towards industry 4.0

Building new 
polytechnics in 
industrial areas
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The Ministry of Industry (MoI) is an important force in 
the promotion of partnerships between training institu-
tions and employers. In 2019, the MoI allocated Rp1.78 
trillion toward a program known as the Industrial Voca-
tional Development Program (IVDP) (Figure 5.2). The 
IVDP is a comprehensive program aimed at developing a 
competent workforce in the industrial sector through the 
establishment of a “link and match” approach to training, 
and the implementation of a dual system in polytechnics. 
Under the “link and match” program, MoI actively pro-
motes the cooperation between SMKs and industries to 
provide students with work experience aligned with the 
training programs they follow at SMKs. MoI has advanced 
rapidly and exceeded its goals: in 2018, the Ministry had 
OLQNHG������b60.�WR�����LQGXVWULHV��DQG�LW�ZDV�KRSLQJ�WR�
OLQN������b60.�E\������114 but by June 2019 it had already 
connected 1950 SMKs.115 The “link and match” approach 
to training is also applied to polytechnics where MoI is pro-
moting the implementation of a dual system for employers 

114 As expressed by the Minister of Industry, Airlangga Hartarto, in March 2018. For more information, see The Jakarta Post, 2018.

115 Per presentation to the World Bank by the Ministry of Industry in July 2019. 

116 The Jakarta Post reported in 2017 that MoI was planning to open polytechnics in “Semarang, Central Java, specializing in furni-
ture; in Bantaeng, South Sulawesi, specializing in metal processing; in Dumai, Riau, specializing in palm oil processing; in Batu Lic-
ing, Souh Kalimantan, for the steel industry; in Bintuni, West Papua, and Sei Mangkei, North Sumatra” (The Jakarta Post, 2017). 
At the time of this writing MoI listed two polytechnics as completed and established (MoI, 2019). 

117��&RQVXOWDWLRQV�ZLWK�0R(&�RIĆFLDOV��

118��&RQVXOWDWLRQV�ZLWK�0R0�RIĆFLDOV��

and polytechnics to collaborate in the development of cur-
ricula, in setting the facility standards, and in offering stu-
dents structured and articulated apprenticeship oppor-
tunities. MoI encouraged the implementation of the dual 
system in the ten already-established polytechnics, and it 
has also invested in establishing six new polytechnics that 
will adopt this dual system.116 Although MoI issued a Min-
isterial Regulation in 2017 to encourage further collabora-
tions between training providers and employers, evidence 
about the existence and method of such collaborations is 
scarce. A recent study argues that there is currently no 
standard mechanism to incorporate input and feedback 
from the industry in the development of curricula (Malik, 
Jasmina, and Ahmad, 2019). Similarly, employer input on 
VSHFLĆF� IDFLOLW\� VWDQGDUGV� VHHPV� WR� EH� UDUH�� (PSOR\HUVè�
participation in this matter is not only encouraged by MoI 
but also fundamental to the establishment of teaching fac-
tories. However, the recurrence and nature of interactions 
in this area are not widely documented.

How does the government recruit and 
PDLQWDLQ�TXDOLõHG�LQVWLWXWLRQ�PDQDJHUV"�
:KLOH�WKH�PLQLPXP�UHFUXLWPHQW�UHTXLUHPHQWV�IRU�PDQDJHUV�DUH�GHĆQHG��
VRPH�LQVWLWXWLRQV�VWLOO�VWUXJJOH�WR�ĆQG�VXLWDEOH�FDQGLGDWHV��

The three ministries with the most prominent role in In-
GRQHVLDèV� :I'� V\VWHP� KDYH� GHĆQHG� H[SOLFLW� VWDQGDUGV�
for prospective administrators, which include minimum 
DFDGHPLF� TXDOLĆFDWLRQV� DQG� WHDFKLQJ� H[SHULHQFH� �7DEOH�
5.2). In theory, existing requirements would allow for an 
effective selection of suitable administrators. However, 
FRQVXOWDWLRQV� ZLWK� PLQLVWU\� RIĆFLDOV� KDYH� UHYHDOHG� WKDW�
these requirements have limited the pool of applicants 
DQG�XOWLPDWHO\� UHVXOWHG� LQ�ćH[LEOH� HQIRUFHPHQW�RI� KLULQJ�
standards, particularly in training institutions managed by 
local governments. For example, to ensure that new SMK 
directors are equipped to succeed in their jobs, MoEC re-
TXLUHV� WKHP� WR�XQGHUJR�D� FHUWLĆFDWLRQ�WUDLQLQJ�SURJUDP�
offered by the Ministry. However, the provinces responsi-
EOH�IRU�KLULQJ�LQVWUXFWRUV�RIWHQ�GLVUHJDUG�WKH�FHUWLĆFDWLRQ�
of SMK principals.117  Similarly, although MoM’s standards 
for BLK directors are expected to be applied by both cen-
trally and regionally managed BLKs, they do not appear 

to be closely followed by the latter.118 Consulted Ministry 
RIĆFLDOV� HVWLPDWH� WKDW� RQO\� ��� SHUFHQW� RI� GLUHFWRUV� FXU-
rently have the required pedagogic background. Other 
consulted stakeholders argue that challenges to recruit 

BLK directors have not changed since 2011, when the 
:RUOG�%DQN�LGHQWLĆHG�WKDW�PDQ\�PDQDJHUV�ZHUH�FORVH�WR�
retirement age; half of them did not have the required ac-
ademic credentials; and 70 percent of them did not have 
the relevant industry experience (World Bank, 2011).  

Table 5.2 

Standards for directors of public training institutions vary. 

Standards MoE MoRTHE MoM 

Explicit standards 
exist

Follows Civil Servant Law 
No. 5/14 and Government 
Regulation No. 11/17 that 
regulate the recruitment 
of all civil servants.

In addition to civil 
servant regulations, 
VWDQGDUGV�DUH�VSHFLĆHG�LQ�
Regulation No. 15/15 on 
Organization Structure 
and Governance 

In addition to civil servant 
regulations, standards are 
VSHFLĆHG�LQ�0LQLVWHULDO�
Regulation No. 8/PER/
MEN/ 2008. 

Minimum academic 
TXDOLĆFDWLRQV��

Master’s degree PhD for the heads, and 
master’s degree for 
directors

Bachelor’s degree

Minimum years of 
industry work

&HUWLĆFDWH�RI�MRE�
competence 

Must have 2 years of 
managerial experience

None

Minimum years of 
teaching experience

Minimum of 6 years 8QVSHFLĆHG��EXW�
candidates must have 
teaching experience 

Minimum of 3 years

Source: Authors’ creation based on consultations and multiple documents.

119��,QWHUYLHZ�ZLWK�0R(&�RIĆFLDOV��

120  Data collection workshop.

Some professional development opportunities seem to 
be planned for managers, but there is limited informa-
tion about the implementation, quality, and relevance of 
such activities. Professional development opportunities 
for the administrators of training institutions are needed 
QRW�RQO\�WR�DGGUHVV�FXUUHQW�TXDOLĆFDWLRQ�JDSV�EXW�DOVR�WR�
ensure that these professionals can marshal their institu-
tions to become proactive, innovative, and adaptable to 
the constant changes in the demand for skills. Govern-
ment Regulation No. 11/17 on the Management of Civil 
Servants and the Minister of State Apparatus, and Bu-
reaucracy Reform No. 13/2019, both mandate in-service 

training for civil servants at least once a year, showing a 
general appreciation of continuous learning. The extent 
to which WfD ministries follow these regulations differ. 
MoEC has two training schemes, one for current admin-
istrators, which consists of a short program that teaches 
entrepreneurship, management, higher-order thinking, 
and the Industry 4.0 initiative; and a week-long training 
for instructors interested in managing SMKs.119 Similarly, 
MoM offers BLK managers the opportunity to participate 
in seminars, workshops, foreign and domestic internships, 
DQG�SDLG�FRPSHWHQFH�WHVWV�DQG�FHUWLĆFDWLRQV�120 

The three ministries with the most prominent 
role in Indonesia’s WfD system have 
GHŦQHG�H[SOLFLW�VWDQGDUGV�IRU�SURVSHFWLYH�
administrators, which include minimum 
DFDGHPLF�TXDOLŦFDWLRQV�DQG�WHDFKLQJ�H[SHULHQFH�
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How does the government recruit and 
PDLQWDLQ�TXDOLõHG�LQVWUXFWRUV"�
The standards for the recruitment of instructors vary.

121  The regulation recognizes three types of teachers: (1) Normative, who teach subjects such as religious education, civics, Indone-
sian language, and sports; (2) adaptive, who teach general education classes, such as English, math, social sciences, etc.; and (3) 
productive, who teach vocational subjects. As of 2018, 78 percent of SMK educators were of the normative or adaptive category; 
RQO\����SHUFHQW�ZHUH�FODVVLĆHG�XQGHU�WKH�SURGXFWLYH�FDWHJRU\��:DLGO��:DUGDQD��DQG�1LèPDK��������

122  7KH�UHJXODWLRQ�GHĆQHV�LQ�LWV�$UWLFOH���çVNLOOè�OHYHO�LQVWUXFWRUV�DV�WKRVH�ZKR�KDYH�WHFKQLFDO�TXDOLĆFDWLRQV��ZKRVH�WDVNV�UHTXLUH�WHFK-
nical and work process expertise in training and teaching, and learning in certain vocational study programs.

123��7KH�UHJXODWLRQ�GHĆQHV�LQ�LWV�$UWLFOH���çH[SHUWè�OHYHO�LQVWUXFWRUV�DV�WKRVH�ZKR�KDYH�SURIHVVLRQDO�TXDOLĆFDWLRQV��ZKRVH�WDVNV�UHTXLUH�
technical and work process expertise in training, and teaching and learning in certain vocational study programs.

124  According to the Ministry of State Aparatus and Bureacracy Reform No. 42/2018, the competency test for a functional post is a 
test administered by the hiring institution to assess civil servants’ technical competences. 

The recruitment of instructors for the formal and nonfor-
mal systems follows different regulations: 

 · The standards for instructors in formal education 
and training are detailed in Government Regulation 
17/10 that describes the types of instructors, their 
UHVSRQVLELOLWLHV��UHTXLUHG�TXDOLĆFDWLRQV��DSSRLQWPHQW��
deployment, dismissal, and career development. 
4XDOLĆFDWLRQV�IRU�LQVWUXFWRUV�RI�79(7�LQVWLWXWLRQV��
under MoEC and MoRTHE, consist mostly of academic 
degrees and pedagogical experience. SMK productive 
teachers/instructors121 are required to have a four-
year higher education degree, and TVET instructors 
at the higher education level are required to have a 
master’s degree (Government Regulation No. 37/09).  
Instructors are required to have at least two years of 
teaching experience. Although industry experience 
was not included in the regulation, in recent years both 
ministries have sought to expose current instructors 
to the realities of the industry through internships, and 
also to recruit industry practitioners as instructors. 

 · The standards for instructors in nonformal BLKs follow 
MoM Regulation No. 8/2017 on BLK Standards. Based 
on this regulation, instructors are required to have 
DWWDLQHG�FHUWLĆFDWLRQV�IRU�WHDFKLQJ�DQG�OHDUQLQJ�PHWK-
odology and the relevant technical skills. On the hiring 
of nonformal training instructors, the “Joint Decree 
EHWZHHQ�0R0�DQG�6WDWH�6WDIĆQJ�$JHQF\��3$1�5%��
KP.188/MEN/2003 and 25A Year 2003 on Func-
tional Position for Instructor” regulates that: (1)  ‘skill’ 
level instructors are required to have at minimum a 
senior secondary diploma and to have passed a func-
tional post-competency test;122 and (2) ‘expert’ level 
instructors are required to have attained a Diploma IV/
Bachelor’s degree and to have passed the functional 
post-competency test.123, 124  For other civil servants 
whose jobs are being reposted as BLK instructors, they 
will need to refer to MoM Regulation No. 23/2018 on 
Adjustment of Functional Post in Workforce Develop-

ment Field. Based on this regulation, the minimum re-
quirements for BLK instructors are: (1) to have Diploma 
II education, with a minimum of 2 years experience in 
training, (2) to have passed the instructor competency 
test, (3) to show good job performance in the last 2 
years, (4) to be no older than 56 years old, and (5) to 
show a statement of experience. According to data from 
MoM, in 2019, 46 percent of instructors held bachelor’s 
degrees, 13 percent held 3-year diplomas (D3), and 
32 percent held a senior high school (SMA) diploma. 

7KH� UHFUXLWPHQW� RI� TXDOLĆHG� LQVWUXFWRUV� LV� D� FKDOOHQJH�
across Indonesia’s WfD system. As with administrators, 
the requirements for instructors have limited the pool of 
candidates and forced measures to address the shortage 
without compromising quality. Candidate shortages are 
aggravated by the rapid increase in the number of for-
mal TVET institutions. To mitigate this challenge, MoEC 

has opened recruitment opportunities to noneducational 
degree holders, and it offers preservice training to pre-
pare candidates for a teaching career at SMKs. These 
candidates are often recruited upon graduation and are 
unlikely to have teaching or industry experience, which 
may limit their ability to effectively teach vocational sub-
jects (Kadir, Nirwansyah, and Bachrul, 2016). Another 
constraint to attract SMK instructors with the academic 
requirements, teaching, and industry experience is that 
the remuneration at SMKs is not competitive.  Properly 
compensating instructors with industry experience has 
also been a roadblock for MoRTHE’s recent recruitment 
efforts (Malik, Jasmina, and Ahmad, 2019). In addition, 
given that most individuals with industry experience only 
have a bachelor’s degree, recognition of prior learning 
(RPL) mechanisms to create competency equivalencies 

7KH�UHFUXLWPHQW�RI�TXDOLŦHG�LQVWUXFWRUV�LV�D�
challenge across Indonesia’s WfD system. 

As with administrators, the requirements 
for instructors have limited the pool of 
candidates and forced measures to address 
the shortage without compromising quality. 

have been invoked to help prospective teachers meet the 
requirement for a master’s degree.

,QVWUXFWRUV� EHQHĆW� IURP� DQQXDO� SURIHVVLRQDO� GHYHORS-
ment opportunities, but there is limited information 
about the quality and relevance of such activities. MoEC 
RIĆFLDOV�UHSRUW�RIIHULQJ�UHJXODU�WUDLQLQJ�WR�60.�LQVWUXF-
tors through seven teacher-training centers, as well as 
sending more than 1,000 instructors to receive training 
abroad. Currently, the Ministry is exploring a zone-based 
teacher-training system that would bring the training 
to the instructors (rather than bringing the instructors 
to a center), create teacher working groups to discuss 
pedagogical challenges, and set up regular instructor 
meetings to discuss challenges, analyze learning outcome 
data, and learn about pedagogical techniques. Discus-
sions with relevant stakeholders suggest that MoRTHE 
focused on a retooling program for vocational education 
lecturers in the form of training, as well as provided non-
degree scholarships for 344 vocational lecturers by the 
end of 2018.125� $OVR�� ���� OHFWXUHUV� DUH� EHLQJ� FHUWLĆHG�
for their professional skills relevant to various industri-

125�&RQVXOWDWLRQV�ZLWK�IRUPHU�0R57+(�RIĆFLDOV�DQG�UHIHUHQFLQJ��http://www.dwz.agh.edu.pl/uploads/media/ogolna_informacja_o_programie.pdf.

126 MoRTHE (2019) Annual Report. Retrieved from: https://www.ristekbrin.go.id/wp-content/uploads/2019/05/Laporan-Tahunan-2018.pdf.

127�)RU�H[DPSOH��WKH�,QWHU�0HQWRUV�SURJUDP�LQFOXGHV�WUDLQLQJ�DQG�FHUWLĆFDWLRQ�UHTXLUHPHQWV�IRU�RQ�WKH�MRE�WUDLQLQJ�LQVWUXFWRUV�RQ�
the industrial internship program. 

128�&RQVXOWDWLRQV�ZLWK�0R0�RIĆFLDOV�VXJJHVW�WKDW�EHWZHHQ������DQG�������������&RPPXQLW\�%/.V�UHFHLYHG�WUDLQLQJ�DQG�FHUWLĆ-
cation for instructors. The Directorate of Training and Productivity in MoM indicated that in 2019, this directorate trained and 
FHUWLĆHG�����FLYLO�VHUYDQW�LQVWUXFWRUV�WKURXJK�EDVLF�LQVWUXFWRU�WUDLQLQJ�IRU�����LQVWUXFWRUV��DQG�WKURXJK�VNLOOV�XSJUDGLQJ�IRU�����
LQVWUXFWRUV��,Q�WRWDO��WUDLQLQJ�DQG�FHUWLĆFDWLRQ�IRU�SULYDWH�WUDLQLQJ�LQVWLWXWLRQV�KDYH�HQJDJHG�������SHRSOH�ZLWK�EDVLF�LQVWUXFWRU�
training delivered for 1,146 people, and an upgrading program implemented for 922 people, as well as internship mentor train-
LQJ�DQG�FHUWLĆFDWLRQ�SURJUDPV�FRQGXFWHG�IRU�������SHRSOH�

al sectors.126�0R0�RIĆFLDOV� UHSRUW� WKDW�%/.� LQVWUXFWRUV�
receive training through e-learning courses, instructor 
internships, and competency test support.127 In 2019, 
the Ministry provided training to 2,000 BLK instructors, 

set up industrial internships for 1,300 instructors, of-
IHUHG�FRDFKLQJ�VHVVLRQV�WR�����LQVWUXFWRUV��DQG�ĆQDQFHG�
competency tests for 650 BLK instructors.128 Informa-
tion on selection criteria for participants, training topics, 
and training providers, and on the quality and impacts of 
those professional development opportunities seems to 
be limited and was not found as part of this assessment.

125124
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Enhancing   
evidence-based 
accountability 
for results9
Policy goal 9 looks at the practices to collect, manage, and use WfD data. 

Systematic monitoring and evaluation of service delivery are important 

for both quality assurance and system improvement. Accomplishing 

this requires gathering and analyzing data from training providers 

to understand the performance of training institutions, and identify 

challenges and areas of good practice. Periodic surveys and evaluations 

of major programs can complement these data and offer information for 

policy makers to guide improvement measures. This section looks at the 

system’s arrangements to collect, manage, and use WfD data.

Indonesia scores at an emerging level of development in this policy goal. 

There is an established practice of collecting data from public training 

institutions, and some government WfD stakeholders seem to use these 

data to monitor progress. Further interventions would complement 

this positive practice. First, data collection could be expanded to include 

outcome-based information, such as job placement or graduate earnings 

in addition to the currently collected administrative and input-based 

information. Second, while private providers are required to report data 

for administrative purposes, compliance is not yet complete, leaving some 

information gaps and limiting the possibility of having a full picture of 

system performance. Third, the current analysis of WfD data appears to be 

actionable for ministries; however, it is curated in a way that is informative 

for prospective trainees or employers but does not offer information 

WKDW� WKH\� FDQ� XVH� WR� GLIIHUHQWLDWH� DQG� VHOHFW� RFFXSDWLRQ� ĆHOGV�� WUDLQLQJ�

institutions, or programs based on performance or potential opportunities.  

Compared to other systems, Indonesia makes more intensive use of data 

to manage the WfD system. Less than half of the countries assessed by 

SABER-WfD collect and maintain administrative data from public and 

private providers in a centralized database.  Only a few countries require 

training providers to report on indicators, such as job placement rates or 

graduate earnings. Similarly, the practice of carrying out WfD-related 

analyses, special surveys, and studies is unusual. There is little evidence 

that countries make routine use of data for systemic and proactive 

management of training providers and system performance.

In advanced WfD systems, governments collect, analyze, and use a 

wide variety of WfD data to facilitate decision-making for various 

stakeholders. All training providers in advanced WfD systems are 

required to collect and report administrative and performance 

data, including job placement statistics and graduate earnings. This 

information is consolidated into a management information system 

and is made publicly available through national or regional websites, 

or annual reports prepared by the institutions. Advanced countries 

routinely sponsor or conduct WfD-related surveys and impact 

evaluations which, together with data from training providers, are used 

to monitor and improve system performance. 

POLICY GOAL

Accountability

Systemic monitoring and 
evaluation of service delivery 
are important for both quality 
assurance and system improvement. 
Accomplishing this requires 
gathering and analyzing data from 
training providers to understand 
the performance of training 
institutions, and identify challenges 
and areas of good practice.

This information is 
consolidated into a 
management information 
system and is made publicly 
available through national 
or regional websites, or 
annual reports prepared 
by the institutions. 

In advanced WfD systems, 
governments collect, 
analyze, and use a wide 
variety of WfD data to 
facilitate decision-making 
for various stakeholders. 

Advanced countries 
routinely sponsor or conduct 
WfD-related surveys and 
impact evaluations which, 
together with data from 
training providers, are used 
to monitor and improve 
system performance. 

Indonesia scores at 
an emerging level 
of development in 
this policy goal. 

Looks at the practices 
to collect, manage, 

and use WfD data. 

There is an established 
practice of collecting data from 
public training institutions, 
and some government WfD 
stakeholders seem to use these 
data to monitor progress.

While private providers are required to 
report data for administrative purposes, 
compliance is not yet complete, leaving 
some information gaps and limiting the 
possibility of having a full picture of system 
performance.

The current analysis of WfD data appears 
to be actionable for ministries; however, it 
is curated in a way that is informative for 
prospective trainees or employers but does 
not offer information that they can use to 
GLIIHUHQWLDWH�DQG�VHOHFW�RFFXSDWLRQ�ĆHOGV��
training institutions, or programs based on 
performance or potential opportunities.

Indonesia makes more 
intensive use of data to 
manage the WfD system. 

Less than half of the countries 
assessed by SABER-WfD 
collect and maintain 
administrative data from 
public and private providers 

2.1
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How does the government collect WfD data?
Public and private institutions are required to report basic 
information to the ministries that oversee their operations. 

129 In September, 2019, MoM launched the online platform named Sisnaker (kemnaker.go.id) that offers entry points to all MoM 
databases, whether used by the public or by government practitioners. The platform aims at integrating diverse employment 
SURJUDPV�DQG�UHSRUWLQJ�FKDQQHOV�IRU�ĆUPV�DQG�WUDLQLQJ�LQVWLWXWLRQV��/3.V�DUH�H[SHFWHG�WR�VXEPLW�DGPLQLVWUDWLYH�GDWD�WKURXJK�WKH�
platform so that MoM can directly monitor programs. While this is a move in the right direction, the platform is still in its infancy 
(for example, tracking of BLK and LPK graduates has not yet been integrated into the system).

130�&RQVXOWDWLRQV�ZLWK�0R0�RIĆFLDOV�

Reporting requirements and the management of data 
vary by ministry: 

 · Both public and private institutions that provide 
formal TVET at the secondary level are required 
to report data to MoEC. Public institutions mostly 
report administrative data (for example, on enroll-
ment, dropouts, number of teachers and adminis-
trative staff, facilities, etc.), and graduation statistics 
(MoEC, 2017a). Private institutions also report some 
administrative data. Most institutions appear to 
IXOĆOO�WKH�UHSRUWLQJ�UHTXLUHPHQWV�EXW�GR�QRW�SURGXFH�
annual reports to inform their community about 
their achievements, challenges, or plans, potentially 
preventing current and prospective students and 
employer partners from making informed decisions. 

 · Public and private institutions are required to 
report information to MoRTHE, which focus-
HV�PRVWO\�RQ�HQUROOPHQW��DGPLQLVWUDWLYH�ĆJXUHV��
and graduation statistics. Information on grad-
uate labor market outcomes is not reported. 

 · Providers of nonformal training are required to re-
port to MoM. Private providers (LPKs) that receive 
funding from the Ministry are expected to report 
to them. MoM Regulation No 17/2016 explicitly 
states in Article 20 that LPKs are required to report 
their training program implementation (in summary) 
to the local manpower office. BLKs are required 
to submit regular assessments on the achieve-
ment of enrollment, graduation, and job placement 
targets. Those under the central government 
report annually and directly to MoM, and those 
managed by local governments report quarterly 

WRb0DQSRZHU�'LVWULFW�2IILFHV�WKDW��LQ�WXUQ��UHSRUW�
annually to MoM.129 While the majority of BLKs 
fulfill reporting requirements, MoM officials ac-
knowledged that there is not yet full compliance.130 

The government conducts surveys and assessments on 
WfD-related topics. Different ministries have undertaken 
exercises to identify the skills in demand in Indonesia. The 
Coordinating Ministry for Economic Affairs (CMEA)’s Vo-
cational Development Policy Roadmap 2017–2025 offers 
a thorough assessment of the skills supply in the country, 
and the prospects of select professions, along with the as-
sociated needed competencies (CMEA, 2017b). CMEA is 
also currently collaborating with the World Bank to estab-

lish a skills monitoring system. There are several initiatives 
under way to understand skills- and workforce-related 
challenges in Indonesia (see Box 3.1). The Ministry of 
National Development Planning (BAPPENAS)’s Indone-
sia Vision 2045 describes Indonesia’s economic growth 
scenario between 2016 and 2020 and the national plans 
for sustainable economic development, including a work-
force reform to take place between 2016 and 2045 (BAP-
PENAS, 2018). The MoI adds a third perspective on the 
skills that the Indonesian WfD system should produce: 
In its capacity as implementer of Making Indonesia 4.0, 
0R,� KDV� GHĆQHG� WKH� FRXQWU\èV� DVSLUDWLRQV� IRU� LQGXVWULDO�
development and designed a plan for industrial sector 
manpower needs.

How does the government 
manage and use WfD data?
Most data reported by training institutions 
are managed by a Management 
Information System (MIS). 

131  DataPokPok is available here: http://psmk.kemdikbud.go.id/data-
pokok.

132  See footnote 129. While Sisnaker is a move in the right direction, 
the platform is still in its infancy.

133  Data collection workshop.

The data management practices vary by ministry: 

 · The data produced by training institutions under 
MoEC are reported to the Essential School Data 
Dashboard (Data Pokok Pendidikan – DAPODIK), 
an MIS for national education statistics.131 MoEC 
also has a program called Takola SMK, a web-based 
application integrated with DAPODIK to facilitate 
the Ministry’s management of SMKs, particularly 
WKH�SURFHVVHV�WR�SURSRVH��GHĆQH��DQG�PRQLWRU�WKH�
assistance provided by the Directorate of Devel-
opment of Vocational Schools (MoEC, 2019). The 
latest statistical report on SMKs covers 2017/18.

 · Data reported by training providers under MoRTHE 
are organized and stored in the Higher Educa-
tion Data Base (PDDikti), which is integrated na-
tionally (MoRTHE, 2018). MoRTHE produces a 
Higher Education Statistical Yearbook with gen-
eral statistics of both academic and vocational 
institutions and programs. The latest Yearbook 
was published in 2018. At the time of this writing, 
there was no evidence of MoRTHE-sponsored 
impact evaluations of major TVET programs.

 · The management, storage, and analysis of data report-
ed by public, nonformal training providers are carried 
out by MoM’s Department of Evaluation Program 
and Reporting using traditional methods (for example, 
e-mail exchanges, submission of hard copies, docu-
ment sharing in public platforms, etc.), rather than 
an MIS system.132�0LQLVWU\�RIĆFLDOV�H[SODLQHG�WKDW��
LQ�DQ�DWWHPSW�WR�IXOĆOO�WKH�PDQGDWH�RI�*RYHUQPHQW�
Regulation 31/06, the institution had established an 
MIS in the past that did not perform as expected.133

 ·

The government conducts surveys and 
assessments on WfD-related topics. 
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*RYHUQPHQW�RIĆFLDOV�UHSRUW�XVLQJ�GDWD�WR�PRQLWRU�WKH�SHU-
formance of training institutions and inform their funding al-
location decisions. Consulted stakeholders argue that since 
2012, the WfD system in Indonesia has seen a positive shift 
toward using data on outputs, instead of inputs, to determine 
the achievements of training programs.134 The integration of 
outcome information to this equation is still unusual. How 
this information is used varies by ministry: 

 · 7KLV�DVVHVVPHQW�GLG�QRW�ĆQG�LQIRUPDWLRQ�RQ�LPSDFW�
evaluations being conducted by MoEC or about plans 
to collect data on the employment status and earnings 
RI�JUDGXDWHV��0R(&�VWDQGV�WR�EHQHĆW�IURP�LQFUHDVHG�
investments in assessing the labor market outcomes 
of SMK graduates to gauge program performance and 
devise policies and procedures to support SMK im-
SURYHPHQW��$QRWKHU�EHQHĆW�RI�WKLV�LQYHVWPHQW�ZRXOG�
be to offer the public a more complete and nuanced 
picture of the performance of SMK graduates in the 
labor market, and perhaps improve the reputation of 
60.V�DV�DQ�DOWHUQDWLYH�SDWK�WR�ĆQGLQJ�HPSOR\PHQW��

 · &RQVXOWHG�RIĆFLDOV�DW�0R57+(�UHSRUW�XVLQJ�GDWD�
to make funding decisions, set targets, explore cur-
riculum reforms, or design new training programs, 
which suggests an established and institutionalized 
practice of using data for decision making.135 MoRTHE 
also encourages the use of data by the public. The 
latest Yearbook states: “This book is expected to be 
a guide and reference in issuing policies for every 
stakeholder under MoRTHE’s supervision. In ad-
dition to the printed format, this will be released in 
digital format so that it can be more easily accessed 
and used with other data. Higher education statis-
tics can also be found at www.data.go.id, Indonesia’s 
Open Data Portal” (MoRTHE, 2018). Such a positive 
practice could be leveraged by the increased col-
lection and use of graduate employment and earn-
ings data. The absence of this information results in 
RIĆFLDOV�DOLJQLQJ�WKHLU�GHFLVLRQV�WR�HQUROOPHQW�WDUJHWV�
DQG�ĆJXUHV��ZKLFK�PD\�UHćHFW�VWXGHQW�GHPDQG��
but not necessarily respond to employer needs. 

134  Data collection workshop. 

135��,QWHUYLHZ�ZLWK�0R57+(�RIĆFLDOV��

136��&RQVXOWDWLRQV�ZLWK�0R0�RIĆFLDOV�

137  See footnote 129. While Sisnaker is a move in the right direction, the platform is still in its infancy.

138  See footnote 129. While Sisnaker is a move in the right direction, the platform is still in its infancy.

139 This chapter focuses on the collection of training-related data. However, it is to be noted that MoM also captures data on job 
seekers, job vacancies and placements through both public and private employment services that provide online and face-to-face 
employment guidance (ILO, 2015). For additional information in this topic, see Policy goal 8. 

 · 0R0�RIĆFLDOV�UHSRUW�XVLQJ�GDWD�WR�PHDVXUH�SURJUDP�
performance and to prioritize funding allocations.136 
Analyses of data from BLKs have also been used to 
identify good performers and to grant them more 
autonomy on the basis of their results and quality of 
reported data. Although using information to improve 
the management of BLKs is an important and positive 
practice, MoM could explore curating the data in such 
a way that it can also be of use to potential trainees and 
employers.137 Like other ministries, MoM recognizes 
WKH�GLIĆFXOW\�LQ�PHDVXULQJ�WKH�ODERU�PDUNHW�RXWFRPHV�
of training. However, the Ministry has taken a few steps 
to collect such data. To start, it requires all BLKs to 

send a post-training small questionnaire to graduates 
inquiring about their employment status (among other 
things).138 Although this method may yield incomplete 
LQIRUPDWLRQ��IRU�H[DPSOH��RIĆFLDOV�VWUXJJOH�ZLWK�ĆQGLQJ�
graduates as they often change addresses or places of 
ZRUN���LW�LV�D�ĆUVW�VWHS�IRU�%/.V�WR�LPSURYH�WKHLU�XQGHU-
standing of labor market needs. MoM’s Department 
of Evaluation Program and Reporting is also looking 
for alternative ways to collect graduate employment 
status data by tapping into the employee informa-
tion that all enterprises are mandated to report.139    

In Indonesia, data are not generally used to offer actionable 
information to different stakeholders. A positive practice in 
the Indonesian WfD system is the use of data to monitor 
and assess the performance of reporting institutions and 
adjust funding and/or program offerings. Ministries pro-
duce annual reports that provide important information 
about the system’s progress and performance, but they are 
of little use for prospective students or employers. 

RưǟƧƐŜŀǷƐƼƲǪчƼƃчǷƋūчɯƲţƐƲƄǪч
and recommendations
Policies and programs related to service delivery in 
Indonesia have the highest score, on average. 

140 For a more detailed description of WfD practices in Singapore between 1970 and 2010, see Raddon, 2012. Available at: http://wbg-
files.worldbank.org/documents/hdn/ed/saber/supporting_doc/CountryReports/WFD/SABER_WfD_Singapore_Multiyear_CR_2012.pdf.

A relatively diverse training market, efforts to link training 
institutions and employers, and data collection from pub-
lic training institutions to assess their performance are all 
strengths of the Indonesian system. However, some exist-
ing barriers prevent the system from scoring at a higher 
level. These include: (1) an emphasis on targets related to 
enrollment and the physical facilities for public providers, 
UDWKHU�WKDQ�RQ�PRUH�VSHFLĆF�PHDVXUHPHQWV�RI�TXDOLW\������

the limited integration of private provision into the na-
WLRQDO�:I'�DJHQGD�� ���� GLIĆFXOWLHV� LQ� WKH� UHFUXLWPHQW� RI�
TXDOLĆHG�DGPLQLVWUDWRUV�DQG�LQVWUXFWRUV��DQG�����WKH�SUHY-
alence of administrative and input-based data, and the 
limited use of information on labor market outcomes to 
understand the performance of training institutions and 
of the system as a whole.  

1.  Incentivize diversity and excellence 
in training provision
The Government of Indonesia could consider establishing a more comprehensive 
set of targets to encourage the quality of public training provision. 

The Government of Indonesia is committed to expanding 
the number of public training providers and setting ambi-
tious enrollment targets. These targets have provided a fo-
cus for the system, but they have also created unintended 
behaviors among training institutions. One way to address 
this problem is by complementing current enrollment tar-
gets with other measures that would indicate the quality of 
WUDLQLQJ�� VXFK� DV� SURJUDP� FRPSOHWLRQ�� %163� FHUWLĆFDWLRQ��
or engagement with employers. If new targets were to be 
included to assess the performance of training institutions, 
they should be realistic, measured regularly, and strictly en-
forced. Currently, some training providers are required to 
achieve targets, but they do not receive any reward if they 
overperform, nor do they face any consequences if they un-
derperform, which limits the effectiveness of these targets. 

Singapore offers an example of encouraging target 
IXOĆOOPHQW�WKURXJK�ĆQDQFLDO�LQFHQWLYHV��6LQJDSRUH�H[FHOV�
in fostering excellence and relevance among training in-
stitutions.140 The country has made impressive progress 
LQ�WKH�GLYHUVLĆFDWLRQ�RI�WUDLQLQJ�SURYLVLRQ��LQ�WKH�����V��
most providers were public, but by 2010, the country 
had established itself as an international education hub 
and attracted a diversity of private providers (Raddon, 
2012). Such a change in the composition of the training 

market forced the country to adapt its quality control 
policies. With public providers, Singapore established 
enrollment targets in certain study areas to align train-
ing outcomes with the country’s broader manpower 
plans, but it also monitors attrition rates and graduates’ 
employment closely, as funding is directly linked to it. For 
example, public funding for continuing education and 
training (CVET) providers is paid in tranches, the last of 

which is not disbursed until training institutions report 
WKDW�JUDGXDWHV�DUH�HPSOR\HG�LQ�WKH�ĆHOG�RI�WKHLU�WUDLQ-
ing. To encourage quality among private providers, the 
Government of Singapore requires adherence to quality 
standards as a condition for maintaining the license 
WR�RSHUDWH��$QG�LQ�������LW�HVWDEOLVKHG�D�FHUWLĆFDWLRQ�
system called EduTrust that ranks training providers in 
one of three levels: EduTrust Provisional, EduTrust, and 
(GX7UXVW�6WDU��$V�WKH�UHVXOWV�RI�(GX7UXVW�FHUWLĆFDWLRQ�
are publicly available, private providers engage in the 
quality assurance process to embed it in their institution-
DO�SURĆOH�DQG�XVH�LW�DV�D�VHOOLQJ�SRLQW��5DGGRQ��������

*RYHUQPHQW�RIŦFLDOV�UHSRUW�XVLQJ�GDWD�WR�PRQLWRU�
the performance of training institutions and 
inform their funding allocation decisions. 

If new targets were to be included to assess 
the performance of training institutions, 
they should be realistic, measured 
regularly, and strictly enforced. 
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2.  Foster relevance in public training programs
7KH�GHĆQLWLRQ�RI�D�QDWLRQDO�VWUDWHJ\�IRU�WKH�GHYHORSPHQW�RI�
instructors and administrators of TVET institutions could help 
DGGUHVV�WKH�FXUUHQW�VKRUWDJH�RI�TXDOLĆHG�79(7�VWDII��

A critical aspect of the sustainability of the current efforts 
to improve Indonesia’s WfD system is the recruitment and 
professional development of instructors and managers of 
TVET institutions. Consulted stakeholders concur that the 
UHFUXLWPHQW�RI�TXDOLĆHG�SHUVRQQHO�LV�D�FKDOOHQJH��DQG�HDFK�
Ministry is devising different strategies to address it. While 
ministerial efforts attempt to tackle urgent needs, the es-
sential nature of instructors and administrators to the sys-
tem’s proper functioning merits a broader strategy. This 
strategy should not only identify and prepare teachers to 
DGGUHVV�WKH�FXUUHQW�GHĆFLW��LW�VKRXOG�DOVR�EXLOG�D�:I'�V\V-
tem that innovates and excels in the medium and long term.  

Singapore’s transformation of the management of in-
structors and directors of training institutions can offer 
inspiration to Indonesia. Much like Indonesia, Singapore 
in the 1970s focused on recruiting as many instructors 
and managers as possible to cover the growing demand. 
Concerns about the quality of instruction and manage-
ment prompted a series of reforms in Singapore in the 
1980s, such as training and promotion schemes. Since 
1984, both managers and instructors must receive 
100 hours of training per year (Raddon, 2012). Lead-
ership programs geared toward managers of training 
institutions were created in the same decade. Educa-
tion reforms in the 1990s led to stricter recruitment 
requirements for instructors, including the need for 
a minimum number of years of industry experience. 

3.  Enhance evidence-based accountability for results
,QGRQHVLDèV�:I'�V\VWHP�ZRXOG�EHQHĆW�IURP�D�EHWWHU�XQGHUVWDQGLQJ��RI�ZKHWKHU�WKH�
investments in training facilitate graduate employment, improve the earnings of 
those returning to the labor market, and increase productivity among employers. 

Tracer studies can help the government obtain this infor-
mation through tracking short- and long-term employ-
ment outcomes of graduates from education and training 
programs. As government WfD stakeholders agree on 
WKH� GLIĆFXOW\� RI� WUDFNLQJ� 79(7� JUDGXDWHV�� SDUWQHUVKLSV�
with professional research institutions and universities 
may be necessary to carry out pilot assessments as a 
starting point. Partnerships with international actors can 
also support the GoI in this regard. 

The GoI could also consider fostering research on na-
tional WfD matters to inform system management. The 
existence of links between training providers and re-
search institutions is rare, and they are more likely in 
countries with relatively higher economic development 
status. Still, those links are a crucial tool to enhance the 
capacity of WfD systems to keep abreast of technology 
developments, understand and adapt to market trends, 
and develop cutting-edge training programs. As Indone-
sia aims to compete in the fourth industrial revolution, it 
could consider developing the local research capacity and 
IRVWHULQJ�D�ćXLG�DQG�FORVH�FRQQHFWLRQ�EHWZHHQ�UHVHDUFK�
institutions and WfD stakeholders. 

The Repubic of Korea offers a good example of the 
use of data to manage WfD systems. Like Indonesia, 
in the 1970s, the data collected from Korean training 
providers were mostly administrative and were rarely 
DFFRPSDQLHG�E\�ĆJXUHV�WKDW�ZRXOG�DOORZ�WKH�DVVHVV-
ment of  provider performance. Reforms in the early 
2000s prompted the Korean ministries of Labor and 
Education to put in place robust and integrated sys-
tems to monitor performance. Since then, the per-
formance of training providers is assessed annually, 
and those promising practices are further evaluated 
by TVET-focused research institutions, such as the 
Korea Research Institute for Vocational Education and 
Training, and results are disseminated to encourage 
replication across the system (Ko and Yoon-Hee, 2013).  
These reforms also resulted in the increased penalties 
for institutions that did not comply with reporting 
requirements: late or incomplete submissions would 
receive lower evaluation scores by the Ministry of 
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Employment and Labor (MoEL), which affected fund-
ing allocation and eligibility to participate in publicly 
IXQGHG�SURJUDPV��0R(/�LPSRVHG�ĆQHV�DQG��LQ�FDVHV�
of recurrent or extreme misreporting, it would revoke 
the operation license of providers (Ko and Yoon-Hee, 
2013). In addition, KRIVET took responsibility for 
assessing the performance of private institutions, 
which entailed looking at their inputs, outputs, and 
outcomes, and gathering information on the satisfac-
tion of employers and students.  Since the 2010s, the 
Korean government has made most of this information 
available to the public on its national websites. 141 

141 For a more detailed description of workforce development prac-
tices in Korea between 1970 and 2010, see Ko and Yoon-Hee, 
2013. Available at: http://wbgfiles.worldbank.org/documents/hdn/
ed/saber/supporting_doc/CountryReports/WFD/SABER_WfD_Ko-
rea_CR_Final_2013.pdf. Photo by Mimi Thian on Unsplash

http://wbgfiles.worldbank.org/documents/hdn/ed/saber/supporting_doc/CountryReports/WFD/SABER_WfD_Korea_CR_Final_2013.pdf
http://wbgfiles.worldbank.org/documents/hdn/ed/saber/supporting_doc/CountryReports/WFD/SABER_WfD_Korea_CR_Final_2013.pdf
http://wbgfiles.worldbank.org/documents/hdn/ed/saber/supporting_doc/CountryReports/WFD/SABER_WfD_Korea_CR_Final_2013.pdf
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Annexes

Annex 1 
The SABER-WfD Analytical Framework

Policy goal Policy Action Topic in DCI 2.5 FINAL

D
im

en
si

on
 1

St
ra

te
gi

c 
Fr

am
ew

or
k G1 Setting a strategic 

direction
Provide sustained advocacy for WfD at the top leadership level

G1_T1 Advocacy for WfD to Support Economic Development

G1_T2 Strategic Focus and Decisions by the WfD Champions

G2 Fostering a demand-
led approach

Establish clarity on the demand for skills and areas of critical constraint
G2_T1 Overall Assessment of Economic Prospects and Skills Implications

G2_T2 Critical Skills Constraints in Priority Economic Sectors

Engage employers in setting WfD priorities and in 
enhancing skills-upgrading for workers

G2_T3 Role of Employers and Industry 

G2_T4 Skills-Upgrading Incentives for Employers

G2_T5 Monitoring of the Incentive Programs

G3 Strengthening critical 
coordination

Formalize key WfD roles for coordinated action on strategic priorities

G3_T1 Roles of Government Ministries and Agencies

G3_T2 Roles of Non-Government WfD Stakeholders

G3_T3 Coordination for the Implementation of Strategic WfD Measures 

D
im

en
si

on
 2

Sy
st

em
 O

ve
rs

ig
ht

G4
(QVXULQJ�HIĆFLHQF\�

DQG�HTXLW\�LQ�IXQGLQJ

Provide stable funding for effective programs in initial, continuing, 
and targeted vocational education and training

G4_T1 Overview of Funding for WfD

G4_T2 Recurrent Funding for Initial Vocational Education and Training (IVET)

G4_T3 Recurrent Funding for Continuing Vocational Education and Training Programs (CVET)

G4_T4 Recurrent Funding for Training-related Active Labor Market Programs (ALMPs)

Monitor and enhance equity in funding for training G4_T5 Equity in Funding for Training Programs 

Facilitate sustained partnerships between training institutions and employers G4_T6 Partnerships between Training Providers and Employers

G5
Assuring relevant and 

reliable standards

Broaden the scope of competency standards as a basis 
IRU�GHYHORSLQJ�TXDOLĆFDWLRQ�IUDPHZRUNV

G5_T1 &RPSHWHQF\�6WDQGDUGV�DQG�1DWLRQDO�4XDOLĆFDWLRQV�)UDPHZRUNV

G5_T2 Competency Standards for Major Occupations

(VWDEOLVK�SURWRFROV�IRU�DVVXULQJ�WKH�FUHGLELOLW\�RI�VNLOOV�WHVWLQJ�DQG�FHUWLĆFDWLRQ�

G5_T3 Occupational Skills Testing

G5_T4 6NLOOV�7HVWLQJ�DQG�&HUWLĆFDWLRQ

G5_T5 Skills Testing for Major Occupations 

Develop and enforce accreditation standards for 
maintaining the quality of training provision

G5_T6 Government Oversight of Accreditation

G5_T7 Establishment of Accreditation Standards

G5_T8 Accreditation Requirements and Enforcement of Accreditation Standards

G5_T9 Incentives and Support for Accreditation

G6
'LYHUVLI\LQJ�SDWKZD\V�

for skills acquisition

Promote educational progression and permeability through 
multiple pathways, including for TVET students

G6_T1 Learning Pathways

G6_T2 Public Perception of Pathways for TVET

Facilitate life-long learning through the articulation of skills 
FHUWLĆFDWLRQ�DQG�UHFRJQLWLRQ�RI�SULRU�OHDUQLQJ

G6_T3 $UWLFXODWLRQ�RI�6NLOOV�&HUWLĆFDWLRQ

G6_T4 Recognition of Prior Learning

Provide support services for skills acquisition by workers, 
job-seekers, and the disadvantaged

G6_T5 Support for Further Occupational and Career Development

G6_T6 Training-related Provision of Services for the Disadvantaged 

D
im

en
si

on
 3

Se
rv

ic
e 

D
el

iv
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y

G7
(QDEOLQJ�GLYHUVLW\�

and excellence in 

training provision

Encourage and regulate nonstate provision of training

G7_T1 Scope and Formality of Non-State Training Provision

G7_T2 Incentives for Non-State Providers

G7_T3 Quality Assurance of Non-State Training Provision

G7_T4 Review of Policies towards Non-State Training Provision

Combine incentives and autonomy in the management of public training institutions

G7_T5 Targets and Incentives for Public Training Institutions

G7_T6 Autonomy and Accountability of Public Training Institutions

G7_T7 Introduction and Closure of Public Training Programs

G8
Fostering relevance in 

public training programs

Integrate industry and expert input into the design 
and delivery of public training programs

G8_T1 Links between Training Institutions and Industry

G8_T2 Industry Role in the Design of Program Curricula

G8_T3 ,QGXVWU\�5ROH�LQ�WKH�6SHFLĆFDWLRQ�RI�)DFLOLW\�6WDQGDUGV

G8_T4 Links between Training and Research Institutions

Recruit and support administrators and instructors for enhancing 
the market-relevance of public training programs

G8_T5 Recruitment and In-Service Training of Heads of Public Training Institutions

G8_T6 Recruitment and In-Service Training of Instructors of Public Training Institutions

G9
Enhancing evidence-

EDVHG�DFFRXQWDELOLW\�

for results

Expand the availability and use of policy-relevant data for focusing pro-
YLGHUVè�DWWHQWLRQ�RQ�WUDLQLQJ�RXWFRPHV��HIĆFLHQF\��DQG�LQQRYDWLRQ

G9_T1 Administrative Data from Training Providers

G9_T2 Survey and Other Data

G9_T3 Use of Data to Monitor and Improve Program and System Performance
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Annex 2
Rubrics for Scoring the SABER-WfD Data

Functional Dimension 1 Strategic Framework

3ROLF\�
goal

Level of development

Latent Emerging Established Advanced

1 Visible champions for WfD 
are either absent or take no 
VSHFLĆF�DFWLRQ�WR�DGYDQFH�
strategic WfD priorities.

Some visible champions 
provide ad hoc advocacy for 
WfD and have acted on a 
few interventions to advance 
strategic WfD priorities; no 
arrangements exist to monitor 
and review implementation 
progress.

Government leaders 
exercise sustained advocacy 
for WfD with occasional, 
ad hoc participation from 
nongovernment leaders; their 
advocacy focuses on selected 
industries or economic 
sectors and manifest 
themselves through a range 
RI�VSHFLĆF�LQWHUYHQWLRQV��
implementation progress is 
monitored, albeit through ad 
hoc reviews.

Both government and 
nongovernment leaders exercise 
sustained advocacy for WfD and 
rely on routine, institutionalized 
processes to collaborate on 
well-integrated interventions to 
advance a strategic, economy-
wide WfD policy agenda; 
implementation progress 
is monitored and reviewed 
through routine, institutionalized 
processes.

Se
tt

in
g 

a 
St

ra
te

gi
c  

D
ir

ec
ti

o
n

 fo
r 

W
fD

2 There is no assessment of the 
country’s economic prospects 
and their implications for 
skills; industry and employers 
have a limited or no role 
LQ�GHĆQLQJ�VWUDWHJLF�:I'�
priorities and receive limited 
support from the government 
for skills upgrading.

Some ad hoc assessments 
exist on the country’s 
economic prospects and their 
implications for skills; some 
measures are taken to address 
critical skills constraints 
(e.g., incentives for skills 
upgrading by employers); the 
government makes limited 
efforts to engage employers 
as strategic partners in WfD.

Routine assessments, based 
on multiple data sources, 
exist on the country’s 
economic prospects and 
their implications for skills; 
a wide range of measures 
with broad coverage is taken 
to address critical skills 
constraints; the government 
recognizes employers as 
strategic partners in WfD, 
formalizes their role, and 
provides support for skills 
upgrading through incentive 
schemes that are reviewed 
and adjusted. 

A rich array of routine and 
robust assessments by multiple 
stakeholders exists on the 
country’s economic prospects 
and their implications for skills; 
the information provides a basis 
for a wide range of measures 
with broad coverage that address 
critical skills constraints; the 
government recognizes employers 
as strategic partners in WfD, 
formalizes their role, and provides 
support for skills upgrading 
through incentives, including some 
form of a levy-grant scheme, that 
are systematically reviewed for 
impact and adjusted accordingly. 

Fo
st

er
in

g 
a 

D
em

an
d

-L
ed

 
A

p
p

ro
ac

h
 t

o
 W

fD

3 Industry/employers have a 
OLPLWHG�RU�QR�UROH�LQ�GHĆQLQJ�
strategic WfD priorities; the 
government either provides 
no incentives to encourage 
skills upgrading by employers 
or conducts no reviews of 
such incentive programs.

Industry/employers help 
GHĆQH�:I'�SULRULWLHV�RQ�DQ�
ad hoc basis and make limited 
contributions to address skills 
implications of major policy/
investment decisions; the 
government provides some 
incentives for skills upgrading 
for formal and informal sector 
employers; if a levy-grant 
scheme exists, its coverage is 
limited; incentive programs 
are not systematically 
reviewed for impact.

Industry/employers help 
GHĆQH�:I'�SULRULWLHV�RQ�D�
routine basis and make some 
contributions in selected 
areas to address the skills 
implications of major policy/
investment decisions; the 
government provides a 
range of incentives for skills 
upgrading for all employers; a 
levy-grant scheme with broad 
coverage of formal sector 
employers exists; incentive 
programs are systematically 
reviewed and adjusted; an 
annual report on the levy-
grant scheme is published 
with a time lag.

,QGXVWU\�HPSOR\HUV�KHOS�GHĆQH�
WfD priorities on a routine basis 
DQG�PDNH�VLJQLĆFDQW�FRQWULEXWLRQV�
in multiple areas to address 
the skills implications of major 
policy/investment decisions; the 
government provides a range of 
incentives for skills upgrading for 
all employers; a levy-grant scheme 
with comprehensive coverage of 
formal sector employers exists; 
incentive programs to encourage 
skills upgrading are systematically 
reviewed for impact on skills and 
productivity and are adjusted 
accordingly; an annual report on 
the levy-grant scheme is published 
in a timely fashion.
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n
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h
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g 

C
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Functional Dimension 2 System Oversight

3ROLF\�
goal

Level of development

Latent Emerging Established Advanced

4 The government funds IVET, 
CVET, and ALMPs (but not 
on-the-job training (OJT) 
in SMEs) based on ad hoc 
budgeting processes, but 
takes no action to facilitate 
formal partnerships between 
training providers and 
employers; the impact of 
IXQGLQJ�RQ�WKH�EHQHĆFLDULHV�
of training programs has not 
been recently reviewed.

The government funds 
IVET, CVET (including 
OJT in SMEs), and ALMPs; 
funding for IVET and CVET 
follows routine budgeting 
processes involving only 
JRYHUQPHQW�RIĆFLDOV�ZLWK�
allocations determined 
largely by the previous year’s 
budget; funding for ALMPs 
is decided by government 
RIĆFLDOV�RQ�DQ�DG�KRF�EDVLV�
and targets select population 
groups through various 
channels; the government 
takes some action to 
facilitate formal partnerships 
between individual training 
providers and employers; 
recent reviews considered 
the impact of funding 
on only training-related 
indicators (e.g., enrollment, 
completion), which 
stimulated dialogue among 
some WfD stakeholders. 

The government funds IVET, 
CVET (including OJT in 
SMEs), and ALMPs; funding 
for IVET is routine and based 
on multiple criteria, including 
evidence of program 
effectiveness; recurrent 
funding for CVET relies 
on formal processes with 
input from key stakeholders 
and annual reporting with 
a lag; funding for ALMPs 
is determined through a 
systematic process with 
input from key stakeholders; 
ALMPs target diverse 
population groups through 
various channels and are 
reviewed for impact, but 
follow-up is limited; the 
government  takes action to 
facilitate formal partnerships 
between training providers 
and employers at multiple 
levels (institutional and 
systemic); recent reviews 
considered the impact of 
funding on both training-
related indicators and 
labor market outcomes; the 
reviews stimulated dialogue 
among WfD stakeholders and 
some recommendations were 
implemented.

The government funds IVET, 
CVET (including OJT in 
SMEs), and ALMPs; funding 
for IVET is routine and based 
on comprehensive criteria, 
including evidence of program 
effectiveness, that are routinely 
reviewed and adjusted; recurrent 
funding for CVET relies on 
formal processes with input 
from key stakeholders and timely 
annual reporting; funding for 
ALMPs is determined through 
a systematic process, with input 
from key stakeholders; ALMPs 
target diverse population groups 
through various channels and are 
reviewed for impact and adjusted 
accordingly; the government 
takes action to facilitate formal 
partnerships between training 
providers and employers at 
all levels (institutional and 
systemic); recent reviews 
considered the impact of funding 
on a full range of training-
related indicators and labor 
market outcomes; the reviews 
stimulated broad-based dialogue 
among WfD stakeholders and 
key recommendations were 
implemented.
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Functional Dimension 2 System Oversight

3ROLF\�
goal

Level of development

Latent Emerging Established Advanced

5 Policy dialogue on 
competency standards and/
RU�WKH�1DWLRQDO�4XDOLĆFDWLRQ�
Framework (NQF) occurs 
on an ad hoc basis with 
limited engagement of key 
stakeholders; competency 
standards have not been 
GHĆQHG��VNLOOV�WHVWLQJ�IRU�
major occupations is mainly 
WKHRU\�EDVHG�DQG�FHUWLĆFDWHV�
awarded are recognized by 
public-sector employers only, 
and have little impact on 
employment and earnings; no 
system is in place to establish 
accreditation standards.

A few stakeholders engage 
in ad hoc policy dialogues on 
competency standards and/
or the NQF; competency 
standards exist for a few 
occupations and are used 
by some training providers 
in their programs; skills 
testing is competency-
based for a few occupations 
but for the most part is 
mainly theory-based; 
FHUWLĆFDWHV�DUH�UHFRJQL]HG�
by public- and some 
private-sector employers 
but have little impact on 
employment and earnings; 
the accreditation of training 
providers is supervised by 
D�GHGLFDWHG�RIĆFH�LQ�WKH�
relevant ministry; private 
providers are required to 
be accredited, however, 
accreditation standards are 
not consistently publicized 
or enforced; providers are 
offered some incentives to 
seek and retain accreditation.

Numerous stakeholders 
engage in policy dialogues 
on competency standards 
and/or the NQF through 
institutionalized processes; 
competency standards exist 
for most occupations and 
are used by some training 
providers in their programs; 
the NQF, if in place, covers 
some occupations and 
a range of skill levels; 
skills testing for most 
occupations follows standard 
procedures, is competency-
based, and assesses both 
theoretical knowledge and 
SUDFWLFDO�VNLOOV��FHUWLĆFDWHV�
are recognized by both 
public- and private-sector 
employers and may impact 
employment and earnings; 
the accreditation of training 
providers is supervised by 
a dedicated agency in the 
relevant ministry; the agency 
LV�UHVSRQVLEOH�IRU�GHĆQLQJ�
accreditation standards 
with stakeholder input; 
standards are reviewed 
on an ad hoc basis and are 
publicized or enforced to 
some extent; all providers 
receiving public funding must 
be accredited; providers are 
offered incentives and limited 
support to seek and retain 
accreditation.

All key stakeholders engage in 
policy dialogues on competency 
standards and/or the NQF 
through institutionalized 
processes; competency standards 
exist for most occupations and 
are used by training providers 
in their programs; the NQF, if in 
place, covers most occupations 
and a wide range of skill levels; 
skills testing for most occupations 
follows standard procedures, is 
competency-based, and assesses 
both theoretical knowledge and 
practical skills; robust protocols, 
including random audits, ensure 
WKH�FUHGLELOLW\�RI�FHUWLĆFDWLRQ��
FHUWLĆFDWHV�DUH�YDOXHG�E\�PRVW�
employers and consistently 
improve employment prospects 
and earnings; the accreditation of 
training providers is supervised 
by a dedicated agency in the 
relevant ministry; the agency 
LV�UHVSRQVLEOH�IRU�GHĆQLQJ�
accreditation standards in 
consultation with stakeholders; 
standards are reviewed following 
established protocols and are 
publicized and routinely enforced; 
all training providers are required, 
as well as offered, incentives 
and support to seek and retain 
accreditation.
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Functional Dimension 2 System Oversight

3ROLF\�
goal

Level of development

Latent Emerging Established Advanced

6 Students in technical and 
vocational education have 
few or no options for further 
formal skills acquisition 
beyond the secondary 
level, and the government 
takes no action to improve 
public perception of TVET; 
FHUWLĆFDWHV�IRU�WHFKQLFDO�DQG�
vocational programs are 
not recognized in the NQF; 
TXDOLĆFDWLRQV�FHUWLĆHG�E\�
non-education ministries 
are not recognized by 
formal programs under 
the Ministry of Education; 
recognition of prior learning 
receives limited attention; 
the government provides 
practically no support 
for further occupational 
and career development, 
or training programs for 
disadvantaged populations.

Students in technical and 
vocational education can 
only progress to vocationally 
oriented, non-university 
programs; the government 
takes limited action to 
improve public perception 
of TVET (e.g., diversifying 
learning pathways); some 
FHUWLĆFDWHV�IRU�WHFKQLFDO�
and vocational programs 
are recognized in the NQF; 
IHZ�TXDOLĆFDWLRQV�FHUWLĆHG�
by non-education ministries 
are recognized by formal 
programs under the Ministry 
of Education; policy makers 
pay some attention to the 
recognition of prior learning 
and provide the public with 
some information on the 
subject; the government 
offers limited services 
for further occupational 
and career development 
through stand-alone local 
service centers that are not 
integrated into a system; 
training programs for 
disadvantaged populations 
receive ad hoc support.

Students in technical and 
vocational education can 
progress to vocationally 
oriented programs, including 
at the university level; 
the government takes 
some action to improve 
public perception of TVET 
(e.g., diversifying learning 
pathways and improving 
program quality) and reviews 
the impact of such efforts 
on an ad hoc basis; most 
FHUWLĆFDWHV�IRU�WHFKQLFDO�DQG�
vocational programs are 
recognized in the NQF; a 
ODUJH�QXPEHU�RI�TXDOLĆFDWLRQV�
FHUWLĆHG�E\�QRQ�HGXFDWLRQ�
ministries are recognized 
by formal programs under 
the Ministry of Education, 
albeit without the granting 
of credits; policy makers 
give some attention to the 
recognition of prior learning 
and provide the public 
with some information 
on the subject; a formal 
association of stakeholders 
provides dedicated 
attention to adult learning 
issues; the government 
offers limited services for 
further occupational and 
career development, which 
are available through an 
integrated network of 
centers; training programs for 
disadvantaged populations 
receive systematic support 
and are reviewed for impact 
on an ad hoc basis.

Students in technical and 
vocational education can 
progress to academically or 
vocationally oriented programs, 
including at the university level; 
the government takes coherent 
action on multiple fronts to 
improve public perception of 
TVET (e.g., diversifying learning 
pathways and improving program 
quality and relevance, with the 
support of a media campaign) and 
routinely reviews and adjusts such 
efforts to maximize their impact; 
PRVW�FHUWLĆFDWHV�IRU�WHFKQLFDO�
and vocational programs are 
recognized in the NQF; a large 
QXPEHU�RI�TXDOLĆFDWLRQV�FHUWLĆHG�
by non-education ministries are 
recognized and granted credits 
by formal programs under the 
Ministry of Education; policy 
makers give sustained attention to 
the recognition of prior learning 
and provide the public with 
comprehensive information on the 
subject; a national organization of 
stakeholders provides dedicated 
attention to adult learning 
issues; the government offers a 
comprehensive menu of services 
for further occupational and 
career development, including 
online resources, which are 
available through an integrated 
network of centers; training 
programs for disadvantaged 
populations receive systematic 
support with multi-year budgets 
and are routinely reviewed for 
impact and adjusted accordingly.
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Functional Dimension 3  Service Delivery

3ROLF\�
goal

Level of development

Latent Emerging Established Advanced

7 There is no diversity of 
training provision, as the 
system is largely comprised 
of public providers with 
limited or no autonomy; 
training provision is 
not informed by formal 
assessment, stakeholder 
input, or performance 
targets.

There is some diversity 
in training provision; 
nonstate providers operate 
with limited government 
incentives and governance 
over registration, licensing, 
and quality assurance; 
public training is provided 
by institutions with some 
autonomy and informed 
by some assessment of 
implementation constraints, 
stakeholder input, and basic 
targets.  

There is diversity in training 
provision; nonstate training 
providers, some registered 
and licensed, operate within 
a range of government 
incentives, systematic 
quality assurance measures, 
and routine reviews of 
government policies toward 
nonstate training providers; 
public providers, mostly 
governed by management 
boards, have some 
autonomy; training provision 
is informed by formal 
analysis of implementation 
constraints, stakeholder 
input, and basic targets; 
lagging providers receive 
support, and exemplary 
institutions are rewarded.   

There is broad diversity in 
training provision; nonstate 
training providers, most 
registered and licensed, operate 
with comprehensive government 
incentives, systematic quality 
assurance measures, and 
routine review and adjustment 
of government policies toward 
nonstate training providers; 
public providers, mostly 
governed by management 
ERDUGV��KDYH�VLJQLĆFDQW�
autonomy; decisions about 
training provision are time-
bound and informed by formal 
assessment of implementation 
constraints; stakeholder input 
and use of a variety of measures 
to incentivize performance 
include support, rewards, and 
performance-based funding.  

(
Q
DE
OLQ
J�
'
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HU
VL
W\
�D
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OH
Q
FH
�LQ
�7
UD
LQ
LQ
J�
3
UR
YL
VL
R
Q

8 There are few or no attempts 
to foster relevance in public 
training programs through 
encouraging links between 
training institutions, industry 
and research institutions, or 
through setting standards 
for the recruitment and 
training of heads and instruc-
tors in training institutions.

The relevance of public 
training is enhanced through 
informal links between some 
training institutions, industry 
and research institutions, in-
cluding input into the design 
of curricula and facility stan-
dards; heads and instruc-
tors are recruited on the 
basis of minimum academic 
standards and have limited 
opportunities for profession-
al development.

Relevance of public training 
is enhanced through formal 
links between some training 
institutions, and industry and 
research institutions, leading 
to collaboration in several ar-
eas, including but not limited 
to the design of curricula 
and facility standards; heads 
and instructors are recruited 
on the basis of minimum 
academic and professional 
standards and have regular 
access to opportunities for 
professional development.

Relevance of public training is 
enhanced through formal links 
between most training institu-
tions, and industry and research 
LQVWLWXWLRQV��OHDGLQJ�WR�VLJQLĆFDQW�
collaboration in a wide range of 
areas; heads and instructors are 
recruited on the basis of mini-
mum academic and professional 
standards, and have regular 
access to diverse opportunities 
for professional development, 
including industry attachments 
for instructors.
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Functional Dimension 3  Service Delivery

3ROLF\�
goal

Level of development

Latent Emerging Established Advanced

9 7KHUH�DUH�QR�VSHFLĆF�GDWD�
collection and reporting 
requirements, but training 
providers maintain their own 
databases; the government 
does not conduct or sponsor 
skills-related surveys or 
impact evaluations and rarely 
uses data to monitor and 
improve system performance. 

Training providers collect 
and, report administrative 
GDWD��DQG�WKHUH�DUH�VLJQLĆFDQW�
gaps in reporting by nonstate 
providers; some public 
providers issue annual 
reports, and the government 
occasionally sponsors or 
conducts skills-related 
surveys; the government 
does not consolidate data in 
a system-wide database and 
uses mostly administrative 
data to monitor and improve 
system performance; the 
government publishes 
information on graduate 
labor market outcomes for 
some training programs.

Training providers collect 
and report administrative 
and other data (e.g., job 
placement statistics, earnings 
of graduates) and there 
are some gaps in reporting 
by nonstate providers; 
most public providers issue 
internal annual reports, and 
the government routinely 
sponsors skills-related 
surveys; the government 
consolidates data in a 
system-wide database and 
uses administrative data and 
information from surveys 
to monitor and improve 
system performance; the 
government publishes 
information on graduate 
labor market outcomes for 
numerous training programs.

Training providers collect and 
report administrative and other 
data (e.g., job placement statistics, 
and earnings of graduates) and 
there are few gaps in reporting 
by nonstate providers; most 
public providers issue publicly 
available annual reports, and the 
government routinely sponsors 
or conducts skills-related surveys 
and impact evaluations; the 
government consolidates data 
in a system-wide, up-to-date 
database and uses administrative 
data, information from surveys, 
and impact evaluations to 
monitor and improve system 
performance; the government 
publishes information on 
graduate labor market outcomes 
for most training programs online.
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Annex 3  
List of Participants in the Data Collection and Validation Phases

'DWD�FROOHFWLRQ�DQG�YDOLGDWLRQ�ZRUNVKRSV

Name Position Institution

Bashori Imron Vice Chairman of National Training Council National Training Council

Luluk Sumiarso Chairman of Indonesian Competency Society Indonesian Competency Society (Maskom)

Dini S
Planner of Human Resource 
Development Agency

Ministry of Transportation

7UL�+DQDQWR
Secretary of Human Resource 
Development Agency on ESDM

Ministry of Energy and Mineral Resources

9HEULDQ\�3 Ministry of Energy and Mineral Resources

Indri Puji R
Head of Cooperation Department, Human 
Resources Development Agency

Ministry of Environment and Forestry

-RNR�7�+ Human Resource Development Agency Ministry of Agriculture

<HQL�)HEUL\DQL Staff National Development Planning Agency

6DU\�/HVWDUL
Money Implementor, Human 
Resources Development Agency

Ministry of Industry

5\QJJD�'HG\�
$QG\ND

Human Resources Development Agency Ministry of Industry

9LQQ\�'DPD\DQWKL Human Resource Development Agency Ministry of Communication and Information

7ULDGL�1
Head of Planning Department, Human 
Resource Development Agency

Ministry of Transportation

'ZLQD�.KDLUXQLVD�
Putri

Program Executor, Human Resources 
Development Agency

Ministry of Industry

5DFKPDG�,PEDQJ�7
Chairman of Indonesian State 
Polytechnic Director Forum

Indonesian State Polytechnic Director Forum

5DQR�7 Head of Evaluation Section Ministry of Manpower

Adang Sopiandi Head of Planning and Evaluation Department Ministry of Environment and Forestry

Asep S
Chairman of Indonesian Training 
Providers Association

Indonesian Training Providers Association

0HJDZDWL�6DQWRVR
&KDLU�RI�$6($1�4XDOLĆFDWLRQV�
Reference Framework Committee

$6($1�4XDOLĆFDWLRQV�5HIHUHQFH�
Framework Committee

7RWRN�3
Director for Higher Education 
Institutional Development

Ministry of Research, Technology and Higher Education

Alifa Fauziah Education Quality Analyst
Coordinating Ministry for Human 
Development and Culture

Adhrial R Head of Foreign Cooperation Section Ministry of Research, Technology and Higher Education

Erfan Noor Yulian Human Resource Development Agency Ministry of Environment and Forestry

A Zaki Indonesian Training Providers Association

'DWD�FROOHFWLRQ�DQG�YDOLGDWLRQ�ZRUNVKRSV

Name Position Institution

'HZL�:XODQGDUL
+HDG�RI�4XDOLĆFDWLRQ�5HFRJQLWLRQ�
Sub Directorate

Ministry of Research, Technology and Higher Education

+DQQ\�.DUWLNDVDUL Ministry of Research, Technology and Higher Education

5DWQD�6RĆDQD�/
Coordinating Ministry for Human 
Development and Culture

6\DULIXGGLQ Ministry of Education and Culture

Witra Gatara
Staff of Manpower and Expansion 
of Employment Opportunity

National Development Planning Agency

Suntoro Indonesian Training Providers Association

$ULV�+
Head of Competency Standardization 
Sub Directorate

Ministry of Manpower

5XG\�5�(IIHQGL Head of Competency Department Ministry of Public Work and Housing

:LQG\�3XVSLWD�6DUL
Competency Assessment and 
Performance Monitoring Centre

Ministry of Public Work and Housing

Albina RS 1DWLRQDO�$XWKRULW\�IRU�3URIHVVLRQDO�&HUWLĆFDWLRQ��%163�

Maskuri Secretary
National Accreditation Agency for 
Schools and Madrasah

Fajarudin I Expert Team
National Accreditation Agency for 
Schools and Madrasah

6RIZDQ�* Apprenticeship Development Ministry of Manpower

M Yasir
Head of Training  Institution 
Standards Sub Directorate

Ministry of Manpower

7DXĆN�$ĆLI�0 Staff National Development Planning Agency

3D\DPDQ�6 National Training Council Ministry of Manpower

5LVZHNL Agriculture Training Centre Ministry of Agriculture

-RNR�7�+ Human Resource Development Agency Ministry of Agriculture

Achmad M Staff Indonesia Chamber of Commerce (KADIN)

,UZDQ�$
Head of Training Institution Accreditation 
and Registration Sub Directorate

Ministry of Manpower

Sugeng Barkah Director National Movement for Indonesia Competent

+DPND Indonesia Chamber of Commerce (KADIN)

Sari Sitalaksmi Ministry of Manpower

:LOO\�$EGLOODK Academician Universitas Gadjah Mada

Mahatmi Saronto
Director for Manpower and Expansion 
of Employment Opportunity

National Development Planning Agency
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,QGLYLGXDO�LQWHUYLHZV�

Name Position Institution

5XG\�'MXPDOL Senior Advisor TVET System Reform GIZ

Agus Sartono Deputy of Education and Religious Affairs
Coordinating Ministry of Human 
Development and Culture

3DWGRQR�6XZLJQ\R
Director General of Science and Technology 
and Higher Education Institution Affairs

Ministry of Research and Higher Education

Supriano
Director General of Teacher and 
Education Personnel 

Ministry of Education and Culture

Bambang Satrio 
Lelono

Director General for Training and 
Productivity Development

Ministry of Manpower

5XG\�6DODKXGGLQ
Deputy of Workforce Development 
and Creative Economy

Coordinating Ministry for Economic Affairs

0XML\RQR
Coordinator for Industrial Human 
Resource Development Agency

Ministry of Industry

%DPEDQJ�6XU\DGL Head
Agency for National Standardization 
of Education (BSNP)

.XQMXQJ�0DVHKDW Chairman 1DWLRQDO�$XWKRULW\�IRU�3URIHVVLRQDO�&HUWLĆFDWLRQ��%163�

Yulius Ibnoe Deputy Assistant of Workforce Development Coordinating Ministry for Economic Affairs

3D\DPDQ�
Simanjuntak

Vice Chairman Ministry of Manpower

7HQG\�*XQDZDQ� 3URJUDPPH�2IĆFHU� ,/2�&RXQWU\�2IĆFH�IRU�,QGRQHVLD�DQG�7LPRU�/HVWH

7KHUHVD�
2è0DKRQ\�+HHU

Political Counsellor British Embassy - Jakarta

0LOGUHG�3DQWRXZ Education and Skills Adviser British Embassy - Jakarta

Final Validation

Name Position Institution

Bakrun
Director of SMK; Director in Charge of 
Industrial Alignment for Vocational Education

Ministry of Education and Culture

3DULVWL\DQWL�
1XUZDUGKDQL

Director of Learning of Higher Educationa Ministry of Education and Culture

6XU\D�/XNLWD�:DUPDQ Secretary to DG of Binalattas Ministry of Manpower

7HWW\�'�6��$UL\DQWR Chair ,QGRQHVLDQ�3URIHVVLRQDO�&HUWLĆFDWLRQ�$XWKRULW\

Dadi Marhadi Head of Industrial Education and Training Ministry of Industry

6XGD\DWQD
Secretary to Human Resources 
Development Agency

Ministry of Environment and Forestry

+DU\DWL Human Resource Development Agency Ministry of Communication and Informatics

3RSLN�0RQWDQDV\DK
Secretary to Human Resource 
Development Agency

Ministry of Transportation

+HUL�6XGDUPDML
Head of Air (Aviation) 
Transportation HRD Center

Ministry of Transportation

Suharto Head of Land Transportation HRD Center Ministry of Transportation

Asep Sarifuddin Chairman Indonesia Vocational Courses Providers Association (HIPKI)

Wiratmaja Head of Human Resource Development Agency Ministry of Energy and Mineral Resources

Luluk Sumiarso Chairman of Indonesian Competency Society Indonesian Competency Society (Maskom)

Surono Chairman of Indonesian Competency Society Indonesian Competency Society (Maskom)
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Annex 4
 SABER-WfD Scores

3ROLF\�JRDO 3ROLF\�DFWLRQ b 7RSLF

1.9 G1 2.0 Provide sustained advocacy for WfD 
at the top leadership level 2.0

G1_T1 2.0

G1_T2 2.0

D
im

en
si

on
 1

G2 1.8

Establish clarity on the demand for skills 
and areas of critical constraint

1.8
G2_T1 2.0

G2_T2 2.0

Engage employers in setting WfD priorities and 
in enhancing skills upgrading for workers

1.7

G2_T3 2.0

G2_T4 2.0

G2_T5 1.0

G3 2.0 Formalize key WfD roles for coordinated 
action on strategic priorities

2.0

G3_T1 2.0

G3_T2 2.0

G3_T3 2.0

2.1

G4 1.7

Provide stable funding for effective programs in initial, 
continuing, and targeted vocational education and training

1.7

G4_T1 info

G4_T2 2.0

D
im

en
si

on
 2 G4_T3 2.0

G4_T4 1.0

Monitor and enhance equity in funding for training 1.0

G4_T5_IVET 1.0

G4_T5_CVET 1.0

G4_T5_ALMP 1.0

Facilitate sustained partnerships between 
training institutions and employers

4.0 G4_T6 4.0

G5 2.3

Broaden the scope of competency standards as a 
EDVLV�IRU�GHYHORSLQJ�TXDOLĆFDWLRQV�IUDPHZRUNV

2.5
G5_T1 3.0

G5_T2 2.0

Establish protocols for assuring the credibility 
RI�VNLOOV�WHVWLQJ�DQG�FHUWLĆFDWLRQ�

2.0

G5_T3 2.0

G5_T4 2.0

G5_T5 2.0

Develop and enforce accreditation standards for 
maintaining the quality of training provision

2.5

G5_T6 info

G5_T7 2.7

G5_T8 2.7

G5_T9 2.3

G6 2.3

Promote educational progression and permeability 
through multiple pathways, including for TVET students

3.0
G6_T1 3.0

G6_T2 3.0

6WUHQJWKHQ�WKH�V\VWHP�IRU�VNLOOV�FHUWLĆFDWLRQ�DQG�UHFRJQLWLRQ 2.0
G6_T3 2.0

G6_T4 2.0

Enhance support for skills acquisition by workers, 
job-seekers, and the disadvantaged

2.0
G6_T5 2.0

G6_T6 2.0

3ROLF\�JRDO 3ROLF\�DFWLRQ b 7RSLF

2.2

G7 2.2

Encourage and regulate nonstate provision of training 2.4

G7_T1 3.0

G7_T2 2.0

D
im

en
si

on
 3 G7_T3 3.0

G7_T4 1.7

Combine incentives and autonomy in the 
management of public training institutions

1.9

G7_T5 2.0

G7_T6 2.0

G7_T7 1.7

G8 2.3

Integrate industry and expert input into the design 
and delivery of public training programs

2.2

G8_T1 4.0

G8_T2 2.0

G8_T3 1.7

G8_T4 1.0

Recruit and support administrators and instructors for 
enhancing the market relevance of public training programs

2.5
G8_T5 2.3

G8_T6 2.7

G9 2.1
Expand the availability and use of policy-relevant 
data for focusing providers’ attention on training 
RXWFRPHV��HIĆFLHQF\��DQG�LQQRYDWLRQ

2.1

G9_T1 2.7

G9_T2 1.3

G9_T3 2.3
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