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Executive Summary 

The objectives of the survey are to understand the structure of the public administration and the 

civil service system in Myanmar and to explore current context and challenges in human resource 

management and civil servant training. While identifying trends in donor activities for 

harmonization, the study aims to make recommendations on an effective approach of Japanese 

assistance to facilitate the civil service reform in the medium and long term in order to respond to 

the request of the construction of the Nay Pyi Taw Training Center (NPTTC). 

<Civil Service System> 

The legal framework of the civil service system depends on the “Constitution of the Republic of the 

Union of Myanmar” (2008), the “Union Civil Service Board Law” (2010), the “Union Civil Service 

Board Rules” (2011), the “Civil Service Personnel Law” (2013) and the “Civil Service Personnel 

Rules” (2014). The foundation of the current legal framework has been established during the 

transition period from the military regime of the State Law and Order Restoration Council 

(SLORC)/State Peace and Development Council (SPDC) (1988-2011) to civilian rule of the USDP 

(2011-2016). As there is still room to improve the system, the National League for Democracy 

(NLD) administration (2016-) has undertaken law amendments to step up efforts towards meeting 

the international standards on the Union Civil Service Board (UCSB) has faced great challenges on 

the enforcement of the civil servant system. Since the mandate and authority of the UCSB are not 

always clear, ministries, agencies and departments have to some extent operationalize their own 

personnel management systems. As a result, the civil service personnel management system is not 

administered consistently. In addition, nepotism and bribery are still common practices for 

recruitment, transfer and promotion in civil service while lack of people-centered public services 

and culture has remained as another challenge. In this context, the NLD administration launched the 

“Civil Service Reform Strategic Action Plan (CSRSAP) 2017-2021” in July 2017 in order to 

enhance merit-based, fairness, efficiency, transparency, and accountability in civil service. It 

consists of four components: 1) new civil service governance, 2) merit-based and 

performance-driven culture and systems, 3) people-centered civil service leadership and capacity 

development, and 4) transparency and accountability in the civil service. 

There are the major development partners in civil service system, including United Nation 

Development Program (UNDP), World Bank and OECD countries. UNDP is a lead donor to 
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support the UCSB and its civil service reform. They have been actively supporting the formulation 

of the CSRSAP and have committed to assist some components, such as strengthening the roles, 

responsibilities and mandate of the UCSB, competency framework, leadership and supporting the 

CSRSAP secretariat for its implementation and monitoring and evaluation. World Bank has recently 

conducted a review on pay, compensation and human resources management with the Ministry of 

Planning and Finance and the UCSB. They have shown their interests in further support in this area. 

The six OECD countries, including UK, Sweden, Finland, Switzerland, Australia, and Canada, have 

committed to assisting integrity, transparency and accountability in the CSRSAP through providing 

delegated support to UNDP. 

<Training> 

CSRSAP emphasizes the need for a citizen-centered approach for civil servants to effectively serve 

the state and the citizens. In other words, public service must be based on the needs of the people 

rather than the structure and institutions of civil servants. In order to expand and disseminate this 

approach in the future, it is necessary to train competent leaders who understand this approach, 

develop capacity of civil servants at all levels, and to develop an integrated training program to 

promote them. Accordingly, in the field of training, an important task for UCSB is to develop and 

disseminate leadership development programs and to develop and provide training courses for the 

capacity development of civil servants at all levels. 

In this context, UCSB has launched two approaches, the “Competency/Training Approach” and 

“Education/Academic Approach” as a new training strategy since 2016. Under this new training 

strategy, the Civil Service Academy (CSA) is in charge of diploma courses and part of the 

undergraduate courses for executive candidates as well as the traditional public service training 

courses that CICS has been in charge of thus far. In contrast, NPTTC will provide short-term 

specific training courses for Permanent Secretary (PS) and Director-General (DG), short-term 

general training courses for all levels of civil servants, a master's program for director level (one 

year), and a bachelor's degree course for public servant candidates (3rd year and 4th year). 

When considering grant aid, the construction of the facility for NPTTC which is planned to offer the 

above training courses in the future, it is indispensable to construct an effective and sustainable 

training system (software) in order to guarantee effective use of training facilities (hardware). 

However, there are several challenges in UCSB’s sponsored training activities. Among them, the 
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most critical challenges are 1) formulation of training policy guidelines, 2) linkage of training and 

research/consulting activities, and 3) presence of high motivated and competent trainers. Due to 

these challenges, major training activities such as curriculum development, resource persons and 

Training of Trainers (TOT) are excessively dependent on donors and external organizations. 

1) Formulation of Training Policy Guidelines 

Currently, clearly written training policies are absent within the UCSB which cover the 

guideline for training needs assessment, planning of training programs, and for monitoring 

and evaluation. As a result, it is difficult to form a firm consensus among stakeholders 

concerning the methodology related to training management. This makes it difficult to ensure 

the quality of the training courses it offers. In addition, since training activities are conducted 

ad hoc without the guidance of a policy framework, there is the risk of inefficient use of rare 

resources and duplication of training activities. 

2) Linkage between Training and Research/Constancy 

The main activity of the research department of CICS is to monitor and evaluate the training 

courses, while consulting and regular research activities are not very active there. Therefore, 

it is difficult for UCSB/CICS to grasp the problems faced by its client organizations such as 

ministries and agencies. As a result, there are very few incentives for UCSB/CICS to actively 

work on the development of curriculum and teaching materials in order to resolve client 

problems. 

3) Capacity Development of Trainers 

The shortage of senior lecturers is one of the biggest problems at CICS. Because of this 

problem, CICS teachers do not teach many advanced courses. As a result, many training 

courses depends on external resource persons. In this context, nurturing lecturers in NPTTC 

is an urgent task. In this respect, it is important that nine academic members from CICS and 

seven staff from UCSB are to attend each year in the Master of Public Administration that 

will be held in October 2017. It is important to nurture lecturers with graduates of this 

master's course as the core group to develop a system that leads them to develop curriculum, 

teaching materials and educational methods. 

As a result of the above challenges, UCSB/CICS has to rely heavily on donors and external 

agencies for resource persons, curriculum development and TOT. For example, the curriculum 

development and the selection and dispatch of resource person for the Master’s course are handled 
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by Akamai University and the EDS Business School. In the case of the two types of short-term 

training courses and undergraduate courses, the pool for resource persons are expected to rely on 

professors of domestic and foreign universities, OB/executives of ministries and agencies, and as 

well as donors at least for the time being. TOT at CICSs has also been conducted by a donor. 

<Training Facilities and Equipment> 

At the end of 2016, the Government of the Republic of Myanmar (GOM) made a request for the 

construction of training facilities for the UCSB. The purposes of the survey of the training facilities 

and equipment are to study the existing training facilities, to check the condition of the proposed 

construction site, to interview officers about the need for facilities and equipment at the new 

training center, and to analyze the size and functions of the requested facility components. The data 

collected was used to form a feasible suggestion to be considered during the future survey of 

eligibility for grant aid.  

Based on the educational/academic training approach, the purpose of the facilities are: a) to provide 

short-course education to all civil service officers including high-ranked officers such as PS and 

DGs; and b) to provide Bachelor’s and Master’s degree courses that will create a stable and 

continuous number of adequately qualified gazette officers. To achieve this purpose, the site of the 

new training center is located near government offices in Nay Pyi Taw. Infrastructure such as water 

and electricity is available on and near the site. Below is a summary analysis of facility components 

and the size of the required training center based on information gained from the data collection 

survey. This should be seen as only a preliminary indicative working number. A further survey will 

be required to examine the adequacy and necessity of each of the components, and their size. The 

outcome of the future survey will be discussed with the GOM and final decisions will be made.  

 

 1) Training facilities: The UCSB is now planning to conduct short general courses for all civil 

officers including high-ranking government officials, as well as one-year Master's and 

Bachelor’s courses. From the information available, it is estimated that the UCSB aims to train 

540-700 annually1. To cater for these courses, the JICA Study Team estimated that the training 

facility will require rooms totaling approximately 3,500-4,000m2 (37,600-43,000Sqft) as a 

working number. The main rooms are likely to be the be Lecture/Conference Hall, Lecture 

                                                   
1 The estimation by the JICA Study Team does not include the number of general short course training targeting 
mid-level officers (AD/DD) and blow officers. 
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Room, Training Rooms, Computer (ICT/Language) Room, Library, Administration Rooms, 

Bachelor’s Classroom, etc. The number of annual trainees requires clarification in the future 

survey. 

 

 2) Accommodation for Trainees (hostel): The GOM wishes to provide accommodation for all the 

trainees. However, because of its location and other factors, trainees who reside in the capital 

and some trainees who attend short courses may be able to commute. The Japanese side is 

conscious that the portion (i.e., total floor area ratio) of the training facilities and 

accommodation must be justifiable. Analysis of the accommodation of the trainees during this 

survey concluded that there are options of various sizes – the smallest scope being 50 rooms 

for the Masters’ course (approximately 2,000m2, 21,500sqft); a medium-sized scope being 

approximately 3,000-3,800m2 (32,300-41,000sqft), and a large scope being 140 rooms for the 

Masters’ & Bachelors’ courses and the executive officers (approximately 5,000m2, 54,000sqft). 

The requested number of the room is 200; however, the reasons for this number did not become 

apparent during this survey. In the future survey, in order to decide details and appropriate 

sizes, it will be necessary to clarify the annual number of trainees, to discuss the possibility of 

commuting (and who commutes), and to decide the type and size of the 

accommodation according to the ranks of the officers.  

 

3) Staff housing: Service staff such as security, cleaning, maintenance and gardeners are civil 

service servants in Myanmar. Presently, the UCSB employs 60 service staff who work in 

2-cycle rosters; and 20 of them reside on the site. The UCSB has 10 security staff - 6-day time 

security and 4-night time security. In the future, there will be 16 staff. The employment plan for 

the service staff of NPTTC has not yet been planned. As the size of building grows, the number 

of service staff will increase. Kitchen service staff are also required. There is a bus ferry 

service but details are not known at present. It is possible that Staff housing has less priority 

than the training facilities and the hostel. It could be beyond the scope of the project.   
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Table Summary 1: Tentative Recommendation of the Facilities of NPTTC 

 
Working 

area  
Room name 

Working 
Area (m2) 

Number 
of rooms Suggestions 

(a)－1 
Training 
facilities 
 

2,500 m2- 

Lecture / Conference hall 450～550 1 
Movable desks & chairs, possibly 180 sets for 
school type set out. The area may be sufficient 
for 500 seating in a theatre type set out.  

Lecture room 150～200 1 80-120 capacity, possible fixed seating.  

Training room  100～120 4 30-50 / room  

ICT/Language 130～200 1 Number of PCs need to be discussed. 
Computer room can be used as language room. 

Library  200～300 1 PCs for e-reading, writing desk & chairs, 
shelves, staff (3-5) 

Bachelor’s classroom 120～ 2  

Preparation (OA) 25 4～5  

Storage, etc. As necessary  

Corridors & Stairs As necessary  

(a)－2 
Administ 
ration 
Facilities 

700 m2- 

Office rooms 125～150 2 1 Administration section and 1 Training 
section. 25 staff / section.  

NPTTC senior officer’s room 50 1  

Printing room 25～50 1 Printers, file cabinets, etc. 

Lecturers’ room 75 1  

Entrance hall 150～ 1  

Machine room 100～200 1  

Administration kitchen As necessary  

Corridors & Stairs As necessary  

(b)-1 
 

300 m2- 
Dining room, kitchen, toilets, 
etc. 

As necessary 

Approximately 100 people at 18 tables 
(Drawing by the GOM shows 240 capacity). 
Kitchen provides food not only for residents of 
hostels but also for day time trainees. 

(b)-2 
Hostel 
 
Refer to  
5.1.3.2 

Small 
scope: 
2,000 / 

Mid-sized 
scope: 
3,000- 
3,800/ 
Large 
scope: 

5,000 m2 

Hostel   Single bed, wardrobe, desk and chairs 

Type A: Accommodation for 
executive officers & lectures 

1,200 1 or 0 30 rooms (Single bedroom, toilet and water 
shower) 

Type B: Accommodations for 
the Master’s Course  

1,200-2,000 1 or 0 30 -50 rooms (Single bedroom, toilet and water 
shower) 

Type C: Dormitory for 
Bachelors’ degree   

1,800 1 or 0 60 rooms (Twin bedroom, Common bath and 
toilet in building) 

(Request from GOM) (7,600)  (*Request of the GOM is 200 rooms) 

Common rooms As necessary (*Request o GOM includes Washing rooms, 
Mini Mart, Gymnasium) 

Security As necessary 

(c)   
Staff 
housings 

1,000- 
(Possibly 

beyond the 
scope) 

8-unit housing 500 To be 
assessed 

Minimum scope can be 16 units for security (2 
shifts), 60m2/unit 

(Request from GOM) (2,400)  (*Request is 40 units or 48 units in BQs) 

Source: Suggestions proposed by the JICA Study Team. The area is a preliminary indicative working number. A further 
survey will be required to examine the adequacy and necessity of each component and their size. The outcome of the 
future survey will be discussed with the GOM and final decisions will be made.  
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<Recommendations> 

As the future Japan’s cooperative approach, the JICA Study Team proposes an assistance strategy 

based on the “program approach to the improvement of civil service training.” This might be 

implemented as a set of grant aid for the “Construction of Nay Pyi Taw Training Institute (NPTTC) 

Facility” and technical cooperation projects. This could be the strategy of developing a 

comprehensive aid program approach to improve the civil service training in Myanmar. In other 

words, by covering not only the hardware aspects of training facility, but also the software aspects 

of capacity building related to formulating training plans and preparing curriculum for the 

short-term course, this is a more effective approach in improving civil service training, which is a 

major component of civil service reform in Myanmar. 

From this perspective, future JICA technical cooperation may be one that aims at raising the 

effectiveness of the training by the NPTTC. Specifically, the cooperation may be to assist UCSB in 

the following areas. 

1) Assistance on the formulation of clearly written strategic mid- and long-term civil service 

training plans and capacity development of UCSB staff  

2) Support for the development of curriculum, implementation of training, development and 

implementation of an evaluation framework 

3) Support for the implementation of some specific short-term courses for executive officials 

(PS and DG levels)  

Points to Keep in Mind 

1) Promotion of Self-reliant Training Activities 

One of the major challenges of training by UCSB of today may be external dependence of 

major training activities, such as resource persons, curriculum development and TOT. 

Therefore, it is necessary to always encourage NPTTC to develop autonomously. 

2) Coordination with Other Donors 

It is critical to well coordinate with UNDP concerning leadership development, and with 

EU regarding projects related to training plans and training management to avoid 

duplication of projects, and to create a synergistic effect between each other's projects. 



VIII 
 

3) Utilizing experience of Asian countries 

It is important to note that there are civil service training institutes that can be models of 

the future NPTTC in Asian countries such as Malaysia, Singapore, India and others. 

Therefore, by reviewing the planning and implementation system of these civil servants 

training institutions and the training policies of the supervising ministries and agencies, it 

is possible to provide the UCSB and the NPTTC with the direction to be aimed and its 

concrete methodology.  
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Chapter 1. Introduction 

1.1. Background 

The Republic of the Union of Myanmar (Myanmar) has been rapidly advancing democratization, 
national reconciliation, economic reforms and poverty reduction since the 2011 transition to 
civilian rule. Civil service reform has been one of the main concerns under the current 
administration to improve the quality of the services that are performed. 

The Union Civil Service Board (UCSB) was established in 2010 after the UCSB Law (the State 
Peace and Development Council Law No.24/2010) was enacted by the State Peace and 
Development Council (SPDC) in accordance with section 443 of the Constitution of Myanmar. 
The UCSB takes responsibility for conducting the process of recruitment and selection of 
gazetted officials, which is the entry point position for public servants, undertaking training and 
educational programs aimed at capacity enhancement of civil service personnel, administering 
the existing rules and regulations related to civil service personnel, and providing advisory and 
consultancy service to other public organizations in matters related to civil service affairs. 
(UCSB, 2013)2. The Central Institutes of Civil Service (CICS) in Lower and Upper Myanmar 
under the UCSB have played a central role in organizing induction training courses for all levels 
of service personnel and providing arrangements for middle and senior level officials to 
participate in training programs, conferences, workshops and seminars (Ibid). The Civil Service 
Law 2013 was enacted to define the structure of civil service and the regulations governing civil 
servants, including recruitment, salary, merit-based promotion, and personnel evaluation. 
However, it is believed there is room to improve the civil service system and civil servant 
capacity development to meet emerging demands in the process of advancing democratization. 

Since 2016, the new administration has undertaken civil service reform to improve efficiency, 
transparency and accountability in civil service for responding to the needs of people and rapid 
socio-economic transformation. In 2017, the UCSB established the Civil Service Academy 
(CSA) that aims at providing basic training for cadets and post-graduate diploma management 
courses for civil servants. In addition, the UCSB launched the Civil Service Reform Strategic 
Action Plan (CSRSAP) to enhance the merit-based system, accountability, fairness, and 
efficiency in civil service. 

In this context, this survey will collect and analyze data and information to grasp the outline of 
Myanmar's civil service system as well as the current situation and challenges in civil service 

                                                   
2 http://www.unapcict.org/academy/academy-partners-poster/files/Poster_artwork_Myanmar_3.pdf 
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training so that JICA will examine the options of possible cooperation and make its concrete 
proposal to the UCSB. 

 
1.2. Objectives 

The objectives of the study are to understand the structure of the public administration and the 
civil service system in Myanmar and to explore current context and challenges in human 
resource management and civil servant training. While identifying trends in donor activities for 
harmonization, the study aims to make recommendations on an effective approach of Japanese 
assistance to facilitate civil service reform over the medium and long term. 

  



3 
 

Chapter 2. Reviewing Civil Service System 

2.1. Context of Civil Service System 

2.1.1. Civil Service System Since 2011 

The “Constitution of the Republic of the Union of Myanmar” (2008) has defined the legal status 
of the UCSB during the military regime of the State Law and Order Restoration Council 
(SLORC) and the SPDC (1988-2011). The “Union Civil Service Board Law” (2010) and the 
“Union Civil Service Board” (2011) have provided a foundation for the UCSB as an 
organization that administers the civil service system. The “Code of Conduct” (2004) was also 
formulated during this regime. 

After the transition to civilian rule in 2011, the Thein Sein’s administration (2011-2016) carried 
out three major reforms, including democratization, economic reform, and administrative 
reform. Administrative reform consisted of strengthening governance and civil service reform, 
and aimed at corruption-free and people-centered public administration. As part of this trend, 
the “Civil Service Personnel Law” (2013) and the “Civil Service Personnel Rules” (2014) were 
enacted to provide a personnel management system that included recruitment and selection, 
appointment, pay and compensation, retirement, promotion, discipline and accountability, and 
training. 

The National League for Democracy (NLD) led by Aung San Suu Kyi won a landslide victory 
in the 2015 general election. As a result, the Htin Kyaw administration (2016-) has been the first 
elected civilian government in half a century. Aung San Suu Ky was appointed as State 
Counselor, a new post that was created to allow her to play a greater role in policy decision 
making within the administration. The NLD government has been seeking political stability to 
build better relations with the military by not hastily proceeding with the constitutional 
amendment. They are also looking to enhance the peace process by holding the “21st Century 
Panglong Union Peace Conferences” twice since 2016. Nevertheless, the peace process has 
faced continuous challenges with ethnic armed groups that have rejected participation in this 
process. Furthermore, the "Rohingya" issue in Rakhain State along Myanmar-Bangladesh 
boarder has been making it difficult for the government to deal with domestic and international 
pressures. 

The NLD administration has undertaken governance reform including civil service reform to 
improve the quality of the services provided. Although the current legal framework for civil 
service was established during the previous administrations, it is still underway to meet 
international standards. In addition, the framework has faced several challenges in its 
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implementation due to widely practiced nepotism and bribery that still remain within the civil 
service system. It is in this context that the government amended the Civil Service Personnel 
Law (2013) and the Code of Conduct (2004), and it is further preparing to amend the Civil 
Service Personnel Rules (2014), in order to improve a merit-based system, fairness, efficiency, 
transparency, and accountability. Moreover, the “CSRSAP 2017-2020” was launched in July 
2017 to achieve tangible outcomes in civil service by 2020. 

2.2. Public Administration Structure 

2.2.1. Ministerial Restructuring 

The Htin Kyaw administration undertook the restructuring of the 30 ministries and six offices to 
the 20 ministries and two offices immediately after the administration was launched in March 
2016. This action aimed to promote expenditure reduction and public service improvement by 
simplifying administrative organizations and procedures and clarifying authority and the 
responsibilities of each administrative agency. Ministerial restructuring was conducted as 
follows (see Table 2.1). 
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Table 2.1: 2016 Ministerial Restructuring 

 
Source: JICA Study Team Modified by Government of Myanmar (2017) and Others. 
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2.2.2. Local Government Structure 

The states and regions of Myanmar are stipulated by the 2008 Constitution. There are seven 
states, seven regions, and one union territory in a country that head a pyramid of local 
administrations (see Table 2.2). The regions and the states have constitutionally identical 
statuses. While the ethnic minorities are found mainly in the states, and the Burmese have the 
majority in the regions. The names of the states and the regions are crowned designated 
according to the areas and ethnic minorities, respectively. Nay Pyi Taw, the capital city of 
Myanmar, has been certified as a Union Territory since 2005. 

Table 2.2: States and Regions 

 

Source: JICA Study Team Modified from Nixon, H., Joelene, C., Saw, K. P. C., Lynn, T. A., Arnold, A. (2013). “State 
and Region Government in Myanmar” and * Republic of the Union of Myanmar. (2015). “2014 Myanmar Population 
and Husing Census.” 

There are 67 districts, five self-administered zones, one self-administered division in the states 
and regions. There are townships in the districts and self-administered zones/division, and 
villages and wards are under the townships at the bottom of the local government structure (see 
Figure 2.1). The self-administered zones and divisions are areas self-governed by ethnic 
minorities whose states are not designated by ethnic names, and are governed by authorities 
similar to those in the states and the region. There are five self-administrated zones, namely 
Naga (the Sagaing State), Danu (the Shan State), Pa’O (the Shang State), Pa Laung (the Shan 
State), and Kokang (the Shan State), as well as one self-administrated division, Wa (the Shan 
State). 
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In the state and region governments, there are the Chief Minister, Ministers and Legal Officer, 
and administrative departments, including (1) finance and planning, (2) economy, (3) agriculture 
and livestock, (4) energy, electricity, mining and forestry, (5) industry, (6) transportation 
communication and construction, (7) society, and (8) public administration. 

The structure of the local civil service is similar to that of the Union Government. The top of the 
local civil service is headed by the Deputy Director General of each department. Deputy 
Director General, Director, Deputy Director, Assistant Director, and Staff Officer, are 
categorized as the gazetted officers who are dispatched from ministry’s Headquarters in Nay Pyi 
Taw. In contrast, general officials are classified as non-gazetted officials who are employed by  
local governments. 

 

Source: CLAIR. (2014). JICA Study Team Modified from ‘Myanmar’s Local Administration: Clair Report No.403’ 
Figure 2.1: Structure of Local Governments 

2.2.3. Relations between Union Government and State/Region Governments 

The Htin Kyaw administration has announced plans to facilitate decentralization, especially 
fiscal decentralization, in the NLD Manifesto. However, there are difficult challenges to 
advance decentralization due to the strong centralized system that has remained since the 
military rule era. Although the state and regional governments were established in 2010 under 
the 2008 Constitution, authorities and mandates of local governments have been significantly 
limited. For example, the state and regional chief ministers do not have formal obligations to 
report to the state and regional parliaments, but to the President who appoints them. Likewise, 
the ministers of the state and regional governments have similar systems. 

The state and regional governments consist of departments, including planning and finance, 
economy, agriculture and livestock, energy, electricity, mining and forestry, industry, 
transportation and communication, society, and public administration. In contrast, some major 
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departments such as education and health, are independent of the state and regional 
governments. These departments rely on their ministerial headquarters at the union level. The 
numbers of officials are extremely limited within the state and regional governments as well as 
departments at the local level. In addition, all senior officials or gazetted officials are dispatched 
from the union ministries and they tend to pay much attention to the forthcoming routine 
transfer where union ministries have the decision-making authority. 

The budget for the state of regional governments has been separated from the union government 
budget since the fiscal year 2012 under the fiscal decentralization policy. Nonetheless, the local 
budget, including grants and local revenues, counts for only less than 5 percent of the total 
union budget. In addition, the majority of the grants from the union government are conditional 
grants. As a result, the state and regional governments are less authorized to execute their 
budget due to their size and the conditions in the grants. 

Within this context, the state and regional governments depend heavily on the administrative 
capacities of the General Administration Department (GAD) in the Ministry of Home Affairs. 
The GAD has played a central role in administering local governance since the military regimes 
in order to ensure that a unified chain of command from the union government to local 
governments is in place. The GAD has deployed their branches throughout all levels of the local 
administrations. Currently, they have offices in the state and regional governments, districts, 
self-administered zones, self-administered division, townships, villages and wards (see Figure 
2.2). 

 
Source: JICA Study Team Modified from Kyi Pyar Chit Saw and A. Matthew (2014). ‘Administering the State in 
Myanmar: An Overview of the General Administration Department’ 

Figure 2.2: Organizational Structure of General Administration Department, Ministry of 
Home Affairs 
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2.3. Union Civil Service Board 

2.3.1. Organization, Role, and Function 

The UCSB was founded in 2010 during the SPDC military regime in accordance with the 2008 
Constitution and the 2010 Union Civil Service Board Law. The origins of the UCSB date back 
to the Indian Public Service Committee (IPSC) during the British Raj era. When the British 
separated the Burma Province from British India in 1937, the Public Service Committee (PSC) 
was newly established. After independence in 1948, the PSC was composed of only Myanmar 
people, and it was renamed to the Union Public Service Commission (UPSC) in 1953. 
Furthermore, it was reorganized into the Civil Service Selection and Training Board (CSSTB) in 
1977 and transformed into the UCSB in 2010. 

The UCSB takes responsibilities for recruitment of the posts for the entry level officer in 
various ministries and organizations, training of civil service personnel serving at all levels 
including officers and other ranks, providing advice and assistance to the government and other 
ministries relating to the civil service matters, collecting information, and conducting research 
on matters related to civil service personnel. 

 
Source: JICA Study Team modified from Win K.M. (2016). ‘Workshop on the Assessment Method of Leadership and 
Organizational Capacity in the Public Sector’ 

Figure 2.3: Organizational Structure of Union Civil Service Board 

The UCSB is composed of a chairman and four members of the Board. The chairman is 
equivalent to the rank of minister, while Board members are of the same rank as deputy 
ministers. There is the Chairman Office (CO) (44 staff) under the Board, headed by the Deputy 
Permanent Secretary (DPS) equivalent to the Deputy Director General (DDG). The Permanent 
Secretary (PS) is the head of administration. The post of the PS was revived in 2015 after it had 
been terminated by the government for a long period during the military regime. 
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The UCSB consists of two departments in Nay Pyi Taw, including the Civil Service Selection 
and Training Department (CSSTD) (137 staff) headed by the Director General (DG) and the 
Civil Service Affairs Department (CSAD) (103 staff) headed by the DG, who is also oversees 
the task of the PS. The UCSB has also two training institutes: The CICS Lower Myanmar 
(CICS-LM) (622 staff) in the Yangon Region inaugurated in 1965 and the CICS Upper 
Myanmar (CICS-UM) (422 staff) in the Mandalay Region established in 1999. The two CICSs 
are headed by rectors. In addition, the UCSB established the CSA under the CICS-LM and 
CICS-UM in January 2017. They are also planning to set up the Nay Pyi Taw Training Center 
(NPTTC) under the CSSTD. 

According to the 2017/18 Union Budget, budget allocation to the UCSB was MMK9, 266.729 
million, including MMK7,813.97 million (84.3%) as the recurrent budget and MMK1,452.759 
million (15.7%) as the development budget. For reference, the average budget allocation for the 
11 union agencies, including legislative, administrative and judicial3, is MMK7,820.177 million, 
of which the recurrent budget is MMK6,307.685 million (80.7%), development budget is MMK 
1,510.454 (19.3%). 

2.4. Current Situation and Challenges in the Civil Service System 

2.4.1. Civil Service System 

The legal framework of the civil service is based on the “Constitution of the Republic of the 
Union of Myanmar” (2008), the “Union Civil Service Board Law” (2010), the “Union Civil 
Service Board” (2011), the “Civil Service Personnel Law” (2013) and the “Civil Service 
Personnel Rules” (2014). The foundation of the current framework was established during the 
transition period from the military regime of the SLORC/SPDC (1988-2011) to the civilian rule 
of the USDP (2011-2016) (see Table 2.3). Although the legal framework was advanced during 
this period, there is still room to improve the civil service system. The NLD administration 
(2016-) has undertaken legal amendments to step up efforts in Myanmar toward meeting the 
international standards for the civil service system. 

In the 2008 Constitution, the Article 246 stipulates that the UCSB is able to perform the duties 
of selecting, training civil service personnel and prescribing civil service regulations. The Union 
Civil Service Law and the Union Civil Service Rules further define the role and mandate of the 
UCSB. The Civil Service Personnel Law and the Civil Service Personnel Rules regulate 
recruitment and selection, appointment, right to pay and compensation, retirement, promotion 

                                                   
3 President, Union Government, Pyidaungsu Hluttaw, Pyithu Luttaw, Amyotha Hluttaw, The Supreme Court of the 
Union, Constitutional Tribunal of the Union, The Union Election Commission, Attorney General of the Union, 
Auditor-General of the Union, Union Civil Service Board. 
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procedures, discipline and accountability measures, and learning and capacity development. The 
NLD administration has already amended the Civil Service Personnel Law and the Code of 
Conduct and is preparing to amend the Civil Service Personnel Rules. 

Table 2.3: History in Civil Service System 

 
Source: JICA Study Team modified from UCSB Documents 

2.4.2. Ranks of Civil Service 

According to the Civil Service Personnel Law, a public servant is defined as any person serving 
as a permanent employee in a public-sector organization. There are broadly two types of public 
employment: general government employees and state-owned enterprise employees. The former 
includes general civil service personnel at the Union Government, local government, and 
education and health personnel. Military and police personnel are not covered by this law.  

General civil service at the union and local levels is classified into gazetted officials and 
non-gazetted officials. The former is a candidate for the position of executive official employed 
by the UCSB, while the latter is general staff hired by ministries, agencies and departments at 
the union and local levels. There are six official categories each for the gazetted officials as well 
as the non-gazetted officials. The gazetted officials include DG/Managing Director, 
DDG/General Manager, Director/Deputy General Manager, Deputy Director/Assistant General 
Manager, Assistant Director/Manager, and Staff Officer/Assistant Manager. The non-gazetted 
officials include Office Super independent/Supervisor, Office Clerk/Assistant Supervisor, Upper 
Division Clerk/Technical Grade 6, Lower Division Clerk/Technician Grade 4, Record 
Keeper/Head Peon, and Peon/Sweeper (see Table 2.4). In addition, there are various types of 
official ranks between the ranks in the above, especially in the non-gazetted officials at each 
ministry. For example, there are 39 official ranks at the GAD under the Ministry of Home 
Affairs.  
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The total number of all civil service personnel in Myanmar is around one million employees. 
Out of this, the non-gazetted officials count for approximately 90 percent of all public 
employees. 

Table 2.4: Civil Service Ranks 
 

 
Source: JICA Study Team modified from UCSB documents 

2.4.3. Recruitment Examination for Civil Service 

There are two types of recruitment examinations for gazetted officials and non-gazetted officials. 
For the gazetted officials, the lowest official post of Staff Officer/Assistant Manager is an entry 
point for all gazetted officials to be recruited by the UCSB on behalf of ministries, agencies and 
departments. Once appointed, the gazetted officers may be internally promoted up to the level of 
DDG by the ministries. 

Each ministry annually submits a recruitment request to the UCSB according to the 
qualifications of the vacant posts, such as number, age, academic background, and others. Then, 
the UCSB finalizes the overall numbers and positions in the annual recruitment of gazetted 
officials. The average number for annual recruitment of gazetted officials is around 1,260 
persons over the last decade, although there were fluctuations due to the number of vacant posts 
available at the ministries. For example, the recruited number was 2,486 persons in 2016/17, 
whereas it was only 314 in 2014/15 (see Table 2.5). 

Regarding the recruitment examination for gazetted officials, the UCSB conducts written 
examinations (on Burmese, English and general knowledge), psychology tests, and individual 
interviews. In the cycle of annual recruitments, the UCSB announces a new recruitment in April, 
conducts written exams and psychological tests in July, individual interviews in October, and 
informs the results in the same month. After the CICS undertakes the 16-week pre-service 
training for those who passed the examinations from November to February, the UCSB posts 
them to ministries in March (see Table 2.6). The UCSB is planning to introduce the pre-written 
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examinations in May or June from 2018, which aim to reduce the burden of preparation for the 
existing written examinations at the UCSB. Although the application for the gazetted official is 
popular with over ten times the exam magnification ratio, the recruitment process is likely to be 
heavily weighted on the three subjects in the written exams. It indicates that there is room to 
improve the quality of the recruitment process by diversifying the recruitment tools. 

In contrast, ministries are also responsible for the appointments of non-gazetted officials, which 
account for about 90 percent of all civil service personnel. Each ministry undertakes their own 
recruitment process in line with their own criteria. 

Table 2.5: Recruitment Number of Gazetted Officials 

  

  Source: JICA Study Team modified from UCSB (2017) 

 

Table 2.6: Recruitment and Posting Process of Gazetted Officials 

   

 Source: JICA Study Team modified from UCSB (2017) 
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2.4.4. Civil Service Ethics and Discipline 

Civil service ethics and discipline was stipulated in the “Code of Conduct” (2004) that was 
formulated during the SPDC regime. The NLD administration revised the Code of Conduct 
(2016) in order to improve civil service ethics and discipline.  

In 2016, the NLD administration introduced a new guideline on gifts for civil servants in order 
to facilitate civil service ethics and reduce corruption. The guideline directs all civil servants not 
to accept any gift worth more than 25,000 kyats, an amount more than 10 times lower than the 
threshold allowed by the previous government.  

2.4.5. Pay and Compensation 

The Civil Service Personnel Law defines that all civil services have the right to equally receive 
pay and compensation. Although the level of the salary in the public sector is lower than salaries 
in the private sector, it has been gradually rising since 2011 or after having been fixed for many 
years during the military regime. Table 2.7 shows the current salary structure by official ranking 
of gazetted and non-gazetted officials. 

In contrast, it is said that compensation in the public sector is generally better than the private 
sector. It includes allowances, such as hardship allowance for remote areas, other special 
allowance, health insurance, pension, social security, retirement allowance, housing, work 
vehicle, fuel, commuter transportation etc. However, the criteria for the hardship allowance for 
remote areas and in-kind allowance for housing, vehicle, gasoline, commuter bus, and others 
have not been published. It is also pointed out that in-kind allowance substantially varies across 
ministries, agencies and departments.  

To facilitate motivation and incentives in civil service, it is important to take a step forward to 
improve transparency in pay and compensation. World Bank has indicated their possible 
assistance for pay, compensation and human resource management, following findings and 
recommendations from their reviews undertaken recently. 
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Table 2.7: Structure of Basic Salary for Civil Service 

 

Source: JICA Study Team modified by Win K.M. (2016). ‘Workshop on the Assessment Method of Leadership and 
Organizational Capacity in the Public Sector’. Workshop Report 

2.4.6. Competency Standards 

There are no competency standards for recruitment and personnel performance evaluation. In 
response to this, the ASEAN Resource Center of the UCSB has been preparing the Competency 
Framework with support from United Nations Development Program (UNDP) and United 
Nations Institute for Training and Research (UNITAR). They are also planning to have job 
descriptions for all official levels. These will contribute to creating a foundation for the UCSB 
to undertake performance-based personnel management within the civil service in the future. 

2.4.7. Personnel Evaluation System 

The personnel evaluation is stipulated in the Civil Servants Personnel Rules. Under the NLD 
government, the UCSB has been requesting ministries to undertake personnel evaluations 
according to UCSB Order No.3/2017. 

Table 2.8: Criteria for Personnel Performance Evaluation 

 

 Source: JICA Study Team modified from Republic of the Union of Myanmar. (2014). ‘Civil  
 Service Personnel Rules’ 
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Table 2.9: Rating of Personnel Performance 

 

Source: JICA Study Team modified by Republic of the Union of Myanmar. (2014).  
‘Civil Service Personnel Rules’ 

The criteria for personnel evaluation consist of 1) leadership; 2) reliability; 3) proficiency; 4) 
enthusiasm; and 5) good relationship with an allotment of 20 points each (see Table 2.8). In 
each evaluation category, there are four grades: a) outstanding (20 to 16 points), b) above 
average (15 to 11 points), c) average (10 to 8 points), and d) below average (7 points or less). A 
description of the evaluation is additionally required in the case for outstanding and below 
average points (see Table 2.9). However, there is indication that ministries, agencies and 
departments are not necessarily carrying out practices in line with the Civil Servants Personnel 
Rules. 

2.5. Civil Service Reform 

2.5.1. Civil Service Reform Strategic Action Plan 

The UCSB launched the “CSRSAP 2017-2020” in July 2017. This is its vision of an “ethical, 
merit-based, inclusive and responsible civil service promoting public participation and 
strengthening the trust of the people.” There are four main components: 1) new civil service 
governance, 2) merit-based and performance-driven culture and system, 3) people-centered civil 
service leadership and capacity development, and 4) transparency and accountability in civil 
service (see Table 2.10). The CSRSAP has nine primary outcomes with its baselines, actions, 
responsible entities, and annual priorities. The CSRSAP doesn’t cover the establishment of the 
NPTTC because it is still under consideration. However, it is likely to be considered that the 
NPTTC could play a central role to enhance one of the outcomes: “learning and training 
methods and techniques improved” under the focus area 3: “people-centered civil service 
leadership and capacity development”. 
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Table 2.10: Priority Areas in Civil Service Reform Strategic Action Plan 

 
Source: JICA Study Team modified from UCSB. (2017). ‘Civil Service Reform Strategic Action Plan’ 

The CSRSAP has three layers of governance bodies: 1) Steering Committee, 2) States and 
Regions Sub-Steering Committee, and 3) Civil Service Reform Secretariat. The Steering 
Committee is responsible for overseeing delivery and monitoring of the CSRSAP. It is chaired 
by the Chairman of the UCSB and co-chaired by the Deputy Minister, the Ministry of Home 
Affairs and a Board Member of the Anti-Corruption Commission. The States and Regions 
Sub-Steering Committee supports the Steering Committee by ensuring full engagement in the 
reform process and capacity development in the states and regions. It is chaired by a Board 
Member of the UCSB and includes 14 States and Regions Ministers, the Nay Pyi Taw Council, 
the Nay Pyi Taw, Yangon and Mandalay City Development Councils. The Civil Service Reform 
Secretariat supports the Steering Committee and the States and Region Sub-Steering Committee 
through program management and regular monitoring and reporting (see Figure 2.4). 
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 Source: JICA Study Team modified from UCSB. (2017). ‘Civil Service Reform Strategic Action Plan’ 
Figure 2.4: CSRSAP Governance Structure 

2.5.2. Development Partners in Civil Service Reform 

According to the UCSB, there are 19 development partners supporting civil service reform, 
including the ASEAN Cooperation on Civil Service Matters (ACCSM), multilateral donors, 
bilateral donors, universities and research institutes (see Table 2.11). While most of the 
development partners are concentrated in supporting civil service training, UNDP, World Bank 
and six OECD countries have committed to assisting the civil service system. 

UNDP has been a lead development partner in civil service since 2004. They have dispatched a 
policy advisor to the UCSB to support the formulation of the CSRSAP as well as its program 
management, monitoring and reporting by assisting the Civil Service Reform Secretariat. UNDP 
has also committed to supporting UCSB in strengthening their role and mandate, competency 
framework, and leadership in the CSRSAP. They have also provided external resource persons 
for delivering lectures at the Government Executive Officials Management Course (eight 
weeks) and the Senior Level Officials Management Course (eight weeks) at the CICS from 
2011 to 2014. They have shifted their modality by providing internal resource persons for the 
same courses since 2015.  

World Bank has recently conducted a review on pay, compensation and human resource 
management in the civil service with the Ministry of Planning and Finance and the UCSB. They 
are currently considering further support in pay, compensation and human resource management 
in line with their findings and recommendations made by the review. World Bank also provided 
an internal resource person as a lecturer for the Government Executive Officials Management 
Course and the Senior Level Officials Management Course at the CICS in 2017. 
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Table 2.11: Development Partners in Civil Service Sector 

 
Source: JICA Study Team modified from UCSB 

UK, Sweden, Finland, Switzerland, Australia and Canada have committed their support to the 
integrity, transparency and accountability in civil service in the CSRSAC through delegated 
support to UNDP. According to the UCSB, Denmark has also supported civil service reform 
through UNDP. 

There is the Public Administration Reform Sector Working Group, which is co-chaired by 
UNDP and EU with the Office of the President as a counterpart. Development partners include 
ADB, Australia, Denmark, Germany, ILO, Japan, Korea, Norway, Sweden, Switzerland, UK, 
UNHCR, UNODC, UN OHCHR, US, WB, and Asian Foundation. Within this group, UNDP, 
EU, WB, and Asian Foundation are the main development partners in civil service reform. 
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Chapter 3. Reviewing Civil Service Training 

3.1. Context of Civil Service Training 

According to the CSRSAP, it is necessary to adopt a people-centered approach for civil servants 
to serve the state and the citizen effectively. In other words, public service needs to be formed 
based on the needs of citizens rather than the structure and institutions of civil servants. In this 
way, the people-centered approach is based on an entirely new way of thinking that the people 
of Myanmar are the center of design and decision making for all official duties. Therefore, in 
order to capture this opportunity and to effectively manage changes, it is necessary to train 
competent leaders who understand this approach, to develop capacity of civil servants at all 
levels, and to have an integrated training program therefor. 

In this context, UCSB has launched two approaches as a new training strategy from 2016, 
“Competency/Training Approach” and “Education/Academic Approach.” The former refers to 
traditional civil service training conducted by CICS that mainly focuses on learning work 
procedures and rules. It is an approach aiming at making civil servants experts in administration 
in order to effectively support the civil service system. The latter refers to diploma, bachelor's 
and master's degree, and short training courses by the CSA) and Training Center which is 
planned to be established in Nay Pyi Taw. It is an approach aiming at applying knowledge, 
critical and analytical thinking in actual work through in-depth learning on specific or related 
fields and expertise. 

 

Source: JICA Study Team Based on information received from UCSB 

Figure 3.1: UCSB’s Approach to Civil Service Training 
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Figure 3.2 shows a series of training courses under the Educational/Academic Approach. CSA is 
in charge of postgraduate diploma courses, advanced diploma courses, master's program (Public 
Administration), and part of the undergraduate course (first year and second year). Meanwhile, 
NPTTC is in charge of the third and fourth year of undergraduate program, master's program 
(Leadership in Civil Service), general training course for all civil servants, and specific training 
course for Permanent Secretary and Director General. 

 

Source: JICA Study Team based on information from UCSB  

Figure 3.2: Educational/Academic Approach 

 

Figure 3.3 shows the course of CSA based on the Competency/Training Approach. Even after 
the start of the NPTTC program, the CSA training course based on the Competency/Training 
Approach continues to be provided. 

 

Source: JICA Study Team based on information from UCSB 
Figure 3.3: Competency/Training Approach 
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Table 3.1: The Training Courses at CICS and New Training Center in Nay Pyi Taw 

 
Source: JICA Study Team based on information from UCSB 
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3.2. Civil Service Training in UCSB 

3.2.1. Central Institute of Civil Service (CICS) 

Currently, there are two CICS in Myanmar that implement UCSB’s training programs, namely, 
CICS-LM and CICS-UM. CICS-LM is located near Pangegi village in Yangon Region, while 
CICS-UM is located in the vicinity of the Pei Oo Lwin Gevingy village, about 35 kilometers 
from the center of Mandalay. The vision, mission, and purpose of these two CICS are the same, 
and they provide the same training program according to a common training plan. 

The objectives of civil service training at CICS are the followings:  

(1) To nurture civil service officials who fully understand their obligations and 
responsibilities, conduct their duties efficiently, and serve the interests of the people in 
the economic, social, political and administrative fields. 

(2) To find solutions to administrative and management problems through discussion by all 
participants, and to enhance the quality of work through an exchange of opinions and 
experiences 

(3) To develop technical and managerial know-how through implementation of study, 
preparation and dissemination of thesis, creation of research reports by the team, etc. 

 

Figure 3.4 is a simplified organizational diagram of CICS, which is common to both CICSs. 
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Source: CICS 

Figure 3.4: Organization Chart of CICS 

In CICS, all courses offered under the Educational/Academic Approach and 
Competency/Training Approach are provided under the name of CSA. Under the Rector, CICS 
is divided into 1) an organization that is headed by the Pro-rector in charge of administration 
and 2) an organization that is headed by the Pro-rector in charge of the training. The Senior 
Head of education and training under the Pro-rector in charge of the training is directly 
responsible for all training. 

Regarding the personnel structure, CICS-UM has a total of 442 staff, 214 staff in administrative 
department and 228 in training department. The training department has 89 academic and 
managerial staff, and 139 clerical workers. At CICS-LM, there are 373 staff in administrative 
departments and 249 staff in in training departments, for a total staff of 622. CSA has seven 
faculties (management, economics, law, social science, politics, English, ICT), and faculty 
members belong to one of the faculties. 

Table 3.2 shows the educational background of teachers in CICS-UM. There are two Ph. D 
holders, one in the Management Department and one in the Political Science Department. More 
than half of trainers (50 people) hold master's degree. The remainder (32 people) are bachelor's 
degree holders. In looking at the CICS-LM faculty, there are 4 doctoral holders, 27 master 
degree holders, and 74 bachelor's degree holders (see Table 3.3). 
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Table 3.2: Educational Background of Trainers (CICS-UM) 

 
Source: CICS-LM 

Table 3.3: Educational Background of Trainers (CICS-LM) 

 

Source: CICS-LM 

Regarding the titles of the CICS-UM faculty, there is one professor in the Political Science 
Department, but there are no professors at the other faculties. There are seven associate 
professors, 11 lecturers, 40 assistant lecturers and 25 assistants (see Table 3.4). Of the 84 
trainers, there are only 8 professors and associate professors in total, implying that it is difficult 
to teach advanced courses by the CICS faculty. The situation is similar at the CICS-LM. There 
is one professor at the ICT faculty, but there are no professors at the other faculties. There are 7 
associate professors, 10 lecturers, 41 assistant lecturers and 46 assistants. Like the CICS-UM, 
there are only a total of 8 professors and associate professors out of the total number of 105 
trainers (see Table 3.5). 

Table 3.4: Title of Trainers (CICS-UM) 
 

 

Source: CICS-UM 

No. Education Management Economic Law Social
Science

Political
Science

English ICT Total

1 PhD 1 2 1 4

2 Master 6 6 5 1 2 6 1 27

3 Bachelor 20 9 7 13 12 3 10 74

Total 27 15 12 16 14 9 12 105
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Table 3.5: Title of Trainers (CICS-LM) 
 

 

Source: CICS-LM 

Table 3.6 shows the number of trainees during 2007 and 2016. 

Table 3.6: Number of Trainees (2007-2016) 

  

Source: CICS 

As shown in the table above, the number of students drastically decreased in 2016. In 2015, 
there were 11,232 students enrolled, but in 2016, this number had fallen to about half or 5,220 
students. Prior to 2016, there were mainly two kinds of training programs. One was a regular 
course and the other was a special refresher course. The special refresher course was 2 to 6 
weeks of training that targeted teachers of basic education, university and college, as well as the 
staff of major sector agencies, and focused on management skills and the public service code of 
conduct. This special refresher course was transferred to ministries and agencies in 2016, which 
led to a sharp decline in the number of trainees in 2016. 
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3.2.2. Training Content, Target, Duration, Trainers, Textbook, Curriculum 

Currently three kinds of training courses are provided by CICS. They are the induction training 
course, training course by hierarchical levels, and the newly established academic course (see 
3.5 for the newly established academic course). 

In terms of the induction course that is the training course for newly recruited officials, the 
trainees are officials selected and adopted by the UCSB who will start working at each 
institution after completing the course. All new recruits are required to attend this course. In the 
training, emphasis is placed on basic management skills and mastery of rules and regulations for 
civil servants. 

The target of the training course by hierarchical levels is civil servants at all levels, excluding 
DG/PS level and unskilled workers. Hierarchical training conducted from 2017 to 2018 is as 
follows. 

Table 3.7: Hierarchical Training Courses at CICS (2017-2018) 

 

 

Course Target 

Estimated 
No. of 

Trainees 
per year 

Duration
（Week） 

1  Executive Level Officials Management Course DDG 60 8 

2 
 Management Course for Senior Civil Service 

Officers 
Director 200 8 

3 
 Mid-Level Management Course for Senior Civil 

Service Officers 
DD, Assistant 
Director 

576 4 

4  Basic Course for Senior Civil Service Officers Staff Officer 1200 14 

5 
 

Basic Course for Junior Civil Service Officers 
Assistant Staff 
Officer 

2000 14 

6 
 

Enhanced Course for Office Supervisor 
Superintendent & 
Branch Clerk 

200 14 

7 
 

Basic Course for Clerical Staff 
Upper Division 
Clerk & Lower 
Division Clerk 

1600 14 

Source: JICA Study Team based on information provided by UCSB 

Table 3.8 shows the outline of CICS annual plans for the past three years, including training 
courses and the number of trainees planned for each year. CICSs continue to offer the induction 
course and the same kinds of hierarchical training courses. However, in 2017, the Basic Course 
for Pre-Senior Civil Service Officers was abolished as a result of the newly introduced 
Postgraduate Diploma Course. 
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Table 3.8 also indicates that CICS had provided the regular courses described above and special 
refresher courses until 2016-2017. As for special refresher courses, CICSs planned to have 
15,000 and 1,800 trainees from basic education and higher education, respectively. The total 
number of trainees for special refresher courses was expected to be 17,050. These refreshing 
courses were transferred to their responsible ministries and agencies during in the fiscal year of 
2017. 

Table 3.8: CICS Annual Plan for the Past Three Years 

 

Source: UCSB 

Executive Level Officials Management Course 

Table 3.9 shows the training subjects and the institution of the lecturers at a recent management 
course for executive level officials. As for trainers, lecturers were not from CICS, but were 
dispatched from related ministries and agencies, international organizations, NGOs, and others. 
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Table 3.9: Training Subjects in the Executive Level Management Course 
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Postgraduate Diploma Course 

A postgraduate diploma course was carried out in Many 2017. This course of 16 week-training 
with 200 trainees targets gazetted officers with salary scales from 250,000 to 270,000 MMK and 
civilians who hold a bachelor’s degree and can pay the tuition. The purpose of the training is (1) 
to deal with any situation with a patriotic spirit, (2) to fulfill duties for the state/region and to 
acquire the ability to manage administration, (3) to work well both in the public and private 
sectors, and (4) to develop human resources who support the national economic development 
policy through the exchange of knowledge and experience between civil servants and people 
from the private sector. Table 3.10 shows the curriculum of the course and the institution of the 
instructor. 

As shown in Table 3.10, the postgraduate diploma course provides basic knowledge on 
management, economics, law, social science, political science, English, and ICT. In economics, 
the subjects include economic principles, microeconomics, macroeconomics, economic 
development theory, statistics, economics and social statistics. In political science, the diploma 
course covers an introduction to political science, political theory, theory of political institutions, 
international relations theory, geopolitics, etc. 

However, most of the lecturers are from external organizations such as universities, and CICS 
faculty members are hardly utilized. CICS trainers teach only one subject on management, two 
subjects on political science, two subjects on English and one subject on ICT. Thus, improving 
the capacity of faculty members at CICS is an urgent task, and the positive results from the 
master's program for CICS faculty members offered at CICS-LM are anticipated. 

Advanced Diploma for Mid-Level Official 

As for the training courses based on the Education/Academic approach, in addition to this 
postgraduate and diploma course, an advanced diploma course for mid-level official will be 
launched in 2018. Although details are unknown yet, the training target is Deputy Director and 
Assistant Director level and the duration is 20 weeks. Number of trainees is planned to be 100 
people for each CICS-LM and CICS-UM, which means the total number of trainees will be 200 
each year. 



31 
 

Table 3.10: Training Subjects and Lecturer’s Institution in the Postgraduate Diploma 
Course 
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Master of Public Administration (MPA) 

In October 2017, Master of Public Administration (MPA) will be launched at the CICS-LM for 
both the CICS faculty and UCSB officials. A study duration of 18 and 15 months consists of 
lectures, and three months are dedicated to writing a master thesis. The total number of trainees 
is 25, including nine CICS-LM trainers, nine CICS-UM trainers, and seven UCSB staff. 
Students are selected from the faculty of political science, law, English, economics and 
management. A different program is prepared for faculty members from the ICT and sociology 
department. Among the faculty members, the candidates of trainees are instructors and assistant 
professors and those who are not holders either of a master's or doctoral degree. 

Trainee Institutions 

Table 3.11 shows the institutions of the trainees who attended the CICS regular courses in 2013, 
2014-2015, and 2016-2017. From the 33 central ministries and agencies, 5,152 civil servants 
attended the regular courses in 2016-2017. The major institutions which sent over 200 staff 
included Federal Supreme Courts (212 staff), Ministry of Home Affairs (347), Ministry of 
Agriculture, Livestock and Irrigation (292), Ministry of Education (250), Ministry of Health 
(1,906), and Ministry of Planning and Finance (323). The number of trainees from the central 
ministries was 5,152, accounting for 92.7% of the total 5,560 trainees. Regarding local 
governments, trainee institutions included seven regional governments, seven state governments 
as well as the Nay Pyi Taw and Yangon development committees. From these local 
administrations, 401 staff members participated in the training, accounting for 7.2% of the total. 
Seven people from the private sector also attended the courses. The percentage of local public 
officials in the past three periods fluctuated greatly at 0.5%, 13.2%, and 7.2%. 
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Table 3.11: Trainee Institutions 

 

Source: UCSB 

UNDP Questionnaire Survey on Training at CICS 

The following table shows some interesting findings from the student assessments of the CICS 
training course (see Table 3.12). 

Central Office/Ministry Central Office/Ministry

2013 2014-
2015

2016-
2017

2013 2014-
2015

2016-
2017

1 President Office 25 18 17 42 The Office of Attorney General of the Union 132 316 126

2 The Union Government Office 3 15 12 43 The Office of Auditor-General of the Union 17 38 41

3 Pyidaungsu Hluttaw Office 42 35 44 The Union Civil Service Board 97 58 55

4 Pyithu Hluttaw Office 19 25 45 Nay Pyi Taw Council - - -

5 Amyothar Hluttaw Office 14 23 46 The Central Bank of Myanmar 2 35 18

6 The Office of the Supreme Court of the Union 71 220 212 47 Anti-corruption Commission - - 16

7 The Office of the Union Election Commission 21 15 171 48 Myanmar National Human Rights Commission - - 4

8 Constitutional Tribunal of the Union 20 7 8 Subtotal 7406 6419 5152

9 Ministry of President Office - - - Region & State 37 983 401

10 Ministry of the  Office of the State Counsellor - - - 1 Yangon Region - - 27

11 Ministry of Foreign Affairs 81 27 30 2 Mandalay Region - - 15

12 Ministry of Home Affairs 276 1059 347 3 Bago Region - - 31

13 Ministry of Defense 59 36 31 4 Sagaing Region - - 28

14 Ministry of Border Affairs 62 29 46 5 Ayeyarwady Region - - 28

15 Ministry of Information 147 85 87 6 Tanintharyi Region - - 14

16 Ministry of Religious Affairs and Cultural 64 46 82 7 Magway Region - - 30

17 Ministry of Agricultural, Livestock and Irrigation 217 292 292 8 Kachin State Government - - 18

18 Ministry of Transport and Communication 146 86 181 9 Kayah  State Government - - 17

19 Ministry of Natural Resources and Environmental
Conservation

122 71 122 10 Kayin State Government - - 23

20 Ministry of Electricity and Energy 35 272 97 11 Chin State Government - - 18

21 Ministry of Labour, Immigration and population 357 241 169 12 Mon State Government - - 36

22 Ministry of Industry 253 105 82 13 Rakhine State Government - - 33

23 Ministry of Commerce 64 33 63 14 Shan State Government - - 23

24 Ministry of Education 298 141 250 15 Na Pyi Taw Development Committee - - 32

25 Ministry of Health 2588 1679 1906 16 Yangon Development Committee 75 38 28

26 Ministry of Planning and Finance 471 103 323 17 Mandalay Development Committee 16 3 -

27 Ministry of Construction 317 312 135 18 Kachin State Development Committee - - -

28 Ministry of Social Welfare, Relief and Resettlement 49 57 59 19 Kayin State Development Committee - - -

29 Ministry of Hotels and Tourism 17 14 20 20 Sagaing Regional Development Committee - - -

30 Ministry of Ethnic Affairs - - - 21 Private Company / Organization - - 7

31 Ministry of Livestock and Urban Development 90 64 - Subtotal 128 1024 408

32 Ministry of Cooperation 58 57 - Total 7534 7443 5560

33 Ministry of Communication 35 35 -

34 Ministry of Labour, Immigration and population 357 241 - 注：

35 Ministry of Energy 107 54 - 1. Ministry of Labour, Immigration and population

36 Ministry of Rails Way 126 77 -    2012-2016はMinistry of Immigration and populationの数字

37 Ministry of Science and Technology 222 199 - 2. Ministry of Transport and Communication

38 Ministry of Culture 53 51 -    2014,2015-2016はMinistry of Transport

39 Ministry of Revenue 146 60 - 3. Ministry of Electricity and Energy

40 Ministry of Mining 136 63 -    2012-2016はMinistry of Electricity の数字

41 Ministry of Sport 15 33 -

50

No of Trainee No of Trainee
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Table 3.12: Suggested Improvements for ClCS Training Courses 

 
According to an interview survey conducted by the UNDP in 2016, respondents appreciated the 
management skills in the regular training course of the UCSB, understanding of the rights and 
obligations of civil servants, information sharing with other ministries and agencies, etc. 
However, some respondents pointed out that the training curriculum was too general, and its 
relevance to daily work was low. Additionally, concerning the contents of practical training, 
there were opinions that CICS training should provide topics on corruption, conflicts of interest, 
reporting methods of illegal acts, etc. There was also the opinion that training was given in 
traditional lecture style, and a more participatory method should be adopted. In conclusion, 
some respondents pointed out that there was much room for improvement concerning the 
training environment, training content, and the training method. 

Table 3.13 shows the training schedule of CICSs during April 2017 and March 2018.



 

 
 

Table 3.13: Training Schedule of CICS Upper (U) ＆ Lower (L) Myanmar（2017-2018） 

 

 

   

 

F M Total 4(April) 5 6 7 8 9 10 11 12 1 2 3

L(3) 100 100 200 15 4        28 10      27 16

U(3) 100 100 200

L(2) 100 100 200 29 15 6 23

U(2) 100 100 200

L(1) 500 500 1000 24 15

U(1) 500 500 1000

L(5) 100 100 200 22 14        24 15      25 17      27 19    29 23

U(5) 100 100 200

L(1) 50 50 100 17 8

U(1) 50 50 100

L(4) 100 100 200 5 28 21 13 27 19       29 23

U(4) 100 100 200

L(1) 30 30 22

U(1) 30 26 18

L(2) 50 12 4 5 30

U(2) 50 2 24 8 28

L(3) 48 48 96 8 2 28 22 1        26

U(3) 48 48 96 4       29

Source: Indicative training courses which are scheduled to be opened at Institute of Central Civil Service in 2017-2018, Union Civil Service Board (UCSB), March, 2017

7
Executive Level Officials Management
Course

8
High-Level Management Course for Senior
Civil Service Officers

9
Mid-Level Management Course for Senior
Civil Service Officers

4
Basic Course for Junior Civil Service
Officers

5 Enhance Course for Office Supervisor

6 Basic Course for Clerical Staff

Basic Course for Senior Civil Service
Officers1

2
Basic Course for Pre Senior Civil Service
Officers

3
Basic Pre-Service Course for Civil Service
Officers

2017 2018
No Course

Location and
No of

Courses

No of Trainees

35 
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3.2.3. Examination of Various Factors that Affect the Effect of Training 

For the above programs provided by UCSB/CICS to make a major contribution to the capacity 
development of civil servants in Myanmar, several conditions must be satisfied.  

The knowledge and skills required for civil servants will change in accordance with the changes 
in the political, economic and social environments. An effective civil service training system 
must anticipate these changes and respond to them in a timely manner. To build such a training 
system, actions in the following related areas are required4. 

 Presence of clear and comprehensive training guidelines 
 Collaboration with user organizations such as ministries and agencies 
 Integration of training into government personnel policy 
 Links between training and research/consulting 
 Presence of motivated and competent trainers 
 Commitment of policy makers and senior civil service officials to training 
 Autonomy of operation 
 Continuity of monitoring and evaluation activities 
 Strength and stability of leadership, 
 Network with regional and international institutes 

Among these 10 factors, the most critical challenges for UCSB/CICS would include: 1) 
presence of clear and comprehensive training guidelines; 2) links between training and 
research/consulting; and 3) presence of motivated and competent trainers. 

On the positive side, there is strong linkage with user institutions in terms of training 
implementation as a staff member of relevant ministries, and agencies is dispatched as a lecturer 
to the CICS training program. Regarding the integration of the training into the government's 
personnel policy, it is clearly stated in a public service regulation that participation in training is 
one of the prerequisites for the promotion of civil servants. This also implies the strong 
commitment of policy-makers and civil service executives to training activities. As for 
continuous monitoring and evaluation, the CICS research department conducts observations and 
questionnaire surveys in each training course to evaluate the performance of trainers and 
trainees. Regarding the strength and stability of leadership, the current Chairman has shown 
strong leadership and enthusiasm for public service system reform, while CICS rectors are rich 
in work experience. 
                                                   
4 M.T. Tessema, J.L. Soeters, G. De Groot and M.F. Tesfaselassie. (February 2007). ‘Managing civil service training 
institutions: What lessons can countries learn from Singapore?’. International Journal of Human Resources 
Development and Management.   
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Table 3.14: Necessary Conditions for an Effective Civil Service Training Institute 

 

Source: M.T. Tessema, J.L. Soeters, G. De Groot and M.F. Tesfaselassie. (February 2007). ‘Managing civil service 
training institutions: What lessons can countries learn from Singapore?’. International Journal of Human Resources 
Development and Management. 

However, there are also some weaknesses. First, there are no sufficiently clear and 
comprehensive written training policy guidelines at the UCSB/CICS. Therefore, training 
management activities are not adequately institutionalized. In addition, inefficient use of scarce 
resources and duplication of activities may occur if training is conducted in an ad hoc manner 
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without guidance. For this training policy guideline to be effective, it must include explanations 
on methodology regarding the following matters5. 

(1) Objectives and Scope of Training 

(2) Assessment of Training Needs 

(3) Training Planning, Strategies, Priority 

(4) Monitoring and Evaluation 

(5) Link between Training and Career Development (including staff development) 

This kind of guideline will contribute not only to the positive effects of training but also to the 
capacity development of UCSB/CICS staff. 

The second major problem is the shortage of motivated and competent trainers who advanced 
classes. In order to build the capacity of internal faculty members, UCSB will establish a new 
program called the Master in Public Administration in October 2017. 

Concerning another challenge, since research and consulting activities are rarely conducted 
except in evaluations, their connection to training activities is limited. As a result, the 
curriculum development and delivery of the courses are heavily dependent on external 
institutions; and the development of new and effective teaching materials and methods may not 
evolve internally. Regarding the autonomy of the training institute, CICS have some authority 
about activities such as the preparation of the curriculum and internal rules and regulations. 
However, it does not have an autonomous status not only in terms of maintaining and operating 
its own budget, but also in determining its directions and planning its activities. 

  

                                                   
5 Samuel Paul. (1983). ‘Training for Public Administration and Management in Developing Countries: A Review’. 
World Bank staff working paper. The World Bank. 
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Table 3.15: Evaluation of Factors Affecting the Effect of Training 

No Factors Evaluation Issues 

1 
Presence of clear and 
comprehensive training guidelines 

△ 

Need assessment is not scientific that result in 
week curriculum development 
Existing guideline does not provide systematic 
guidance according to the training cycle. 

2 Linkage with user organizations △ 

Many resource persons are provided by ministries 
and agencies. 
No regular consultation with user organization for 
formulation of annual plan 

3 
Integration of training into 
government personnel policy 

○ 
Participation in training is one of the requirements 
for promotion of civil servants. Training is 
incorporated into career development. 

4 
Links between training and 
research/Consulting 

△ 

There is no consulting activity to ministries and 
agencies. Research activities on curriculum, 
teaching materials and educational methods are 
limited. 

5 Presence of competent trainers △ 
There is a shortage of teachers taught in advanced 
courses. Achievement of the Master course for 
CICS faculty is expected 

6 
Commitment of policy makers and 
senior civil service officers to 
training 

○ 

Civil service regulation stipulates that participation 
in training is one of the requirements for promotion 
of civil servants, Training activities are also 
emphasized by various ministries and agencies. 

7 Autonomy of operation △ 
The degree of freedom of internal rules creation 
etc. is increased. On the management side, UCSB 
approval is premised. 

8 
Continuous monitoring and 
evaluation 

△ 
The R&D Department evaluates lecturers and 
students for each training. Performance evaluation 
after training is not carried out. 

9 
Presence of strong and stable 
leadership 

△ 
Presence of leader with a high motivation and a 
proven track record. However, long-term continuity 
is uncertain. 

10 
Establishment of domestic and 
international networks  

○ Strong network with ASEAN countries. 

〇 Satisfactory  △ Need further improvement 

Source: JICA Study Team 

3.3. Training Provided by Ministries and Agencies  

To strengthen the capacity of civil servants in Myanmar, there is sector-specific training by 
ministries and agencies in addition to the regular training of civil servants by the UCSB. In this 
section, the Administrative Development Graduate School (GSAD) of the Ministry of Planning 
and Finance, the Institute of Development Administration (IDA) of the GAD of the Ministry of 
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Home Affairs, Educational College (EC) of the Ministry of Education, and two training centers 
of the Ministry of Construction (Thuwunna Training Center and a mechanical training center) 
are discussed as examples of a ministry or agency training institute and to provide an outline of 
their training program. 

3.3.1. Graduate School of Administration and Development (GSAD) 

The GSAD was established in 2014 under the Ministry of National Planning and Finance aimed 

at human resource development in the public sector. The GSAD provides four Postgraduate 

Diploma Programs: Postgraduate Diploma in Public Policy and Administration, Postgraduate 

Diploma in Development Planning and Practice, Postgraduate Diploma in International 

Economic Relations and Development, and Postgraduate Diploma in Statistics. The number of 

graduates up to now is 418 people and it has received certification from the Presidential Office 

as an educational institution where diplomas can be issued. 

The main objectives of the Postgraduate Diplomas are as follows: 

 Upgrade the capacity of government officials 

 Provide concepts and practices in formulation of public policy 

 Share knowledge and experiences in development planning and practice 

 Facilitate government officials to have knowledge on International Relations and 

Development 

 Apply quality Statistics 

The curriculum of the four graduate diploma programs is shown in Table 3.16. 
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Table 3.16: Curriculum of GSAD 
Public Policy and Administration Development Planning and Practice 

1 Principle of Economics 1 Principle of Economics 

2 Public Administration 2 Theory of Economic Development 

3 Public Policy 3 Theoretical Foundation of Planning 

4 Statistics 4 Statistics 

5 Project Management 5 
Public Administration, Public Policy and 
Management Skills for Policy Makers 

6 Management Skills for Policy Maker 6 Regional and Urban Planning and Development 

7 Administrative Ethics 7 Project Management 

8 
Public Finance Management and Monetary 
Policy Management 

8 
Public Finance Management and Monetary Policy 
Management 

9 Theory of Economic Development 9 Community Development 

Statistics International Economic Relations and Development 

1 Introduction to Statistics 1 
International Economic Relations in the System 
of Global Economy 

2 Basic Mathematics 2 Monetary Arrangement 

3 Quality of Statistics and Statistical System 3 International Economic Law 

4 Applied Statistics 4 
Economic, Political and Social Dimensions of 
Development Policy and Practice 

5 Socio-Economic Statistics and Indicators 5 
Microeconomic Mechanism for International 
Economic Relations and Development 

6 Demography 6 
Macroeconomic Mechanism for International 
Economic Relations and Development 

7 Analytical Skills and Report Writing 7 New Economic Order and Globalization 

8 Statistical Packages and Data Analysis 8 
Integration Process the System of Global 
Economy 

9 Survey Methodology 9 
Multinational Corporations and International 
Investment 

Source: GSAD  

There are two types of courses, part time and full time. For the part-time course, one course 
consists of 36 weeks which is divided by three quarters. Three subjects are taught in each 
quarter. For full-time course, it consists of 24 weeks. The course consists of lectures, book 
reviews, candidate presentations, group discussions and presentations, symposiums, role play, 
seminars, study tour, paper writing, paper presentation, and research paper reading. 

Requirements for the Postgraduate Diploma course include: 1) a Bachelor’s degree from any 
recognized university or institute, 2) an entrance examination and personal interview, and 
satisfactory results of the entrance examination and personal interview. 

Currently, there are only three faculty members, and most of the classes are handled by external 
lecturers (from universities, ministries and international organizations). 
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3.3.2. Training Program of the Ministry of Home Affairs 

The Ministry of Home Affairs is a ministry that supervises civil officials at the state and local 
governments. They are also in charge of capacity development of local government employees; 
and the Training and Research Division is located at their headquarters. The objectives of the 
Training and Research Division include: 

 1) Train sustainably to foster efficient service personnel who will be part of an effective 
national administrative mechanism;  

 2) Cultivate good practice in performing according to policies, principles and procedures laid 
down by the state;  

 3) Ensure the ability to keep up with improvements in functional performance in conjunction 
with the development of information technology; and  

 4) Carry out research into governance, administration and leadership to keep pace with 
international standard. 

Table 3.17 shows the training program for the staff of the Ministry of Home Affairs from 2017 
to 2018. As shown in Table 3.17, the staff of the Ministry of Home Affairs can undergo training 
not only at the IDA, a training institution of the Ministry of Home Affairs, but also at the CICS 
and training institutions of other ministries and agencies. In addition, it can be said that the 
CICS regular training courses are fully incorporated into the training program of Ministry of 
Home Affairs. It is also notable that training is conducted not only at the Head Office, but also 
at the various local administrative levels such as regions, divisions, states, and township for 
local administrative officials.  

IDA is a training institute established in 2003 for the purpose of strengthening the capacity of 
local administrators. The rector is responsible for the director and deputy director at GAD 
headquarters, and is assisted by a pro-rector who is the head of the administrative department 
and another pro-rector who supervises the training department. IDA does not have a faculty 
organization. Personnel are dispatched from the Ministry of Home Affairs and other ministries 
and agencies and teach the specialized courses.  
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Table 3.17: Training Program of the Ministry of Home Affairs (2017-2018) 

 
Source: GAD 

3.3.3. Other Training Courses by Ministries and Agencies and OJT 

1) Thuwunna Training Center of the Ministry of Construction (MOC) 

The major training center of the Ministry of Construction is the Thuwunna Training Center. 
The Thuwunna Training Center was established in 1980 and is located in Yangon. It provides 
training courses in engineering that correspond to the level of the staff at the Ministry of 
Construction. In addition, there are technical training courses for carpenters, welding 
workers, accountants, and others. Table 3.18 shows the training programs provided by the 
Thuwunna Training Center. The teaching personnel are mainly senior staff of the Ministry of 
Construction and their retired officials. In some cases, external faculty members from 
technical colleges are brought in to teach the class. The main teaching method is lectures. 
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Table 3.18: Training Courses at the Thuwunna Training Center of the MOC 

Source: Ministry of Construction 

  

 

No Name of Course Frequency 
No/ 

students 

Duration 

(week) 

1 Workshop with Chief Engineer - - - 

2 Workshop with Deputy and Assistant  - - - 

3 Staff Officer (Civil)      2 50 10 

4 Management of Quality Control (Highways) 1 30 4 

5 Junior Engineer (1) (Civil)  
(Refresher Course) 1 40 4 

6 Junior Engineer (2) (Civil) 2 50 5 

7 Junior Engineer (2)                                      
(Water and Sanitation, Refresher Course) 1 20 2 

8 Junior Engineer (3)  
(Water and Sanitation, Refresher Course) 1 40 4 

9 Junior Engineer (3) (Civil)  
(Refresher Course) 2 50 6 

10 Junior Engineer (4) (Civil, Architecture)     
(Refresher Course) 2 50 6 

11 Junior Engineer (2) (Electricity)                    1 50 4 

12 Junior Engineer (3) (Electricity)                    1 50 4 

13 Workshop on Budgeting                                 1 50 1 

14 Accountant (1) (Refresher Course)                 1 30 4 

15 Accountant (2) (Refresher Course)  1 40 5 

16 Accountant (3) (Refresher Course)                 2 50 5 

17 Accountant (4) (Refresher Course)                 2 60 5 

18 Clericals for Salary, Pension and Administration 1 40 4 

19 Urban Management                                          1 20 4 

20 Store (4)                                                            1 40 5 

21 Store (3)                                                            1 20 5 

22 Assistant Engineer (Water and Sanitation) 1 20 2 

23 Safety Seminar Advanced Course                   2 30 4 

24 Form work, Scaffolding & Design, Planning and Surveying                                   1 30 10 

25 Carpenter & Layering bricks - - - 
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2) OJT at the MOC Machine Training Center 

In contrast to the lecture-focused Thuwunna Training Center, the Machine Training Center in 
Mandalay emphasizes OJT as the method for skill development. The Center trains trainees 
by the following methods using OJT. 

 1) Explanations in a lecture 

 2) Trainer demonstrations 

 3) Hands-on training by students 

 4) Checking by the trainer check (and advice) 

Because the Center emphasizes the above process, time is needed for practical training; and as 
shown in Table 3.19, each course dedicates a lot of time on practical training. 

Table 3.19: OJT at Machine Training Center of MOC 

 

Source: Machine Training Center of MOC 

3) Education College (EC) 

EC which is under Department of Higher Education of the Ministry of Education was 
established to improve the capacity of teachers in Myanmar. There are 25 ECs, mainly in 
major cities throughout the country. The Yankin EC has adopted the semester system and 
covers educational psychology, educational methodology, English, chemistry, physics, 
geography, and other subjects. 
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The EC created a curriculum team 10 to 15 years ago. The curriculum developed at that time 
is still in use and is a common curriculum in all Education Colleges. 

The EC has not yet adopted OJT as a teaching method, but it plans to adopt it in the future. 
According to an EC staff, if EC adopts the four-year system, the first-year students will 
observe what other people teach at the attached school. In the second year, the students will 
actually teach at that school. In the third and fourth years, the students will gain the 
experience of teaching at a partner school outside the EC. 

Regarding the academic staff, there is a total of 113 staff including 36 lecturers, 30 assistant 
lecturers, 47 assistants and demonstrators. As for the academic background of the faculty, 
there are eight doctoral degree holders, 60 master’s degree holders, and others are bachelor's 
degree holders. According to a teacher at the EC that was visited, the school did not suffer 
from a shortage of teacher because “the Myanmar people like to teach.” Although salaries 
are low, there are many people who wish to become a teacher. In addition, teachers are the 
most esteemed occupation in Myanmar society. 

The training program of EC is as follows. 

・ Certificate in Teacher Education Course 
・ Diploma in Teacher Education Course 
・ Diploma in Teacher Education Competency Course 
・ Pre-service Primary Teacher Training Course 
・ Correspondence Course for Junior Assistant Teacher 
・ Correspondence Course for Primary Assistant Teacher 
・ Refresher Course 
・ Other Projects 

As for the EC of Taungoo Township, in order to train more elementary and junior high 
school teachers under an improved environment, JICA has implemented a project to expand 
and improve the aged facilities and equipment. 

4) Administrative Training School, MOE, Yangon 

The Administrative Training Institute of the Ministry of Education (MOE) in Yangon was 
founded in 2015 with the aim of strengthening the capacity of administrative officials at 
MOE. The targets of the training curriculum are assistant directors, township education 
officers, headmasters of high schools and clerical staff. This training institute offers six to 
eight training courses every year, and there are about 200 trainees in each training course. 
There are three kinds of training courses: management course, financial rule course, and 
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financial course. The teaching method consists of lectures and discussions. A main problem 
of this institute is that there are only nine faculty members. Therefore, the institute relies on 
external people resources who are from the auditor, pension department, and retired MOE 
officials. The number of trainees who have already attended the training courses is 1,744 for 
officials, 495 for the clerical, 178 from TOT and, 312 from Physical Education. The 
challenges are the lack of facilities such as air conditioners, computers and projectors. 

5) A Case of OJT by the Ministry of Education 

In Myanmar, the lecture style teaching methods are common. However, new teaching 
methods have also been tried. For example, in a planning and budgeting course provided by 
the Ministry of Education, lecture-centered classes were conducted first, then students 
returned to their affiliated institutions and practiced what they were taught. The students then 
returned to the classroom later and share their own experiences. This is a blended teaching 
method that combines classroom lecture and workplace practice. 

3.4. Donors’ Support to Civil Service Training 

The major donors that have supported UCSB training include the UNDP, Sasakawa Peace 
Foundation, UN-APCICT, Hanns Seidel Foundation, EU, the World Bank, Akamai University, 
and others. The UNDP hosts a workshop on the strategic action plan on public sector reform, 
and organized training for New Zealand. UN-APCICT and the Hanns Seidel Foundation have 
dispatched lecturers to the CICS training course. The EU supports the curriculum development 
of the CICS training course and the World Bank held a workshop on salary compensation for 
civil servants. It is Akamai University in Hawaii that is notable in relation to the master’s course 
which will be established at NPTTC and where the university will provide cooperation in 
preparing the curriculum and dispatching a lecturer for the master degree course. 

Cooperation by Japan 

JICA has contributed to improving the capacity of civil servants in Myanmar through various 
programs such as the Project for Human Resource Development Scholarship (Grant) and 
Leadership Enhancement & Administrative Development for Innovative Governance in Asia 
(Data Collection Survey) as well as Group and Region-focused Trainings. 
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3.5. Training Programs to Be Offered at NPTTC 

Table 3.20 shows the training programs that will be offered at NPTTC. NPTTC will provide two 
kinds of short-term courses, General Training Program and Specific Training Program as well as 
long-term courses such as master and bachelor’ degree courses. 

In addition to these formal learning courses, workshops for civil servants in ASEAN are planned. 
Workshops and seminars at the national and international level are also planned in relevant 
fields. The workshop for ASEAN civil servants is scheduled once a year for 15 to 20 
participants. As for other related workshops and seminars, workshops and seminars at the 
national and international level will be held 12 to 20 times a year for 20 to 30 public officials. 

Table 3.20: Training Program at the NPTTC 

 

Course Target Duration No of Estimated Trainees 
(per year) 

1 General Training Program  All Levels 2 days～1week 
Mid-level and above: 300~390, 
Target number of Staff officers 
and below is not yet planned 

2 Specific Training Program  PS and DG 4 days 30-72 

3 Master Degree Course Director 1 year 30-50 

4 Bachelor Degree Course 
Person who passed the 

matriculation 
4 years 120 

5 
Workshops on ASEAN Civil 
Service Matters 

ASEAN civil servants Short term 15-20 

6 
Other related workshops and 
seminars 

Civil Servant 1-2 weeks 40-60 

Source: UCSB 

1) Short-term Training Courses 

In the case of short-term training courses, there are two kinds of courses, which are the 
Specific Training Program for PS and DG and the General Training Program for all levels of 
civil servants.  

Specific Training Program 
The specific training course is a four-day course. Initially the short-term course was 
scheduled to begin in September. In view of the perception that Myanmar civil servants are 
weak in leadership and management fields, the short course will be a program in leadership 
and management. However, resource persons have not yet been decided and no curriculum 
has been created. 

Regarding the figures predicted on the future number of specific short-term courses, since 
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there are 37 ministries and agencies in Myanmar, UCSB plans to have two people from each 
institution slated for training, so that total number of trainees is 74. However, this also 
depends on the opinion of the State Counselor.  

General Training Program 
Apart from short-term courses targeting PS and DG, many courses for civil servants at all 
levels are planned. 
At present, the UCSB is preparing a provisional list of 66 courses. 

The implementation of these short-term courses depends on whether the government can 
obtain the budget. Due to the fact that the budget has not yet been set aside, the UCSB plans 
to ask donors for such as the UNDP, Hann Seidel Foundation, EUGOPA, the World Bank, 
and others to implement these courses. The start of the course was originally scheduled for 
2019, but it will be delayed because the start of the course will be after the training facility is 
completed. 

Regarding the target group, there are 60 PS and DG, 50 DPS and 50 DDG, 100 directors, and 
180 assistant director and deputy directors. However, since general short-term courses 
include staff officers and clerical staff, the number of people to be trained should be much 
larger. 

2) Master of Leadership in Civil Service (MLCS） 

Master's program is offered in January 2019. The UCSB has already informed relevant 
ministries and agencies, and the budget for the master's program has also been submitted to 
the government. 

The official name of the master's course is "Master of Leadership in Civil Service (MLCS)." 
This master's course is a cooperative program between UCSB, Akamai University in Hawaii 
and the EDS Business School in Malaysia. The curriculum is developed by Akamai 
University, while actual operations are managed by the EDS under the supervision of 
Akamai University, and the UCSB provide administrative support to both institutions. The 
outline of this master’s course is as follows: 

MLCS consists of 10 instructional modules (Core Academic Module and Professional 
Development Module) and a Master’s Project focusing upon leadership in the civil services to 
cover the required 40 credits. Each instructional module is delivered in a three-day seminar 
period.  
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3) Bachelor’s Degree Course 

The undergraduate course is a four-year course and covers 60 students who passed the 
university entrance examination. It is scheduled to start in 2020. After the first two years 
when students study at CICS, they will move to Nay Pyi Taw in the third year, and in the 
fourth year, the students will study through on the job training (OJT) while working at a 
government agency. Undergraduate students are expected to work as civil servants after 
graduation. At work, they will be given the position of Secretary 3, which is the entry 
position of gazetted officials. Then they are expected to strengthen their capacity while 
working at other ministries and agencies, and depending on their capacity they can become a 
permanent secretary which is the top of bureaucracy. Although the curriculum for the 
undergraduate course has not been developed yet, it can be said that the UCSB 
undergraduate course is clearly incorporated into its civil service career development 
program. 

 4) Implementation System of NPTTC Training Program 

NPTTC Administrative Office 
NPTTC is managed by the UCSB Chairman's Office. However, under the supervision of the 
Chairman's Office, the CSSTD will oversee actual management. For the time being, the 
administrative office of the NPTTC will be established in the CSSTD and then will move 
into the training center once the training institute is completed. The budget and management 
of the NPTTC is to be overseen by the Chairman, Permanent Secretary, Director General and 
Deputy Permanent Secretary. 
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Chapter 4. Training Facilities 

4.1. Survey of Existing CICS/CSA Facilities and Equipment 

4.1.1. Purpose  

A data collection survey of CICS facilities in Lower Myanmar and Upper Myanmar was 
conducted by the JICA Study Team in May 2017 for the following purposes.  

a. To confirm the type and size of facilities at the existing CICS facilities; to observe the 
fitness of the facilities for the purposes of training; to interview the management office 
of CICS about challenges they may have with facilities and equipment; to share 
findings of the survey with related parties. 

b. To analyze characteristics and/or particular local requirements for existing facilities and 
equipment at CICS. Findings may be used as reference material for the data collection 
survey of the training center in Nay Pyi Taw. 

4.1.2. Outcome and findings 

Types and size of facilities and equipment at the existing CICS facilities are similar at the two 
institutions (CICS-UM and CICS-LM). They are fundamentally fit for the purpose. It was found 
that some buildings have aged, but overall the facilities are well maintained and in a good 
condition. Trainees are provided meals and accommodation during the courses. CICS have 
multiple buildings, each of which has specific characteristics for different ranks of the officers. 
Lecture rooms, dining rooms, and common spaces are rarely shared by trainees of different 
ranks. In 2017, a Post-Graduate Diploma course was opened at both CICSs. Officers prepared 
facilities and equipment before the intake of the new cohort of post-graduate diploma trainees, 
including altering existing dormitories into single bedroom hostels. In the 2017 academic year 
(April 2017 to March 2018), 22 courses are scheduled at each CICS, and both institutions 
expect to train approximately 4,300 officers during the year. The duration of the courses varies 
from 4 to 12 weeks, and officers will use all the existing facilities for this year’s training.  

In the area of administration and maintenance of the facilities, a large number of service and 
maintenance staffs are employed to serve meals and prepare classrooms with specific furniture. 
Service and maintenance civil servants are provided with accommodations on the CICS 
premises and they live with their families. The administration office at each CICS works well 
despite their heavy workload. 

It is necessary to have a training center in the capital to provide short courses. The JICA Study 
Team examined the possibility of constructing a new training center that was requested at an 
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existing CICS, and it was concluded that it was not feasible. At CICSs, there are neither training 
facilities nor hostel facilities for higher ranked officers such as DGs and PSs. In view of the 
culture of civil service training in Myanmar, where different training environments are prepared 
depending on an officer's ranks, it is probable that major alterations and additions at CICS 
would be required. Compared to a project in the capital city, it is probable that the cost of 
construction would be higher in a rural area because accommodation for lecturers and 
management staff would be required. 

Below is a summary of the findings on facilities and equipment at CICSs. 

• CICS-LM was founded in 1965 and CICS-UM was founded in 1999. It was found that 
some buildings have aged and water leakage has occurred. There are a number of large 
classrooms with capacities of between 100 and 200. There were a fewer small seminar 
rooms available for teaching new curricula such as discussions, speech-making, and 
workshops. At the CICS-LM, the common-room of the dormitory was used as a 
temporary discussion room.  

• At CICSs, the lack of capacity for an IT environment needs to be dealt with. Expansion 
of internet coverage and refurbishment of computers is recommended. Lack of 
equipment has resulted in trainees compromising their time in training because of the 
need to share equipment. Internet connection is available only in the administration 
building and library. The internet speed of 2Mbps/sec is not fast enough. When 
bachelor’s and master’s degree courses are provided at CICSs in the near future, a faster 
internet speed of 50-100Mbps/sec6 may be required.  

• There is potential for improvement of training resources equipment. Although CICS 
prioritizes this, e-Learning is currently only at a preliminary stage for trainees; 
CD-ROM and PDF materials are only available in the library, using computers in that 
building. Budget and infrastructure (internet and computers) are necessary, plus human 
resources such as personnel to develop and promote a web-based learning environment. 

The table below shows the names of training courses and occupancy rates in one year. The 
calculation was made by the JICA Study Team with information available to them; and it does 
not necessary reflect the actual usage of the facilities. A full training course of is assumed to be 
320 days / year. 

                                                   
6 The Republic of Myanmar is ranked 169 out of 193 countries in the field of e-Government – the improvement of 
which has a priority in the nation’s strategies. Internet speed can be a critical issue depending on the contents of the 
training. There is an argument that 100Mbps/sec would be sufficient to access e-learning.  
 http://www.thelancet.com/journals/lancet/article/PIIS0140-6736(16)32520-X/fulltext 
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Table 4.1: Occupancy Rate of Facilities 
Basic 

Course for 
Civil 

Service 
Officers 

Postgraduate 
Diploma in 

Civil 
Service 

Management 

Basic 
Pre-service 
Course for 

Civil 
Service 
Officers 

Basic 
Course for 

Junior Civil 
Service 
Officers 

Enhance 
Course for 

Office 
Supervisors 

Basic 
Course for 

Clerical 
Staff 

3 courses 
for Senior 

and 
Mid-level  
officials 

Number 
of 

courses 
and 

average  

80days×3 105days×2 50days 50days×5 50days 50days×4 225days, 6 22 
75.0% 65.6% 15.6% 78.1% 15.6% 62.5% 70.3% 54.7% 

Reference: JICA Study Team. Percentage=training days per course / 320 training days a year 

 

4.1.3. Summary of Existing Facilities and Equipment 

(1) CICS-UM 

 
Reference: Google Earth, JICA Study Team 

Figure 4.1: Central Facilities at CICS-UM 
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Table 4.2: Summary of Facilities and Equipment at CICS-UM 

    Building  Capa- 
city 

Area/ 
room 
(sqft) 

Area/ 
room 
(m2) 

No Equipment Purpose, remarks 

Training 
facilities 

1 Yadanar Lecture 
hall 

1,750  21,060 1,957  1  ・Chair with writing 
table  
・CCTV monitors 
・Speakers 

Training course for 1000 
plus. 
Lecturer's room attached. 

2 Ruby, Medium size 
lecture hall 

500 7,920 736  1  ・Chair with writing 
table  
・CCTV monitors 
・Speakers 

Training course for 200 
plus. (14 courses planned for 
2017) Lecturer's room 
attached. 

3 Nawaratt, Medium 
size lecture hall  

100  6,135 570  1  ・Chair with writing 
table  
・Speakers 

Lecturer's room attached. 

4 Training 
classrooms 8 
buildings  

200 6,600 613  8  ・Chair with writing 
table  

Basic training courses. 
Lecturer's room and 
male/female toilet attached. 

5 Library  
(2 reading rooms 
and e-learning 
room) 

- 8,000 743  1  ・Books, shelves 
・12 computers   
・e-learning 
materials CD-ROMs 

Shortage of e-learning 
materials and internet speed  

6 Senior officers' 
training room 
(Library building) 

60 1,600 149  1  ・Director's table and 
Chair  
・Speakers 
・Projector 

  

7 Discussion rooms 
(Library building) 

30 800 74  2  ・Meeting table, 30 
chairs 

Course for 60 divided into 2 
groups for discussions 

8 Computer rooms  45 3,100 288  2  ・45 computers 
・130 plus plastic 
chairs 

3 trainees to share 1 
computer 

9 Language room 45 3,100 288  2  ・Hearing and 
speaking training of 
English 

Until 2015, facility was used 
for teachers' training. Plan to 
use for IT department 

Administ- 
ration 

facilities 

10 Administration 
building 

      1  ‐ 2 stories  
(Offices, meeting rooms) 

11 Hospital       1  Hospital equipment, 
beds 

Medical service for trainees, 
staff and their families 

12 Storage rooms       7  ‐   
Dormitory 

Recrea- 
tion, 

 Dining 
facilities  

13 Dormitory for 
Postgraduate 
Diploma 
(Male/Female) 

50   2  Bed, desk and chairs, 
desk light, wall fan 

Alteration of building in 
2016 for trainees of 
Postgraduate Diploma 
course 

14 Dormitory for 
Mid-level officers 
(Male/Female) 

100   2  Bed, desk and chairs, 
desk light 

 Common bathroom and 
toilet, 200x140ft, total floor 
area approx. 4,000sqm. 

15 Dormitory for 
officers 
(Male/Female.) 

200 1,000 159  56  25 beds / single room 
building  
Storage box/bed 

1 group 25x 8 building =200  
Total capacity is 1400 (7 
groups x200) 

16 Dining room  100 2,750 255  11  6 seats / dining table  Attached to each dormitory. 
Service staff allocated 

17 kitchen  1,800 167  Annex building to 
dining hall 

 

18 Office attached to 
dormitory 

      11  ‐ Attached to dormitory 

19 Religious building       1  ‐   
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(2) CICS-LM 

 
Reference: CICS-LM, Google Earth, JICA Study Team 

Figure 4.2: Facilities at CICS-LM 
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Table 4.3: Summary of Facilities and Equipment at CICS-LM 
  

    Building Capa- 
city 

Area/ 
room 
(sqft) 

Area/ 
room 
(m2) 

N
o 

Equipment Purpose, remarks 

Training 
facilities 

1 Congregation 
hall 

1,500  15,600 1,448  1  ・Chair with 
writing table  
・Speakers 

Training course for 1000 plus. 
Lecturer's room attached. 

2 Lecture room 
for 500 

500 12,800 1,188  1  same as above Training courses for 
approximately 200  

3 Old lecture 
room (theatre) 

500 6,000 555  1  same as above Stepped floor. CCTV 
removed.  

4 Owntall hall 200 6,150 570  1  ・Chair with 
writing table  
・Speakers 
・Projector 

For Postgraduate diploma 
courses.  
Air-conditioning provided.  
Lecturer's room attached. 

5 Kaythumathi 
Hall 

100- 
150 

3,456 321 1  same as above Air-conditioning provided.  

6 Classrooms 100 3,100 288  6  ・Chair with 
writing table  

Basic training courses. 
Lecturer's room attached. 

7 Library  
(Reading / 
book section) 

250 3,186 296  4  ・Books, 
shelves、10 PC 
for e-learning, 5 
PC for material 
making 

Shortage of internet speed  

8 Computer 
rooms  

47 3,100 288  1  ・47 computers 
・plastic chairs 

2 trainees to share 1 computer 

9 Language 
room 

120 3,100 288  1  ・Hearing 
/speaking  

Plan to use for English 
Department 

 10 Discussion 
rooms  

20 904 84  4    Dormitory room temporary 
used as discussion room 

Admini- 
stration 
facilities 

11 Administration         ‐  
12 Storage rooms        ‐   

Dormitory 
Recrea- 

tion, 
 Dining 

facilities 

13 Dormitory for 
Mid-level 
officers, 2 
stories 

50 240 22.3   Bed, desk and 
chairs, desk 
light, shower & 
toilet / room 

(Male 1/Female 1) Common 
room of dormitory in 
temporary use as discussion 
room 

14 Dormitory for 
Postgraduate 
Diploma  

100 300 27.9   Bed, desk and 
chairs, desk 
light, wall fan 

  Alteration of building in 
2016 for trainees of 
Postgraduate Diploma course 

15 Dormitory for 
officers  

200 1,140 106  Multiple beds 
(14 beds at a 
room visited) / 
Storage box/bed 

2 stories Total capacity is 
approximately 800. 

16 Dormitory for 
officers  

200  305 93  72 25 beds / single 
room building  
Storage box/bed 

1 group 25x 8 building = 200  
Total capacity is 1800 (9 
groups x200) 

17 Dining room  100 3,100 288  17  6 seats / dining 
table  

Attached each dormitory. 
Service staff allocated 

18 kitchen  1,800 167  Annex building 
to dining hall 

Exterior room, rice steamer 
for 120 serves, gas cylinders 

19 Staff house 1   100   Reinforced concrete, 
independent house 

20 Staff house 2      RC, semi-detached house 
21 Staff house 3  452 42   6 unites apartment 
22 Staff house 4  753 70   Maisonette, 4 unites 
23 Staff house 5   667  62   Maisonette, 6 unites 
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4.2. Survey of Requested Training Facilities and Equipment  

4.2.1. Data Collection Survey of New Training Facilities and Equipment  

The survey was carried out for the following purposes.  
a. To confirm the condition of the proposed construction site such as access to the site, 

available infrastructure such as water and electricity, environmental and social 
considerations, if any. 

b. To interview officers about the need for facilities and equipment at the new training 
center, and to analyze the size and functions of the requested facility components. To 
share the findings on the facilities and equipment components requested.  

4.2.2. Outcome and Findings (Condition of the Site) 

1) Accessibility to the Site 
The site is situated in Nay Pyi Taw Union territory. There are two wide roads at the north 
and east sides of the site. Accessibility to the site is good. Based on the available 
information there appears to be no record of flooding on the site. 

 
2) Geography and Characteristics of the Site 

• The site is in Lot No.17 that is acknowledged for use by the UCSB by the Nay Pyi Taw 
Development Committee (NPTDC). The area of Lot.17 is approximately 35 acres (14 
ha), and the existing UCSB occupies approximately 7 acres (3ha). There is a fence 
around the existing UCSB buildings which maintains security but does not represent the 
property boundary. UCSB wishes to have a new fence when the new training center is 
built. 

• The land for the proposed construction is approximately 9.4 acres (3.8ha), in the 
north-east corner of Lot 17, east of the pond. The site dimensions are approximately 
200m x 200m and the ground slopes from south to north. 

• The highest ground is at the north of the existing lecture hall. There is a small valley at 
the northern and eastern part of the site. UCSB wishes to construct facilities on the 
generally highest ground. It also wishes to include staff housing in the same area. A 
preliminary visit to the site was carried out, which confirmed that it is logical to utilize 
these geographic characteristics, and no fundamental difficulties were apparent.  

 
3) Soil Condition 

The JICA Study Team requested the results of a geo-technical survey for the existing 
building, but this was not received, and the condition of the ground is unknown. From the 



58 
 

available information, there is no record of damage caused by earthquake or landslides. In 
future, a soil and ground survey will be necessary to examine the strength of the ground 
and to confirm that its strength meets the standards of the Myanmar National Building 
Code 2016 (MNBC2016), which must be submitted with the application for the Planning 
Permit.  

 
Figure 4.3: Proposed Construction Site 

 

4) Infrastructure 

• Electricity: an 11 kV powerline is provided in the green belt at the northern boundary of 
Lot 17. A transformer is located at the northern end of the UCSB building and the 
power is converted to 220V.  

• Landline (telephone) is available. The line is underneath the power line. 
• Internet: Internet cable is provided in the green belt at the northern boundary, but it was 

reported that the speed is slow at 2Mbps/sec.  

• Water is available: A city water main pipe (diameter 100 inches =3m,) is in the green 
belt of the northern boundary. There is a sub-water supply line (diameter 100mm) to 
UCSB pump shed and beyond to the ministry at the south of UCSB. For drinking water, 
a water purifier is required. There is also an elevated water tank. Supplying water to the 
new building from the existing pump shed, or from a new pump room in a new building 
needs to be examined once the location of the new building and the required water 
volume are decided. Sub-water supply pipes can be moved by NPTDC, however, prior 
visit to the site and confirmation is required, and it will be charged. 
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• Sewerage: On-site septic tank is in the garden of UCSB. (No mechanical treatment, 
periodical removal.) 

• Fire extinguisher: Fire alarm is installed in the UCSB. In the future, UCSB wishes to 
install smoke detectors. There is a portable extinguisher pump on the UCSB site. 

 
Table 4.4: Infrastructure on the Site 

Electricity 11 kV powerline. 220V step-down transformer. 

Communication Landline (above ground) and Internet (underground) 

Water  City water main pipe in the northern boundary. Water purifier required to drink 

Sewage On-site septic tank 

Fire prevention Fire alarm in the existing UCSB building.  

*UCSB was built in 2005. 

 

5) Environmental and Social Considerations 
No major findings regarding environmental and social considerations were made during the 
visit to the site. However, care should be taken to preserve and/or remove trees on the site, 
according to regulations and agreement from the relevant authority. There is a patch of 
planted teak trees on the old car road leading from the east boundary to the north gate of 
UCSB.  

There is staff housing on the site; and the nearest housing to the proposed site is the one at 
the back of the pump shed. Compensation for relocating the staff is not regarded as an issue 
since the staff are employees of UCSB. 

4.2.3. Data Collection of New Training Facilities and Equipment Components 

(1) Request from the Government of the Republic of Myanmar (GOM) 
The JICA Study Team confirmed the outline of the request made by the GOM to the 
Government of Japan. The component facilities and equipment are as follows. 

a. Training facilities 
b. Hostels for trainees 
c. Staff housing 
d. Equipment  
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Table 4.5: Requests from GOM 
Outline of components Floor area 

a. Training facilities and  
b. Hostels for trainees 

149,555Sqft (13,908.6 ㎡) 

c. Staff housing 25,760Sqft (2,395.6 ㎡) 
d. Equipment  Furniture in the rooms, computers, etc. 

*Based on the Bills of Quantity drafted by GOM, 19 October 2016 

(Purpose of the facilities) 
Based on the educational/academic training approach, the purpose of the facilities are: a) to 
provide a short-course education to all civil service officers including high-ranked officers such 
as PS and DGs, and b) to provide Bachelor’s and Master’s degree courses that will create a 
stable and continuous number of adequately qualified gazette officers.  
 
(Explanation of the location) 
At the new training center, short courses after working hours and on-the-job training during the 
4th year of the degree course are planned. Because of this, the new training center is required to 
be located near government offices in the capital city (Nay Pyi Taw). Training facilities with a 
lecture (conference) hall suitable for international meetings and training workshops will 
contribute to education by enabling sharing of knowledge by domestic civil officers as well as 
civil officers from other countries.  
 
(The request of the GOM in 2016) 
The GOM examined similar civil service training facilities in other countries and drafted the 
proposal. It was confirmed that the drawings provided by the GOM in October 2016 are 
indicative drafts (version 2). It is possible to change the components and sizes of facilities. The 
GOM expects a proposal from the Japanese side, and that the different proposals will be 
discussed.  Components in the drawings and remarks made during the survey are shown in the 
table below. 
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Table 4.6: Facilities and Equipment Shown in the Drawings by GOM (draft version 2) and 
Workshop Findings 

 Room name (d) Equipment  
(From Drawings and BQs) 

Remarks. ○Items; request of the GOM  
▲Items; size and number can be reduced  

(a)－1 
Training 
facilities 
 

Lecture / Conference 
hall 

Kitchen accessories ○For international meetings such as ASEAN 
meeting 500 capacity. Large conference halls 
(MICC) are available in the capital city; 
however rental fees were a burden to GOM 
○Attached storage and kitchen required. 

Lecture room Lecture hall: 216 seating 
 

○100-120 capacity. For short courses and 
large classes 
○To provide lectures to high-ranked officers 
working in the capital city. 
▲ There was no objection to combining the 
functions of multi-purpose room, theatre 
room and lecture hall.  

Multi- purpose room 
Theatre  

Training room  
(large) x2 rooms 

40x4 persons table,  
160 chairs, lockers, 
projector and screen board 

○Academic courses (Master’s degree has 
30-50 persons/year and Bachelor’s degree has 
60 persons/year/ Short courses have 30-50 
persons /course,(frequency is not yet decided) 
・4 persons table is not CICS standard.  
○IT environment required   

Training room 
(medium) x 2 rooms 

Computer room 42 laptops,  
42 computer table & chairs, 
projector and screen board 

・Adequate internet environment is required 
・Possible development of e-Learning 
environment (at CICS-LM 10PC and at 
CICS-UM 12 PC are available for e-reading 
at libraries) 

Library and Data base 
room 

Reception counter, 3PC, 3 
chairs, 15 Bookshelves 
writing desk and internet 

(a)－2 
Administ-
ration 
Facilities 

Office rooms 24 tables and chairs ○ 2 sections, approximately 25 person / 
section. 
・Maintenance / service room / storage is 
required.  
・Possible increase of floor area with all the 
required functions 
○ IT environment required (Promoting 
e-Government ) 
 

Printing room 15 tables & chair, printer,  
2 file store lockers 

Lecturers’ room 16 tables & chair, 
6 lockers 

Lecturers’ break room 2 sofa sets, 4 lockers, 
2 computer table/chairs 

Entrance hall Reception counter, 
3 sofa sets 

(b) 
Hostel, 
Recrea- 
tion, 
Dining 
facilities 
 

Single bedroom 
(shower/ toilet) 

Single bed, wardrobe, 
computer table, chair, 
refrigerator, TV 

▲Reconsideration of (decrease) the number 
of rooms (from 200 bedrooms) is possible, 
according to the workshop 
○Trainees who need accommodation on site 
is; Masters’ degree and Bachelor’s degree 
students and senior officers from other 
regions and lecturers  
 

Dining room 24 Tables for 10 persons, 4 
food prepare counters, 
kitchen accessories   

Gymnasium room 20 machines 
Mini Mart 44 aluminum shelves,  

2 Reception counters 
Common rooms  
Washing room 9 washing machines & 

ironing tables, accessories 
Security   

(c)   
Staff 
housings 

Four units 4 stories Total 16 units ○For service staffs work in 2-cycle rosters. 
▲ Number of units can be reduced 
・There is a discrepancy between drawings 
and BQs. 

Six (Eight?) units x 4 Total 24 units (in BQs, it 
appears to have 32 units)  

Others Car Parking 211 cars  ・Number of car parking can be adjusted. 
Source: Drawings and BQs provided by the GOM.  
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(2) Findings Regarding Requested Facilities 

Below is summary of the findings. The JICA Study Team will make recommendations in 
the following chapter. 

 1) Training Facilities 
The UCSB is now planning short courses for all civil officers including high-ranking 
government officials as well as conducting a one-year Master's and a Bachelor’s course. 
Details of short courses will be decided in the future. From the information available, it 
is estimated that the UCSB is aiming to train 540-700 annually7 at the new training 
center in Nay Pyi Taw. The JICA Study Team has not received statistics on the number 
of civil officers by ranks, since statistics are the responsibility of a different ministry8. 

The UCSB aims to construct a training center with a lecture (conference) hall with a 
500-person capacity, lecture room with 100 to120-person capacity, training rooms, 
computer room, library, administration rooms, hostels and associated rooms.  

 2) Administration  
 The administrative organization of the NPTTC has been planned. There will be two 

sections, each with two senior officers and 23 staff. Based on this new information, the 
JICA Study Team believes that the size of office room and the number of tables and 
chairs drawn in the draft need to be modified. As for the lecturer’s preparation rooms, 
one lecturer’s room is generally attached to each lecture hall/room at CICS. In the 
capital training center, one shared lecturer’s room can be located in the administration 
section. 

3) Accommodation for Trainees (Hostel) 
The GOM wishes to provide accommodation for all the trainees. However, because of 
its location and other factors, trainees who reside in the capital and some trainees who 
attend two days to one-week short courses may be able to commute. The Japanese side 
must be mindful that the portion (i.e. total floor area ratio) of training facilities and 
accommodation should be justifiable. To decide details and appropriate size, it is 
necessary to discuss the possibility of commuting (and who commutes), and decide the 
type and size of the accommodations according to the ranks of officers. It has also been 
noted that in Myanmar, hostels are rarely shared by trainees of different ranks. Thus, in 
the building plan, it may be necessary to have separate floors or separate buildings.   

                                                   
7 The estimation by the JICA Study Team does not include the number of general short course training targeting 
mid-level officers (AD/DD) and blow officers. 
8 Central Statistic Organization, The Ministry of Planning and Finance 
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a. Executive officers (trainees in short courses) 
Executive officers who reside in the capital do not require accommodation. However, 
executives from regional and state governments require it. The UCSB plans to invite a 
maximum 28 executives from regions for short courses (2 personnel from 14 regional 
and state governments, excluding Nay Pyi Taw region) who will require 
accommodation. 

 
b. Master’s’ trainees (directors, senior officers) 

The GOM aims to have 30-50 accommodation rooms for the 30-50 trainees in the 
Masters’ course. The JICA Study Team believes that this number includes officers 
who reside in the capital. It is true that the training provider may wish trainees to stay 
on the premises in order to achieve team building and/or promoting understanding of 
foreign cultures. But, such a plan did not become clear during the survey. The Masters’ 
course targets directors. The number of Directors that will come from regional offices 
to attend the master’s course is not yet clear. The number of training days which will 
require accommodation is not yet clear.  
 

c. Bachelor’s’ trainees 
The GOM wishes to accommodate 120 bachelor’s degree students on site. These 
students are yet to be employed as civil service officers. However, they are to be 
fostered as future leaders, and fundamentally they should attend classes all through the 
year. When the accommodation building is planned, similar-sized university hostels 
can be used as a reference.  

 
d. Short course  

The JICA Study Team believes that trainees for short courses will require 
accommodation. It is necessary to examine if the hostel for the master’s course can be 
used to accommodate such trainees when the hostel is not in use.  

 
4) Accommodation for Lecturers 

The GOM wishes to accommodate lecturers on site. The planning of the curriculum has just 
started and the status or expertise of the lecturers is unknown. It is probable that lectures can 
use the hostel for executive officers if it is constructed.  
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5) Staff Housing 
In Myanmar, service staff are civil servants. Presently, the UCSB employs 60 service staff – 
listed below - and they work in 2-cycle rosters; and 20 of them reside on the site.  

a. Security staff: The UCSB has 10 security staff. 6-day time security and 4-night time 
security. In the future, there will be 16 staff. 

b. Cleaning staff: 20 
c. Maintenance staff: 10  
d. Gardeners: 20  

The employment plan for the service staff of NPTTC has not yet been planned. As the size of 
building grows, the number of service staff will increase. Kitchen service staff are also 
required. Approximate commuting distance for UCSB staff appears to be 25-30km. There is 
also a bus ferry service but details are not known at present. 
Staff housings at the CICS-LM can be a point of reference; there is a 6-unit single-storied 
apartment (96×28ft) for service staff such as cleaners, a maisonette-type 4 unit two-storied 
apartment (60×25ft) and a maisonette-type 6 unit two-storied apartment (100×20ft) for lower 
ranking officers at the CICS. 

 
6) Soft-components Necessary for Maintenance and Management of the Training Facilities 

The equipment needs of the new training center are furniture, computers and an IT 
environment. CCTV is used for TV meetings connecting the CICSs and UCSB. In future 
surveys, it is necessary to examine and specify the IT equipment required for training rooms. 
Suggestions for soft-components will be discussed in the next chapter.  

4.2.4. Tentative Project Schedule 

It has been requested that the completion of construction of the training center be in fall 2020. 
Major undertakings by the recipient county of the grant will be discussed in the following 
section, with some important items to consider when the project schedule and budget are being 
prepared. The project length may be two years; however, it will be modified based on the size of 
the construction. 

4.2.5. Tentative Major Undertakings by the Recipient Country of the Grant 

(1) Counterpart, Budget Planning 
UCSB is the responsible counterpart for the undertaking. The Principal Secretary, Deputy 
Principal Secretary, Foreign Relation Unit (FRU) of the CSAD will be in charge of this 
matter. Generally, the Chairman’s Office is in charge of the facilities budget. In Myanmar, 



65 
 

annual budget preparation starts in September, it is re-checked and approved in the ministry 
and submitted to the Ministry of Planning and Finance (MOPF) latest by November. After 
the scrutinization, it is submitted to the Financial Commission. Around January of the 
following year, it is submitted to the cabinet with recommendations; union budget is 
discussed and approved by the cabinet, followed by the approval of the union budget bill 
by the parliament. In March, the president approves the Union budget Law. The budget is 
finally allocated to each ministry in April. It is noted that budget making and approval 
should be ready for the timeframe of each item of the undertaking. For instance, leveling 
the ground can be done at the beginning of 2019, so budget preparation should commence 
in September of this year (2017). That time-frame is very short, and it is not known to the 
JICA Study Team whether an alternative budget process (e.g., supplementary budget) can 
be used to hasten the process.  

 
(2) Submission of Proof of the Right to Use or Ownership of the Land 

Because the land is in Federal Government Territory, it is necessary to apply for 
development approval and to obtain consent from the President’s Office. In an interview of 
NPTDC, for the moment, the UCSB only has the right to build on land where the existing 
UCSB building stands for the moment, even though the entire Lot 17 belongs to the UCSB.  

 
(3) Level the Ground of the Project Site 

According to the NPTDC, site preparation work can commence after the permit has been 
granted. Environmental issues including cutting trees require agreement between the 
relevant ministries. Leveling the ground can happen at the beginning of 2019. 

 
(4) Application and Payment of the Planning Permit 

A planning permit by NPTDC shall be required under MNBC2016.  
a. Required time for Planning Permit: One month from the application to the Issuance 

of Permit. 
b. Geotechnical survey: Structural calculations are required for the construction of 

buildings with 3 stories or more according to MNBC2016. Result of geotechnical 
survey prescribed in MNBC2016 needs to accompany the application for Planning 
Permit. Nay Pyi Taw is in seismic zone 3. 

c. Evacuation and Fire-protection plan: requires approval by fire department of the 
Ministry of the Interior. 
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(5) Dealing with the Environmental Impact Assessment (EIA)  
At the workshop with the UCSB and the JICA study Team, it was explained that the EIA 
issue is one of the responsibilities of the recipient country of the grant. The work can 
include getting agreement with relevant ministries regarding cutting trees, and paying for 
the fees and costs of the assessment process, if any. After the workshop, the chart below 
became the knowledge of the JICA Study Team. The responsible authority is the 
Environmental Conservation Department (ECD) of the Ministry of Natural Resources and 
Environmental Conservation (MONREC). The procedure abides by Environmental 
Conservation Law (2012), and EIA Procedure (2015).  

 

Reference: ASIA EIA Conference Nagoya, JAPAN -10 May 2016, ECD, MONREC, Myanmar 

Figure 4.4: Myanmar’s New EIA Process 

The training center is not in the criteria of economic activities that need IEE or EIA 
procedure approval, as categorized in annex 1 of the EIA procedure. In addition, the JICA 
Study Team believes that the hostel attached to the training center is not commercial, so it 
may not be necessary to go through the IEE or EIA procedure. However, in the future, it 
should be made clear by the ECD of the MONREC, since “Tourism and Hospitality 
Development” requires IEE if it has more than 80 and fewer than 200 bedrooms, and it will 
require EIA if there are more than 200 bedrooms. In any case, the project should be 
identified as having no significant impact by the ECD.  

(6) Preparing Infrastructure on the Site  
There is existing water and electricity available on site. If the new building is on the 
existing infrastructure, it is necessary to relocate it. In principal, the cost of relocation will 
be paid by the GOM.  
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Chapter 5. Recommendation 

In this chapter, after identifying the assistance needs of Myanmar’s side in the area of public 
servant system, public service training, training facilities and maintenance, the JICA Study 
Team will propose the direction and points to be noted in future cooperation. 

5.1. Identifying the Need for Support 

5.1.1. Civil Service System 

The civil service system depends on the legal framework, including the “Constitution of the 
Republic of the Union of Myanmar” (2008), the “Union Civil Service Board Law” (2010), the 
“Union Civil Service Board Rules” (2011), the “Civil Service Personnel Law” (2013) and the 
‘Civil Service Personnel Rules’ (2014). The foundation of the current framework was 
established during the transition period from the military regime of the SLORC/SPDC 
(1988-2011) to civilian rule of the USDP (2011-2016). As there is still room to improve the 
system, the NLD administration (2016-) has undertaken amendments of the law to step up 
efforts towards meeting the international standards of the civil service system in Myanmar. 

In contrast, the UCSB has faced the difficult task of enforcing the civil service system. Since the 
mandate and authority of the UCSB are not always clear, ministries, agencies and departments 
have to some extent developed their own personnel management systems. As a result, the civil 
service personnel management system is not operated consistently. In addition, nepotism and 
bribery are common practices in recruitment, transfers and promotions in civil service while 
lacking people-centered public services and culture; and this has remained a challenge. 

In this context, the NLD administration launched the “CSRSAP 2017-2020” in July 2017 in 
order to improve merit-based, fairness, efficiency, transparency, and accountability in civil 
service. It consists of four components: 1) new civil service governance, 2) merit-based and 
performance-driven culture and systems, 3) people-centered civil service leadership and 
capacity development, and 4) transparency and accountability in the civil service. 

There are the major development partners in the civil service system, including UNDP, World 
Bank and OECD countries. UNDP is a lead donor that supports the UCSB and its civil service 
reforms. They have been actively supporting the formulation of the CSRSAP and have 
committed to assisting some components, such as strengthening the roles, responsibilities and 
mandate of the UCSB, competency framework, leadership and supporting the CSRSAP 
secretariat for its implementation monitoring, and evaluation. World Bank has recently 
conducted a review on pay, compensation and human resources management with the Ministry 
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of Planning and Finance and the UCSB. They have shown their interests in further support in 
this area. The six OECD countries, including UK, Sweden, Finland, Switzerland, Australia, and 
Canada, have committed to assisting integrity, transparency and accountability in the CSRSAP 
by providing delegated support to UNDP. 

In this context, this section will examine how Japan can support facilitating the civil service 
system in Myanmar. If Japan provides the NPTTC facility development project that the UCSB 
requests to enhance the education and academic approach in the capital, it is important to ensure 
that the facility will be maximally utilized and maintained over the long term. Training 
programs should not be stand-alone programs, but should be linked with the civil service system, 
such as pay and compensation, promotion and transfer, and human resource management. It is 
anticipated that the required training program will be more sophisticated and diversified in the 
transition period from traditional personnel administration to performance based management 
through civil service reform. In other words, the introduction of the performance based 
approach will generate the need for new training programs for those who adopt 
performance-based measures in their career development, and facilitate the training, 
performance and promotion cycle as the civil service system. In this regard, the NPTTC will 
play a critical role to promote a performance-based administration by providing new training 
programs for adaptation. 

“Merit-based and performance-driven culture and system” are one of the main components in 
the CSRSAP. “Modern human resources systems introduced and upholding merit-based, 
performance-driven and gender sensitive selection, recruitment, promotion and transfer systems” 
are one of the outcomes under this component. In this field, Japan has rich knowledge and 
experiences on managing the personnel evaluation framework that are based on ability and 
performance evaluations, undertaken by the National Personnel Authority of Japan and 
ministries. Under this personnel evaluation framework, ministries, agencies, and departments 
use the results of these evaluations for promotion, demotion, dismissal, pay and compensation. 
The Japanese civil service system has developed a mechanism to link training, performance, 
promotion, pay and compensation. The National Personnel Authority has the mandate and 
capacity to carry out the monitoring system to ensure consistent operation of the personnel 
evaluation system over ministries, agencies and departments. 

In this regard, if requested, Japan may be able to contribute to the legal framework and its 
enforcement capacity development in this area by sharing the experiences and knowledge of the 
National Personnel Authority in line with the sequences of the ongoing civil service reform in 
Myanmar. Harmonizing with other development partners, Japan may be also able to enhance the 
merit-based and performance-driven culture and system in Myanmar by supporting human 
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resource management, especially the personnel evaluation cycle and the personnel evaluation 
framework, if requested. This will also lead to strengthening training strategies and enhancing 
sustainable management of the NPTTC facility. 

5.1.2. Civil Service Training 

UCSB has launched two approaches, the “Competency/Training Approach” and 
“Educational/Academic Approach” as a new training strategy since 2016. Under this new 
training strategy, the CSA is in charge of diploma courses and part of the undergraduate courses 
for executive candidates as well as the traditional public service training courses that CICS has 
been in charge of thus far. In contrast, the NPTTC will provide short-term specific training 
courses for PS and DG, short-term general training courses for all levels of civil servants, a 
master's program for director level (one year), and a bachelor's degree course for public servant 
candidates (3rd year and 4th year). 

The newly established training courses of NPTTC depend heavily on external institutions in 
terms of curriculum development and resource persons. For example, the curriculum 
development and the selection and dispatch of resource person for the Master’s course are 
handled by Akamai University and the EDS Business School. In contrast, as for the two types of 
short-term training courses and undergraduate courses, it is unknown whether the core group at 
UCSB is developing curriculum with advice from the advisory group or donors and external 
organizations are involved. However, the pool for resource persons are expected to rely on 
professors of domestic and foreign universities, OB/executives of ministries and agencies, and 
as well as donors at least for the time being. 

Pursuing enhanced civil service training, it is indispensable to construct an effective and 
sustainable training system (software) in order to guarantee effective use of training facilities 
(hardware). However, there are several challenges in UCSB’s sponsored training activities. 
Among them, the most serious challenges are 1) formulation of training policy guidelines, 2) 
linkage of training and research/consulting activities, and 3) presence of high motivated and 
competent trainers. Due to these challenges, major training activities such as curriculum 
development, resource persons and TOT are excessively dependent on donors and external 
organizations. 

1) Formulation of Training Policy Guidelines 
Currently, clearly written training policies are absent within the UCSB which cover the 
guideline for training needs assessment, planning of training programs, and for 
monitoring and evaluation. As a result, it is difficult to form a firm consensus among 
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stakeholders concerning the methodology related to training management. This makes it 
difficult to ensure the quality of the training courses it offers. In addition, since training 
activities are conducted ad hoc without the guidance of a policy framework, there is the 
risk of inefficient use of rare resources and duplication of training activities. 

2) Linkage between Training and Research/Constancy 
The main activity of the research department of CICS is to monitor and evaluate the 
training courses, while consulting and regular research activities are not very active there. 
Therefore, it is difficult for UCSB/CICS to grasp the needs of relevant ministries and 
agencies. As a result, there are very few incentives for UCSB/CICS to actively work on 
the development of curriculum and teaching materials in order to resolve client problems. 

3) Capacity Development of Trainers 
The shortage of senior lecturers is one of the biggest challenges at CICS. Due to this, 
CICS is unable to provide advanced courses for senior level officials without highly 
depending on resource persons from external organizations such as universities and 
international donors. Under such circumstance, it is also difficult for UCSB/CICS to 
develop a comprehensive training guideline including curriculum and monitoring and 
evaluation framework. 

5.1.3. Training Facilities 

Below is a summary analysis of facility components and the size of the required training center 
based on information gained from the data collection survey. 

Tentative facility size (a-1, a-2, and b-1) without hostels and staff housing could be 
3,500-4,000m2 (37,600-43,000 Sqft). This should be seen as only a preliminary indicative 
working number. A further survey will be required to examine the necessity of each of the 
components, and their size. The outcome of the future survey will be discussed with the GOM. 
  



71 
 

Table 5.1: Tentative Recommendation of the Facilities of NPTTC 

 
Working 

area  
Room name 

Working 
Area (m2) 

Number 
of rooms Suggestions  

(a)－1 
Training 
facilities 
 

2,500 m2- Lecture / Conference hall 
450～550 1 

Movable desks & chairs, possibly 180 sets for 
school type set out. The area may be sufficient 
for 500 seating in a theatre type set out.  

Lecture room 150～200 1 80-120 capacity, possible fixed seating.  
Training room  100～120 4 30-50 / room  
ICT/Language 130～200 1 Number of PCs need to be discussed. 

Computer room can be used as language room. 
Library  200～300 1 PCs for e-reading, writing desk & chairs, 

shelves, staff (3-5) 
Bachelor’s classroom 120～ 2  
Preparation (OA) 25 4～5  
Storage, etc. As necessary  
Corridors & Stairs As necessary  

(a)－2 
Administ 
ration 
Facilities 

700 m2- Office rooms 125～150 2 1 Administration section and 1 Training 
section. 25 staff / section.  

NPTTC senior officer’s room 50 1  
Printing room 25～50 1 Printers, file cabinets, etc. 
Lecturers’ room 75 1  
Entrance hall 150～ 1  
Machine room 100～200 1  
Administration kitchen As necessary  
Corridors & Stairs As necessary  

(b)-1 
 

300 m2- 
Dining room, kitchen, toilets, 
etc. 

As necessary 

Approximately 100 people at 18 tables 
(Drawing by the GOM shows 240 capacity). 
Kitchen provides food not only for residents of 
hostels but also for day time trainees. 

(b)-2 
Hostel 
 
Refer to  
5.1.3.2 

Small 
scope: 
2,000 / 

Mid-sized 
scope: 
3,000- 
3,800/ 
Large 
scope: 

5,000 m2 
 

Hostel   Single bed, wardrobe, desk and chairs 
Type A: Accommodation for 
executive officers & lectures 

1,200 1 or 0 30 rooms (Single bedroom, toilet and water 
shower) 

Type B: Accommodations for 
the Master’s Course  

1,200-2,000 1 or 0 30 -50 rooms (Single bedroom, toilet and water 
shower) 

Type C: Dormitory for 
Bachelors’ degree   

1,800 1 or 0 60 rooms (Twin bedroom, Common bath and 
toilet in building) 

(Request from GOM) (7,600)  (*Request of the GOM is 200 rooms) 
Common rooms As necessary (*Request o GOM includes Washing rooms, 

Mini Mart, Gymnasium) Security As necessary 
(c)   
Staff 
housings 

1,000- 
(Possibly 

beyond the 
scope) 

8-unit housing 500 To be 
assessed 

Minimum scope can be 16 units for security (2 
shifts), 60m2/unit 

(Request from GOM) (2,400)  (*Request is 40 units or 48 units in BQs) 

 

 Suggestions on Training Facilities 
(1) Training facilities 

 1) Lecture (Conference) hall 
The purpose of the Lecture (Conference) Hall is to provide space for large groups of trainees 
– for example, for a large group receiving initial guidance before breaking into smaller 
training groups, for presentations at the end of courses, for international workshops, for 
policy discussion meetings, for speech giving by executive officers, and for various 
ceremonies. According to these purposes, it is assumed that the target size of the room 
should have capacity for 180 sets of desk and chairs for a school type set up and for 500 
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seating in a theatre type set up. A similar capacity lecture hall is Kaythumathi Hall 
(post-diploma room) 320m2 (3,440 sqft) at the CICS-LM, which can accommodate 100-150 
tables and chairs. Another reference is the UCSB existing lecture hall 450 m2, which can 
accommodate approximately 150 tables and chairs. 
 (Tentative suggested size): 450-550m2 (4,840-5,920 sqft) is tentatively suggested, since 
during the interview, it was reported that the size of the existing UCSB hall limits its use for 
selection examinations.  
 (Equipment): The GOM wishes to have desks, chairs, projectors, screens, speakers, and 
translation equipment, etc.  

 

 2) Lecture Room 
The GOM would like to have a 100-120 capacity room, and it was agreed that three 
different rooms (multi-purpose room, theatre room and lecture hall) could be combined.  
(Tentative suggested size): Minimum number is 74 (maximum number for the executive 
training course) and the maximum can be 120. Possibly fixed seating. The room can be 
used for courses with a medium number of trainees. Courses which could be held in the 

training rooms: 

Short courses for Executive Officers: PSs/DGs, approximately 74 personnel. 
The curriculum of the specific course has been planned, the duration would be for four 
days and target number can be 30-74. (One executive from 22 ministries and 15 
regional and states government offices totals 37, if two executives are invited from 
each office, it totals 74.) Since the course duration is short, it may use the lecture room, 
which is suitable for a variety of purposes.  

 
 3) Training rooms 

The JICA Study Team suggests that training rooms be planned for use by master’s courses 
and some short courses. Size can be 100-120m2 with a capacity of up to 50. An attached 
preparation room (OA room, equipment) is recommended. Courses which could be held in the 

training rooms: 
a) Masters’ degree: Directors, 30-50 personnel.  

b) Short Courses: If each of the four 100-120m2 (1,076-1,290 sqft) training rooms are 
divided into two, there would be eight 50-60m2 rooms. These could be used for smaller 
workshops and group training. Some short courses may involve a bigger number of 
trainees than 50 people, in which case the lecture hall and lecture room can be used for 
medium to large groups and presentations of workshops, and others.   
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 4) ICT/Language Room 
The GOM would like to have PCs in computer rooms for training at the NPTTC. At the 
UCSB, there is an IT room (100m2, 1,076sqft) with 20 PCs. The room is frequently used 
(once a month) for IT and language training by UCSB staff. However, these existing 
functions are for the UCSB staff and they are not for the NPTTC.  
(Tentative suggested size): Class size can be 30-50 trainees, each trainee needs a PC. A 
130-150m2 (1,400-1,600sqft) room is adequate.  

 
 5) Library 

It is assumed that a 200-300m2 (2,150-3,230sqft) room will be sufficient for storing course 
books in a closed section (not open for trainees), reference books in an open section, and 
e-learning spaces with PCs. Equipment for e-learning should be specified in the future 
survey. At CICSs, there are 10 PCs at the CICS-LM and 12 PCs at the CICS-UM for 
e-learning. 

 
 6) Classrooms for Bachelors’ degree: 60 third year students and 60 fourth year students 

Curriculums are not yet known, but the minimum classroom size can be assumed based on 
the MNBC2016, article of means of egress. Floor area in sqft per person is 20 net (1.86m2) 
for educational classroom areas. From a safety and egress point of view, approximately 
1,220 sqft (120m2)- would be required for 60 students and 1 teacher. 

 

(2) Administration Facilities 

 1) NPTTC Senior Officer’s Room 
The organization chart has been planned. The size of the senior officer’s room will be 
similar to the DDG room (35m2, 375sqft) at UCSB, and it could be 50m2 (540 sqft) that 
includes a guest seating area.  

 2) Offices 
The new administration at NPTTC may consist of two sections, each with 2 senior officers 
and 23 staff. Furniture for these rooms is to be examined accordingly. File cabinets are also 
required. At UCSB, there are 70m2 offices with capacity for 12 staff. Thus, the office room 
size of the NPTTC can be 125-150m2 (1,345-1610sqst). 
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 Hostels 

(1) Recommendations on Accommodation for Trainees 

The GOM would like to provide accommodations for all the trainees. The hostel for the Masters’ 
degree trainees has the most priority, followed by the bachelor’s degree trainees, and lastly, for 
trainees in short courses. The following assumption, regarding the size of the hostel for short 
courses is based on the available information and includes executives, senior level and mid-level 
officers. Again, the following data is only indicative. The further survey is necessary to 
scrutinize the components, the size of the building, and the specification of the equipment.   
 

(Tentative Suggestion about the Specification of Hostels)  

The type A hostel will have the highest specification and the type C hostel will have the lowest. 
The dormitory for mid-level to senior officers at CICS is a 2-storied building for directors 
(senior officers). It has a floor area of 1850 m2 (50×200 ft)-2230m2 (60×200 ft), and it is a 
reference for the type B hostel. It will have a similar or higher specification than the dormitory.        

Type A: Accommodation for executive officers and lectures with a capacity for 30 people 
According to the UCSB, there could be a maximum number of 28 executive officers from 
regional and state governments. The JICA Study Team believes that it is necessary to examine 
and discuss the priority of hostels for different ranking officers, including the possibility of 
providing accommodation at hotels in Nay Pyi Taw, in the future survey. The specification of 
the rooms may be higher than type B. 

Type B: Accommodations for the Master’s Course (directors, mid-level-senior officers), with a 
capacity for 50 people 
The size and specification could be similar to a dormitory for a mid-level to senior officer at the 
CICSs (two storied with a capacity for 50, individual rooms with single bed, desk and chair, 
water shower and toilet). This type can be used by mid-level to senior officers who attend the 
short courses.  

Type B-2: Smaller version of Type B with a capacity for 30 people 
If accommodations for the master’s course are provided only for regional government officers, 
the number of rooms can be 20-30 rooms.   

Type C: Dormitory for Bachelor’s degree   
At the CICS, they are examining the possibility of rooms shared by 2 to 3 people. At NPTTC, it 
is possible to have twin bedrooms for bachelors’ accommodation. Additionally, at CICS, there 
are dormitories with common baths and toilets. Bachelor’s degree students are yet to be 
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employed as civil officers, and a common bath and toilet can be the specification for the 
Bachelor’s degree dormitory. 

(Recommended Options of the Size of the Hostels)  

The followings are tentative suggestions for the size of the hostel. Total floor area varies from 
2,000m2 to 5,000m2 (21,500-54,000sqft). Maximum scope can be 200 rooms (number requested 
by GOM), approximately 7,600m2, 82,000sqft); however, reason of the number was not become 
apparent during the survey. In the future survey, the scope should be discussed with the GOM. 

Table 5.2: Recommended Options of the Hostels 

Size of scope Number 
of rooms Suggested area Type Description 

Smallest 
scope  

50 
Approximately 
2,000m2 

(21,500sqft). 
Type B 

Accommodation for the Master’s Course 
with a capacity of 50 people. 

Medium-sized  
scope (1) 

80 
Approximately 
3,200m2 (34,000sqft). 

Type B 
plus 
Type A 

Accommodation for the Master’s Course 
with a capacity of 50 people plus+ executive 
officers and lecturers for a capacity of 30. 

Medium-sized  
scope (2) 

90-110 
Approximately 
3,000-3,800m2 
(32,300-41,000sqft). 

Type B-2, 
or  
Type B 
plus 
Type C 

Accommodation for the Master’s Course 
with a capacity of 30-50 people, plus a 
dormitory for the Bachelor’s degree course 
with a capacity of up to 120 people (60 
rooms).  

Large scope 140 
Approximately 
5,000m2 (54,000sqft). 
 

Type A, 
Type B 
. plus 
Type C 

Accommodation for the Master’s Course 
with a capacity of 50 people, plus executive 
officers and lecturers with a capacity of 30, 
plus dormitory for the Bachelor’s degree 
course with capacity of 120 (60 rooms).  

 

(2) Lecturer Accommodation 

If accommodation for executive officers and lectures is provided, lecturers can use the facilities.  

(3) Staff Housing 

It is possible that staff housing has less priority than the training facilities and the hostel, so the 
staff housing could be beyond the scope of the work. However, If the necessity of staff housing 
is justified in the future survey, the priority of the housing should be considered. Size and 
specification should be examined after the priority is decided. Among the service staff, it is 
probable that security staff will have the highest priority to reside on site. A tentative suggestion 
for the size of the staff housing is shown in table 5.1, for 16 security staff, 2 building x 8 units 
(500m2 /building). 
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(4) Other Required Facilities 

Other requested functions related to hostels are; security room, common rooms, wash rooms, 
mini mart, storage, and gymnasium room. Hostel caretaker’s room and security room are 
required to be in proximity to the hostel, to close and open the gate and to attend the 
emergencies, and others. In the future survey, the priority of the above rooms should be 
considered. It is noted that for long-term residents such as trainees in the Bachelors’ course 
these additional functions are requested. At CICS, a common room is used for meeting visitors 
and sometime families spend time there. Therefore, a TV, sofa, writing desks, and others, are 
prepared in the common room. 

Car parking space has been requested by the UCSB; and the drawings show about 200 parking 
spaces. There are some factors to be considered when examining and discussing the number of 
parking spaces. There is a bus stop at the north boundary of the site, there are bus (ferry) 
services for those commuting to UCSB, and there are short courses to which trainees can 
commute. Leveling the site for car parking can be included in the undertaking of the GOM, so 
the number should be discussed at an early stage of the future survey. 
 

 Possible Options of the Scope of Grant Aid Project (Draft) 

As a reference for the future survey, several options of the scope of the work are suggested 
below. Staff housing is not included in these options9, however its necessity and priority should 
be examined in the future survey. If staff housing is included in the scope of the construction, 
the adequate number of units and size will be determined. 

  

                                                   
9 In case any of the requested components are considered less urgent and/or less necessary among the facilities, they 
will be omitted from the grant aid project. The future study team will examine the components and will discuss with 
GOM. 
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Table 5.3: Possible Options of Grant Aid Project (Draft) 

Option Suggested area Components 

1 

3,500-4,000m2 

(38,000-43,000sqft) 

 

Training facilities (3,500-4,000 m2) to cater all the planned courses (for PS and 

DGs, general courses, masters’ and bachelor’s courses) are to be in the scope 

of the work, but not hostels and staff housings  

 

2 

5,000-6,700m2 

(54,000-72,000sqft) 

 

In case the future study team concludes that the commencement of bachelors’ 

degree is in a difficult circumstance or bachelors’ does not need independent 

classrooms, related classrooms and hostels will be omitted from the scope of 

the grant project. Training facilities (3,000-3,500 m2), plus hostel with 50-80 

rooms (2,000 -3,200m2). 

 

3 

6,500-7,800m2 

(70,000-84,000sqft) 

 

Training facilities (3,500-4,000 m2), plus hostel with medium-sized scope (2) 

which has 90-110 rooms (3,000-3,800 m2). Hostels for the PS and DGs are not 

in the scope of the grant aid project, so it needs to be dealt with, such as 

providing alternative accommodation in Nay Pyi Taw. 

4 
8,500-9,000m2 
(91,500-97,000sqft) 

Training facilities (3,500-4,000 m2), plus hostel with large scope which has 

140 rooms (5,000 m2).  

5 

Approximately 

14,000m2 

(15,000sqft) 

(Approximately same size as the Request of GOM) Training facilities plus 

hostel with 200 rooms.  

 

 Additional Values for the Future 

The effect of the new training center should enhance not only the trainees but also the existing 
civil service training system. It is recommended that a long-term view is taken of the valuable 
additional uses of the facilities. For, example, the equipment of the IT/library/data room can be 
used for developing e-leaning training materials. Common training materials can be created at 
the NPTTC and be shared on the web accessed by multiple training centers. Currently, at CICSs 
e-learning can only be done in their libraries.  

From our interview with the IT department of CSSTD it is clear that the UCSB acknowledges the 
promotion of an IT environment, and it appears that the UCSB has a plan for the future creation 
of a web-site for trainees to access the training contents.  
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 Suggestions of Soft-components 

(1) Idea 1: Maintenance and use of equipment  
-Workshops on the ways of using OA (Office Automation). 
-Workshops on the ways of using e-learning.  

(2) Idea 2: Promoting use of facilities  
-Workshops on measuring usage of the new buildings. 
- Workshops on reviewing and improving usage of the facilities.  

(3) Idea 3: (additional value for the future) Workshops on building ideas for future IT training 
environments. 
-Advertisement of training courses, links to websites of CICSs and UCSB and NPTTC 
-Web based administration and record keeping of the trainee history of training 
-Video recording of training and distribution on the web 

5.2. Direction of Future Cooperation 

<Program Approach to the Improvement of Civil Service Training> 

As future Japan’s cooperative approach, the JICA Study Team proposes an assistance strategy 
based on the “program approach to the improvement of civil service training.” This might be 
implemented as a set of grant aid for the construction of NPTTC and technical cooperation 
project. This could be the strategy of developing a comprehensive aid program approach to 
improve the civil service training in Myanmar. In other words, by covering not only the 
hardware aspects of training facility, but also the software aspects of capacity building related to 
formulating training plans and developing curriculum for the short-term course, this is a more 
effective approach in improving civil service training, which is a major component of civil 
service reform in Myanmar.  

<Grant Aid for the Construction of NPTTC> 

UCSB aims to create a talent pool of executives and executive candidates who will be 
candidates for permanent secretary; and the future grant aid regarding the construction of 
NPTTC is regarded as the core project to achieve their objectives. 

In response to their plan, it is necessary to reexamine the validity of the UCSB, a union 
government institution, to provide higher education instead of universities. In addition, under 
the current administration, where the number of trainees at CICS has been halved due to the 
transfer of special refresher programs from the UCSB to respective ministries, support for 
NPTTC facility development should be examined comprehensively, to include efficient and 
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effective utilization of the existing facilities of the CICS-LM and CICS-UM with a vast site and 
capacity.  

Based on these factors, in advancing the construction of NPTTC with Japan’s grant aid, it is 
necessary to pay attention to the sufficient use of the training center. There are two important 
points. The first point is to plan sustainable facilities which can be adjusted to accommodate 
changing numbers and types of training. To achieve a sustainable program, the JICA Study 
Team is proposing that Japanese technical cooperation be provided, in addition to the grant aid, 
to support the formulation of short courses at NPTTC and to ensure that good quality training 
programs are provided in a sustainable matter. The feedback can be reflected in the building’s 
planning. The second point, which is also important for the Japanese side to formulate the grant 
aid project, is that the size and scope of the grant aid project is adequate. Generally, with 
training facility type buildings, when accommodation is prepared on site, the size of the 
accommodation is larger than the training facilities. Since the NPTTC is located in the capital 
city, it is necessary to discuss the possibility of commuting to training courses and the target 
number of these commuting / resident types of training courses. 

From a long-term viewpoint, the NPTTC can be a resource center for civil service training. By 
developing e-learning materials (CD-ROM, online teaching materials, etc.), NPTTC can 
provide IT teaching materials and information to CICS. When facilities and equipment are 
planned and discussed, it should be remembered that the NPTTC can have a wide influence on 
civil service training. 

As described above, considering the grant aid project of NPTTC, medium and long-term risk 
factors should be taken in to account, and the facilities and equipment should be planned for 
sustainable use in the future. 

In anticipation of the general election in October 2020, the UCSB plans to open a master's 
course in April 2019 and produce first-year graduates in March 2020. Therefore, UCSB wishes 
to implement the plan while utilizing existing CICS facilities until the NPTTC is completed 
around the fall of 2020. 

＜Direction of Future JICA Technical Cooperation＞ 

Future JICA technical cooperation may be one that aims to raise the effectiveness of training by 
the NPTTC. Specifically, cooperation may be needed to assist UCSB to overcome the following 
challenges. 
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1) Assistance in formulating clearly written strategic mid- and long-term civil service training 
plans and capacity development of UCSB staff  

One of the major challenges of the UCSB is the lack of clearly written and strategic mid- 
and long-term training plans. This is partly due to the weakness of training policy, and as a 
result, the road map for achieving the training goals is unknown to UCSB staff excluding a 
few policy makers, which has negatively impacted effective utilization of human resources 
at the UCSB. Since the training objectives and the way to achieve sustainable development 
of training activities are not visible to external parties, it is difficult for the UCSB to receive 
the necessary cooperation from donors and external agencies. Furthermore, if the overall 
goal and the objectives of individual training plans are unclear, it is difficult to measure the 
outcome of the training, which adversely affects improvement of the training in future. 
Therefore, one of the effective assistance measures for NPTTC is to promote the 
formulation of clearly written strategic mid- and long-term training plans, which is an 
urgent task for UCSB. 

The second challenge of the UCSB is its lack of know-how and management in training 
management. The NPTTC will be operated and managed by the UCSB under the supervision 
of the Chairman’s Office, the Civil Service Selection and Training Department (CSSTD) that 
actually manage the training offered at the NPTTC. However, the UCSB including the 
CSSTD do not have the know-how in training management because it has had no experience 
of directly managing civil service training in the past. Although CICS has abundant 
know-how and experience in training management, it is difficult to move their staff to UCSB 
due to the shortage of personnel. In this context, in order to enhance the effectiveness of the 
training at the NPTTC, it may be effective to provide assistance that provides advice and 
support to the UCSB in acquiring training planning and implementation skills. 

2) Support for the development of curriculum, implementation of training, development and 
implementation of an evaluation framework  

This assistance would cover some areas of the training plan formulated in the cooperation 
project above (for example, short-term training courses for public servants at all levels), and 
formulate curriculum, implement training, and formulate and conduct evaluation framework. 
There are no clearly written comprehensive policy guidelines for training needs assessment, 
training program planning, monitoring and evaluation in the UCSB. As a result, the 
methodology related to training management is not sufficiently institutionalized (for 
example, scientific needs assessment has not been utilized), which has a negative impact on 
the effectiveness of the training. 
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In addition, the research department at CICS is not active in consulting and in ordinary 
research activities with the exception of monitoring and evaluation for each course. As a 
result, it is difficult for CICS to grasp problems that user institutions have and to link them 
to the development of curricula and teaching materials. Under this kind of situation, one 
area of future cooperation could be to support the improvement of training management that 
enables NPTTC staff to actively develop curriculums and teaching materials in order to 
solve real problems client institutions face. 

Amid such cooperation to strengthen the capacity of training management, development of 
trainers at the UCSB is one of the important tasks. Unless the UCSB is serious about 
developing NPTTC lecturers, the problem of CICS will also become a future problem for the 
NPTTC. In other words, many training courses will be carried out heavily dependent on 
external lecturers. It is true that utilization of external lecturers in itself is not a problem, but 
unless there is at least a lecturer group serving as the core at NPTTC, activities related to 
curriculum and teaching material development will not be proactively performed. This 
problem is clearly recognized by the UCSB, and from October 2017, a master's degree in 
Public Administration is offered for the CICS faculty and UCSB staff at CICS-LM. Since 
seven people from the UCSB staff are supposed to attend each year, it is important to train 
graduates of the master course as future lecturers. In the future, in order to continuously 
provide high-quality training at the NPTTC, it is indispensable to train human resources 
inside UCSB who will play a central role, and JICA's contribution in this area is also 
expected. 

3) Implementation of some specific short-term courses for executive officials (PS and DG 
levels) 

UCSB plans to implement short-term training at the NPTTC for PS and DG levels which 
could not be implemented at existing training facilities before. Japan's cooperation in this 
field may contribute to the realization of CSRSAP's priority area "People-centered Civil 
Service Leadership and Capacity Development". It is also important from the perspective of 
constructing a friendly relationship between Japan and Myanmar in the future. This 
cooperation project does not develop curriculum and trainers, but implement some courses in 
a service provisioning manner. Related to this assistance, it may be effective to provide a 
course that introduces the experiences of Japan and other Asian countries concerning the 
establishment of civil service system such as fair recruitment, human resource development, 
ensuring ethics, etc., and invite Myanmar side participants to consider improvement 
measures of their own system. 



82 
 

Points to Keep in Mind 

1) Promotion of Self-reliant Training Activities 

One of the major challenges in training by UCSB today may be external dependence in 
major training activities, such as resource persons, curriculum development and TOT. The 
main reasons for this phenomenon may be the three challenges mentioned above. In order for 
UCSB to manage and operate the NPTTC efficiently and effectively in the future, enhancing 
the capacity of UCSB staff is inevitable.  

2) Coordination with Other Donors 

When implementing cooperation projects in the areas of training planning, research and 
development, training of lecturers, and others, it is essential to promote projects while 
coordinating with other donors. As previously mentioned, UNDP is interested in leadership 
development, and is committed to developing a context driven leadership development 
program for senior and executive civil service personnel to promote meritocracy, 
professionalism and non-discrimination. EU is interested in: 1) assessing the training cycle 
and capacity of the two CICS, and proposing potential options in line with international 
practices, 2) enhancing the CICS training curricula and in-house delivery capacity, and 3) 
introducing a series of online courses that would complement or replace the pre-service and 
in-service training. Therefore, it is necessary to coordinate carefully with UNDP concerning 
leadership development, and with EU regarding projects related to training planning and 
training management to avoid duplication of projects, and to create a synergistic effect 
between the respective projects. 

3) Utilizing Experience of Asian Countries 

When supporting the above three fields, it is necessary to note that there are training 
planning and civil service training institutes that can be models for the future NPTTC in 
Asian countries such as Malaysia, Singapore, India and others. Therefore, by reviewing the 
planning and implementation system of these civil service training institutions and the 
training policies of supervising ministries and agencies, it is possible to provide the UCSB 
and the NPTTC the direction it should aim as well as concrete methodology. 
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