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The SABER analytical framework
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.

Dimension

Strategy

Policy
goal

1.

Setting a Strategic Direction for WfD

2.

Fostering a Demand-Led Approach to WfD

3.

Strengthening Critical Coordination

Policy
goal

Indonesia
2019

Malaysia
2010

Singapore
2010

Republic
of Korea
2010

2.0

3.5

3.9

3.7

1.8

3.0

3.6

3.7

Levels of system
development

by coding collected information to
produce a rating between 1 and 4.
How to read it:
Each star point represents a
decimal of development.

1
2.0

2.7

4.0

3.8

Latent

Limited
engagment

1.5

4.

Oversight
Delivery

Ensuring Efficiency and Equity in Funding

5.

Assuring Relevant and Reliable Standards

6.

Diversifying Pathways
for Skills Acquisition

1.7
2.3
2.3

2.3
3.4
3.0

3.8
3.6
3.2

3.4
3.4
3.5

2

7.

2.2

2.5

3.6

2.5

3

8.

Fostering Relevance
in Public Training Programs

2.3

2.8

3.5

3.2

3.5

9.

Enhancing Evidence-Based
Accountability for Results

2.9

3.7

3.6

Some instances
of good practice

2.5

Enabling Diversity and Excellence
in Training Provision

2.1

Emerging

4

Established
Systemic good
practice

Advanced

Systemic good
practice meeting
global standards
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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 development, 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.

The SABER-WfD tool is based on an analytical framepolicies and institutions: strategic framework, system
oversight, and service delivery. Taken together, these
three dimensions allow for a systematic analysis of the
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 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 the organization and management
of state and nonstate training provision that enables individuals to acquire market- and job-relevant skills.

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 diagnostic uses the System Assessment for Better Education
Results (SABER) tool developed by the World Bank,

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 September 2019, and it highlights the recent reforms
that may indicate developments. Because data collection was carried out in 2019, any developments postCOVID-19 are not included in the assessment.

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 current practices and catalyze policy discussions on how to
improve its WfD system.

Overview of the SABER-WfD results

We also thank Corinne Bernaldez and Rizky Fitriany for providing excellent
administrative support.

of initiatives, however, both the limited coordination among them and
incomplete feedback mechanisms impact their effectiveness.

Directors of the World Bank, the governments that they represent, or the
counterparts with whom they consulted or engaged during the study process.

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

x

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 practices are in place, but the system has not yet reached an
established (systemic good practices) or advanced level (systemic good practices meeting global standards).

xi
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Figure 1

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

1.9
out of 4

2.1
out of 4

2.2
out of 4

Strategic framework

System oversight

Service delivery

Indonesia scores lowest in the
strategic framework dimension,

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

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

in coordination among key
stakeholders and challenges in
fostering a demand-led approach.
Although there is a remarkable commitment 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. Disparate information about which economic
sectors to prioritize, and recurrent
overlaps in mandates, have led to the dumany areas that are crucial to ensure the
quality and relevance of training. Mechanisms 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 continuing TVET, an equally important area
to build and maintain a skilled workforce.

The score for the system oversight

covers several occupations and a wide
range of skill levels, (ii) the development
of competency standards as well as of a
the availability of multiple learning pathways 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

is related to funding: although there are
established processes to allocate funding
for initial vocational education and training,

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 existing barriers prevent the system from
scoring at a higher level. These include:
(i) an emphasis on enrollment targets
and physical facilities for public providers, rather than on quality of training
jobs; (ii) limited integration of private
provision into the national WfD agenda;
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 institutions and of the system as a whole.

education and training has traditionally
been limited and unstable. The second is
related to monitoring the funding: formal reviews of the impact of funding on
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.
Photo by Fikri Rasyid on Unsplash
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Policy
implications

1

Reform
area

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 analysis of Indonesia’s WfD
system reveals both positive
practices and areas for improvement.
The following recommendations,
based on the experiences of other

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 nongovernment stakeholders to increase the access, quality,
and relevance of TVET. However, overlapping roles and
responsibilities have resulted in duplications of labor and in

the national TVET system.

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 specific 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 specify 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
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.

2

Reform
area

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 employers in the development of a strategic vision and establish
channels around WfD policy, the already active participation 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 contribute and oversee the national WfD priorities and agenda.

International examples

In the early 1970s, Singapore established a Tripartite
Alliance that brought together government agencies,
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
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.

International examples

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

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).
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 including 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 navigate modern labor markets successfully and to support
the country’s competitiveness. In addition to incentivizing
could explore mechanisms to foster training among workincentives and grants for individuals are just two examples.

International examples

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
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.

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
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

Photo by Ruben Hutabarat on Unsplash
xiv

Reform
area

xv

Closing the Gap between Workforce Development and Labor Markets

4

Reform
area

Financial support could accelerate the
development of competency standards and
The analysis reveals that the slow progress on the development 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. Similarly, the funding increases to the Ministry of Manpower
( MoM) as the coordinator of the Indonesian National

5

Reform
area

6

Reform
area

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

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

Experts argue that the criteria applied by some ministries 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 prospective students and employers. As such, the GoI could

The SABER assessment shows that Indonesia would ben-

development of Indonesian National Working Competence Standard and the corresponding testing tools.

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 example

International examples

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
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 presdifferent types of job seekers would be important to ensure that transitions to work are actively facilitated, taking

7

Reform
area

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 Profesnew targets were included to assess the performance
of training institutions, they should be realistic, measured 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 underperform, which limits the effectiveness of these targets.

International example
International example

Malaysia’s progress in the establishment of a National
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

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.
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

increased funding to develop standards and align training
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
assessments and communicate their recommendations
to the external body, which decides whether to grant the
accreditation or not. When the accreditation is granted, the
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.

xvi

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
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

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.

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.

xvii
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8

9

Reform
area

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
devising different strategies to address it. While ministeessential nature of instructors and administrators to the
system’s proper functioning merits a broader strategy
existing shortages, but also to build a WfD system that
innovates and excels in the medium and long term.

Reform
area

Strengthening efforts to assess the labor
market outcomes of training programs
could provide invaluable information
for Indonesia’s WfD system.
understanding of whether the investments in training
facilitate graduate employment, improvement in the earnings of those returning to the labor market, and increased
productivity among employers. Tracer studies could help
the government obtain this information through tracking the short- and long-term employment of graduates
from education and training programs. Government WfD

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.

APINDO
ASEAN
BAPPENAS
BLK

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

Acronyms

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.

Employers’ Association
Association of Southeast Asian Nations
Ministry of National Development Planning
Work training centers

BNSP
BSNP
CEDEFOP
CMEA
CMHDC
CVET
GDP
GIZ
IVET
KADIN

Agency for National Standardization of Education
European Centre for the Development of Vocational Training
Coordinating Ministry for Economic Affairs
Coordinating Ministry of Human Development and Culture
Continuing education and training
Gross domestic product
German Corporation for International Cooperation
Initial vocational education and training
Chamber of Commerce

KKNI
LKP

Nonformal training institutions

LMO

Labor Market Observatories

LPK

Work training providers

LSP

Accredited testing centers

MAK

Madrasah Aliyah Kejuruan

MoI
MoM
MoEC
MoF
MoRA
MoRTHE
MOU

Ministry of Industry
Ministry of Manpower
Ministry of Education and Culture
Ministry of Finance
Ministry of Religious Affairs
Ministry of Research and Technology
Memorandum of understanding

NQF
OECD
RPL
SABER

Organisation for Economic Co-operation and Development
Recognition of prior learning
System Assessment for Better Education Results

SDC

Skills Development Center

SDF

Skills Development Fund

SKKNI
SMA

General academic senior secondary school

SMK

Pre-professional high school

TVET

xviii

Technical and Vocational Education and Training

VTC

Vocational Training Committee

WfD

Workforce Development
xix
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T

o achieve Indonesia’s development objectives, the
government is focused on improving the skill levels of
its workforce. Government leaders have promoted measures to increase access to technical and vocational education 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.

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 workforce development system using the System Assessment for Better Education Results (SABER) tool, which
focuses on governance, financing, information, quality
assurance, access, and relevance to business. Implemented in more than 30 countries, the SABER-Workforce 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.

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

Analytical framework
“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.” 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 occucation system that are not directly associated with TVET
are outside of the scope of SABER-WfD.

SABER-WfD is based on an analytical framework 2 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 making, 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 advocacy, partnership, and coordination across sectors to
align WfD to national development priorities. The second 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 regards to the organization and management of state and
nonstate training provision that enables individuals to
acquire market- and job-relevant skills.

Each dimension is composed of three policy goals that
correspond to important functional aspects of WfD systems (Figure 1.2). For example, the dimension that focuses on the strategic direction for the system is composed
“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.”

the second is to ensure that the demand for skills is an important consideration in that strategy, and the third is to
strengthen the coordination of diverse WfD stakeholders
to implement that strategy. Policy goals are further broken down into topics that reveal more detail about individual practices. 3

Figure 1.1

Figure 1.2

SABER-WfD assesses three functional dimensions of WfD policies

Functional dimensions and policy goals in the SABER-WfD framework

Strategic
Framework
System
Oversight

Service
Delivery
Source: Authors.

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

1.
2.
3.

‘rules of the game’ to support the
delivery of training services according
to the national vision

4.
5.
6.

Practices in place to manage the
delivery of training services

7.
8.
9.

Setting a Strategic Direction for WfD
Fostering a Demand-Led Approach to WfD
Strengthening Critical Coordination
Ensuring Efficiency and Equity in Funding
Assuring Relevant and Reliable Standards
Diversifying Pathways for Skills Acquisition
Enabling Diversity and Excellence in Training Provision
Fostering Relevance in Public Training Programs
Enhancing Evidence-based Accountability for Results

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.
2

3
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As illustrated in Table 1.1, Indonesia TVET can be provided
in the formal and nonformal spheres. When data were collected on formal education, SABER-WfD looked at the policies 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-

Implementing the analysis

The instrument outlines numerous multiple-choice questions under each topic. The instrument is designed to collect, 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

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

Table 1.1

Focus of SABER-WfD in Indonesia
Type

Figure 1.3

SABER-WfD scoring rubrics in the SABER-WfD framework

1

1.5

Latent

Limited
engagment

2

3

2.5

Emerging

Established

Some instances
of good practice

Systemic good
practice

Stage

Providers
Primary school

Basic Education
General

3.5

4

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 training centers under MoEC, the Ministry of Manpower (MoM),
and line ministries.

Secondary
Education
Education

Lower-secondary
school
General
Vocational

Upper-secondary
school

Systemic good
practice meeting
global standards

Higher
Education

Vocational

Authority

Sekolah Dasar and Madrasah Iibtidaiyah
Sekolah Menengah Pertama
and Madrasah Tsanawiyah
Sekolah Menegah Atas (SMA)
and Madrasah Aliyah

MoEC and
MoRA

Pre-professional high school and
Madrasah Aliyah Kejuruan
Academy

General and
vocational

Advanced

Institutions

Higher education
institution

Polytechnic
University

MoRTHE

Institute
College for specialization
Lembaga Kursus dan Pelatihan (LKP)

Source: World Bank, 2013.

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 composite score X, the conversion to the categorical rating

were shared by relevant stakeholders between July and

Education

Training centers

to an “advanced” level of development. The results are
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 individual interviews with key informants, which were carried
out between June 24th and July 12th, 2019. Once the
data collection process was completed, information was

SABER-WfD focuses on both the formal and nonformal vocational system at the secondary education level and beyond.

were shared with government counterparts in a meeting that took place on July 9th, 2019. Follow-up inputs

it is important to clarify the scope of the SABER-WfD tool.

MoM
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:

This report is divided into four sections. To put the results

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 includes concrete international examples to illustrate good
practices and alternative approaches that have yielded
positive results elsewhere. Several of the examples focus 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.

socioeconomic makeup. Chapters 3, 4, and 5 offer a detailed analysis of the WfD policies and practices in Indonesia, regarding each of the three functional dimensions
covered by the SABER-WfD analytical framework. Each
section begins with a summary that covers: (1) an explanation of the issues analyzed under the respective dimension and policy goals, (2) a brief count of the scores and
characteristics of Indonesia’s WfD system, (3) a description 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

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.
4

Lembaga Pelatihan Kerja (LPK)
Training institutions, under line ministries

conducted between March and May, 2020. This report
benchmarks the system’s scores according to international 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 report 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 included in the assessment.

Balai Latihan Kerja (BLK)

MoEC

5

Ch. 1

Introduction

Closing the Gap between Workforce Development and Labor Markets

Box 1.1

Box 1.2

Selected comparators:
Korea and Singapore

Glossary

Types of education
· Formal education includes these levels: basic, secondary, and higher
education;
· Nonformal education is outside the formal system and can be imple-

Korea’s scores

To ensure a common understanding
of what SABER-WfD covers, this

Singapore’s scores

Advanced on Strategic Framework

used throughout this report.

Advanced on Strategic Framework

The government, industry, training providers, and research

-

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

and they all coordinate to align the country’s economic deBoard that coordinates efforts and helps design and imple-

ment demand-driven policies; the government systematically evaluates economic prospects based on inputs from a

· CVET refers to education or training that individuals engage in afmain objective of CVET is to offer opportunities to improve or update

among stakeholders that have encouraged productive inputs

-

Advanced on System Oversight
The country has a systematic approach to program devel-

employment status, and more generally, continue individual professional and personal development.

opportunities and continuing vocational education and
-

Advanced on System Oversight

-

Public funding to providers is contingent on adherence to ro-

ous improvements in accreditation systems and standards

bust accreditation standards; there is a credible and compre-

-

Quality assurance practices
·

cies linked to practicing a task.

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

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

Advanced on Service Delivery

provides funds for unemployed training and incentivizing

tems are in place to ensure relevant, high-quality, and
credible training programs—including their testing and

Established on Service Delivery

-

There are established links through legislation and formal

ticipation in the design and delivery of training. Further-

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

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

.
guidance via performance-based incentives to providers.
Sources: SABER Multiyear Country Reports for Korea (Ko
and Yoon-Hee, 2013) and Singapore (Raddon, 2012).

6

Sources:
(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.

7

Ch.2
COUNTRY
CONTEXT

Photo by Anggit Rizkianto on Unsplash

Ch. 2

Country context

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 domestic 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 Indonesia to continue to deliver growth and its dividends to the
burgeoning young population and their ever-changing aspirations. 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.

Prospects for maintaining this rate of growth remain uncertain amid a
volatile external environment and sluggish domestic consumption.
International commodity prices and energy prices continued
falling through the end of 2019. The global economic downturn 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 important role in determining Indonesia’s economic development 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
-

Table 2.1

Annual GDP growth of Indonesia and selected countries

trajectory. If international trade tensions, commodity 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—including 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 improving the productivity of labor and capital and the establish-

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

Since 2010, Indonesia has had a short–term window to
increase its productivity per capita. The number of working-age people exceeds the number of those under age 15,
and those over age 64. The right policies could help Indonesia 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-

4.3

-0.1

3.0

4.6

1.4

7.1

4.4

Figure 2.1

2.5

2.8

3.2

2.3

-3.5

2.9

1.9

Demographic composition trends and projection

Source: Authors’ calculations based on UN population data.
5 World Bank 2019c.

7 World Bank, 2019a.

6 World Bank 2020b.

8 World Bank, 2019c.
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2050

2045

2040

2035

2030

2005

2000

1995

1990

1985

1980

Elderly ages 64 and over
1975

for social and political stability.6

Children ages 0–14

1970

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 lingering inequality and vulnerability remain unaddressed, they

Working-age population ages 15–64

1965

impressive reduction, 25 million Indonesians still live below
the poverty line, and an additional 64 million are highly vulnerable to falling into poverty. Inequality is also high, with a

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 approach will become more important as Indonesia becomes
an aging society.

Total dependency ratio

1960

Following decades of very strong economic performance,
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 Recession, the GDP growth in Indonesia stabilized at 5 percent in
the last decade—similar to other countries in the region (Table 2.1). The strong growth has been accompanied by a reduction in the national poverty rate by more than half since
1999, to 9.2 percent, as of September 2019. Despite this

90
80
70
60
50
40
30
20
10
0

1955

OECD countries

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).

1950

East Asia

Demographic trends and human capital development

2025

city level) governments, and gave district/city governments a wide range of responsibilities in all areas except
istration, and justice (Kristiansen, and Pratikno, 2006;
Nasution, 2016; and Suryadarma, et al. , 2006).

Economic trends

2020

ndonesia 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 governance is organized according to a three-tiered system
that includes central, provincial, and district/city levels.
Decentralization transferred administrative, political, and

2015

I

2010
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At the same time, long-term improvements in access to
education and health services are promising for Indonesia’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 services 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-

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 middleincome country, it is below comparable countries in the
region and the OECD countries (Table 2.2). While a large
indicator is due to lower health outcomes, such as stunting 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

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-

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

The education budget has almost

education levels improved (from 95.59 percent to 97.58
percent for primary school; 73.88 percent to 78.84 percent for junior high school; and 54.25 percent to 60.67 percent for senior high school). In 2019, more than 340,000
schools, managed by 34 provincial governments, comprised the formal school system. To date, the formal education 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

doubled, from Rp 216.7 trillion in
2010 to Rp 492.5 trillion in 2019.
and work (16.5 percent) (World Bank, 2020a). Moreover,
student learning is low and increasingly unequal: the learning gap between the poorest and the top 50 percent of students 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-optimal in math, reading, and science (Table 2.3). Even when children 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.

The Indonesian technical and vocational education and
training (TVET) system includes both a formal and a nonformal 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.

Table 2.3

Source: Human Capital Index, World Bank.

Education and training

Country

Math

Reading

Science

Indonesia

379

371

396

Korea, Rep.

526

514

519

Malaysia

440

415

438

tralization of the education system in the early 2000s,10
the expansion of education services (teachers, schools,

Philippines

353

340

357

Singapore

569

549

551

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).

Thailand

419

393

426

490

472

487

489

487

489

Indonesia recognizes the importance of school attendance and
has made progress toward reaching universal access.
The country constitution, enacted in 1945, mandated
forms took place, thanks to the 2003 National Education
law, which mandated that both central and local governments allocate at least 20 percent of their budgets to education. 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 (Bantuan Operasional Sekolah - BOS) introduced major policy
reforms in the last few decades, contributing to important outcomes, such as near universal access to nine-year

-

OECD countries

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

9 Indonesia scored 0.53 on the 2018 HCI. The performance on the subcomponents was as follows: 0.97 on the probability of survival 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. However, the dynamic has shifted after the issuance of the new Law No.23/2014, according to which the authority of managing secondary education (SMA and SMK) is transferred from district/city government to provincial government.
12

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.
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Labor market trends

Figure 2.3

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.

Employment share by sector, August 2019

The Indonesian economy continues to experience structural 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-

27%

bor-intensive industries, however 27 percent of employment 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).

Wholesale/retail trade; vehicle repair
Manufacturing

15%

Accommodation/food service

7%

Construction

Figure 2.2

Employment share by sector, 1991–2019
100

7%

Education

5%

Other services

5%

Transportation and storage

4%

Public admin/defense/compulsory social security

4%

Business

2%

Human health/social work

2%

Financial/insurance

Employment in

Services

1%

Mining and quarrying
Information and communication

Industry

1%
1%

Water supply/sewerage/waste management/remediation

0%

Real estate

0%

Electricity and gas

0%

Employment in

Percent

19%

50
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 accommodations 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
Employment in

2019

2018

2017

2016

2015

2014

2013

2012

2011

2010

2009

2008

2007

2006

2005

2004

2003

2002

2001

2000

1999

1998

1997

1996

1995

1994

1993

0
1992

occupations) and sectors (agriculture, and wholesale and retail trade) (Wiharja and Cunningham, 2020).14 Moreover, 29
percent of the employed are underemployed, and the majority 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-employed. This explains, in part, why poverty is higher in rural,
remote, and isolated areas across the country.15

declines in job creation in 2019. At the same time, most labor
market entrants were located in urban areas, and the key islands of Java, Bali, Sumatera, and Papua between 2016 and
2017, showing an uneven geographical distribution. 13

Agriculture

1991

ue-added occupations (for example, salespeople, restaurant

place rapidly, but the nature of work is precarious. Although
structural transformation has led to some increases in productivity and wages, the great majority of jobs are in low val-

13 CMEA and World Bank 2020.

Source: World Development Indicators database.

14 Wihardja and Cunningham 2020.
15 World Bank 2019c.
14
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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

The broadly stable conditions in the labor market, however, mask underlying structural weaknesses and if unaddressed 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 secondary, 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, compared 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 remain high, compared with similar countries in the region.
Global evidence has shown that closing gender gaps and
working toward greater gender equality has important effects on growth (McKinsey Global Institute , 2018). In Indonesia, closing the gender gap in female labor force participation could increase growth by 9 percent by 2025.

Table 2.5

Total and female labor force participation rates, 1990–2018
Country

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

–3.1%

–1.12

Indonesia

Korea, Rep.

Malaysia

Philippines

Singapore

Thailand

Vietnam

OECD average
Other services
Average

4.7%

0.28

2.0%

2.5

1990

2000

2010

2015

2018

63.3

67.8

66.6

66.6

67.7

(44.62)

(51.69)

(50.97)

(50.76)

(53.2)

60.0

61.2

61.0

63.2

63.4

(46.98)

(48.8)

(49.4)

(52.44)

(53.27)

66.5

65.1

60.4

67.9

68.7

(47.76)

(47.57)

n.a.

(54.1)

n.a.

64.5

64.3

61.4

61.4

59.0

(47.53)

(48.37)

(48.)

(48.57)

(45.39)

n.a.

68.3

n.a.

68.3

67.7

n.a.

(50.19)

n.a.

(60.42)

(60.2)

81.9

72.7

71.6

69.2

67.8

(76.29)

(64.89)

(63.67)

(61.1)

(59.65)

n.a.

72.3

76.2

77.4

76.3

n.a.

(68.8)

(71.57)

(72.71)

(71.24)

74.6

73.5

69.2

68.5

67.7

(65.9)

(65.0)

(60.51)

(59.7)

(58.9)

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.

Sources: World Bank, 2019c; BPS Statistics Indonesia, 2019; and World Bank staff calculations.
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Earnings and minimum wage growth, 2001–18
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Figure 2.5

Share of workers earning less than provincial minimum wages, 2006–08 vs 2016–18
70.7%

Agriculture, forestry,

78.8%
42.3%
55.0%

Community, social,
and personal services

38.2%

Transport, storage,
and communication

38.1%

49.9%
49.0%
40.5%

Mining and
quarrying

44.0%
29.1%
39.7%

Manufacturing

22.0%

Construction
Electricity, gas,
and water supply
Finance, insurance, real estate,
and business services

28.5%

Average
2016–2018
Average
2006–2008

20.3%
26.8%
37.7%
46.3%
27%

Economy-wide average

27%

Sources: Authors’ calculations based on World Bank, 2019c; and the 2019 Labor Force Survey data for Indonesia.
Photo by Paolo Nicolello on Unsplash
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While the minimum wage has been rising, mostly in line

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

wage from median real earnings (Figure 2.4). Furthermore,
an increasing share of workers (46 percent) across all sectors 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

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-

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 indicator, along with low labor productivity levels and low
tries in the region (Table 2.6). Moreover, according to the

There is a mismatch between the skills available
and those required in the labor market.
bor market. The volume of high-skilled workers that are
positions with less-than-adequate workers.

Figure 2.6

Employment by skills category, 2014–17

Table 2.6

100

to selected countries in the region, 2019

Country

Percent

Semi skilled

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

50
Photo by Darren Wanliss on Unsplash

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.

Low skilled

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

2017

2016

2015

2014

0

17 For example, the rate of high-skilled jobs increased by 180 percent between 2008 and 2017, while the growth of the tertiary-educated labor force increased by just over 100 percent (CMEA and World Bank, 2020).
18

16 CMEA and World Bank, 2020.
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demanded in their jobs (OECD, 2015).
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SABER-WfD ratings
on the strategic framework

Figure 3.1

Dimension
cies and practices to achieve the following three policy goals:
(1) setting a strategic direction for WfD, (2) fostering a demand-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.

Strategic framework

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
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 overlap. 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 functions. Although different mechanisms to enhance interministerial coordination are in place, they have only had partial
success in preventing fragmentation and overlaps.

On the policy goal to set a strategic direction for WfD, a
score of 2.0 places the Indonesian WfD system at an emerging level of development. Advanced systems have a unithrough sustained advocacy of government and nongovernment leaders. In contrast, the strategic direction for WfD in
Indonesia appears to be fragmented. While multiple leaders
from government and nongovernment spheres exercise sustained 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 vocational education and training (TVET), but their efforts are
not always implemented or coordinated among them.

While Indonesia has unique characteristics, a few international experiences present alternatives that can inspire reforms 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 Republic of Korea. These WfD systems have been analyzed using
the SABER-WfD conceptual framework, which has identiplored 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 practices 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.

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 beclarity on the country’s skills constraints, which advanced systems 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 associated 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 policies. In Indonesia, employer participation in policy dialogue is
mostly restricted to the institutionalized partnership of the
Chamber of Commerce (KADIN) and the Employers’ Association (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-

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
comprehensive participation of employers in WfD policy dialogue, and the second is to grant more attention to continuing
education and training (CVET) for employees and adults.

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

Policy
goal

Singapore

2010

Republic
of Korea

2010

Malaysia

2010

Indonesia

2019

PG.1

PG.2

PG.3

Direction

Demand-Led

Coordination

3.9

3.6

4.0

3.7

3.7

3.8

3.5

3.0

2.7

2.0

1.8

2.0

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

1

2.0

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

SABER-WfD analyzes three
concrete areas under this policy goal

1

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

2

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

3

Alignment between major
policy decisions or interventions
and the strategic priorities
set for the system.
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Articulating a
strategic direction
for workforce
development

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 postsecondary, non-tertiary levels.

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

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

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.

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.

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

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
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, Georgia, 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.
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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

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

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.
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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 Development 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 development missions to be achieved by 2025.

Table 3.1

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

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 selfreliant, advanced, and strong.

8

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

“Reform the role of the government and society
by emphasizing the formation of self-reliance and
maturity of society and establishing a strong civil

Multiple government leaders exercise sustained advocacy for WfD. To advance the vision laid out in the RPJPN,
President Joko Widodo has publicly instructed his cabinet to improve TVET (TVET Platform for South East Asia,
2018). Presidential attention to WfD has materialized in

the national agenda. Nongovernment stakeholders partner with individual ministries to advance their initiatives
and, occasionally, they act as advisors.
Development partners also play an active role in Indonesia’s WfD system. For example, since early 2000,
the German Corporation for International Cooperation (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-

4.0,” a roadmap with strategies to revitalize the manufacturing sector and enter the 4th industrial revolution.
This roadmap involves ten cross-sectoral national initiatives, 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 “Revitalization of SMK,” which was launched by Presidential Instruction 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 involved in its implementation, 20 namely MoEC, MoRTHE,
and MoM, are also important leaders in the WfD policy
dialogue. In addition to these initiatives, the Coordinating Ministry for Economic Affairs (CMEA) and the Ministry 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 development plan. As shown in Figure 3.2, both agencies have
formulated a strategy for the Indonesian WfD system and
participate actively in policy dialogue.

The Minister of Industry, who is responsible
for implementing this roadmap, is
an active advocate for WfD.
porting skills development interventions in polytechnics
under the Skills for Competitiveness (S4C) Project. 22
The ILO, in addition to engaging trade unions in skills development, has initiatives to foster apprenticeships and
provide skills upgrading and job placement services for
women in science, technology, engineering, and math
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 initiatives 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 nongovernment 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 information-sharing and collaboration.

Nongovernment leaders also advocate for WfD. Advocacy is mostly done by the Chamber of Commerce and
Industry (KADIN) and the Employers’ Association (APINDO). In 2018, KADIN established an Enterprise and
TVET Providers Consultation Forum, in partnership with
the Karawang Regional Government, to encourage companies to participate in an apprenticeship program that
emulates the German Dual System (Samosir, 2019). APINDO 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 competencies as well as apprenticeships. Given that the policy agenda for WfD is highly fragmented, the advocacy of nongovernment actors is sustained but not necessarily aligned to

the development and use of science and technology in the area

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

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

Source: Authors’ compilation using BAPPENAS, 2007.

22

28

management, provide training to technicians and engineers, and support the development of a tertiary dual VET System in Indonesia.
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Various strategies have resulted in important interventions 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 specific type of training institution (see Figure 3.2). There is no

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 documents that suggest a different agenda for the national
WfD system—one from CMEA, another from the Coordinating Ministry of Human Development and Culture
(CMHDC), and another one from the ministry responsible for national planning (BAPPENAS). However, these
agendas are not interconnected, and inputs from stakeholders suggest that there is no agreement on which of

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 coordination committees in the past, stakeholders are optimistic
about the current effort, because they believe that the mo-

for the Indonesian WfD system.
political will to follow through on a more coordinated system.
Figure 3.2

System-wide

CMEA
Indonesia Vocational
Development Policy
Roadmap
2017-2025

For SMKs
under MoEC

Institution-focused

Presidential Instruction
9/2016 on
Revitalization of
Vocational Secondary
School
Roadmap for Senior
Secondary Vocational
School (SMK)
2017-2019

CMHDC
Draft Roadmap for Indonesia
Human Resource
Development 2018-2020

For TVET
Institutions
under MoRTHE
Vocational Higher
Education Revitalization
Program and Curriculum
Development to
Improve “Link and
Match” with Industry
2017-2019

BAPPENAS
Indonesia vision 2045

For TVET
Institutions
under/supported
by MoI
Guidelines for Nurturing
and Development of
Competency- Based SMK
and Linked and Matched
with Industry

Center for Education
and Training Strategic
Plan 2015-2019

Source: Authors’ construction using Malik, Jasmina, and Ahmad, 2019.
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For BLKs
under MoM
Grand Design of
National Vocational
Training 2018
DG of Training and
Productivity
Development Strategic
Plan 2015-2019

Given the country’s commitment to lifelong 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.
explicit or clear alignment between these institution-focused 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 familiar with it, and to the extent possible, align their programming 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 focus on IVET: the training for young people without work
experience either at the upper-secondary or post-secondary, non-tertiary levels. 23 One of the most important
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 attracted 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 considerations for CVET. 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. 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 training to job-seekers and laid-off workers.

Photo by Darren Wanliss on Unsplash
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POLICY GOAL

2

1.8

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

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

1

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

2

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

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 participation mainly takes place
tions with ministries.

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.

skills in strategic sectors, others use a more generic approach to assess
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
(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
that are regularly reviewed for impact. 26

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.

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
incentives that are regularly
reviewed for impact

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
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ditional information on the matter can be found at: https://www.cedefop.europa.eu/FinancingAdultLearning/index.html
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The Skills Panorama
illustrates this practice
in Europe.
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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.
Individuals consulted through focus group discussions

agriculture, industry, and tourism sectors are considered priorities under the National Medium-Term Development 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 suggests an interest in also covering sectors such as health,
manufacturing, and transportation (CMEA, 2017). Finally, the Ministry of Industry (MoI) MoI expressed their
intention to strengthen the national industry in the food
and beverage, automotive, electronic, chemical, and textile industries (MoI, 2018).

often suggested different lists. The review of documentary evidence also suggests that multiple lists have been
sectors: agriculture, industry, tourism, maritime matters, energy, and technology and creative industries
(BAPPENAS, 2018). The National Medium-Term Development Plan (2015–2019) gives priority to similar
logistics, transportation, electronics, textiles, and health
services. 27 Consulted stakeholders report that only the
Table 3.2

Photo by Darren Wanliss on Unsplash

Growth of vocational workforce per year
Sector

CAGR

Number

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%

18.7%

11.5%

18.7%

11.5%

Information technology

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).

· BAPPENAS’s Indonesia Vision 2045 projects Indone-

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 strategies 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 BAPPENAS present an assessment of the country’s economic
prospects and their implications for skills:

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).

does not provide data on skills supply or demand. The
absence of such analyses is common. After reviewing 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).

· 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
2018 Indonesian Critical Occupations List that identistrategic for the Indonesian economy (see Box 3.1).

27 Priority is given in terms of the acceleration of mutual recognition agreements and the development of competency maps.
28 Data collection workshop.
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29 The three documents are: (1) CMEA’s Indonesia Vocational Development Policy Roadmap 2017-2025, (2) CMHDC’s Draft Roadmap for Indonesia Human Resource Development 2018-2020, and (3) BAPPENAS’s Indonesia Vision 2045.
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Box 3.1

Current initiatives
underway to
understand
skills supply
and demand

The MoI adds a third perspective on the skills that the Indonesian WfD system should produce. As implementer

Indonesia’s Critical Occupation List (COL)

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.

This initiative was implemented in coordination with CMEA.
The 2018 COL draws upon international best practice from Australia, Malaysia, 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 supply, and (ii) it must be strategic for the Indonesian economy. The 2018 COL
contains 35 occupations, which represent jobs from sectors such as manufacturing, telecommunications and IT, accommodation and food services,
construction, information and communication technology (ICT), and other
analysis (national level survey data that could indicate changes in supply and
demand) and bottom-up processes evidence collected from enterprise surveys and consultations. Internationally, COLs have been used to create targeted education and migration policies that address critical skills gaps.

Occupational Employment Outlook
This initiative is currently underway.
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.
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The outlook analyzes the pilot of the Occupational Employment and Vacancy Survey (OEVS) carried out between December 2019 and March 2020.
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).

national priority programs, one of which would increase
Table 3.3

Industry

Average

2018

2019

2020

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

2021–25 2026–30 2031–35

INDO*NET

Rubber and plastic

22,408

22,698

21,958

23,233

24,253

24,131

This initiative is in the design stage.

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

9,912

10,062

9,722

10,307

10,795

10,744

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 December 2019 and will continue until November 2020. Data collected for each

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.

Other
Total
Source: MoI, 2018.
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Nongovernment stakeholders in Indonesia also conduct
assessments of economic prospects and their implications for skills, although they are more limited in scope.
ASEAN, consists of a survey of 241 manufacturing and
dents in Indonesia (ASEAN and ILO, 2016). This assessment looks at human resource recruitment and training

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 develop their own strategies (which may or may not be sup-

Do employers receive support to
train current employees?

Despite diverse assessments, there is no

The country does not have a levy-grant scheme—a meching. 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 currently 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

common agreement on the types of skills the

as well as the aspirations and expectations of consulted
students. The assessment also explores enterprises’ and

Indonesian WfD system should focus on.

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, horticulture, ICT, transportation, and cocoa sectors in the provinces of West Java and South Sulawesi.

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

Despite diverse assessments, there is no common
agreement on the types of skills the Indonesian WfD
system should focus on. While some consulted stakeholders 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

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 cover a limited fraction of the labor market.

Indonesia provides limited support for companies in the formal
sector to address the skills shortages of their workers.

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

employees in Indonesia was roughly a third of the share of

offers training and business facilities to those interested in
setting up their own business through the Professional Independent Youth Workforce Formation Program (Prasasti
and Paolo, 2017). Established in 2015, the program aims to
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
ing ministries to review the outcomes of these programs on
a regular basis to ensure that the investment is generating

countries (see Figure 3.3). Following common practice,
3.4), mostly those with higher education (see Figure 3.5).
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-

Are employers’ perspectives included
in WfD policy decision-making?

survey explored the reasons why companies do not provide training, and it found that, in addition to capacity and

Employers in Indonesia do have a role in the national
dialogue for WfD, mainly through two bodies.

level is appropriate and requires no updating (see Figure
3.8). However, more recent data from the World Bank’s
-

Under the coordination of MoM are the National Training Council (NTC) and the Vocational Training Committee (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’ Association APINDO. VTC supports the implementation of
national training policies and programs with the input of
both KADIN and APINDO.

climbed from 8.6 percent in 2009 to 11.1 percent in 2015
(Gomez-Mera and Hollweg, 2018). 34

Employers also participate in occasional workshops or focus-group discussions, and they occasionally sign agreements, like the 2016 Memorandum of Understanding
(MoU) between KADIN and MoM. This 2016 agreement
ployers’ input (CMEA, 2017a); as of 2017, it had resulted 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.

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

programs that do not.

32 For a brief description and examples of training funds, see di Gropello, Kruse, and Tandon, 2011. For a lengthy discussion on the
33 Data collection workshop.
34 The Enterprise Survey was conducted in Indonesia between April and November, 2015, from a representative sample of 1,320
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
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.
38

programs; MoI’s training and mentoring to increase start-up activity in the manufacturing sectors as part of its Entrepreneurship Programme; 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).
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Figure 3.3

Figure 3.6

13%

Indonesia

31%

Malaysia
Philipines

University

55%

Vietnam
Thailand

8%
10%

Partners

36%
25%
32%
36%

Middle-income countries

3%

Industry associations

15%

12%

8%

Private institute

Non-education

19%

Manufacturing

31%

Government institute

4%
3%

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

Others

5%

41%

31%
10%

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

Figure 3.4

Figure 3.7

Unskilled, production worker

23%

Unskilled, nonproduction worker

20%

Skilled, production worker

55%

Skilled, nonproduction worker

Very poor/poor

44%
Average

Average share of workers who received training in 2015 (%)
Source: Adapted by the authors from Gomez-Mera and Hollweg, 2018.

0%
0%

Training purchased
from private institutions
Training purchased
from public institutions

5%
2%

83%

Good
Very good

73%
13%
25%

Figure 3.5

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

Gender

Total
Male
Female

Age

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

Education

Primary or less
Junior secondary
Senior secondary
Higher education

5.09%
4.93%
5.38%

Figure 3.8

3.54%
5.58%
5.85%
4.98%
0.42%
1.57%

21%
23%

Lack of information on training needs

41%

Good existing skills-technology match

34%
34%

Lack of training capacity

7.74%

24.5%

56%
59%

In-house informal training
High worker skills

Average share of workers who received training in 2015 (%)
Source: World Bank, 2019b, using Labor Force Survey data for Indonesia.
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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

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

Nongovernment stakeholders do
ties 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
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.
clarity, the functions of nongovernment stakeholders. However, their

2.0

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

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

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:

1
2
3

Clarity of roles of government
ministries and agencies.

the system follow more structured processes, at the system level,
coordination of WfD strategies and programs mainly occurs through
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.

nongovernment stakeholders.
Coordination among different
actors for the implementation
of strategic WfD measures.
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Most of the countries
assessed by SABER-WfD
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.

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.
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
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.
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In advanced economies,
all WfD stakeholders
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.

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

Are the roles and responsibilities of

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

· MoEC oversees formal and nonformal training at the

At the time of the SABER data collection, three ministries had a predominant
role in the Indonesian WfD system: MoEC, MoRTHE, and MoM.
These three ministries indeed have important responsibilities in Indonesia’s WfD system, as they not only administer training institutions directly but also regulate
the delivery of training services by private providers. Line
ministries also administer training institutions directly and
36

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 leaders and coordinators (see Figure 3.9).

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

MoEC’s policies takes place at the national level. To
oversee the implementation and/or adaptation of policies, as well as the administration and delivery of local
vocational education, the Ministry is represented by 34

nonformal or formal training at the uppersecondary and higher education level.

· MoM oversees nonformal training provision. Data

Figure 3.9

Oversee and regulate
training provision

Ministry of Education and
Culture and Ministry of
Religious Affairs

Ministry of Research,
Technology and Higher
Education

Ministry of
Manpower

shared by MoM show that this Ministry administers
21 public work-training centers (BLK) focused on
preparing individuals for the world of work, particularly school leavers. MoM also regulates the delivery 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 Komunitas). 37 MoM is the lead institution on the regulation,
approval, and maintenance of competency standards (SKKNI) as well as youth employment policies,
which include skills development interventions.

WfD system vision and
coordination

Coordinating Ministry
for Human Development
and Culture

uniquely positioned to determine the curriculum, facilities, and equipment needs in their respective sectors. For
this reason, line ministries are also expected to determine
the education and competency standards of sector-speministrator and regulator of training provision. Some ministries 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 ambitious plans to establish apprenticeship schemes inspired
by the German model, build new polytechnics, and advance the implementation of key initiatives, such as “Link

· 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
tions that provide both academic and TVET-oriented
programs, such as universities, institutes, and colleges

Ministry of National
Development Planning

Competencies,” and “HR Development towards Industry
4.0” (MoI, 2018).

Coordinating Ministry of
Economic Affairs
Does not denote
dependence, but
association

Line Ministries
(~17)**
*

upper-secondary level. It administers 3,519 public senior technical and vocational secondary schools (SMK)
and regulates the training services of 10,191 private
SMK and 19,633 nonformal training institutions (LKP)

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.
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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.
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.
44

38 Figures are sourced from Malik, Jasmina, and Ahmad, 2019; the distinction between TVET-only and TVET/academic institutions is
39 Recently upgraded to Industrial Human Resource Development Agency, according to informants.
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Ownership

Ch. 3

Workforce development and national priorities

Closing the Gap between Workforce Development and Labor Markets

Nonformal
Education

Formal Education
Upper secondary,
vocational education*

Training

Vocational higher
education*

Ministry of Education and Culture

Number of
institutions

3,519

Ministry of Higher Education
and Technology

436

Ministry of Manpower

305**
20

Ministry of Religious Affairs
Ministry of Transportation

11**

Ministry of Tourism

6**
6

Ministry of Agriculture
Ministry of Maritime
Affairs and Fishery

N/A

Ministry of Health

38**

Ministry of Industry

21**

Ministry of Communication
and Informatics
Ministry of Energy and
Mineral Resources

1
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

2. The division of oversight responsibilities also lends

CMHDC and CMEA have mandates to facilitate coordination among various WfD stakeholders, but each oversees
only a fraction of the WfD system. CMHDC, among othecution 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

itself to overlaps. The National Education System Law
(20/2003) establishes three different types of education: (1) formal, which includes levels encompassing
basic, secondary, and higher education; (2) nonformal
education, which is outside the formal system and can
MoEC and MoM run parallel and independent
systems to register and accredit the
same type of training providers.
be implemented in single- or multiple-stages; and (3)
informal, which encompasses the unstructured learning that takes place through personal interactions. All
ministries can offer programs—and regulate training
providers—under both formal and nonformal education (see Table 3.4). Overlaps of this kind are common
across the system, but given the scope of management 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 nonformal private providers far outnumber public ones.

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 stakeholders 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 enGoal 2). But the agency is not alone in its efforts to develop
a vision for Indonesia’s WfD system: BAPPENAS, responding to the emphasis on human resource development from
opment Plan, has also articulated an independent vision for
the system as a whole.
There are numerous areas of overlap among the ministries that oversee and regulate TVET:

1. All ministries develop their plans and strategies
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 Education Revitalization Program and the Teacher
Training Institution Revitalization Strategy; and
MoM developed the Grand Design of National
Vocational Training 2017–2019. There is no evidence of synergies among these three plans. 40

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.

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

** Figures shared by MoEF.
The ministry owns training institutions.

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

41 Law 20/03 concerning the National Education System and Government Regulation 17/10 concerning the Management and Implementation of Education.
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.
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3. A third area of overlap is around competency

Nongovernment stakeholders also have legally defined roles and responsibilities. According to Government Regulation No.31 of 2006, employers are expected to actively participate in the implementation of
the national job training system, from the development
of SKKNI to competency-based training (including apprenticeship in companies) to competency certification. 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).

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 competency 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 compeextent to which this leads to the development of multiple
competency standards for identical or similar occupations is unknown. However, the fact that the Agency for
National Standardization of Education (BSNP) places
the need to harmonize standardization of competencies as a priority in its strategic plan (Malik, Jasmina,
and Ahmad, 2019) suggests that it is not uncommon.

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 responsibilities among the five signing ministries as follows (MoEC, 2016):

MoEC

Develops the SMK revitalization roadmap, increases the number of instructors
and SMK staff, enhances collaboration among ministries, local governments, and

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

ed implementation of strategic measures. Although this
MoU expresses the intention of signing ministries to work
together toward a common goal, there is little documentation pointing to a coordinated implementation of the
revitalization of SMK. Each ministry develops its own

a coordinated implementation
of strategic measures.
implementation, funding, and monitoring plan. Consulted
stakeholders report using informal communication channels to coordinate, which may not result in structured exchanges and ensure synergy across ministries.
Over the years, several initiatives have tried to improve
coordination among stakeholders. In 2014, BAPPENAS 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, employer 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 Committee 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 coordination. However, the implementation of the White
Paper may face significant constraints. Modifying the
roles or mandates of WfD stakeholders can be challenging, 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 resistance by affected parties. The strengthening of the National TVET Committee may be the most viable route
in the short term, but the system will continue to operate below its full potential if such a committee does not
have the mandate to reallocate, and perhaps eliminate,
redundant roles and responsibilities.

Photo by Darren Wanliss on Unsplash

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

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 development of multiple agendas for TVET. In turn, this has resulted in ministries advocating to advance priorities and
initiatives aligned with their strategic plans but not necessarily converging with each other in a way that can address the needs of the country.

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

by providing quality training to those in the education
system. However, starting in the 1980s, but particularly 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 (Raddon, 2012). Such efforts facilitated a rapid reaction to
for Upgrading and Resilience (SPUR), which combined
funding with training and upskilling programs to help
companies retain employees during the downturn.

Ireland and Finland offer good examples of explicit
national strategies for WfD and clarity on the leadership role within the WfD system. In Ireland, the Further 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

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,
icies. This alliance brought stability and coordination to
the system, resulting in a common agreement on the
centrality of WfD to national socioeconomic development (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 recurrent topic in policy dialogue across ministries. In 2016,
Singapore reorganized WDA’s functions and divided
them into two statutory boards (MoM, 2016):

Figure 3.10

Unclear roles

Overlapping mandates
Multiple leaders
Multiple coordinators

lead to

Multiple agendas
for WfD

Expressed in

Different vision of
priority sectors and
skills needs

Fragmented
advocacy

Uncoordinated
interventions

1. Articulate a strategic direction and strengthen
coordination for implementation

with the National Skills Strategy. The latter is developed 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).

SkillsFuture Singapore (SSG), under the Ministry of Education, is responsible for promoting a culture of lifelong learning by maximizing synergies between IVET and CVET. SSG
administers the Skills Development Fund
(SDF), which is funded by a levy scheme. 47

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

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

clarify leadership roles, reduce mandate overlaps, and increase coordination.
of leaders and coordinators, but their success is constrained 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 efforts to develop a TVET strategy could consider explicitly
assigning the leadership and coordination role to a leading entity that would include one or a limited number of

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 corresponding skills needs analyses in each (see Box 3.2). The
WfD leading entity should use this evidence to develop
50

46 For a more detailed description of WfD 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.
47 See more on the SDF levy scheme on WfD in Box 4.2.
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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

Korea’s
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
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 empowered to coordinate WfD stakeholders to formulate
and recommend WfD strategy and policies, compile
and disseminate information and knowledge, formulate budgets, and request funding from government

Up to 2010, the Korean system was "among
the best in the world," regarding the
WfD stakeholders and the establishment
of coordination mechanisms.
Human Resources Development Forum and Regional
Human Resource Development (RHRD) Committees
renewed the engagement of important WfD stakeholders 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.

added responsibilities to stakeholders but maintained
WfD stakeholders has improved over the years. In the
1970s, Korea’s Vocational Review Training Committee
(VRTC) was used to foster collaboration and information sharing among government WfD stakeholders and
employers. Chaired by the Vice Minister of Health and
Social Affairs, it “served an important role in fostering

Box 3.2

Examples of
labor market
observatories
around the world

Mi Futuro
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 professional and technical programs.

Sistema Nacional de Información de Educación
Superior
and Observatorio Laboral
para la Educacion
These systems provide information to help families evaluate the quality and
prehensive information system on higher education, and OLE provides information on graduate characteristics and labor market outcomes (income
and employability).

Labor Market Information Portal
The Australian LMO contains up-to-date labor market data at the national, 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
The French LMO analyzes labor market data and produces studies and
statistics in the areas of employment and vocational training.

Occupational Employment Statistics
In the United States, the system produces employment and wage estimates
annually for over 800 occupations at the national, state, and local levels. Na-

Denmark Employment Statistics
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
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.
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.
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Photo by Darren Wanliss on Unsplash

tries engage with employers as strategic partners and
have formalized their cooperation by creating different

2. Foster a demand-led approach
The GoI could further engage employers in WfD discussions, integrate
to support companies in addressing their skills shortages.
Business associations currently have only one formal engagement mechanism at MoM, which is likely to reduce

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 necessary to equip the current and future workforce with
the skills needed to navigate modern labor markets successfully and to support the country’s competitiveness.

the leading WfD entity was to engage employers in the
development of a strategic vision and establish mechanels 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 Development 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).

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

tax incentives and a skills development fund are steps
54

training institutions and municipalities. Australia integrates both the regional and the sectoral approach; the
Australian Industry and Skills Committee (AISC), which
approves nationally recognized TVET programs, has 12

incorporate industry-based perspectives in the WfD
decision-making process. Depending on the country

ing different regions of the country. AISC gathers advice
from Industry Reference Committees, who represent

sectors of the economy, others regions of the country,
and others both sectors and regions; some bodies only
include employers, while others include additional stakeholders. The United Kingdom has 18 sectoral employer-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 advice. 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 implementation of employment policies— by, for example, providing 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

knowledge, and skill sets in training programs meet industry needs. Box 3.3 provides international examples of
employers actively contributing to national WfD policies.
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Box 3.3

Examples of
employers actively
contributing
to national
WfD policies

The Australian Industry and
Skills Committee
Established in 2015, AISC is a formalized industrygovernment 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 relevance and quality of the national training system. The committee meets
six times a year and consists of 12 members representing different realso gathers advice from the Industry Reference Committees (IRCs)—
when developing and reviewing training packages to ensure national
that industry needs. AISC appoints the members of the committee for
three years through a public and open nomination process. IRC members 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
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 municipalities and unemployment insurance funds. The councils have 21
representatives from trade unions and employer associations, municipalities, 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.

UK Sector Skills Councils
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
and advice to employers; and (5) raising employer engagement and
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 training 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 between businesses’ representatives and the Federal Institute of Vocational 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 remuneration. Finally, companies are responsible for planning and implementing apprenticeships.

Sources:
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SABER-WfD ratings
on system oversight

Figure 4.1.

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

The second dimension of SABER-WfD assesses the national
structure that supports the delivery of training services.
Under the system oversight dimension, workforce development (WfD) authorities set the foundation for the ef-

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.

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. SABER-WfD examines Indonesia’s policies and practices to
achieve the following three policy goals: (1) ensuring ef-

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

Dimension

Policy
goal

Under this dimension, workforce development

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

(WfD) authorities set the foundation for the

System oversight

PG.4

PG.5

PG.6

Funding

Standards

Pathways

3.8

3.6

3.2

3.4

3.4

3.5

2.3

3.4

3.0

1.7

2.3

2.3

effective functioning of the system, which

Indonesia’s score for system oversight is 2.1, placing the
country at an emerging level of development.

providers, occupational standards for technical
and vocational education and training (TVET)

-

graduates, and other protocols to help individuals

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 facilitate partnerships between employers and training institutions, which result in increased private investment in
training. These strengths are counterbalanced by the limited practice of formally analyzing the impact of funding

Singapore

2010

navigate the skills development system.
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-secondary 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-

Republic
of Korea

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.

Malaysia

occupations and a wide range of skill levels. While comtions, 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 procation. The Indonesian WfD system has set up an agency
-

The practices for funding and quality oversight in Indonesia are aligned with international trends. A comparative
analysis of 30 countries that have implemented the SABER-WfD program shows that countries tend to “have
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.

Indonesia

systems causing harmonization challenges. The volume
of testing is relatively small. The third measure is the de-

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

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.
portant feature of Indonesia’s WfD system is its national

60

2010

2010

2019

Source: Authors’ compilation based on analysis of the data collected using the SABER-WfD questionnaire in each country.
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who pursue the technical path have difficulty progressing 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 students, 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.
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
rated at the same level of development.
measures to improve its oversight practices. The Government of Indonesia (GoI) could consider addressing the
from a system-wide perspective. One way to do so is to
mandates across government WfD stakeholders so that
overlapping and unclear mandates can be reduced. The
ciency and training quality among training institutions. Increased attention and funding to CVET would also be important if the country is to move toward a lifelong learning
approach to training. Another consideration is the reevaluation of current accreditation practices, as they do not
seem to serve the intended purpose of ensuring quality.

Photo by dli Wahid on Unsplash
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POLICY GOAL

4

Ensuring
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.

Funding

Looks at the policies
and institutional
practices to secure
resources for TVET.

1.7

Indonesia scores
at a latent level of
development in

To ensure that these resources are
effectively used, it is important to
examine the extent to which policies
and institutional arrangements:

1

Ensure stable funding for
effective programs in initial
and continuing TVET

2

Monitor and assess
equity in funding

3

Foster partnerships with
employers for funding WfD
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Policy Goal 4 looks at the policies and institutional practices to secure

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)

Indonesia is among the countries that
show good practices in setting up
partnerships with employers to gather

government funds are allocated to incentivize cost-effective and
most countries that have participated in this assessment suffer from
information gaps in the performance of publicly funded training

that show good practices in setting up partnerships with employers

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

is an area where policies and

Advanced systems provide stable funding for TVET using comprehensive
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,
strengths are counterbalanced by the limited practice of formally
analyzing the impact of funding on the beneficiaries of training
Ensuring efficiency and equity in funding is a struggle for most of

processes that are informed by a wide range of criteria, including
previous budget allocations, enrollment rates, completion rates, and job
regularity to correct the unintended effects of funding allocation

systems, governments foster formal partnerships with employers to

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

64

65

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
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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 national budget, which in 2019 amounted to IDR 492.5 trillion
(US$32.8 billion), most of which is expected to cover general primary, secondary, and higher education (see Figure
4.2). Formal TVET, overseen by the Ministry of Education 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, although 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

2%

Other

4%

National
Education
Fund

60%

5%

K-12

Non-formal
training

that policy and planning documents almost always fall
short in outlining the budget implications of the proposed 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, Jasmina, and Ahmad, 2019).

ernment subsidies to foster research and development
programs; they can also be “public service institutions,”
management; or “operational units” that function as dependents of MoRTHE and use public funds as their operational budget. Allocations are determined based on

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 instructors and administrative staff—the most significant
expense in Indonesia 49 —are regulated by Law 5/2014
concerning the State Civil Apparatus (SCA), which classifies government employees into three groups: administrative, functional, and leadership occupations. Each
group has its own regulated level and payroll scale. Instructors working at TVET institutions are in the “functional” group, and their salaries are defined by the ministry or province/district government.

Allocations are determined based on

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
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 determine funding allocations.

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 categories 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

11%

Higher
Education

18%

Formal
training

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 responsibility between the central, provincial, and district
governments by stipulating that each level must allocate
20 percent of its annual budget or the sector. In practice, MoF has consistently earmarked more than 20 percent of the annual budget for education and training, but
many provinces do not consistently reach the expect-

number and type of study programs.

Source: World Bank, 2019b.

new programs, (3) having prebudget discussions with

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.

(5) preparing detailed budget implementation guidance
(Blondal, Hawkesworth, and Choi, 2009). To inform the

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

Funding allocation to ministries is
informed by their annual work plan.
The national budget is developed by the Ministry of Finance (MoF) and the Ministry of National Development

66

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

while the DKI Jakarta province allocated 22.29 percent
of its annual budget in 2016 for education, in 2019 the

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
5,000 trillion (Rp) for 2020. In addition, another 20 trillion (Rp) was allocated for the “Kartu Pra-Kerja” card program, targeting training for 5.6 million people (Ikhtisar DIPA 2020 - Budget Share Summary shared during World Bank visit in February 2020).
51
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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
els and types of institutions and program.

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 nullified previous efforts to provide financial support for
worker training. While the Decree 770/KMK.04/1990
The Government of Indonesia is considering
they are still in their early stages.
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 companies 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 deduction of gross income prior to taxation to support implementation 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 subsidized vouchers to unemployed workers for their skilling
and re-skilling. This program shows an important commitment from the GoI to CVET.

There is no national strategy for CVET, and
funding has traditionally been limited.
Support for companies to train their employees is scattered throughout line ministries. As such, building a cohesive and accurate picture of the main trends and practices
regarding CVET funding is challenging. However, discussions 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 training 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.

Some government institutions are exploring alternative

The GoI is considering various initiatives to finance
CVET, but they are still in their early stages. The establishment of a dedicated fund for skills has been
discussed in previous years. The 2015–2019 Medium-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 developing TVET (CMEA, 2018). Consulted stakeholders
report that there is a concrete proposal for the estab-

the Coordinating Ministry of Human Development and
Culture (CMHDC), MoF, and BAPPENAS, implemented 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
This assessment found limited evidence of
system-wide reviews of the impact of funding on
spending. The criteria ministries use to allocate
funding are based more on historical budgets
and less on the outcomes of training programs.
While there are a few exceptions, the criteria most ministries use to allocate funding rarely includes consider56
Disbursements
are, in most cases, incremental and associated with enDisbursements 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.
rollment, which creates incentives for institutions to offer 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
ents commonly used approaches to allocate funding to
training institutions.

56 Exceptions include, for example, MoM and MoEMR. As mentioned, MoM
52 These numbers equal the percentage of the education budget and exclude regional transfers (i.e. Dana Perimbangan, Dana Otonomi Khusus, and Dana Penyesuaian).
53 Data collection workshop.
54 Data collection workshop.
55 Data collection workshop.
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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.
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Box 4.1

The two most common approaches
for allocating funds to public
training institutions tend to

Allocations based on historical budgets deter improvements in the use of resources, as they can be accompa-

behavior of training institutions, such as shortening the
length of courses, certifying undeserving students, and
torical budgets, enrollment, outputs, and outcomes are
all important considerations for funding, and they should

as many students as possible to courses that require
have more incentive to cater to the “often-misinformed“
preferences of potential students than to the demand

that include a combination of these factors would be an
alternative fund transfer mechanisms beyond criteriabased funding allocations that could be implemented:

funds include measures of outputs and outcomes, which
can also have unintended negative consequences on the

Type of mechanism

Description

Indirect allocation

Direct Allocation

Ad hoc funding

Based on historic budgets or political interests
Institutional inputs

Based on enrollment

Outputs

Based on completion

Normative formula
funding

Outcomes

Based on graduate employment placement and
earnings

Training quality
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

Trainee-based funding

Vouchers and subsidies for trainees

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.
There are multiple ad hoc partnerships between training
institutions and individual companies: Bumi Wiyata Hotel,
PT Trans Retail Indonesia, and PT Toyota Motor Manufacturing 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 knowledge to teachers through a “Teachers’ Professionalism
Enhancement” program (Toyota Indonesia Manufacturing , 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

There are institutionalized partnerships at the province
level. Under the interministerial memorandum of understanding (MoU) signed in November 2016, local companies 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 polypropylene producer Polytama Propindo with four SMKs in West
Java. These partnerships collaborate on the content of

operational standards.

trainees and decision-making in school governing bodies.

There are some broader partnerships between training
institutions and the industry. In 2020, MoM facilitated
the formation of 60 Forum Komunikasi Lembaga Pelatihan dengan Industri (FKLPI, or Vocational Training Institutions-Industry Communication Fora) throughout the
country. 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. In addition, work-training providers (LPKs)

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 institutional TVET model that coordinates local government
WfD stakeholders, companies and business representatives, and training providers. The coordination begins at
the planning stage and should continue through the deliv-

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.
training and the development of standards and curricu-

graduates. The government intends to establish 20 SDCs;
5 of them have already started (Surakarta, Banten, Surabaya, Makasar, Denpasar) (KOMPAK, ND).

with relevant in-demand skills in the subsectors of digital,
59

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), Himpunan 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-Formal 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).

Source: Authors, with information from Ziderman, 2016.
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POLICY GOAL

5

·

Standards

Assesses the
framework for
quality assurance across
different training
providers and programs.

Policy goal 5 assesses the framework for quality assurance across different

An important feature of
the system is its national

There is an agency in place that oversees and

(KKNI), which covers several
occupations and a wide
range of skill levels.

causes harmonization challenges, and the volume

Table 4.1

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

1

effective system of standards and accreditation enables students to document
what they have learned, and employers to identify workers with the relevant
Pillars

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

2.3

Indonesia scores at
an emerging level
of development in

For policy goal 5, it is important
to assess the status of policies
and institutions to:

1

Set reliable competency
standards

2

Ensure the credibility of skills

3

Develop and enforce
accreditation standards
for maintaining the
quality of training
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Goal
60

Competency
Standards (SKKNI)
Designed to guide the
development of curricula
by specifying the required
competencies at different
levels of an occupation.
Standards align with KKNI
and the needs of employers.

for several occupations, with the engagement of both government agencies

Overseeing
agency

2

3

Standards

Education and
Training Standards

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.

MoM

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

Agency in
charge

60

cation Framework, refer to Box 1.2.
72

-

National Committee of

National Authority for

(IQNC)

(BNSP)

Source:
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MoEC
(SMK and
LKP)

MoRTHE
(Higher
Education
TVET
providers)

MoM
(BLK and LPK)

Agency for
National
Standardization of
Education
(BSNP)

National
Accreditation
Agency
for Higher
Education
(BAN-PT)

Training
Provider
Accreditation
Authority
(LA-LPK)
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Competency standards and
received sustained international
attention for over a decade,
of countries assessed by
SABER-WfD to set up NQFs.

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

Competency standards and
have received sustained

Photo by Gradikaa Aggi on Unsplash

slow pace to develop and approve standards and the lack of incentives for
at the established and advanced level are known for starting small by focusing

Are competency standards and a national

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

the related competency standards are integrated into training programs,

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.

processes and standards, and it ensures that training providers have incentives
and clarity on the competencies that students acquire in the TVET system, the

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-

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

across occupations and organizes them into nine levels
cation descriptors (an explanation of the general abilities

(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 ministries 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.

four domains: attitude and values, mastery of knowledge,
and responsibility (IQNC, 2019). The KKNI also establish-

improve employment prospects and earnings

the learning outcomes achieved through the education
system or job training (GoI, 2012). Moreover, Indonesia
has agreed, together with other ASEAN countries, to harmonize their frameworks for alignment and mutual recognition of educational outcomes and job requirements
74
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Various stakeholders play an active role in the development 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 sectors. MoM is the ministry responsible for the management
and coordination of the development of competency stan-

Figure 4.3

The education system in Indonesia

9
8
7
6
5
4
3
2
1

KNI, the competency standard committees carry out revisions 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

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 committees), which are expected to align with the ASEAN Quali61
Line ministries, together
with MoM, are also responsible for maintaining current,
state-of-the-art standards and encouraging their application in their respective sectors (World Bank, 2015c).
-

vision, are responsible for overseeing the application of
63
The National Proand 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

Figure 4.4.

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

Development

Adoption and use

MoEC,
MoRTHE,
MoRA
Needs from
industry

BNSP
Ministry of
Manpower

Line ministries
(~17)

The process to develop competency standards is ongoing.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-

Line ministries
(~17)

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

61 Indonesia has agreed—together with other ASEAN countries—to bring about mutual recognition and alignment of educational
frameworks are developed by technical line ministries that were expected to be aligned with AQRF starting in February 2017. To

Source: World Bank, forthcoming a.
Note:
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.

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.
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Table 4.2

Approved competency standards with MoM decree, by line ministry, 2019
Ministry/institution

SKKNI with MoM
decree

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

1

Ministry of Religion

3

a competency-based approach, surveys of public

2

Ministry of Agrarian and Spatial Planning

1

and private training institutions show that only

3

Ministry of Home Affairs

1

33 percent of training programs use competency-

4

Ministry of Villages, Underdeveloped Regions and Transmigration

1

based curricula (World Bank Group, 2019).

5

Ministry of Energy and Mineral Resources

105

6

Ministry of Maritime Affairs and Fisheries

40

7

Ministry of Health

8

Ministry of Manpower

9

Ministry of Finance

10

Ministry of Communication and Information

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

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

9
40
2
38

120

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

1

National Police
Total SKKNI with MoM decree

751

Source: Internal report shared by MoM.

standards.65 In 2018, MoRTHE, through regulation Regulation No. 49/2018, established the National Committee of Innize the process of mutual recognition between learning
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 competency-based approach, surveys of public and private training institutions show that only 33 percent of training programs use
competency-based curricula (World Bank, 2019). This is partially 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, particbe recognized by the national system that KKNI aims to build
(World Bank, 2017b). The use of competency-based curricula 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-

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 countries 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.

Photo by Hobi industri on Unsplash

67 Data collection workshop.
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Are there established protocols for ensuring the

BNSP is an independent body, created in 2004, that is ac-

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

system to certify competencies is aligned with KKNI, and it
must promote and guard the credibility of skills testing and

tions, BNSP monitors LSPs closely. BNSP accredits LSPs
through a 6-step process that includes a site visit. The accreditation is valid for three years. BNSP requires every LSP1 to

surance institutions. As of 2019, BNSP licensed 1,496 LSPs.

BNSP must ensure that the system to certify
competencies is aligned with KKNI, and

types of testing centers, as BNSP recognizes three types
of LSPs (BNSP, 2019):

it must promote and guard the credibility

· LSP 1:

that are established either by companies to certify
their employees, or by SMKs and tertiary vocational
institutions to certify their students’ learning outcomes. 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.

conduct internal audits that the agency reviews annually. It
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 every province and district, this a very expensive activity.68

· LSP 2:

cies that are established by companies to assess and
certify suppliers in their production chain. The cer-

ance by the LSP. Although LSPs can design assessment tools
ry out both tasks, and it reserves the right to approve tools
and assessors (World Bank, 2015c).

or a network of companies and providers. By mid2019, 5 percent of all LSPs fell under this category.

· LSP 3:

2019). Taking into consideration that enrollment in SMK
for the same year surpassed two million, 69 it can be assumed that far less than 30 percent of students are
being tested. This is an underestimation, as competency-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
es the number of competencies that LSPs can offer to
test and certify. Second, the limited demand for certi-

agencies that are established by industry or
professional associations. By mid-2019, 18 percent of all LSPs fell under this category.

BNSP coordinates with industry and relevant government
(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

competency.70
not an obligation established by law across Indonesia.
Some regional governments and ministries have issued

The protocols for ensuring the credibility of skills testing
establishment of BNSP, several economic sectors developed independent systems to certify competencies (for example, public works, tourism, electricity, oil and gas).72 Not

(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 students and workers interested in going through a competency-based assessment must have a few hundred dollars
to pay for it (World Bank, 2017b). At the time of this writing, there is no indication of measures to assess the cost
of testing or address cost-related challenges for those not
covered by the government.

which means that several agencies, such as the Construction Service Development Agency (LPJK) and the Ministry
of Energy and Mineral Resource’s Directorate General
73
.
require harmonization or integration. The extent to which
BNSP allocates resources to the harmonization of different

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 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. 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 system is provided on the following pages.

exercise. Aware of this challenge, BNSP reports undertaking socialization activities with industry to increase

of unit competencies that must be tested. By mid-2019,

70 Data validation workshop.

SKKNIs, 384 occupations, and 584 competency clusters

71 Data validation workshop.
72 Data validation workshop.
68

73 Data validation workshop.

69 Estimates by IQNC, 2019.

74 Data validation workshop.
80

81

Figure 4.5

dards are periodically reviewed: those updated in 2008

Indonesia has different systems to accredit training providers

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
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 accreditation. In addition, MoRTHE has recently issued an Inter-

Oversee and
regulate training
provision

Ministry of
Education
and Culture

Ch. 4

Workforce development oversight

Closing the Gap between Workforce Development and Labor Markets

Ministry of Research,
Technology & Higher
Education

Ministry of
Manpower

Line ministries
(~17)

BLK and LPK, but accreditation is not compulsory.77 Some
training providers seek the accreditation of MoM (sometimes 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 providers to improve service delivery.78
provements in the number of accredited institutions have
While each system seems to be directed at
different types of institutions, line ministries
can accredit any type of institution under

institutions that want to pursue it. Unaccredited higher
education institutions risk losing recognition of their diAgency
responsible
for accreditation

Training
providers

BAN-SM

(Badan Akreditasi
Nasional

SMK

LKP

BAN-PT

(Badan Akreditasi

Higher education
training providers

LA-LPK

BLK

LPK

SMK, polytechnics,
institutes, etc.

their purview, especially when the institution
delivers training programs that contain potential

of their facility (MoRTHE Regulation No. 50/2015). Despite 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 temporary 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
requirement is the result of budgetary constraints and
the rapid growth of the higher education system that has

hazards to occupational safety and health.
been made: in 2017, less than 10 percent of MoM-registered 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 percent of the registered LPKs and 35 percent of government
BLKs were accredited. Two factors may inadvertently deter 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 experiencing long accreditation times, as LA-LPK has approximately 400 assessors to serve more than 7,000 BLK and
LPK (World Bank, 2017b).

cover all institutions (Petriella, 2019).

Note:

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).

to oversee the quality of education and training in general and vocational secondary schools. Accreditation is
mandatory for public and private training providers, and
34/2018, which covers education standards for basic,
lower-, and upper-secondary education, including vocational education. The main incentive for providers to seek
accreditation is that they cannot operate or issue certificates 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 agency’s outreach program to promote accreditation. Despite

The second system is operated by BAN-PT (under
MoRTHE) and applies to higher education institutions,
including those that deliver TVET. BAN-PT was established 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 internal consultations with input from relevant stakeholders,
including senior faculty members from different higher
education institutions (Ahza, 2010). Accreditation stan-

75 Information retrieved from MoEC’s data portal: http://psmk.kemdikbud.go.id/datapokok.
82

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

76
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) assessget. For more information, see Ray, 2016.
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POLICY GOAL

6

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.

Pathways

Evaluates the extent
to which policies
and institutions facilitate
lifelong skills development.
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Students from formal TVET institutions at the upper-secondary level have multiple learning

Policy goal 6 evaluates the extent to which policies and institutions

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

workers need to acquire new skills and competencies, and to keep their
and education system that promotes lifelong learning best serves them
progression to higher levels of training, and access to programs in other

2.3

Indonesia scores at
the emerging level
of development in

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
Policy goal 6 evaluates the
extent to which policies and
institutions are in place to:

1

Promote the enrollment

2

Enable progression through
multiple learning pathways

3

Support transitions from
training to employment

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
students from formal TVET institutions at the upper-secondary level

struggle with building a strong system to ensure the recognition of prior
Performance is better in the provision of systematic support for career
development to the general public, with most countries clustered at
services are available but are provided through disparate stand-alone

They have progression systems in place to ensure that TVET students
can progress to academically or vocationally oriented programs

recognized, including those that are issued by training institutions

from nonformal training providers, or from training providers under the
line ministries, paths to continue their training after the upper-secondary

certify their competencies to facilitate job placement or further

training to employment through the employment services offered by

systems offer a comprehensive menu of services for occupational
and career development through integrated networks of centers to

84

Most of the countries
assessed by SABER-WfD
struggle with building a
strong system to ensure the

85

Advanced countries
promote lifelong learning
through various means.
RPL systems allow
individuals at all levels
of education and skill to
certify their competencies
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Does the government promote
enrollment in TVET programs?

Table 4.3

In Indonesia, TVET can be provided by formal and nonformal institutions

The government of Indonesia has taken concrete measures
to address the negative perception of TVET.

and job placement services. Since their announcement

implementation, and follow-up of training programs. 81

TVET institutions cannot meet enrollment

In Indonesia, there are three education subsystems.
Law 20/03 acknowledges three main types of education
subsystems: formal, nonformal, and informal. The same

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

and has levels, encompassing basic education, secondary
education, and higher education”; nonformal education as
“outside formal education that can be implemented structurally, or in several levels”; and informal education as the
individual interactions with family and surroundings that

Primary
school
Lowersecondary
school

General
Uppersecondary
school
Vocational

Institutions

Sekolah Menengah
Pertama and Madrasah
Tsanawiyah

Vocational

# of
institutions
in 2018

48 million

200,699

Sekolah Menegah
Kejuruan (SMK) and
Madrasah Aliyah
Kejuruan (MAK)

4.9 million

247
thousand

University
Institute

Nonformal Education

Training
centers

322
thousand

279
MoRTHE

219

Lembaga Kursus dan
Pelatihan (LKP)

3 million

19,633

Balai Latihan
Kerja (BLK)

275
thousand

305

MoEC

MoM
Lembaga Pelatihan
Kerja (LPK)

N/A

8688

Training institutions
under line ministries

2.3 million

165

81 Data collection workshop.
86

1,064

2555

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.

80 Data validation workshop .

13,712

584

College for
specialization

national skills development picture.

Authority

MoEC and
MoRA

Sekolah Menegah
Atas (SMA) and
Madrasah Aliyah

Polytechnic
Higher
education
institution

# of
students in
2018

Sekolah Dasar and
Madrasah Iibtidaiyah

Academy

General and
vocational
Higher Education

available to TVET students?

Formal Education

and reform select BLKs into centers of development, centers of empowerment, and centers of excellence; and (d)

Indonesia’s Education and Training System

targets, and that reduces the incentives to invest

The 3R Policy aims to: (a) identify priority training programs in each BLK, based on local needs; (b) strengthen
BLK infrastructure according to those priority programs
(content, methods, assessment, instructors, equipment

Providers

Basic Education
General

in 2016/17, the two programs are believed to have increased the public interest in pursuing training at BLKs,
increased the rate of absorption of BLK graduates, and
increased the number of partnerships with employers.

Stage

Secondary Education

As with most WfD systems, the negative perception of
TVET is common and creates a vicious cycle. TVET institutions 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 training and to graduates inadequately prepared to join the labor 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, Rebranding” (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-

Type

87

Various

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 vocational secondary schools (SMKs) (3 years). 82 According
to experts, the curriculum of SMKs and SMAs is similar

Upper-secondary TVET graduates can pursue education
and training programs more easily than those who pursue
nonformal training. SMK graduates can pursue education
different types of institutions (see Table 4.4). However,
as of 2015, the transition between upper-secondary to
post-secondary vocationally oriented programs seems

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 providers called BLKs, and private nonformal training providers 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.

Transitions are easier if TVET graduates choose to

education and training programs more easily

pursue vocationally oriented programs. In theory,

than those who pursue nonformal training.

graduates from post-secondary vocational

to be hindered by entrance exams that focus on academic skills, which biases the selection against TVET graduates (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
ucation system. Ideally, they could map their abilities
be a realistic possibility in the future.

Higher education institutions that provide TVET
Providers of TVET programs exclusively

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. This transition is easier 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

Upper-secondary TVET graduates can pursue

Table 4.4

Academies and Community Colleges that
organize vocational education at levels D1 and
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programs can progress to university programs.
their studies onto the professional track than if they
were to choose an academic-oriented bachelor’s degree (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 vocational programs available at the master’s degree and applied doctorate levels for polytechnic graduates (Waidl,
Wardana, and Ni’mah, 2018). 84

Providers of general and TVET programs
Colleges, which provide academic or vocational and
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
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:

83 Data validation workshop.
82

madrasas typically last 3 years. In addition, some vocational high schools offer four-year SMK-Plus programs that lead to a Diploma

88

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.
89

Photo by Airam Dato on Unsplash
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Figure 4.6

Pathways for skills acquisition in Indonesia’s WfD system

Kindergarten
or TK
Islamic
Kindergarten

Primary School
(SD)
Islamic Primary School
(MI)

Nonformal
Education

Child Care
Center

Islamic Junior
Secondary
School
(MT)

Play Group

Packet A

Vocational
(SMK/MAK)
Vocational high /
Islamic high school

Undergraduate
/ Bachelor degree (S1)

D1

D2

D3

D4

Master's
degree
(S2)

Doctorate degree
(S3)

Specialist 1

Specialist 2

Apprenticeship
Packet C

Packet B

Courses

Informal
Education

Typical
Age

General
(SMA/MA)
General high/
Islamic

Senior Secondary School Education

Formal
Education

Basic Education

Pre-school Education

Junior
Secondary
School
(SMP)

Family Education

0-3

4-6

7 - 12

13 - 15

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
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.

16 - 18

19 - 22

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

regulations that are not articulated to KKNI. Graduates
other than MoEC and MoRTHE are not recognized for admission into formal education and training programs, which
limits the options for the professional and career development of millions of graduates of the training provided by
line ministries. The same is true for workers trained on the

ministries may use competency standards aligned to KKNI
as a framework to guide both exercises. Graduates from
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-

90

22

91
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Box 4.2

Does the government offer support for transitions
from training to employment and vice versa?

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.

In Indonesia, several ministries provide job placement services independently.
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 matching: (1) AyoKitaKerja,85 a job-matching platform connecting
86
(2) E-Bursa
Kerja, which houses online job fairs, and (3) a page on the
MoM website providing access to different vocational training opportunities.87 In addition to online services, MoM
organizes in-person job fairs, offers public employment servate 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 information 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

more than a decade, as evidenced by several regulations.
Law 20/03 stipulates that “the outcomes of non-formal education programs (and informal education) shall be recognized as being equal to the outcomes of formal education

and statistics in 5 selected countries:

in Indonesia for more than a decade, as

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
• Experienced and
older workers
• Females
• HE applicants
• Those at risk of
unemployment
• Job seekers
•
• VET applicants

N/A

evidenced by several regulations.
programs after undergoing a process of assessment by an
agency appointed by the Government or the local governments 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 deholders 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.

etc.) is very limited, and 90 percent of job seekers report
mon search method in Indonesia (Naidoo, Purnamasari, and
Rachmadani, 2019, and World Bank, forthcoming b). While
4.3 for examples of services provided to women), these initiatives tend to be ad hoc and on a small scale.

Adult learners
School dropouts
HE applicants
Those at risk of
unemployment
• Job seekers
•
• VET applicants

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.
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.

* Austrian Academy of Continuing Education (WBA).
** National ENIC/NARIC Centre (National Board of Education).
.

87 https://pelatihan.kemnaker.go.id/.
88 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

-

• Women in the STEM Workforce Readiness Program (ILO and J.P. Morgan)
aims at empowering, connecting, and supporting women to transition into ca-

almost all are performing domestic work (a form of unpaid work); while just 13 per-

on soft and technical science, technology, engineering, and math (STEM)-relatwomen are those who are either underprivileged secondary or post-secondary TVET graduates, under-employed women working in entry-level STEM-re-

The National Medium-term
Development Plan (RPJMN

who are in the labor force, they are twice as likely to be part-time workers than men

• Wanita Indonesia Hebat (MoWECP and Tahir Foundation) targets migrant
Indonesian women who are willing to work abroad, and it provides intensive

-

• Women Empowerment Program for Victim Violence (MoWECP) trains women

priority the integration of
women into the labor force.

they are either married or have a young child (infant to 4 years old), mainly due to
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

•
In order to improve labor outcomes for women in the workforce and to incentivize more women to join it, active labor market programs should be redesigned

programs that provide funding and coordination for existing vocational education

Entrepreneurship training programs providing
business training, mentoring, and/or grants:

from employment intermediation services, such as search assistance, counseling,
ing programs that include mentorship; and women who face low labor demand

• Business Owner Empowerment (MoM, MoCSME, and MoWECP) targets
• WeLearn (UN Women and Unilever)
• Pelaku Industri Rumahan atau IR (MoWECP)

Sources:
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programs should be
redesigned to address the

as a priority the integration of women into the labor force to address these gen-

Empowerment and Child Protection (MoWECP) and by international and local

Active labor market

95

vulnerable women face.
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Box 4.4
The Skills Future Agency (SSG) in Singapore is responsible for
promoting lifelong learning by maximizing synergies between
SSG administers both the Skills Development Fund (SDF) and the

The current oversight policies and practices in Indonesia’s
WfD system have multiple strengths.
There are clear funding allocation procedures and partnerships with employers to mobilize funds that are in
place and encouraged. WfD stakeholders are working
toward a lifelong learning approach to TVET through
-

it supports employers that provide training to re-skill and up-skill

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 addressing in the short- and medium-term.

the course fees, which depends on whether the employer is from
a small- and medium-size enterprise or not, on who provides the
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.

or learning pathways for TVET students, and a system

the current duplication of labor across agencies.
With regards to funding, the established processes that allocate funding to line ministries, and from ministries to train-

cent of the monthly remuneration for all employees, including
a minimum payment of S$2 (for employees earning less than

allocations were unstable and attached to rising priorities 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

of spending in the WfD system. An important step in this diities and mandates across government WfD stakeholders
to eliminate the duplication of efforts that contributes to

A shorter-term measure would

Source: https://ssg.gov.sg

implications of their roadmaps and multiyear plans. Clearroadmaps and multiyear plans.

needs of each stakeholder could facilitate a more comprehensive assessment of the WfD system’s funding needs
and better monitor its achievements.

European countries have explored a wide range of options
(see Table 4.5). A few countries support the availability of,

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

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
-

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

and CVET followed a system-wide strategic plan. IVET
Endowment Fund (LLEF), created with government
funds in the early 2000s, and the Ministry of Education.

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

companies, the Government of Indonesia could explore
mechanisms to foster training among working adults not
(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.

for funding allocation and planning. As CVET responsibilities were initially dispersed across the Ministries of

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.
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90

https://www.cedefop.europa.eu/en/publica-

tions-and-resources/tools/financing-adult-learning-db/instrument-types.
97

Table 4.5

Austria
Belgium
Bulgaria

For
Individuals

Grants
For
companies

For
Individuals

Training
Fund

For
companies

Tax incentives
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Loans

Saving
schemes

Training
leave

Payback
clauses

The criteria to allocate funding to training institutions could
be enhanced to foster performance. WfD stakeholders
ing quality among training institutions. Currently, funding
allocations depend on historical budgets and enrollment,
which are useful but may create unintended behaviors: the

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, enrollment 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

the latter can strengthen alignment to student demand,
rather than industry demand. More comprehensive criteria could counteract these effects. It could, for example,
cy-based standards aligned with KKNI, partnerships with
employers, and graduate job placement.

a priority, and ministries were required to use a Management Accounting System to monitor spending and
outcomes as part of reducing the public spending costs.
By 2010, funding criteria included successful completion

Cyprus
Czech Republic

Framework (NQF), accreditation status (unaccredited
institutions would not receive funding), priority economic sectors, and graduate placement (Raddon, 2012).

Denmark
Estonia
Finland

2. Assure relevant and reliable standards

France
Germany
Greece

The analysis revealed that the slow progress on the development 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 involvement of the private sector to help in the process. Similarly,
the allocations to MoM as the coordinator of KKNI, and
tion schemes, may contribute to fast-track the development of SKKNI and the corresponding testing tools. The
effective application of KKNI not only depends on the development 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.

Hungary
Ireland
Italy
Latvia
Lithuania
Luxembourg
Malta
Netherlands
Poland
Portugal
Romania

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 Development in 2006, and the Malaysian Qualifications
Agency in 2007, as well as increased funding allocations to support the process of developing standards and aligning training with them and the NQF.

Ireland exemplifies how a single and well-structured
country-wide architecture can facilitate prior learning recognition and access to lifelong learning opportunities. 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 categorizes 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, minor, special-purpose, and supplementary) that reflect
the depth of the qualifications awarded at each level.
Majors are the highest type of awards within each

Slovak Republic
Slovenia

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

Spain
Sweden
United Kingdom
Source: CEDEFOP, 2014.

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.
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level. Although there are different institutions that
recognize learning, Quality and Qualifications Ireland
is the national awarding body that recognizes individuals’ learning as qualifications at all levels. The NFQ

ends up being a useful framework that can be used by
learners to choose education and training pathways;
by employers and institutions to understand qualifications; and by training providers for quality assurance. 92

3. Ensure quality of the accreditation system
Current accreditation practices in Indonesia’s WfD system do not seem to serve the intended purpose of ensuring quality. Experts argue that the criteria applied by
some ministries are not stringent enough. The mere existence of multiple accreditation systems and rules might
be problematic. In addition to the duplication of labor for
both ministries and training providers, the limited articulation in the system eliminates the signaling that accreditation should have for prospective students and employers.
effectively navigating parallel bureaucracies, rather than
for the quality of its services. As such, the GoI could consider taking one of several actions. First, streamlining accreditation so that it is controlled by a single agency. Second, reviewing the accreditation standards to ensure that
all parties (that is, training providers of all types, prospective 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
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meet to obtain the accreditation and accompanying
guidelines for providers on how to prepare for accreditation. 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 accreditation body (in addition to any standards specified by a

WfD system do not seem to serve the
sector or region). In a few countries, 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 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 decides 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 lighter 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.

While the Indonesian system starts from a good base, further efforts might
be needed to promote a lifelong learning approach to skills development.
further actions to ensure that students from nonformal
training providers have access to diverse learning pathways, that employment services actively facilitate transitions 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 stackability of credentials to promote lifelong learning. These
types of models allow workers to earn shorter-term crewages) and that (1) are attractive for their short duration,
and (2) can be further upgraded to more advanced credentials and skills over time. Furthermore, strengthening
their services to different types of job seekers would be
important to ensure that transitions to work are actively
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 forges partnerships between City Colleges and industry leaders 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, Distribution, and Logistics bridge program, earning a forklift
as an elective in our enhanced supply chain management

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, 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. Similarly, junior colleges were encouraged
to provide courses for vocational high school students 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 employment and vice versa. Through public employment
offices and several integrated online platforms, the
country 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.

on to an associate and a bachelor’s degree in distribution and
logistics” (City Colleges of Chicago, 2014).

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.

92 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 include: Transition to Work, providing intensive pre-employment services to young workers (in particular,
early school leavers and those having difficulty finding
a job after school) to help them improve work-readiness skills through apprenticeships, traineeships, and
education 94; the Community Development Programme, 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 Ministry of Labor has “Mom Compte Formation” personal
training accounts that are targeted toward professionals and offer online career counseling and training
services throughout the professional’s work life.

94 The courses cover communication, teamwork, time management, problem solving, and additional technology skills, as well as career development and job preparation (such as job-hunting skills, interview skills, and labor market education).
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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.
and research institutions. The second action is concerned
strategic management of the workforce development
(WfD) system as a whole, and the second dimension assesses the national structure supporting the delivery of
training services, the third dimension is concerned with
the policies and practices that are associated with trainthis part of the SABER-WfD analysis examines Indonesia’s policies and practices to achieve the following three
policy goals (Figure 5.1): (1) enabling diversity and excellence in training provision, (2) fostering relevance in public training programs, and (3) enhancing evidence-based
accountability for results. The Indonesian WfD system is
rated at an emerging level of development for service delivery, 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

Figure 5.1

SABER-WfD rating for service delivery, Indonesia and comparison countries

Dimension

Service delivery

to ensure the relevance of public training. Recruiting qualthe Indonesian WfD system. Both instructors and administrators have annual opportunities for professional development, 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.

Policy
goal

PG.7

PG.8

PG.9

Excellence

Relevance

Accountability

3.6

3.5

3.7

2.5

3.2

3.6

2.5

2.8

2.9

2.2

2.3

2.1

The Indonesian WfD system is rated at an
emerging level of development for service
delivery, with an overall score of 2.2

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 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. The second action has to do with
the combination of incentives and autonomy to foster
quality among public training institutions. 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.

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 interventions 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 input-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 trainees or employers, but it does not offer information that

On the policy goal to foster relevance in public training
programs, a score of 2.2 places the Indonesian WfD system at an emerging level of development. Two actions

training institutions, or programs based on performance
or potential opportunities.

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 internships 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

The Indonesian WfD system resembles international
trends in the management of public and private providers. Most of the countries assessed by SABER-WfD have
a diverse market of training providers that includes private and public institutions. Like Indonesia, other countries 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
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Source: Based on analysis of the data collected using the SABER-WfD questionnaire.
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autonomy to training institutions—an important condition 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 protect the quality of training services. Similarly, establishing
mechanisms to control the quality of private training instiThe Indonesian WfD system resembles
international trends in the management
of public and private providers.
tutions is challenging for most. Countries often fail to engage private providers through regulation and incentives,
which opens space for low-quality providers that continue 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 employstrategy to persuade employers to invest time, effort,
Indonesia, concerted efforts have given way to a diversity 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 stakeholders in Indonesia. Although there is room for improvement in both areas, Indonesia’s practices seem to be on a
path to reach advanced levels.

Photo by Muhammad Haikal on Unsplash
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POLICY GOAL

7

Excellence

Assesses the extent
to which policies
encourage and regulate
nonstate training provision
and incentivize excellence
among public providers.

2.2

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

This policy goal looks at the
policies and practices in place to:

1
2

Encourage and regulate
nonstate provision of training.
roles for nongovernment
stakeholders.
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Incentivizing diversity
and excellence in
training provision

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.

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

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

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.

commitment to quality training among public providers. In most cases,

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.

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

Like Indonesia, other countries face challenges in fostering the quality
of private and public provision through incentives, autonomy, and

the local context. In some countries, public training providers are granted
autonomy without accompanying mechanisms to ensure accountability
and responsibility for results.

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.

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.

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

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.
Their management of
public training providers is
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.
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The government of Indonesia provides some incentives
to encourage nonstate provision. Stakeholders consulted
for this study suggest that private training provision is not

Does the government encourage
nonstate training provision?
The training market in Indonesia is comprised of a mix
of private and public training providers.
Table 5.1 shows that the number of private training providers is ten times higher than that of public training providers. Some private providers are organized in associations—the two most prominent being the Association of
Indonesian Training Institutions (HILLSI) and the Association of Indonesian Training and Course Providers (HIPKI).
Both organizations were founded during the 1980s and

have adjusted their mission to expand their representation since then. In general, their goals are to offer private
training providers the space to consult and share information. 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

3,519

10,191

Vocational Madrasa Aliyah

763

7,080

University

81

503

Institute

64

155

College for specialization**

91

2464

122

157

78

984

305

--

Training providers for migrant workers (BLKLN)

--

249

Work training providers (LPK)

--

8,688

Nonformal training institutions (LKP)

--

19,633

SMK

Formal*
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Polytechnic
Academy
Work training centers (BLK)

Nonformal***

The incentives provided include occasional subsidies, instructor training, or grants for tools or equipment.96 Given 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 providers. 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

14 steps that can be summarized as follows (BAN-PT,
2011): Steps 1–4: institutions review, complete, and submit 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
The Ministry of Education and Culture (MoEC)
and the Ministry of Manpower (MoM) have

licensing ministry, which can be either MoEC, MoM, the
Ministry of Research and Technology (MoRTHE), or any
line ministry that oversees training.

the largest number of institutions registered
(World Bank Group, 2017b), but other line

Some measures are in place to ensure the quality of nonstate training provision. Measures vary depending on the
overseeing ministry.

ministries also register training providers.
-

· Private training providers under MoEC are expected

to meet education standards, which are determined
and enforced by the Agency for National Standardization of Education (BSNP). These include standards for
educators and school staff, for facilities and infrastructure, 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

sion. Higher education institutions that are considthen are provided technical support to address their
shortcomings, and if the poor performance is not addressed, institutions can lose the license to operate.97

· MoM has in place a nonmandatory accreditation pro-

the provincial religious ministry, the ministry, etc.). The
effect of these quality standards and reporting requirements on the quality of private providers is not clear.

· Private training providers under MoRTHE are expected to meet the standards set by the National Accreditation 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

progress has been made in past years, a large number
of institutions are still not accredited. According to estimates shared by MoM, as of December 2019, only 65
percent of the registered LPKs, and 35 percent of government work training centers (BLKs), were accredited.

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.

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/.
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cess led by the Training Provider Accreditation Authority (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

96 Data collection workshop.
97 Data collection workshop.
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Registration,
licensing, and
accreditation in
WfD systems
diverse mix of training providers
requires a clear understanding of
its composition and performance.
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Public providers under MoM are required to meet
four different targets. These are: enrollment, set at

This report uses them as follows:

1.

Registration: Process to obtain a legal
authorization by an entity that provides services
to the public and enters into a public registry

2.
3.

Licensing: Process to obtain legal
authorization to deliver training and issue

Accreditation: Process to assess whether
quality standards established by the legislation.
If successful, it concludes with a formal
recognition that must be renewed periodically.

Three tools are commonly
used for this purpose:
registration, licensing, and accreditation.
These terms acquire a particular meaning,
depending on the country’s regulation.

Source: Adapted from CEDEFOP, 2009.

How does the government incentivize excellence
among public providers through targets?
Ministries set different targets for the training providers under their purview.
Like with private providers, quality assurance measures for
public providers vary depending on the overseeing ministry:

· Public training providers under MoRTHE are not

· Public providers under MoEC are instructed to focus on

meeting enrollment targets.
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, proment of this enrollment target is monitored to ensure that
it is improving, but limited action is taken to further understand why some institutions under- or over-perform.

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 investing 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-needed attention to the quality of existing offerings.
99

10 million graduates placed; and apprenticeship placement, 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 underperforming institutions; 15 percent claimed having experienced
a budget reduction due to poor performance; and 24
percent mentioned having received verbal warnings
dence of measures to support the improvement of underperforming BLKs. 102
Goals to increase the number of training institutions and
students enrolled in TVET programs have provided a focus for the system but have also created unintended consequences. The emphasis on enrollment can be interpreted as an equivalence between high enrollment and high

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 Indonesian WfD system has placed on matching training
provision with the skills needed in the labor market. UsAnother 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.
ing enrollment targets to determine funding decisions can
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 management, IT, accounting) and a limited investment in equipment. 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. This partially explains the current oversupply 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.
to adapt their offering and management of training ser-

· TVET institutions under MoEC do not have full autono-

Autonomy must always be paired with solid accountability
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:

my.103 They can select trainees based on their own cri-

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 number of students enrolled.104
They tend to focus their program offerings in areas that
require lower investments in labs, instructors, and equip-

101
102 However, positive signals have recently emerged as the “Kartu Pra-Kerja” program, introduced in 2020, involves partnerships
98 As of February 2015, 55 percent of senior secondary students were enrolled in SMAs (Kadir, Nirwansyah, and Bachrul, 2016).
99 Data collection workshop.

103 Data collection workshop.
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are computer engineering and networking, accounting,
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.
In Indonesia’s WfD system, different
types of institutions enjoy different levels
of autonomy and accountability

· 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 programs (adhering to KKNI, SKNNI, and education standards), and hire and dismiss temporary labor. They are
not allowed to generate and retain revenues; any income must be transferred back to the ministry. Mechanisms for accountability do not appear to be widely
used. Consulted stakeholders stated that all polytechnics are accountable to a governing body, but they
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

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 classi108
Despite the relative autonomy
that these training institutions enjoy, there is no information available on mechanisms to ensure accountability.

105 Data collection workshop.
106 Data collection workshop.
107

ysis” to identify program/training needs in their local areas. They seek
input from industry in the process to design the training programs.

-
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108 Data collection workshop.
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POLICY GOAL
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Relevance

Focuses on policies
to foster relevance
of public provision
through collaboration
with employers and
the recruitment of
and instructors.

2.3

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

This policy goal looks at the
policies and practices in place
in Indonesia that enable public
training providers to:

1
2

and expert input in the
design of programs
Recruit administrators
and instructors with
and support their
professional development
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Fostering relevance
in public training
programs

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
dards, is not common practice.

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.

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.

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

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

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.

to renew course curricula to keep abreast of technology developments
and market trends (Tan et al. 2016).

Only a few of the countries
assessed, like Indonesia, have
established partnerships
between research institutions
and training providers.

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,

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.
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The Indonesian WfD
system has a good record
of fostering partnerships
between employers and
training institutions.

In advanced systems,
relevance is maintained
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.

119

Ch. 5

Managing service delivery

Closing the Gap between Workforce Development and Labor Markets

Do training institutions collaborate
with employers in Indonesia?
There are examples of formal connections between industry
and training institutions under MoEC and MoRTHE.109
Efforts to promote such collaboration date back to 1990,
when Government Regulation 29/90 opened the possibility 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 feature of Indonesia’s WfD system has been the concerted
effort to institutionalize links through measures like requiring 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 important results. For example, under the interministerial
memorandum of understanding (MoU) signed in November
2016 (of which MoEC and MoRTHE are part), three companies 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 development of standards and curricula, and the testing of
trainees. As mentioned in policy goal 2, the partnerships recently established by Bumi Wiyata Hotel, PT Trans Retail Indonesia, 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 opportunities for trainees, industry training for instructors,111 and donation of industrial equipment and supplies.112
The Teaching Factory113 is perhaps the most robust form
of collaboration between companies and training providers under MoEC and MoRTHE. This model requires
stable commitment and investment of both training institutions and their partner companies. In general, there are

three models of collaboration (Kadir, Nirwansyah, and
Bachrul, 2016). In one model, the teaching factory facilities are built by the company but are housed and managed 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-

automotive sector. Other BLKs have partnered with Suzuki to receive car donations that are essential for applied
training. BLKs in Bantem Province and Bandung have similar arrangements with Toyota and Mitsubishi, respectively.
Other partnerships revolve around industry training for instructors. 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 Kalimantan in the past. Similar to other line ministries, MoM seeks
the participation of industry in the development of competency standards. However, there is limited space for
employers to provide insight on facility standards, because
those fall under the general building and sanitary regulations set by the Ministry of Public Works and Housing.

Figure 5.2

The Ministry of Industry has in place an industrial
vocational development program

The emphasis on connecting the demand and
supply of skills at the service delivery level has
grown and morphed throughout the years.
ferent model, the two parties invest in building the teaching 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 model. 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 company’s premises.

Vocational education
towards the German dual
system Model

HR development
towards industry 4.0

MoM promotes partnerships between BLKs and employers 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
ing services, BLKs partner with employers to accomplish
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-

Building new
polytechnics in
industrial areas

Competent industrial
workforce

Establishment of link
and match in SMK

Industrial Workforce
Competency

3 in 1 education
system

109 Unlike in other areas analyzed in this assessment, where policies and practices in MoEC differ from those in MoRTHE, both ministries 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

dards in the Human Resource Agency within the Ministry of Energy and Mineral Resources.

-

Source: Translated from MoI, 2019 by the authors.

113 The concept of “Teaching Factory” entails transferring the production conditions in a working environment to a learning environment. 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.
120
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The Ministry of Industry (MoI) is an important force in
the promotion of partnerships between training institutions and employers. In 2019, the MoI allocated Rp1.78
trillion toward a program known as the Industrial Vocational 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 promotes 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

and polytechnics to collaborate in the development of curricula, in setting the facility standards, and in offering students structured and articulated apprenticeship opportunities. 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 Ministerial Regulation in 2017 to encourage further collaborations 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

but by June 2019 it had already
connected 1950 SMKs. The “link and match” approach
to training is also applied to polytechnics where MoI is promoting the implementation of a dual system for employers

participation in this matter is not only encouraged by MoI
but also fundamental to the establishment of teaching factories. However, the recurrence and nature of interactions
in this area are not widely documented.

114
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Table 5.2

Standards for directors of public training institutions vary.
Standards

Explicit standards
exist

MoE

MoRTHE

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,

In addition to civil servant
regulations, standards are

Regulation No. 15/15 on
Organization Structure
and Governance

Regulation No. 8/PER/
MEN/ 2008.

Minimum academic

Master’s degree

PhD for the heads, and
master’s degree for
directors

Bachelor’s degree

Minimum years of
industry work

Must have 2 years of
managerial experience

None

competence

How does the government recruit and

The three ministries with the most prominent role in Infor prospective administrators, which include minimum

to be closely followed by the latter.118 Consulted Ministry
rently have the required pedagogic background. Other
consulted stakeholders argue that challenges to recruit

5.2). In theory, existing requirements would allow for an
effective selection of suitable administrators. However,

The three ministries with the most prominent

administrators, which include minimum

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-

BLK directors have not changed since 2011, when the
offered by the Ministry. However, the provinces responsiof SMK principals.117 Similarly, although MoM’s standards
for BLK directors are expected to be applied by both centrally and regionally managed BLKs, they do not appear

Minimum years of
teaching experience

Minimum of 6 years

Minimum of 3 years
candidates must have
teaching experience

role in Indonesia’s WfD system have

these requirements have limited the pool of applicants

retirement age; half of them did not have the required academic credentials; and 70 percent of them did not have
the relevant industry experience (World Bank, 2011).

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 furniture; in Bantaeng, South Sulawesi, specializing in metal processing; in Dumai, Riau, specializing in palm oil processing; in Batu Licing, 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).

Source: Authors’ creation based on consultations and multiple documents.

Some professional development opportunities seem to
be planned for managers, but there is limited information about the implementation, quality, and relevance of
such activities. Professional development opportunities
for the administrators of training institutions are needed
ensure that these professionals can marshal their institutions to become proactive, innovative, and adaptable to
the constant changes in the demand for skills. Government Regulation No. 11/17 on the Management of Civil
Servants and the Minister of State Apparatus, and Bureaucracy Reform No. 13/2019, both mandate in-service

117

119

118

120 Data collection workshop.
122

MoM

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 administrators, 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,

123

120
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How does the government recruit and
The standards for the recruitment of instructors vary.
The recruitment of instructors for the formal and nonformal systems follows different regulations:

ment Field. Based on this regulation, the minimum requirements 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.

· The standards for instructors in formal education

and training are detailed in Government Regulation
17/10 that describes the types of instructors, their
deployment, dismissal, and career development.
under MoEC and MoRTHE, consist mostly of academic
degrees and pedagogical experience. SMK productive
teachers/instructors121 are required to have a fouryear 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.

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 formal TVET institutions. To mitigate this challenge, MoEC

challenge across Indonesia’s WfD system.

· 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
odology and the relevant technical skills. On the hiring
of nonformal training instructors, the “Joint Decree

KP.188/MEN/2003 and 25A Year 2003 on Functional Position for Instructor” regulates that: (1) ‘skill’
level instructors are required to have at minimum a
senior secondary diploma and to have passed a functional 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-

has opened recruitment opportunities to noneducational
degree holders, and it offers preservice training to prepare 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 subjects (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

121 The regulation recognizes three types of teachers: (1) Normative, who teach subjects such as religious education, civics, Indonesian 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;
122
123

nical and work process expertise in training and teaching, and learning in certain vocational study programs.

-
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have been invoked to help prospective teachers meet the
requirement for a master’s degree.
ment opportunities, but there is limited information
about the quality and relevance of such activities. MoEC
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. Discussions with relevant stakeholders suggest that MoRTHE
focused on a retooling program for vocational education
lecturers in the form of training, as well as provided nondegree scholarships for 344 vocational lecturers by the
end of 2018.125
for their professional skills relevant to various industri-

125

al sectors.126
receive training through e-learning courses, instructor
internships, and competency test support.127 In 2019,
the Ministry provided training to 2,000 BLK instructors,
As with administrators, the requirements
for instructors have limited the pool of
candidates and forced measures to address
the shortage without compromising quality.
set up industrial internships for 1,300 instructors, ofcompetency tests for 650 BLK instructors.128 Information 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.

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
128

the industrial internship program.
cation for instructors. The Directorate of Training and Productivity in MoM indicated that in 2019, this directorate trained and

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.
124

training delivered for 1,146 people, and an upgrading program implemented for 922 people, as well as internship mentor train-
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Accountability
Looks at the practices
to collect, manage,
and use WfD data.

2.1

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

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.
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Enhancing
evidence-based
accountability
for results

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
training institutions, or programs based on
performance or potential opportunities.

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.

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.

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

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.

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

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.
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.
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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.
Reporting requirements and the management of data
vary by ministry:

annually to MoM. 129 While the majority of BLKs
fulfill reporting requirements, MoM officials acknowledged that there is not yet full compliance. 130

· 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 enrollment, dropouts, number of teachers and administrative staff, facilities, etc.), and graduation statistics
(MoEC, 2017a). Private institutions also report some
administrative data. Most institutions appear to
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.

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 Vocational 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 associated needed competencies (CMEA, 2017b). CMEA is
also currently collaborating with the World Bank to estabThe government conducts surveys and

· Public and private institutions are required to

assessments on WfD-related topics.

report information to MoRTHE, which focus-

and graduation statistics. Information on graduate 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 achievement 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

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 Indonesia Vision 2045 describes Indonesia’s economic growth
scenario between 2016 and 2020 and the national plans
for sustainable economic development, including a workforce reform to take place between 2016 and 2045 (BAPPENAS, 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,
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).
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
assistance provided by the Directorate of Development 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 Education Data Base (PDDikti), which is integrated nationally (MoRTHE, 2018). MoRTHE produces a
Higher Education Statistical Yearbook with general 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 reported 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, document sharing in public platforms, etc.), rather than
an MIS system.132
Regulation 31/06, the institution had established an
MIS in the past that did not perform as expected.133

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
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).
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131 DataPokPok is available here: http://psmk.kemdikbud.go.id/datapokok.
132 See footnote 129. While Sisnaker is a move in the right direction,
the platform is still in its infancy.
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133 Data collection workshop.
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formance of training institutions and inform their funding allocation 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:

·

·

evaluations being conducted by MoEC or about plans
to collect data on the employment status and earnings

of training. However, the Ministry has taken a few steps
to collect such data. To start, it requires all BLKs to

investments in assessing the labor market outcomes
of SMK graduates to gauge program performance and
devise policies and procedures to support SMK im-

to make funding decisions, set targets, explore curriculum 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 addition 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 statistics 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 collection and use of graduate employment and earnings data. The absence of this information results in

and recommendations
Policies and programs related to service delivery in
Indonesia have the highest score, on average.
A relatively diverse training market, efforts to link training
institutions and employers, and data collection from public training institutions to assess their performance are all
strengths of the Indonesian system. However, some existing 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,

the limited integration of private provision into the naalence 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.

the performance of training institutions and

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

·

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

inform their funding allocation decisions.
send a post-training small questionnaire to graduates
inquiring about their employment status (among other
things).138 Although this method may yield incomplete
graduates as they often change addresses or places of
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 information 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 produce annual reports that provide important information
about the system’s progress and performance, but they are
of little use for prospective students or employers.

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 ambitious enrollment targets. These targets have provided a focus for the system, but they have also created unintended
behaviors among training institutions. One way to address
this problem is by complementing current enrollment targets with other measures that would indicate the quality of
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 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 underperform, which limits the effectiveness of these targets.

but not necessarily respond to employer needs.
Singapore offers an example of encouraging target
in fostering excellence and relevance among training institutions.140 The country has made impressive progress
134 Data collection workshop.
135
136
137 See footnote 129. While Sisnaker is a move in the right direction, the platform is still in its infancy.

market forced the country to adapt its quality control
policies. With public providers, Singapore established
enrollment targets in certain study areas to align training 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

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

If new targets were to be included to assess
the performance of training institutions,
they should be realistic, measured
regularly, and strictly enforced.
which is not disbursed until training institutions report
ing. To encourage quality among private providers, the
Government of Singapore requires adherence to quality
standards as a condition for maintaining the license
system called EduTrust that ranks training providers in
one of three levels: EduTrust Provisional, EduTrust, and
are publicly available, private providers engage in the
quality assurance process to embed it in their institution-

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.
130

140 For a more detailed description of WfD 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.
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2. Foster relevance in public training programs
instructors and administrators of TVET institutions could help
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
Ministry is devising different strategies to address it. While
ministerial efforts attempt to tackle urgent needs, the essential nature of instructors and administrators to the system’s proper functioning merits a broader strategy. This
strategy should not only identify and prepare teachers to
tem that innovates and excels in the medium and long term.

Singapore’s transformation of the management of instructors 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 management 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). Leadership programs geared toward managers of training
institutions were created in the same decade. Education reforms in the 1990s led to stricter recruitment
requirements for instructors, including the need for
a minimum number of years of industry experience.

Employment and Labor (MoEL), which affected funding allocation and eligibility to participate in publicly
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 satisfaction 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

3. Enhance evidence-based accountability for results
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 information through tracking short- and long-term employment outcomes of graduates from education and training
programs. As government WfD stakeholders agree on
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 national WfD matters to inform system management. The
existence of links between training providers and research 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 Indonesia aims to compete in the fourth industrial revolution, it
could consider developing the local research capacity and

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
ment of provider performance. 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 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

institutions and WfD stakeholders.
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141 For a more detailed description of workforce development 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.
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Annex 1
The SABER-WfD Analytical Framework

Strategic Framework

Dimension 1

Policy goal

G1

Setting a strategic
direction

G2

Fostering a demandled approach

G3

Strengthening critical
coordination

Provide sustained advocacy for WfD at the top leadership level
Establish clarity on the demand for skills and areas of critical constraint
Engage employers in setting WfD priorities and in
enhancing skills-upgrading for workers

Formalize key WfD roles for coordinated action on strategic priorities

Provide stable funding for effective programs in initial, continuing,
and targeted vocational education and training

G4
System Oversight

Dimension 2

Monitor and enhance equity in funding for training
Facilitate sustained partnerships between training institutions and employers
Broaden the scope of competency standards as a basis

G5

Assuring relevant and
reliable standards

Develop and enforce accreditation standards for
maintaining the quality of training provision
Promote educational progression and permeability through
multiple pathways, including for TVET students

G6

Facilitate life-long learning through the articulation of skills
for skills acquisition

Provide support services for skills acquisition by workers,
job-seekers, and the disadvantaged

Encourage and regulate nonstate provision of training

Service Delivery

Dimension 3

G7

and excellence in
training provision

Combine incentives and autonomy in the management of public training institutions

G8

Fostering relevance in
public training programs

Integrate industry and expert input into the design
and delivery of public training programs
Recruit and support administrators and instructors for enhancing
the market-relevance of public training programs

G9

Enhancing evidence-

Topic in DCI 2.5 FINAL

Policy Action

Expand the availability and use of policy-relevant data for focusing pro-

for results
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G1_T1
G1_T2
G2_T1
G2_T2
G2_T3
G2_T4
G2_T5
G3_T1
G3_T2
G3_T3
G4_T1
G4_T2
G4_T3
G4_T4
G4_T5
G4_T6
G5_T1
G5_T2
G5_T3
G5_T4
G5_T5
G5_T6
G5_T7
G5_T8
G5_T9
G6_T1
G6_T2
G6_T3
G6_T4
G6_T5
G6_T6
G7_T1
G7_T2
G7_T3
G7_T4
G7_T5
G7_T6
G7_T7
G8_T1
G8_T2
G8_T3
G8_T4
G8_T5
G8_T6
G9_T1
G9_T2

Advocacy for WfD to Support Economic Development
Strategic Focus and Decisions by the WfD Champions
Overall Assessment of Economic Prospects and Skills Implications
Critical Skills Constraints in Priority Economic Sectors
Role of Employers and Industry
Skills-Upgrading Incentives for Employers
Monitoring of the Incentive Programs
Roles of Government Ministries and Agencies
Roles of Non-Government WfD Stakeholders
Coordination for the Implementation of Strategic WfD Measures
Overview of Funding for WfD
Recurrent Funding for Initial Vocational Education and Training (IVET)
Recurrent Funding for Continuing Vocational Education and Training Programs (CVET)
Recurrent Funding for Training-related Active Labor Market Programs (ALMPs)
Equity in Funding for Training Programs
Partnerships between Training Providers and Employers

G9_T3

Use of Data to Monitor and Improve Program and System Performance

Competency Standards for Major Occupations
Occupational Skills Testing
Skills Testing for Major Occupations
Government Oversight of Accreditation
Establishment of Accreditation Standards
Accreditation Requirements and Enforcement of Accreditation Standards
Incentives and Support for Accreditation
Learning Pathways
Public Perception of Pathways for TVET
Recognition of Prior Learning
Support for Further Occupational and Career Development
Training-related Provision of Services for the Disadvantaged
Scope and Formality of Non-State Training Provision
Incentives for Non-State Providers
Quality Assurance of Non-State Training Provision
Review of Policies towards Non-State Training Provision
Targets and Incentives for Public Training Institutions
Autonomy and Accountability of Public Training Institutions
Introduction and Closure of Public Training Programs
Links between Training Institutions and Industry
Industry Role in the Design of Program Curricula
Links between Training and Research Institutions
Recruitment and In-Service Training of Heads of Public Training Institutions
Recruitment and In-Service Training of Instructors of Public Training Institutions
Administrative Data from Training Providers
Survey and Other Data
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Rubrics for Scoring the SABER-WfD Data

Functional Dimension 2 System Oversight
Level of development
goal

Functional Dimension 1 Strategic Framework

4

Level of development
goal

Setting a Strategic
Direction for WfD

1

Fostering a Demand-Led
Approach to WfD

2

Strengthening Critical Coordination for
Implementation

3

Latent
Visible champions for WfD
are either absent or take no
strategic WfD priorities.

Emerging

Established

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
implementation progress is
monitored, albeit through ad
hoc reviews.

There is no assessment of the
country’s economic prospects
and their implications for
skills; industry and employers
have a limited or no role

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.

Industry/employers have a

Industry/employers help

Industry/employers help

strategic WfD priorities; the
government either provides
no incentives to encourage
skills upgrading by employers
or conducts no reviews of
such incentive programs.

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.

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 levygrant scheme is published
with a time lag.

priorities and receive limited
support from the government
for skills upgrading.
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Advanced
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, economywide WfD policy agenda;
implementation progress
is monitored and reviewed
through routine, institutionalized
processes.

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.

Latent
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
of training programs has not
been recently reviewed.

Emerging
The government funds
IVET, CVET (including
OJT in SMEs), and ALMPs;
funding for IVET and CVET
follows routine budgeting
processes involving only
allocations determined
largely by the previous year’s
budget; funding for ALMPs
is decided by government
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.

WfD priorities on a routine basis
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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Established

Advanced

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 trainingrelated 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 trainingrelated 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

Functional Dimension 2 System Oversight

Level of development
Latent

5

Policy dialogue on
competency standards and/

Assuring Relevant and Reliable Standards

goal

Framework (NQF) occurs
on an ad hoc basis with
limited engagement of key
stakeholders; competency
standards have not been
major occupations is mainly
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.

Emerging
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 competencybased for a few occupations
but for the most part is
mainly theory-based;
by public- and some
private-sector employers
but have little impact on
employment and earnings;
the accreditation of training
providers is supervised by
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.
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Level of development

Established

Advanced

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 competencybased, and assesses both
theoretical knowledge and

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

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

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

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.

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.

goal

6

Latent

Emerging

Established

Advanced

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;

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

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

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;

vocational programs are
not recognized in the NQF;
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.

and vocational programs
are recognized in the NQF;
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.
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vocational programs are
recognized in the NQF; a
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.

and vocational programs are
recognized in the NQF; a large
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

Functional Dimension 3 Service Delivery

Level of development
goal

7

8

Latent
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 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 instructors in training institutions.

Level of development

Emerging

Established

Advanced

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

The relevance of public
training is enhanced through
informal links between some
training institutions, industry
and research institutions, including input into the design
of curricula and facility standards; heads and instructors are recruited on the
basis of minimum academic
standards and have limited
opportunities for professional development.

Relevance of public training
is enhanced through formal
links between some training
institutions, and industry and
research institutions, leading
to collaboration in several areas, 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 institutions, and industry and research
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autonomy; decisions about
training provision are timebound 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.

goal

9

Latent
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.

Emerging
Training providers collect
and, report administrative
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.

collaboration in a wide range of
areas; heads and instructors are
recruited on the basis of minimum academic and professional
standards, and have regular
access to diverse opportunities
for professional development,
including industry attachments
for instructors.
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Established

Advanced

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

Name

Position

Institution
Ministry of Research, Technology and Higher Education

Sub Directorate
Name

Position

Ministry of Research, Technology and Higher Education

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

Secretary of Human Resource
Development Agency on ESDM

Ministry of Energy and Mineral Resources

Coordinating Ministry for Human
Development and Culture
Ministry of Education and Culture
Witra Gatara

Ministry of Manpower

Head of Competency Department

Ministry of Public Work and Housing

Competency Assessment and
Performance Monitoring Centre

Ministry of Public Work and Housing

Maskuri

Secretary

National Accreditation Agency for
Schools and Madrasah

Fajarudin I

Expert Team

National Accreditation Agency for
Schools and Madrasah

Apprenticeship Development

Ministry of Manpower

Head of Training Institution
Standards Sub Directorate

Ministry of Manpower

Staff

National Development Planning Agency

National Training Council

Ministry of Manpower

Agriculture Training Centre

Ministry of Agriculture

Human Resource Development Agency

Ministry of Agriculture

Staff

Indonesia Chamber of Commerce (KADIN)

Head of Training Institution Accreditation
and Registration Sub Directorate

Ministry of Manpower

Director

National Movement for Indonesia Competent

Ministry of Environment and Forestry

Human Resource Development Agency

Ministry of Agriculture

Staff

National Development Planning Agency

Money Implementor, Human
Resources Development Agency

Ministry of Industry

Albina RS

Human Resources Development Agency

Ministry of Industry

Human Resource Development Agency

Ministry of Communication and Information

Head of Planning Department, Human
Resource Development Agency

Ministry of Transportation

Program Executor, Human Resources
Development Agency

Ministry of Industry

Chairman of Indonesian State
Polytechnic Director Forum

Indonesian State Polytechnic Director Forum

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

Reference Framework Committee

Framework Committee

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
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Indonesian Training Providers Association
Head of Competency Standardization
Sub Directorate

Head of Cooperation Department, Human
Resources Development Agency

Putri

National Development Planning Agency

Suntoro

Ministry of Energy and Mineral Resources
Indri Puji R

Staff of Manpower and Expansion
of Employment Opportunity

M Yasir

Achmad M

Sugeng Barkah

Indonesia Chamber of Commerce (KADIN)
Sari Sitalaksmi

Mahatmi Saronto

Ministry of Manpower
Academician

Universitas Gadjah Mada

Director for Manpower and Expansion
of Employment Opportunity

National Development Planning Agency
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Final Validation
Name

Agus Sartono

Position

Institution

Senior Advisor TVET System Reform

GIZ

Deputy of Education and Religious Affairs

Coordinating Ministry of Human
Development and Culture

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

Deputy of Workforce Development
and Creative Economy

Coordinating Ministry for Economic Affairs

Coordinator for Industrial Human
Resource Development Agency

Ministry of Industry

Head

Agency for National Standardization
of Education (BSNP)

Name

Bakrun

Simanjuntak

Deputy Assistant of Workforce Development

Vice Chairman

Director of SMK; Director in Charge of
Industrial Alignment for Vocational Education

Ministry of Education and Culture

Director of Learning of Higher Educationa

Ministry of Education and Culture

Secretary to DG of Binalattas

Ministry of Manpower

Dadi Marhadi

Head of Industrial Education and Training

Ministry of Industry

Secretary to Human Resources
Development Agency

Ministry of Environment and Forestry

Human Resource Development Agency

Ministry of Communication and Informatics

Secretary to Human Resource
Development Agency

Ministry of Transportation

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)

Coordinating Ministry for Economic Affairs

Ministry of Manpower

Political Counsellor

British Embassy - Jakarta

Education and Skills Adviser

British Embassy - Jakarta
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Institution

Chair

Chairman

Yulius Ibnoe

Position

147

Annexes

Annex 4
SABER-WfD Scores

G1

2.0

2.0

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

G2

G3

1.8

1.8
Engage employers in setting WfD priorities and
in enhancing skills upgrading for workers

2.0

2.1
Dimension 2

Provide sustained advocacy for WfD
at the top leadership level

Formalize key WfD roles for coordinated
action on strategic priorities

Provide stable funding for effective programs in initial,
continuing, and targeted vocational education and training

G4

Facilitate sustained partnerships between
training institutions and employers
Broaden the scope of competency standards as a

Establish protocols for assuring the credibility

1.7

1.0

4.0
2.5

2.0

2.3
Develop and enforce accreditation standards for
maintaining the quality of training provision

Promote educational progression and permeability
through multiple pathways, including for TVET students

G6

2.0

1.7
Monitor and enhance equity in funding for training

G5

1.7

2.3

2.5

3.0

2.0
Enhance support for skills acquisition by workers,
job-seekers, and the disadvantaged

148

2.0

G1_T1

2.0

G1_T2

2.0

G2_T1

2.0

G2_T2

2.0

G2_T3

2.0

G2_T4

2.0

G2_T5

1.0

G3_T1

2.0

G3_T2

2.0

G3_T3

2.0

G4_T1

info

G4_T2

2.0

G4_T3

2.0

G4_T4

1.0

G4_T5_IVET

1.0

G4_T5_CVET

1.0

G4_T5_ALMP

1.0

G4_T6

4.0

G5_T1

3.0

G5_T2

2.0

G5_T3

2.0

G5_T4

2.0

G5_T5

2.0

G5_T6

info

G5_T7

2.7

G5_T8

2.7

G5_T9

2.3

G6_T1

3.0

G6_T2

3.0

G6_T3

2.0

G6_T4

2.0

G6_T5

2.0

G6_T6

2.0

2.2
Dimension 3

Dimension 1

1.9

Encourage and regulate nonstate provision of training

G7

2.2
Combine incentives and autonomy in the
management of public training institutions

G8

Integrate industry and expert input into the design
and delivery of public training programs

1.9

2.2

2.3
Recruit and support administrators and instructors for
enhancing the market relevance of public training programs

G9

2.4

2.1

Expand the availability and use of policy-relevant
data for focusing providers’ attention on training
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2.5

2.1

G7_T1

3.0

G7_T2

2.0

G7_T3

3.0

G7_T4

1.7

G7_T5

2.0

G7_T6

2.0

G7_T7

1.7

G8_T1

4.0

G8_T2

2.0

G8_T3

1.7

G8_T4

1.0

G8_T5

2.3

G8_T6

2.7

G9_T1

2.7

G9_T2

1.3

G9_T3

2.3

Bibliography

Bibliography

Ahza, A. B. 2010. Indonesian National Accreditation Agency for
Higher Education (BAN-PT) - Country Report. Jakarta: BAN-PT.
Allen, E. 2016. Analysis of Trends and Challenges in the
Indonesian Labor Market. Manila: Asian Development Bank.
Allen, E., and B. Kee. 2015. Indonesia: Labour Market
Information Systems and Services. Jakarta: ILO.
APINDO (Asosiasi Pengusaha Indonesia). 2019. “Asosiasi
Pengusaha Indonesia” Retrieved August 2019, from
ATC: http://apindo.or.id/en/about/training-center/atc.
ASEAN (Association of Southeast Asian Nations)
and ILO (International Labour Organization). 2016.
ASEAN in Transformation: Perspectives of Enterprises
and Students on Future Work. Geneva: ILO.
BAN-PT. 2011. Buku VII - Pedoman Asesmen
Lapangan. Jakarta: BAN-PT.
BAN-PT. 2019. Laporan Pelaksanaan Tugas
Semester I Tahun 2018 Badan Akreditasi Nasional
Perguruan Tinggi (Ban-Pt). Jakarta: BAN-PT.
BAPPENAS (Ministry of National Development Planning).
2007. “Law of the Republic of Indonesia Number 17 of 2017 on
Long-Term National Development Plan of 2005-2025.” Jakarta.

BSNP (National Standardization of Education).
2018. Standar Nasional Pendidikan Sekolah Menengah
Kejuruan/Madrasah Aliyah Kejuruan. Jakarta: BSNP.
Burke, N., N. Condon., and A. Hogan. 2019. “Vocational
Education and Training in Europe - Ireland.” CEDEFOP
- ReferNet VET in Europe reports 2018.
CEDEFOP (European Centre for the Development of
Vocational Training). 2009. Accreditation and quality assurance
in vocational education and training. Luxembourg: CEDEFOP.

CNN Indonesia. 2016. “Trans Retail Siap Rekrut 7 Ribu Tenaga
Kerja SMK.” Retrieved August 30, 2019, from https://www.
cnnindonesia.com/nasional/20160914151449-20-158240/
trans-retail-siap-rekrut-7-ribu-tenaga-kerja-smk.

ILO (International Labour Organization). 2019. Retrieved August
2019. “Five Indonesian Trade Union Confederations Declare
Their Support to the Quality Apprenticeship.” https://www.ilo.
org/jakarta/info/public/pr/WCMS_714235/lang--en/index.htm.

di Gropello, E., A. Kruse, and P. Tandon. 2011. Skills
for the Labor Market in Indonesia: Trends in Demand,
Gaps, and Supply. Washington, DC: World Bank.

ILO (International Labour Organization). ND. “Workers’ and
Employers’ Organizations in Indonesia and Timor-Leste.” Retrieved
August 2019 from https://www.ilo.org/jakarta/areasofwork/
workers-and-employers-organizations/lang--en/index.htm.

Directorate of Vocational Development, M. 2016.
“Teaching Factory.” Retrieved September 8, 2019, from
http://psmk.kemdikbud.go.id/konten/1870/teaching-factory.

CEDEFOP (European Centre for the Development
of Vocational Training). 2011. Glossary: Quality in
Education and Training. Luxembourg: CEDEFOP.

Euler, D. 2013. Germany’s Dual Vocational Training System: A
Model for Other Countries? Gütersloh: Bertelsmann Stiftung.

CEDEFOP (European Centre for the Development of Vocational
Training). 2014. “Financing Adult Learning.” Retrieved August 7,
2019, from https://www.cedefop.europa.eu/FinancingAdultLearning/.

Federal Institute for Vocational Education and Training.
2018. VET Data Report Germany 201/2017. Bonn:
Federal Institute for Vocational Education and Training.

Cheong, K. C. 2013. SABER-WfD Multi-year Country
Report for Malaysia. Washington, DC: World Bank.

FHI360. 2015. Analysis of Skills Demand in Indonesia.
Washington, DC: Workforce Connections.

Cho, E., and G. McLean. 2017. “National Human
Resource Development Revisited in the Republic
of Korea.” Journal of Educational Policy. Korean
Education Development Institute, Jincheon.

Field, S., and A. Guez. 2018. Pathways of progression:
Linking Technical and Vocational Education and Training
with Post-Secondary Education. Paris: UNESCO.

IQNC. 2019.
- Referencing Report of Indonesia.” Jakarta.
Johanson, Richard. 2009. “A Review of National
Training Funds.” Social Protection discussion paper
0922. World Bank, Washington, DC.
Kadir, S., Nirwansyah, and B. A. Bachrul. 2016. Technical and
Vocational Education and Training in Indonesia: Challenges and
Opportunities for the Future. Singapore: Microsoft and Lee Kuan
Yew School of Public Policy, National University of Singapore.
Ko, H.-W., and P. Yoon-Hee. 2013. SABER-WfD Multiyear
Country Report for Korea. Washington, DC: World Bank.
KOMPAK. ND. Skills Development Center (SDC):
“Collaborative Instrumnents in Creating a Solid Sinergy
to Overcome Labor Issues.” Retrieved August 30, 2019,
from http://kompak.or.id/en/highlights/read/skill-developmentcenter-sdc-instrumen-kolaboratif-dalam-menciptakan-sinergiyang-kokoh-untuk-mengatasi-masalah-ketenagakerjaan.

City Colleges of Chicago. 2014. 5-Year Plan, Strategic Initiatives
and Objectives (2013-2018). Chicago: City Colleges of Chicago.

GIZ (German Corporation for International
Cooperation). 2012. Successful Partnerships: Indonesian
Technical and Vocational Education Institutes Working
Hand In Hand With Enterprises. Jakarta: GIZ.

BAPPENAS (Ministry of National Development
Planning). 2014. Medium Term National Development
Plan. Jakarta: Government of Indonesia.

CMEA (Coordinating MInistry for Economic
Affairs). 2017a. “Bridging the Gap between
Education and Employability: Indonesia’s Agenda on
Development of Human Resources.” Jakarta.

GoI (Government of Indonesia). 2012. “Presidential
Regulation No. 8/2012 on the Indonesian National

Kristiansen, S., and Pratikno. 2006. “Decentralising
Education in Indonesia.” International Journal of
Educational Development 26(5): 513-31.

BAPPENAS (Ministry of National Development
Planning). 2018. Indonesian Vision 2045. Jakarta.

CMEA (Coordinating MInistry for Economic Affairs). 2017b.
“Vocational Development Policy Roadmap 2017-2025.” Jakarta.

Gomez-Mera, L., and C. Hollweg. 2018. Firm Performance
and Constraints in Indonesia . Washington, DC: World Bank.

Lain, J., H. Alatas, and D. Setyonaluri. 2020.
“Women at Work in Indonesia.” Background paper
for Job Diagnostic. Jakarta, World Bank.

Blondal, J., I. Hawkesworth, and H.-D Choi. 2009. “Budgeting
in Indonesia.”OECD Journal on Budgeting. OECD, Paris.

CMEA (Coordinating MInistry for Economic Affairs). 2018.
July 19). “Implication of Changing Forms of Employment and
New Business Models on Industrial Relations in Indonesia.”
Retrieved from International Labour Organization: https://
www.ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/---ilojakarta/documents/meetingdocument/wcms_643908.pdf.

ILMIA and World Bank. 2014. “Developing Skills for
Innovation and a High Income Economy in Malaysia: A
Technical Assessment of the Current Context and Future
Workforce Requirements.” World Bank, Washington, DC.

Latif, A., and D. N. Siwage. 2015. “Improving Human Capital
through Better Education to Support Indonesia’s Economic
Development.” Economics and Finance in Indonesia 92-106.

ILO (International Labour Organization). 2015.
Indonesia: Labour Market Information Systems

Lee, J.-W., and D. Wie. 2013. Technological Change, Skill Demand,
and Wage Inequality in Indonesia. Manila: ADB Economics.

BAPPENAS (Ministry of National Development Planning).
2011. “Gender Equality in Indonesia (Policy Brief 4).”

2019. Revitalisasi Pendidikan dan Pelatihan - Vokasi
Untuk Memenuhi Kebutuhan Dunia Kerja. Jakarta.
BPS Statistics Indonesia. 2019. “Labor Force Situation
in Indonesia, August 2019.” BPS-Statistics Indonesia.

CMEA (Coordinating MInistry for Economic Affairs) and
World Bank. 2020. Indonesia’s Critical Occupations List
2018 - Technical Report. Washington, DC: World Bank.

150

Malik, A., T. Jasmina, and T. Ahmad. 2019.
“Chapeau Paper: Indonesia Technical and
Vocational Education and Training.” Jakarta.
151

Bibliography

Closing the Gap between Workforce Development and Labor Markets

McKinsey Global Institute. 2018. The Power of Parity: Advancing
MoEC (Ministry of Education and Culture). 2016.
Revitalisasi Pendidikan Vokasi. Jakarta.
MoEC (Ministry of Education and Culture).
2017a. Statistik SMK . Jakarta: MoEC.
MoEC (Ministry of Education and Culture). 2017b. “Wujudkan
Mimpi Chairul Tanjung, Trans Retail Mulai Latih SMK- SMK
Ritel Se-Indonesia.” Retrieved August 30, 2019, from http://
psmk.kemdikbud.go.id/konten/2788/wujudkan-mimpi-chairultanjung-trans-retail-mulai-latih-smk-smk-ritel-se-indonesia.
MoEC (Ministry of Education and Culture). 2019.
Takola SMK 2019: User Guide. Jakarta: MoEC.
MoEC (Ministry of Education and Culture). 2020.
Neraca Pendidikan Daerah. Retrieved from https://npd.
kemdikbud.go.id/?appid=anggaranandtahun=2018.
MoI (Ministry of Industry). 2018. Development
of Competent Industrial Labor Through the
Industrial Vocational Program. Jakarta.
MoI (Ministry of Industry). 2019. Program Prioritas
Pembangunan SDM Industri. Jakarta: MoI.
MoI (Ministry of Industry). ND. “Making Indonesia 4.0.” Jakarta.
MoM (Ministry of Manpower) Singapore. 2016. “New Statutory
Board to Sharpen Focus on Skills and Employment.” Retrieved
from: https://www.mom.gov.sg/newsroom/press-releases/2016/0112new-statutory-boards-to-sharpen-focus-on-skills-and-employment.
MoM (Ministry of Manpower). 2019. Program Dan
Kegiatan Kemnaker T.A. 2019. Jakarta: Kemnaker.
Moedjiman, M. 2018. The Mapping of the Indonesian
National Working Competency Standard Development
Status in 10 Selected Sectors. Jakarta.
MoRTHE (Ministry of Research and Technology). 2018.
Higher Education Statistical Year Book. Jakarta.
MoRTHE (Ministry of Research and
Technology). 2019. Annual Report.
Naidoo, D., R. Purnamasari, and A. Rachmadani. 2019.
“Scoping of Youth Employment Policies for Indonesia.”
Internal Document. World Bank, Jakarta.

OECD (Organisation for Economic Co-operation and
Development). 2018. “National programmes for SMEs and
Entrepreneurship in Indonesia.” In SME and Entrepreneurship
Policy in Indonesia, chapter 5. Paris: OECD.

Tan, J.-P., K.-H. Lee, R. Flynn, V. Roseth, and Y.-J.
Nam. 2016. Workforce Development in Emerging
Economies: Comparative Perspectives on Institutions,
Praxis, and Policies. Washington, DC: World Bank.

OECD (Organisation for Economic Co-operation and
Development) and ADB (Asian Development Bank). 2015.
Education in Indonesia: Rising to the Challenge. Paris: OECD.

The Jakarta Post. 2017. “Ministry to Open Six Polytechnic
Schools to Fill Skills Gap.” Retrieved September 21, 2019,
from https://www.thejakartapost.com/news/2017/03/20/
ministry-to-open-six-polytechnic-schools-to-fill-skills-gap.html.

Panmen, P. 2018. “Higher Education Systems and
Insitutions in Indonesia.” Encyclopedia of International
Higher Education Systems and Institutions, 2-10.
Petriella, Y. 2019. “Akreditasi Perguruan Tinggi di
Indonesia Masih Minim.” Bisnis.com, Jakarta.
Prasasti, R., and B. Paolo. 2017. “Program Tenaga Kerja
Mandiri Solusi Atasi Pengangguran.” Retrieved August
2019, from http://indonesiabaik.id/infografis/programtenaga-kerja-mandiri-solusi-atasi-pengangguran.
Prasongko, D. 2019. “Bappenas Masukkan Skema Skill
Development Fund di RPJMN 2020.” Tempo.co.

The Jakarta Post. 2018. “Government Continues to
Expand “Link and Match” Pprogram: Minister.” Retrieved
September 21, 2019, from https://www.thejakartapost.
com/news/2018/03/05/government-continues-toexpand-link-and-match-program-minister.html.
Toyota Indonesia Manufacturing. 2019. “Vocational
Education as the Main Gate to Create an Industrial
Competitiveness.” Retrieved August 30, 2019, from http://www.
toyotaindonesiamanufacturing.co.id/news-and-update/vocationaleducation-as-the-main-gate-to-create-an-industrial-competitiveness.
“TVET Platform for Southeast Asia.” 2018. Retrieved
from SEA-VET: sea-vet.net/Indonesia.

Raddon, A. 2012. SABER-WfD Multiyear Country
Report for Singapore. Washington, DC: World Bank.
Ray, P. K. 2016. Kerangka Mutu Pelatihan
Indonesia. Jakarta: Deutsche Gesellschaft für
Internationale Zusammenarbeit (GIZ) GmbH.
Rutkowski, J., and C. de Paz. 2018. Labor Market Observatories
- Critical Success Factors. Washington, DC: World Bank.
Samosir, L. 2019. “Ketua Kadin: Kabupaten Karawang Bakal
Menjadi Role Model Vokasi Nasional.” Retrieved August 2019,
from Spirit News: http://spiritnews.co.id/author/redaksi.
SEAMEO VOCTECH. 2018. “TVET Platform for South East
Asia.” Retrieved from SEA-VET: sea-vet.net/indonesia.

and Cultural Organization). 2013. World TVET
Database - Indonesia. Bonn: UNESCO.
and Cultural Organization)-UNEVOC. 2013. World
TVET Database - Finland. Bonn: UNESCO.
Waidl, A., K. Wardana, and S. K. Ni’mah. 2018. Six Policy
Recommendations on Vocational Training. Jakarta: INFID.

World Bank. 2015b. “improving Education Through
the Indonesian School Operational Assistance Program
(BOS).” In Bahasa (Indonesian): “Memperbaiki Pendidikan
Melalui Program Bantuan Operasional Sekolah (BOS)
di Indonesia.” World Bank, Washington, DC.
World Bank. 2015c.
Summary - Indonesia.” World Bank, Washington, DC.
World Bank. 2017a. Indonesia’s Global Workers: Juggling
Opportunities and Risks. Washington, DC: World Bank.
World Bank. 2017b. “Skills for Economic
Transformation: Revitalizing the Skills Training System
in Indonesia.” World Bank, Washington, DC.
World Bank. 2018. “Strengthening Indonesia’s
Human Capital and Skills Development.” Internal
document, World Bank, Washington, DC.
World Bank. 2019a. “Indonesia Budget Outlook 2019 and
Proposed Budget 2020.” World Bank, Washington, DC.
World Bank. 2019b. “Indonesia Skills Development
Project Concept Note.” World Bank, Washington, DC.
World Bank. 2019c. “Investing in People.” Indonesia
Economic Quarterly. World Bank, Jakarta.
World Bank. 2019d. Time to Act: Realizing Indonesia’s
Urban Potential. Washington, DC: World Bank.
World Bank. 2020a. Indonesia Education Flagship: The Promise
of Education in Indonesia. Washington, DC: World Bank.
World Bank. 2020b. Investing in People. Social Protection

Wihardja, M. M., and W. Cunningham. 2020. Towards MiddleClass Jobs in Indonesia. Washington, DC: World Bank.
World Bank. Forthcoming a. “Competency Standards
as a Tool for Human Capital Development: Assessment
of Their Development and Introduction into TVET and

Skjaerlund, G. 2015. Training Supply Situation Report
on Non-Formal Training. Jakarta: TNP2K.

Wirdana, A. 2017. “Employers Find Indonesia’s Vocational
School Grads of Little Use.” Retrieved August 22, 2019,
from https://asia.nikkei.com/Economy/Employers-findIndonesia-s-vocational-school-grads-of-little-use2.

Sorensen, K., and J.-M. Mas. 2016. A Roadmap for the
Development of Labor Market Information Systems.
Washington, DC : Workforce Connections.

World Bank. 2011. “Revitalizing Public Training
Centers in Indonesia: Challenges and the Way
Forward.” Jakarta: World Bank, Washington, DC.

Suryadarma, D., A. Suryahadi, S. Sumarto, and F. H.
Rogers. 2006. “Improving Student Performance in Public
Primary Schools in Developing Countries: Evidence from
Indonesia.” Education Economics 14(4): 401–29.

World Bank. 2013. “What Matters for Workforce
Development: A Framework and Tool for Analysis.” SABER
Working Paper Series. World Bank, Washington, DC.

Yuwono, U. 2019. “Ideologies Underpinning the

World Bank. 2015a. “Country Partnership Framework for
the Republic of Indonesia.” World Bank, Washington, DC.

Ziderman, A. 2016. “Funding Mechanisms for
Financing Vocational Training: An analytical
Framework.” IZA Policy Paper No. 110. Bonn.

Nasution, A. 2016. “Government Decentralization
Program in Indonesia.” ADBI Working Paper 601,
Asian Development Bank Institute, Tokyo.
152

World Bank. Forthcoming b. “Towards a World
Class Labor Market Information System: An
Assessment of the System Managed by the Ministry
of Manpower.” World Bank, Washington, DC.

Indonesian Journal of Applied Linguistics, 668-77.

153

