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Part I: Jobs and Labour Market  

A. Decent work   

1. Enhancing Compliance to Minimum Wage: United Kingdom, Awareness 
Creation and Publicity 

Introduction:

Non- compliance due to lack of awareness and information among workers and employers is one 
of the key factors hindering effective implementation of minimum wage regulations in India. 
Providing worker and employers information about the prevailing minimum wages and the 
sanctions for non- compliance is essential for enforcement. To ensure this, UK conducted extensive 
awareness-raising activities and information dissemination before and after of the National 
Minimum Wage (NMW). -e  

Solution:

The publicizing of NMW entailed the following -  

In United Kingdom heavy spending were made on creating 
awareness and publicity of the NMW, both before and after the introduction of the NMW. 
Advertisement on digital and print media were carried out, information pamphlet, postcards, 
booklets on best practices (prepared in cooperation with trade associations and training bodies) on 
the sectors that performed well, were sent to individuals and establishments. 

 a separate campaign was launched and in the 
following year awareness assessment were conducted through independent market research agency. 
A website was set up to help the people assess their entitlement.  

Till now information is disseminated across various mediums including regular information bulletins 
that the tax authorities send to 15 lakh employers. The trade unions extend guidance through their 
websites and networks.  

Learning:

Creating awareness and publicity to minimum wage provisions in the country is important. Various 
channels and strategies can be explored for carrying out awareness-raising activities and information 
dissemination. Participation of social partners, like in case of UK, can contribute highly.   

https://www.ilo.org/global/topics/wages/minimum-wages/enforcement/WCMS_462302/lang--
en/index.htm



2. Minimum Wages: Evidence-Based Methodology, Consultation with Social 
Partners and Regular Adjustment in Vietnam 

Introduction:

Implementing minimum wages is widely adopted method to address the issue of low wages. 
However, for the minimum wages to be effective, relevant and complied to, it is critical that it 
follows a balanced methodology, involves consultation with social partners, and is periodically 
adjusted to account for changes in economic conditions. 

In Vietnam, Minimum Wage was conceptualised in the year 1946 and officially defined in 1995 
with the introduction of the Labour Code.  The Minimum Wage policy evolved over the year. Post 
2012 some changes were introduced, such as, fixing the two- tier system, setting up of tripartite 
National Wage Council in 2013 etc. that contributed to transforming the minimum wage system.  

Solution:

The current minimum wage setting process entails the following components: 

a. The components taken into 

considered are the cost of living in relation to minimum basic needs and the component of 
economic factor include GDP, labour productivity, the ent

country has an NMW and region-wise.  

b. The regional minimum wages are adjusted based on the 
recommendation of the National Wages Council (NWC) that follows a consultative method and 
has an assistant technical board with 20 representatives. The technical board collects data and 
conducts analysis and arrive at the Minimum Wage and Minimum Wage impact.  

c. Regula The Minimum Wage adjustment is carried out on a regular basis, there 
is annual adjustment  

These components of the minimum wage policy has helped in successful implementation and 
compliance. According to a study by the International Labour Organisation (ILO), the minimum 
wages have led to a reduction in wage inequality in the formal sectors. It has increased the wages 
at the lower end of the distribution. Overall, there has been a significant decrease in wage 
inequality. 

The wage level at the bottom has also shown an improvement. While in 2012- 13, the wage level 
at the bottom 10 per cent was around 56 per cent of the median wage, the study estimates that the 
ratios would have fallen to as low as 50 per cent, had there been no change in the minimum wages. 

Sources

Hanoi



3. Minimum Wages: Evidence-Based Methodology, Consultation with Social 
Partners and Regular Adjustment in Malaysia 

Introduction:

In Malaysia, the Wages Councils Act No. 1947 (Act No. 195) was passed to establish minimum wages 
for some categories of workers. At the time the act lacked components to ensure regular revision and 
enforcement.  The country has had the minimum wage policy evolve over the year, it now entails 
setting up a general and regional minimum wage, ensuring periodic revisions and strengthened 
enforcement. 

Solution:

Some of the important aspects of setting up Minimum Wages that are followed in Malaysia are 
discussed below: 

a. Malaysia uses a formula for 
determining the Minimum Wage for each region. It takes into consideration important indicators. 

 of living level, and 

 

 

 

The rates are then adjusted by the percentage change in labour productivity and the consumer price 
index. 

 

 

Where:  

MWi = Minimum wage,  
PLIi = Poverty line income, 
Pi = Productivity growth (%),  
CPIi = % change in consumer price index 
UEi = Real unemployment rate (%): Actual unemployment rate minus natural unemployment rate of 4%  
i = Region 

b. The Minimum Wage is reviewed once every two years by a council that 
follows a detailed methodology that comprises of impact assessment study, public consultation 
through focussed group discussions (FGD) with various stakeholders throughout the country, 
secondary research, public inputs through online web portal and memoranda, inputs from 
ministries and NGOs, inputs from the findings of various researches conducted by several parties, 
inputs from the Department of labour and the opinions from other organizations, such as the ILO.  

 = [1 + (  100) + (  100) + (  100)] 

 =  (      +  ) 



The National Wages Consultative Council approves the MW based on the recommendation of the 
National Wages Technical Committee that calculates the value of a reference minimum wage 
based on an agreed set of criteria and provides its inputs to the council. 

c. The minimum wage adjustment is carried out on a regular basis, as per 
the National Wages Consultative Council Act 2011 (Act No. 732) adjustment is done at least once 
in every two years.  

India can benefit by driving the consultation process in similar manner, deliberations and discussion 
backed by evidence. The regular adjustment can help ensure that the changes in the cost of living and 
other economic circumstances are considered. 

4. Enhancing Compliance to Minimum Wage: Philippines Labour Inspection 
System 

Introduction:

Compliance to labour laws is a major challenge in the labour market. For this enhancing partnership 
to leverage their proximity to workers and awareness about 

working conditions at various organisation is considered important to enhancing enforcement.  

Based on this realisation, the labour inspection system in Philippines focuses on three components 
namely, self-assessment, inspection, and training and advisory visits. The Bureau of Working 
Conditions lays all the procedures to be followed in the Manual on Labour Standards. The general 
inspection entails securing compliance with safety and health rules and regulations. The technical 
inspection involves inspecting the machinery, equipment etc. 

Solution:

As per legislation, the unions play a critical role in inspections. The labour inspector is accompanied 

consultation with worker representatives is standard inspection procedure.  

Evidence suggest that given the proximity between labour unions and workers and their awareness 
of conditions of work, participation of trade unions (TUs) in enforcement of labour laws can be 
helpful in ensuring compliance.  

Sources:

https://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/---
travail/documents/publication/wcms_508566.pdf



5. Workplace Safety and Health (WSH) Strategy in Singapore 

Introduction:

Adopting mere punitive approach to ensuring compliance to laws around Workplace Safety and 
Health does not work necessarily towards strengthening compliance and may contribute to 
organisations finding loopholes to escape sanctions for non- compliance.  The WSH Act, (2006) is a 
key legal instrument supporting the WSH framework in Singapore. Since the enactment of the act, it 
has been widely recognized that creating a culture of WSH through partnerships and capacity 
enhancement is critical to ensuring safety of workers.  

To support the legal framework, 
WSH 2018 Plus  launched in 2018.  These delineates strategies and priority areas for improving the 

WSH outcome.  

Solution: 

Singapore has one of the best workplace safety records in the world and is  renowned for best 
practices in WSH. The newly adopted WSH 2018 Plus presents key strategies and priority areas 
under each strategy. 

 
Key strategies have been adopted that act as national targets: 
 B The areas focused under this strategy include 

risk management, WSH culture, competency development, competency delivery, practical 
assistance, broadened base of WSH statistic, Incident Investigation and WSH Institute

 Strategic Intervention, Resolution of Systemic 
Lapses, Extended Enforcement Reach, Differentiated Regulatory Approach for Workplace Health, 
Self-regulation and Legislative Review 

 recognise Outreach and Education, 
Recognition, Information Dissemination and Hazards Communication, Driving Improvements 
through Large Organisations, Business Case and Accident Cost Measurement, and Grading of 
Safety and Health Management Systems

  Inter-agency and Inter-industry 
Collaboration, International Advisory Panel, International Collaboration.

Singapore has one of the best workplace safety records, globally. It is  renowned for best practices 
in WSH. Similar to their strategy, a focus on building capacity, strengthened monitoring of 
compliance, education and training and establishing partnerships can help promote WSH in India. 



B. Labour market inclusivity 

6. Mahatma Gandhi National Rural Employment Guarantee Act 
(MGNREGA): Promoting inclusion of women in the labour market  

Introduction:

Lack of participation of women in the labour market is a major issue for the country. Due to 
reasons such as, distance between place of work and home, low wages, lack of creche facilities at 
workplace etc. women find it challenging to participate in economic activities.  

Solution:

With the introduction of Mahatma Gandhi National Rural Employment Guarantee Act 
(MGNREGA), which guarantees 100 days minimum wage employment to rural households in 
India pation in economic activities. It was 
enacted in 2005. It is a flagship programme, now reaching over 50 million households across the 
country. 

The act focusses on women equality and inclusion through provisions such as, one-third quota in 
each state, provision for crèche facilities, and preference to women, especially single women, to 
work close to home (Ministry of Rural Development, 2008). There is emphasis on equal wages 
basis the provisions of the Equal Remuneration Act,1976. It mandates that work is be provided 
locally and there is a provision of on-site childcare for children under six years of age, if there are 
more than five at a given worksite.  

In addition, the wages under the programme often surpasses real average wages received by 
women 

From an administration point of view, there is gender sensitivity in its focus on inclusion of 
women at local-level committees, and the social audit. Overall, the act/programme  reflect 
commitment to equality of women. 

Impact :

Even though the programme does 
it has made significant impact in this area (Azam, 2012; Das, Joshi and Vanneman 2015; Dasgupta 
and Sudarshan, 2011). Various studies highlight the contribution of the programme in increasing 

 

Sources

Dasgupta  



7. Assistive Technology Lab, Texas A&M University-Commerce (TAMUC) 

Introduction:

In the process of providing education services to persons with special needs, it is essential to 
provide adequate facilities that match the requirements of the students and helps them access the 
curriculum. Additionally, the training of trainers is a requisite in order to meet the evolving needs 
of students with disabilities.  

To address the above stated challenge, the Assistive Technology Lab at Texas A&M University-
Commerce was started. It is a partnership between the Psychology, Counseling and Special 
Education Department, the Center for Information Technology Excellence, and Gee Library. The 
lab provides a unique facility and gives different examples of assistive technology that is designed 
specifically to empower individuals with disabilities and to educate future teachers.  

Solution:

An Assistive Technology Lab has been started at Texas A&M University-Commerce (TAMUC) to 
provide resources for students who are in teacher preparation programs and to allow students with 
disabilities to use devices. The lab has seven stations that cater to students with speech and language 
impairments, autism spectrum disorder, emotional/behaviour disorders through the 
communication/behaviour station; students with specific learning disabilities and intellectual 
disability through the academic station; then the sensory impairment station for students who have 
hearing or visual impairment; students with physical disabilities such as cerebral palsy and the last 
station features independent living aids, including doorbell, touch dots and braille, hair dryer etc.  

The AT Lab at TAMU-C has been created to support university efforts in providing pre-service 
teachers with exposure to and experiences with AT, to empower individuals with disability, to for 
future research 
reference for those seeking to establish similar learning experiences.  

Impact :

NCS for Differently Abled centers can also be developed as Assistive Technology labs which can be 
used to impart training to persons with disability thereby equipping them in a more efficient manner 
by using means that are developed to help the students learn with the capacity to implement the 
learning. Besides, the assistive technology enabled can act facilitate research institutes and thereby 
help develop more such technologies to ensure persons with disabilities can better adjust with the 
external world. Another important aspect is the teacher training, which is a one of the objectives of 
the labs and is a necessity for the trainers employed in NCS DA training centers.   

-Commerce
www.mdpi.com



8. Job Seeker Classification Instrument (JSCI) in Disability Employment 
Service, Australia 

Introduction:

A pertinent issue of the job market is lack of repository of persons with disability who are looking 
for employment opportunities and a platform that can assess their capabilities to help select the 
appropriate employment opportunities or counselling session. To address this issue, Australia 

 

Solution:

-related payment and services  Centrelink. The online 
account helps by providing employment assistance, such as by preparing an individual profile, 

-term 
unemployment and, especially helping people with disability, by triggering a Job Capacity 
Assessment. The Job Capacity Assessment helps to assess work capacity and refer the person to 
appropriate assistance and coaching.  

disadvantage in the labour market and it helps to gaug
remaining long term unemployed. This helps to ensure that the available resources are shared with 
those who are in need of them, as per the government policy. The assessment is done using an 
interview-based questionnaire and apart from the two roles mentioned above, JSCI indicates 
whether the participant has identified multiple and/or complex barriers to employment that may 
require further assessment. Participants who require further assessment are referred for an 
Employment Services Assessment. 

In addition, the JSCI identifies Participants who may have disclosed personal concerns such as 
domestic violence, or concerns related to skilling such as poor language, literacy and numeracy skills 
and hence may benefit from referral to the Skills for Education and Employment (SEE) program. Or 
may have reflected poor English language skills and may hence be referred to the Adult Migrant 
English Program (AMEP). The JSCI can be conducted by different parties such as the Job Providers, 
Community Development Programme Providers, DES Providers, and Services Australia. 

The AT Lab at TAMU-C has been created to support university efforts in providing pre-service 
teachers with exposure to and experiences with AT, to empower individuals with disability, to for 

reference for those seeking to establish similar learning experiences.  

Impact :

Government of India can design a similar index and a central online portal that can help to create a 
repository of persons with disability across the country, and, ensure that they are assessed to be 
engaged in meaningful economic activity. Persons who need further assistance can be identified and 
be referred to specialised services. The data can be linked to NCS or be supported with the census 



information to ensure that as school children or teenagers grow up, they or their families are reached 
out to provide support. The information can be further used by interested parties, such as corporates 
(good practice shared in next box) and trusts to ensure that persons with disability are provided with 
adequate opportunity and are included in the society.   

Source
https://www.dss.gov.au/

9. Entrepreneurship and Skill Development Programme (ESDP), Ministry of 
Micro, Small and Medium Enterprises, Government of India 

Introduction:

In India, lack of entrepreneurial education (that provides knowledge, skills and motivation to the 
youth) and cultural and social norms are major constraints to entrepreneurship, in addition to, 
funding issues, complex regulations etc. Here government can play a role in promoting 
entrepreneurship by creating an ecosystem that comprises of education and training, mentoring 
and support and access to funding.   

The ESDP programme is an initiative of Ministry of Micro, Small and Medium Enterprises (MSDE). 
motivate youth representing different sections of the society including SC/ST/Women, 

differently abled, ex-servicemen and Below- Poverty Line (BPL) persons to consider self-
employment or entrepreneurship as one of the career options  

Solution:

The activities are undertaken through Micro Small and Medium Enterprises Development Institutes 
(MSME-DIs) and Technology Centres (TCs) under the Office of Development Commissioner(MSME), 
ministries, Departments and  organizations, PSUs, Corporations, agencies under Central/State 
Governments, include: 

 Industrial Motivational Campaign (IMC) for two days 
 Entrepreneurship Awareness Programme (EAP) for two weeks 
 Entrepreneurship-cum-Skill Development Programme (E-SDP) for six weeks, and 
 Management Development Programme (MDP) for one week 

Impact :

Total 23,093 beneficiaries (EAP, E-SDP, IMC and MDP) in 2018- 19 and 37,250 in 2018- 19. 

https://msme.gov.in/entrepreneurship-and-skill-development-
programs



10. Multi- level Information Education Communication (IEC) efforts 
undertaken under Swacch Bharat  Mission (SBM) 

Introduction:

Lack of focus on behavioural strategies in implementation of programmes and initiatives is an 
impediment to effectiveness of the programme. Implementing strategies targeting various stages 
of behaviour change, that is, precontemplation, contemplation, preparation, action, maintenance 
are important for ensuring effectiveness and sustainability of the programmes. 

Solution:

The Swacch Bharat Mission launched in 2014. The programme involved behaviour change as one 
major programme component. Wide- scale IEC campaigns were conducted through various 

 

Actor such as, ministries and state departments, media, NGOs etc. were engaged in creating 
awareness through IEC activities. The activities undertaken included-  

 Mass Media campaigns, such as TV, radio, and print  
 Digital Media such as mobile apps, social media, and other online coverage in the form of 

blogs, IVR/Call/SMS campaigns, among others  
 Inter-Personal Communication (IPC) including community events, rallies, learning material, 

door-to-door campaigns etc. 
 Ambient Media includes, wall paintings and hoardings  
 Cinema including short films and movies 
 Hard assets such as, new centres 
 Soft Assets  

In addition to these, the government and famous personalities from entertainment industry 
participated  under the mission.  

The SBM entailed a very heavy focus on behaviour change. The wide variety of activities conducted 
gave the programme immense popularity and contributed to its efficacy.  

BMGF)
Bharat



C. Social Security and Formalisation 

11. Parental Benefits in Norway 

Introduction:

A low level of female labour force participation is a major labour market challenge in the country. 
The competing demands of motherhood and job market can necessitate trade-offs for women.
While most countries have paid maternity benefits, paternity or parental benefits are less common. 
Norway has a system of paid parental leave. 

Solution:

In Norway, shared and flexible parental leave is provided, with minimum number days reserved 
for the mother and father. The parental leave is 49 or 59 weeks long with 15 or 19 weeks reserved 
for each parent respectively. The parents can avail either 49 weeks with 100 per cent coverage or 
59 weeks with 80 per cent coverage. The three weeks before the birth is reserved for the mother. 
In addition, a lump-sum grant of NOK 83,140 per child is given at the time of birth or adoption. 
Pregnancy benefits can also be availed if the employee cannot work for example if the work 
involves working with hazardous substances or is physically strenuous and the employer cannot 
allocate you alternate tasks. These benefits can be availed from the point at which you stop 
working until three weeks prior to birth. 

Impact/Learnings:

The shared parental leave offers flexibility to the parents to share the childcare responsibilities 
more even
force. The maternity leave in India is governed by the Maternity Benefit (Amendment) Act, 2017 
which provides for 26 weeks of paid maternity leave for women. The paternity leave benefit while 
under consideration, has been adopted only for central government employees as per which the 
employees can avail 15 days of paid paternity leave. India can modify the existing policy and adopt 
flexible parental leave instead of maternity or paternity leave, where the leave is shared between 
the parents, and with flexible benefit plans. 

-
https://ec.europa.eu/social/main.jsp?catId=1123&langId=en&intPageId=4704

12. Employment Injury Benefit in Finland  

Introduction:

Health and safety at workplace are important components of a safe work environment. With a 
large informal sector, the coverage of social security with respect to occupation related accidents 
and illnesses in India is low. In Finland, employment-related accident and injury is the liability of 
the employer. 

 

 



Solution:

The employers are mandated to contribute 0.1 per cent to 7 per cent of annual payroll towards 
employment-
risk.   

Impact/Learnings:

Employment injury benefits offer financial protection and medical care to employees in case of 
occupational injuries, thereby reducing the impact on loss of earnings due to workplace injuries. 
India can restructure the system of employment injury benefits into one where employer is 
mandated to contribute to employment injury insurance schemes, across all industries, and the 
contribution depends on the accidental risk in the industry.

-

13. Sickness Benefits in Germany  

Introduction:

In case employee sickness, continuation of salary or income is a form of social security. Paid 
sickness leave offers income security and can improve worker loyalty and reduce worker turnover. 
In Germany, employees can claim six weeks of sickness leave and additional leaves to take care of 
children or relatives. 

Solution:

In Germany, the 
Working parents can also claim sickness benefits to take care of a sick child under the age of 12. 
Employees can also avail up to ten days of unpaid leave to take care of a close relative in urgent 
situations.   

If the sickness continues for more than six weeks, the German national health insurance 
compensates employees equivalent to 70 per cent of their salary for a period of up to 78 weeks.  

Impact/Learnings:

India can adopt mandatory paid sickness leave for specific number of days and with the flexibility 
of availing it to take care of family members.  

-

14. Formalisation policies in Brazil  

Introduction:

A large informal sector and low coverage of social security is one of the key labour market 
challenges in India. The government of Brazil adopted business friendly policies for micro and 
small enterprises in 2000s to promote formalization. 



Solutions:

1. Si Brazil introduced a Monotax (a single tax payment or a Monotax), 
which replaces tax and social security declarations at federal, state and municipal levels. It allows 
small enterprises to file a single and simplified annual tax declaration. It replaces multiple taxes 
and contributions with different payment schedules and calculation methods, with a single 
monthly payment which varies as per the gross revenue in the previous 12 months and type of 
economic activity. Thus, it reduced the administrative burden on micro and small enterprises, 
while the employees of these enterprises enjoying the same rights as formal wage earners. 

2. Law on individual micro-entrepreneurs: Under this policy, simplification of registration 
processes for individual entrepreneurs was done through a micro-business portal, where own 
account workers and entrepreneurs could register, and get access to bank accounts, loans, etc. The 
micro-entrepreneurs are exempted from taxes and other contributions, instead pay a fixed 
monthly amount. Registration enables them to have access to social security benefits (pension, 
healthcare and maternity benefits.)  

3. REDESIM: The government created a national network for the simplification of business 
-ups. 

Impact/Learnings:

The Monotax regime facilitated formalization of employment in Brazil. About 10.6 million 
employed workers registered under this regime in 2017. The law on individual 

-
entrepreneurs reported that their revenue had increased post formalization. Overall, between 
2009 and 2018 the number of registered MSMEs in Brazil increased from 3 to 5 million. 

- Adenauer-

15. Monotax in Uruguay  

Introduction:

A large informal sector and low coverage of social security is one of the key labour market 
challenges in India. Uruguay enacted a simplified tax collection scheme for small contributors in 
2001 to address informality.  

Solutions:

About the Uruguay enacted a simplified tax collection scheme for small contributors in 2001 to 
address informality. It is a combination of tax payment and social security contribution for small 
independent workers and micro-enterprises. People covered by Monotax were entitled for the 
same social security benefits as salaried workers. The Monotax is voluntary in nature, and people 
can opt for paying the Monotax or paying the social security contributions and taxes in the normal 
way. 



In 2000, the Uruguayan self-employed workers were not covered under the social security 
systems. By 2006, only 17.6 per cent of the independent workers were covered by the scheme.  

To increase the scheme uptake, several restrictions were relaxed such as location and type of 
activity and billing value. The number of firms increased three-fold with the new reforms.  

Impact/Learnings:

Monotax has been successful in improving the coverage of social security among low income 
population and independent workers. The uptake of the scheme was higher among women, with 
60 percent of the Monotax payers being women.   

Monotax: https://www.social-
protection.org/gimi/RessourcePDF.action?ressource.ressourceId=48020

 

D. Employment Services 

16.  (PES) Portal 

Introduction:

Provision of employment services is integral to creating access and a match in the labour market. 
Digital channels especially contribute to enhancing the delivery of Public Employment Services 
(PES). Providing online registration, online listing of vacancies and guidance, career content that is 
relevant to different industries and sectors can help jobseekers develop skills and approach that 
facilitate job matching.  

MyCareersFuture, an online public employment services portal of Singapore offers. 

Solution:

The portal features options for searching and posting jobs like any job search portal. In addition, 
the portal has the following features for assisting the job seekers and employers and facilitation of 
improved job matching:  

 Industry insights 
 Podcasts on various career and job-related aspects 
 Advertisement of upcoming career events  
 Career coaching material  

 
The portal relies on design thinking and behaviour insights for improving job matching. The portal 
uses machine learning and text analysis to identify key skills from job ads and displays the percentage 

shows job seekers adjacent jobs that require similar skills that they may have not considered. 

Impact :  

Providing effective labour market information and enriched content on the National Career 
Services (NCS) Portal can help the jobseekers, especially freshers, build a better understanding and 
develop skills that are desirable in the job market.



2019

17. S  National Career Advice Portal (NCAP) 

Introduction:

Provision of employment services is integral to creating access and a match in the labour market 
and digital channels especially contribute to enhancing the delivery of employment services. 
However, it is essential to offer an enhanced User Interface (UI) and User Experience (UX) to 
increase traffic to the portal and visitor retention. A portal that has a simple, decluttered landing 
page, focusses on the main components, entails efficient use of the real-estate can play a big role in 
enhancing UI and UX.    

The National Career Advice Portal NCAP (http://ncap.careerhelp.org.za/), is an initiative of the 
Department of Higher Education and Training. It -help career 
information portal designed to facilitate informed career and study choices .  

Solution:

The portal features options for searching for jobs, online interest-based assessments, higher 
education options, offers information on occupation and green skills etc.  One major characteristic of 
the portal is that it has a simple and decluttered landing page, uses the real- estate efficiently by using 
the space only for the services offered. This contributes to an effective User Interface (UI) and User 
Experience (UX).

Impact :  

Using similar format for the National Career Services Portal to offer enhanced UI and UX can increase 
the traffic to the portal,  retain visitors, and increase the number of return visitors to the website 

http://ncap.careerhelp.org.za/

18. Four- Phase Model for profiling of jobseekers in Germany 

Introduction:

Public employment services entail provision of assistance to jobseekers in the form of counselling 
and vocational guidance, job matching services etc. Developing a profiling process at the intake 
stage of employment services can help follow standard procedure and design tailored services for 
jobseekers. This can address the differences among different category of jobseekers, according to 
their interests, preferences, educational and skill level, experiences and labour market situation. 

Germany implemented the systematic profiling of jobseekers  in 1998. In 2009, a new comprehensive 
profiling tool was developed. The new tool is called the 4- . 

Solution:

The profiling tool is based on a software program that helps the placement officer to assign each 
jobseeker to one of six different profiles by analysing their expected duration of unemployment and 
the identified actions needed. 



 
qualifications, ability and motivation. The jobseeker can specify conditions (for example, 
care responsibilities, mobility difficulties) at this point 

 In the second phase, the labour market situation is analysed with all these factors in view 
leading to the specific occupation in which the client seeks work 

 On the basis of the analysis, in the third phase the placement officer can select from a range 
of strategies (for example, 
implementation road map. This includes a choice of ALMPs.  

 The fourth phase is implementation and follow-up 

 Through regular contact with the individual customer, the effectiveness of the chosen 
strategy and ALMPs is constantly checked. Findings flow continuously into the profiling and 
integration plan. 

Administration of a profiling exercise at the intake stage of employment services can be helpful to 
design tailored services. Adding a similar profiling system under National Career Services (NCS) 
project can be considered.  

19. Labour Market Information System in Canada  

Introduction:

Labour Market Information Systems (LMIS) contain information on available job vacancies and 
jobseeker pool available for employment, rigorous quantitative and extensive qualitative 
information. LMI is important to overcome the labour market information asymmetries and help 
stakeholders such as jobseekers, employers, industries, policy makers in decision making.  

Canada has one of the most comprehensive information systems in place. The Human Resources 
Development Canada (HRDC) has a legal responsibility for information on jobs, occupations, labour 
market trends etc. 

Solution:

Labour Market Information (LMI) forms a major part of Public Employment System (PES). Canada 
has a comprehensive information system in place. For the development and dissemination, the 
information the HRDC uses its internal resources as well as leverage the partnerships with the 
provinces to co-ordinate their efforts in this area.  

All provincial/regional office generates information on:  

: These contain information on educational requirements, terms and 
conditions of employment, training availability, wages, potential employers, etc. The main sources of 
this information include: The National Occupational Classification (NOC) System (Occupational 



Descriptions and Career Handbook), Census Data, Employer Surveys, government departments and 
Training Institutions.  

: These are annual reports that provide a year-to-date analysis and 
interpretation of influences on the local labour market. They contain information on employment 
legislation, projected layoffs, employment trends, major economic activities, skill shortage areas and 
major employment projects.  

: These are monthly or quarterly updates on labour market activities in the 
HRDC Districts. 

The three key LMI sources in Canada are: 

a. : this presents a glimpse of the labour market  
b. : used for analysis and communication of 

occupations related information  
c. : This presents integrated information on the most common occupations basis the 

census, Labour Force Survey, and other sources 
 

Impact : 

Availability of timely and relevant information is key to determining decisions in the rapidly evolving 
labour market landscape. Availability of robust information can help jobseekers, employers, policy 
makers identify the gaps and work towards creating a demand and supply gap.  

Sources

 

20. SkillsFuture Credit mechanism in Singapore  

Introduction:

Lack of skills among the youth is a major labour market issue across countries. Promoting vocational 
education and training to match the labor market demands is a key step to addressing the challenge.  
For this incentivising  skilling by offering skills credit or voucher can help increase uptake the skilling 
courses.   

SkillsFuture is a national programme in Singapore aimed at helping all jobseekers- freshers, mid-
career and later years to develop their skills. The SkillsFuture Credit is a major component under the 
programme. 

Solution: 

Singapore offers an incentive mechanism, called SkillsFuture Credit, to encourage individual 
ownership of skills development and lifelong learning.  As part of this incentive mechanism, an 



opening credit of S$ 500 is provided to all Singaporeans aged 25 and above. This credit can used to 
undertake 8000+ courses offered by various Institutes of Higher Learning (IHL).  

In addition to this, an incentive for mid-career support and life-long learning is offered where in an 
additional amount of S$500 (above the opening SkillsFuture Credit of S$ 500) for all Singaporeans in 
aged 40 to 60 years. This additional SkillsFuture Credit is to enable Singaporean citizens in mid-
career to upskill and re-skill considering the changes happening in job roles owing to Industry 4.0. 

Impact :

Around 285,000 people have used their SkillsFuture Credit since the launch of the initiative. This 
shows the success of the initiative.  

www.skillsfuture.sg/credit



Part 2: Skill Development 

E. Global Best Practices 

1. VET Trainer training in Industry  Telkka Programme, Finland 

Introduction:

VET trainer face challenges in preparing trainees for the industry and in imparting skills as per the 
industry needs, due to lack of regular communication between the trainers and employers regarding 
the new and upcoming trends and practices in the industry.  

In order to address this, the Telkkä programme in Finland has been introduced, which is based on 
the concept of cooperation between teachers and workplace training supervisors to create synergy 
between these two important groups. It was felt that changes are easier to be implemented if all the 
stakeholders are involved with certain stake in the changes. The programme was initiated in 1999-
2001 and the funding of project has been by ESF, municipalities, Provincial State Office, institutions 
and enterprises. 

Solution:

Telkka programme involves -the-job periods in industry to update them on the 
industrial developments and to improve the pedagogical skills of supervisors at the workplace 
supervisors by the help of teachers who are in on-the-job placement in the industry.  

The programme includes a full time two months period for VET teachers to spent in the relevant 
industry. While at the industry, the teacher-worker pairs are formed. This helps the teachers to 
update their vocational skills and helps the workers to improve their pedagogical skills, as they work 
as workplace training supervisors. The training period is started by a seminar and planning session 
which helps to clarify goals, expectations and is followed by feedback from teachers and employees. 
Through the training, the programme adopts a practical, hands-on approach based and on-the-job 
learning (OJL) model in a company environment.  

Impact/Learnings:

As per the feedback collected, it has been noted that the teachers reported a wide range of benefits, 
such as increased familiarity with recent work practices and requirements, upskill on the tools and 
equipment used, easy access to firms for study visits, better cooperation leading to the possibility to 
invite industry workers for lectures at the school, increased confidence, respect from students and 
motivation. The training period also allowed teachers and workers to discuss issues related to 
workplace training for students and improve training plans and assessment methods for these.  

Hence, the MSDE in its Train the Trainers module can emphasize on the need for the teachers to be 
involved in the industry and be upskilled on the new technology and changing work environment.  

(2004



2. Technical and Vocational Vouchers Program (TVVP), Kenya 

Introduction:

Factors affecting the demand for vocational education is a concern across the less developed 
countries. There is lack of resources to ensure that the vocational education is not only aspirational 
but also accessible to the youth, i.e. to enhance the reach of VET.  

To address this issue, the Technical and Vocational Vouchers Program was launched in western 
Kenya (Busia) in 2008, with an aim to increase access to vocational education by stimulating supply 
of vocational training through vouchers.  

Solution:

The TVVP programme was launched with 2,163 out-of-school youth in the age group 18-30 years. 
Half of the participants were chosen by lottery to receive voucher for vocational training. Out of those 
awarded the vouchers, half were chosen by lottery to receive vouchers that could be used in public 
institutions (restricted vouchers) and the remaining were given unrestricted vouchers that could be 
used in both private and public institutions (unrestricted vouchers). Value of the vouchers were 
sufficient to almost fully cover tuition fee. 

Impact/ Learnings

It was noted that 75 per cent of the people who received vouchers had attended vocational training 
compared to 4 per cent of those who did not receive the voucher; indicating that cost of accessing 
training is a potential barrier. The redemption rate of unrestricted vouchers was higher than that of 
restricted voucher (share of unrestricted voucher holders using the voucher was 10 percentage point 
higher compared to that of restricted voucher); indicating that more and varied options improve the 
chance of youth undertaking vocational training. Close to 50 per cent of the participants mentioned 

fficient supply of 
institutions to accommodate personal constraints, such as family considerations.  

Therefore, unrestricted skill vouchers and large supply of public and private training institutions/ 
centres can increase access to vocational training, thereby aiding the aim of Skill India mission. 

(2011)

2013) -
-library

3. Retraining program for unemployed and displaced workers - PROBECAT, 
Mexico 

Introduction: 

Lack of focus on skills training, job matching and job creation in the unemployed and displaced 
workers is a persisting issue across the countries. The Government of Mexico in 2001 established a 
labour retraining program for unemployed and displaced workers - Programa de Becas de 



Capacitacion para Trabajadores, or PROBECAT which has been renamed to Bécate. It is a project 
which was implemented by Servicio Nacional de Empleo (SNE) with the objective to dampen the 
social costs of major economic restructuring and rising unemployment.  

Solution:  

Bécate covers three dimensions of work and not only seeks to respond to the supply training needs 
but also intends to increase the demand for skills.  As such, Bécate's sub programmes focus on skills 
training, job matching and job creation in the form of self-employment. The SNE also promotes 
entrepreneurship with a dedicated programme through which it lends materials and equipment in 
the first year for entrepreneurs to start their business. All the training costs for individuals and firms 
within the Bécate programme are covered by the SNE. 

Sub-
programmes

Objective Duration

training
team

Mixed training Supporting new 
businesses, or 
large firms that 
are expanding 
their activities, in 
training attended 
their personnel 
in specific 
occupations 

1-3 months Scholarship 
equivalent to 1 or 
2 times the 
minimum salary 
per day of 
training 

Having at least 5 
vacancies; hiring 
80% of trainees 

Training for 
technicians and 
professionals 
(replacing as of 
2016 the training 
vouchers; sub-
programme) 

Provision of 
training courses 
in public or 
private 
institutions for 
people aged 16-
29 graduated 
from university 
with the final 
objective to meet 
the specific 
occupational 
needs of firms 

1-3 months Scholarship 
equivalent to 1 or 
2 times the 
minimum salary 
per day of 
training attended 
transportation 
stipend accident 
insurance 

Hiring 100% of 
trainees 

Practical work 
training 

Supporting the 
recruitment of 
TVET graduates 
(aged 16-29) in 
MSMES 

2 months Scholarship 
equivalent; to 1, 
15 or 2 times the 
minimum salary 
per day of 
training 
attended; 
transportation 
stipend, MEX 
20/day attended; 

Having at least 5 
vacancies 



Sub-
programmes

Objective Duration

training
team

accident 
insurance 

Training for self- 
employment 

Training in arts 
and crafts and 
basic trades to 
support those 
who want to 
become self- 
employed  
 

20 working days 
(or one month) 

Scholarship 
equivalent to the 
minimum salary 
per day of 
training 
attended; 
transportation 
stipend 

Not applicable 

Impact/ Learnings:

It has been observed that between January 2016 to September 2016, a total of 11,258 people have 
benefited through the training delivered under the programme. The majority of the training was for 
self-employment (5808) and for work placement for TVET graduates (4778) 

The Government of India may initiate a new scheme considering similar labour retraining 
components as well as entrepreneurship modules to adequately incentivise employers to reskill or 
upskill the workers. 

Sources e http://www.sne.morelos.go
-en.

4. Pathway between VET and Higher Education, Finland  

Introduction:

Lack of integration between formal education and vocational/skilling courses tends to decrease 
the aspirational value of VET programs, thereby hampering the expected increase in enrolments. 

To address this concern, Higher education in Finland is provided by universities and universities 
of applied sciences. The universities offer mostly theoretical and scientific courses while the 
universities of applied sciences (UAS) offer practical skill-based course that involve more training, 
work focused pedagogy. Also, both universities can offer courses or programs in the same stream. 
Say for example in Finance, the UAS focus will be on day to day operational finance, finance for 
sales & marketing etc., while the universities will have thrust on corporate finance, investment 
banking, trading etc. 

Solution:

The education system in Finland offers flexibility between students from both the general 
education stream and vocational stream but with few pre-requisites. 

 
requirement is mandated depending on the course.  



 
olders of both university and UAS).  

 A bridging course has to be completed to move from UAS to university only in case of doctoral 
degrees like Ph.D.  

 

Impact/Learnings:

Government of India can build a similar or a customised pathway between Vocational Education 
and higher education programmes to enable students to move between the two streams based on 
their aspirations and capabilities. 

Education

5. Trailblazer Group of employers for development of new apprenticeship 
standards, United Kingdom 

Introduction:

The lack of employer led apprenticeship standards results in lower demand from organizations to 
provide internship opportunities, thereby barring many students from availing this learning 
opportunity.  

The Government of UK intends to provide employers greater control over apprenticeships and has 

which is launched by The Institute for Apprenticeships and Technical Education, United Kingdom, a 



group of employers
groups have the power to set the standards that apprentices must achieve within their industry  
the skills, knowledge and attitudes they need to demonstrate to be a successful apprentice  together 
with how these should be assessed.  

Solution:

The guidelines of the initiative specify that the trailblazer must be a group of employers recognized 
by the Institute for Apprenticeships and Technical Education and reflective of those who employ 
people in the occupation, including small employers. Trailblazer groups are autonomous and self-
forming. The groups may submit occupation proposal to Institute for Apprenticeships and Technical 
Education for developing an apprenticeship standard, in which they need to provide information 
relating to the skill requirements along with details of any other organizations involved. 

As a part of the process, Training providers are also involved for promotion of the new 
apprenticeship standards and the employers work with training providers for developing the 
curriculum and content. The Trailblazer group needs at least three training providers to provide 
delivery quotes, which they inform Institute for Apprenticeships and Technical Education about, so 
that a funding band recommendation maybe provided for the apprenticeship standard. 

Following approval of the apprenticeship standard, the group will need to continue to engage with 
the Institute for Apprenticeships and Technical Education and/or the sector skill council, to 
undertake the activities below. 

 Contribute to a statutory route review 

 Provide evidence for a funding revision for the apprenticeship standard 

 Engage with training providers to ensure effective delivery 

 Answer questions from the sector or institute about the apprenticeship standard 

 Consult with other  

Learnings:

A similar model of employer engagement maybe be considered to be evolved in India for driving 
apprenticeships and employer led market-oriented training. This will help to define apprenticeship 
standards customized to the sector.  

T Group

6. Institutional mechanisms for employer involvement in VET 

Introduction:

A critical component of VET ecosystem is the active involvement of employers and other social 
partners/stakeholders at all levels of decision making. Lack of such an arrangement can result in 
misalignment between demands of the labour market and recognition of qualification by industry.  



To address this, the Vocational Education and Training system of Denmark involves active 
participation of its social partners at all levels of the system. Implemented by the Danish Ministry of 
Education from 2008, this collaboration helps to meet the demand of the labour market and ensures 
that the qualifications are accepted by the industry and businesses. The social partners are 
represented through councils that operate at three levels  local, sectorial and national level.  

Solution:

The social partners (teachers, employers, employees etc.) are represented through councils that 
operate at three levels  local, sectorial and national level 

  advises the Ministry of 
Education on issues that affect the VET system at the national level. It monitors trends and 
patterns in the labour market and accordingly recommends the creation of new VET 
qualifications, and the adaptation or abolition of existing ones. This helps to adjust and meet the 
labour needs. The REU also monitors existing VET programmes and recommends measures to 
adjust these to labour market needs.  

 At sectoral level,  consisting of employers and employees advises on 
qualifications relevant to their sector, as well as the content, structure, duration and assessment 
of VET programmes. Thereby helping in continuously adaptation of VET programmes to labour 
market needs. The trade committees are responsible for approving training places. 

  advise VET schools on local issues concerning VET and promote 
links between VET schools and the local labour market. The local training committees are 
composed of members of sectoral bodies, which are also represented in the national trade 
committees. They are appointed by the trade committees on the recommendation from the local 
branches of the sectoral bodies. The local training committees also include representatives from 
the VET schools, teachers and trainees. 

Learnings

Government of India can channelize the information at the local level and incorporate the same while 
designing interaction between VET and industry players. This is to ensure that the apprenticeship 
and job opportunities are created as per the local needs of the market. The existing interaction 
between SSC and employers can further include three levels at which data is generated. After 
collecting industry information from these three levels, the data can be analysed to take informed 
decisions that can provide solutions that cater to larger audience divided in both rural and urban 
areas.  

nd

Education



7. Apprenticeship Levy, United Kingdom 

Introduction:

The lack of incentives offered to employers to recruit apprentices results in low take off in number 
of apprentices. To provide incentives to employers and to develop vocational skills among UK 
residents, and increase the quantity and quality of apprenticeships, the GoUK has levies 
apprenticeship tax on employers which can be used to fund apprenticeship training. This levy aims 
to support new apprenticeships and support quality training by putting employers at the centre of 
the system. Employers who are committed to training will be able to get back more than they put in 
by training sufficient numbers of apprentices 

Solution:

Employers in UK have been segregated into one of two groups: levy payers and non-levy payers.  

  levy - whether 
they employ an apprentice or not. 

£15,000 allowance to offset against the amount they have to pay. 

The levy payments go into the new online Apprenticeship Service, which enables employers to 
manage apprenticeship funding and delivery through a virtual account. Employers are able to see 
how much is in their account and allocate payments to providers of government-approved 
apprenticeships. 

   Such employers 
will contribute 10% towards the cost of the required apprenticeship and the government will pay 
the remaining 90%. 

All category of employ
programme suitable for their business. The levy can be used to pay for the End Point 
Assessments, but not the registration or certification of non-mandatory qualifications. 

Impact/ Learnings:

 
2018, the 

apprenticeships in levy paying organisations at least, however it is difficult to comment on non-levy 
paying organisations. In terms of quality of training and the impact on access to apprenticeships for 
different groups, there were concerns and the long term impact is difficult to comment on.    

Government of India offers employers with a provision to apply for NAPS. Those who are associated 
with NAPS get 15 per cent of the amount of stipend reimbursed, up to a maximum of INR 1500. 
However, the Government of India can further segregate and categorize industries in a similar model. 
The UK model will be helpful in adequately incentivizing big and small industries in the Indian 
context and it can result in high return on investment.  
Sources
https://www.aat.org.uk/apprenticeships/employers/apprenticeship-levy

CIPD



8. Basic Competence in Working Life Programme (BCWL), Norway 

Introduction:

Basic skills are a necessary component to actively participate in the working life. The skills help 
individuals to acquire new knowledge, benefit from opportunities and be prepared for changes. The 
lack of such skills may put adults at the risk of not being able to participate in working life. 

In order to address this concern, the BCWL programme has been designed specifically at increasing 
the competence of employees with low levels of education. Through this programme, the government 
helps prevent people being excluded from an increasingly knowledge-based working life and society 
due to a lack of basic skills in reading, writing, arithmetic and use of ICT. 

The programme was implemented in 2006 and the implementing organisation is Vox, Norwegian 
Agency for Lifelong Learning - An agency of the Norwegian Ministry of Education and Research 

Solution:

The BCWL programme targets working adults who wish to improve their skills in the workplace. 
Course providers are trained to ensure that the course contents are relevant to the professional 
development of the workers. Any business in Norway, public or private, can apply for funding from 
the programme, but only those whose project meets a certain number of criteria defined by the 
Ministry of Education and Research are eligible for financial support. 

All providers are required to design their courses based on a framework put in place by Vox. The 
Framework for Basic Skills for Adults, approved by the Ministry in 2007, establishes national 
standards for reading and writing, mathematics, ICT skills and oral communication. A description of 
the competence goals for each of the basic skills is divided into three levels. 

 Level 1 comprises the absolute basic skills needed in everyday life 
 Level 2 describes the competence needed to complete tasks in the workplace reliably 
 Level 3 comprises various skills, multi-tasking and the ability to think critically and work 

independently. 

The Key educational tools used by Vox are:  

 Maths Aid: Maths Aid is a digital learning tool consisting of tasks with topics from adult everyday 
life. 

 ABC PC: ABC pc is an interactive training programme for basic PC skills. 
 InterAct: InterAct is a web-based model based on role play and problem solving. The aim is to 

motivate learning at work. The activity is relatively short-term (lasting four to six weeks), giving 
various learning outcomes and creating a starting point for more learning. 

Vox has developed a set of test tools to help measure learning outcomes. Most participants have 
improved their performance in basic skills and are motivated for further learning. 

 



Impact/ Learnings:

Nearly 700 enterprises benefit from the grant, which included industries that are part of clusters. The 
number of participants has steadily increased, and since 2006, more than 30,000 people had 
participated by 2013. It has been seen that most participants improved their performance in basic 
skills and were motivated for further learning. The ICT courses proved to be popular and useful to the 
participants. Participants also shared that the learning was adapted to their individual needs and 
participants highlighted experiencing boost in self-confidence and confidence in making use of new 
technology to take on new tasks. 

Government of India may consider similar model to focus on building or refreshing numeracy and 
communication skills of the workforce along with vocational skills. The short-term skill training 
programs should build in basic mathematics and communication skills. These will help improve the 
basic skills of labour force in India as well as increase their productivity in their domain. 

Source: The

9. Further training for low skilled & older employees in companies 
(WeGebAU), Germany 

Introduction:

Low skilled and older employees generally lack formal vocational qualifications/partial 
qualifications and funding to undertake any trainings. 

urther training for low skilled & older employees in companies  was 
launched in 2006 and implemented by the Federal Employment Agency (FEA), Germany. The 
programme aims to meet the impending need for skilled workers by funding in-company training 
of skills which are in demand in the wider labour market.  

Solution:

Employees who have not successfully completed a vocational qualification according to the 
Vocational Training Act of Germany, those who have not completed university studies or those who 
carry out an unskilled activity can apply for the funding.  

 For employees who have reached the age of 45 up to 75% of the course cost are funded. The 
remaining costs are borne by the employer and / or the employee / the workers. 

 From 1 April 2012, qualified employees under 45 years can be funded - but only if the course 
costs are at least half paid by the employer. 

 In case of low-skilled employees who have not successfully completed a vocational qualification 
according to the Vocational Training Act, who have not completed university studies or who carry 
out an unskilled activity, in addition to the training costs, a portion of the labour costs for the 
employer may be reimbursed. 

The eligible education and training activities/ qualifications acquired must apply to AZAV 
(Accreditation and Licensing Regulation for the Promotion of Employment).  



If the above eligibility criteria are met, the employee receives a voucher for reimbursement of 
training costs, which include direct programme costs and an allowance for related expenditures 
such as childcare or transportation expenses. 

Training must be conducted by an external certified institution, and courses must focus on 
improving general human capital and must apply to the wider labour market, as firm-specific 
training is not eligible for subsidies. 

Examples of courses include vehicle operation, health care, metal construction, medical, medical, 
mechanical, and automotive engineering, transportation, computer science and ICT, security and 
production control. 

Impact/ Learnings:

A study conducted on the programme indicates that the initiative increases employability stability, 
and there is decreasing exit rate from employment accompanied by a comparable increase in the 
number of days of employment, along with a small wage increase. The impact is more concentrated 
for part time workers, for workers engaged in longer training programmes and those who are above 
50 years of age.  

Government of India currently reimburses costs for certification of existing skills through the 
Recognition of Prior Learning (RPL) component under PMKVY. The RPL component maybe modified 
to add training component or a separate training scheme may be implemented to focus on skill 
training for older adults by reskilling or upskilling in newer technologies/courses to suit the current 
labour market demand 

Sources
Training;

10. Free online learning Platform - WriteOn, Ireland  

Lack of literacy skills, or limited literacy skills (such as those up to primary school) in adults can 
restrain them from effectively participating in their working life. However, returning to learning can 
be difficult for adults due to reasons such as associated embarrassment and limited time. 

Therefore, WriteOn (http://www.writeon.ie) was launched by NALA to provide free online learning 
across Ireland, to facilitate literacy development and accreditation for adult learners at Levels 2 and 
3 of the National Framework of Qualifications of Ireland. It was implemented by National Adult 
Literacy Agency (NALA), Ireland, in 2008.  

Solution: 

WriteOn provides two primary services to enable learners to achieve Levels 2 and 3 accreditations. 
A Recognition of Prior Learning (RPL) tool that uses online assessments allows learners to obtain 
qualifications for what they have previously learnt but never received formal accreditation for; this 
innovative facility is the only method of RPL available in Ireland. 



Those who do not qualify for certification through RPL, WriteOn offers a comprehensive suite of 
online learning materials, complemented by one-on-one tutor availability, for users to improve their 
skills and work towards accredited qualifications. 

The programme is specifically designed for working individuals who through online learning 
materials can learn in their own time. Potential candidates need to create an online learner account, 
and then proceed to the Skills Checker service which determines the learner profile and presents the 
learner with a range of options for the awards that they may work towards. This then presents a 
visual graph of a learner's 'spiky profile' with recommendations for study. 

-and-
-on-one tutor sessions via telephone. The 

WriteOn tutors are qualified and experienced adult literacy instructors. These tutors are hired on a 
part time basis. 

Learners can return to the Skills Checker at any time and change their answers if they feel their skills 
have changed. In this way, learners can see a visual picture of skills and competence improvement. 

WriteOn learners have the option to obtain or work towards accredited level 2 and 3 qualifications 
through the national governing body Quality and Qualifications Ireland (QQI). 

Impact/ Learnings:

It has been noted that over 32,000 learners have created accounts with WriteOn, with over 2,500 
learners going on to obtain 14,500 national certificates at levels 2 and 3. Also, more than 180 learning 
centres across the country, and 31 out of 33 national vocational education committees use the 
WriteOn programme for their blended teaching methods and accreditation. Therefore, WriteOn has 
reached nationwide recognition and many users have adopted it either as a stand-alone educational 
tool or use it to compliment any other existing programmes and courses. 

The Online learning and assessment methodology maybe adapted in the Indian context, and the RPL 
component of PMKVY may be suitable modified to a blended training model, wherein candidates can 
assess their skills online at the PMKVY portal, access study materials and if required can approach 
brick and mortar training institutes to further upskill in a course of their choice. This model can take 
care of certifying existing skills in the workforce as well as provide a training pathway for pursing 
higher skills according to labour market requirements. 

11. Rural literacy programme for adults in Slovenia 

Introduction:

Rural population faces a challenge of lack of skills that can facilitate participation in society and 
labour market, which may result in high unemployment rate in rural areas. Also, this could be due to 
lack of enough learning opportunities, despite their motivation and aptitude for learning.  

Rural literacy programme for adults in Slovenia was incepted to tackle the above state challenge, in 
2005 by Ljudska univerza Velenje (Adult Education Centre Velenje  to improve basic skills 



and competences (in literacy, numeracy and ICT) and social skills, to promote lifelong learning and 
develop active citizenship among unemployed and low-educated people in the countryside. 

The programme offers opportunities to learn self-sufficiently and uses project work as a pedagogical 
approach, embedding basic skills within the topics of sustainable development and entrepreneurship 
by initiating an economic activity that is environmentally friendly. The programme is part of 

policy, where the unemployed participants are entitled to maintenance 
support in the form, for example, of a living-costs allowance and a contribution to travel costs. 

Solution:

The rural literacy programme is a non-formal, 120-hour training programme that takes place, for the 
most part, in adult education centres or in venues in rural communities. The starting point for 
planning project learning is that learning is considered successful if the learners actively participate 
in all phases of learning  from the selection of topic, planning, carrying out, monitoring and 
evaluation of learning. Each group is made up of between 12 and 16 participants who meet twice a 
week for four or five months and are mentored by two teachers who give the classes together. The 
groups focus initially on motivation, with a view to encouraging participants to get to know each 
other and assessing individual learning needs. An assessment of learning needs helps create an open 
and negotiated curriculum and supports the development of individual learning plans. 

The programme curriculum includes basic literacy and numeracy skills, communication and social 
skills, learning to learn, active citizenship and ICT skills. This is a basic framework. The exact content 
depends on the characteristics of local communities and the needs and interests of the learners 

Impact/ Learnings:

It has been observed that approximately 500 low-educated adults from rural areas participated in 
the rural literacy programme between the year 2010 and 2013. The participation was free of charge. 
Further, through a national level evaluation of the adult literacy programmes in 2010 it was found 
that the literacy programme contributed significantly on various aspects. For example, 
approximately 76 percent of participants between 2005 and 2010 felt that they came to know better 
about their living environment, 83 per cent felt that their chances of succeeding in their local 
community increased and around 87 per cent found new opportunities for themselves. Additionally, 
teachers notice that participants acquired new skills, such as communication, social and 
interpersonal, in addition to knowledge, skills, self-determination and motivation.  

A similar model maybe evolved in India in line with the bottom-up approach of the Slovenian model, 

in terms of curriculum and training hours needed for varied geographies and local requirements. A 
flexible top-up training module with additional training hours maybe explored in alignment with 
existing course curriculum. Basic literacy, numeracy skills, communication and social skills maybe 
included in the top-up training modules. 



F. Good Practices undertaken by in Indian States 

Skill Development Missions have been set up in different states to spear head the skilling initiatives 
for the respective states. The initiatives undertaken cover a wide gamut of solutions, such as those 
related to industry linkages, establishment of ITIs, international collaborations, development of skill 
parks, to name a few. Subsequent sections briefly describe the various initiatives taken in each of the 
states.  
 

12. Andhra Pradesh State Skill Development Corporation 

Introduction:

AP has structured an entity on a PPP mode along with NSDC and private partners to initiate and 
oversee skill development initiatives  Andhra Pradesh State Skill Development Corp (APSSDC). The 
state has launched various initiatives for enhancing private sector participation in skill development, 

 

Initiatives:

An overview of various initiatives being undertaken by APSSDC is provided below: 

 APSSDC in collaboration with Dassault Systems has set up a virtual learning 3D- Experience 
Center on Hub and Spoke model in various universities and around 53 Engineering Colleges are 
set to train students in Design, Manufacturing and Analysis in the domains of Aerospace and 
Automotive with a target to train 1 lakh candidates in three years 

 APSSDC has partnered with SIEMENS to set up state of the art training centre to impart industry 
relevant skills to 1 lakh students per annum 

 APSSDC is working closely with the various industries such as KIA Motors, Ashok Leyland, Asian 
paints, Apollo Tyres etc. to understand their manpower requirements and assist them by 
providing with the training and recruitment avenues 

 Skill trainings on Employability Skill Enhancement Module have been initiated aiming at 
beneficiaries of Mukhya Mantri Yuvanestham, a flagship program of Govt. of AP providing 
unemployed youth allowance. 

 Other initiatives include investments for a model skill development training facility by HCL 
technologies, setting up of model skill development centers within existing ITIs for short term 
courses by Hitachi and Johnson Controls, skill training centers by GMR group. 

 APSSDC has a presence in more than 1,250 institutions which includes 425 (Tribal Welfare & 
Social Welfare) schools with coverage of 1.88 lakh students, 525 degree colleges with coverage 
of 3.56 lakh students and 300 engineering colleges with coverage of 2 lakh students 

 APSSDC offers Soft skills & English and IT & Computational thinking programs to school students 
and industry relevant courses for degree students in partnership with industry e.g. Tally, Zoho, 
Amazon Web services, NSE Academy, INSTAEMI, Coursera etc. and courses with Google, Udacity, 
Amazon, Coursera, Udemy, Adobe, Autodesk etc. for  engineering students to enhance 
employability 

 



Outcomes/Impact:

 AP ranked as one among the top 5 states with Highest Employability quotient and amongst Top 
10 where maximum hiring takes place as per Skill India report  2020 

 International collaboration undertaken with Stanford, North Eastern Universities, IUCEE 
 Highest number of students selected as University Innovation Fellows (UIF) by Stanford 

University 
 Impactful programs for Faculty Improvement, Digital literacy, financial literacy etc 
 First Google code lab in the country and has largest certified Google coders. 
 APSSDC helped Kia Motors in conceptualizing Basic Technical Course (BTC), assisted Johnson 

Controls - Hitachi India in setting up 5 Model Skill Development Centres in ITIs, established 6 
Centres of Excellence and 34 Technical Skill Development Institutes in collaboration with 
Siemens, set-up 53 virtual learning 3D experience centre on hub-and-spoke model 

Sources

13. Assam Skill Development Mission  

Introduction:

The Assam Skill Development Mission (ASDM) was registered in 2015 with a vision to provide  

undertaken multiple initiatives to meet the 
target.   

Initiatives:

 Placement Linked Skill Development Training Program (PLSDTP), a state sponsored program has 
been initiated, with the intent to provide quality skill training for gainful employment of educated 
unemployed youth, encourage development of entrepreneurs in different sectors 

 ASDM has signed a MoU with ITES, Singapore as the global knowledge partner for establishing 
North East Skill Center at Guwahati. The main objective to establish this center is to offer high 
quality skill training for the rural youth with an assured placement.  

 ASDM has created a mobile application named DAKSHA (Digital Access to Knowledge & Skill 
Human Resource of Assam) which is a multifaceted app that will bring all the stakeholders of the 
skill ecosystem to a single platform. It will connect the youth to skill training centers and 
employers by giving them digital access to knowledge and skilled human resource 

 ASDM planned to set up one skill city which will comprise schools of multiple sectors in one 

global needs 
 Planned MoUs to be signed with schools and colleges to run skill development courses after school 

hours 
 ASDM has also initiated a -Train-

developing the skills of the youth as per their requirements. 

Sources: Analysis



14. Kushal Yuva Programme in Bihar 

Introduction:

The Bihar Skill Development Mission (BSDM) has been constituted to provide the youth with the 
requisite skills.  To supplement this objective BSDM launched Kushal Yuva Programme, a programme 
to enhance the employability Skills of all aspirants in the age group of 15-28 years (Age limit for 
SC/ST, OBC & People with Disabilities is as follows: SC/ST - 33 years, OBC - 31 years, PwD - 33 years), 
who have passed at least 10th Class irrespective of their having attained higher education or their 
currently pursuing higher education.  Additionally, Recruit  Train  Deploy (RTD) initiative was 

demand- effective and efficient skill 
ecosystem 

Initiatives:

 Kushal Yuva Program: 
o The course curriculum includes three components: Life skills, Communications Skills 

(English & Hindi) and Basic computer literacy.  
BSDM aims to address the following 4 challenges via Kushal Yuva Program: 

o Capacity:  BSDM plans to develop at least one Skill Development Centre (SDC) in each of 
their 534 blocks 

o Access: SDC at each block for doorstep delivery of training, State wise mobilization 
campaign and district registration cum counselling centres to increase access. 

o Relevance: Life Skills, Communication skills and Digital literacy to improve the 
employability of the candidates further instilling confidence to move to areas with higher 
employment potential and increased workplace retention 

o Perception: Use of high quality content and E-Learning mode and qualified, experienced 
and certified trainers. 

 Recruit  Train  Deploy (RTD): Under this initiative, BSDM on boards industry partners who 
conduct trainings with captive placements upon successful completion of trainings. 

o The Training under RTD is imparted in courses either prescribed by Qualification Packs 
(QPs) of Sector Skill Councils (SSCs) or any other course/s (customized course/s that will 
suit the specific needs of employing organizations) that may be proposed by the Industry 
partner and approved by BSDM.  

Impact:

 Kushal Yuva Program: Scheme has 1795 approved centres, 7.29 lakh enrolled candidates and 4.83 
lakh certified candidates in 2019.  

 Recruit  Train  Deploy (RTD): Around 15 RTDs (such as VLCC, Safe Express, G4S Security etc.) 
have partnered with BSDM for implementing the RTD scheme with more than 1,250 candidates 
being trained and recruited under the same. 

Sources



15. Gujrat: State Skill Initiatives   

Introduction:

Gujarat Skill Development Mission (GSDM) was set up by a State Government Resolution in 2009. 
Two state schemes are currently operated with a target of training 1 lakh candidates every year - 
Kaushalya Vardhan Kendra (KVK) and Vocational Training Centre, that have been further described 
below: 

Initiatives

 Kaushalya Vardhan Kendra (KVK): KVKs were launched by the Directorate of Employment & 
Training, Government of Gujarat with a goal of providing employment to the youth of Gujarat.  
o It imparts skill development training to youth through village cluster training centres in 

villages, under Swarnim Gujarat Gramya Kaushalya Vardhan Kendra (KVK) Yojana.  
o KVKs are established in urban villages having more than 10,000 population in general area 

and 7,000 population in tribal area for a cluster of around 7 to 10 villages.  
 Vocational Training Centre:  

o VTCs were launched under the Vanbandhu Kalyan Yojana under the mission of doubling the 
income of Schedule tribe Families in Integrated Tribal Development Project Talukas of 
Gujarat. State Tribal department in collaboration with private partners has launched more 
than 615 VTCs under a PPP model to conduct training and employment program for 
candidates. 

Impact:

 More than 500 KVKs are active in the state 
 There are 5 KVK for Blind People to promote - Inclusion based training; dedicated skill 

development centers for differently-abled  
 State Tribal department in collaboration with private partners have launched more than 615 

VTCs under a PPP model to conduct training and employment program for candidates. 
 More than 40 Flexi MoUs have been signed with various renowned companies- L&T Ltd., Tata 

Motors Ltd., Volkswagen Group Sales India Pvt. Ltd., Mahindra & Mahindra Ltd., Eicher Motors, 
Toyota Kirloskar (India) Ltd., Bhagvati Sphero cast Pvt. Ltd., General Motors, ABG Shipyard, Royal 
Enfield, Siemens India Ltd., Sintex Limited, Pidilite Industries, etc. 

 Upgradation and Modernization of ~150 ITIs to be converted as Centers of Excellence through 
PPP model in association with industry partners. GSDM to support by providing an assistance of 
INR 2 Crores to each centre. Some of the large corporates partnering with GSDM are Maruti 
Suzuki, Adani Group, Tata Motors etc.  

Sources

 

16. Haryana Skill Development Mission 

Introduction:

Haryana Skill Development Mission (HSDM), established in 2015 by State Government, aims to 
empower youth to take part in the economic and overall growth of Haryana and India. HSDM is a 



single point of contact within the government to formulate and steer skill development schemes 
across the department. HSDM acts as an integrated mission which combines the efforts of various 
state departments in achieving the skill development target of the state.   

Initiatives:

Some initiatives undertaken for skill development in the state are described below:  

 80 plus courses, which cover over 15 different sectors across schemes such as PMKVY, SURYA, 
SAKSHAM, Drivers Training, Seekho-Sikhaao, Diksha, Skill-Mart etc.  

 HSDM also has an entrepreneurship scheme which is currently being implemented through HVSU 
(now known as SVSU) 

 empanelled Primordial Systems P.L. as a 
Center of Excellence for conducting employment- -Trainee 

 
 Provides skill training in certificate courses, having duration of 1-2 years, through 172 

Government and 246 Private Industrial Training Institutes (ITIs) 
 HARTRON Multi Skill Development Centre (HMSDC) has been established (covering area of 

1,20,000 Sq. Ft.) to encourage innovation and entrepreneurial ecosystem 
 Gyan Kosh: A learning management system (LMS) a platform to plan, implement, and assess and 

deliver learning processes has been developed 
 Flip Books: An informational brochure about the various skilling courses being offered by HSDM. 

It provides an overview of the courses offered, duration of the course, perspective candidates, 
career opportunities post completion of the course and the point of the contact. 
 

Outcomes/Impact:

 During the period 2017-20, enrolled over 70,000 students in schemes such as SURYA, PMKVY, 
Saksham Yuva, Driver Training, RPL, EDP, etc. 

Sources Analysis

17. Himachal Pradesh 

Introduction:

Himachal Pradesh Kaushal Vikas Nigam (HPKVN) works with an objective to enhance employability 
and provide better placements with an aim to promote entrepreneurship and establishments of 
small-scale business start-ups. 

Initiatives:

Some initiatives undertaken for skill development in the state are described below:  

 Pilot Training Program: A short-term pilot training programme was rolled out in December 2016 
across 8 sectors with the objective of training 1,080 Himachali youth in 11 job roles and provide 
them employment 



 B.Voc. Programme: The department of Higher Education (DOHE) has introduced the B. Voc 
program in 12 government colleges of the state in district like Bilaspur, Chamba, Kangra, Kullu, 
Mandi, Shimla, Uma, Hamirpur, solan and Nahan from academic Year 17-18. The programme is 
available in two sectors Retail Management and Tourism & Hospitality, being implemented by 4 
training service providers. 

 Graduate Add on Programme: This is a unique initiative of HPKVN to provide an opportunity to 
final year graduating students from Government Degree College to enhance their qualification by 
pursuing specialized NSQF aligned courses in addition to their regular academic education. At 
present the courses are being offered in BFSI, IT-ITES, Beauty & Wellness, Apparel and Electronics 
sectors.

Sources Analysis

18. Skill Development, Entrepreneurship and Livelihood Department 
(SDEL), Karnataka 

Introduction:  

To address the requirement of skilled manpower across various sectors and to narrow the existing 
gap between the demand and supply of skills, the government of Karnataka has set up the Skill 
Development, Entrepreneurship and Livelihood Department (SDEL) to help the youth to acquire 
necessary skills and expertise to increase their employability. The number of youths requiring 
vocational education from 2017 to 2030 is projected at 1.88 crores, comprising of 75 lakhs of the 
workforce existing in 2016 and 113 lakhs of fresh entrants.  

Initiatives:  

 Developed an ICT Enabled Web Portal under Skill Development Entrepreneurship and 
Livelihood (SDEL) Department to help youth acquire skill and employment. 

 Set up International Migration Centre  Karnataka (IMC  K) to provide authentic information, 
guidance training and. overseas employment to 60,000 candidates over a period of 5 years 

  
employability skill assessment, measures a person's job interest, employability readiness and 
aptitude to be able to make the decision. 

 Set up a SKILL TUBE Channel and provides e-Learning web-based multi-channel application, 
to create common approach for supporting multiple OS and Browsers. 

 Created a dedic  
 Converted district employment exchanges into human resource development centers with 

services like career counselling, training for soft skills as well as placement 
 Entered into Memorandums of Understanding (MOUs) with foreign universities/ Institutes for 

training of trainers with international certification  



19. Kerala Academy for Skills Excellence 

Introduction:

Kerala Academy for Skills Excellence (KASE) was established as the nodal agency for facilitating and 
coordinating various skill development initiatives of the state. KASE was incorporated with the 
objectives of promoting, establishing, setting up, monitoring, governing and regulating institutions 
and academies for skills excellence for development of core employability skills.  

Several initiatives have been undertaken to promote skill development in the state such as setting 
up of Centres of Excellence, employment enhancement programs, Kaushal Kendras, employability 
centres, career development centres, job training centres as well as implementation of schemes in 

geared towards encouraging vocational education in schools  

Initiatives:

The key initiatives of the state are described below:  

 Additional Skill Acquisition Programme (ASAP) Foundation and Skill program: The 
Programmes aims at equipping selected school/college students with skills in Communication, 
IT and selected areas of industry and service sectors. 

 Centre of Excellence: In order to ensure highest training quality KASE has launched an 
international outreach initiative - iSTEP (International Skill Training and Employability 
Programme), a system envisaged for faster, simpler and efficient processing required for 
setting up of Centres of Excellence (CoE) in various sectors.  

 Employment Enhancement Programs: KASE has taken several initiatives to create 
employment ready workforce and increasing the probability of a candidate to be recruited. 
Some of the noteworthy initiatives taken in this regard are Setting up of Kaushal Kendras, 
Converting Employment Exchanges into Employability Centres. Employment exchanges set up 
Career Development Centre/Mini Employability Centre (CDC/MEC) 

 Summer Skill Program - ASAP has taken efforts to popularize the concept of Vocational training 
during summer and this experience has prompted ASAP to design a comprehensive Summer Skill 

 
 Community Skill Parks - The aim of this project is to set up international level multiskilling center.  
 Aspirational Survey for Students for designing curriculum and Partnership with British Council 

for English Language communication proposed 
 Sixteen Community Skill Parks are planned all over Kerala in two phases. Nine Community Skill 

Parks are in first phase and seven are in second phase. All CSPs are operating in PPP Model 
through a concession agreement

 . Such 
centers to be opened in all 14 districts. Center to also offer skill development courses including 
soft skill, computer skill and English language training 

 

 



Outcomes/Impact:

 6 Centres of Excellence established  Nursing and Healthcare (2 CoEs), Oil & Rig, Security, 
Teaching, Water Technology. More than 900 candidates have been trained under these CoEs with 
a placement rate of around 46% 

 More than 7,500 candidates have been trained and placed under Kaushal Kendras 
 More than 1.43 Lakh candidates have registered at the recently developed Employment 

Exchanges out of which around 99,000 candidates have been trained and assessed with more 
than 44,000 candidates placed till date 

Sources

20. Madhya Pradesh State Skill Development Mission 

Introduction:

Madhya Pradesh State Skill Development Mission (MPSSDM) was established with an objective of 
providing access to sustainable quality vocational education to the target youth of the state to meet 
the challenges of skilled human resource required for various sectors of economy.  Madhya 
Pradesh State Skill Development Mission is the nodal agency for Skill Development in the State. 

The state has undertaken a wide range of initiatives in skill development for promotion of industry 
participation and entrepreneurship and training of marginalized groups. The state also received 

(2015) 

Initiatives:

Key initiatives undertaken for skill development in the state are described below: 

 State is promoting Industry participation though Flexi MoUs 
 Established of Skill Park & Entrepreneurship Development Institute  
 Madhya Pradesh state Skill Development Mission (MPSSDM) has reportedly established the 

first State Level Entrepreneurship Cell. The establishment of Entrepreneurships Development 
Cell (EDC) is with support from EDI and entrepreneurship promotion has been done via 
linkages with leading banks.  

 MPSSDM is providing Skill Training to PwDs and Marginalised Communities 
 Government of MP has entered into a collaboration with ITE Education Services (ITEES) which 

 
 Launch of Global Skill Park in collaboration with ITEES (Singapore) with an estimated outlay 

of USD 150 Million (funded by ADB) and upgradation of 10 ITI has been proposed 
 Partnered  
 Several Flexi MoUs have been signed with Maruti Suzuki, Hyundai Motors, Toyota Motors and 

Maruti Development Laboratory 
 Mukhya Mantri Kaushal Samvardhana Yojana (MMKSY)  Development of employment-oriented 

skills in women as part of the Kaushalya Scheme proposed. 2 lakh female candidates will be 
trained under this scheme 



Outcomes/Impact:

 7.5 Lakh Candidates registered under 147 Training providers for training under various 
programs 

 Facilitated 
supply gap between the industry and available human resource 

 Cab aggregator Ola signed an MoU with the government for training over 25,000 entrepreneurs 
through skill development of drivers 

Sources

21. Maharashtra State Skill Development Society (MSSDS) 
Introduction:

Maharashtra State Skill Development Society (MSSDS) was established in the year 2011 with a 
mission to equip 45 million candidates with employable skills by year 2022. It is the state nodal 
agency to facilitate planning, execution and monitoring of the State Skill Development Plan 

All the Skill Development schemes of various departments of Maharashtra government are 
integrated and implemented through the active coordination under the single umbrella of MSSDS. 
Apart from implementing the state component of all major Centrally Sponsored skilling schemes, 
MSSDS implements the state flagship scheme - Pramod Mahajan Kaushalya Udyojkta Vikas Abhiyan 
(PMKUVA) and Kiman Kaushalya Vikaas Kaarayakram. 

Initiatives

 
development scheme which was launched in September 2015. It is a comprehensive state 
mission aimed at skilling the candidates in the age group of 15 to 45 years and subsequently 
placing them in sustainable employment. This is an umbrella program of the state for skill 
trainings for all the departments of the state. The course duration under the PMKUVA ranges 
from minimum 180 hours to maximum 1200 hours 

 Kiman Kaushalya Vikaas Kaarayakram: Launched with an annual budget of INR 148 crores the 
scheme aims to provide district specific courses, which ensures that district specific demand of 
skilled manpower is catered to. The scheme provides employment to the trained candidates 
within the district thereby reducing unwanted migration of the candidate. 

Impact:

 More than 4.12 Lakh beneficiaries - 2.27 Lakh Candidates Assessed and 1.02 Lakh candidates 
successfully Placed under ~5,158 Training Centres 

 In-depth district and block level skill gap study to understand the industry demand, supply 
through public, private and informal channels, labour force participation trends, aspirations and 
employability of both new entrants and existing workforce in the state undertaken 

 Placement linked MoUs with Industry partners - More than 125 MoUs signed. 

Sources Analysis 



22. Odisha Skill Development Authority  

Introduction:

The state of Odisha has been leading from the front with regard to training the youth in industry-
relevant skills. Besides enhancing the employability of youth, there has been strategic focus on 
entrepreneurship development, improvement of technical education and most importantly, 
developing the right infrastructure for skills-based training. 

Odisha Skill Development Authority (OSDA) acts as an apex body for monitoring, coordination, 
convergence and providing overall policy direction for skill development activities. Centrally 
sponsored as well as state level skill development activities are overseen by the OSDA. 

at UNESCO Headquarters at Paris on 23rd May 2016 and bagged the first rank as the best performing 
state in implementation of DDU-GKY in the country in FY 2016-17. 

Initiatives:

 Training of Trainers (ToT) program with technical support of Australian Skill Development 
and Commonwealth Educational Media Centre for Asia was initiated 

 
mobilisation through involvement of community cadres (Cluster Level Forums and Gram 
Panchayat Level Federations) 

 Set up of World Skill Centre in Bhubaneswar in partnership with the Industry leaders and 
pioneers to set up Competency Labs in their respective skills 

 Advisory committee of Project Implementing Agencies has been formed for valuable 
suggestions to enrich the program. 

 Private sector initiatives include those by Essar aimed at skill training for livelihood 
improvement of farmers 

 In-depth district and block level skill gap study in partnership with International Labour 
Organization to understand the industry demand, supply through public, private and 
informal channels, labour force participation trends, aspirations and employability of both 
new entrants and existing workforce in the state planned. 

Outcomes/Impact:

 Two Migration Support Centres (MSCs) for post placement facilitation being established at 
Delhi-NCR and Bangalore. 

 Planned creation of 1000 competent trainers for the ToT program within this year. 

Sources



23. Punjab Skill Development Mission 

Introduction:

In 2014, the Punjab Skill Development Mission was constituted with an aim to train over 2 lakh youth 
in the state of Punjab. The primary objective of the mission is to enable youth to take up industry 
relevant training that will enhance their technical and practical knowledge to help secure a better 
livelihood.  

Initiatives:

 Providing skill trainings in urban and rural areas across the state in over 20 different sectors like 
Healthcare, Media & Entertainment, Green Jobs, Domestic Workers, Retail, Beauty, Construction, 
Electronics and Hardware, Food Processing, Health Care, IT ITES, Leather, Logistics etc. 

 Providing training under other schemes such as NULM-ESTP (Employment Skill Training and 
Placement), Soft Skills, PMKK, Border Area Development Programme, etc. 

 Established Multi Skill Development Centers and Health Sector Skill Centres. 

Impact:

 5 Multi Skill Development Centres are established at the cost of INR 60 crores at Ludhiana, 
Jalandhar, Amritsar, Bathinda and Hoshiarpur  

 3 Health Sector Skill Centres are established in the premises of Government Medical Colleges at 
Amritsar, Patiala and Faridkot. 

Sources

24. Rajasthan Skill & Livelihoods Development Corporation 

Introduction:

Rajasthan was the first state in the country to set up a state level body to coordinate skill development 
programs. The Rajasthan Mission on Livelihoods (RMoL) was established in 2004. Skilling mandate 
was introduced to RMoL in 2010 post its incorporation as a Section 25 company and was further 
renamed 
mandate is to coordinate skilling programs and build capacity at the state level.  

Initiative

 Apart from the CSSM component of central schemes, RSLDC implements Employment Linked 
Skill Training Program (ELSTP) and Regular Skill Training Program (RSTP) two of the flagship 
state skill development schemes designed to skill the youth providing them with gainful 
employment and encourage entrepreneurship for sustainable growth

 Centre of Excellence in Tourism Training (CETT), Udaipur developed with support of Govt. of 
Singapore and ITEES, Singapore 

 First government Skills University established in the state with NSQF 5 and above are offered. 
 Multiple Centre of Excellence (CoEs) is under construction and affiliation.  



 PMMY integrated with SSDMs activities lead banks participating in SEE fairs and FLC campaigns 
in ITIs and SDCs 

 Knowledge Integrated Skill Modules for Agriculture, Horticulture, and Animal Husbandry 
Training (KISMAT) implemented for training and employment opportunities to youth in these 
sectors 

 Upgradation and transformation of ITIs to modern training hubs and multi-skills institutes 
underway. 

 The ILD Skills University set-up in Jaipur 

 Around 3.4 Lakh candidates trained till date under the programs implemented by RSLDC. More 
than 70% trainings conducted under ELSTP and RSTP  

25. Uttar Pradesh Skill Development Mission (UPSDM) 

Introduction:

In 2013, the Uttar Pradesh Skill Development Mission (UPSDM) was launched with an aim to skill 
over 4 million youth by the end of 2022. In order to meet the target, UPSDM undertakes skill 
development on convergence model by converging schemes of 6 Ministries with a State top-up fund, 
i.e. a state skill Development Fund (a Top-up fund) is created to meet out the additional expenses 
needed in order to ensure integration for all the 6 schemes. Owing to the initiatives taken, it was 

and was the state recognized for Leadership Award during Education and Skill Summit, 2016 at 
Jharkhand 

Initiatives:

 Uttar Pradesh facilitated prominent industry participation in skilling initiatives.  
 Training is being provided under "One District, One Product" scheme, aimed at encouraging 

indigenous products 
 UPSDM has taken an initiative for ensuring 60% assured placement is compulsory for training 

imparted by training partners. 
 Overseas employment being facilitated through NRI Department and Tie Ups with placement 

agencies such as Monster.com. 
 Government order for all departments to give priority to youth trained by UPSDM in outsourced 

jobs 
 Establishment of a State skill Development Fund (a Top-up fund) to meet out the additional 

expenses needed to integrate skill development initiatives in the state 

 



Impact/Outcome:

 More than 5.8 Lakh candidates trained, and 7.65 Lakh currently enrolled for trainings conducted 
under UPSDM 

 Boeing, Amazon and GE Healthcare to collaborate with UP for imparting skill trainings 
 The State also has an MoU with Maruti Suzuki with regard to automobile related training 
 UPSDM has tie up with placement agencies - Select Job, Saral Rozgar, Job portal like Monster.com. 
 80% placement for trainings have been initiated with flexi-MoU partner. 
 Flexi MoUs with 19 esteemed industrial groups like Raymond, Maruti India Ltd., Larsen & Toubro, 

etc. for training and placement of candidates 

26. Utkarsh Bangla Scheme in West Bengal 

Introduction:

Government of West Bengal has constituted the West Bengal Skill Development Mission (WBSDM) 
with the objective of providing skill training to individuals to empower them to engage in wage 
employment or self-employment leading to improved livelihood. Apart from running the centrally 

the ambit of Paschim Banga Society for Skill Development (PBSSD), in 2016, to provide skilling 
training across the state.  This state initiative through Utkarsh Bangla Scheme aims at creating a pool 
of skilled candidates who are industry ready. 

Initiatives:

 State has Integrated Skill Development Policy and infrastructure to train six lakh trainees under 
institutional and non-institutional mechanisms.  

 Private sector investments in skilling include CSR and Affirmative Action based initiatives by Tata 
Metaliks Ltd. for setting up skill development centres for skilling in the foundry and engineering 
instruments sector.  

 The state is focusing on operationalizing 100 ITIs in PPP Mode.   

Impact:

 Tata Hitachi has set up operator training schools in the state 
 77 ITIs in PPP Mode have been operationalized 
 

1,836 Skill Training Centres under Utkarsh Bangla Scheme 
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