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Draft paper: The causal effects of vocational skills development: A 

generalised Theory of Change 

Theories of Change (ToC) are models showing how activities of an intervention are expected to lead 

to the intended results, setting out the steps along the way from inputs to outputs, outcomes and 

impact, along with the causal link assumptions at each step.  

The model outlined here is a generalised ToC for vocational skills development (VSD) projects. The 

main elements and causal pathways presented are applicable to different types of VSD projects, 

including all four types described in SDC's VSD typology (SDC, 2019a). They can be applied to 

different types of learning (formal, non-formal, informal) and companies (small and large resp. 

belonging to the formal or informal part of the economy).  

The generalised ToC can serve cooperation partners to:  

• Develop project specific ToCs: Given that interventions and their contexts differ from case to 

case, the ToC elements need to be tailored to each specific project. While the generalised 

ToC covers many situations, specific ToCs can be more focused and concrete, for instance by 

adding information when results are to be expected. 

• Locate an intervention within the overall causal chain: Most projects focus on a part of the 

causal chain, both when implementing a project and monitoring its effects. The generalised 

ToC offers a bird-eye view on the connections and interdependencies.  

• Use the listed assumptions as a checklist: The COM-B ToC model (see box) underlines the 

importance of assumptions: Assumptions are events and conditions necessary or likely 

necessary for achieving the desired results at each step along the causal pathway. Some of 

these assumptions are easily achieved, while others are “at risk”. 

 

Theory of Change: The COM-B ToC model 

Changing the behaviour and practices of individuals and institutions is a key element of many development 

interventions. Based on a review of current social science research Michie, van Stralen, & West (2011) 

proposed the COM-B model of behaviour change which centres around the notion that behaviour (B) occurs as 

the result of interactions between the three factors capabilities (C), opportunities (O) and motivation (M): 

• Capability: The individual’s psychological and physical capacity to engage in the activity concerned, 

including the necessary knowledge and skills.  

• Motivation: All brain processes that energize and direct behaviour, including habitual processes, 

emotional responding, as well as analytical decision-making.  

• Opportunity: All factors that lie outside the individual that make the behaviour possible or prompt it. 

The COM-B ToC model, put forward by John Mayne (2018), contains these further elements: 

• Reach & Reaction: The intervention outputs are delivered to an intended population. The expectation 

is that the outputs indeed reach this population and that their initial reaction is favourable.  

• Behaviour Change: The outputs are designed to enhance capability, motivation and opportunity of the 

target population, which together lead to the desired behaviour change.  

• Benefits & Improved Well-Being: These changes in behaviour are then expected to lead to specific 

direct benefits that ultimately will lead to improved wellbeing.  

The ToC further specifies assumptions behind the causal links in the pathway. These are salient events or 

conditions necessary for a particular causal link in a ToC to be realised. Supporting activities are actions 

undertaken, often by partners in the intervention, to (help) ensure that the assumptions are realised.  
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The ToC presented here consists of three versions: the "overview ToC" contains the most important 

elements and causal links. The two "nested ToCs" for individuals and companies explain in more 

detail how change is brought about. It should be noted that not all change is necessarily perceived as 

desirable by all stakeholders (higher wages, for instance), at least not in the short run. But it is 

nonetheless part of the causal chain. To complete the model, the overview ToC contains some input 

elements (for a more comprehensive description of input elements, see for example the SDC’s 

introduction paper to VSD (SDC, 2019b). The focus of the nested ToCs and textual descriptions lies 

on the effects of the training itself.   
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1. In depth: Pathways from training to employment 

1.1 The employee story 

During training, learners acquire new skills and increase their #capability. To what extent this desired 

effect takes place, depends on the learners (e.g. prior knowledge and (learning) skills, #motivation), 

the course (e.g. content, modality, duration) and the learning environment (e.g. teacher-learner ratio, 

learning support). Before the training starts, various preparatory activities need to ensure that the 

target group is #reached, the course is linked to market needs (#opportunity), and that learners, 

course and learning environment are aligned with each other. Other factors such as education, training 

and labour market policies or cultural values (e.g. regarding the status of certain jobs, the roles of 

women and men) also affect outreach and the course delivery. 

Once training is completed, former learners look for work. Whether or not they find employment, 

largely depends on market #opportunities: Are there job openings? Are the skills in demand? How 

much competition is there? Are companies willing to pay a premium for VSD learners? Depending on 

the target group and market situation, this step might necessitate additional support (e.g. job search 

coaching; placement services) from training providers, public or private employment services. It can be 

assumed that most learners are #motivated to apply the training content but this would of course 

depend on their initial motivation to join the training and the culture within the company, including 

feedback, support and incentives.     

Most learners access jobs and income through employment in the formal or informal part of the 

economy. A second possible avenue, at least in some industries, is self-employment. Again, support – 

in form of additional training modules (#capacity, e.g. on legal requirement or basic bookkeeping), 

additional coaching or access to micro-credit – might be needed for this step to be concluded 

successfully. The market #opportunities and the selection of the learners (#reach) have a direct 

influence on the success rate and need to be carefully assessed.  

A third pathway leads to further education and training. In some programmes, none or only a small 

number of learners might choose this option while in other cases, the course regularly serves as a 

steppingstone to further learning opportunities by increasing awareness and #motivation as well as 

enabling learners to fulfil entry requirements (#capabilities) of further training (#opportunity).  

Finally, some of the learners will already be employed (in-employment training). A part of this group is 

likely to focus on professional mobility within the company or outside it, alongside better wages and 

working conditions (see chapters 2.1 and 3.1).  

 

Studies have shown: 

• Curricula addressing  industry needs and respecting the capabilities of targeted learners improve the 
VSD-to-work transition (Stockmann & Silvestrini, 2011) 

• Access to self-employment often necessitates additional supporting activities like micro credits or 
starting equipment (Khandker, 1998; Maurer et al., 2011) 

• Improvement in overall VSD reputation – for example through promotion of flagship programmes, 
image campaigns or government support – has a positive effect on employability of former learners 
(Clement, 2014; UNESCO-UNEVOC, 2013)  

 

 

1.2 The company story 

For the training to show its desired effects, employers must recognize the programme, and attach a 

positive value to it (#opportunity). This positive value can concern the technical or the soft/life skills 
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learned during the training (#capability) but could also extend to the selection of the learners: 

Employers might, for instance, value a certain training because it attracts highly #motivated 

individuals. 

Ideally, the company story starts earlier, with companies having a say in the provision of training, e.g. 

by communicating their skills needs, providing input for the development of curricula and offering 

#opportunities to train learners. In many countries, such interactions between training providers and 

employers remain a challenge. 

The connection between training and employment might be especially fragile for lower level skills in 

labour markets which are shaped by an abundance of cheap unskilled or low-skilled labour 

(displacement effects, see discussion in chapter 4.1).  

 

Studies have shown: 

• The ADB found that the linkage with employers is the single most important factor in training success. 
Advisory boards frequently fail because employers do not have the time or incentive to participate, or 
their representatives are too bureaucratic (ADB, 2009; OECD, 2018).  

• Work-based learning thrives if there is an attractive benefit-cost ratio for employers. The ratio depends 
on aspects such as duration of training, regulations in terms of salaries, facilities etc., and the 
possibilities for the employer to engage the learner in productive tasks (European Commission, 2013). 

• Employers are comparatively more willing to invest in skills of their employees when these skills are 
quite specific to a company’s needs. The extent of their reluctance to invest into general training 
depends on the competitiveness of the labour market (Acemoglu & Pischke, 1999).  

 

To ensure that training leads to employment, the following reach conditions apply:  

• Potential learners know about training opportunities (R1) 

• Learners can bear the (opportunity) cost of training (R2) 

• Learners fulfil access requirements (R3) 

These capability conditions have to hold true:  

• Training offers new content to learners (C1) 

• Training provided is relevant, practical, and effective (C2)  

• Learners are able to learn new skills (C3) 

• Learners know how to find new jobs and apply for them (C4) 

• Learners know how to operate their own business (C5) 

Furthermore, these opportunities conditions have to be fulfilled:  

• The acquired skills are in demand: There are local vacancies in the job market (O1), or former learners 
are willing (M5) and able to move (O8)  

• Employers recruit the most suitable candidates, i.e. there is a competitive, transparent and non-
discriminatory labour market (O2) 

• Content and/or selection into VSD seen as relevant by employers (VSD reputation) (O3) 

• Learners have access to finances in order to buy equipment etc. to become self-employed (O4) 

 

Finally, these motivation conditions need to be fulfilled:  

• Acquiring vocational skills seems a worthy goal for those reached (M1) 

• Learners are willing to learn new skills (M2) 

• Learners are motivated to apply the new skills (M3) 

Note: R = Reach, C = Capability, O = Opportunity, M = Motivation 
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2. Pathways from training to productivity  

2.1 The individual story 

If the training involves learners who are already employed ("in-employment training"), the skills 

upgrade is expected to lead to an increase in performance. This could include the #capability to 

perform tasks faster or with higher precision, or the #motivation to take on more initiative and 

responsibility. 

An important condition is that former learners have the #opportunity to use their new or improved skill 

set in their current role, or another role the company assigns to them. Acquiring skills, and the use of 

these skills in the workplace, improves the feeling of self-efficacy, which in turn can lead to personal 

growth and empowerment (#capability). If the skills cannot be applied, however, training is likely to 

lead to frustration, which could impact performance negatively.  

If learners are not yet employed ("pre-employment training"), a similar dynamic regarding benefits and 

constraints can be expected. This kind of training might even lead to a more significant increase in 

#capabilities, because the starting skill level of learners is in general lower.  

The largest difference between the two forms of training is the bearer of the costs: Learners in pre-

employment training often need to pay for themselves, or at least forgo other income ("opportunity 

cost"). This raises many issues about who has access to training (#reach) and negative externalities 

(e.g. debt, dependencies). 

 

Studies have shown: 

• Individual work performance increases with occupation-related training (Barrett & O’Connell, 2001; De 
Grip & Sauermann, 2012; Groot, 1999). How much performance increases, depends on the specific 
type of training, participants and context. 

• The opportunity to use acquired skills increases job satisfaction of employees (Allen, 2001; 
CEDEFOP, 2010; Vieira, 2005)  

• The feeling of self-efficacy is positively associated with work-related performance (Stajkovic & 
Luthans, 1998) 

 

2.2 The company story 

The company story largely follows the individual one, up to the point where increased individual 

productivity leads to an overall increase in company productivity and competitiveness. If the trained 

employees perform tasks more efficiently, the company spends less on each item produced or service 

offered, is able to lower prices and therefore creates a competitive advantage for itself. It might also be 

the case that product or service quality increases. #Opportunities for improvement depend on the 

technology, equipment and infrastructure used by the company. Additional spill-over effects are 

created if former VSD learners share their knowledge with other employees, who have not participated 

in the training themselves.  

On an abstract level, it might be of little importance if the training is conducted in- or pre-employment: 

What matters to the company is that skills are available and aligned with company needs. One 

difference between pre- and in-employment training is the cost-bearer, as explained above in section 

2.1. Many companies are not able or willing to cover such costs, hence in-employment training 

remains scarce apart from informal on-the-job learning. Supporting activities such as communication 

and promotion activities can play a role here, but also financial incentives, e.g. through a training levy. 

Above all, increasing relevance and hence cost-benefit ratio of training is important. 
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There are some caveats to the above described linkage between individual productivity and company 

competitiveness. Net effects can be negative, if the increase in productivity for some members of the 

team leads to a productivity slump of others. Inefficient management, high turnover rates or poaching 

are ever present issues in developing economies. Depending on the company experience, there could 

be a positive or negative feedback loop to the likelihood to invest further into training. 

All of the described processes depend on a range of external factors, which are not directly related to 

training issues. Without a conducive business environment and access to credit for example, company 

competitiveness might be crippled even if the company is able to hire highly trained and skilled 

employees. 

 

Studies have shown: 

• Training of employees increases co-worker productivity even if they have not been trained themselves 
(De Grip & Sauermann, 2012) 

• The World Bank (2010) summarises estimates for productivity gains through training, ranging from 
16% to 67%.The effects depend on the training, the context and the characteristics of companies and 
workers (Dearden, Reed, & Van Reenen, 2006; Konings & Vanormelingen, 2015; Zwick, 2006).  

 

In summary, to ensure that skills lead to higher productivity, the following opportunity conditions apply:  

• Former learners can apply content in current or new role (O5) 

• Employers promote the most suitable candidates (O6) 

 

Also, this motivation condition applies: 

• Content seen as relevant by learners (M4) 

 

Finally, following direct benefits assumptions need to be fulfilled: 

• Contents address skills needs of employers (DB1) 

• In-employment training: Employers cover part of (opportunity) costs of training (DB2) 

• Low degree of turnover/poaching (DB3) 

• Skills are aligned with company technology and work organisation (DB4) 

Note: O = Opportunity, M = Motivation, B = Behaviour Change, DB = Direct Benefit 

 

3. Pathways from productivity to income  

3.1 The individual story 

For learners who were already employed (in-employment training), the question is whether the training 

will lead to higher wages, and/or better working conditions such as lower risk of accidents, better 

working hours or more engaging work. If the company is able to use the new skill set, the former 

learner becomes more valuable to the company. The company has consequently an interest in 

retaining him or her by offering a better salary and/or working conditions. If the employer is unwilling or 

unable to offer improvements, former learners might get a better deal at a different company, if they 

are willing to change their job. This is in particular true if the skills are transferrable and if there is a 

competitive labour market. 

Learners who are just starting out in the labour market or are trying to switch professions (pre-

employment training) are likely to reflect on what difference their training will make in terms of salary 
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and working conditions. Again, this has much to do with the willingness of employers to hire VSD 

learners and maybe even pay a premium. 

  

Studies have shown: 

• VSD has in general a positive effect on various labour market outcomes such as paid employment 
and individual earnings (Tripney & Hombrados, 2013). 

• Summarising labour force surveys from different regions, the World Bank (2010) suggests that 
country-average returns to training vary between 8% and 17%.  

• The return (i.e. additional income) to a year of vocational training is similar to the return to an 
additional year of schooling, but it usually takes a few years to recover the costs of the training 
(McKenzie, 2017).  

 

3.2 The company story 

New skills and higher productivity can accelerate changes in work organisation and management, as 

employees and their management recognise more efficient or effective work processes. Changes in 

terms of technology as well as product and service innovations might also be observed. Such changes 

can happen in companies of all sizes, including micro-companies and self-employment, even though 

the nature, extent, and the time lag of such changes might be quite different.  

There is an interdependency at work: Skills and productivity can lead to transformation, but 

transformation can also lead to productivity changes, and different skill needs. The nature of these 

processes is not linear and includes feedback loops. While many changes might be beneficial for the 

company and its workers, others will be not.  

Higher productivity means that the company can now produce the same product or service at a lower 

cost or improve its quality. Such changes will, on average, lead to a higher volume of sales, and are 

likely to improve the profit margin of the product or service. How much sales and profits can be 

boosted depends on the market for the product/service offered, the competition, the extent of 

increased operating costs due to higher labour costs and government regulation (including taxation), 

as well as other factors.  

If the company recognizes that decent salaries and good working conditions are important to attract 

and retain skilled labour, part of the surplus resulting from the productivity increase will be invested in 

these areas. This in turn would improve the image of the company, at least from the perspective of 

future job applicants, and possibly beyond, including trading partners and other stakeholders. 

The position of the company in the value chain can change if the transformation and innovation is 

large enough. Companies might start to produce higher-value-added products or they might decide to 

perform more production steps on-site.  

 

Studies have shown: 

• VSD has a positive effect on employment growth and innovation (CEDEFOP, 2011) 

• Good management practices lead to improved skills utilisation and higher company survival rates 
(McKenzie & Woodruff, 2017; OECD & ILO, 2017)  
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To ensure that productivity/training leads to income, the following opportunity and motivation conditions apply:  

• Employer employ/promote the most suitable candidates (O2 + O6) 

• Former learners are willing (M5)/able to change the job if content can't be applied in current role 
(labour market efficiency) (O7) 

• Loans are available, and macro-economic situation and regulation allows medium- to long-term 
investments (O9) 

 

Furthermore, following direct benefits assumptions need to be fulfilled:  

• Employees and employers recognize wage levels (labour market transparency) (DB5) 

• Company willing and able to adapt work organisation (DB6) 

• Company willing and able to invest into R&D, tech./equipment (DB7) 

• Company recognizes need for better salaries and working conditions to stay competitive (DB8) 

Note: M = Motivation, O = Opportunity, DB = Direct Benefit 

 

4. Pathways to impact  

4.1 Poverty reduction and better work  

That more employment and higher wages lead to poverty reduction, seems at first self-evident. Yet the 

extent of poverty reduction very much depends on who was trained (#reach). If the learners were poor, 

higher wages should lead directly to a reduction in poverty.  

If the learners already had a comparatively high income (e.g. supervisors, management) poverty 

reduction could still be achieved: If the company is doing better through improved management, then 

sales increase and workers might benefit alongside (higher wages, more jobs, better working 

conditions). However, technology upgrades or restructuring of work organization could also reduce the 

number of available jobs (e.g. increased automatization).  

Another topic to consider are substitution effects. The positive effect of training on poverty reduction is 

bound to be much lower, if the recruitment of one trained vulnerable person means another, untrained 

vulnerable person is not hired. Or worse, someone else loses their job or self-employment becomes 

unviable due to too much competition. Substitution effects can happen within a local or national labour 

market, but also between larger regions, through migration, trade and re-location of production sites. 

While some reallocation of work might be unproblematic or even beneficial for vulnerable people, 

substitution effects need to be considered holistically when assessing VSD projects.  

A better working environment for all can be created if companies understand employees as partners 

and have an interest in increasing worker satisfaction in the long term. If this leads to higher 

productivity and more resilient in-company-relations, investing in better working conditions would 

become a rational choice for companies themselves.  

 

Studies have shown: 

• Effects of programs vary across participating learners. In active labour market programs, job seekers 
with below-average labour market opportunities seem to benefit more (Card, Kluve, & Weber, 2015; 
Morlok et al, 2018)  

• While job placement assistance has substantial substitution effects (Crépon et al, 2013), inflow 
through migration has small displacement effects (Favre, Lalive, & Zweimüller, 2013). Labour market 
conditions directly determine the size of the substitution effect.  
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4.2 Empowerment and stronger and more resilient economies 

Learning a new skill set and using it improves the feeling of self-efficacy, which in turn can translate 

into a broader process of self-development and empowerment. The question is once again who is 

trained, and therefore empowered (#reach). The argument is up to a point similar to the one brought 

forward in respect to poverty reduction. There is a direct link when training disadvantaged and 

vulnerable people, and a more indirect pathway when focussing on other better-off groups. Benefits 

are conditional on the possibilities to use the acquired skills (#opportunity). Noteworthy is the 

possibility of spill-over effects: If a vulnerable person goes through a process of self-development, this 

might have a positive effect on the persons she interacts with in her or daily life as well. Beyond 

empowerment, training and (better) employment opportunities might also result in more happiness, 

better health, less crime, better educational attainment of children and so on. These effects are often 

difficult to observe, let alone quantify.   

If the training is demand-oriented, training programmes are likely to reduce skills shortages and 

mismatches in the economy. Given that skills-shortages are a frequent worry for employers, this is an 

important contribution to the labour market and overall economy. The contribution becomes more 

important on the path of development: While for the poorest countries, infrastructure, access to finance 

and corruption trump all other problems, labour market regulations and skills needs are becoming 

increasingly important for employers in middle income countries.  

If the trainings broaden the available skill sets in the economy, the scope for transformation and 

innovation might increase. Governments could strengthen this process by linking industrial policy to 

training policies and improving the business environment more broadly.  

One should not overstate the impact of a single training on empowerment and the economy more 

broadly. Each course only provides a tiny input to the overall system. If courses can affect how labour 

and VSD policies are shaped, or showcase how training providers can work together with employers, 

or how women can work in non-traditional roles etc., courses can have a reach beyond the learners or 

the companies, and contribute to systemic change.  

 

Studies have shown: 

• Effects of training seem to be larger for formal than informal employment which could indicate that 
VSD supports a shift towards more formal jobs (McKenzie, 2017) 

• Social outcomes of training, such as the effect on interpersonal trust and volunteering, does not only 
depend on the initial formal qualification, but is affected by skills and participation in adult learning 
(Vera-Toscano, Rodrigues, & Costa, 2017). 

  

To ensure that more and better work lead to poverty reduction, the following reach condition applies:  

• Learners are vulnerable or there are spill-over effects for vulnerable groups, reducing poverty of 
vulnerable groups (R4) 

 

Furthermore, these welfare assumptions need to be fulfilled: 

• Learners do not displace other vulnerable persons, or net-effect is positive despite potential 
displacements (W1) 

• Transformation of company leads to inclusive growth (W2) 

• Central role of employees to company growth is recognized (W3) 

• Trainings are demand-oriented, leading to a reduction of skills-mismatch (W4) 
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• New training content broadens skills set in economy, leading to increased flexibility, transformation 
and innovation (W5) 

Note: R = Reach, W = Welfare 

 

Concluding remarks 

The generalised ToC can be used as a basis to develop intervention specific ToCs. This will likely 

mean adding, dropping or concretizing some of the elements to account for the specific features of the 

intervention and the context.  

As the description of ToC linkages has shown, there are many assumptions which have to hold true to 

achieve an intended impact. Some of these assumptions are, at least in some circumstances, easily 

fulfilled. Others are much harder to fulfil. Therefore, it is worthwhile to carefully consider which 

assumptions are "at risk", and what should be done about them. 

It is not enough to show that the assumptions could theoretically hold true. The discussion of the 

assumptions needs to be based on context-specific evidence, taking into account experiences from 

earlier interventions in a similar context, as well as (local or regional) datasets, studies and reports. 

Alternatively, evidence can also be provided through a consultation process with local stakeholders. 

 

 

Literature 

Acemoglu, D., & Pischke, J.-S. (1999). Beyond Becker: Training in imperfect labour markets. The 

Economic Journal, 109(453), F112–F142. 

Allen, J. (2001). Educational mismatches versus skill mismatches: Effects on wages, job satisfaction, 

and on-the-job search. Oxford Economic Papers, 53(3), 434–452. 

https://doi.org/10.1093/oep/53.3.434 

ADB (Ed.). (2009). Good practice in technical and vocational education and training. Mandaluyong 

City, Philippines: Asian Development Bank. 

Barrett, A., & O’Connell, P. J. (2001). Does training generally work? The returns to in-company 

training. Industrial and Labor Relations Review, 54(3), 647–662. 

https://doi.org/10.2307/2695995 

Card, D., Kluve, J., & Weber, A. (2015). What works? A meta analysis of recent active labor market 

program evaluations (WP No. 9236). Bonn: IZA. 

CEDEFOP (Ed.). (2010). The skill matching challenge: Analysing skill mismatch and policy 

implications. Luxembourg: Publications Office of the European Union. 



 

13 
 

 

CEDEFOP (2011). The impact of vocational education and training on company performance (WP No. 

19). http://dx.publications.europa.eu/10.2801/37083 

Clement, U. (2014). Improving the image of technical and vocational education and training. Bonn; 

Eschborn: GIZ. 

Crépon, B., Duflo, E., Gurgand, M., Rathelot, R., & Zamora, P. (2013). Do labor market policies have 

displacement effects? Evidence from a clustered randomized experiment. The Quarterly 

Journal of Economics, 128(2), 531–580. https://doi.org/10.1093/qje/qjt001 

De Grip, A., & Sauermann, J. (2012). The effects of training on own and co‐worker productivity: 

Evidence from a field experiment. The Economic Journal, 122(560), 376–399. 

https://doi.org/10.1111/j.1468-0297.2012.02500.x 

Dearden, L., Reed, H., & Van Reenen, J. (2006). The impact of training on productivity and wages: 

Evidence from British panel data. Oxford Bulletin of Economics and Statistics, 68(4), 397–421. 

https://doi.org/10.1111/j.1468-0084.2006.00170.x 

European Commission (2013). Work-based learning in Europe. Practices and policy pointers. 

Brussels: EC. 

Favre, S., Lalive, R., & Zweimüller, J. (2013). Verdrängungseffekte des Freizügigkeitsabkommens 

Schweiz-EU auf dem Schweizer Arbeitsmarkt. Lausanne: Universität Lausanne. 

Groot, W. (1999). Productivity effects of enterprise-related training. Applied Economics Letters, 6(6), 

369–371. https://doi.org/10.1080/135048599353104 

Khandker, S. R. (1998). Micro-credit programme evaluation: A critical review. IDS Bulletin, 29(4), 11–

20. https://doi.org/10.1111/j.1759-5436.1998.mp29004002.x 

Konings, J., & Vanormelingen, S. (2015). The impact of training on productivity and wages: Firm-level 

evidence. Review of Economics and Statistics, 97(2), 485–497. 

https://doi.org/10.1162/REST_a_00460 

Maurer, M., Arnold, R., Gonon, P., Michaelowa, K., & Wieckenberg, U. (2011). Evaluation of SDC’s 

vocational skills development activities. Bern: SDC. 

Mayne, J. (2018). The COM-B Theory of Change Model (WP Version 4). 



 

14 
 

 

McKenzie, D. (2017). How effective are active labor market policies in developing countries? A critical 

review of recent evidence. The World Bank Research Observer, 32(2), 127–154. 

https://doi.org/10.1093/wbro/lkx001 

McKenzie, D., & Woodruff, C. (2017). Business practices in small firms in developing countries. 

Management Science, 63(9), 2967–2981. https://doi.org/10.1287/mnsc.2016.2492 

Michie, S., van Stralen, M. M., & West, R. (2011). The behaviour change wheel: A new method for 

characterising and designing behaviour change interventions. Implementation Science, 6(1), 

42. https://doi.org/10.1186/1748-5908-6-42 

Morlok, M., Liechti, D., Moser, N., & Suri, M. (2018). Die Wirkung von arbeitsmarktlichen 

Massnahmen. Eine Analyse bisheriger Evaluationen (WP No. 54). Bern: SECO. 

OECD. (2018). The role of technical and vocational education and training (TVET) in fostering 

inclusive growth at the local level in Southeast Asia (OECD Local Economic and Employment 

Development (LEED) Working Papers No. 2018/01). https://doi.org/10.1787/5afe6416-en 

OECD, & ILO. (2017). Better use of skills in the workplace: Why it matters for productivity and local 

jobs. https://doi.org/10.1787/9789264281394-en 

SDC. (2019a). Impact areas of vocational skills development (VSD): A project typology tool (WP 4th 

revision). Berne: SDC. 

SDC. (2019b). Understanding and analysing vocational education and training systems –An 

introduction (WP revision 25.04.2019). Berne: SDC. 

Stajkovic, A. D., & Luthans, F. (1998). Self-efficacy and work-related performance: A meta-analysis. 

Psychological Bulletin, 124(2), 240–261. https://doi.org/10.1037/0033-2909.124.2.240 

Stockmann, R., & Silvestrini, S. (2011). Synthese und Meta-Evaluierung Berufliche Bildung. Bonn: 

Deutsche Gesellschaft für Internationale Zusammenarbeit (GIZ) GmbH. 

Tripney, J. S., & Hombrados, J. G. (2013). Technical and vocational education and training (TVET) for 

young people in low- and middle-income countries: A systematic review and meta-analysis. 

Empirical Research in Vocational Education and Training, 5(1), 3. 

https://doi.org/10.1186/1877-6345-5-3 

UNESCO-UNEVOC (Ed.) (2013). Revisiting global trends in TVET: Reflections on theory and practice. 

Bonn: UNESCO. 



 

15 
 

 

Vera-Toscano, E., Rodrigues, M., & Costa, P. (2017). Beyond educational attainment: The importance 

of skills and lifelong learning for social outcomes. European Journal of Education, 52(2), 217–

231. https://doi.org/10.1111/ejed.12211 

Vieira, J. A. C. (2005). Skill mismatches and job satisfaction. Economics Letters, 89(1), 39–47. 

https://doi.org/10.1016/j.econlet.2005.05.009 

World Bank. (2010). Stepping up skills for more jobs and higher productivity (WP). Washington, D.C: 

World Bank. 

Zwick, T. (2006). The impact of training intensity on establishment productivity. Industrial Relations, 

45(1), 26–46. https://doi.org/10.1111/j.1468-232X.2006.00412.x 

 

** 

Date: 20 December 2019 

Authors: Michael Morlok, Hannes Teutoburg-Weiss, John Mayne, Markus Maurer 

 

 


