
PROMOTING 
GENDER-MAINSTREAMING: 
RECOMMENDATIONS FOR VOCATIONAL 
TRAINING CENTERS IN ASSET-H&C NETWORK



Võ Thị Quế Chi, Monitoring and Evaluation Officer - Southeast Asia, IECD
Marion Four, Program Manager for Industrial specialties and head of the gender
cross sectoral working group, IECD
Coralie Nkuka, Hospitality-Catering Program Coordinator and head of the
beneficiary safeguarding cross sectoral working group, IECD
Nguyễn Thị Thu Thảo, Communication Officer, IECD Vietnam 
Alexandra Pura, Regional Gender Transformative Program and Policy Lead - Asia-
Pacific, Plan International
Pragya Gurung, Regional Youth Economic Empowerment Advisor - Asia-Pacific, Plan
International

This paper, ‘Promoting Gender-mainstreaming: Recommendations for vocational training
centers in ASSET-H&C network’ was developed by independent consultant Doan Thanh
Toan, under the guidance and supervision of Sophie Hartman, ASSET-H&C Network
Coordinator (2018 - 2021) at Institut Européen de Coopération et de Développement
(IECD).

Precious contributions and advice have also been provided by:

Special thanks go to the ASSET-H&C members that have shared within this paper the
gender-sensitive good practices that they implement.

The cover photo is credited to Pour Un Sourire d'Enfant (PSE) Institute, School of
Hospitality and Tourism, Cambodia.

Finally, this report has been designed by Delhi Kalwan, under the supervision of Marléne
Vermeij. 

ACKNOWLEDGEMENTS

Hospitality and Catering Training Center

Page 2



ASSET-H&C
The Association of Southeast Asian Social Enterprises for Training in Hospitality &
Catering (ASSET-H&C) is a unique network of innovative vocational training centres
that support the social and economic inclusion of vulnerable people in Southeast Asia,
through training and professional integration in hospitality & catering. It was launched in
2016 by the French non-profit organisation Institut Européen de Coopération et de
Développement (IECD). The network brings together 12 vocational training centres
willing to work hand in hand to better fulfil their common mission of making a positive
impact on the lives of disadvantaged youths and adults across Cambodia, Myanmar,
Thailand, and Vietnam.

The goal of ASSET-H&C is to become a regional network that inspires transformation
towards hands-on, market-related, and sustainable educational approaches in Technical and
Vocational Education and Training (TVET) systems in Southeast Asia, particularly in the
hospitality and catering sector. 

The network also aims to become a key regional player in sustainable hospitality and
tourism with a view of making a positive contribution to the society, environment, and
economy of the countries where ASSET-H&C members are working. 
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The activity: ASSET-H&C includes some of the region’s best vocational training
centres in the fields of tourism, hospitality, and catering. They provide high-quality
training to equip students with the necessary skills to successfully integrate into the
job market and society. A high focus on practice and soft skills guarantees that the
curriculum is tailored both to the needs of the students and the demands of the
industry.
The target: the majority of students who are given a chance to become highly skilled
professionals come from disadvantaged backgrounds. Their training is free of charge
and, in most cases, students are provided with accommodation, food, and health
care, thus reducing the social and economic barriers to accessing education and
successfully completing the training.
The model: to offer students the opportunity to practise in real-life settings, ASSET-
H&C members operate a hotel, restaurant, café or bakery. This allows them to
provide high-quality training tailored to the industry’s expectations to help
vulnerable students build a brighter future for themselves and their family.

Create sharing spaces and opportunities for members to constantly improve through
peer learning
Strengthen the capacities of members to help them build solid and sustainable
foundations for the long-term
Promote the schools and their common vision of training and tourism amongst
hospitality professionals and public authorities

The members of ASSET-H&C share three main characteristics: 

Every year, ASSET-H&C members develop the competencies and future of more than
2,000 trainees across Southeast Asia, including 54% female students. ASSET-H&C
builds on the common grounds of these establishments and offers them opportunities to
connect with comparable projects from other Southeast Asian contexts. Members are
selected based on their social mission, the quality of their training, their commitment to
continuous improvement, and their sharing spirit. Through the network, they can
broaden their perspective, share their expertise, and strengthen one another.
Additionally, the network endeavours to reinforce the schools’ links with the private
sector, which is critical to ensure that the training remains up to speed with market
needs.

To strengthen member schools, ASSET-H&C applies a strategy that is built around three
lines of action:
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Gender Audit
Considerations for Gender Responsive Schools & Management
Considerations for Gender Responsive & Safe Classroom Environment
Considerations for Curriculum and Training
Student Empowerment through Capacity-building, Community, and Representation
Engaging other Stakeholders 

As a network of socially responsible vocational training centers, The Association of
Southeast Asian Social Enterprises for Training in Hospitality & Catering (ASSET-H&C)
always aims to encourage the exchange and development of our member schools while
contributing to sustainable tourism, of which, gender equality is one important focal
point.  
 
In most sectors, women are overrepresented in the lowest paying jobs, and
unfortunately, hospitality and tourism are no exception. Gender inequality is a sizable
issue, hence, this publication with actionable recommendations is a useful reference for
our members and other tourism stakeholders who are interested in evaluating and
improving gender inclusiveness in their environments.  

In 2021, ASSET-H&C organized a series of workshops with gender experts to assist
member schools in integrating gender practices into their current and future strategies.
From this, a collection of recommendations was compiled to form the core of this
publication. Beyond the recommendations, the publication identifies numerous effective
initiatives and activities from several ASSET-H&C members. These examples, which are
by no means exhaustive, also highlight ASSET-H&C members’ extensive efforts and
capacities in advancing gender equality in their schools.  
 
The recommendations outlined include: 

The goal of the review is to present actionable steps on gender-responsive design for
ASSET-H&C members to adapt in their own context. The recommendations provided
are not a comprehensive checklist. Instead, they serve to provide only preliminary
suggestions on gender-mainstreaming since each institution has its own circumstances,
needs, and requirements.  

Member schools are encouraged to utilize these methods along with the data collected
from gender audits and feedback to make changes in their day-to-day operation to be
more inclusive and aware of gender inequalities. Furthermore, ASSET-H&C anticipates
that this Gender Mainstreaming publication also inspires other stakeholders in the
industry, from those in higher management positions to those early on in their careers,
to identify inequalities and start taking actions to create a fair working environment for
all. 
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USEFUL
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KOTO - Know One, Teach One



USEFUL DEFINITIONS
Gender mainstreaming in education- Gender mainstreaming involves systematically
integrating a gender equality perspective in the design, implementation, monitoring and
evaluation of interventions in order to ensure that both girls and women, boys and men,
equally benefit from these interventions and that gender equality is being promoted.
Source: Gender terminology, concepts, and definitions. GENIA toolkit. UNESCO, 2019.
https://bangkok.unesco.org/sites/default/files/assets/article/Education/publications/GENIA2019/19_Dec_GE
NIA_Toolkit_1.pdf 

Gender responsive-  Gender responsive is being gender sensitive and articulating
policies and initiatives which address the different needs, aspirations, capacities and
contributions of women and men. For example, in communities where women are faced
with social constraints that prevent them from being out of their homes in the evening,
a gender-responsive intervention would be to offer training to these women only when
they are able to attend training sessions. This kind of intervention therefore addresses
women’s needs (of training), but it does not challenge the discriminatory idea that women
cannot be out of their homes during certain hours of the day/night.
Source: Gender terminology, concepts, and definitions. GENIA toolkit. UNESCO, 2019.
https://bangkok.unesco.org/sites/default/files/assets/article/Education/publications/GENIA2019/19_Dec_GE
NIA_Toolkit_1.pdf 

Women's empowerment- Women’s empowerment is a concept often used in gender
analysis and planning. It generally refers to the idea that the redistribution of unequal
power relations between men and women can be advanced by women increasing their
self-reliance and internal strength through a process of awareness and capacity building
leading to greater participation, greater decision-making power and control, and
ultimately to transformative action. Women’s economic empowerment means
transcending the low-paid and part-time work which often merely serve to reinforce
existing gender inequalities. More broadly, meaningful participation in formal decision-
making structures (such as governments, employers’ organizations and trade unions) is
seen as a key aspect of women’s empowerment (OECD, 1998). A “masculinities” focus is
also a useful way of looking at changing gender relations by looking at the roles of men
and boys. Among other things, it can help increase awareness and acceptance of caring
roles for men.
Source:  A Manual for Gender Audit Facilitators: the ILO participatory gender audit methodology.
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---gender/documents/publication/wcms_187411.pdf 

Gender analysis- An assessment exercise to understand the differences and similarities
between women and men with regards to their experiences, knowledge, conditions,
needs, access to and control over resources, and access to development benefits and
decision-making powers. It is a critical step towards gender-responsive and gender-
transformative planning and programming.
Source: Gender terminology, concepts, and definitions. GENIA toolkit. UNESCO, 2019.
https://bangkok.unesco.org/sites/default/files/assets/article/Education/publications/GENIA2019/19_Dec_GE
NIA_Toolkit_1.pdf 
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Physical violence: physical contact with the intention of causing injury or physical
pain (e.g. beating, burning, whipping, drowning, etc.).
Exploitation: taking or attempting to take advantage of a position of vulnerability,
unequal power or trust for financial, social or political gain (e.g. sexual exploitation,
child labour).
Neglect: Failure to provide basic needs such as food, warmth and medical care or
failure to prevent exposure to any type of danger.
Sexist offence: Refers to the imposition on a person of any sexist or sexually
oriented comment or behaviour which violates their dignity by being degrading or
humiliating or which creates an intimidating, hostile or offensive situation.
Moral harassment: The fact of harassing a person by repeated comments or
behaviour with the aim or effect of degrading his or her living conditions, resulting in
an alteration of his or her physical or mental health.
Sexual harassment: Refers to repeated or non-repeated sexual comments or
behaviour that undermine the dignity of the person because of their humiliating or
degrading nature or that create an intimidating, hostile or offensive situation or that
create a degrading environment. Sexual harassment includes the use of any form of
serious pressure with the aim of obtaining an act of a sexual nature, whether this is
sought for the benefit of the perpetrator or for a third party.
Sexual assault: Refers to a sexual attack (5 areas considered as sexual: buttocks,
genitals, breasts, mouth, thighs) committed with violence, threat, constraint or
surprise.
Rape: characterised by an act of sexual penetration of any kind, committed with
violence, threat, coercion or surprise.

Gender-based violence is a set of offences constituting an attack on the physical or
psychological integrity of persons. These offences include:
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BACKGROUND
While the tourism and hospitality sector can truly provide a vehicle for social mobility,
economic empowerment, and inclusion for women, challenges remain in providing them
with a decent and equal working environment. Women represent more than half of
those working in tourism and hospitality*. Often young, low-skilled and lacking
education, they tend to occupy informal and low-paid jobs**. Therefore, as a
fundamental first step towards future empowerment of young women entering the
industry, more efforts need to be put into increasing access to quality vocational
training that has a high focus on transversal life skills.

In recognition of this necessity, ASSET-H&C has devoted network-wide efforts to
building capacity on gender-mainstreaming for its members.

A conference on ‘Women in Hospitality’ organised during ASSET-H&C’s 3rd annual
seminar in Ho Chi Minh City provided the impetus for reflection on gender issues in the
sector. It gave way to the publication of Valued. Paid. Recognized., a study by Plan
International and ASSET-H&C. The study provides a landscape of initiatives that
promote women's empowerment in the Mekong tourism and hospitality sector. It also
showcases practices of some ASSET-H&C members to promote the personal and
professional development of disadvantaged students, especially young women.

Based on this outcome, a series of workshops on gender-mainstreaming in member
schools facilitated by a gender expert was organised to assist members in integrating
these practices into their current and future strategies. 

Insights gathered from the workshops indicated that members would benefit from
concrete guidelines and examples of gender-mainstreaming practices. This paper results
from that demonstrated need. 

* According to the World Tourism Organization (UNWTO)’s Global Report on Women in Tourism –
Second Edition, at global level 54% of people employed in tourism at global level are women. In Asia and
Pacific, 53% of people employed in accommodation and food services are women.

** According to the same report, most women tourism workers are under the age of 35.
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OBJECTIVES
This collection of recommendations was created to empower members to take further
action by providing guidance on the most pressing gender-related issues identified by
members themselves and demonstrating the tangibility of gender-mainstreaming
through examples of practices already implemented across the network. As it is tailored
to the needs of ASSET-H&C member schools, the recommendations are based on
applicability and actionability.

That being said, each school shall adapt practices differently based on their own
capacity and needs. These recommendations are not a comprehensive checklist, but
rather, they offer preliminary suggestions on gender-mainstreaming. A comprehensive
action plan must be informed by a gender audit* and a thorough situational examination
of each school. 

This research extracts and adapts recommendations from substantial literature on
gender-mainstreaming in Technical and Vocational Education and Training (TVET), or
generally, authored by international development agencies. As these publications serve
as resources, they are referenced and linked in this document with the intention that
ASSET-H&C members can use these resources to inform further actions.

The research has identified numerous good initiatives and activities that exemplify the
general guidelines from several ASSET-H&C members. The examples, which are by no
means exhaustive, also highlight ASSET-H&C members’ extensive efforts and
capacities in advancing gender equality in their schools. 

Lastly, in addition to the main goal of advancing gender-mainstreaming at schools, we
hope that this paper will encourage members to implement more initiatives and inspire
more knowledge-sharing amongst the members, which would enable more good
practices to be documented and exchanged.  

* A gender audit is a gender analysis applied to an organisation and the way it operates.
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RECOMMENDATIONS 
FOR GENDER- 
MAINSTREAMING

Bayon Bakery & Pastry School 



Gender Audits. EIGE. 2022.

A Manual for Gender Audit Facilitators. ILO. 2012.

Comprehensive guidelines for a Participatory Gender Audit (PGA) are available in
the following sources:

https://eige.europa.eu/gender-mainstreaming/methods-tools/gender-audit

https://www.ilo.org/wcmsp5/groups/public/---dgreports/---
gender/documents/publication/wcms_187411.pdf 

Action should be informed by a gender audit and thorough situational examination of 
each school. 

 

GENDER AUDIT

“A gender audit is a tool to assess and check the institutionalisation of gender
equality into organisations, including in their policies, programmes, projects and/or
provision of services, structures, proceedings and budgets.
[...] Gender audits establish a baseline against which progress can be measured over
time, identifying critical gender gaps and challenges, and making recommendations
of how they can be addressed through improvements and innovations.”

European Institute for Gender Equality (EIGE). Gender Audits webpage.

Consider whether internal practices and related systems for gender mainstreaming
are effective and reinforce each other; 
Establish a baseline for the audited unit; 
Identify critical gaps and challenges; 
Recommend ways of addressing them and suggests new and more effective
strategies; 
Monitor and assess the relative progress made in gender mainstreaming; 
Document good practices towards the achievement of gender equality.

Gender audits can be carried out on various scales, using varied approaches. With
proper gender audits using participatory methods, schools could use the findings to
establish a ‘gender equality action plan.’ The plan should be specific to the gender
patterns and contexts of the organisations, and would empower the organisations and
individuals to take actions to improve gender equality. 
In A Manual for Gender Audit Facilitators (2012), The International Labour Office (ILO)
suggests the following objectives for a participatory gender audit:
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CONSIDERATIONS FOR GENDER 
RESPONSIVE SCHOOLS AND MANAGEMENT

2.1 Commit at collecting & analysing sex-disaggregated data
 

“Quantitative Indicators are numerical measurements of changes in the behaviors,
attitudes, and practices of targeted individuals, disaggregated by sex and/or other
social variables, such as age, education, and socio-economic class. 
For example: the number of dropouts disaggregated by sex.
Qualitative Indicators are more subjective measures that address perceptions, such
as behaviour changes and relationships between men and women. Scales, ranking,
and indices can be used to quantify qualitative changes. 
For example: a ranking of the perceived most common reasons for dropout.
Both quantitative and qualitative indicators are absolutely necessary to develop in
order to measure progress in achieving gender equality. Use of only quantitative
indicators can be misleading by not providing full information. For example, just
setting up non-traditional courses for women may not mean increased access to
diverse skills training, if the women themselves are not willing to take up those
courses or that the employers are not ready to offer employment to women in these
trades.” .

TVET Reform: Gender Mainstreaming into Technical and Vocational Education and
Training (TVET) in Bangladesh. ILO, 2015. 
https://www.ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/---ilo-
dhaka/documents/publication/wcms_345696.pdf

Collect, analyse and publish performance and outcome data that include trends over
time and are disaggregated by sex, age, and socio-economic background. For
example, most ASSET-H&C members are already tracking sex-disaggregated data of
total male/female students in terms of enrollment, retention, and completion. 
For mixed-gender institutions, monitor comparative situations of men and women
trainees and graduates in employment: ‘Are male, female and non-binary students
performing differently during their internships and post-training placements (if so,
how and why)?’
M&E metrics should also track: (i) number of teachers by sex, age, professional
qualification, and institution; and (ii) number of management staff by sex, age,
professional qualification, and specific role.

Data informs actions and helps us track success. Schools should establish a monitoring
and evaluation (M&E) framework, starting with collecting and analysing data aggregated
by sex, age, socio-economic status, etc. 

Some recommendations on metrics for gender M&E include:

Both quantitative and qualitative data should be considered: 
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2.2 Ensure gender equality between teachers/staff members
 

Gender inequality is prevalent in recruitment practices everywhere, and it directly harms
women’s opportunities to participate in the workforce. As part of gender-mainstreaming
efforts, it is important for ASSET-H&C members to apply best practices around
recruitment and HR management. Not only benefiting gender-equality across campus,
such practices can also promote staff wellness, inspire students, and set good examples
for employers of their own trainees. 
Some recommendations on advancing equality between male, female and non-binary
teachers/staff members are cited below:

Use non-discriminatory, participatory and transparent recruitment and
selection [practices] of teachers and other education staff.
Work towards competency-based human resource management.
Provide equal pay, equal teaching conditions, equal representation in
management positions and equitable division of work.
Use fair assessment and evaluation.
Allow for flexible schedules and other accommodations that address
teachers’ family responsibilities, such as access to adequate childcare
facilities. 

Gender Responsive Pedagogy, A toolkit for teachers and schools (2nd edition)
Forum for African Women Educationalists (FAWE), 2020. Page 19.

2.3 Implement context-specific strategies to target underrepresented groups
 

Within the local and organisational context, what groups are underrepresented?
Who might be interested in and suitable for the program but not yet enrolled (and
why)?
Within the local community, who might be interested in and suitable for the program
but not yet enrolled (and why)? What populations are often most vulnerable in the
job market? 

Women trainees come from different backgrounds and are influenced by their socio-
economic status, age, ethnic group, geographical area (urban/rural), LGBTQIA+ (lesbian,
gay, bisexual, trans, queer, intersex, asexual+) identity, etc. These factors affect their
enrollment, engagement, performance in the classrooms, and even likelihood of being
employed and maintaining employment after graduation. Since many of the ASSET-H&C
member schools are already working with marginalised groups, it is important to have
specific strategies to support these groups, both men and women. 

Here are some questions to think about: 
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How can the organisation’s facilities, training, processes be improved or adapted to 
better serve these groups?
What is the legal and institutional context? Are these communities marginalised by 
the law? Are there policies to promote their inclusion?
What populations are often most vulnerable in the job market? What local and 
industry partnerships can be made to ensure enrolment and employment upon 
graduation for these groups?

ASSET-H&C Highlight

The Australian Government and KOTO (Know One Teach One) are
working together to improve the lives of young Vietnamese women from
remote and disadvantaged ethnic minority communities. In 2016,
Australia provided funding to support five young ethnic minority women
to complete KOTO’s two-year hospitality program, complementing
Australia’s broader efforts to promote women’s economic empowerment
in Vietnam. Based on the success of this initiative, Australia’s
collaboration with KOTO expanded into a comprehensive three-year,
AU$250,000 project called ‘Her Turn’. Over the 2018-2021 period, Her
Turn supported vocational training and entrepreneurial skills
development for rural and ethnic minority women in Vietnam to give
them the skills and experience they need to secure employment and
support themselves and their families.
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CONSIDERATIONS FOR GENDER RESPONSIVE 
SCHOOLS AND SAFE CLASSROOM ENVIRONMENT

3.1 Provide gender responsive facilities
 

Adequate and separate water, sanitation, and health facilities, for both men and
women trainees. 
Gender-inclusive washrooms*
Availability of sanitary products like tampons or menstrual pads in restrooms, if
possible; and/or a private space to wash, change sanitary pads. 
Room for baby care and nursing room, accessible to care-givers of all genders (i.e
not exclusive for women).

One effective way to minimise drop-out rates and improve trainees’ engagement is to
create an environment where their needs are acknowledged and validated. Schools
should consider:

Depending on the schools’ resources, some of these requirements might not be possible
yet. For example, some ASSET-H&C member schools work mostly with young students,
so nursing rooms might not seem like an essential or even relevant need. Nonetheless,
this list should encourage schools to self-inquire about their students’ needs, as the
unintentional absence of some facilities can be a big hindrance for certain groups of
students to enroll and continue their studies (e.g., do young mothers not apply for
education because they cannot find a place to care for their babies?). Often, the most
vulnerable students are those whose needs are not recognised; but recognition of
students’ needs, however trivial it seems, can reduce both psychological and logistical
barriers to student participation.  

Schools can work with trainees to identify training approaches that respond to their
specific needs. For example, some might need child-care assistance, flexible hours and
work arrangements. 

* Read more on gender-inclusive washrooms here:
Gender-inclusive Washrooms in Your Workplace: A Guide for Employees and Managers.
Published by Public Service Alliance of Canada, March 2018
http://psacunion.ca/sites/psac/files/attachments/pdfs/gender-inclusive-washroom-en-4page_0.pdf

3.2 Adopt a zero-tolerance approach against gender-based violence
 

An essential part of a gender-responsive environment is its zero-tolerance towards
violence. Gender-based violence is a set of offences constituting an attack on the
physical or psychological integrity of persons. These are defined in the Useful
Definitions section. Gender-based violence is a serious issue faced by people of all
genders and disproportionately hinders women, gender non-conforming, and non-
binary people from equal participation in education and employment. 
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Conduct formal training and workshops on safeguarding and code of conduct for all
employees and students upon starting their position or program, with regular
reminders and updates. 
Integrate these topics (gender-based violence, sexual harassment, sexual abuse) into
the training curriculum, which requires capacity-building for trainers or hiring
external trainers. 
Facilitate open discussions and dialogues on various occasions between trainees and
trainers, alumni, or their peers.
Implement a reporting mechanism where survivors or whistle blowers feel confident
that they will be safe and treated with dignity. Schools can assign and train
safeguarding focal persons. Training is important as power and bias within
organisations and within individuals can affect abilities to safeguard students.

School leadership should make great efforts in educating and empowering students,
staff, and even partners in combating gender-based violence, including raising
awareness around gender stereotypes and gender roles, and implementing safeguarding
policies and procedures. In particular, schools are encouraged to allocate specific
budgets for training and/or awareness programs for staff and partners. With regard to
students, this topic should be included in the training session as part of the curriculum. 

Here are some questions to think about:

ASSET-H&C Highlight 

At Sala Bai Hotel and Restaurant School, social workers are trained by a
partner NGO, A21, on human trafficking and sexual abuse to be able to
detect any case during the family visits for the selection of the students. 

Most ASSET-H&C members have formalised safeguarding regulations, be
it under the form of a dedicated beneficiary safeguarding policy, or child
safe policy signed by staff members (as students may be minor of age),
policies and procedures included in school regulations, employee policy
or legal clauses in staff contract.

At Bayon Bakery and Pastry School, internal regulations on how to
prevent any abuse and to respect classmates are defined by the students
under the supervision of the school’s social worker.
 
In most schools, students learn about abuse and their rights, usually
during life skills modules. At Sala Baï Hotel and Restaurant School, beauty
therapy and housekeeping students also join an additional workshop to
establish a specific protocol as they are more exposed to abuse than
students from other departments.
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At Ecole d’Hôtellerie et de Tourisme (EHT) Paul Dubrule, such training
happens before internships. The goal is for students to fully understand
how to handle bullying and harassment and to whom they have to
report. This training is integrated in all programs curriculum. 

Moreover, the schools also work with training partners to make sure
communication and safeguarding mechanisms are in place. Most schools
integrate safeguarding clauses in their internship contract. There are
also monitoring bodies (Head of Education office, Student Affair
Committee) to flag cases of abuse to the school’s Director and assess
students’ needs. 

3.3 Safeguarding Code of Conduct
 

Raising awareness and building capacity around gender-based violence;
Designing mechanisms to address complaints related to gender-based violence
(refer to resources listed below for more suggestions); 
Establishing systems for graduates to seek advice and support before or after they
receive a job placement. They can take many forms, including alumni focal points,
alumni networking circles or alumni-student groups; 
Building a culture around healthy, reflective relationships and accountability.

What constitutes gender-based violence;
The effects of gender-based violence; 
What one can do about it in the immediate and/or longer term; 
What provisions for protection in the law or at the workplace are; 
What support systems are in place, including who the relevant contact persons are; 
How to file a complaint.

Schools’ commitment to fighting gender-based violence, demonstrated through both
their communications and actions, can help all students feel supported and empowered
to voice their needs. Through safeguarding policies and communications, schools can
send a message to stakeholders, including teachers, students and employers: We care
about these issues and will commit to addressing them. 

To effectively combat gender-based violence, schools can focus on:

In addition, to raise awareness, schools could disseminate information on: 

Such a framework does not have to limit itself to staff and can also apply to any person
who has access to the school premises such as vendors, donors who come for a visit,
partner organisations, consultants, etc.
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Extra Resources
Guidelines on Sexual Harassment Prevention at the Workplace. ILO, 2011. (See
chapter III and IV)
https://www.ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/---ilo-
jakarta/documents/publication/wcms_171329.pdf

Manual and Safeguarding Standards, Plan International, 2020
https://www.plan.org.au/wp-
content/uploads/2020/10/GLO_Plan_International_Safeguarding_Manual_and_Stan
dards_Final_Eng_July2020.pdf 

Sample Code of Conduct and Grievance Procedure:
Sample Harassment Policies: 
https://gbv.itcilo.org/index.php/information_sheet/show/id/6.html

Code of Conduct on Sexual Harassment in the Workplace - Unofficial translation.
ILO. Hanoi, 2015 (See Annex 1, page 11, for Grievance Procedure)
https://www.ilo.org/wcmsp5/groups/public/---asia/---ro-bangkok/---ilo-
hanoi/documents/publication/wcms_421220.pdf 

Read more on sexual harassment training best practices: 
“Stepping up to the challenge: Towards International Standards on Training to End
Sexual Harassment”. UN Women, 2020. 
https://www.unwomen.org/en/digital-library/publications/2020/03/discussion-
paper-towards-international-standards-on-training-to-end-sexual-harassment 

(See Appendix 1 below for summary of key points)
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CONSIDERATIONS FOR CURRICULUM AND 
TRAINING

Review the curriculum, textbooks, other learning materials and teachers’
guides to consider how issues relevant to equity and inclusion (e.g. gender,
disability, chronic disease such as HIV/AIDS) are addressed and included in the
entire curriculum.  
Ensure that local content—people, stories, examples—is added to the
curriculum and that men/boys and women/girls are clearly visible in that
content, and not only in traditional roles. Where appropriate, provide equal
opportunities for male, female and non-binary students to be involved in
developing learning material.
Train teachers and principals [or management staff] in gender-responsive
teaching, including: equity issues and learner-centred education; gender-
responsive teaching approaches and tools; conflict resolution; trauma
informed practices; addressing and preventing sexual harassment and
emotional, physical and sexual abuse; and school management and leadership. 
Train male, female and non-binary students in peer-to-peer support to fight
gender inequality, such as anti-violence initiatives and the inclusion of people
with disabilities.

Gender Responsive Pedagogy, A toolkit for teachers and schools (2nd edition). Forum for
African Women Educationalists (FAWE), 2020. Page 19.  

For educational institutions, be it general education or vocational training, the classroom
is one of the most important sites for gender-mainstreaming. More often than not,
gender biases influence the ways teachers interact with students (e.g: female students
might be assigned cleaning tasks, male students lifting tasks). Due to the gender
imbalance in the hospitality sector, some jobs might be considered inherently ‘feminine
or ‘masculine’ by nature. These stereotypes need to be addressed and debunked,
starting from the classroom. 

Not only should we identify and improve the ways genders are taught and represented
through the curriculum and training, but through gender-responsive classroom practices,
(some of which are listed below) we can also empower students and create a culture of
inclusion and equity. 

There are many ways to integrate gender sensitisation in training and learning. Schools
can take inspiration from the suggestions below, wherever appropriate. For example,
while not all training materials for trades might find gender, disability, or local content
relevant, these topics can be helpful for extracurricular or Life Skills courses. 

This resource provides comprehensive teachers’ guidelines on Gender Responsive Pedagogy, guidelines,
and practical classroom tools: Gender Responsive Pedagogy, A toolkit for teachers and schools (2nd edition)
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ASSET-H&C Highlight

Spoons Cambodia developed the ‘Women’s Initiative’ program, which
provides students with extra training and education. It consists of several
components, from Gender and Awareness to Discovery & Leadership. All
serve to empower students and for them to contribute back to their
communities, role-modelling for the younger generations, and in the
process, catalysing a subsequent wave of future women leaders who can
realise their full potential.
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One of the most effective approaches to training, observed at multiple ASSET-H&C
member schools, is the different variations of Life Skills (social skills) classes. These
classes operate in diverse methods, but they all encourage self-exploration of trainees,
male, female and non-binary, and help them develop soft skills such as financial literacy,
awareness on general and sexual health, knowledge on gender and gender-based
violence, safe work or other ‘life’ skills. 

ASSET-H&C Highlight

Most ASSET-H&C members organise some form of social skill classes
that are necessary for and relevant to their students. These classes can
also serve as an opportunity to open space for dialogues regarding
gender equality, sexual and reproductive health.

“At Spoons Cambodia (formerly known as EGBOK), the students, both
men and women, undergo comprehensive classes on women’s
empowerment and gender equality, going into various social and gender
issues such as marriage, love, relationships, child rearing and financial
matters. For women, this process is greatly helped by the fact that at
Spoons Cambodia, the training staff and senior staff are mostly
Cambodian women, so they have direct evidence of the empowering
potential of the classes as well as role models to look up to.” 

Valued, Paid, Recognized: Desk Review of Business Efforts in Promoting
Women’s Empowerment in the Mekong Hospitality and Tourism Sector. Plan
International & ASSET-H&C 2020. Page 25-26.

These workshops or classes could also employ creative approaches. It is
reported that at Sala Baï Hotel and Restaurant School, students take
theatre classes for self-expression and to build confidence. Such practice
could be adapted to all ASSET-H&C members, as these opportunities
would also help trainees develop transferable and social skills that
improve their employability and competitiveness compared to their
peers.

STUDENT EMPOWERMENT THROUGH 
CAPACITY-BUILDING, COMMUNITY, AND 
REPRESENTATION
5.1 Develop transferable and life skills
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#Changemaker story from Hospitality and Catering Training Center’s
(HCTC) Pedagogical Manager Kritsana Tongmual:

“When [Manee, one of the first
students to follow Life Skills training
at HCTC] started as a F&B Assistant
at Anantara Chiang Mai, she realised
that dealing with pressure at work
while maintaining good rapport with
colleagues and customers was
important but not easy. Thanks to
the skills she acquired from the
‘Building Relationships’ and ‘Emotion
Control’ sessions of the Life Skills
training, she managed to deal with
these challenging situations quite
well and was even recognised as
Employee of the Month shortly. [...]
She also shared that the ‘Self Care’ 
session about personal and professional hygiene, general and reproductive 
health has helped her become an independent and confident woman.”

5.2 Provide role models

 Role models of alumni or instructors in leadership positions can be one of the strong
tools to help dismantle stereotypes and change social attitudes. This applies not only to
women role models, male instructors who proactively advocate for gender equality also
have a positive impact on boys and men’s gender awareness. Role models can be
anyone from alumni and other industry professionals to instructors to dorm managers,
or even school principals. 

Role models are particularly important for non-traditional trades (e.g: women in
engineering). For ASSET-H&C member schools, attention can be paid to gender role-
reversing, such as women as chefs, or men in stereotypically women’s positions like
housekeeping, spa & beauty therapy. 
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ASSET-H&C Highlight

At EHT Paul Dubrule in Cambodia, they inform their students that they are
likely to see virtually only male managers in the workplace, so they
purposefully bring in women guest lecturers into both the classroom and
careerʼs fairs. 
[...] One [interviewed] participant noted that once young women
encountered a female supervisor or manager, their perceptions of the
industry changed completely as they had previously not even conceived of
women in such positions and could then envision building a career in the
sector.
Valued, Paid, Recognized. Desk Review of Business Efforts in Promoting
Women’s Empowerment in the Mekong Hospitality and Tourism Sector. Plan
International & ASSET-H&C, 2020. Page 25-26.

#Changemaker Story from EHT Paul Dubrule’s Tourism Teacher Sokchea
Nguon:

 
“[My student Sreyleak] comes from a
small community in rural Cambodia,
where young people do not dare to dream
for themselves. However, Sreyleak had
this uncommon desire to become a flight
attendant. With the support and guidance
from the teachers at EHT Paul Dubrule,
and most importantly, with hard work and
commitment to her goal, she finally
earned a position at Sky Angkor Airlines.
Sreyleak is extremely happy at her job and
[...] has shifted the mindset of her local
community, who now believes that it is
possible for their children to have
ambitions and that one day their children
can also be successful like Sreyleak.” 
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“Being a trainer at the same school
where I was trained is an interesting
experience. As an alumnus of the school,
I can relate with my students’
backgrounds and difficulties. This allows
me to support them better. Some
students once shared with me that they
were very happy to learn this subject
with me. Students often ask me how
they could be a trainer and a receptionist
at the hotel like me one day.”

#Changemaker Story from PSE Institute’s Housekeeping & Laundry 
Instructor, Sokha Leang 

“As a trainer, I do my best to instil the
values of lifelong learning in my students
and keep telling them ‘Keep yourself as an
empty glass, not a full glass’, and ‘Good
education will ensure you a brighter future’.
I also maintain a close connection with
former students and always offer my
support as a mentor. While I am glad
that all my students value what they’ve
learned at our school, I also want them
to remember to give back to the
community that nurtured them. To
enable them to do so, our team often
invites alumni to share their academic,
professional and life experiences with
younger students not only to inspire
them to dream big but also to show
them that dreams do come true.” 

#Changemaker Story from Don Bosco Hotel 
School’s Alumni-turned-Trainer Srey Mech:
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#Changemaker Story from Bayon Bakery and Pastry School’s English 
Teacher, Youn Chamrong:
“I've been teaching English at Bayon
Bakery & Pastry School since 2018. My
very first contact with students at the
school was unlike anything I had
experienced. I met young adults who were
shy and didn't speak a word of English.
Because none of them had finished high
school, they had no confidence in their
ability to learn.

Coming from very disadvantaged
backgrounds, the students face multiple
barriers that prevent them from thriving in
their career and improving their lives.
Upon learning about their stories, I'm
committed to giving the best of myself
when I teach. A big part of my job is to
instil confidence in these young women
and empower them to reach their
professional goals.”

5.3 Create support networks

Support networks increase students’ engagement with their training, and potentially
increase their learning outcomes and social competence. These groups and networks
can take many forms such as alumni-trainee networks, social circles amongst trainees,
or support groups consisting of trainees and staff formalised by the schools. 

The examples below also demonstrate that these support groups have even greater
potential as they fill the gaps in other processes such as social assistance, reproductive
health consultation, gender-based violence reporting, etc, even though formal protocols
and mechanisms for such needs are still necessary. These support networks are
certainly already-existing and yet, can be enhanced by schools’ policies and
programming to manifest as an effective approach to empower students. 
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The alumni network has a big role in supporting trainees during and after their training.
These alumni and students, both have come from very similar backgrounds and going
through similar life experiences, can form powerful support circles. These support
networks not only are for career, life advice but also allow students to be more open
about their difficulties in learning/living at the centres. They offer an alternative channel
for feedback and reporting. 

The model of alumni support should be replicated widely, as it benefits both the
students and the schools. Schools can organise regular meetings, workshops, student-
alumni networking or social events to foster these relationships across generations of
students. 

ASSET-H&C Highlight 

The report Valued, Paid, Recognized: Desk Review of Business Efforts in
Promoting Women’s Empowerment by Plan International and ASSET-H&C
states that alumni network could serve as a secondary, complimentary
channel of dealing with sexual harassment cases. At KOTO, there is an
alumni focal point who will ensure sexual harassment complaints would be
dealt with properly by graduates’ employers. Similar alumni support,
though lacking official association, is observed at Spoons Cambodia. 

Moreover, support networks can also take many different forms. This
could begin with one dedicated teacher who is always supportive of their
students and alumni. At An Rê Mai Sen, students can go to an appointed
confidential counsellor, to discuss any issues they might face. 

#Changemaker Story from KOTO’s 
alumnus-turned-trainer Hoang Van Hau:

“I remember one of my students, Ms
Tu, who had a hard time fitting in and
struggled during practical classes.
Although she was good with theory
modules and had a great attitude,
limited hand mobility made it
challenging for her to handle cooking
utensils as fast as her peers. I would
give her extra opportunities to
practice, and acknowledge her
progress in front of the class, as well as
ask other trainees to show her their
support.
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I also spent time talking with her, encouraging her to focus on her own
strength and potential. As her skills improved and she could work
effectively in a team, she became more confident.”

#Changemaker Story from La Boulangerie Française’s Bakery & Pastry
alumnus-turned-trainer Nguyen Van Duc:

"Not all students at school are learning at
the same pace, which can make my job
challenging. Coming from a vulnerable
background myself, I know how criticism
can be discouraging for these youths.
Instead of directly commenting on their
shortcomings, I’d rather spend time after
class with students who need additional
support, giving them extra explanation
and more chances to practise the
techniques that they have yet to master
during class. 
Whenever possible, I try to provide
constructive feedback so that it
empowers students to continue to better
themselves. I keep repeating to them that
if they have a good command of basic
techniques, respect food safety rules and
work hard, success is within their reach.” 
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inform them of their daughters’ and sons’ potential career choices; 
persuade them to invest in their children, especially young girls, by showing tangible
results such as alumni profiles, professional training materials, and maintaining
relationships over the course of students’ participation. 

Families, particularly in rural, low-income and marginalised communities, have significant
influence on their children’s career paths. During the workshops with teachers and staff
from three ASSET-H&C member schools in July 2021, many participants stated that
when it comes to gender-mainstreaming, working with families is one of their greatest
challenges. According to the workshop participants, in their students’ communities,
parents’ perception of gender roles might discourage them from letting their daughters
participate in hospitality training or sending them to internship sites far from home. A
big part of the outreach programs at these schools is to work with families to break
stereotypes around gender roles and the hospitality trades. 

ASSET-H&C institutions are already working hard to foster trusting relationships with
students and their families so as to challenge stigmas, empower students, and encourage
enrollment and retention. 

Schools can engage with students’ communities and families to:

 

 

ENGAGING OTHER STAKEHOLDERS

6.1 Work with parents
 

ASSET-H&C Highlight

KOTO engages directly with students’ families during the recruitment
period. On open days, parents of candidates are invited to visit the
training centre and the introduction presentation. In special situations,
KOTO makes home visits during the recruitment period. These actions
help KOTO to convince the parents that vocational training for their
children is a good investment. KOTO, like several other schools, also
provides an assistive stipend to students. 

At HCTC and some other ASSET-H&C member schools, there is also a
parents’ day before students start their training, wherein parents are
invited to visit the facilities and learn more about the students’ training.
These visits serve many purposes, but most importantly, they allow
parents to be more involved in students’ learning and build a trusting
relationship with the training institutions. 
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I could become a teacher here. We women could totally work and study
at the same time and open ourselves to better career choices. 

I was able to convince the mother to let her daughter pursue her
ambition. The student went back to her hometown and became a
trainer in a restaurant operated by a NGO there while attending classes
on weekends.”

#Changemaker Story from Sala Baï Hotel and Restaurant School’s Food
and Beverage Trainer Sokhy Chea:

“I remember one graduation ceremony a
few years ago. Everyone was happy and
celebrating, but one student was crying.
Some of her relatives were working on a
cruise, and her family wanted her to do
the same upon graduation. This student,
however, had other dreams and wanted
to continue studying at university to
enhance her skills and knowledge.
Fortunately, her mother was present at
the ceremony, and we were able to talk. I
shared my background, explaining that I
myself was a former student from Sala
Baï and that I worked several years in the
hospitality industry while following
evening classes  at university. Eventually,

6.2 Build strategic partnerships with other gender organisations
 

Strategic partnerships allow TVET institutions to build capacity in gender-
mainstreaming and harness local and international expertise from gender-focused
organisations, including not only NGOs but also national authorities or institutions
responsible for gender equality and women's empowerment as they provide the policy
framework and implementing guidelines. The objectives and specific activities of each
partnership would rely on the decisions of the involved parties, ranging from one-time
workshops to long-term projects, but the end goals must be for the schools to take
ownership and acquire self-manageable skills and tools for gender-mainstreaming. 

Partnership is also a great way for vocational training centres to demonstrate their
commitment to equality and empowerment of their trainees.
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ASSET-H&C Highlight

La Boulangerie Francaise-HCMC partnered with Girls Give Back Vietnam
to organise English Cafe sessions for students as a complement to their
English and Life Skills classes. Twice a week, students joined volunteers
from the project in casual talks where they could freely discuss a variety
of topics such as well-being, culture and identity, and gender equality.
These sessions allowed students not only to gain confidence in speaking
English but also to socialise and better cope with the stress of living
under strict lockdown during the COVID-19 pandemic. Discussions on
self-care, for example, have inspired them to try new habits to take care
of their physical and mental health. 

Partnerships can also be within the vocational school network. For
instance, before the pandemic, the six ASSET-H&C members based in
Cambodia established a common policy that the employers need to pay
these schools’ interns an amount of $40 for a 4-week internship. This
type of strategic partnership leverages schools’ negotiation powers,
allowing schools to amplify their needs towards employers. 
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CONCLUSIONS

An Rê Mai Sen Training Center



Gender-mainstreaming is a long-term effort that requires multi-faceted strategies. For
vocational training, it requires joint efforts from multiple stakeholders, including
government agencies and employers, in order to achieve sustainable and systemic
progress. 

The goal of this review is to present actionable steps on gender-responsive programming
for ASSET-H&C members to adapt in their own context. Essentially, each school’s
leadership needs to prioritise and build capacity for staff and the management team on
gender-mainstreaming so that these agendas can be holistically implemented. 

The research also affirms that ASSET-H&C member schools can offer abundant learning
from within the network. Several schools, within their specific contexts, already have
implemented both formal and informal mechanisms to respond to students' needs
including, and not limited to, gender issues. These efforts are commendable and can
serve as strong examples for other institutions in the region. Internal sharing of
members’ practices can also better inform the next steps, such as an in-depth audit or
examination of all the members.

CONCLUSIONS
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APPENDIX: SEXUAL 
HARASSMENT TRAINING*
Sexual harassment training needs to be holistic, values-based, and not a one-time event.

Currently, sexual harassment training for staff is becoming more popular amongst a wide
range of institutions. Adequate training dislodges entrenched and discriminatory ideas on
gender, which is fundamental to promote cultural change to end sexual harassment. 
However, researchers have noted that these trainings are often unproductive, and in
some cases, even evoke negative reactions from both male and female employees. As a
preventative method, sexual harassment training would be most useful if integrated as
part of a values-based, reflective, participatory process that focuses on systemic issues:
sexism, organisational culture, gender-based violence, etc.

*Information in this section is extracted and adapted from “Stepping up to the challenge: Towards 
International Standards on Training to End Sexual Harassment”. UN Women, 2020. Online PDF file. 
<https://www.unwomen.org/en/digital-library/publications/2020/03/discussion-paper-towards- 
international-standards-on-training-to-end-sexual-harassment>

"Overall, there is widespread consensus that trainees need to be active participants if 
the issue of concern is complex: here training is less about skills or knowledge and 
much more about being invited to reflect on, and possibly change, one’s views. Here 
the goal is to create insight and a community of interest which commits to being part 
of a process of change. 
It is also clear that all training needs to be adapted to contexts and is most effective if 
at least some of the content is based on data, experiences and case studies drawn 
from each particular organisation. Giving a clear message that this is about us, these 
are things which have happened here, enables trainees to identify with the material.” 

 

Sexual harassment prevention cannot be based on legal responsibilities, for such 
approach has been proved ineffective, and has to be based on ethics and values 
within organisations. 
Sexual harassment prevention is stitched into a broader intersectional equalities 
framework, which recognises the complexities and layers of power relationships, 
hierarchies within organisations and the wider society;
The framework needs to start from an intention to transform workplace cultures 
through building a set of shared values which are upheld throughout the 
organisation; [...]

Some principles underpinning the framework for training standards outlined in the cited 
research: 

1.

2.

3.
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Immersive [i.e: engaging, interactive] and safe content, with a focus on new ways of
thinking and acting rather than right answers
Consider whether training, or small group working within it, should be single-sex,
and how to address the range of cultures within an organisation
Encourage debate/discussion, create space for questions/doubts/concerns
Provide space for reflection and revision of positions
Micro-training follow-ups to maintain commitment and trace change at the
individual level [...]

In terms of building workshop curriculum, below are some of the recommendations
provided by the cited research:
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