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Both vocational education and skills development have been known to increase productivity of individuals, profitability of employers and expansion of national development. A ‘knowledgeable’ workforce, one that is both highly skilled in a particular occupation and also exhibits flexibility, is seen as the most important human capital required for the development of a country.

India’s workforce is characterized as having low skills and poorly prepared to compete in today’s globalized world. Rapid technological changes now require individuals to learn and relearn skills throughout their working lives by ensuring its relevance and effectiveness. Hence it is inevitable to increase the knowledge, the skills and the institutional capacities within a time frame at the national and state levels. It’s true that skilled workforce, impacts positively on economic growth, raises productivity levels and reduces unemployment. 

Vocational and professional training system would have a major positive impact on national competitiveness. The Technical and Vocational Education is considered as an important measure for the development of trained labour force required for the socio-economic development of a country.

It is argued that the elementary education must impart usable technical knowledge and vocational education can be used effectively to combat dropouts. More specifically, it is believed to be an effective answer to reduce unemployment and migration to urban centres. Technical education develops ‘skill culture’ in contrast to pure academic culture and preferences for white collar jobs and ‘to serve simultaneously the ‘hand’ and the ‘mind’, the practical and the abstract, the vocational and academic’. The development of occupational skills leads to technological advancement that ensures optimum utilization of resources and leads to enhanced productivity and thereby increased level of growth, competitiveness and job satisfaction and reduction in gap between demand and supply.

Skills development is an increasingly important factor in adapting societies to changing economic and environmental conditions. It can bring innovation, enhance productivity, stimulate economic competitiveness and underpin inclusive approaches to development. Despite significant progress, too many developing countries still lack effective vocational education and training (VET) strategies, and are struggling with costly and outdated training systems, and have no culture of evaluation and knowledge-based policymaking and programme administration.

In this age of liberalization, India is still way behind in training the people in different specializations. Vocational training is to impart specialized skills and knowledge, and instilling social and political attitudes and behavioral patterns essential for successful economic activities by people engaged in dependent employment, self-employment or subsistence work. 

The Government of India in recent years has laid a lot of emphasis on streamlining vocational education so that it fulfils the emerging need of the market by focusing on employability skills. 

The Prime Minister of India has suggested that India should set a goal to create 500 million certified and skilled technicians in the country by 2022. As we have the largest population of young people in the world, we need to invest adequately in their education and employability, to become the largest pool of technically trained manpower in the world.

1. Skill Development Targets
· To create 500 million certified and skilled technicians by 2020 

· Invest adequately in their education and employability

· As envisaged in the 11th Plan:

· Impart relevant skills to 10 million people annually 

· Create 70 million new jobs and gain industry support for the same 

· Recognizing skills needs in the context of changing scenario

· Exploring possibilities & need for PPP and cooperation in the area of skills development

· Addressing employability issues imperative for inclusive growth

· Focus on quality and standardization and also quality of faculty / trainers / instructors

Briefly these are the Targets which have been set before us in the XIth plan. Even if these minimum targets are to be achieved in a substantial part, let alone as a whole, it will be important to critically review the existing Systems, Models and Best practices at the national and international level in the domain of Vocational Education and Skill Development to set as well as course correct the Road Map for the future. 

2. Current Scenario

2.1 Access to VE & T – The Demand Supply Gap

Let us first look at the Availability vis-à-vis Demand of Skill Development and Vocational Education initiative. 

· Between class 1st - 8th, about 50 % students drop out. Approx. 20-21 million drop out after Class VIII (target group)

· Formal training capacity is available only for - 2.3 million

· Gap -  18.7 million. 

· 12.8 million persons enter the labour market every year. 

· About 95% of the world youth (15 - 35 yrs) age learn any type of vocation / skill / trade, with a choice of 3000 vocational streams. 

· In India we have identified only about 150 trades and only 2-3% of the youth (15-29 yrs) goes in for formal vocational training.

· Lack of new & innovative trades in VET to attract young children's and meet the Industry requirements

If we look at the current scenario we will find that, there is a Gap of 18.7 million. In India so far we have identified only about 150 trades with a choice of 3000 vocational streams and only 2-3% of the youth (15-29 yrs) goes in for formal vocational training. Obviously there is a big Gap between the Aspirations and the Availability.

2.2 There is another Strange Phenomenon in terms of the Demand – Supply gap in India.
· Skill development 

· India over the next five years will have surplus of un-trained and under-educated people     -    1.3 million 

· India will fall short of real talent by about  - 5.3 million

· We will have a surplus that we will not need  and a deficit that we cannot fulfill

· Further crises to be caused by mismatch between jobs available and skill shortage

· Thus there is a Gap between the Needs of the Industry and the Availability

Although on one side as we can see from the Bostan Study Group (2008) that over next five years India will have a surplus of un-trained and under-educated people of 1.3 million and falling short of real talent of 5.3 million. That is there will be a surplus that we will not need and a deficit that we will not be able to fulfill. 

From here it is equally important to see what will be the future of the Labour eco system in India in times to come. 

3. Future of Labour Ecosystem in India

As per the Team Lease Services Labour Report 2006 (The report mainly predicts the future of labour ecosystem in India, state wise.) 

· The potential working age population (20-59yrs)

· Currently -  567 million 

· In 2020 - over 761 million (estimated) 

· The govt. is talking about creating 10 million jobs every year

· However, the requirement is more than 15 million in a year.

· Even if we find 100 million new jobs, 170 million will be out of employment in 2020, this is nearly 30%. 

· Only around 2.5-3% of persons aged 15 years or more had technical qualifications of even the most rudimentary kind

· 152 million persons who enter the in-formal sector for their livelihood have no access to vocational training 

· The biggest challenge will be to provide formal education and employment to the huge work force in 2020

Even though enrolments in vocational education in India are small when judged by international comparisons, expanding the numbers or re-targeting the program would not be justified unless a model is found that would substantially improve the outcomes.

4. India’s tremendous potential- Demographic Surplus

· Working age population to comprise over 63% of the aggregate by 2016.

· India only economy with declining age dependency ratios till 2030. 

· A third of India’s population below 15 years of age and 20 % of the population in the 15-24 age groups. 

· In 2020, the average age in countries will be- 
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· India with 69% of its population between 16-29 yrs – youngest country

· India’s demographic surplus will be 47 million by 2020 

· However Educated without professional skills constitute 69% of the unemployed. 

Hence in order to make our Demographic Surplus become Demographic Dividend and not a nightmare it is important that our population is adequately skilled to meet the growing industry demand and many more avenues of self employment are opened up keeping in view the national and global requirement.

5. Skill Development -  Challenges
· Acute shortage of Skill Development institutions/ Infrastructure 

· Poor bankability of the skills due to poor training, resulting in low employability of trainees.
· Disconnect - Skills provided & Skills required by the industry. 

· Outdated training modules & inadequate courses, machineries, tools & technology. 

· Skill demands of the service as well as the organized sector remains largely unmet. 
· Severe shortage of trained instructors; and

· Weak industry-institute interface

6. What is preventing us from meeting the challenges? 

· The challenges are immense and in order to achieve the goals there has to be:

· Substantial expansion of quality - technical vocational education & training for raising employability & productivity 

· Focus on Self-employment skills

· Models that would substantially improve outcomes.

· The skills provided have to be attuned to:

· New business requirements: in India & abroad

· Improving quality of education and trainings at all levels; 

· Make technical / vocational education system more flexible and inclusive for sustainable growth.

These and many more issues need to be addressed urgently. Keeping in view these challenges government has taken many initiatives. Are they enough? 

7. Government Initiative  (including XIth plan)
· 1600 new ITI’s and Polytechnics

· 1000 polytechnics – 300 by State Govt., 300 in PPP mode, 400 by Pvt. Sector

· 50,000 new Skill Development Centers (Rs. 2,000 cr) 

· It would enable 1 core students to get Vocational training. 

· Strengthening of existing polytechnics 

· Establishment of 125 new polytechnics (Rs. 1,125 cr) 

· 580 new community polytechnics (Rs. 580 cr) 

· Vocational education in 10,000 sec. schools (Rs. 1,000 cr) 

· Organized training for 25 lakh BPL youths (Rs. 1,875 cr) 

· Urban skill and employability programs (Rs. 2,500 cr) 

· Skill building and economic assistance (Rs. 3,000 cr)

· Incentivising State Govt. for expansion / up gradation of existing & new institutions.

· Greater public sector & private sector interface

Apart from these the Government of India has taken some bold and laudable initiatives of late, although much remains to be done: 

8. Recent National Level Institutional Arrangement
· National Council on Skill Development to review and focus on policy direction by setting vision, and laying down core strategies 

· National Skill Development Coordination Board to coordinate action for skill development in Public & Pvt. sectors  and ensure that govt. agencies intensify actions for vocational education, technical training through Industrial Training Institutes (ITIs), and through promotion of public-private partnerships

· National Skill Development Corporation (NSDC) a non-profit company, 

· to promote skill development in the private sector

· to promote technical training in the country in public-private partnership model 

· would set up world-class technical institutes across India. 

· private partners to hold 51 percent stake in the new entity 

· develop simple, easily understood “core” employability skills & competency standards 

· provide a common platform for collaboration amongst private sector employers, training providers and the labour force 

8.1. Issue still remains
With Skill Development Mission initiative not much has taken off keeping in view employability & acceptability by the industry. Already entering in the third years of the XIth plan – but very little seen on the ground yet

· Skill Development is critical  and immediate but the issue still remains that of Scalability in short time frame including emphasis on self employment with Quality & Relevance, and Systemic Transformation

· Hence Bold  Measures need to be adopted Within the policy and New policies towards these Goals

9. For Scalability & Fulfilling Aspirations of the people & Needs of the Industry / Economy more extra efforts have to be taken in the Skill development initiatives:
· Government Initiative- continue to be sustained and be hastened on the one hand and Strengthen Public-Private-Partnership and Encourage Private participation on the other. 

· In all these modes initiatives to encourage

· Programmes other than pure academic university traditional education, with lateral linkages with higher education. 

· Popular employable programmes which attracts desirous students

· Testing, Certification through Industry / Chambers / Industry Associations 

· Institutions specialized in training and re-training (new providers)

· Independent Skill development Institutes i.e.(NIIT, APTECH)

· Specialist ‘vendor-led’ training, companies in partnership with other providers 

· Other New Modes

Keeping this in view it becomes evident to present few example of some of these currently taking place as Best Practices-nationally as well as Internationally under some of these Modes

10. Best Practices at the National Level

10.1 LG Electronics Ltd. with Mumbai ITIs
· Model developed by L.G Electronics to meet their needs for skilled manpower of trade RAC / RTV/ Electronics/ ITESM etc for their Authorised Service Centres (ASC).

· This Model is initially applicable to 5 ITIs

· The key features of the model include:

· L.G provides input to upgrade/ Modify/ Add-on to the curriculum

· LG selects the trainees for appointment in Authorised service centre after completion of 1½ year of training (duration of training is 2 years)

· Agreement between Authorised Service Centre & candidates for appointment 

· L.G gives scholarship Rs. 1000/- to selected trainees.

· L.G provides training to ITIs instructors (Trainers) in the premises of L.G at their own cost (Including TA, Lodging & Boarding)
This is a collaborative model as opposed to adoption between LG Electronics and 5 ITIs in Mumbai developed by L.G to meet their needs for skilled manpower for their Authorised Service Centres 
10.2 Model Adopted by the State & Bharat Forge Ltd (BFL)
· Bharat Forge (BFL) decided to adopt ITI Khed. The features are:

· BFL identified the requirement of Manpower for their Industry.

· Accordingly 6 Trades were selected. 

· Additional infrastructure facilities - building, equipment & power supply etc. in existing ITI by BFL.

· BFL selects the Instructional Staff for the proposed trade & train them in their industry. 

· All non-recurring and recurring expenses borne by BFL for Initial 5 yrs. 

· BFL nominee is Chairperson of Institute Management Committee (IMC). 

· Periodical audit of training by BFL.

· BFL engages pass out candidate for Apprenticeship Training and thereafter for Employment in their group of Industries. 
This is a model of an ITI Adopted by Bharat Forg keeping in view their requirements of skilled Manpower and accordingly Six Trades were selected to engage the candidates for apprenticeship training & thereafter employ them in their industries.
10.3 Model adopted by Maruti Suzuki India Ltd. (MSIL)
To upgrade ITIs into Centers of Excellence to:
· Provide high degree of employability & creation of skilled technical hands.

· Encourage ITI Principals to good training institutes by way of personal visits.

· Frame comprehensive curriculum for holistic training as well as multi -skilling.

· Practical Training to students by visits to MSIL factory & driving schools

· Feedback from students to gauge the usefulness of training imparted.

· Modules for training the trainers with latest skills

· Attitudinal/Motivational training to staff ensuring empowerment & team efficiency.

· Skill test with admission test for admission in Centre of Excellence 

· Thrust on selecting students with right aptitude.

· Suitable reward systems to recognize students, and meritorious service of faculty to retain/ train them.

· Adequate focus on infrastructural facilities of ITIs with respect to 

· Tools, equipment, machinery, buildings, library, furniture,

· water storage facility, in-house power generation capacity,

· general repairs, including Civil & Electrical works,and

· identification and disposal of unusable assets, audio-visual teaching aids, computers etc.

This is a model adopted by Maruti Suzuki India limited to upgrade ITI into centers of Excellence to provide employability & creation of skilled manpower.

11. Learning from the above three Best Practices
The key to success here however are:

· Leadership provided by the head of the institutions/Industry

· Training & updation of Heads of the Institutes 

· On going faculty development & training

· Absorption by Industry concerned with large part of the trainees 

· Curriculum continuously updated & Practical Training on updated Industry Requirements

· Exposure to Best Practices for all bodies to collaborate /required state Govt. and other industries to adopt/initiate such partnerships

The key to success here however are the leadership and training by head of the institutions/Industry, the instructors in the Vocational System, and the ability for the industry to absorb trainees whether on the Shop Flore or in the office successful because of the availability of instructors who are up to date with and immune in Industry practical experienced background. 

Scalability will be confined to only those larger industries with ITIs around it as SMEs may not have Surplus manpower and/or infrastructure and/or Skills to support this by themselves.

Collaboration can be more advisable than adoption because many may not be interested in running an ITI, but they can benefit by this kind of collaboration as a consumer of the trainees. 

12. Best Practices : Infosys Campus Connect (PPP)
· Launched by Infosys in May 2004 with 60 colleges, as an industry-academia collaboration program to align engineering student competencies with industry needs”. 

· Enhance the Quantity and Quality (Technical Competency, Soft Skills, Process Orientation, Analytical Abilities, English Language fluency) of its IT Talent Pool

· The Programme Approach has been to Provide

· Students 

· Access to Infosys Courseware, Projects and Case Studies 

· Faculty 

· Industry Exposure & Experience

· College Management 

· Education Management Thought-Leadership

· Educational Bodies

· Influence Higher Education Policies (Access, Relevance, Scalability, Administration, Infrastructure, Versatility, Investments…)  

· Education Assets &  Imperatives

· Relationship Framework

· MOU with college/ University

· Campus Connect Annual Planning Process

· Stakeholder survey, Feedback and Information system

· Infrastructure

· Campus Connect Portal

· Help desk, Email based request system, Survey Tool

· Webinar, Video Conferencing, Teleconferencing, Event Recording

· Programme offerings and services

· Faculty Enablement Program, Road shows
· Sabbaticals, Industry Visits

· Technology Seminars, Contests                                             

· Programme Management Practices

· Roll-out Planning and Execution Framework

· Deployment Tracking at National Level (248 Colleges)

· Regional and National level Review Methodology, Segmentation Model

· Courseware and Methodology

· Foundation Program Courseware, Soft skills Courseware

· Student Project Bank, Publications and KM System (Internal)

· Assessment methods, Lab Assignments Bank

Global Foundation Programme

· Customized to Meet Target Student Requirements

· Generic courses; Open Systems Stream; Internet Stream; Mainframes Stream

· English Language Proficiency; 

· Process orientation; 

· Problem solving and orientation; 

· Behaviroul Skills/Values

Foundation Programme Deployment for 

· Scalability, Consistency and Repeatability 
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The Infosys Campus connect program has grown rapidly to 500 colleges in Eleven India cities & Global presence in (North America, Asia Pacific & Europe) and has Trained over 25,000 students & enhanced skills of 2000 faculty.

The core of Campus Connect is the Foundation Program, which is 130 classroom hour proprietary educational supplements for a batch size of 60-75 students integrated with the College’s academic schedule and include Industrial Visits to Infosys Development Centers.

Course material provided by Infosys based on material used for its induction programs, assignments, case studies and a Student Project Bank. Soft Skills Program intended to develop students’ skills in communication, team work, corporate work culture, etc.

12.1 Learning from the Infosys Campus Connect
· Colleges given incentives based on the performance of number of graduates joining Infosys and pass on the cash benefits received from Infosys to people, including faculty based on college-specific norms.

· Campus Connect reduces the learning time and training cost after employment by aligning the skill needs of IT services with the college curriculum,

· In determining its return on investment in Campus Connect, Infosys ensures that a sufficient number of Campus Connect graduates accept Infosys offers to make its investment in the program worthwhile. It banks on its reputation as a superior employer and its large annual recruitment 

13. Current Constraints to Institutionalize PPP in ITIs an Example
· Govt. Perspective 
· Difficult to find good Industry partner in districts with no industries.

· In case of industry closure

· Issue of responsibility for the repayment of the loan as the govt. provides financial assistance to Industries for adopting & running ITIs in form of loan which need to be repaid by industries.

· ITIs not get orphaned

· Industry Perspective
· Public Sector view Pvt. Sector as an external variable: Both need to integrate their strengths for achieving the objectives

· Pvt. Sector cannot perceive development of Human Capital as a CSR activity.

· Investments to be supported by Business Plans & Revenue Models.

· Employers will fully participate only if they have a key role in decision making and not if they are just in advisory capacity. 

· The government will have to willingly allow such a key role to employers.

These are the constraints as emerged from experiences with these collaborations / Adoption of ITIs. Some of the constraints maybe common to other Modes as well.

14. Best Practices- Private Initiative 
14.1.1 Industrial Training Centers (ITC)
· Set up & completely managed by the private sector

· Strong catalyst for skill formation & important conduit to adequately develop skilled manpower

· Need to be treated at par with ITIs

14.1.2 Independent Skill Development Institutes like    (NIIT/APTECH)
· Success through Innovation in Training and Development 

· Strong Commitment to the growth & development of the students through: 

· career counseling, induction program, mentoring, team building, professional, technical and remedial skills training and leadership development, hands-on labs, instructor-led courseware etc  

· Faculty- Industry Trained

· Provides workplace skills & Live projects by 

· Updated curriculum designed with extensive industry and market research

· Inputs on communication and personality development modules, sourcing job opportunities and arranging training programmes; Expert faculty; Job internship 

· Customized content

14.1.3 Specialist ‘vendor-led’ training 

· Microsoft, Intel, IBM, Sun Micro system,  Cisco, etc 

· particularly companies in partnership with other providers in training and teaching
14.2  Learning from Private initiative

14.2.1 Industrial Training Centers (ITC)

· The main difference between ITIs & ITCs- 

· ITIs are funded by Govt. whereas ITCs funded by private, 

· Except funding all points with regard to ITIs are- by and large applicable to ITCs particularly tie up with Industry/supported by industry and or self employment skills

· Govt. need to ensure level playing fields

· More emphasis on outcome and not Infrastructure

· This initiative may be successful where Infrastructure investment is not very high

· Important to supplement govt. initiative

14.2.2 Independent Skill Development Institutes like NIIT/APTECH 

· Successful only where investment required comparatively lower & reasonable return on investment possible 

· Highly Scalable

· Building certificates to Diplomas

· Provides flexible schedules, multi skilling, at own time, reskilling

· Industry led outcome measured with high acceptability

14.2.3 Specialist ‘Vendor led’ training

· Provide Industry certified marketable skills

· Very narrow specific training

· Obsolescence is very high 

· Need to measure outcomes with Accredited Certification Agencies 

15. International Best Practices and Case Studies
15.1 German PPP Model (Dual System)
· Promotes close cooperation between vocational schools supported by Govt. & enterprises where training is provided. 

· Industry determining curriculum requirements & certification processes. 

· The large part of training takes place in a company (3-4 days), as an alternative, blocks of company training are possible

· Training is largely performed on-the-job. 

· The trainees are released from work to attend vocational school. 

· School instruction focuses on technical (two thirds) and general education (one third).

· Trainees attend vocational school for 1 or 2 days per week or during several weeks (block). 

· The cost of vocational training are mainly borne by the companies

· The vocational schools are financed by public fund

· The trainees are paid by the companies

· Training is more specific & model is considered to be most desirable one.     

· Delegation of responsibility for curriculum & assessment to a coalition of labor representatives, businesses, and educators. 

· Business associations play complex role, managing the system by monitoring the quality of training provided by firms in the dual system. 

· German model lay out the following key components needed in place:

· A legislative framework that requires firms to invest in training of newly hired workers;

· Funding mechanism - combination of federal, regional, and business spending;

· Capacity to carry out job analysis and curriculum development;

· Local institutions represent the interests of businesses; and 

· Trained professional instructors and administrators.

Here is a close cooperation between vocational schools supported by government and enterprises where training is provided; Industry determines curriculum; large part of training takes place in a company (3-4 days), as an alternative, blocks of company training are possible; training is largely possible on the job and Training is more specific & model is considered to be most desirable one.

Keeping the complexities and the historical framework in Germany in view this model has proven difficult to replicate internationally. 

15.1.1 Learning from German Model

The serious drawback with this model is that there is excessive specialization in a particular skill only. And it would limit the worker’s employability due to lack of multi skills. 

However there are key advantages in customizing this model because, Trainees are being paid by the Industry and vocational education institutes and Training is being funded by the government. Secondly students are trained on updated industry infrastructure on the job and their Employability is guaranteed.  Industry gets Low cost trainee with fixed timeframe and also gets Extra workers without incurring any long term liability

15.2 Community College – USA -  (Govt.)
· Most technical & vocational courses are offered by Community Colleges as 60 % of the Higher Secondary School leavers prefer to enroll themselves in the Community Colleges
· Manpower needed at the lower & middle levels of various sectors of economic activity is easily prepared by the Community Colleges.

· These institutions are two year UG institutions (complete in it self) providing skill based and employment oriented education.

· Community colleges are unique in United States for the following reasons:

· Enables students to learn varied trades/courses at a Lower Cost 

· Earn a two year degree which makes them employable immediately

· Should they wish – provision to enroll into a degree college/Univ. and continue & obtain their further degree any time

· Excellent Transfer Opportunities

· Articulation or “2 + 2” transfer agreements allow students to transfer their community college credits toward a university degree.

· students first go to a community college for 2 years of study, obtain an associate degree, and then complete 2 years at a university to obtain a bachelor’s degree.

· Many state universities give preference to qualified students who transfer from a community college in that state.

· Unique features

· Flexible English Proficiency Requirements

· Focus on Teaching and Student Success

· Small Class Sizes  (between 15 - 20)

· Additional Practical Training Opportunity

· Use of the Latest Technologies

· Hundreds of Programs to Choose

The best part is that These institutions are two year UG institutions (complete in it self) providing skill based and employment oriented education which Enables students to learn varied trades/courses at a Lower Cost and Earn a two year degree which makes them employable immediately.  Key is Lateral entry possibilities
15.3 University of Phoenix - USA – (Pvt.)
· Provide education highly accessible for working students in almost every trades.

· Flexible timing, flexible scheduling, continuous enrollment, a student-centered environment, practitioner faculty, online classes, online library, e-books, computer simulations

· providing instruction to bridges the gap between theory and practice through

· advanced academic preparation

· Courses/trades that more professional and are employable  

· skills that come from the practice of their professions. 

· relevance content helping students relate to the world of work and 

· make connections between theoretical and practical applications.

· Professional, VE & T that ensure - students receive a quality education that is applicable to the real world of work.

Education provided is highly accessible for working students in almost every trade generally not offered in University setup which is has flexible timing and scheduling. Education connects between theoretical and practical application and students receive quality education that is applicable to the real world of work. It can be called Vocational & Professional University

15.3.1 Learning from Community College & Phoenix University

The systems can be customized and attuned to our system 

· It takes care of attitudinal perceptions - one has a degree.

· This Degree is Part of the Academic Pyramid

· Enables students to learn varied trades/courses at a Lower Cost 

· providing skill based and employment oriented education.

· instruction to bridges the gap between theory and practice

· Provide education highly accessible for working students in almost every trades generally not offered in Univ. setup

· Flexible timing, flexible scheduling, continuous enrollment

· However for its success it must have involvement of Industry or the Private Sector in all aspects i.e. strong industry interface and effective trainers.
15.4 Kenya: Training for the Informal Sector- Jua Kali Experience
Distribution of vouchers to informal sector entrepreneurs to purchase training

· Aim of Jua Kali (Informal Sector)

· Skills & technology upgradation for 25,000 informal sector manufacturing workers; 

· increase the access of informal sector entrepreneurs to services; and 

· improve the policy and institutional environment by removing restrictive laws and policies.

· Features

· Voucher program intended to introduce consumer choice, enabling informal sector operators to purchase the training they want.

· Intermediaries—allocation agencies—selected by competitive tender to market, allocate, and redeem vouchers in a decentralized way throughout Kenya.

· Allocation agencies receive fee equal to 3 % of the value of vouchers issued. 

· Vouchers to be used for any kind of training from any registered training provider.

As a result of the Jua Kali experience about 700 training providers became prequalified for providing training. By early 2001, some 18,000 training vouchers had been issued. The impact of the project, evaluated through two tracer studies, has been highly positive for the beneficiaries. Employment among the graduates had increased by 50 percent compared with employment before training, and the income of surviving enterprises had also increased by 50 percent. 

The strong preference of Jua Kali workers for appropriate, accessible training by master crafts persons was revealed in the first phase of the project where 85 percent of all vouchers went to pay for the services of master crafts persons, and only 15 percent went to private and public training institutions.

15.4.1 Learning from the Best Practices - Kenya: Training for the Informal 

Implementation experience underscores the importance of appropriate management arrangements that a project for the private sector is best managed by the private sector with government best playing a facilitating role.

· the use of a voucher mechanism enabled the project to 

· Stimulate demand for training, technology & management and marketing consultation among micro & small enterprises. 

· A supply response was generated & training market established to address the needs of micro enterprises; 

· Unexpected Impact of the voucher training program

· Emergence of skilled craftsmen as the leading providers of training. 

· Entrepreneurs preferred the training services of master crafts persons in the informal sector to training in formal institutions. 

· The training by master crafts persons was usually well adapted to entrepreneurs’ need for short, practical training. 

· These training providers were previously invisible to agencies that wished to pay for training directly; 

15.5 Mexico: A Proactive Approach to Small & Medium size Enterprise Support
The Integral Quality & Modernization Program (CIMO – now renamed PAC) 
· Partnerships between public and private sector to provide Subsidized Training & Range of support services to 

· Enhance the productivity of the informal sector

· Reaching and assisting small & medium-size enterprises to upgrade worker skills, improve quality, and raise productivity with specific sectoral needs.

· Provide an integrated package of services, including (information on technology, new production processes, quality control techniques, and marketing)

· All States and Federal District have at least one CIMO unit, each staffed by 3 - 4 promoters. 

· Most units housed in business associations that contribute office & support infrastructure. 

· The promoters organize workshops on 

· training and technical assistance services, identify potential local and regional training suppliers and consulting agents, and 

· actively seek out enterprises to deliver assistance on a cost-sharing basis. 

· Work with enterprises to conduct an initial evaluation of the firm, as the basis for training programs and other consulting assistance.

The Integral Quality and Modernization Program (CIMO – now renamed as PAC), was established in 1988, Set up as a pilot project to provide subsidized training, CIMO was evolved when it was apparent that lack of training is the only factor contributing to low productivity. 

By 2000, CIMO was providing a package of training and industrial extension services to over 80,000 enterprises each year and training 200,000 employees.  Private sector interest has grown and More than 300 business associations now participate in CIMO, up from 72 in 1988

15.5.1 Learning from Best Practices - Mexico
· CIMO has been effective in improving the performance of targeted companies.

· Its firms have increased investments in worker training, 

· It had higher rates of capacity utilization, and adopts quality control practices. 

· These improved outcomes were associated with increased productivity.

· Is a cost-effective way of assisting small and medium-size enterprises. 

· increased profitability, sales and capacity utilization, 

· wage and employment growth, 

· reduced labor turnover, absenteeism, and rejection rates for products.

· The most dramatic impacts were among micro and small firms.

15.6 Bangladesh: Underprivileged Children’s Education Program (UCEP)
The Bangladesh – Underprivileged Children's Education Programme (UCEP) Established in the early 1970s, with an objective to raise the living standards of poor urban children and their families. 

· Focuses on the target group of working street children & providing skills to enhance their employability in the local labor market, often (informal sector) 

· Conducted in 30 general schools for non-formal basic education working on three shifts per day in four major cities of Bangladesh. 

· Total enrollments about 20,000. 

· Skill training given in three training institutions working in two shifts each, training a total of 1,400 trainees

· Extraordinarily high completion and employment rates for its graduates, both averaging about 95 percent. 

· UCEP’s program ( three stages)

· Accelerated non-formal basic education starting at age 10 or 11.

· About half the graduates from the non-formal basic education program are admitted into vocational training.

· Fundamental skills training from six months to two years.

· Placement in employment, and follow-up on the job.

15.6.1 Learning from Best Practices - Bangladesh
· Locally based non-government training providers are often more effective in providing services that meet the needs of the informal economy. 

· Providing students with a solid base of general education;

· Focusing on the proper target group, 

· those with “blue collar working aspirations”, 

· those who intend to enter the labor force after training as semi-skilled workers;

· Continuous linkages with industry, which ensure 

· trainees are trained in the knowledge, skills & attitudes sought by employers, and 

· employers are aware of the competencies of UCEP graduates

· Focus on acquisition of skills & competencies through 

· highly structured, supervised individual” hands-on” instruction (rather than being driven by credentials and certificates)

· Rigorous follow-up of each graduate in terms of 

· employment, earnings and performance on the job.

15.7 Best Practices - Chile: Vocational Education for Chilean Farming, CODESSER Model
· Private sector participation in management. 

· A directorate of 7 farmers or industrial entrepreneurs oversees each school. 

· This ensures greater job-skill matches, 

· direct connection to the labor market for graduates and ;

· effective medium for bringing about organizational & productive innovations.

· Teachers hired as private sector employees. 
· Personnel policy (including selection & promotion criteria & new contracts) conforms to the Labor Code that regulates pvt. sector employees. 

· Teachers’ salaries are about 50 % higher than in municipal schools 

· consistent effort to upgrade teacher training.

· Educational programs. 
· Basic general knowledge in humanities and sciences, 

· prepare students to work in various occupations, 

· teach students as problem solvers & encourage them to continue learning. 

· Schools emphasize general growth and the development of responsibility, leadership and personnel management. 

· Programs updated after a thorough field study and approval by the Ministry of Education (to give the curriculum local relevance)

· Curriculum revision. 
· Periodic surveys of job requirements in the areas around each school. 

· Surveys used to adjust vocation-specific components in the curriculum and to prepare teachers in those areas.

· Student selection.  (Schools select their best applicants)

· selection examinations in Chile is graded from one to seven; 

· achieve at least grade five in each course to be considered for admission; 

· Prospective students must present a recommendation letter; 

· spend two days at the school to take written examinations in 4 basic areas;

· go through a personal interview & psychological tests; and 

· undertake a farming activity.

· Funding and budget allocations. 

· The real value of public subsidies fell in the early 1980s; 

· declined again by about 15 percent between 1987 and 1991; 

· As a result, schools developed independent funding; 

· In 1982 the public subsidy represented the bulk of schools’ budgets; and

· it is now less than 50 percent.

CODESSER (Corporation for the Social Development of the Rural Sector) is a private, non-profit making corporation created in 1976 by the National Agricultural Society of Chile (Professional Association) in order to promote the global development of the rural sector. Its work involves two main areas of complementary action: training human resources and enhancing production. The former task aims to prepare people by offering formal education services and work training. The latter aims to achieve greater economic efficiency and to boost the productivity and entrepreneurial competitiveness of the agro-forestry-livestock and agro-industrial sector.

Initially, it administered four schools whose reputations were poor and it was difficult to attract students but today, some schools receive more than 300 applications for 45 first-year openings and additional schools have been included because of the growing demand. 

Recent figures show that more than 75 percent of graduates from agricultural schools hold mid-level management positions in agriculture as against the far cry from the 15 percent match between vocational training and the job descriptions of the schools’ graduates in the 1970s. In industry, where CODESSER’s impact is more recent, this percentage is close to 62. 

15.7.1 Learning from Best Practices – Chile   CODESSER Model
· CODESSER demonstrates that the key to success is a business arrangement that covers performance criteria and financing.

· Resulted healthy growth of labor demand in the Chilean economy  

· Its management model has contributed and merits special attention. 

· The high value placed on people and the tangible manifestation of this appreciation by providing scope for their participation are the basis of proactive management

· educational institution, just as its students, needs to be able to understand, monitor & modify its own management processes, depending on its demands.

· applying knowledge to tasks, through continuous & collaborative learning.

· Establish effective & lasting bonds with bodies that have the knowledge, resources and also that have needs to satisfy.

· constant improvement and policy that fosters learning to live together with a clear institutional identification and shared expectations

· successful institution needs to learn self-governance
Several lessons can be drawn from CODESSER’s experience. Educational organization requires a change of vision and the incorporation of models of modern proactive management. Its conceptual and operative approach and its service enterprise strengthen the possibilities of adaptation to the educational requirements of the society of knowledge.

It’s also important to learn that Network-management is an integral element of knowledge-management. It transforms methods of organizational and educational work; it opens exponentially the possibilities of knowledge; it accelerates the optimization of management; and it promotes the quality of education.
15.8 Ireland: Enterprise-led approaches to skill development, training and new qualifications: the Irish experience
It’s important to explore the Irish context of public/private approaches to enterprise development with an example of stakeholder collaboration which is tackling skill development, training and qualification needs. It adopts the network delivery model functions as a collaborative investment initiative which adds value to existing provision and drive innovation and development.

Skillnets was formed in 1999 as an Independent body – Industry Board (IBEC / ICTU / Chambers Ireland/CIF/SFA) as a response to the critical need for upskilling the workforce. It was eestablished to improve learning activity in enterprises leading to enhanced skills, employability and competitiveness and to facilitate training and development in Irish enterprises. 
From 1999 to 2005, a total of 114 networks have been operational with 6,122 companies participating and 35,315 workers receiving training. The network has been committed €24.24m grants out of which €12.76m has been invested by companies. 

Skillnets continue to adopt a broad based approach, and support training in a range of sectors from those with high growth potential, to workers in vulnerable sectors. Skillnets place a special emphasis on small and medium sized companies and provide higher levels of support to projects involving smaller companies. 

The Training Networks Programme is funded through the National Training Fund and ensures that, insofar as possible, training is available to employees at all levels in participating organisations. In particular, Skillnets encourage firms to include the training needs of workers with low basic skills by piloting appropriate work based approaches.

In implementing its programme of activity, Skillnets focuses primarily on the strategic areas: 

· Driving skills strategies through sectors and partnerships to encourage training participation at sector level. 

· Growing the skills base by giving workers access to lifelong learning opportunities. 

· Developing local learning responses to allow enterprises to develop training opportunities for employees at local level. 

· Building best practice in learning and development in all aspects of the design, delivery, evaluation and dissemination of enterprise training. 

Best-practice and areas of special need
· Certification partnerships

· Measuring the impact of training

· Low basic skills and literacy

· New Possibilities for Small Business Training
15.8.1 Key Learning
· The enterprise-led approach is an effective means of addressing workplace learning

·  When engaged, enterprises are in a strong position to determine and satisfy their own training needs

· Training networks require strong facilitation and support, both internally and externally
16. Six Basic Approaches in Training Systems around the World 
· Japanese System

· have the simplest design. 

· Students completing basic education go to general secondary education,

· thereafter either enter firms that provide entry-level training or go on to tertiary education.

· North American System

· has no “streaming” until after secondary education and 

· it relies on post-secondary education to facilitate transition to work.

· Students completing secondary education go to 

· community colleges and polytechnic for short courses, and to

· universities, which provide both general and professional training.

· French System

· Streams students into vocational courses at the secondary level. 

· Students in vocational courses are prepared for entry to the labor market, 

· Those in humanistic scientific streams are prepared for higher education.

· German System

· Based on a long tradition of apprenticeships. 

· For secondary school students, instruction consists of (“dual” system).

· school-based general instruction and firm-based occupation-specific training 

· System, regulated by guilds, has set of qualifications that provides broad equivalency between 

· graduates of the academic and the dual subsystems.

· Latin American System

· training system is a hybrid of the French and German models. 

· For students completing basic education: 

· it relies on autonomous vocational training institutes for those proceeding to the labor market, 

· on general (humanistic-scientific) education at secondary level for those proceeding to tertiary education, and 

· on school-based vocational education for others.

· Australian System

· allows transitions between the vocational & tertiary education systems. 

· Employers play a key role in the management of the vocational system.

The question is whether India could adopt a particular framework, or develop a framework in its own way, or simply leave things unchanged. Leaving things unchanged seems unwise. Duplication and lack of coordination are already features of the system and if it is to grow substantially, some guiding framework is essential. Adopting frameworks used elsewhere is rarely possible, as too many precedents, and constitutional and institutional factors have to be taken into account. Customizing and developing a uniquely Indian framework keeping in view various available models would seem the only way to proceed, though this should be informed by international experience.

It is very clear from looking at the Best Practices and for these to succeed – involvement of Industry or the Private Sector is Critical – Their involvement is needed at every stage right from curriculum development, Source of trainers, the ultimate employer of the skills, optionally providing Infrastructure,  etc. 

17. Corporates / Private Sector in Skill Development
It is also true that Involvement of the Industry and the private sector is critical whether as Consumers, or as CSR initiative in partnering and as an Enterprise. 

17.1 Corporates as Consumers
Corporates as consumers/users of trained/skilled manpower may partner with Skill development institutions  not as a CSR initiative but to gain concrete benefits

· Training to students (generic & job specific skills) to employ them 

· Academic supervised Internship

· Collaborative courses/Programmes keeping in view the demand of the market 

· Training the trainers

· Funding collaborative Projects & Research

· Exchange Programmes

· Crossover of Faculty & Employees

· Infrastructural Support, Financial Support

· Promoting Industry – Academia Interface

Most of these of course only be possible by larger enterprises. We have already seen it in the PPP mode

17.2 As Corporates Social Responsibility
· Investing in Institution

· Few corporates have the expertise, money or skill to invest in this mode

· However very good institutions could come Independently or in PPP Mode

· Potential to become Centres of Excellence, 

· Have Brand name to protect

· Done as a CSR initiative (not for Profit)

· Operational

· Helping, Administrative, Management –contribution in running of the institutions, 

· Volunteering, Academic contribution in form of Lectures, Research & Development and Training- (may not be a long term model)
· Corporates put in funding only for

· Autonomous independent institutions imparting quality education

· scholarships,  

· naming buildings, 

· invest in training only if they find it beneficial 

As corporate Social Responsibility very few corporates would be doing so either as Setting up, or Volunteering or as funding.

17.3 Corporates/Pvt. Sector as Enterprise  (FOR PROFIT APPROACH)

· This to be open to all provisions of Education

· Either in form of setting up Training Centres, Skill Development centres, Vocational Education, part of Pvt. University System, Distance Education Institutes, New mode of Provision, companies/firms etc

· Nothing lost – Much gained: because Corporate/private sector is there to

· Supplement govt.’s investment & effort and not to supplant it;

· Supplement those who do it for Not-For-Profit as CSR

· As Market mechanism may be imperfect in education, hence

·  Transparent Autonomous Regulator like TRAI to ensure

· Consumers Interest (Students & Corporates)

· Promotion of autonomous Testing and Certification independent bodies

However scalability will mainly come in terms of their involvement as an enterprise. Some private initiatives we have already discussed for example NIITs, APTEC, etc

Scalability will come with Entrepreneurship. Entrepreneurship/CSR is Spontaneous Response  to perceived Gap in Demand – Supply.  What is needed to Trigger It ??

Role of Government – State funding and involvement in provision of skill development is definitely critical. What are the things which are stopping it. But why is it not happening?

18. Blocks to the Triggering Mechanism
· Infrastructure investments in relation to return is very high In terms of Land & Building (physical infrastructure), training equipments, workshops, Labs, Machineries etc. Its true because training is to take place in actual industry situation

· Awareness

· level amongst prospective trainees is very low

· of opportunities in skill training (industry demands)

· Funding

· Students loans for skill development not available 

· The ability to pay for this section of the economy is very low

· Budgetary Support

· Govt. imposes service taxes on non Univ./ Board / programmes & courses. 

· Skills certified by chambers, industry are subject to service tax and as a result extra burden on the students

These are the hindrances because of which more and more private initiatives are not coming in the forefront. What needs to be done?

19. Recommended Initiatives
19.1 Capacity Building
· Identify skills needed domestically & globally for designing new courses & setting up new institutes

· Appropriate standards of training for various trades & availability of well trained faculty/ trainers/ instructors.

· Involve and mobilize retd. professionals from industry willing to contribute 

· Retraining of trainers & their regular exposure to industry

· Multiple mode of delivery keeping in view the trained instructors available in the shorter run

· Chambers to keep a data base of retired or working professionals

·  willing to give their time on voluntary or paid basis for training. 

· Women not interested to work full time to be roped in on part time basis

· Industry as a consumer in its own interest also need to identify trades,

· Independent assessing bodies for  testing skills. 

· Encourage extra shifts in institutions of skill development 

19.2 Sufficient budgetary provision & Financial support for Skill Development
Invest adequately in education and training

· Mechanisms which can insure speedy & quick delivery of funds (govt. initiative)

· Timely availability of funds to the concerned Dept. in State Govt. and ensuring that State govt. make funds available to institutions

· Facilitating through the help of organizations & chamber of commerce.

· Tax incentives for setting up ITIs, ITCs & SD institutes

· Provision of Liberal Loans for setting up these institutions

· Bankable investment

· Land on subsidized rates for setting up new ITIs/ITCs.

· Treat ITCs at par with ITIs

· Bank Loans to students for VE&T, Skill dev. & Self  Employment projects 

19.3 Strengthen PPP & Industry Participation
· Simplified Process and Procedures to facilitate and encourage Private sector participation

· Establish and strengthen Institute Management Committees in all ITIs/ ITCs

· To address constraints experienced in institutionalizing PPPs

· Public sector not to view private sector as an external variable

· Investments need to be supported by business plans and revenue models

· Allow key role in decision making to employers to encourage their whole-hearted participation

· Enhance role of Chambers of Commerce/ Industry Associations

· Encourage Alternative Private initiative – even if commercial in nature 

19.4 Policy Initiative
· Set up State level Skill Development Missions 

· Promote multiple modes of delivery

· Framework for alternative delivery mechanism–including commercial

· Make available buildings of public educational institutions for imparting skill development programmes 

· Motivate for availability of Private educational Institutions

· Sensitization and Awareness across departments and at grass root level

· Technical Institutions to run skill development programmes without any hindrance and open to be  certified by any agency

· Free to tie-up with industries for the utilization of their space for   skill development programmes

· Utilization of the Industry infrastructure for skill development

19.5 Key Governance Principals
Its also clear that whatever system we evolve and in the process of doing the few key governance principals should be to……..

· Enable individuals to convert their knowledge and skills, through testing and certification, into higher diplomas and degrees.
· Promote multiple modes of delivery that can respond to the differing situations in various states. 

· Multimode Certification system to be instituted by Govt. (Central & State), Chamber of Commerce, Industry, universities, Institutions, International agencies for certifying the skills of trainees graduating from public and private institutions.  

· Encourage Testing the skills of trainees by independent assessing bodies.

· Industry Partnership at various Stage

There are sufficient examples as we have seen of successful Models Nationally and Internationally. It is important to learn from them and evolve systems at fast space which are scalable and relevance.

The need of the Hour is to develop a New Partnership model which allows  the use of Industry Infrastructure in terms of Equipment, machinery etc to be combined with Vocational Teaching to enable on one side –  Reduce costs for the Private sector acting as the entrepreneur, and get sufficient returns, Industry able to get assured low cost trainees and the student able to get industry oriented employable training with paying either lower fee or funded by government in the Institution and  being paid as a trainees by the Industry. 
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Flow Chart of Training Systems around the World   (Figure – 1)
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