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EXECUTIVE SUMMARY

Two focus group discussions (FGD) were held in two key visitor destinations: Nay Pyi Taw and Yangon. These were 
attended by 15 dedicated HR managers of large locally and foreign owned hotels and tour operators. 

FGDs concentrated specifically on the needs of employers, and collected views on eight areas of Human Resource 
Management (HRM). Issues were raised and actions suggested to address them. The discussions held and responses 
received have been collated and analysed and are presented in a full report, which will contribute towards the 
design of the Human Resource Development Strategy and Action Plan for the tourism sector. 

Many of the issues raised are unique to a specific location or type of business; however, there are many crossover 
issues that are relevant to the majority of the businesses. The findings are summarised as follows.

Recruitment and retention 

Retention of staff is not considered a problem. Respondees from both sectors reported a generally low turnover of 
staff, certainly within industry expectations. Almost all low-skilled employees in Nay Pyi Taw are sourced locally. 
In Yangon this is primarily the case, but there is also evidence of urbanisation as people move to the city from 
more rural areas to seek paid employment. Due to Nay Pyi Taw’s rural location, the majority of its low-skilled 
employees have little or no experience in hospitality; in Yangon the majority of employees in large hotels have 
had some previous experience in hospitality.

All high level positions in all the hotels met with are filled by expatriates, repatriates,  or  experienced Myanmar 
managers who have moved to the hotel’s location from other regions of Myanmar. There was some evidence of internal 
promotions in both locations due to systematic training and succession planning activities, but promotion to senior 
positions of management is rare.

The reasons given by the larger hotels for their high staff retention rates included standardised contracts, well-established 
career pathways, attractive benefits packages and progressive opportunities for career development. The main 
issues with staff retention came at a higher level; with the low numbers of experienced supervisors and managers 
in Myanmar, staff are often enticed to move to other hotels by the promise of a higher salary or a promotion. 
This movement of staff is particularly seen in the new five star hotels opening in Myanmar, which are actively 
targeting other hotels to “head-hunt” their best staff, offering unrealistic salaries that are distorting the market. 

When managers are lured away from their current employer, the biggest concern for the hotel is often that many 
members of their team will follow them, or see their departure as an opportunity to leave the business to go 
elsewhere. On many occasions, new hotels have staffed almost an entire department by hiring one manager.

There is a recognised lack of structure to the recruitment process for the hospitality sectors, and recommendations 
include both developing a national network for recruitment utilising local and national industry organisations and 
building better linkages between the industry and the training providers.

Improvements should be made to the process of recruiting experienced and skilled Myanmar hospitality staff 
working overseas. A system of communicating job opportunities would enable a number of expatriate Myanmar staff 
to repatriate to Myanmar, bringing with them a wealth of international experience. 

Career development and succession planning 
A systematic approach to career development and succession planning is particularly evident in the large hotels 
and tour operators. This is an integral and structured  part of  the  standard  HR  management procedure of 
both the international and locally owned hotels and tour operators: all employees have comprehensive training 
plans and career pathways developed early in their careers.

Vocational skill areas considered the hardest to recruit are primarily at a management level and include HR managers, 
front office managers, security managers and facilities managers. 
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The HR managers from both Yangon and Nay Pyi Taw indicated that they did not believe that there was a negative 
feeling among Myanmar’s youth towards a career in hospitality. When staff are interviewed before leaving the 
business, the number one reason for leaving is to move to another hotel for either more money or a promotion. 

A standardised salary scale should be established to address the problems of artificially inflated salaries brought 
about by hotels competing for a small pool of skilled managers and experienced staff.

The Labour Policy and contractual issues

There is a good level of understanding of the new Labour Policy throughout the industry, but also a consensus 
on the unsuitability of the new employment contract law to meet the needs of both employees and employers. 
Concerns centre on the classification of normal working days not reflecting business needs and on the enforced 
minimum wage, which is not felt to take into account the benefits often enjoyed by hotel and restaurant staff. 
Only one of the hotels met with had adopted the employment contract, although the majority of tour operators 
had changed their employment contract to the new government-issued one. 

The hotels are currently lobbying the government to address their concerns, and have held a series of meetings to 
develop their proposals and recommendations. Concerns were held that many of the specific requirements in the 
contract were not relevant to or reflective of the current circumstances of work and employment. 

Training and development, coaching and mentoring

The standard of training provided by the international hotels is far superior to that provided by vocational training
centres in Myanmar. All new recruits attend a compulsory and intensive induction and skills assessment that 
enables them to tailor their training to meet the individual needs of staff based on their experience and skills gaps.

One area highlighted as a specific training need for Myanmar staff was personal attributes training. Personal skills 
such as situational awareness, using one’s own initiative, and problem solving were not often seen in new recruits. 
Specific trainings have been developed to meet the needs of new employees in addressing these areas.

Additional trainings highlighted as being needed by staff included health and safety to international standards, 
training of trainers, and all levels of management training.

Coaching and mentoring systems are included as part of the standard operating procedure (SOP) of all hotels met 
with during this study. A similar situation is seen with the tour operators, where managers are trained in the coaching 
method of leading and motivating their teams. 

Linkages between the  industry  and  the  skilled  training  providers  should be improved to ensure that 
training programmes meet the needs of the industry, especially at management level. This would also facilitate 
the transference of skills from the industry training specialists to the training providers.

There is a shortage of specialist high-level skilled Myanmar hospitality managers, especially in the fields of HR, 
finance, sales and marketing, facilities management, security and back of house operations. Efforts must be made by 
the Ministry of Hotels and Tourism (MOHT) and the Ministry of Education (MOE) to address this shortfall through 
the development and improvement of high-level vocational skills and management training. 

The training programmes established by the hotels and tour operators are of a very high level; they should be 
accredited by MOHT. Certificates awarded to graduates from these programmes should be officially recognised 
throughout the industry in Myanmar.

Both the network of locally and internationally owned hotels of all sizes and the network and linkages between 
tour operators should be improved. There is so much that smaller hospitality and tour operations businesses can 
learn from the larger hotels and tour operators, and it could be shared through regular networking groups.
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Standards
Standards of service provided at internationally owned hotels are in line with the expectations of their parent 
companies. The standards provided at the locally owned hotels are at a similar level, and due to the newly introduced 
star classification system all the hotels met with during this study have been awarded star ratings.

The tour operators ensure that their standards meet the high expectations of their international customers and 
the international tour operators that they work with. Regular feedback is used to improve the service delivery and 
update standards training.

Areas highlighted in both sectors where standards are not meeting international expectations are all in relation to 
Myanmar’s infrastructure, such as road and air networks, telecommunications, and Internet access.

Specific attention is needed to improve the language skills of staff: especially, but not limited to, English.

It is evident that the skills, knowledge and experience held by the larger tour operators and hotels in Myanmar, 
both locally and foreign owned, are a great asset to the industry. This wealth of knowledge should be utilised. 
Smaller operations would benefit from a closer working relationship and the opportunity to meet and share their 
own ideas, experiences and opinions.
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1. BACKGROUND TO THE STUDY

This study was conducted as a contributory component of the development of the Human Resource Development 
Strategy and Action Plan (HRDSAP) for the tourism sector in Myanmar. 

Two focus group discussions (FGD) were convened in two key visitor locations, Yangon and Nay Pyi Taw. The aim 
was to elicit the views and opinions of dedicated HR managers in hospitality and tourism related businesses on a 
range of issues, with the intention of: 

	 •	 Reviewing	employment	and	training	issues
	 •	 Assessing	the	extent	to	which	employment	conditions	and	training	provision	meet	the	needs	of	staff	and	
  employers
	 •	 Identifying	priority	actions	to	improve	employment,	training	and	career	progression	conditions	in	the	sector

The discussions centred on the needs of employers, with the intention of identifying specific areas where better 
employment conditions and additional training programmes are needed, and of providing capacity building and 
business support to help address some of the expressed needs. The attendees of the FGDs were selected by the 
Ministry of Hotels and Tourism (MOHT) and the Myanmar Tourism Federation (MTF) based on their association with 
either the Myanmar Hoteliers Association (MHA), or the Union of Myanmar Travel Association (UMTA).

The hospitality and tourism industry in Myanmar is largely composed of MSMEs, many of which do not employ 
dedicated HR managers. Consequently, each of the participants in this study are employed at larger hotels and 
tour operators. 

Eight key subject areas were selected as representative of the HR areas most relevant to their business needs. 
These included recruitment and retention, training, coaching and mentoring, standards, career progression, 
succession planning, and labour law and contractual issues.

A PowerPoint presentation was developed to assist in the collection of pertinent and concise information in the 
limited time available. 

Two separate half-day FGDs were arranged at each location, although due to low attendance a third FGD was later 
arranged in Yangon. A total of 16 respondents attended: 5 representatives of hotels and 2 representatives from 
the MOHT attended in Nay Pyi Taw, and 9 representatives of hotels and tour operators attended in Yangon (Table 1). 
Lists of all attendees can be found in Annex A.

Table 1: Numbers of participants of FGD (hotels and tour operators)

Tour operators Hotels and 
restaurants

MOHT 
representatives TOTAL

Yangon 3 6 0 9
Nay Pyi Taw 0 5 2 7
TOTAL 3 11 2 16

2. METHODOLOGY

The FGDs were managed as an open forum; all participants were encouraged to contribute. A range of methodologies 
was used to facilitate the discussions, including direct question and answers, paired discussion, small group work, 
presentations and brainstorming. One-to-one interviews were also held with individuals from the industry, and 
opinions were sought from HR managers who has not been invited to the FGDs.
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1  http://www.myanmartourism.org/images/tourism-statistics/2014.pdf
2   http://www.bworldonline.com/content.php?section=Economy&title=blockbuster-tourism-numbers-in-asean-highlight-phls-struggles&id=121904
3    http://www.harrison-institute.org/Myanmar%20Tourism%20Master%20Plan%202013-2020.pdf
4    http://www.myanmartourism.org/images/tourism-statistics/myanmar-tourism-statistics-2012.pdf
5   http://www.myanmartourism.org/images/tourism-statistics/2014.pdf
6   https://www.wttc.org/-/media/files/reports/economic%20impact%20research/countries%202015/myanmar2015.pdf
7   http://www.myanmartourism.org/images/tourism-statistics/2015.pdf
8   http://www.myanmartourism.org/images/tourism-statistics/2015.pdf

3. MYANMAR CONTEXT

Just over one million tourists visited Myanmar in 2012.1 However, due to the changing political climate, a number 
of reforms and the move towards a more democratic nation by the newly elected primarily civilian government, 
the numbers of annual tourists visiting Myanmar each year have increased rapidly. Around 4.68 million2 tourists 
entered the country in 2015, and that trend is forecast to continue. The country’s Ministry of Hotels and Tourism 
(MOHT) established a tourism master plan3 (MTMP) in 2012 that aimed to capitalise on the emerging tourism 
market for international travellers. The goal of the master plan was to “maximise tourism's contribution to national 
employment and income generation while ensuring the social and economic benefits of tourism are distributed 
equitably.”3 With the recent introduction of an e-visa system in 2014 tourists from 100 countries can now obtain 
visas online; this is expected to facilitate an increase in visitors due to the convenience of the new system. 

Changes to the Foreign Investment Law in 2012 allowed foreign companies to retain 100% ownership of hotels that 
were classified above three stars. In addition, the introduction of a star classification system, also during 2012, 
opened the gates to  a  large  number  of  overseas  investments into the development of international-standard 
foreign-owned hotels. In 2012 there were 787 registered hotels4; in 2015 this number was 1,1065, an increase of over 
40%, and a further 11 are still under construction.

According to the World Travel and Tourism Council, in 2014 travel and tourism directly supported 505,000 jobs (1.8% 
of total employment) in Myanmar. This total includes employment in hotels, restaurants, tour operators and transport 
services used by tourists6

The majority of tourists to Myanmar visit between the months of October and March, with the peak period being 
the cooler and drier months of November to January. The hottest months, April to September, coincide with the 
annual monsoon rains and see the fewest numbers visiting. This concentrated 6-month period is problematic for 
many hospitality and tourism operations, as they rely heavily on incomes generated during this time to sustain their 
businesses for the rest of the year.

Two key visitor destinations were selected to be included in this survey:

Nay Pyi Taw is the capital city of Myanmar and home to the Hluttaw, Myanmar’s parliament. In 2015 it had 64 hotels 
providing 5,122 bedrooms, although on an average night as few as 700 of those rooms are occupied.7 The airport 
in Nay Pyi Taw has an annual operational capacity of 3.5 million passengers3 but it currently receives only domestic 
flights and international charter services. Nay Pyi Taw is being promoted as a destination for business meetings, 
conferences, and exhibitions.

Yangon is the largest city in Myanmar and the former capital. It also has the busiest international airport, receiving 
over 1 million international arrivals in 2015. In 2015 there were 324 registered hotels and guesthouses, with  15,424 
available rooms8. 

According to the latest figures available, Myanmar has 1,026 licensed tour companies.



13

4. FINDINGS

Due to the method of data collection, the results presented below are very much of a qualitative nature. They are 
summarised based on the eight issue headings used during the investigative FGDs. Differences between the two 
sectors are highlighted where necessary.

4.1 Recruitment

Three questions were used to facilitate discussion on the subject of recruitment:

 (1) What recruitment issues affect the success and profitability of your business? 
 (2) What types of staff positions are the most difficult for your business to recruit? 
 (3) What are the most important skill sets you look for in staff when recruiting? 

Hotel recruitment in Nay Pyi Taw was highlighted as much more of a problem than in Yangon, primarily due to the 
remoteness of the location and the lack of experienced hospitality staff in the local community. All high-level positions 
in the Nay Pyi Taw hotels met with are filled by either expatriates, repatriates or experienced managers who have 
moved to Nay Pyi Taw from other regions of Myanmar. The majority of low-skill employees are recruited locally, 
although many have little or no experience in hospitality and thus require intensive training. A large amount of 
recruitment occurs through word of mouth; although job adverts are placed in national newspapers, and although 
jobs websites such as www.jobs.com.mm are used, it is debatable how successful these approaches are. However, 
the hotels are confident that these methods will become more productive in the future.

Due to the unique nature of the hotel trade in Nay Pyi Taw, the hotels must maintain a certain level of dedicated 
staff to meet the needs of a set number of customers, which often means that they are overstaffed during quiet 
periods. The internationally owned hotels are at an advantage, as they can move staff between various locations 
in the country through their hotel chains. For example, Hilton are able to transfer staff between Nay Pyi Taw and a 
second hotel in Ngapali to meet the needs of each business, thus reducing the need to maintain a high number of 
permanent staff.  

Experience in hospitality is not considered the main requirement for someone applying for a job in the hotels. A 
positive attitude and a willingness to learn are considered the truly vital attributes. The hotels all  have  very  well
established training and induction programmes which new employees attend, regardless of their experience, in 
order to learn how that particular hotel works and the standards expected from them. Simple interview skills such 
as personal presentation and timekeeping were also considered important.

In Yangon it is not uncommon to recruit management level employees from overseas, either foreign nationals or 
Myanmar expatriates returning to the country. One issue raised by many of the hotels was the wage expectations 
of repatriated Myanmar people who have been working in countries such as the United Arab Emirates, Malaysia and 
Singapore at higher salaries than are currently available in Myanmar, though according to the respondees this is
becoming less of a problem as supervisory level and management level salaries in general are increasing in Myanmar 
due to the high competition for experienced employees, and new hotels opening and offering inflated salaries. It 
was noted that there is no system in place to encourage skilled and experienced Myanmar hospitality staff working 
overseas to return. Discussion was had not only on the salary expectations of repatriate Myanmar hospitality staff, 
but also their career aspirations: an example was given of a potential employee with 6 months of managerial experience 
overseas, who anticipated that they could easily get a high-level management role in a top Myanmar hotel.

The hotel respondees from both Yangon and Nay Pyi Taw indicated that they did not believe that there was any 
negative feeling among the youth of Myanmar towards a career in hospitality. Certainly in Nay Pyi Taw, with its 
limited industry and employment options, a career in hospitality is highly sought after. However, it was noted that 
many potential employees are not adequately prepared for their interview, lacking in both personal presentation 
and interview skills. Poorly prepared CVs were another issue raised. However, when staff are recruited they are 
given comprehensive training in personal presentation and interpersonal skills: one example given was an incentive 
for maintenance and driving staff to stop chewing betel.
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The tour operators in Yangon have little difficulty recruiting high-level employees; one participant received as 
many as thirty applications for every job advertised. The majority of new recruits joining the tour companies have 
graduated from university or have specific tourism qualifications. Although skills, knowledge and experience are 
vitally important in the recruitment process, a positive attitude and a good personal reference were also considered 
important.

One problem faced when recruiting staff that was highlighted was the issue with providing references in Myanmar. 
It is difficult to obtain accurate references from past employers, and when they are received they are usually very 
limited in detail.

4.2 Staff retention

Two questions were used to facilitate discussion on the subject of staff retention:

 (1) Do you find staff turnover a problem? 
 (2) If yes, what are the main causes of this and what might be done to resolve these issues? 

Staff retention at the larger hotels is considered an issue to be aware of, but is in no way as acute a problem as the 
one faced by the smaller hotels surveyed for Strand 4a. The representatives from thee tour operators who were 
surveyed stated that their companies had no issue with staff retention, and due to the growth of the industry are 
expanding their staffing levels each year through recruitment and internal promotion.

The reasons given by the larger hotels for their high retention rates included standardised contracts, well-established 
career pathways, attractive benefits packages and progressive opportunities for career development. The main issues 
with staff retention came at a higher level: the low numbers of experienced supervisors and managers in Myanmar 
mean that staff are often enticed to move to other hotels by the promise of a higher salary or a promotion. This 
movement of staff is particularly seen in the new five star hotels opening in Myanmar, which are actively targeting 
other hotels to “head-hunt” their best staff, offering unrealistic salaries that are distorting the market. 

Often when managers are lured away from their current employer, the biggest concern for the hotel is that many 
members of their team will follow them, or see their departure as an opportunity to leave the business to go 
elsewhere. On many occasions, new hotels have staffed almost an entire department by hiring one manager from 
another hotel.

The hotels all conduct exit interviews with staff who are leaving, and although the main reason given was to move 
to another hotel for either more money or a promotion, the second most popular reason was to leave the industry 
to find work with more regular hours.

4.3 Career development

Three questions were used to facilitate discussion on the subject of career development:

 (1) Are clear career paths in the sector available or needed? 
 (2) What can be done to improve career paths that would benefit your business? 
 (3) Which vocational and skill areas will be of growing importance to your business over the next three 
      years?

This is an integral and structured part of the standard HR management procedure for both the international and locally 
owned hotels. All employees have comprehensive training plans and career pathways, developed early in their careers. 
Although not all employees are interested in or capable of taking part in a lifetime career in hospitality, it is an option 
that was made available to them. 

Likewise, the tour operators see career development as a natural element of their standard operating procedure. On 
the whole, applicants for jobs were qualified in their field of interest and had decided to study tourism subjects due 
to their desire for a career in tourism.

The vocational skill areas considered the hardest to recruit were primarily at a management level and included HR 
managers, front office managers, security managers and facilities managers.
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4.4 Succession planning

Two questions were used to facilitate discussion on succession planning:

 (1) Does your business engage in succession planning? 
 (2) If yes, what strategies are most important to you, and would some form of assistance be helpful? 

All the representatives at the FGD considered succession planning to be working hand in hand alongside staff retention 
and career development, and it is an integral part of their business development model. Numerous examples were 
given of employees who had progressed through the ranks of a business to reach a level of seniority. One of the 
participants representing the tour sector had herself started at the bottom of her company, and was now the manager. 
Due  to  the capacity  of  the  organisations  met  with,  the  multiple  locations and the availability of training, the 
opportunity for staff to progress is much more likely to arise. Examples of talent management programmes were 
provided: highly rated employees are given the opportunity to work at sister hotels overseas within the same group, 
gaining valuable experience to support their career development.

4.5 Labour policies and contractual issues

Three questions were used to facilitate discussion on the issues of government labour policy and employment contracts:

 (1) How do government labour policies affect your business? Are they advantageous or problematic? 
 (2) Do you require further information about the ASEAN MRA? 
 (3) Would your business benefit from some form of assistance to help manage employee contracts? 

There is a good understanding of government labour policy, and a general consensus that labour policy and employment 
contracts are a positive move towards employee protection. However, only one locally owned hotel represented at 
the FGD had made the move to transfer all staff onto the new employment contracts: most of the tour operators had 
made that move. The general consensus among the hotels is that their employment contracts are more thorough and 
more relevant than the standard government employee contract. 

The hotels are currently lobbying the government to address their concerns and have held a series of meetings to 
develop their proposals and recommendations. Concerns were held about many of the specific requirements in the 
contract that were not deemed to be relevant or reflective of the current circumstances of work and employment.

4.6 Training and development

Four questions were used to facilitate discussion on this subject:

 (1) What training opportunities are currently available to your staff? 
 (2) How useful is this training, and what might be done to improve its delivery? 
 (3) What additional types and levels of training are most needed by your staff? 
 (4) What are the best methods and approaches to deliver priority trainings? 

The international hotels provide a high standard of training for all staff, including a comprehensive induction and 
skills assessment which enables them to tailor their training to meet the individual needs of staff based on their 
experience and skills gaps. It was generally considered that the training available at the international hotels is far 
superior to any similar training available at training schools and colleges in Myanmar.

One large locally-owned hotel chain does not have a specific training department, and its managers provide all key 
skill training. However, those managers have all received comprehensive trainings themselves in the delivery of 
training, and a training programme has been developed for them to adhere to. This organisation is in the process of 
developing a training team that will support the managers and lessen the burden on them, but it is a testament to 
their organisational capacity that they have prospered at such a high standard without a dedicated training department.

Additional trainings highlighted as needed by staff include health and safety to international standards, training of 
trainers, and all levels of management training.
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One  area  that  was  brought  up  by  the  hotels as a specific need of Myanmar staff, not addressed by the hotels’ 
internationally standardised training, was of a more personal nature. Personal skills such as situational awareness, 
using one’s own initiative, and problem solving were not prevalent in new recruits. Perhaps influenced by the teaching 
methods in Myanmar’s education system, or by the local culture, these areas were noted as being significantly different 
to other countries in the ASEAN region, and specific trainings have been developed to meet the needs of new employees 
in addressing these areas.

4.7 Coaching and mentoring
Two questions were used to facilitate discussion on this subject:

 (1) What forms of staff coaching and mentoring does your business use? 
 (2) Would your business benefit from some form of assistance in this area? 

Due to the highly professional and systematic methodologies applied to training by the large local and international 
hotels, coaching and mentoring systems are well established in all organisations. As part of the detailed induction 
process, all new staff are allocated a buddy to work alongside and a mentor to report to. Managers are trained in 
the coaching method of leading and motivating their teams as standard operating procedure.

A similar situation was seen with the tour operators, where owners or senior managers often take the role of mentor. 
Coaching is prevalent in the tour operators as a method of leading, motivating, training, evaluating and managing 
staff. One large tour operator has established a mentoring training scheme and has as many as 20 mentors working 
within the business. Master mentors have been developed to train mentors and support them in their roles. This is 
considered a vital element of their business model, and is responsible for the higher rate of internal promotions and 
the development of new managers from within.

4.8 Standards 

Three questions were used to facilitate discussion on the challenges faced in meeting the standards expected by 
international customers:

 (1) What challenges have you faced in meeting the standards of service and facilities expected by international 
     customers?
 (2) What efforts are you making to ensure you provide a “quality experience” for international customers? 
 (3) What areas do you think you can improve upon to meet their expectations? 

The hotels that were represented at the FGDs are all classed as five star hotels, and thus the service that they provide 
is considered an international standard. Clients at internationally recognised hotels expect the same high level of 
service to be provided regardless of which country they are staying in: as such, the standard operating procedures 
of the hotels are aimed at meeting this high standard. These procedures cover all elements of the business, from 
recruitment to hygiene and waste management.

The tour operators also provide a high standard of service in line with the tourism industry’s internationally recognised 
standards. This is achieved through a well-established system of recruitment, training and evaluation. All operators 
work with international tour operators who assist in their attainment of high standards. Regular feedback is sought 
from clients to support continued improvement. 

The areas highlighted by both sectors where standards are not meeting the expectations of their international customers 
are all to do with Myanmar’s infrastructure, such as telecommunications, road and air networks, and Internet access. 
Although these issues are principally out of their hands, efforts are being made to ensure that customers are made 
aware of these potential problems and alternatives are being investigated to alleviate the problems. Examples given 
included the poor state of the roads and the lack of access to emergency healthcare in Mrauk-U in Rakhine State. 
This location is growing in popularity for international tourists, and tour operators are seeing an increase in enquiries 
about travel there. Prospective tourists are informed of the situation and advised on whether this is the best place 
for them to visit based on their requirements. 

Specific mention was made of the need to continue to improve the language skills of staff; this is not limited to English, 
as visitors from many countries visit Myanmar.
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5. RECOMMENDATIONS

Based on the limited number of organisations met with, there seem to be few recommendations that could be made 
to improve the HR management situation of the larger hotels and tour operators in Myanmar. 

However, areas that were discussed include:

Improvement should be made to the recruitment process for experienced and skilled expatriate Myanmar hospitality 
staff working overseas. A system of communicating job opportunities would enable a number of them to return to 
Myanmar, bringing with them a wealth of international experience. 

Linkages  between  the  industry  and  the  skilled  training  providers  should  be  improved to ensure that training 
programmes meet the needs of the industry, especially at management level.

There is a shortage of specialist high-skilled Myanmar hospitality managers, especially in the fields of HR, finance, 
sales and marketing, facilities management, security and back of house operations. The BA degree programme provided 
by the universities of Yangon and Mandalay should be improved upon to better meet the recruitment and employment 
needs of graduates, ensuring that they are being provided with the right skills at the right level to successfully attain 
a career in hospitality.

The large international and local hotels’ and tour operators’ approach to recruitment, staff retention, career development 
and succession planning and training is of a very high standard. Lessons could be learned from the way that these 
areas of the business are conducted, which could inform better quality training in Myanmar. Efforts should be made 
to enable these hotels to support the development of industry standards and training best practice.

Training programmes established by the hotels and tour operators should be accredited by MOHT. Certificates awarded 
to graduates from these employee trainings should be officially recognised throughout the industry in Myanmar.

The network of local and internationally owned hotels of all sizes and the network and linkages between tour operators 
should be improved. There is so much that smaller hospitality and tour operations businesses can learn from the 
larger hotels and tour operators, and it could be shared through regular networking groups.

A specific labour law and employment contract that meets the needs of the employees and employers in the hospitality 
and tourism industry should be developed. Alternatively, organisations should be allowed to use their own contracts 
if they meet or go beyond the minimum expected employment conditions.

A standardised salary scale should be established to address the problems of artificially inflated salaries brought 
about by competition for a small pool of skilled managers.

6. LIMITATIONS
This report only takes into consideration the opinions of a limited number of respondees. From a potential audience 
of 30 invitees in only two locations, only 50% attended. Poor attendance of FGDs could be partly due to the timing of 
the FGD during the high season, when businesses are at their busiest; in Yangon, a second FGD had to be arranged 
to try to meet with a larger number of HR managers who had been unable to attend the first FGD. 

As invitations were sent out by the hospitality and tourism associations, it could also be the case that many hotels 
were omitted from invitation based on their relationship, or lack of relationship, with those particular associations.
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7. CONCLUSIONS
It is evident that the skills, knowledge and experience held by the larger tour operators and hotels in Myanmar, both 
locally and foreign-owned, are a great asset to the industry. This wealth of knowledge should be utilised. Smaller 
operations would benefit from a closer working relationship and the opportunity to meet and learn whilst sharing 
their own ideas, experiences and opinions of Myanmar’s hospitality and tourism industry. 

In a similar vein, the training providers could learn a great deal from the way that these businesses conduct their 
training. 

An improved linkage between all interested parties in the hospitality and tourism industry would be a great benefit, 
especially between the training providers and the businesses that employ their graduates. 

To develop a standardised system of training and establish a set of national industry standards, there will need to be 
a great deal of cooperation between the numerous individuals, organisations and associations involved.
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Annex A: FGD Attendees
Nay Pyi Taw: 21st December 2015

Name Organisation

1 Parnshuwa Suwannapura Hilton Hotel

2 Helen Jacobe Hilton Hotel

3 Si thu Kyaw MOHT

4 MYO MIN Oo MOHT

5 Ei Ei Whaing Park Royal Hotel

6 U Aung Zu Bo Amara Hotel

7 U Than Htike Soe Amara Hotel

Yangon: 22nd December 2015

Name Organisation

1 Me Me Cho Exo Travel

2 Zan Ni Phyo Myanmar Voyages

Yangon: 18th January 2016

Name Organisation

1 Chit Chit Naing Novetel Yangon Max Hotel

2 Hla Hla Tun Sedona Hotel

3 Ngu Wah Inya Lake Hotel

4 Jimmy / Phyo Min Thein Sule Shangri la Hotel

5 Hlaing Hlaing Winn Amazing Hotels and Resorts

6 Aye Aye Win Tharabar Gate Hotel (Head office)

7 Lynn Zaw Wai Maung Unique Asia Travel
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