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THE COURSE LEARNING OUTCOMES 
Comprehensive Questions 

Your Task: Answer all the following question completely. 
Fundamentals Questions 

1. Define leadership and distinguish key differences between leadership and 

management in terms of vision, execution, innovation, and organizational 

order. 

2. Demonstrate the five primary sources/bases of power (Legitimate, Reward, 

Coercive, Expert, Referent) and explain how each operates within an 

organizational setting. 

3. What distinguishes ethics, morals, and values in the context of leadership, and 

why are ethical considerations crucial for effective leading? 

4. Explain the key components of the OCEAN (Five-Factor) personality model 

and describe how specific traits influence leadership behavior. 

5. Explain the core concept of Maslow’s Hierarchy of Needs and discuss how 

leaders can leverage this framework to enhance employee engagement. 

6. What is the fundamental difference between group dynamics and high-

performing team dynamics, particularly regarding shared goals and 

accountability? 

7. Explain the A-O-R (Action-Observation-Reflection) model and discuss how 

double-loop learning improves a leader's decision-making process. 

8. Identify three core causes of job dissatisfaction and describe their potential 

impact on employee turnover and performance. 

Comprehensive Questions 

9. Analyze the relationship between leadership strategy, employee job 

satisfaction, and overall work performance. Compare Herzberg’s Two-Factor 

Theory and McClelland’s Theory of Needs as tools for motivating sales and 

marketing teams facing severe competitive pressure. 

10. Define strategic leadership and evaluate four major derailment factors that can 

cause high-potential managers to fail. How can organizational development 

programs detect and prevent these issues proactively? 

11. Examine the concept of managerial incompetence. Identify three primary 

causes of managerial failure, and explain how competency models and 360-

degree feedback can address these vulnerabilities. 
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12. Contrast transactional and transformational leadership styles. How do 

transformational leaders inspire cultural change, align follower values, and 

navigate organizational transition during times of uncertainty? 

13. Discuss the Situational Leadership framework and Path-Goal Theory. How 

must a leader adapt their style (e.g., telling, selling, participating, delegating) 

based on follower readiness and task complexity? 

14. Explain how leaders can establish and sustain a strong, positive organizational 

culture. What specific techniques and behavioral modeling strategies foster 

trust, high satisfaction, and long-term performance? 

15. Analyze the role of Emotional Intelligence (EI) in conflict management and 

team effectiveness. How do self-awareness, empathy, and relationship 

management contribute to resolving intrapersonal and interpersonal team 

conflicts? 

 

Analytical and Case Study Analyses 

Analytical Exercises 

Exercise 1: Power and Influence Dynamics Analysis 

• Evaluate a situation where a manager relies exclusively on legitimate and 

coercive power to enforce compliance during an organizational restructuring. 

• Analyze how shifting toward expert and referent power, combined with 

rational persuasion, would alter employee commitment and performance. 

• Assess the potential psychological risks (such as resistance or alienated 

follower behavior) of over-relying on pressure tactics. 

Exercise 2: Leadership Derailment and Attribution Errors 

• Examine a scenario where a newly promoted executive's unit experiences a 

rapid drop in performance and a rise in dysfunctional turnover. 

• Differentiate between the impact of fundamental attribution error and self-

serving bias on the leader's self-assessment versus the team's perception. 

• Formulate an analytical framework using the GAPS analysis model to 

diagnose the leader's development needs and reverse derailment. 
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Practical Exercises 

Exercise 1: Five-Step Problem-Solving & Decision Diagramming 

• Apply a structured five-step problem-solving framework to address a sharp 

decline in team productivity and rising conflict during a product launch. 

• Design a integrated diagnostic diagram combining a root-cause analysis tool 

(e.g., Fishbone Diagram) with a decision-making tool (e.g., Decision Matrix). 

• Outline a step-by-step implementation plan for the selected solution, 

including performance metrics and feedback channels. 

Exercise 2: Team Coaching and Delegation Plan 

• Construct a delegation plan for a senior leader needing to offload complex 

project tasks while building capability in direct reports. 

• Develop a structured coaching script using constructive feedback principles 

to address performance gaps without lowering morale. 

• Map the team's current development stage using a team leadership framework 

(e.g., the Rocket Model) and specify actionable steps to increase cohesion. 

Case-Study Based Questions 

Case Study 1: Leadership Styles and Organizational Execution 

A technology firm is experiencing major internal friction following a shift in 

executive leadership. Executive A utilizes an autocratic, high-tempo style focused 

strictly on speed and direct oversight. Executive B advocates an interactive, 

democratic approach prioritizing shared decision-making, empowerment, and 

employee satisfaction. 

• Analyze the key advantages and drawbacks of Executive A's autocratic style 

versus Executive B's democratic style in high-stakes environments. 

• How do these contrasting styles influence employee job satisfaction, task 

autonomy, and organizational culture? 

• Recommend a contingency-based leadership strategy that synthesizes 

elements of both styles to optimize execution without causing burnout. 
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Case Study 2: Crisis Leadership, Ethics, and Strategic Vision 

During a severe market disruption, a multinational organization faces declining 

revenue, ethical dilemmas around downsizing, and low workforce morale. The 

executive team must decide whether to implement aggressive short-term cost-

cutting measures or pivot toward a long-term strategic vision centered on servant 

leadership, total defense of human capital, and transparent communication. 

• Evaluate how applying servant leadership and strong ethical principles during 

a crisis affects employee trust and long-term credibility. 

• Contrast the short-term performance outcomes of transactional cost-cutting 

with transformational vision-driven leadership. 

• Propose an actionable change management strategy (utilizing the change 

framework (C = D*M*P > R) to overcome internal resistance and align the 

workforce with the strategic vision. 

End of Paper 
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THE COURSE LEARNING OUTCOMES 
Comprehensive Questions 

Your Task: Answer all the following question completely. 

1. What is Human Resource Management (HRM), and why must it evolve from 

an administrative role to a strategic partner? 

2. Identify five primary functions of HRM and give a brief example of each. 

3. What is the difference between a task-based job analysis and a competency-

based job analysis? 

4. What are the four types of employee turnover, and what formula defines 

individual performance? 

5. Compare Fixed Duration Contracts (FDC) and Undetermined Duration 

Contracts (UDC) under Cambodian Labor Law. 

6. What is the difference between on-the-job training (OJT) and off-the-job 

training? 

7. How do Job Characteristics and Employee/People Characteristics differ? 

8. Illustrate and explain the systematic HRM process from workforce planning to 

compensation. 

9. Describe the key stages of the Job Analysis process and the common methods 

used to gather job data. 

10. Explain the step-by-step training process and Kirkpatrick’s 4 levels of training 

evaluation. 

11. Explain the key drivers of employee retention and how HR can gather feedback 

to refine retention strategies. 

12. Identify three common selection tests, and explain the objectives of background 

checks, medical exams, and reference checks. 

13. What are five common performance evaluation criteria, and what sources can 

HR use to gather appraisal data? 

14. How does Strategic HRM contribute to productivity, customer service quality, 

and financial performance? 

15. What are the primary objectives of performance appraisals, and how can 

organizations minimize appraisal bias? 
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Analytical and Case Study Analyses 

Analytical Exercises 

Exercise 1: Performance-Training Misalignment Analysis 

• Scenario: A logistics company introduced an expensive digital tracking 

software, but operational errors increased by 20% post-training. 

• Questions: 

1. What analytical steps should HR take to determine if the issue stems from 

training design, motivation, or job environment? 

2. How can HR evaluate individual employee capacity versus job 

complexity? 

3. What root-cause framework should be applied to prevent future training 

failures? 

Exercise 2: Strategic Workforce & Compensation Restructuring 

• Scenario: A growing firm faces high voluntary turnover in key technical 

roles due to below-market compensation and lack of clear progression. 

• Questions: 

1. How should HR utilize external market pay surveys and internal equity 

analysis to restructure salary ranges? 

2. Analyze the strategic risks of switching from a seniority-based pay model 

to a competency-based pay model. 

3. How should HR evaluate the trade-offs between Fixed Duration Contracts 

(FDC) and Undetermined Duration Contracts (UDC) for senior personnel? 

Practical Exercises 

Exercise 1: Job Description & Specification Design 

• Scenario: Create a complete job outline for an HR Manager. 

• Questions: 

1. Draft a Job Description containing 5–7 core duties and responsibilities. 

2. Draft a Job Specification outlining required educational background, years 

of experience, technical skills, and core competencies. 

3. Define 3 Key Performance Indicators (KPIs) to measure the success of this 

role. 

Exercise 2: End-to-End Recruitment & Selection System Design 

• Scenario: A telecommunications company needs to hire 50 customer service 

reps and 5 senior network engineers within 60 days. 
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• Questions: 

1. Draw a complete hiring process flowchart from workforce planning to 

onboarding. 

2. Recommend 3 recruitment methods tailored for head-hunting top 

executive talent in Cambodia. 

3. Select 3 specific selection tests for screening candidates and justify 

your selection. 

Case-Study Exercises 

Case Study 1: Training & Performance Link 

• Scenario: A mid-sized manufacturing company invested heavily in technical 

training for production staff over the past two years. Productivity levels have 

not improved, and turnover remains high. Exit interviews show employees 

feel training is "irrelevant" to daily challenges. 

• Questions: 

1. What possible gaps exist between the training content and actual job 

requirements? 

2. How should HR revise the training needs assessment (TNA) process? 

3. What performance management adjustments could reinforce the 

application of training on the job? 

Case Study 2: Managing Performance & Cultural Sensitivity (KhmerTech) 

• Scenario: Sophea, a Senior Software Developer at KhmerTech in Phnom 

Penh, is the CEO's niece. She has high potential but misses deadlines, 

produces code needing rework, and disengages in meetings. Her manager, 

Dara, is hesitant to address this directly due to family connections and the 

cultural importance of "saving face." 

• Questions: 

1. What cultural factors make it difficult for Dara to manage Sophea's 

performance? 

2. How can Dara approach a performance conversation with Sophea in a way 

that is both direct and culturally sensitive? 

3. What specific developmental actions and performance management steps 

should Khmer Tech implement to protect its merit-based culture? 

End of Paper 

Issued by: FoMT 
Updated on: September 20, 2026 
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THE COURSE LEARNING OUTCOMES 
Comprehensive Questions 

Your Task: Answer all the following questions completely. 

1. Strategic HR Alignment & Competitive Advantage 

Identify the core components of a Strategic HR strategy and discuss the primary 

implementation barriers organizations encounter. Explain how HR strategies 

can be vertically aligned with three specific competitive choices: innovation, 

quality, and cost leadership. 

2. The HR Strategy Formulation Process 

Outline and explain the step-by-step process of formulating and developing a 

comprehensive HR strategy, from initial organizational analysis through to 

implementation planning, metrics setting, and continuous evaluation. 

3. Managing Organizational Change 

Explain Kurt Lewin’s Three-Step Change Model (Unfreeze $\rightarrow$ 

Change $\rightarrow$ Refreeze) and provide a concrete workplace example. 

Describe how an HR leader utilizes Force Field Analysis to balance driving and 

restraining forces when introducing strategic HR initiatives. 

4. Workforce Supply and Demand Forecasting 

Identify three internal and three external environmental factors influencing HR 

supply and demand forecasting. Explain two quantitative or qualitative methods 

used to forecast workforce demand and two methods used to assess 

internal/external workforce supply. 

5. HR Roles and Organizational Value Creation 

Analyze the shift in human resources from an administrative function to a 

strategic partner role. Compare the operational/administrative focus with the 

strategic architect role, drawing on David Ulrich’s HR role framework. 

6. Strategic Talent Acquisition and Employer Branding 

Differentiate reactive recruitment from strategic talent acquisition. Detail how 

building a compelling Employer Value Proposition (EVP) and establishing 

structured talent pipelines contribute to long-term talent retention. 

7. Evaluating Performance Management Evolution 

Critically evaluate traditional annual performance reviews against continuous 

feedback models. Detail how continuous performance management impacts 

employee engagement, productivity, and organizational agility. 
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8. HR Metrics, Dashboards, and Decision-Making 

Explain the role of workforce analytics and HR Key Performance Indicators 

(KPIs) in evidence-based decision-making. Illustrate how specific HR metrics 

(e.g., turnover rate, time-to-fill, training ROI) connect directly to business 

performance outcomes. 

9. Total Rewards Design and Motivation Theory 

Analyze how a Total Rewards framework (combining financial, non-financial, 

and developmental rewards) can be structured using Herzberg's Two-Factor 

Theory and Vroom's Expectancy Theory to maximize employee motivation. 

10. Learning, Development, and Succession Planning 

Compare traditional training interventions with continuous learning culture 

frameworks (e.g., the 70:20:10 model). Explain how an organization integrates 

competency modeling with succession planning to protect critical strategic 

positions. 

11. Organizational Culture, Diversity, and Inclusion (DEI) 

Examine the impact of organizational culture on employee engagement and firm 

performance. How can HR leverage DEI initiatives to drive innovation and 

adapt culture during rapid organizational scaling? 

12. The Psychological Contract and Employee Engagement 

Define the psychological contract and explain how unwritten expectations 

influence retention. Discuss strategic interventions HR can deploy to repair the 

psychological contract following corporate restructuring or downsizing. 

13. HR Governance, Ethics, and Risk Management 

Identify the primary ethical risks in contemporary HR management (e.g., 

algorithmic bias in hiring, employee monitoring, wage disparity). Outline an HR 

risk management framework to ensure compliance and ethical governance. 

14. Cross-Border HRM and Global Talent Management 

Evaluate the strategic trade-offs between Ethnocentric, Polycentric, and 

Geocentric approaches to global staffing. How must HR adapt performance 

management and compensation models for international assignments? 

15. Future of Work and Technological Transformation 

Assess the impact of artificial intelligence, automation, and hybrid work models 

on job design and HR delivery. Detail how HR can proactively manage digital 

upskilling and job redesign to build a resilient workforce. 
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Analytical and Case Study Analyses 

Section A: Analytical Exercises 

1. Strategic Fit Analysis: An expanding financial institution aims to transition from 

a low-cost service model to a high-quality, customer-centric model. Analyze the 

necessary strategic realignments required across the bank's recruitment, learning 

and development, and reward systems to achieve vertical fit with this new 

corporate strategy. 

2. Resistance to Change Diagnostic: A regional enterprise is introducing an 

automated Human Resource Information System (HRIS) to replace manual 

scheduling and performance tracking. Identify the cognitive, emotional, and 

behavioral sources of employee resistance likely to emerge, and design an HR 

intervention plan to mitigate this friction. 

Section B: Practical Exercises 

Exercise: HR Policy Design Framework  

• Develop a comprehensive framework for an organizational HR policy 

covering: 

o Part A: Employee Performance Management and Total Rewards 

System. 

o Part B: Occupational Safety and Health (OSH) compliance and 

workplace risk mitigation. 

• Exercise 2: Formulating an HR Strategic Plan Design an 8-step action 

plan to formulate an HR strategy for a rapidly expanding organization 

experiencing high turnover. Include specific HR Key Performance Indicators 

(KPIs), quantitative targets, and supporting initiatives for each stage of 

implementation. 

Section C: Case-Study Based Questions 

Case Scenario 1: AngkorTech – Scaling a Regional Tech Startup  

AngkorTech launched as a software-as-a-service platform addressing logistics for 

regional SMEs. After rapid growth—from 15 to 120 employees in two years—its 

founders realized their informal HR practices could not sustain expansion into 

cross-border e-commerce logistics and last-mile delivery. Key workforce challenges 



FoMT – Management 
Advanced Human Resource Management 

EXIT EXAM @ OCTOBER 24-25, 2026 5 

 

include high attrition rates approaching 30% annually, role ambiguity, language 

barriers between local staff and expatriate managers, and remote-work 

communication silos. 

• Question 1: Case Issue Identification & Stakeholder Analysis Identify and 

describe the main strategic HR issues facing AngkorTech based on the case 

background. List all key internal and external stakeholders involved in or 

affected by these organizational challenges. 

• Question 2: Application of Resource-Based View & Strategic Fit 

Demonstrate how AngkorTech can apply the Resource-Based View (RBV) 

and Strategic Fit frameworks to build a sustainable competitive advantage in 

logistics software through its human capital. 

• Question 3: Actionable Retention and Engagement Strategies Propose 

three strategic HRM initiatives—excluding direct monetary compensation 

adjustments—to enhance developer engagement, improve organizational 

culture, and reduce voluntary turnover among engineering staff. 

Case Scenario 2: Sovereign Logistics – Strategic HR Transformation in 

Cambodia’s E-Commerce Expansion 

Sovereign Logistics is a Phnom Penh-based third-party logistics (3PL) small and 

medium enterprise (SME) employing 120 staff. Historically focused on traditional 

warehousing and freight handling, the company is pivoting toward tech-enabled 

last-mile delivery and cross-border e-commerce fulfillment across Phnom Penh, 

Siem Reap, and Sihanoukville. The transition requires a rapid shift in workforce 

capabilities over the next 18 months. However, the business faces acute structural 

constraints typical of the Cambodian SME landscape: high market competition for 

specialized tech talent, severe skills gaps in digital operations, informal legacy 

management practices, and voluntary turnover reaching 35% among field and 

delivery personnel. 

The leadership team faces critical operational friction. Legacy warehousing staff 

resist adoption of new automated inventory software, fearing job displacement. At 

the same time, newly recruited software developers and digital operations 

specialists leave within six months, citing rigid top-down management, a lack of 

clear career progression, and uncompetitive compensation relative to international 

tech firms operating in Phnom Penh. Additionally, middle managers rely heavily on 

informal, tenure-based decision-making rather than structured performance metrics. 
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• Question 1: Workforce Reskilling and Capability Building in a Tight 

Labor Market Given the local talent shortages in specialized tech and digital 

operations in Cambodia, propose a strategic workforce planning and 

reskilling framework. Detail how Sovereign Logistics can balance internal 

capacity building with strategic talent acquisition while mitigating voluntary 

turnover among operational personnel. 

• Question 2: Leadership Modernization and Cultural Change 

Management Using a structured change management model, outline an HR 

strategy to transition middle managers from traditional, informal management 

styles to modern performance-driven leadership. Explain how this strategy 

can resolve the cultural rift between legacy operational staff and newly hired 

digital talent. 

• Question 3: Total Rewards and Compensation Adaptation for 

Cambodian SMEs Design a localized Total Rewards strategy tailored for a 

Cambodian SME budget. Explain how Sovereign Logistics can combine base 

pay adjustments, performance-based incentives, and non-monetary rewards 

(e.g., skill development, work flexibility, family health benefits) to attract 

digital talent while ensuring internal equity and retention across legacy 

operational roles. 

End of Paper 

 
Issued by: FoMT 

Updated on: September 20, 2026 
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Labor Law and Employee Relations 
 

SECTION 1: THE BASIC UNDERSTANDING 
Terminology 

Your Task: Please explain the following terms or phrases.   

យុទ្ធសាស្ត្រ HRM និងទំ្នាក់ទំ្នងការងារ  ការងារ្មរមយ 
ក្កបខ័ណ្ឌ បទ្បបញ្ញត្រិ និងអនុលោមភាព   ទំ្នាក់ទំ្នងនិលោជិត្ និងកិច្ចការពារ្ងគម 
ច្ាប់្រីពីការងារ ឆ្ន ១ំ៩៩៧    ក្ក្ួងការងារ និងបណ្រុ ុះបណ្តរ លវជិ្ជា ជីវៈ 
អធិការការងារ      ក្បកា្ កិច្ច្នាការងារមានលេរលវោកំណ្ត់្ 
្ហក្ា្ / ក្ រ្ុះសាា ន     បទ្បញ្ជា ផ្ទៃកនុង 
កិច្ច្នាការងារមានលេរលវោមិនកំណ្ត់្  ល្ៀវលៅការងារ / កាត្ការងារ  
ល្ៀវលៅលបីកក្ាក់/បញ្ា ីក្ាក់ឈ្នួលក្បចកំ្ រ្ុះសាា ន ក្បតិ្ភូបុ គ្លិក 
កមមករនិលោជិត្     ្ហជីព 
ក្ាក់ឈ្នួលបន្នាមលមា៉ោ ង     វធិានការខាងវន័ិយ  
អនុ្ញ្ជញ រមួ      ក្ាក់ឈ្នួលអបបបរមា  
កំហុ្ធងន់      លបឡាជ្ជតិ្្នរិ្ុខ្ងគម (ប.្.្) 
ក្ាក់បំណ្តច់្អតី្ត្ភាព     ការពយួរកិច្ច្នាការងារ  
្ុវត្ាិភាព និង្ុខភាពការងារ    យនរការ្ុះជ្ជ និងអាជ្ជា កណ្តរ ល 
ការឈ្ប់្ក្មាកក្បចឆំ្ន លំោយមានក្ាក់ឈ្នួល  របបហានិភ័យការងារ 
ការឈ្ប់្ក្មាកមាតុ្ភាព និងបិតុ្ភាព   ការឈ្ប់្ក្មាកពិល្្  
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THE COURSE LEARNING OUTCOMES 
ន្ទនកទី្១៖ ្ណួំ្រ 
ចូ្រអាន និងល ល្ីយ្ំណួ្រខាងលក្កាមឱ្យានលកាុះកាយ។  

១. ចូ្រលលីកល ងីអំពីវសិាលភាព និងន្ែនអនុវត្រទលូវច្ាប់ផ្នច្ាប់្រីពីការងារផ្នក្ពុះរាជ្ជណ្តច្ក្កកមពុជ្ជ 
ឆ្ន ១ំ៩៩៧ លោយពនយល់ថា លតី្ក្កុមកមមករនិលោជិត្ណ្តខលុះន្ែល្ាិត្លៅលក្កាមបទ្បបញ្ញត្រិផ្នច្ាប់លនុះ 
លហយីក្កុមបុ គ្លិកសាធារណ្ៈ ឬបុ គ្លិកន្ែលមានលកខនរិកៈពិល្្ណ្តខលុះន្ែលក្តូ្វានលលីកន្លង 
មិនឱ្យអនុវត្រច្ាប់លនុះ? 

២. ចូ្រលក្បៀបលធៀបកិច្ច្នាការងារមានលេរលវោកំណ្ត់្ (FDC) និងកិច្ច្នាការងារមានលេរលវោ 
មិនកំណ្ត់្ (UDC) ន្ទែកលលីបទ្បបញ្ញត្រិផ្នច្ាប់ការងារកមពុជ្ជ លោយលរៀបរាប់លមែិត្អំពីកាលបរលិច្េទ្ 
កំណ្ត់្អតិ្បរមា លកខខណ្ឌ ផ្នការបនរកិច្ច្នា និងលកខខណ្ឌ ច្ាប់ន្ែលផ្លល ្់បរូរកិច្ច្នា FDC លៅជ្ជ 
UDC លោយ្វ័យក្បវត្រិ។ 

៣. ចូ្រពនយល់អំពីត្នួាទី្ ្ិទ្ធិអំណ្តច្តាមទលូវច្ាប់ និងកាត្ពវកិច្ចក្បតិ្បត្រិរប្់ក្ក្ួងការងារ 
និងបណ្រុ ុះបណ្តរ លវជិ្ជា ជីវៈ (MoLVT) ក្ពមទងំក្កុមអធិការការងារ កនុងការតាមោនអនុលោមភាព 
ការពក្ងរង្រង់ោរការងារ និងការចុ្ុះលធវីអធិការកិច្ចលៅតាម្ហក្ា្ និងក្ រ្ុះសាា ននានាកនុង 
ក្បលទ្្កមពុជ្ជ។ 

៤. ចូ្រលរៀបរាប់លមែិត្អំពីកាត្ពវកិច្ចអនុលោមភាពន្ទនករែឋាលន្ែលនិលោជកក្តូ្វបំលពញតាមច្ាប់ការងារ 
កមពុជ្ជ លោយលផ្លោ ត្លលីការន្េរកាល្ៀវលៅបញ្ា ីក្បចកំ្ រ្ុះសាា ន ល្ៀវលៅលបីកក្ាក់ 
(រាយការណ៍្ក្ាក់ឈ្នួល) ការក្បកា្ជូនែំណ្រ ងអំពីច្លនាបុ គ្លិក និងល្ៀវលៅការងារ 
ឬកាត្ការងាររប្់កមមករនិលោជិត្។ 

៥. ចូ្រកំណ្ត់្និយមន័យផ្ន "ការងារ្មរមយ" (Decent Work) ន្ែលបលងកីត្ល ងីលោយអងគការពលកមម 
អនររជ្ជតិ្ (ILO) និងានបញ្ចូ លមកកនុងលាលនលោាយជ្ជតិ្កមពុជ្ជ លោយពនយល់អំពី្រ្រ្រមភទងំ ៤ 
រប្់ការងារ្មរមយ និងសារៈ្ំខាន់រប្់វាលៅកនុង្រង់ោរការងារជ្ជតិ្។ 

៦. ចូ្រវភិា្អំពីលាលបំណ្ងក្បតិ្បត្រិការ ខលរមសារបពវជិត្ និងនីតិ្វធីិផ្នការ្ុំទិ្ោឋ ការយល់ក្ពម 
ការបិទ្ទាយជ្ជសាធារណ្ៈផ្ន "បទ្បញ្ជា ផ្ទៃកនុង" ្ក្មាប់្ហក្ា្ និងក្ រ្ុះសាា នន្ែលមានកមមករ 
និលោជិត្ចប់ពី ៨នាក់ល ងីលៅ។ 
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៧. ចូ្រលរៀបរាប់លមែិត្អំពីបទ្បបញ្ញត្រិច្ាប់ន្ែលក្្ប់ក្្ងលេរលវោលធវីការធមមតា 
ការឈ្ប់្ក្មាកក្បចំ្ ារ ហ៍ ការ្ណ្នាក្ាក់ឈ្នួលបន្នាមលមា៉ោ ង្ក្មាប់ការងារផ្េងធមមតា លវនយប់ 
និងផ្េងឈ្ប់្ក្មាក ក្ពមទងំលកខខណ្ឌ ទលូវច្ាប់ជំុវញិការលធវីការបន្នាមលមា៉ោ ងលោយ្ម័ក្្ចិ្ត្រ។ 

៨. ចូ្រវាយត្ផ្មលអំពីលកខខណ្ឌ ត្ក្មូវតាមច្ាប់្ក្មាប់ការឈ្ប់្ក្មាករប្់កមមករនិលោជិត្លៅកមពុជ្ជ 
រមួមាន៖ ការ្នសផំ្េងឈ្ប់្ក្មាកក្បចឆំ្ន  ំលកខខណ្ឌ ផ្នការឈ្ប់្ក្មាកមាតុ្ភាព និងបិតុ្ភាព 
ផ្េងឈ្ប់្ក្មាកបុណ្យន្ែលមានក្ាក់ឈ្នួល និងលកខខណ្ឌ ពិល្្ផ្នការឈ្ប់្ក្មាកពិល្្។ 

៩. ចូ្រវភិា្អំពីលកខខណ្ឌ វនិិច្េ័យទលូវច្ាប់ន្ែលកំណ្ត់្ពី "កំហុ្ធងន់" រប្់កមមករនិលោជិត្ 
លោយលរៀបរាប់លមែិត្អំពីអាជ្ជា យុកាល ៧ ផ្េងន្ែលនិលោជកក្តូ្វចត់្វធិានការខាងវន័ិយ 
ឬបញ្ឈប់ពីការងារលោយមិនាច់្ជូនែំណ្រ ងមុន និងមិនាច់្បង់ក្ាក់្ំណ្ង។ 

១០. ចូ្រ្ូ្បញ្ជា ក់អំពីមូលលហតុ្ច្មបងៗតាមច្ាប់ន្ែលនាឱំ្យមាន "ការពយួរកិច្ច្នាការងារ" 
លោយពនយល់អំពី្ិទ្ធិ កាត្ពវកិច្ច និងកិច្ចការពារតាមទលូវច្ាប់ន្ែលភា្ីនិលោជក 
និងកមមករនិលោជិត្លៅន្ត្ទ្ទ្លួានលៅកនុងអំ ុងលពលផ្នការពយួរកិច្ច្នាលនាុះ។ 

១១. ចូ្រពនយល់ពីនីតិ្វធីិផ្នការលាុះលឆ្ន ត្តាមអាណ្ត្រិ និងត្នួាទី្តំ្ណ្តងឱ្យកមមករនិលោជិត្រប្់ 
"ក្បតិ្ភូបុ គ្លិក" លៅកនុង្ហក្ា្ ឬក្ រ្ុះសាា ន។ 

១២. ចូ្រលរៀបរាប់លមែិត្អំពីក្កបខ័ណ្ឌ ច្ាប់ន្ែលក្្ប់ក្្ង "្ហជីព" និង "អនុ្ញ្ជញ រមួ" លៅកមពុជ្ជ 
លោយលផ្លរ ត្លលីល្រភីាពផ្នការបលងកីត្្ហជីព ្ិទ្ធិចុ្ុះបញ្ា ី និង្ុពលភាពទលូវច្ាប់ផ្នការអនុវត្រកិច្ច 
ក្ពមលក្ពៀងរមួលៅកន្នលងលធវីការ។ 

១២. ចូ្រពនយុល់លោយ្លងខបពីទ្ក្មង់រែឋាល និងអត្ាក្បលោជន៍ន្ែលទរល់លោយ 
"លបឡាជ្ជតិ្្នរិ្ុខ្ងគម" (ប.្.្) លៅកមពុជ្ជ លោយលផ្លរ ត្លលីរបបហានិភ័យការងារ 
របបន្េទំ្ ុខភាព និងរបបក្ាក់លសាធន រមួទងំកិច្ចការពារលលីលក្ាុះថាន ក់លធវីែំលណី្រ (Commuting 
Accidents)។ 

១៣. ចូ្រលក្បៀបលធៀបរវាង "វវិាទ្ការងារបុ គ្ល" និង "វវិាទ្ការងាររមួ" ន្ទែកលលីច្ាប់្រីពីការងារលៅកមពុជ្ជ  

១៤. ចូ្រលរៀបរាប់លមែិត្អំពីែំណ្តក់កាល និងយនរការលោុះក្សាយវវិាទ្ចប់ពីការ្ក្មុុះ្ក្មួលលោយ 
អធិការការងារ រហូត្ែល់នីតិ្វធីិក្កុមក្បរកាអាជ្ជា កណ្តរ ល។ 
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១៥. ចូ្រពនយល់អំពីកាត្ពវកិច្ចទលូវច្ាប់្រីពី "្ុវត្ាិភាព និង្ុខភាពការងារ" (OSH) 
ន្ែលច្ាប់ត្ក្មូវឱ្យនិលោជកអនុវត្រ រមួមាន៖ ការលរៀបចំ្បនៃប់អនាម័យ បរកិាខ រ្លស្តងាគ ុះបឋម 
ការក្្ប់ក្្ងបរសិាា នកន្នលងលធវីការ (ពនលឺ ្ំល ង ខយល់លច្ញចូ្ល) និងវធិានការបងាក រលក្ាុះថាន ក់លទសងៗ។ 

ន្ទនកទី្២៖ លហំាត្អ់នុវត្រ 
លហំាត់្ទី្ ១៖ ការលរៀបចំ្ក្កបខ័ណ្ឌ បទ្បញ្ជា ផ្ទៃកនុង និងលាលនលោាយវន័ិយ 

ចូ្រលរៀបចំ្ និង្រល្រល្ច្ករីក្ពាងខលរមសារផ្ន "បទ្បញ្ជា ផ្ទៃកនុង" ្ក្មាប់្ហក្ា្ធុនតូ្ច្ និងមធយម 
(SME) មយួន្ែលមានបុ គ្លិក ២៥ នាក់ លៅលខត្រាត់្ែំបង។ ក្កបខ័ណ្ឌ លនុះក្តូ្វរមួបញ្ចូ ល៖ 

o ន្ទនកទី្ ១៖ បទ្បបញ្ញត្រិ្រីពីលមា៉ោ ងលធវីការធមមតា ការលធវីការបន្នាមលមា៉ោ ង ការឈ្ប់្ក្មាកក្បចំ្ ារ ហ៍ 
និងនីតិ្វធីិផ្នការ្ុំឈ្ប់្ក្មាក (ក្បចឆំ្ន  ំជំងឺ និងឈ្ប់្ក្មាកពិល្្)។ 

o ន្ទនកទី្ ២៖ កក្មិត្ផ្នទ្ណ្ឌ កមមខាងវន័ិយ (ការក្ពមានផ្លៃ ល់មាត់្ ការក្ពមានជ្ជោយលកខណ៍្អកសរ 
ការពយួរការងារបលណ្តរ ុះអា្នន និងការបញ្ឈប់ពីការងារ) លោយធានាអនុលោមតាមនីតិ្វធីិ 
ផ្នការោក់ជូនក្ក្ួងការងារ និងការបិទ្ទាយលៅកន្នលងលធវីការ។ 

លហំាត់្ទី្ ២៖ បញ្ា ីក្ត្តួ្ពិនិត្យអនុលោមភាព OSH និង ប.្.្. ្ក្មាប់្ហក្ា្ 

ចូ្របលងកីត្ "បញ្ា ីក្តួ្ត្ពិនិត្យ (Checklist) អនុលោមភាព HR" ្ក្មាប់លរាងច្ក្កទលិត្កមមមយួ 
លៅលខត្រកណ្តរ ល លែីមបលីក្ត្ៀមលកខណ្ៈទ្ទ្លួការចុ្ុះលធវីអធិការកិច្ចទលូវការពី្ំណ្តក់អធិការការងារ 
និងតំ្ណ្តង ប.្.្.។ បញ្ា ីក្តួ្ត្ពិនិត្យលនុះក្តូ្វក្្បែណ្រ ប់លលី ៤ ចំ្ណុ្ច្ធំៗ៖ 

o ឯកសាររែឋាលកាត្ពវកិច្ច (ល្ៀវលៅបញ្ា ីក្បចកំ្ រ្ុះសាា ន ល្ៀវលៅលបីកក្ាក់ 
ការក្បកា្ច្លនាបុ គ្លិក និងល្ៀវលៅការងារ)។ 

o បរកិាខ រ្ុខភាព និង្ុវត្ាិភាពការងារ (ក្បអប់្លស្តងាគ ុះបឋម បនៃប់អនាម័យ ក្បព័នធខយល់លច្ញចូ្ល 
និងពនលឺ)។ 

o ការចុ្ុះបញ្ា ី និងការទូ្ទត់្ភា្ទន ប.្.្. រមួទងំរាយការណ៍្លក្ាុះថាន ក់ការងារ 
និងលក្ាុះថាន ក់ផ្នការលធវីែំលណី្ររប្់និលោជិត្។ 

o ឯកសារលាុះលឆ្ន ត្លក្ជី្លរ ី្ ក្បតិ្ភូបុ គ្លិក និងការ រព័ត៌្មានទលូវការ។ 

End of Paper 

Issued by: FoMT 
Updated on: September 20, 2026 


